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Purpose of Report

The purpose of the report is to seek approval of Falkirk Council’'s Three-Year
Business Plan.

Recommendation(s)

It is recommended that Council:

1) Agrees Falkirk Council’s Three-Year Business Plan.

2) Notes that separate reports will be submitted to Elected Members on
budget savings options.

3) Notes that updates will be provided to the Executive.

Background

The Council’s first Five-Year Business Plan was approved in May 2019. This
plan was intended to be updated on an annual basis to drive the business of
the Council. However, this year the Council’s services have been significantly
impacted by the uncertainties brought about as a result of the COVID-19
pandemic and this second annual plan has been prepared for the next three
years in response to this situation. Nevertheless, there is a commitment to re-
establish a five-year plan as soon as possible.

This Three-Year Business plan is strategically aligned with the Council’s
proposed Corporate Plan and is framed in the context of the draft Council
Priorities following the recent community consultation and engagement.

On 11 June 20, the Emergency Executive noted the Council’s Business Plan
would incorporate the following:

e Medium Term Financial Plan

e Council of the Future Change Programme

e Workforce Plan

e Recovery Actions.

This structure will allow us to capitalise on the synergies across all of these
plans and programmes, managing delivery through established governance
processes that have been refreshed to reflect the new Council Priorities.

A self-evaluation exercise was undertaken by Services during the summer
months to ascertain the required transformation, business as usual, and
recovery activities to be included in the Business Plan, mapped to the
proposed Council Priorities.
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An Employee Pulse Survey and focus groups were undertaken to ask
employees for their views and experiences of working during lockdown and
beyond. The feedback from this is available here.

Elected Member workshops were undertaken during August and September.
These allowed Members to feedback on the proposed new Council Priorities
and how they would shape our Corporate Plan and Business Plan.

Considerations

Medium Term Financial Plan

Over the next three years, the Council will spend c. £1.5bn on services to our
local communities over the next three years. The Council’s Revenue and
Capital reports outline in detail the financial position of Falkirk Council. They
set the context for the 2020/21 financial position and the medium-term
financial position for the Business Plan from 2021/22 — 2023/24.

The budget gap for these cumulative years is estimated at £28.8m.
The savings required in each of the years is set out in the table in the
Medium Term Financial Plan.

It is anticipated that over the three year period around 25% of these savings
can be delivered through our Council of the Future transformation projects,
with the remainder of savings to be determined and savings brought forward
by the Integration Joint Board (IJB) and Falkirk Community Trust. There is a
significant volume of savings to be identified for 2021/22 as this is the year
with the largest projected gap and some of the anticipated savings from
projects have had to be deferred to later years. Section 3.6 of the Financial
Overview Reports sets out an approach to identifying those savings.

At this time, Elected Members are not being asked to take any budget
decisions but these will be taken forward as part of the 2021/22 budget
process to allow Elected Members to consider the detail of individual savings
options.

Falkirk Council Priorities and Council of the Future Change Programme

Our new Council Priorities have been finalised using the feedback from
Elected Members and the recent community consultation and engagement
activity.

To ensure these priorities underpin the Council’s transformation, an evaluation

of existing Council of the Future projects was undertaken. This found:

e Many projects in last year’s business plan have rolled forward, as per
planned timelines, though some have been extended by up to six months
due to the impact of lockdown.

e Most of these projects will continue with an adjusted project plan to
account for the slippage in timescale.

e Some key projects have been re-scoped to better meet the new Council
Priorities and immediate need of recovery actions.

e New projects have been identified to reflect the Corporate Plan priorities.
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e Delivery of the savings necessary to close budget gaps and redirect
resources will be delivered though business as usual activities and major
transformation of our key services.

The Council of the Future change programme now comprises 23 projects and
are shown in Appendix 2. The change programme will be included in the
Business Plan update reports to the Executive.

In light of this, the change programme has identified a refreshed set of priority
projects. These are the large-scale transformation projects that will help us
deliver on the Council’'s new priorities and savings.

Investment in Transformation

As outlined in the covering report for Falkirk Council’s new Corporate Plan,
Elected Members will be asked to use the new priorities as a reference
framework for resource allocation and decision making moving forward.

If approved, part of this process will involve consideration of the capital
investment requirements for change projects, where the following projects
have been identified for forthcoming capital bids:

Digital Communities - £13m

Ensuring that we have inclusive digital connectivity for our communities is
essential to our recovery planning and future service delivery. It will ensure
that communities across the Falkirk Council area get the same level of access
to our online services. It also helps us focus our face-to-face services on the
most vulnerable in our communities.

This investment will ensure we have ultrafast connectivity to key council
buildings such as schools and care homes. This will also ensure our
connected digital services such as CCTV, alarms, and smart sensors are as
robust, resilient, and as efficient as possible. Efficiency savings will be realised
through consolidation of existing contracts for these disparate systems.

Automation - £1m

To realise savings while continuing to improve service delivery, we need to
ensure our back-office processes are not only as efficient as possible but
designed with our customers to meet their needs. This investment in
automated solutions will reduce the time employees spend performing manual
repetitive tasks, simplify our workflow, eliminate data entry errors, and allow
employees to focus on high value tasks. The investment will also enable us to
improve the online service and response that customers receive.

Mobile & Flexible (Anytime Anywhere) - £1m

This investment is required so we can provide laptops to all desk-based
employees on a one-to-one basis, removing the need for desktop computers.
It will also help ensure our systems are adapted to work in a mobile and
flexible way. In addition, and as appropriate, frontline employees will be given
IT equipment to ensure work is done as efficiently as possible. This shift to
anytime, anywhere working is essential for business continuity and resilience.
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This project will realise savings through a reduction in our requirements for
office space.

Hydrogen Cell Pilot - £230k

Falkirk Council has responded to the Scottish Enterprise Low Carbon
Challenge Fund by making a bid to fund a small-scale hydrogen transport trial
aimed at Small Medium Enterprises. This 2-year pilot project will seek to raise
awareness of hydrogen as an alternative fuel source within the local Falkirk
economy as part of the Council’s policy towards net zero.

Other Significant Capital Work

Plans are under development for capital investment in the Council estate,
Roads programme, Climate Change, the Investment Zone all off which will be
reported at a future date.

The projects will be cited in the Capital Report to be reviewed by Falkirk
Council on 30 September 2020.

As well as capital investment, Falkirk Council approved a £500k Change
Fund as part of the 2020/21 budget arrangements to boost the delivery of the
priority projects within the change programme.

At June’s Council of the Future Board, the following projects received
Change Fund monies to accelerate and deliver at pace:

e Succeed Today, Excel Tomorrow — Connected Falkirk: £200K
e Enabled Communities £175k

Governance

The Council of the Future Board remains part of the Council of the Future
governance arrangements.

The refreshed governance arrangements are outlined in Appendix 3. The
most significant change is the shift from five workstreams to three, to reflect
the three new Priorities of the Council:

Previous Council Priorities- Council Priorities —
Workstreams Themes Statement of Intent
Enabled Communities Everyone has an equal
Communities chance to be healthier,
Services of the happier, safer and build
Future sustainable communities
Entrepreneurial Enterprise Help businesses to thrive
Services and make Falkirk more
prosperous
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Digital Innovation Innovative &

Transformational Entrepreneurial Council
Enablers that is forward-thinking
and unafraid of change

Trades Unions will continue to have an important role in key projects and the
Programme Management Office (PMO) will continue to support the overall
delivery of the Council of the Future change programme.

Workforce Plan

The Council’'s Workforce Strategy, Appendix 4, reflects the need for our
workforce to be responsive, innovative, trusted and ambitious (RITA), adapting
what they do to support the Council of the Future. In this context, there is a
need to ensure we retain the right people, in the right roles, with the right skills
and attitude. The requirement for change is heightened because of the impact
of COVID-19. ltis clear that balancing future budgets against a background of
rising local unemployment and increased poverty, with likely reduced
government grant and income streams, will be extremely challenging. Itis
estimated that there will be a reduction of c. 200 FTE as a result of the
changes required to deliver on the business plan. This, however, does not
take into account the likely increase in FTE in some parts of the Council e.g.
Early Years.

The Workforce Plan includes a proposal for a management review that will
be reported to the Executive in December 2020.

Consultation

Falkirk Council’s three new priorities have been influenced by the
engagement with stakeholders and communities. The commitment is to
continue with community-led conversations to ensure communities can take
the lead in service design and decision making through initiatives such as
Community Choices. An outline community engagement plan features in the
Council’s Corporate Plan.

Implications

Financial

The Council’'s Three-Year Business Plan with Medium Term Financial Plan
sets out how the Council will deliver a balanced budget, with associated
investment, spend and financial efficiencies.

Resources

Our three Council Priorities will give the Council a strategic approach to
resource allocation and decision making.

Legal

There are no direct legal implications arising from this report.
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Risk

6.4 The Council of the Future governance will support the delivery of the
Council’'s Three-Year Business Plan. The Council of the Future
Programme Risk Register reports into various strategic boards within the
governance framework and the Audit Committee on a six-monthly basis.

Equalities

6.5 A number of Equalities Groups directly participated in the Community
Conversation sessions held as part of the Community Engagement process.
This focus will continue, using the Council’s Equality and Poverty Impact
Assessment (EPIA) as we deliver on the work set out on the Council’s Three-
Year Business Plan.

Sustainability/Environmental Impact

6.6 Climate change and sustainability is a core project within the Council’s
Three-Year Business Plan. Environmental Impact Assessments (EIA) will
support the major initiatives within our Business Plan.

7. Conclusions

7.1 This report sets out the key considerations in the Council’s Three-Year
Business Plan as the framework for future financial planning and
transformation. Future reports to the Council of the Future Board and the
Executive will continue to chart progress and report on the key successes,
challenges, risks and issues that may impact on the delivery of the Council’s
Three-Year Business Plan

Chief Executive

Author: Rebecca McDonald, Change Manager,
rebecca.mcdonald@falkirk.gov.uk

Date: 30 September 2020

APPENDICES

Appendix 1: Falkirk Council’s Three-Year Business Plan
Appendix 2: Council of the Future Projects

Appendix 3: Council of the Future Governance Framework
Appendix 4: Workforce Plan

List of Background Papers: None

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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Appendix 1
FALKIRK COUNCIL BUSINESS PLAN 2021/22-2023/24

MESSAGE FOM CHIEF EXECUTIVE

COVID-19 has presented us all with unimaginable challenges. It has had a devastating impact on our communities and economy,
and fundamentally changed how we live our lives.

It has also highlighted what can be achieved when we free ourselves from bureaucracy and work together across services and
teams, and with partners and communities to do the right thing.

We stepped up as an organisation when our communities needed us most. That is something to be extremely proud of, though we
know that there is much more to be done.

That sense of purpose ignited by the pandemic now must be maintained. We cannot hark back to how we once worked, nor can we
drag our heels when it comes to transforming how we work.

This virus will be with us for some time and another could be waiting in the wings. If we are to recover stronger, we must strengthen
the ties that now bind us and build resilience across our organisation and communities.

The way forward

Our initial response to lockdown was guided by our business continuity plan. Our recovery needs to be just as carefully planned. We
must listen and learn and work as One Council - and our business plan provides us with a framework to make that happen.

The plan builds on the lessons learned throughout lockdown and the fact we can make decisions quickly, with many things once
thought difficult to achieve now becoming business as usual:

e All those who can work from home are now doing so

e More services are offered digitally, reducing the need to handle cash

e Communities, who mounted their own response to the pandemic, are being supported by our teams to do more for
themselves

It highlights how crucial the views of our communities, businesses and employees are, and makes clear we’re serious about
engagement, with our new priorities shaped by the results of our COVID-19 Recovery engagement.

It also lays down how we will bring these priorities to life against an extremely difficult financial backdrop through our Council of the
Future change programme and the decisions we need to make in how we run our day to day services.

Optimistic about the future

There’s no hiding from the fact there will be more hurdles to clear - not least because we’'ve so much still to learn about COVID-19
and its impacts, but if we work together, side-by-side with our communities we will maximise our chance to achieve positive change.

Together we can create a greener and more economically vibrant area with healthier, happier and more prosperous communities
that are digitally enabled and empowered to make key decisions for themselves.

Kenneth Lawrie
Chief Executive

KEY BUSINESS FACTS

e We expect to spend c. £1.5bn in Council Services over the next 3 years.

e We’'ll spend around £600m on our children and young people through our Children’s Services.

e We will fund over £270m in the Health and Social Care Partnership to transform and improve the quality and consistency of
services for patients, carers, service users and their families.

e Nearly £200m will go through our Housing Revenue Account so that tenants of Falkirk Council receive the maximum benefit
from their rents and ultimately the best standards of service.

e Our Capital programme pays for major projects such as improving council assets. Following the impact of COVID-19 we will
plan to invest £18m in digital capability to transform how we deliver services and support young people's learning. Over the
next five years we will spend nearly £150m on our roads, school estates, parks and open spaces and flood prevention. This
helps make our area ‘The Place to Be’.




MEDIUM TERM FINANCIAL PLAN

In our budget we have projected an estimated c. £29m budget gap over the next three years.

Our business plan shows how we will bridge this gap. We know there is still work to be done due to economic uncertainties to balance
our budget.

2021/22 2022/23 2023/24 Total
£'m £'m £'m £'m

Budget Gaps 13.50 7.70 7.60 28.80
Addressed by:
Council of the Future -
Priorities
Communities 0.19 1.87 2.61 4.67
Enterprise 0.85 0.08 0.17 1.10
Innovation 0.68 0.23 0.23 1.14
Savings to be Determined 7.69 0.93 0.00 8.62
FCT 1.00 1.50 1.50 4.00
IJB 3.09 3.09 3.09 9.27
TOTAL 13.50 7.70 7.60 28.80

Our plan recognises that over the next three years we face a period of unprecedented change and pressure, in part due to the impact of
the COVID-19 pandemic. By 2024, we estimate:

e The aggregate of our General Fund revenue budget gap over the three years from 2021/22 amounts to around £28.8m, as
shown above. These gaps already reflect a 3% rise in Council Tax.

e Over 58% of this is the estimated value of transformation savings.

¢ We will have around 200 fewer employees, Full Time Equivalents (FTE).

e There will be more people with complex health needs living longer.

e Increasing customer expectations and demands will put pressure on our services.

e Increasing levels of poverty and continued deprivation in some areas will have a significant impact on individuals, families and
communities.

e Ambitious projects will be underway to transform how we do our business, including the Falkirk & Grangemouth Investment
Zone initiative.

Capital

The 2020/21 Capital Programmes for General Fund and Housing have been seriously impacted by the COVID-19 pandemic.

At this point in time, the forecast spend for 2020/21 for the General Fund is £53.1m and for the Housing Capital Programme is £31.7m.
These figures will change as the year progresses and the full impact of COVID-19 is better understood.

Change Fund

A Change Fund of £500k for the Council of the Future change programme is in place for 2020/21 to support the Council’s priority
change projects. This will support those projects with expected savings planned for 2021/22.




COMMUNITY ENGAGEMENT AND OUR VISION FRAMEWORK

As part of our transformation and recovery from COVID-19, we asked our communities ‘what’s important to you?’ and they said they
want the Falkirk Council area to be a place where:

e There is opportunity for all
o Everyone can fulfil their potential

They also made clear this can only be done if we work together with our communities, support businesses, and become more
innovative as a Council.

We’'ve listened to what was said and have reshaped our priority areas, ensuring our focus is on what matters most — our communities,
enterprise and innovation.

These priorities will be brought to life through the work of the Business Plan, and by ensuring employees, Elected Members, partners,
and everyone else who works with and alongside us, has an opportunity to help make it happen.

Our Vision & Mission

The Place to Be

- Where everyone can fulfil their potential

Our Priorities: Transformation, Core Business & Recovery

Everyone has an equal chance to be healthier, happier, safer and build sustainable
communities.

Only by working in partnership with our We will focus on five core business We will focus on four recovery areas:
communities can we ensure everyone has areas:

an equal opportunity to live healthy, _ . e Supporting low income
independent lives. We'll do this by * Community Planning families

listening to and acting on what » Poverty and Equalities e Addressing Poverty
communities tell us so we can enhance » Education e Partnership working

our green spaces, create a sustainable e Social Care e Young people catch up on
transport infrastructure, and establish e Where we live learning

support services and educational facilities
that will allow all our children and young
people to thrive.

We have eight transformation projects
focusing on Communities, five of which
are priority projects.

e Transforming the way our young e £375k of the Council's Change

young people to Succeed Today, peo.ple.learn L Fund has already been allocated
o Delivering activities in to Communities for this financial

Excel Tomorrow ities | d d
« Around £4m in supporting our communities in new and modern year

communities ways and diffe_rently to hgw they e £3m capital monies has been
« On Roads, Grounds Maintenance & have been. delivered traditionally allocated to support our
Street Cleansing — £6.181m e Transforming and Participatory Budgeting approach

e Closer to Home - £27m commercialising our Roads & for community-led decision
Grounds service. making

e Redesigning our Closer to Home
Services

e Nearly £170m in educating our




What we are doing...

Theme Priority Projects What’s it about? It’s part of our core business It’s part of our recovery
Planning & Communities This project aims to ensure everyone has an equal chance to be Work to protect and improve the We will review how the value of
Supporting Shaping Falkirk’s healthier, happier, safer and build sustainable health & wellbeing of all. existing support might be increased

Communities

Future

communities. Ambitious? Yes. Achievable? Yes, but only if we
work together with our communities and partners, working as
equals to create a plan that improves lives across the Falkirk
Council area. To do that, we’ll help community conversations take
place, developing discussions to strengthen our relationship with
communities over time and provide a way for all voices to be
heard. And we’ll use the outcomes of these conversations to keep
Council of the Future transformation projects focused on the right
things. Only by sharing decision making with communities and
encouraging their participation to find solutions can we realise our
ambitions for the area.

Closer to Communities
with Community
Choices

During the pandemic thousands of our most vulnerable people got
the help they needed because communities rallied together,
tapping into our support when they needed it. This new way of
working created new partnerships and strengthened others. This
project aims to build on these to ensure we provide the right
support, in the right way, to the right people, at the right time.

We’ll do that by working with our communities to help transform
how services are delivered, ensuring the support we offer meets
their needs. We will also help communities identify the buildings
and land they want to make better use of and support them to do
just that. To achieve this, we will develop new and creative ways to
deliver community support and make sure communities have a say
on how money is spent.

Ask, listen, and act on what our
communities tell us.

Cut red tape to make it easier for
communities to make decisions for
themselves.

Build on new strengths created within
our communities.

to help meet the additional pressures
low income families are facing and
what more we can do to ensure
families in need are able to access
the support available.

We will create a more joined up
approach across the Council, with
our partners and the voluntary and
Third Sector to look at pathways out
of poverty for the most vulnerable.

We will redefine our relationships
with communities, Third Sector and
voluntary sector in how we work
together to realise opportunities and
respond to challenges ahead,
learning from how these roles
responded to COVID-19.

Young
People

Closer to Home

To improve the outcomes and life chances for our most vulnerable
children and young people, we need to transform the services that
support them. We'll do this by delivering on our five-year Closer to
Home strategy.

The plan lays down our ambitions, priorities and objectives which
have one key aim — to intervene as early as possible, providing the
right support to help significantly reduce the number of children and
young people who need to be looked after outwith their family and
community.

This will help us ensure more children and young people are
supported locally within a family setting and at school and will place
them — and their families — central to decision making and planning
about their care.

Work in partnership with communities
to ensure decisions and services are
right for them.

Form stronger ties with our
communities and partners to improve
the lives of our most vulnerable.

Raise aspirations and help everyone
live independent and fulfilling lives.

Ensure children and young people
thrive in their education/training.

Children and young people will be
supported to catch up and succeed in
learning.




Succeed Today,
Excel Tomorrow

Succeed Today, Excel Tomorrow aims to achieve better outcomes
for all our children and young people and improve the destination
profile of our school leavers. We want to increase the number of
young people progressing into Further and Higher Education and
ensure more of our young people can move into higher-skilled
levels of employment and training — to live, learn and work in the
Falkirk Council area.

In order to do this we need to provide our young people with
opportunities which will give them the skills and knowledge they will
need to succeed, by working more effectively with partners, other
council services and across school clusters, investing in our
Primary and ASN estate, establishing a senior phase curriculum
within a Technical & Professional Academy, and ensuring we have
a world-class digital learning platform. We will also ensure our
workforce are valued, equipped and motivated for the challenge of
making this become a reality.

Where we
live

Transformation of
Roads & Grounds

Our residents, businesses and visitors expect well-maintained
roads and green spaces and want any issues resolved quickly.

To keep on top of growing demand, this project aims to transform
into a modern and responsive service, delivered by a skilled and
flexible workforce.

We’ll do this through better use of technology and by putting in
place new and future-proof ways to deliver services, while working
more collaboratively with other teams across the Council and with
communities to help reduce demand.

We’ll also look to champion the skills of our workforce to help
embed an entrepreneurial culture that will identify and deliver more
commercial work.

Safeguard our green spaces and
maintain the quality of our road
infrastructure.

Deliver services in different ways
through increased technology and
engaging with communities.

Develop increased flexibility and
responsiveness in our workforce.

Create a more entrepreneurial culture
to target commercial opportunities.




Enterprise

Help businesses to thrive and make Falkirk more prosperous.

Transformation: Core Business: Recovery:

COVID-19 is severely affecting our We will focus on five core business We will focus on four recovery areas:

economy. We need to help our businesses areas:

to recover and ensure all in our * Delivering our Economic

communities can access the benefits of * Investment Zone Recovery Plan

renewed growth. * Economic Recovery e Utilising our procurement capacity
, : . e Employability to realise community benefits

We _” do this by supporting Ioca_l e Inclusive Growth e Promoting sustainable and active

businesses, town centres, helping people « Climate Change travel

to gain skills and employment, and e Implementing town centre action

enabling our area to reduce its carbon plans

emissions. e Boosting employability skills for

We have four transformation projects access to the labour market

focusing on Enterprise, three of which are
our priority projects.

We spend: Over next three years we could We want to invest:
save £1.1m by: Falkirk and Grangemouth Investment
- e Accessing external resources to Zone has been awarded funding of
e On growth & investment - £1.8M sustain and develop delivery £90m
e On Employment Training Unit - . - ,
£2 3M o Reviewing our employability services Falkirk TIF will deliver £67m of
to meet the demands of the labour investment in infrastructure
market post Covid-19
Additionally, we access significant external e Engaging with other partners to e Our environmental and.climate
funding support via national investment develop efficiencies and improve _change programmes will steer
programmes such as EU funds, Tax targeting of our services investment and access external
Incremental Financing (TIF), national funds to help reduce our carbon
training programmes the Investment Zone. emissions
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What we are doing...

Theme Priority Projects What's it about? It’s part of our core business | It’s part of our recovery
Inclusive Investment Zone & We have a key role in helping businesses recover from the impact | Support sustainable economic We will use our procurement
Growth, Economic Recovery | of COVID-19. Our Economic Recovery Plan, created with our recovery that benefits everyone. capacity to realise community
Investment Economic Partnership, will provide support to help rebuild a fairer, benefits that can benefit local
Zone, greener local economy. Use our procurement power to help communities and businesses
Employability rebuild the local economy and and boost the local economy.
Economic The economic recovery plan was created through engagement with | support sustainable local supply
Recovery local businesses. It aims to help businesses to navigate the chains. We will progress opportunities

uncertainty of recovery using a four-phase approach — respond,
reset, restart and recovery.

We have developed a suite of projects that will help us deliver
growth in Falkirk through our £90m Falkirk Investment Zone. These
projects will be implemented over a 15-year period and will deliver
sustainable and inclusive growth framed around local industry,
upgrade of infrastructure, climate change, and regeneration.

We will also continue our work to revitalise our town centres to re-
purpose their activities, attract footfall and investment.

Employability

What this project aims to do is tackle employability issues head on
using the skills of our Employment & Training Unit (ETU). Through
the ETU we’ll put in place a wide range of support that will give
people the skills, confidence and qualifications to help them secure
work.

We'll also support local communities as they look to rebuild, helping
to address important aspects of our economic recovery
(unemployment, skills recovery and supporting business and
enterprise), child poverty, and inequalities.

We’'ll also look to provide a more joined up approach by cementing
ties with other partners and council services to improve the customer
experience of jobseekers accessing a range of services to access
employment.

Create strong partnerships that will
help drive growth and regeneration.

Seek external sources of investment
to support a diverse economy.

Reimagine our town centres, making
them vibrant places to meet, eat,
shop, and do business.

Help people retrain so they can move
quickly from one job to another or
from a declining sector to an
emerging one.

Ensure our most vulnerable can gain
skills needed to secure work in an
uncertain job market.

Work with young people to develop
training that helps them gain the skills
needed for jobs of the future

Develop our Visit Falkirk tourism
sector to attract more visitors to the
area.

to promote sustainable travel
in Falkirk to enable access to
work and Town Centres.

We will deliver town centre
action plans to aid recovery of
retail sector and attract new
town centre activities.

We will enhance key worker
support to ensure a person-
centred, needs-based service
can be provided to the local
community to overcome
barriers, increase skills and
progress into the labour
market.

Climate Change

During lockdown many countries saw a significant drop in carbon
emissions as people were forced to change their
behaviours. Imagine what could be achieved if people sustained
this behaviour and changed the way they lived to help protect the
planet?

COVID-19 has given us all a once in a lifetime opportunity to do just
that, and this project aims to help our organisation do all it can to
tackle climate change.

Support the growth of the low carbon
economy to deliver new employment
and create a greener more resilient
environment.

Encourage the use of active travel,
electric vehicles and green transport
as well as sources of renewable
power for new developments.
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We'll do this by putting climate change and carbon reduction
measures at the heart of our transformation programme. We have
set challenging targets to reduce our carbon emissions to net zero
by 2030. We aim to increase our climate resilience and work with
services to get a better understanding their role, developing
measures to help meet our decarbonisation and sustainability
agenda.

Working in partnership with internal and external stakeholders,
including local businesses, we will look to decarbonise and help our
communities to adapt to the changing climate whilst developing a
carbon offsetting strategy that will help reduce the impact of carbon
emissions from our buildings, operations and wider community
activities.

Capitalise on the environmental
benefits that arose during lockdown
to ensure we decarbonise our assets
and help to meet our carbon
reduction targets.

Integrate climate change into all
areas of Council governance and
decision making.

Implement a carbon offsetting
strategy and initiatives to tackle any
residual emissions.




Innovation

We are an innovative and entrepreneurial Council that is forward-
thinking and unafraid of change.

*ﬁ ﬁ'

Transformation:

To help us better meet the needs of our
communities, we need to change how we
operate. We’'ll do this by harnessing the
innovative thinking, collaborative working
and quick decision making that helped us
through lockdown to ensure digital
technology is used more effectively and
our buildings and assets used more
efficiently.

We have six transformation projects
focusing on Innovation, two of which are
our priority projects.

Core Business:
We will focus on six core business areas:

e Transformation
e Culture

e Digital

e Financials

e Data

e Resources

Recovery:
We will focus on four recovery areas:

o Address digital exclusion

¢ Digital and online training for
job seekers

o Staff working from home with
a blend of office working

e Reimagine service delivery
models

We spend, each year:

e On digital communities, £1.5m
e On property expenses within
General Revenue - £24m

Over next three years we could
save £1.14m by:

e Delivering our innovation projects

¢ Implementing the outcomes of
our Strategic Property Review to
reduce and re-shape our property
portfolio

We want to invest:

e £45m in a new Council
headquarters and arts centre
facility as a catalyst to the
transformation of Council services
and help revitalise Falkirk town
centre

e £13m on addressing digital
inequalities.




What we are doing...

Theme

Priority Projects

What’s it about?

It’s part of our core business

It’s part of our recovery

Digital

Digital Communities

The pandemic has made clear the important role digital plays in all
our futures — and that is why we’ve designed this project to keep
everyone up to speed.

Our ambition is to have ultrafast broadband available to all Falkirk
Council residents and businesses, including those in hard to reach
areas such as rural locations.

We will work with our partners to help build capacity in the Third
Sector and within our communities so digital skills training can be
rolled out to those who need it.

Because equity of access is a fundamental right, we’ll provide
internet connectivity to families and vulnerable residents, and our
priority services will be moved online making them simple and easy
to access, reducing the need for face-to-face and telephone contact.

We’'ll also review our corporate connectivity and upgrade where
necessary so offices, schools, community centres, alarms, CCTV,
and smart sensors connect to a robust, consolidated and efficient
network.

Identify new ways of working and
service delivery models to help meet
the Council’s financial challenges
and retain new and better ways of
working.

Work with employees to build on
new working practices (including
working from home) to meet their
needs and those of our customers.

Encourage and enable collaborative
working by providing our workforce
with the right tools to make it
happen.

Create a ‘can-do’, supportive
working culture that encourages
creativity and innovation.

Enable a more digitally focused
economy with an improved digital
infrastructure.

Pick up the pace and move more
services online, making it easier for
customers to access them 24/7, 365
days a year.

Automate services to make it easier
to do business with us.

We will address digital
exclusion and overcome
barriers around access,
security concerns, literacy and
numeracy, ability to use social
media.

We will continue to deliver
digital and online training
platforms for jobseekers and

align with Digital Falkirk to
maximise impact.

Resources /
Culture

SPR

The Council has a large number of buildings that are expensive to
run, underutilised, do not meet our customer needs and are
inefficient in using energy.

Working with communities, we will aim to rationalise and invest in a
smaller number of higher quality, multi-use buildings that met need
in @ much better way — and that’s exactly what this project aims to
do.

We want to create learning and community hubs, reshaping our
school estate, modernise our sport, leisure and cultural assets, and
create a new headquarters and arts centre facility as a catalyst to
revitalise Falkirk town centre.

Refresh our portfolio of buildings in
light of new working practices and
connect with local communities and
partners on how we use them.

We will reduce our stock of poor
quality buildings that aren’t well
utilised and use too much energy.

We want to create a reduced number
of better-quality properties that are
modern, multi-use and help to
reduce our carbon emissions.

Employees will continue to
work from home, with a blend
of office-based working
introduced as lockdown eases
to allow flexibility.

We will continue to modernise
our facilities and adapt these to
meet the needs of our services
following COVID-19.



https://www.falkirk.gov.uk/services/council-democracy/policies-strategies/digital-falkirk.aspx

We have a draft property plan and will speak with our communities | We want our schools to be the hub
to understand their needs and aspirations for our properties. This will | of services to meet community
help inform the decisions we make about the future of some of our | needs.

buildings and our plans to invest for the future.




OUR CULTURE

]
af
We are Responsive

By embracing technology
and modern working
practices we will enhance
people’s lives and use our
own data to create
services that meet our
needs of our customers
24/7, 365 days a year.

OUR ROADMAP

Investing for Inclusive Growth & Economic
Recovery - Delivery of Town Centre improvements

SPR - Communities to have their/say
on way forward

S

We are Innovative:

By celebrating
collaboration, creativity
and learning we will
inspire employees and
communities to solve
shared problems and
create unigue services
that make Falkirk the

\“ﬁ
We are Trusted:

By removing bureaucracy
and red tape we will
enable and empower
people to develop new
skills and live rewarding
and happy lives as
independently as possible
within their own

place to live, learn, work community.
and visit.
Sept
21
Transformation of Roads & Grounds —= Aug
Maintenance — Deliver more flexible services 21
”, 1
June _ July ~
A May . 54, 21
Pr - 21
21
Mar -
Investing for Inclusive Growth & Economic
3 21 - - Recovery - Development of projects for Growth
F b L 4 Deal
e
21 Closer to Communities (with Community
Choices) - Community Choices conversations.
yy Introduce Community Chaoices through small
Jan grants and capital
21 Digital Communities - Remaining priority
| services to go online
Dec Enabled Communities -
Coproduce the Falkirk Plan with Community
20 Planning Partners
P et
Enabled Communities - Streamline the
Nov community conversation
20 Closer to Home - Increase the number of looked
e after children and young people. in local care
placements
Oct
20 Closer to Home - Families will be central to

decision making and planning for their children

"~

We are Ambitious:

By never limiting our
employees or our
communities” aspirations
we will create sustainable
services that have a
positive impact on
people’s lives.

Investing for Inclusive Growth &
Economic Recovery - Delivery of
Economic Recovery Plan

Employability - Council services work
together to support jobseekers

Climate Change - All plans, programmes
and strategies are assessed for future
climate impact

Climate Change - Falkirk Council
Offsetting Strategy developed

Succeed Today Excel Tomorrow -
Connected Falkirk - We will roll out our
Connected Falkirk platform to transform
learning and teaching and ensure all
pupils in PG-56 are provided with their
own personal learning device and that
our primaries have their digital
infrastructure and capacity increased.



Our External Changing Environment

POLITICAL

ECONOMIC

SOCIAL/DEMOGRAPHIC

TECHNOLOGICAL

ENVIRONMENTAL

Brexit

COVID-19 Pandemic—
lessans learned —changes
ofthe future and impact
on communities
COSLA — Scottish Local
Government Partnership
i.e. Government Funding
allocation, Government
guidelines, policies and
recommendations

Local Government
political agendas
External stakeholder
agendas

Opportunities with
partnersto reduce

Poverty —child,
community

Rates

Austerity economics
continued in public
finances
Businessimpacts
Transformational
Change

Increased staffing
costs,
Recruitment &
Retention
Strongerinflation
affecting the standard
ofliving
Community Care

Growing population
Health & Social Care
Demographictrends
Geographical variations
indeprivation
Housing
Community Support
Publicopinion /
accountability
Work patterns/
unemployment
Media/ Publicity
Health & Well-being

Digital Learning—an
Increased access to
computers/internet
Education

Inadequate digital
infrastructure/connectio
n costs

Automation of processes
Data collection
Sophisticated Systems—
security

Integrated Approachto
publicservice
Equipment

Research

E-Learning

Legislation—
statutory
obligations
Community
ambition

Human Rights
Duty of care
Public Protection
Health & Safety
Brexit

PublicTransport
Educational
opportunities
Seasonal Trends
Tourism

Climate change &
Sustainability
Waste Strategy
Zeroemissions,
Low carbon
Flooding

impact Budget
GIRFEC Supporting people
Risk

Well embedded risk management is integral to fully informed decision making, and the Council has a Corporate Risk
Management (CRM) Policy and Framework that encourages staff to be risk aware rather than risk averse. The

Corporate Risk Management Group (chaired by the Chief Finance Officer) oversees implementation of the Policy, and
risk management updates are presented to both the Audit (scrutiny role) and Executive (decision-making role)

Committees.

A Corporate Risk Register captures the most significant risks to the Council. These relate to, for example:

e Resilience, e.g. COVID, Brexit, and Business

Continuity.

¢ Reducing Corporate Resources and Impact on Staff

wellbeing.

e Health and Social Care Integration.

¢ Public Protection (Children and Adults).
e Equalities Duties.

Health and Safety.

Transformational Change;

Workforce Planning.

Funding.

Climate Change and Sustainability.

All risks have a lead officer, who is responsible for ensuring that consequences and mitigating controls are captured
within the Corporate Risk Register. Risks also link to plans, e.g. Business Plan, Corporate Plan, COTF Projects, and
actions arising from other audits and inspections (i.e. there should be a ‘golden thread’ across risks and plans).

Assurance on the management of risk comes via Service Assurance Statements, Governance Group Self-Assessments,
Internal and External Audits, and other external inspections. These inform risk management updates to elected
Members, as well as the Annual Governance Statement (which forms part of the Annual Accounts).




Workforce Plan

As a Council, we are ambitious for our area. We aim to be ‘The Place to Be - where everyone can fulfil their potential’.

As an employer, we are equally ambitious for our workforce. The Council’'s Workforce Strategy reflects the need for our workforce to
be responsive, innovative, trusted and ambitious, adapting what they do to support the Council of the Future. In this context, there
is a need to ensure we retain the right people, in the right roles, with the right skills and attitude. This is essential forward planning
for the delivery of the Council’s Business Plan which incorporates our Medium Term Financial Plan.

The requirement for change is heightened as a consequence of the impact of COVID-19. It is clear that balancing future budgets
against a background of rising local unemployment and increased poverty, with likely reduced government grant and income
streams, will be extremely challenging. As a result, the Workforce Plan has been reviewed and updated to reflect that some services
will have to be significantly reconfigured or stopped altogether as things are prioritised.

The next three years will be challenging for our employees as they respond to significant change. We need to do things differently
based on our learning from the pandemic. Following community engagement, our priorities have changed. The work we do and
how we allocate our resources must reflect this. The way we work must change. COVID-19 has already provided an opportunity for
increased working from home and where this is possible, this must continue.

We will support our workforce to lead, deliver and respond to the challenges the Council and our communities face over the next
three years and beyond

We will work together with our employees in the reconfiguration of council services recognising that we have a wealth of experience
and skills across our workforce to help deliver our vision for change. As an employer, we will be responsive, innovative, trusted and
ambitious. We will achieve this by engaging with our employees, listening to what they say, and acting on their feedback, using
data to understand our customers and using digital technology to modernise our services. Our employees will be expected to focus
on our three new priorities, helping us revitalise Falkirk in the wake of the COVID-19 pandemic.



file://s-fk-gsa/global%20falkirk%20council%20shared%20area/CotF-Project-Reporting/BUSINESS%20PLAN%202020/Workforce%20Plan

Appendix 2

Council of the Future Projects

Priority

Project Title (*indicates priority project)

Project Description

Communities

Enterprise

Innovation

Closer to Home*

To keep young people safe at home and in schools and support families

Engaging Communities to plan for Falkirk*

A programme of community engagement to support the co-design of the Falkirk Plan with the
Falkirk Planning Partnership

Closer to Communities with Community Choices*

Developing new and creative ways to deliver community learning and working with community
groups to make key decision for themselves through the Community Choices Fund

Succeed Today, Excel Tomorrow*

To transform learning & education in Falkirk

Transformation of Roads & Grounds Maintenance*

To be a more efficient, flexible & commercial service

Redesign of Housing Property Services

To improve services for tenants

Advice Hubs and Spokes

To provide support to our most vulnerable people

Climate Change*

Embedding Sustainability

Investing for Inclusive Growth & Economic Recovery*

To work with businesses & industry and delivery inclusive growth & economic recovery

Employability*

To support vulnerable job seekers

Sustainable Travel

To identify opportunities to promote sustainable travel in Falkirk and enable access to work and
Town Centres.

Entrepreneurial Services

The aim is to embed an entrepreneurial mindset, culture, and approach throughout the Council over
the lifetime of this plan and beyond

Hydrogen Cell Pilot

Net zero alternative fuel source testing

SPR* Getting the best from our buildings to support our communities
Digital Communities* Helping our Communities go digital
Automation Do our business more efficiently and automate work where possible

Council HQ & Arts Centre

HQ - rationalising our existing office portfolio to invest in a modern and sustainable building which
supports future service delivery models

Fit for the future

Changing our culture to be Responsive, Innovative, Trusted, Ambitious

IRMS

Using business intelligence/data tools to do Council business better

Rock Solid Technology

Getting our technology right for now & future

Transformation of Customer & Business Support

Implementing a modern, streamlined and efficient operating mode for that meets the current and
future needs of our customers

Analogue to Digital Telecare

Transition our analogue MECS system from an analogue to digitally enabled system

CCTV

Integrate and centralise the monitoring of CCTV to enhance public protection




Appendix 3

COTF Governance Framework

Audit
Committee

Council of the Future Board

Make it Happen Board

Communities Board Enterprise Board

Programme Management Office
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SECTION 1: WORKFORCE PLAN FOR FALKIRK COUNCIL

As a Council, we are ambitious for our area. We aim to be the place to be where everyone
can fulfil their potential.

As an employer, we are equally ambitious for our workforce. The Council’'s Workforce
Strategy reflects the need for our workforce to be responsive and ambitious, adapting what
they do, to support our Council of the Future. In this context, there is a need to ensure we
retain the right people, in the right roles, with the right skills and attitude. This is essential
forward planning for the delivery of the Council’s Business Plan which incorporates our
medium term financial

The requirement for change is heightened as a consequence of the impact of COVID 19. It
is clear that balancing future budgets against a background of rising local unemployment
and increased poverty, with likely reduced government grant & income streams, will be
extremely challenging. As a result, the workforce plan has been reviewed and updated to
reflect that some services will have to be significantly reconfigured or stopped altogether as
things are prioritised.

The next three years will be challenging for our employees as they respond to significant
change. We need to do things differently based on our learning from Covid. Following
community engagement, our priorities have changed. The work we do and how we allocate
our resources must reflect this. The way we work must change. COVID has already
provided an opportunity for increased working from home and where this is possible, this
must continue.

We will support our workforce to lead, deliver and respond to the challenges the Council and
our communities face over the next three years and beyond

We will work together with our employees in the reconfiguration of Council Services
recognising that we have a wealth of experience and skills across our workforce to help
deliver our vision for change. As an employer, we will be ambitious, innovative, responsive
and trusted. We will achieve this by engaging with our employees, listening to what they say,
and acting on their feedback, using data to understand our customers and using digital
technology to modernise our services. Our employees will be expected to focus on our
priorities , helping us to revitalise Falkirk in the wake of the COVID-19 pandemic, specifically:

¢ Communities — Everyone has an equal chance to be healthier, happier, safer and live
in sustainable communities;
Enterprise — Help businesses to thrive and make Falkirk more prosperous; and

¢ Innovation — Innovative and Entrepreneurial Council that is forward thinking and
unafraid of change

We will be innovative, responsive and trusted. We will achieve this by engaging with our
employees, listening to what they say, and acting on their feedback, using data to
understand our customers and using digital technology to modernise our services.

As an employer we will continue to:
o Pay the living wage, even when budgets are difficult;
¢ Have a modern and competitive range of terms and conditions;
o Ensure employees have access to good quality pension schemes;



e Putin place a number of flexible and voluntary benefits packages for employees to
access;

o Have employment policies and procedures which are easy to understand and comply
with legislation as a minimum;
Enable access to good quality training and development for all of our employees;

e Take care of our employees through a range of health, safety and well-being support;

¢ Provide increased opportunities for employees to work mobile and flexibly.

All services have their own specific workforce plans and recognise the importance of a
skilled, motivated and valued workforce.

A structure chart for the Council is shown at Appendix 1.
In developing this Workforce Plan the following documents and data were considered:

= Strategic Outcomes and Local Delivery Plan (SOLD) (Recognising that this is due
to be reviewed)

Corporate Plan (including the Community Engagement work to renew this)
Business Plan (including the work being done to refresh this)

Medium Term Financial Plan (as incorporated in the Business Plan)
Transformation Programme (as incorporated in the Business Plan and as being
developed)

= Workforce profiling information

» Relevant population demographics/ trends

= Employee survey results and more recent Pulse Survey results

This Plan covers the period from April 2020 — March 2024 and will be reviewed as outlined in
Section 6.

SECTION 2: ASSESSMENT OF CURRENT WORKFORCE

The following information provides a summary of the Council’s current workforce*:

FTE: 6029 Headcount: 7181
Full-time FTE: 58.73% Part-time FTE: 41.28%
Permanent: 88.85% Temporary: 11.15%

*The figures shown above are as at 30" June 2020.

The headcount and the FTE of the workforce has generally reduced over the past 5 years.
FTE has however, increased by 2.1% during 2019/20 predominantly due to an increase in
Children’s Services. This is linked to early years expansion.

To respond to the economic challenges posed by COVID 19 and to achieve the continuing
change required through the Council of the Future programme, the workforce will require to
contract further in certain areas of the Council. In other areas, however, there will be a

requirement for a short term increase in workforce to manage and help respond to COVID.

There is a mix of full time and part time staff, with just less than 60% full time. This varies
significantly in different services, for example, Procurement & Housing Property Services is
predominantly full time (c 95%) whereas in Social Work Adult Services, part time working
makes up a high percentage (c56%) of their workforce. This is reflective of the needs of the
particular service areas. It allows the service to have more staff at work at peak times and



offers flexibility to those employees who, due to caring responsibilities, have chosen to work
part-time. However, in other areas, high levels of part-time working can bring its own
challenges in terms of continuity and staff management. For example, Children’s Services
have experienced a significant increase in requests for part time working which is difficult to
manage within the school environment, given the national teacher shortage and the
increased staffing requirements resulting from COVID.

There has been a slight reduction in the use of temporary contracts, with 11.15% of the
workforce temporary. A review of temporary contracts has been undertaken. The aim was,
where possible, to rationalise these to address concerns regarding employment security for
our workforce and business continuity for the Council. Given the current budget position and
longer term uncertainties, temporary appointments continue to offer a level of flexibility for
restructuring options and where future budget reductions may be necessary. Temporary
contracts have also been used in recent times to help address immediate additional
workforce requirements within, for example, Childrens Services in response to COVID.

Workforce Age Profile:

Current Age No. of Age Profile No. of Age Profile No. of
Profile Employees in 3 Years Employees in 5 Years Employees
<16 0 <16 0 <16 0
16-20 65 16-20 3 16-20 0
21-25 402 21-25 157 21-25 65
26-30 685 26-30 550 26-30 402
31-35 717 31-35 761 31-35 685
36-40 781 36-40 683 36-40 717
41-45 753 41-45 806 41-45 781
46-50 942 46-50 821 46-50 753
51-55 1113 51-55 1012 51-55 942
56-60 1046 56-60 1117 56-60 1113
61-65 542 61-65 870 61-65 1046
66-70 92 66-70 319 66-70 542
>71 43 >71 82 >71 1359

The age profile of our workforce creates a medium term challenge and risk. With ¢39% of
the current workforce over 50 rising to c70% in 5 years, there is a need to consider
measures to attract younger people into the Council while managing the risks associated
with an aging workforce. The risk is greater in some service areas e,g, Social Work Adult
Services and Development Services where almost 55% of the workforce are over 50.Those
over 55 can retire without agreement albeit with actuarial reduction and this represents a risk
to the Council.



In recent years, given the removal of the statutory retirement age, the Council has also seen
an increase in the number of employees continuing to work beyond age 70. Whilst this is
positive from an equality perspective, it must also be balanced with increases in the younger
age brackets as mentioned above. The Council recruited 4 interns and 21 graduates in
2019/20 and, due to COVID, have extended these graduate appointments to August 2021.
The new graduate programme intake for 2020/21 has, however, been restricted to 12 due to
the impact of COVID.

Workforce Turnover:

2015/16  2016/17 2017/18 2018/19 2019/20

Average Headcount (7218 7053 6983 7023 7158
Nos of Leavers 844 753 580 636 606
Turnover % 11.69% 10.68% 8.30% 9.10% 8.50%

Some areas have experienced higher turnover than others. For example, Primary
Headteachers have seen a significant level of turnover. This has the potential to cause
issues given existing a national shortage of headteachers and the introduction of the
Headteachers’ Charter.

Absence Patterns:

2015/16 | 2016/17 | 2017/18 | 2018/19 2019/20
Absence % 4.80% 4.65% 4.50% 4.46% 4.78%

There are a number of areas above the Council target of 4%, although it must be recognised
that some areas of the Council have a high proportion of manual workers and would
anticipate a higher level of absence. Social Work Adult Services remains significantly higher
than other Council areas at 8.94% (2019/20). The Service has additional support to manage
absence via an HR Officer post on a ‘spend to save’ basis with earlier referrals to
Occupational Health for musculo-skeletal problems and stress related conditions. This post
has also facilitated the proactive use of return to work interviews and absence management
monitoring. Absence amongst craft workers also remains high at 7.32% (2019/20).

The Council had intended to introduce an absence reporting pilot with effect from 15t April
2020 in areas of higher absence specifically:

e Social Work Adult Services — Care & Support at Home, Day Services and Care
Homes

e Property & Asset Management - Building Maintenance

¢ Roads & Grounds

o Waste Management

This pilot will allow employees to report their absence 24/7 through a nurse led reporting
line. The intended benefits are to:



e To provide employees with medical support and guidance from nurses when they
first call to report sickness absence.

e To provide a consistent experience and level of support to employees

e To provide line managers with information on individual and overall team absence
and allow them to contact employees at a time of day when they have time for a
quality conversation

This pilot was postponed due to the impact of COVID. It is now intended that this will be
introduced in October 2020.

We have an Occupational Health Service, including physiotherapy services for musculo
skeletal support. We have also increased the number of trained mental health first aiders in
the workplace and re-instated an employee counselling service to support mental wellbeing.

COVID Related Absence

Over the period of the Covid-19 lockdown, a number of essential services have continued to
operate. Some of these have been delivered in very different ways due to lockdown
restrictions. A number of employees in non- essential services have also continued to work
from home and some have been providing support to essential services. The table below
illustrates the impact of COVID on working arrangements:

Absence Reason April July
Working From Home 1546 2838
Unable to Work From Home 892 395
Grand Total 2438 3233

In April 2020 (just after the start of the lock down) there were c1550 employees in the
Council recorded as working from home however by July this had risen to over 2800
employees. Part of this rise was a result of significant investment in providing IT equipment
to facilitate increased home working capacity.

It should be noted that these figures do not include those employees who continued
working but not from home, e.g., social care employees, some teaching employees, a
number of manual workers, etc. Employees who were on sick leave or off due to normal
annual leave arrangements were also excluded.

Given the phased lifting of the lockdown, plans are now being developed to support a return
of employees to the workplace in line with Service recovery plans and national guidance. It is
recognised that, going forward, delivery of services may require to be different, to ensure all
national guidance is taken into account. A Group has been established, chaired by the

Head of People, Technology & Transformation, to oversee this work and to support services
as they implement their recovery plan.

For employees who were unable to work from home due to underlying health conditions,
risk assessments were undertaken to facilitate a return to work where possible, seeking
Occupational Health advice as appropriate. Government guidance in terms of risk
assessment has also be followed for those who are shielding, pregnant or have other
health issues which may cause them concern about a return to the workplace.

It is recognised that this has been a very difficult situation for our workforce. In returning to
work, we could have employees with a range of issues affecting their physical and/or
mental wellbeing. This could be for a range of reasons such as concerns about their



safety, concern for their families, caring responsibilities and financial wellbeing issues.

We have put in place a lot of additional information on wellbeing support. We are part of a
network on Wellbeing that is led by the Scottish Government and a number of NHS partners
and Councils are represented. The wellbeing material will continue to be added to and
developed over the next few years and will be developed in partnership with the Scottish
Government led Wellbeing group.

Grade/Allowance Profile:

The majority of employees are paid at the lower end of the grading structure which is
reflective of the nature of the services being delivered.

The role that employees undertake continues to change as the Council makes changes to
the way in which we deliver our services, and as we change our workforce numbers. There
is a need to ensure we continue to review the grade individuals are paid to ensure it reflects
equal pay differentials.

A review of organisational principles for management structures across the Council has
been undertaken (Appendix 2) to ensure grades and post remits are more closely aligned to
new and improved ways of working. This will ensure that the Council continues to have a
robust and auditable pay structure, and that employees are fairly treated with regards to our
equal pay commitments.

There is a requirement, as part of the 2018-2021 national pay agreement, for all Councils to
fully consolidate the Scottish Local Government Living Wage (SLGLW) by March 2021
(there is scope to extend this deadline to 2022 but only through a collective agreement with
Trade Unions). The Council currently pays the SLGLW and applies this to all allowances
and pension. This is currently paid as a top up to basic pay, out with the pay structure. This
new requirement means that our SJC pay structure must be changed to have the SLGLW as
the lowest point in our pay structure. This has a knock on effect for higher parts of our pay
structure, to ensure our structure remains robust and there are appropriate differentials
between the grades for different posts. The structure also requires to be sustainable and
easy to understand by our workforce. To progress this work, a Reward Specialist has been
supporting the Council in its review of the pay structure. This review will also consider any
anomalies in our structure to ensure these are addressed as part of this review. The aim is
to complete this work by the 2021 deadline.

A summary of allowances payable across the Council is attached as Appendix 3. There has
been a reduction in the total allowances paid over the past few years. This has included a
reduction in mileage costs through increased use of pool cars. This is likely to be impacted
by the availability of pool cars currently being used to ensure safe working for front line
services in response to COVID. This may however be counterbalanced by the number of
employees working from home. It is intended that such costs will continue to reduce
through the Council’s Smart Working, Smart Travel project.

A key element of our workforce strategy is ensuring we continue to be recognised as a good
employer and have a workforce package which represents this. As part of the
implementation of our Business Plan, work has been undertaken with Trade Unions to
consider how our workforce package should change, to represent a Council of the Future.
Through these discussions, a number of options have been considered. Roadshows have
taken place throughout the workforce with employees offered the opportunity to attend and
submit their views.  Discussions are now continuing with Trade Unions on the feedback
and contributions received from our workforce to develop a final workforce package which
supports our vision of a Council of the Future.



Summary of the overtime worked:

A summary of overtime costs is attached as Appendix 4. There has been a reduction in
overtime and additional hours across the Council over the past 3 years. Overtime remains
higher in areas such as Environmental Services and Roads. There is an expectation that
overtime in areas of front-line delivery such as Social Work and Environmental Services will
be higher over the first quarter of 2020-21 to support the COVID response. As part of the
Council of the Future programme, Services are reviewing models of service delivery which is
likely to positively impact on overtime working.

Patterns of use of Casual and Agency workers:

The cost of casual employment to the Council in 2019/20 was approx. £3.9m (including short
—term/ supply teachers). There has been an overall reduction in the cost of casual
employment over the past 5 years. The main areas of service delivery using casual workers
are Social Work Adult Services and supply teaching within Childrens Services. The use of
casual staff is necessary to maintain service delivery to cover unplanned absence or assist
with peaks in service delivery requirements. It is likely that casual costs will increase in
2020/21 due to temporary arrangements implemented to ensure payments to casuals
workers / supply teachers during the COVID lockdown until June 2020 (c£1.3m casual costs
paid from March-June 2020).

2015/16
Cost

2016/17
Cost

2017/18
Cost

2018/19
Cost

2019/20
Cost

15,262,216.86

[4.471,983.81

3,750,213

£3,935,678

13,913,285

The cost of agency workers to the Council from April 2019— March 2020 was ¢.£901k
compared with c.£896k for the previous year. These costs are mainly within Social Work
Adult Services and also Development Services. All Services have been asked to review and
minimise the use of agency workers as far as possible, with the Council directly employing
its own workforce unless under exceptional circumstances.

Skill Profile:

Given the wide and varied jobs and remits across the Council, the skills profile of the Council
is equally varied. A number of posts require to have specific qualifications, e.g. Teachers,
Social Workers, Accountants. Others require to be registered with professional bodies, such
as SSSC. Social Work Adult and Children’s Services have a SVQ Assessment centre that
provides the full range of Social Services and Health Care awards in-house - from SVQ2 for
support worker/home care staff to the Leadership and Management in Care PDA award
(SCQF level 10). The changing nature of the SSSC means that a wider group of employees
over the next 1-5 years will require to achieve qualifications appropriate to their post, e.g.
Home Care. This will provide for a more skilled workforce. Career pathways are supported
providing opportunities for continuous professional development. This includes collaborative
working with local academic institutions.



With effect from 15t August 2020 under Section 28 of the Education (Scotland) Act 2016, a
pre-requisite for teachers taking up their first permanent headteacher post is holding the
Standard for Headship. In the event the standard is not held, temporary appointments only
can be made a period not exceeding 30 months. The Council’s recruitment practices have
been updated to reflect this.

Across the Council due to the diverse nature of the workforce, skills and knowledge are
maintained and developed in a variety of ways including;

. toolbox talks,

. lunchtime CPD seminars,

o webinars

. half day and one day courses

. conferences,

. Institute of Leadership and Management (ILM) Management Training up to and
including Diploma level

. Development of people for future roles including “Aspiring to be a Head of Service”.

. Bespoke training as appropriate and we also host training with other partners to

minimise costs.

. The Council’s online learning, OLLE, is promoted

In light of the impact of COVID, there has been an increased focus on e-learning with many
additional courses having been developed to deliver essential training during COVID
response. There will be an increased focus going forward on delivering training remotely and
also on developing digital skills across the Council. The development of digital skills across
our workforce will require to match the developments in our use of technology for service
delivery purposes.

The Council recently revised it’s induction processes with existing on-line resources being
supplemented by a half day Corporate Induction session run quarterly raising awareness of,
for example, the Council of the Future programme, risk management etc. These sessions
will be delivered virtually in the short term.

Training and succession planning is also managed via a successful apprenticeship
programme. As previously, indicated, some areas such as Procurement & Housing Property
services (8% of workforce) and Social Work Adult Services have well established
apprenticeship programmes in place supported by the Employment Training Unit. Graduate
and intern recruitment has also increased across the Council, particularly within Corporate &
Housing and Development Services.



Equality Profile:

Emp Ethnicity Emp Disability | Emp %
Gender Count % Count % Count
1871
59.50
Male 26.05% | Asian Chinese 5 0.07% | No 4273 %
Yes 124 1.73%
Female 5310 73.95% | Asian Indian 9 0.13%
Unknown 38.64
Asian Other 8 0.11% 2775 %
Refused to
Any Other 19 0.26% | Say 9 0.13%
Asian Pakistani 13 0.18%
Black African 12 0.17%
Black Caribbean | 2 0.03%
Black Other 1 0.01%
Mixed 9 0.13%
White English 205 2.85%
White Irish 29 0.40%
White  Northern
Irish 31 0.43%
White Other 92 1.28%
White Other
British 35 0.49%
White Polish 15 0.21%
72.32
White Scottish 5193 %
White Welsh 7 0.10%
20.83
Unknown 1496 %
Grand 100.00 100.00 100.00
Total 7181 % 7181 % 7181 %

It is clear that the workforce is female dominated, this is in the main due to the nature of the
jobs and organisation and is reflective of local government in general. The 2011 census
shows that the local population has 52% female and 48% male residents (overall and
working age). The employee gender profile is therefore not reflective of the local population.
Further there are elements of job segregation in certain service areas (e.g. refuse collection,
cleaning, home care, craft) and work remains ongoing to try and consider these issues as
part of the Council’s Equality Outcomes and gender pay actions.

The 2011 Census shows that 30% of the local population in the area have a long term health
condition (physical disability or mental iliness). It is unknown what percentage is able to
work. Within Falkirk Council only 1.73% of the workforce is recorded as disabled. A large
proportion of the workforce have not provided this information for analysis. The census also
indicates that BME groups make up 1.9% of the local population. The statistics of
employees do not reflect the same percentage.

Work has been done to improve records for ethnicity and disability with the numbers of
employees for whom ethnicity is unknown reducing by ¢12% in the past year. . Employees
will continue to be regularly reminded to update their records and with Myview now being
accessible to all employees via internet, this will facilitate individual updates.



SECTION 3: CHALLENGES, CHANGES AND OPPORTUNITIES

Impact of COVID 19

As a consequence of the impact of COVID 19, balancing future budgets against a
background of rising unemployment & increased poverty & vulnerability will be extremely
challenging. As a result, some services will have to be significantly reconfigured or stopped
altogether as things are prioritised. We will work as one Council through increased
collaboration to meet this challenge.

The way we deliver some services may also require to be different, to ensure all national
guidance on COVID is taken into account. This will include ensuring appropriate physical
distancing, risk assessments have been carried out, protective equipment is provided as
required, and other such measures to ensure the safety and wellbeing of our

workforce. Whilst such restrictions should be time limited, they are likely to continue for
many months to come.

In line with other organisations we are expecting there to be an increase in employees
suffering from mental health issues. We are committed to supporting our employees as best
as we can and will continue to review our wellbeing provision.

If there is a second infection wave either nationally or locally, we will be better prepared to
deal with this due to revised processes, working arrangements, risk assessments and
communication/ training that have been put in place.

The impact of COVID and other internal and external factors which may affect future service
delivery, over the next three years, have been considered below under the Council’s priority
areas:

e COMMUNITIES - EVERYONE HAS AN EQUAL CHANCE TO BE HEALTHIER,
HAPPIER, SAFER AND LIVE IN SUSTAINABLE COMMUNITIES

e Community Planning — Ask, Listen and Act on What Our Communities Tell Us

Our communities have told us that they want to work with the Council differently and want to
move away from the traditional Council-led engagement. The existing community
engagement process needs to change to an enabling model. This would ensure community
plans and actions are co-designed and co-produced to maximise their effectiveness based
on local priorities. A sprint team of four temporary (1 year) Community Partnership posts is
being implemented to harmonise community engagement across the council. This will help
us to better understand our local community needs and to create a mechanism for
implementing participatory budgeting (PB).

o Hubs & Advice Spokes- To Provide Support to Our Most Vulnerable People

We are committed to tackling poverty and the stigma of poverty. This is particularly important
when, due to the impact of COVID on unemployment levels, many citizens will see their
household income negatively impacted. It is likely that many will have significant financial
difficulties and require support through this transition. The provision of outreach services
within communities together with the ability to access multiple services and support from a
single contact which meets citizens’ needs and abilities are key. Three Advice and Support
Hubs have been implemented to provide support to the community. The East and West



Hubs are in locations which have been fully redesigned to meet customer needs. The
Central Hub continues to be delivered from Callendar Square while a more appropriate
location is identified. Consideration is being given to how they can be used to support the
most vulnerable customers going forward. Lessons learned from how services have been
provided while Hubs were closed due to COVID need to be considered in shaping the future
delivery model and staffing requirements.

Given the negative impact of COVID on many household incomes, this is likely to have an
impact the ability of individuals to pay their Council rents. Within Housing Services, Officers
are actively engaging with tenants who are in rent arrears with a clear focus on debt
prevention rather than debt recovery. During contact with tenants they establish household
circumstances, maximise financial support, and make referrals for specialist advice where
appropriate. A similar focus will be taken by in relation to Council tax arrears.

e Closer to Home — To Keep Our Young People Safe At Home and in Schools and
Support Families

Our Closer to Home strategy aims to build resilience within our families to help maintain
strong relationships at home. Where a child is unable to be looked after by their parents,
then they will be placed in a family environment which is safe and meets their specific needs
to deliver better outcomes for our young people at a cheaper cost. The project will include
transitions into adulthood and care leavers will have the opportunity to gain the skills (eg
managing their own tenancies) to effectively transition into adulthood.

As a Council, we take positive steps to support looked after children into employment with,
for example, candidates who indicate that they are a looked after child, are in continuing
care or are a care leaver (up to age 26) are guaranteed an interview if they meet the
essential minimum criteria under the Councils Recruitment & Selection Policy.

e Work To Protect And Improve The Health & Wellbeing Of All

Working With Communities To Live Full And Positive Lives Within Inclusive And Supportive
Communities

Our Health & Social Care Partnership has been in place for some time. Its main purpose is
to ensure that we provide joined up and seamless support and care to people in our
communities who need services.

The social care workforce is employed by the Council, but also by our third and independent
sectors partners. Volunteers and unpaid carers also play an important role in ensuring
success within this area and in support to the employed workforce.

At a local level Falkirk Council and NHS Forth Valley will continue to build on common
practices to provide better more integrated adult health and social care services through our
Health & Social Care Partnership (HSCP). An Integrated Workforce Plan is being developed.

The growing and ageing population continues to create pressures that impact on a wide
range of services. For example, within Social Work Adult Services, the ageing population
has a significant impact on service delivery. With an ageing, increasingly dependent service
user base, the workforce will have to develop their skill levels in a range of areas, for
example: medication management; applying treatments; assessment of service user
changes etc. Whilst the concept and application of reablement is familiar in some parts of
the service it is less so in others. Thus there is a significant staff development and skills



development required to meet future needs. A Home Fiirst Team has been established to
ensure that people are cared for in their own homes or a homely setting for the longest time
possible. Summerford Intermediate Care has been established to focus on a reablement
programme to achieve a potential return to home and is an alternative to staying in the
Community Hospital.

A New Medicines Management Policy has been introduced and the Homecare workforce
have undertaken training for this. A Pharmacy Technician has been employed to the Home
Care Service to support with the direct delivery of training and implementation of the new
policy and ongoing support for staff with all medication related issues. Quality assurance
measures have been introduced to ensure that effective governance is maintained. An
online medication training module and Medication Management Training Workbook has
been developed for all staff that is complimentary to the policy.

Our Closer to Communities Strategy is our commitment to developing strong, resilient
communities, where everyone has good health and wellbeing which is central to tackling
inequalities within the Falkirk Council area. The Community Learning and Development
service will move to a model where they are commissioned by the Council and partners to
deliver health and wellbeing projects within Falkirk. This will require a re-structure and re-
focus of the team using existing workforce.

e Succeed Today/ Excel tomorrow — To Transform Learning & Education in
Falkirk

We are committed to raising aspirations and ensuring that children and young people thrive
in education/ training.

Reopening Our Schools Safely

With the impact of COVID our focus has been on the safe re-opening of our schools.
Foremost in our planning for the return of children, young people and staff was our capacity
to allow them to return to establishments as confidently and safely as possible in line with
national guidance. It was recognised that priority must be given to supporting the health and
wellbeing of children, young people and staff. We worked in partnership with our early
learning and Childcare Centres (ELCCs), school leaders, and professional organisations/
trade unions to develop the plans for the return to ELCCs and schools.

To facilitate the safe reopening of our schools and early learning centres, the Council
adopted a “Soft Start” approach. This approach provided a well-planned and safe short term
( 3 day) transition period which ensured that children and young people were supported to
return to their establishments but also allowed Children’s Services to assess the availability
and readiness of the workforce and make adjustments as necessary for a full return. It also
allowed staff to assess the effectiveness of learning space management protocols, including
the necessary quarantining of some resources to ensure that they and the children and
young people they are responsible for felt confident and safe at being together full time.

The safe return of children to school has resulted in additional staffing requirements within
Childrens Services:

Primary & Secondary Sector - Childrens Services have offered 123 probationer contracts.
This will help to provide additional flexibility within schools, which as well as addressing staff
absences and maternity cover can also be used to support the COVID recovery plans.



Early Years - As part of the COVID recovery plan, Children’s Services are recruiting a
further 30 temporary staff to provide short term (August to December) additional flexible
resources. This will comprise 15 Early Years Officers (EYO) and 15 Early Learning &
Childcare Assistant (ELC) posts.

To meet the hygiene and safety requirements related to COVID, an enhanced cleaning
regime will be implemented across all Council premises including educational
establishments. This will include the introduction of daytime cleaning resources being
deployed across the school estate. To deliver this an additional c44 fte staff have been
recruited on a temporary basis to initially provide an additional 1,620 weekly cleaning hours.
These temporary arrangements will be reviewed on a monthly basis.

To ensure the safe opening of schools, there are also implications for staffing requirements
in other areas of the Council, including Transport Planning and Building Design which are
likely to impact on proposed staffing reductions in these Service areas, with budget savings
likely to be postponed. Transport Planning, for example, has been liaising to ensure that all
transport providers are aware of new guidance.

The ‘soft start’ approach also had an impact on our wider workforce. As a lot of our
workforce live locally, this impacted those with children of school or nursery age, and our
childcare arrangements were extended to cover this period. There will be a need to support
employees to continue to work as flexibly as operational contingencies can facilitate as
circumstances evolve.

Outwith this, the early commencement of the school term has had an impact on term-time
working arrangements with employees expected to report for work a week earlier than
anticipated. To facilitate this, an additional week leave has been added to the October
school holiday period.

Impact on Early Years Provision — Children’s Services are working towards the expansion of
universal early years provision to 1140 hours, taking account of school estate capacity and
the quality of education and care. This requires significant additional resource. In the past
year the following additional staff have been recruited - 3 Heads of Centre, 4 Principal Early
Years Officers, 1 Senior Early Years Officer, 62 Early Years Officers, 55 Early Learning &
Childcare Assistants, and 8 Support for Learning Assistants . The Service worked with the
Employment Training Unit in the design of programmes to attract additional early years
workers. They also engaged with Forth Valley College, and a greater intake of students
were enrolled to ensure that there were additional qualified staff available to meet the
conditions under the then planned expansion effective from August 2020. With the
introduction of an ELC assistant post there is an ongoing focus on supporting employees
into this sector with the expectation being that they will work towards getting a qualification to
become an EYO. The focus being that Falkirk Council will “grown our own staff”.

This programme of early years expansion has however been impacted by COVID 19 and the
statutory requirement for delivery delayed giving Children’s Services additional time to recruit
for full delivery. Current plans show that 1140 hours will be delivered across 75% of
establishments from August 2020.

This Early Years Expansion Programme also impacts on the design team within
Development Services to support increased early years accommodation requirements.
Additional resource continues to be required to support this programme. This has an impact
on proposed staff savings within this area which are likely to be deferred until next year.



Children’s Services and Development Services officers will be liaising with contractors to
progress any outstanding projects as soon as they can be undertaken

Raising aspiration and ambition & reducing the impact of poverty on children and young
people

We are committed to building capacity by engaging staff to develop practice to raise
aspiration and ambition of children & young people. In addition, through the use of Pupil
Equity Funding (PEF), the Service will ensure that there are sufficient resources in place to
support a range of interventions that promote resilience and readiness to learn in children
and young people. There are currently 38.11 FTE PEF posts across the Council support for
learning assistants or teachers. The use of PEF is monitored to ensure that it is being used
to effectively mitigate the effects of deprivation on the attainment and achievement of
children and young people in Falkirk schools.

Using Digital Learning In Classrooms To Help Narrow The Attainment Gap

Connected Falkirk will give our children and young people the confidence, skills and
knowledge needed to thrive in an ever-changing, fast-paced digital world. Digital learning
and remote working are now part of all our lives and this innovative project plays a critical
role in preparing our young people to live, learn and work in a truly digital age.

As a result of COVID, the Council has brought forward investment in Connected Falkirk
acknowledging the need to increase pupil access to learning devices in line with the
Council’s new priorities. This includes plans to upgrade school connectivity, which means a
next generation cloud-based Wi-Fi solution will be implemented earlier in the project
timeline.

For teachers, this will mean that a device will be issued to every class teacher, supported by
an accredited professional learning programme.

¢ Transformation of Roads & Grounds

We are committed to safeguarding our green spaces and maintaining a transport
infrastructure which is second to none. Key to this is the transformation of the Council’s
Roads and Grounds division to be a more efficient, flexible and commercial service. We will
work with our trade unions and workforce to implement, as appropriate, the
recommendations of a recent APSE review of the service including:

¢ Integrating street cleansing with roads & grounds maintenance to increase flexibility’
e Reviewing roles / pay structures
Reviewing working arrangements including current work patterns and overtime
arrangements
¢ Increasing the use of mobile technology in operations.

¢ Redesign of Building Maintenance Division

We are committed to ensuring that people feel safe within their communities and have high
quality housing. We are therefore redesigning our Building Maintenance Division to improve
service for tenants.The demand for affordable housing continues to significantly outstrip
supply. We aim to increase housing supply by providing new and additional affordable



housing. We will also invest in, and improve our housing and estates in order to improve
housing and energy efficiency standards. There is a need to ensure that suitable employee
resources are available to meet the Council’s commitments to manage the implementation of
these projects. The Council will receive £50 million capital investment annually over the next
3 years with no additional staffing resource identified.

The revised Housing & Communities structure has a strong focus on effective assessment
and allocation at the initial stages of the process which minimises the need for future
intervention. The recruitment of appropriately qualified technical and craft employees to
manage the delivery of our various housing improvement programmes continues to prove
difficult, particularly as the wider construction market picks-up and alternative employment
opportunities are available. As part of the service’s long-term plan there is an intention to
promote training opportunities for young people within the area and to create a “grow your
own” programme that will support succession planning and help manage recruitment gaps in
key service areas. To this end, a number of modern apprentices and graduates have been
appointed within the last 12 months across the service area.

To date, a number of changes have been implemented within the Building Maintenance
Division in a bid to aid recruitment and retention of skilled employees while delivering a
quality service. This includes, implementing home to work arrangements (whereby
employees take Council vehicles home with them) and flexible working arrangements. A
review of the Housing Property Division (including BMD and Stores) is also to be
undertaken. The aim of which is to deliver financial efficiencies/value for money while at the
same time improving services to tenants and taking account of future workforce challenges,
such as competing with terms and conditions offered by external organisations

e ENTERPRISE — HELP BUSINESSES TO THRIVE AND MAKE FALKIRK MORE
PROSPEROUS;

¢ Investing for Inclusive Growth : Growth Deal & Economic Recovery

The Council is committed to working with businesses and industry to deliver inclusive growth
and economic recovery.

Development Services work with local small to medium enterprises (SMEs) to maximise
public sector procurement business opportunities with a view to increasing local SME
employment and turnover.

With economic output in Scotland predicted to decline by 20% - 25%, it is likely
that occupancy levels and rental income of the Council’s commercial property
portfolio will be affected. Early market predictions are that the industrial sector will
be resilient but both retail and offices sectors will see a decline. As a result,
proposed staff savings within the commercial property & asset management team
for 2020/21 will be needed to manage the COVID-19 impact on commercial and
industrial property occupation. These savings will be carried forward to 2021/22.

A number of Government schemes have been created to support small businesses in light of
the COVID crisis which impact on staffing resources within Local Authorities. The Business
Support Grant Scheme fund supports small businesses with their business costs during
coronavirus. Almost 200 grants have been awarded to date and Development Services
employees continue to be involved in the administration of this process.



The Scottish Government introduced a further package of support for self-employed
people, viable micro and SME businesses in distress due to COVID. The Newly Self

Employed Hardship Fund fund was launched by Falkirk Council on 3oth April. This
process has been managed by Economic Development, with Revenues and
Corporate Fraud Team supporting the processing and verification of approved
payments. This has obvious resource implications for these teams.

The Covid-19 situation has had a significant impact on the economy of the Falkirk area, the
fullest effects of which we are yet to understand. To help us put the right support in place we
are working with the Falkirk Economic Partnership to create an economic recovery and
action plan that aims to mitigate the consequences for the local economy as we move
forward. A consultation exercise was recently undertaken to ensure that this plan reflects the
diverse needs of business owners and the self-employed. This will give a better
understanding of the impact COVID-19 has had on local business and will require additional
staffing resource, in the short, medium and long term.

A wide variety of Council Services have been involved and will continue to be involved in
helping local businesses re-open safely, for example, planning, licensing and environmental
health.

One of the key projects in our Council of the Future Programme is the Investment for
Growth Project. This reform our approach to economic development with regard to
the progress of the Investment Zone initiative, development of regional economic
partnerships, and introduction of modernised approaches to service delivery.
Investment of up to £50 million by the Scottish Government and £40m by the UK
Government in the Falkirk area will drive inclusive and sustainable economic
recovery and growth across the region as part of the Falkirk Growth Deal. The
money, which will be invested over 10 years, will fund targeted economic
development activity across a range of themes, including infrastructure, transport,
innovation, energy transition and skills. As projects are identified, these will have
staffing implications across different Council teams.

¢ Climate Change — Embedding Sustainability

The Council’s Investment for Growth project will look to support the growth of a low carbon
economy to deliver new employment and create a green environment.

Outwith this, as part of the Council’s commitment towards a net zero carbon future, we
encourage the use of electric vehicles with the Council opening the_largest electric vehicle
(EV) charging station in Scotland. As an employer, our Council of the Future programme
Smart Working/ Smart Travel looks to reduce car mileage by introducing new ways of
working through shared transport and technology solutions. The use of pool cars, including
electric vehicles, continues to be expanded across Services. The increased use of pool cars
is supported by a travel hierarchy to encourage employees to consider alterative options to
travel. Homeworking due to COVID has increased the use of virtual meetings and this new
way of working for some should continue to be used as an alternative to travelling to
meetings where possible.

Our COVID response has also required that the existing pool fleet has been used to facilitate
the safe delivery of front line services. A hierarchy for the utilisation of pool cars across the
Council is being developed to ensure effective usage during restricted working
arrangements.



e ETU - To Support Vulnerable Jobseekers

The growing and aging population impacts on Services. Changes such as the attraction of
new migrant households and welfare reform are resulting in additional work demands and
pressures for working age residents seeking employment. This adds to service pressures
and makes it more difficult for school leavers, young people and those who are longer term
unemployed to access work. This situation is likely to be heightened by the impact of
COVID. This presents challenges for Development Services in meeting these added
demands in our employment and training programmes to enable access to the workplace.

The Local Employability Partnership, chaired by the Employment & Training Unit (ETU) and
Skills Development Scotland (SDS) continue to strategise, plan and implement skills and
employability provision for all ages and stages locally. The work does however, have a
particular focus on young people to reduce youth unemployment levels and increase skills
and qualifications in line with Scottish Government’s ‘Opportunities for All'. Reports suggest
the COVID pandemic and subsequent lockdown will impact on young people greatest. Since
March, unemployment for those in the 16-34 age bracket in the Falkirk Council area has
risen by 101.5% with ¢1360 young people unemployed in July 2020 requiring additional
focussed resource within the centralised employability hub of the ETU.

With the anticipated end of European funding streams as a result of Brexit and commitment
from Scottish Government to better align employability provision nationally in line with the
SG No One Left Behind Strategy and SG and LA partnership agreement the ETU will work
with Public and Third Sector providers to locally implement all current and anticipated
funding and programmes to support our young people in the short, medium and long term.
This will require the allocation of additional staffing resource to mitigate the impact of
increased youth unemployment and contribute to the overall economic recovery locally.

e INNOVATION - INNOVATIVE AND ENTREPRENEURIAL COUNCIL THAT IS
FORWARD THINKING AND UNAFRAID OF CHANGE

o Fit for the Future — Changing Our Culture to be Responsive, Innovative,
Trusted and Ambitious

The next three years will be challenging for our employees as they respond to significant
change. This change is being driven by reducing budgets exacerbated by COVID, changes
in technology and most importantly changing expectations of communities and customers.
We have a challenging programme of transformation that covers all our functions and
prioritises disadvantaged communities in the re-design of services. At the same time we
must ensure we are delivering effective and efficient services that our citizens and
customers value and importantly at a cost the Council can afford.

There is a recognition that workforce change is essential to meet the changing demands of
service users. In delivering our priorities, within the current budget situation, we must work
as ‘one Council’. Our programme of change is aligned directly to our Corporate Plan
priorities and the medium term financial plan. The governance for this is also changing to
align to our priorities.

To continue to progress identified priorities, Services are supported by the Programme
Management Office (PMO). This team provide support to develop and deliver Service level
projects, including building internal capacity to deliver ongoing sustainable change delivered
at an increased pace, advising on ‘art of the possible’ for service redesign options and
ensuring benefits are identified to provide increased capacity to facilitate the change needed.



Additional resource has been added to this team to maintain the pace of change across the
Council. A Change Fund is also in place to support the delivery of change on a spend to
save/ improve basis.

Outwith this, the change projects have other implications for other areas of the workforce, for
example, other support services such as IT and HR continue to assist with strategic reviews,
service reviews and improvement groups. Appropriate levels of resources, skills and
experience must also be in place in these teams to support such change programmes and
this should be taken into account in any Change Fund bids submitted to facilitate change
projects.

Culture Change -Significant culture change is required to support the Council of the Future
programme. We need to encourage and enable collaborative working by providing our
workforce with the right tolls to make it happen. We need to create a can do, supportive
working culture that encourages creativity and innovation.

Employees through listening events and employee surveys have also stated they want to
see improvements in certain areas. This supports the direction the Council of Future
programme is leading us towards. The main areas of cultural improvement identified are :

e Leadership & Vision —are we able to articulate what our Council / Service / team will
look like in the future

¢ Anytime, Anywhere working — do we have the support mechanisms in place that
allow us to work in an anywhere, anytime style and support collaborative working.
The Covid19 pandemic has demonstrated that we can however there needs to be
consistency throughout the organisation

e Change — our employees want to be more involved in change and we want our
employees to be more involved. We require to give our employees a voice in what
changes they see would bring improvement

¢ Communication — as with most organisations, employees want more communication
and communication that they can trust

The culture change work has started and the Organisational Development Team have
worked with Service Managers and Chief Officers on a programme of change and
improvements based on the employee engagement surveys. This programme of culture
change has also started with 5/6™ tier Managers. It is envisaged that the next level of
managers / supervisors will undertake a similar programme.

The Organisational Development Team are working with Waste Management, Catering &
Cleaning, Roads & Ground Maintenance and Building Maintenance to support their line
managers in dealing with change and supporting the Council of the Future programme
including the introduction of the RITA values. The role modelling of the new values are
instrumental in changing the culture. The work with the front line teams has identified that
changes recommended by employees do not always get implemented even though they
might be good ideas. There is ongoing work looking at how this situation can be improved.
One of the successes so far has been the implementing of an employee suggestion scheme.
This is being considering for use throughout the Council.

Leadership Development training for CMT is also planned. This work will be carried out after
the members of the Senior Leadership team has been established following a review. The
training will be on Collaborative Leadership and specifically how we can make better use of
Leadership throughout the organisation. Collaborative Leadership will lead to less working in
silos which has been identified as an issue.

The recent Pulse Survey also identified a number of improvements required and an action
plan is being developed. A number of improvements were identified and in particular



Communication and Anytime, Anywhere working were identified as significant issues. In
addition to the action plan a number of working groups have been set up regarding Anytime,
Anywhere working and where we go following the pandemic.

Partnership Working with Trade Unions - To support the ongoing review of working
arrangements across the Council and to ensure appropriate employee engagement, the
Council introduced a revised approach to industrial relations, through a partnership
agreement with relevant trade unions. This is part of an overall employee relations
framework that recognises that partnership and collaboration are the best means by which
sustainable change and improvement can be delivered.

To illustrate the effectiveness of this approach, throughout the period of the lockdown, a
Trade Union liaison group has been set up to ensure continued dialogue over key issues.
The Trade Union liaison group has also ensured effective communication and resolution of
issues arising in the workplace as a result of covid-19. The group agree that this has
worked well and ensures on-going collaboration on the process of recovery with employees
returning to work. Trade Union representatives attend the cross Service Group overseeing
the return of employees to the workplace and a separate group to review and agree risk
assessments.

As part of the learning from this work, the Partnership Agreement with Trade Unions will be
further reviewed to ensure the on-going input from Union colleagues in key developments
and priority projects of the Council.

¢ Rock Solid Technology — Getting Our Technology Right for Now and for the
Future

Our Rock Solid Technology Programme aims to ensure that we have the best information
and communications technology (ICT) to support the delivery of secure and cost effective
digital services across the Council How we deliver our services is changing significantly. To
support this underpinning technology must be reframed to be agile, flexible, secure and
robust. We will have people accessing services in very different ways and our infrastructure
must allow for this change and progression. We used to rely on buildings to deliver services,
now we rely on technology. Our technology must give firm and secure foundations for future
service delivery.

As part of this, to increase our flexibility, Office 365 is being rolled out across the Council
and this process will be complete by the end of September 2020. Digital champions have
been trained to help facilitate this roll out.

The COVID pandemic has led to aa swift significant increase in home and flexible working
across the Council and to support this, we invested significantly in relevant devices to enable
this change in working arrangements to happen. A survey is currently being undertaken to
assess what additional equipment, employees require to work safely and effectively from
home.

o Digital Communities — Helping Communities to Go Digital /
o Automation — Do Our Business More Efficiently and Automate Where Possible

The vision for Falkirk is that all services are focused on how they can use technology to
improve access to services, communicate and engage with citizens more effectively, whilst
reducing costs. The Council’s core purpose is to deliver public services that meet the needs
of our communities so essentially this is a customer strategy, enabled by technology and



supported by a range of complementary skills, including IT, business analysis, data
analytics, marketing and digital communications.

The developing and increasing use of technology to deliver Council services in a more
efficient and streamlined manner which meets customer demands will alter staffing
requirements, staff skills and ways of working. Significant changes have been made to date
in customer & business support for example and opportunities continue to be explored
through digital and business transformation agendas to review and streamline processes.
Changes required to deliver services during the COVID crisis have highlighted further
opportunities for digital development. Moving external and internal customers increasingly to
self-serve using web based processes will drive changes in the way in which we interact with
the public and impact on the workforce. It will also provide an opportunity to the Council to
have a holistic view of each of our customers and their interaction with the Council.

As the dependence on technology increases both by our customers and the organisation, we
need to ensure that we have the right people in the right place doing the right things.
Technology is not only a solution in terms of better customer service but can also deliver a
platform for savings and efficiencies. COVID has highlighted its importance as services have
increasingly been delivered remotely. However this requires investment in technological
support to facilitate change and employee skills to make best use of technology.

In terms of digital leadership, we need our leaders to be clear about how services will be
delivered in the future and make sure they are putting in place the transformational projects
that will deliver that change. A Digital Maturity Project highlighted that not all management
fully recognise the opportunities presented by IT and this is a clear area for action. In
addition we need to ensure employees are digitally skilled to understand and use technology
to deliver the best services we can in response to customer needs and also to take
advantage of opportunities that technology gives us to understand what those needs are. To
support our employees to deal with technology changes like the move to Office 365 a
number of Digital Champions have been identified and trained. The Council is also planning
to work with SCVO to identify further training for Digital Champions. The training will supply
Digital Champions with the knowledge of how to support colleagues with digital tools.

Strategic Property Review & Council Headquarters — Getting the Best from Our
Buildings to Support our Communities

The Council’s Strategic Property Review will rationalise and re-invest in our assets enabling
services to be delivered from a smaller number of buildings, better suited to service and
customer needs.. The move towards modern ways of working in the use of office
accommodation etc. including desk-sharing, needs to be managed to maintain a healthy
productive working environment. This is now taking place against background of COVID
restrictions in the workplace, limiting the potential use of hotdesking and resulting in the
increased use of homeworking. This is a significant change for some employee groups
although good progress has been made over the lockdown period. This is part of our culture
change and must be maintained as we go forward.

The project will work with communities to identify community asset needs and explore
options for transfer of properties as required by the community. The SPR will establish a new
Property Strategy for the Council and will progress a number of enabling workstreams.
Specific staffing resources have been allocated to this project however, as this progresses, it
is likely to have implications for future staffing requirements other areas of the Council e.g.
facilities management, cleaning services.

Alongside this review of the Council’'s premises, The Council’s Anytime Anywhere project
has promoted home working with the initial aim of employees working 2 days a month from
home by June 2020 where possible. Services have responded to the COVID crisis with a



much higher proportion of our workforce now enabled to work from home. Chief Officers and
managers have a clear role to continue to promote home working and to ensure the ongoing
safety of their employees

Working from home is to remain in place as the default position for those who are able to do
so. Once the national guidance enables employees to return to offices, the intention is that
they will return for less than 5 days per week. On average, employees will be asked to work
on an average 0.5 ratio between home and the office. This will vary depending on individual
circumstances. The employee’s role and home environment will be taken into account.
Some will work from home 4 or 5 days per week, whilst others may work from home for
much shorter periods. Important to this is ensuring individual needs and requirements are
taken into account. Work will be done with individual employees at the stage of a return to
the office to assess how best to implement the 0.5 ratio. Key to this will be ensuring
employee wellbeing is central to considerations, along with the personal circumstances of
employees in making this transition.

Linked to this project is the Council’s Smart Working, Smart Travel agenda to identify annual
savings via employee mileage, highlighting existing transport options, providing guidance for
staff and using technology as an alternative to travelling to meetings. As part of this, the
Council has increased in pool of energy efficient, pool cars to enable staff travel, reduce the
cost of grey fleet and the impact on the environment. The use of this fleet will continue to be
prioritised for the provision of front-line Service as part of the COVID response to ensure a
safe working environment.

¢ Integrated Resource Management Systems

The Council is committed to using Business intelligence / data tools to do Council business
better and to use data to underpin decision making. Part of this is to streamline HR & Payroll
processes by converting manual processes to digital and seeks to deliver timely, relevant
and meaningful management information to allow informed decision making.

SECTION 4: DEFINING FUTURE WORKFORCE REQUIREMENTS AND GAP ANALYSIS

Each Service area has identified their future workforce requirements, including projected
headcount increases and reductions over the next 3 years. These are outlined below and
have been impacted by the Council’s required COVID response. These may require to be
reviewed further depending on how the COVID pandemic develops.

Service 2021/22 2022/23 2023/24
Childrens 14.00 4.00 1.00
Corporate & | 36.8 33.1 28.1
Housing

Development | 33.9 26.8 29.5




Part of the reductions will be met by voluntary severances with the following severance
applications approved or being considered per Service over the next 3 years:

Service Approved Applications

2020/21 2021/22 2022/23
Childrens 2 1 4
Corporate & 12 8 2
Housing
Development 4 0 0
SWAS 0 0 0

Outwith this there are c60 live applications for severance to be considered, primarily in
Corporate & Housing and Development Services, which will be considered in conjunction
with required service changes in these areas. In addition, further voluntary severance and
flexible retirement applications will be sought, where applicable, to try to achieve headcount
reductions by voluntary means. Flexible retirement across the Council continues to rise with
over 60 requests approved in the past 2 years.

The Council is committed to reviewing its structure to ensure that it is fit for purpose in a
modern and responsive Council of the Future

Workforce Development Requirements:

There are several areas of workforce development that are common across the Council
which are considered below:

Fundamental changes are required in the way the Council works at a strategic and
operational level and that there needed to be a clear cultural change in the way we lead and
manage this bold change programme.

All Chief Officers and Service Managers attend quarterly Leadership Forums and provide
and receive 360 degree feedback based on the values of the organisation. The 360
feedback is carried out bi-annually. Chief Officers and Service Managers have attended
Organisational Development workshops. This approach has been further developed and
5/6" Tier Managers are part way through a similar programme. It is envisaged that this
programme will also be delivered to all other employees who have line management
responsibilities. Following each workshop a tailored personal action plan which will include
feedback from the 360 is developed. It is not presumed that each person would have the
same development needs although there will be some common areas. Each person has to
follow through with their plan in consultation with their line manager.

The workshops are on the subjects of Change, Leadership & Vision, Recognition,
Communication, Skills Development and Coaching. The workshops content have been
determined following feedback from the employee engagement and listening events carried
out throughout the organisation.

These development activities appear to have had a positive impact on leadership across the
Council with the results of a recent employee engagement survey showing that 73.32% felt
that their line manager/ supervisor clearly outlines tasks and priorities (64.5% in 2017) and
61.5% said that their service area was well managed (53.1% in 2017). Further improvements
are anticipated as this process is rolled out to wider supervisory levels.



The Senior Management Team are also asked to undertake a minimum of 1 ‘back to the
floor’ day every twelve months. Only 63.7 % of respondents in the employee survey
indicated that senior managers were visible and accessible (56.9% in 2017) and further work
is therefore required to improve this, for example, through rotational participation in team
meetings.

A review of the Council’s performance management process Achieving Personal
Development Scheme was carried out and feedback from employees and the trade unions
suggested that APDS was not consistently used throughout the Council and that it was seen
as a “tick box” exercise. Research shows that having a good conversation with employees is
much more beneficial than holding a formal meeting. Following consultation with trade
unions and employees the Good Conversations process was devised and introduced. This
sets an ethos of having regular conversations with employees on subjects that matter to
employees as well as the line manager. There is guidance to help line managers on “how to
hold good conversations” with additional training available for line managers where required.

General Development Areas

Each Service was also asked to identify priority development areas for their wider workforce
and specific professional and technical skills requirements are outlined within individual
Service Plans.

The following priority areas were also identified by the results of the recent Council-wide
Employee Engagement Survey and subsequent PULSE Survey:

1. Dealing with Change — Knowledge of the ‘Council of the Future’ programme and
what needs to change is key to the success of the programme. From the recent
Employee Engagement survey, 88.4% of respondents were aware of need for
change but only 26.1% felt involved in change. The Council is keen for all
employees to have an active role in Council of the Future changes but employees
cited barriers to this such as needing more time to be involved (35.1%) and needing
more information on how to become involved (28.1%). Focus Groups were help with
staff following a recent PULSE survey and an action is has been developed to
promote employee engagement.

2. Team Building — Following a previous survey in 2017, the Council aimed to ensure
that all teams hold a minimum of one team meeting every two months with Council of
the Future a standing item on all team meeting agendas. The most recent survey
results show that 76.4% of respondents feel part of a team working towards shared
goals up from 66.1% in 2017. From the PULSE survey undertaken during the COVID
lockdown period, 72.1% felt their team was communicating well and staying
connected. However, despite this, social isolation and connecting with colleagues
were ranked in the top three of the challenges in relation to working from home. This
is being addressed with targets for team meetings via the action plan developed from
recent focus groups.

3. Communication — 51.7% of respondents in the recent survey felt well informed about
matters affecting their work. Fewer respondents felt well informed about important
issues within the wider Council (39.8%). To respond to this, the Council’s
Communications Strategy will be ‘brought to life’ for all employees which will include
a mapping of current communication channels and the introduction of more relevant
methods e.g. social media, Council of the Future webinars, VLOGs. A
Communications Employee Group has also been set up.

4. Technology/ Digital —in order to continue to progress and develop new technical
solutions, an element of skills transference and upskilling is required. We



need to ensure employees are digitally skilled to understand and use technology to
deliver the best services we can in response to customer needs and also to take
advantage of opportunities that technology gives us to understand what those needs
are. To support our employees to deal with technology changes like the move to
Office 365 of the Council trained Digital Champions. The Council is also planning to
work with SCVO to identify further training for Digital Champions. The training will
supply Digital Champions with the knowledge of how to support colleagues with
digital tools.

Outwith this, issues of specific skill demands, balancing workforce pressures and
maintaining staff morale through period of major change will also have to be addressed. As
a result we must aim to:

. ensure that there are sufficient skills available within the workforce, particularly in the
below 45 age bracket range to ensure succession planning. This includes reviewing
measures to encourage access for younger people continuing to “grow our own” and
using internal coaching and mentoring and leadership development in order to
increase the skills of our current workforce.

. ensure the identification of appropriate skills development through the consistent use
of Good Conversations. An important aspect of Council of the Future is to ensure
that our workforce is skilled. When asked if they have had an annual performance
meeting to discuss their performance and development, only 46% of respondents
agreed. Going forward, the Council is committed to ensuring that each member of
staff will have a meeting with their manager about performance and development at
least annually.

. Empowering and recognising employees is a key element of the Council of the
Future project. The results of the engagement survey and Council of the Future staff
engagement events highlight this as an area for improvement. 58.8% of respondents
felt valued for the work they do and only 43.3% felt involved in reviewing and
identifying service priorities/ service planning. Consideration requires to be given to
how we involve our employees in reviewing and identifying service priorities and
service planning. To support this, Heads of Service/ Chief Officers are expected to
attend a minimum of 3 team meetings every six months and to encourage more staff
involvement in shaping and delivering on priorities.

WORKING ARRANGEMENTS

Alongside our Anytime Anywhere and Smart Working, Smart Travel Projects, we continue to
review our models of service delivery/ ways of working to ensure that we are delivering
effective and efficient services. A number of reviews are ongoing as part of the Council of
the Future agenda e.g. within Building Maintenance, Roads & Grounds and Environmental
Services.



SECTION 5: REALIGNMENT OF WORKFORCE AND TRAINING

Action Description Planned Outcome Action Owner Start Date End Date
To review Encourage Improve the HR Started Ongoing
current equality employees to information held and
statistical provide equality | provide clearer
information held information management
on Council within Myview, information to help
workforce via through regular improve managing
resourcelink communications | information available
Develop Identify areas of | Workforce which is fit COs/ ETU/HR Started Ongoing
succession future skills for future.
planning across shortage as a
the Council result of an
ageing
workforce and Increase in number of
develop young people in
succession workforce
strategies
expanding use
of intern,
graduate and
apprenticeship
programmes
Ensure Leaders/ supervisors Service Managers | April 2020 March 2021/
consistent are ready / capable of Ongoing
application of demands of higher
Good level posts as they
Conversations become available
scheme/
development
plans to identify
and develop
leaders/
supervisors of
the future
Promote the use | Increase in the number | Service Managers | April 2020 March2021/
of flexible of employees working Ongoing
retirement, flexible retirement
particularly in across Council
areas with allowing for sharing of
trainee and knowledge skills
apprenticeship
schemes
Formalise Increased skill base Service Managers | April 2020 March 2021/
coaching and and knowledge Ongoing
mentoring sharing
opportunities to
increase skill
base and assist
with succession
planning
Improve Review pay and | Revised structure and COs/ HR/ Trade Started March 2021
recruitment and grading pay structure which is Unions
retention to structure and fit for future and
difficult to full benefits incorporate Scottish
posts package, Government Living
including flexible | Wage
and voluntary




benefits, to
ensure it
remains
competitive and
fit for purpose

Develop smarter | Ensures that the Service Managers/ | Ongoing March 2021
targeted Council has a HR
recruitment and workforce which is fit
retention for future
strategies for
difficult to fill
posts, including
use of
alternative
advertising
media e.g.
social media
Review of Improve retention by Service Managers/ | Started Ongoing
temporary improving employment | HR
contracts, stability for relevant
ensuring employees
sufficient
flexibility
remains where
necessary
Review of Reduce agency costs COs/ Service Started March 2021
agency working Manager
across Council
Improve Undertake Sickness levels COs/ Service Started Ongoing
attendance quarterly achieve Council target | Managers
levels across the | reviews of of max of 4% absence.
Council absence
Promote work Improved morale/ Service Managers/ | Started Ongoing
life Balance motivation of the HR
workforce
Ensure all Consistent application COs/ Service Started March 2021
Managers of the Council’s Managers
undertake Managing Sickness
Absence Absence Policy
Management
training with
quarterly reports
to CMT on
training
completion
Implementation Improved attendance HR Sept 2020 March 2021

of nurse led
absence
reporting pilot in
areas of high
absence

levels

Improved absence
management
information

Increase in number of
employees on
absence monitoring




Ongoing Improved employee HR Started Ongoing
provision of wellbeing/ reduction in
wellbeing sickness absence
information
Implement Carry out review | To ensure that we are | All/ HR/TUs Started March 2024
programme of of all service delivering effective and
review and functions efficient service that
reform of all against agreed our citizens value.
service functions | principles /
criteria,
including
consideration of
alternative
models of
service delivery,
shared services,
partnership
working.
Reviews require
to take into
account COVID
recovery plans/
priorities for
each Service
Review the Structure will meet the | Chief Executive/ Sep 2020 March 2021
management future needs of the Directors
structure of the Council and be aligned
Council in line to design principles
with the design
principles
Review HR Employment Policies HR/ Service Started March 2024
Policies and and Procedures which | Management/TUs
Procedures are easy to understand
and implement
Review training Ensure Ensure that all Service Managers | Started March 2021/
and consistent employees have an Ongoing
development application of annual God
requirements to Good Conversation and are
ensure that our Conversations capable of responding
workforce are fit | scheme/ to changing demands
for the future development in service delivery
plans to identify
training needs to
respond to
changing
demands
Review models Increased use of HR Started March 2021/
of training remote and on-line Ongoing
delivery to training
reflect revised
COVID working
arrangements
Support Continue to Ensures employees/ COs/ Service Ongoing March 2021
increased mobile | support ‘people’ | managers are Managers/HR

flexible working

aspect of the roll

engaged in MFW and




and facilitate the
innovative use of
new technology
to deliver future
services more

out of mobile
flexible working.

improves
morale/motivation of
the workforce

efficiently
Develop and Increased home Customer & Started Dec 2020
implement working Business Support
action plan to Manager
address
identified
barriers to
increased
mobile working
Conduct survey, | All employees who are | PMO/HR/IT Started March 2021
develop and home working have
implement and appropriate
action plan to equipment/ systems
ensure that all access to allow them
employees to do so safely and
working from equipment
home have
appropriate
equipment to
work safely
Implement To address employee PMO/OD Started Dec 2020
action plan to concerns regarding
address communication issues
identified and lack of social
communication interaction when home
issues resulting working
from home
working
Provision of Increased skill base Technology started Ongoing
Digital and knowledge
Champions to sharing
support
employees with
digital skills and
tools
Develop Continued Increased skill setand | HR Started Quarterly/
leadership skills implementation supports succession Ongoing
to ensure that of leadership planning
managers can Forum
lead and
implement
change
successfully
Facilitate 360 Improve leadership HR Started June 2023
feedback for all and management
Line managers across the Council
Design and Increased skillset HR Started March 2024
deliver across the Council and
leadership supports succession
training on planning process

techniques and




behaviours in
agreed areas

Culture Change

Review
communications
strategy,
including
mapping of
current
communication
channels and
introduce more
relevant
methods

Improved
communication

PMO/HR

Started

March 2021

Ensure that
team meetings
are held once
every 2 months
with Council of
the Future as
standing item

Improved
communication

COs/ Service
Managers

Started

Ongoing

Ensure
employee
engagement in
service planning
and change
process through
team meetings

Heads of
Service to
attend minimum
of 3 team
meetings every
6 months
encouraging
more
involvement in
shaping and
delivering on
priorities

Directors to
attend minimum
of one team
meeting per
divisional area
every 6 months,
leading on
Council of
Future agenda
item

Increased staff
engagement —

demonstrated through

CO updates on

intranet, discussion at
employee listening
events , VLOgs etc

COs/Service
Managers

Stared

Ongoing

Undertake
review of
leadership
forum and
listening events
to ensure that
these remain fit
for purpose

To improve leadership

and engagement
across Council

HR/PMO

March 2020

March 2021




Deliver To reduce silo working | HR TBC March 2021
Leadership across the Council

Development for

Corporate

Management

Team on

collaborative

working

Undertake To provide leadership oD Ongoing March 2023
change training to support line

management managers in dealing

work with with change and to

Catering & support Council of the

Cleaning, BMD, | Future Projects

Roads &

Grounds, Waste

management.

Develop a To clearly define our Directors Ongoing March 2021
Statement to culture to enhance

confirm our staff engagement

Culture

SECTION 6: EVALUATION AND REFRESH OF THE WORKFORCE PLAN

This Workforce Plan covers the period 2020-2024; however, it is considered a
‘live’ document and will be reviewed regularly against any changes to Service delivery
plans. The corporate management team will be responsible for monitoring the plan.



CHIEF EXECUTIVE

HSCI CHIEF OFFICER

DIRECTOR OF DIRECTOR CORPORATE &
DEVELOPMENT SERVICES HOUSING SERVICES

DIRECTOR OF CHILDREN’S

SERVICES

HEAD OF DESIGN, ROADS &
TRANSPORT

CHIEF FINANCE OFFICER

HEAD OF PLANNING &
ECONOMIC DEVELOPMENT

HEAD OF EDUCATION

HEAD OF
INTEGRATION

CHIEF GOVERNANCE
OFFICER

HEAD OF ENVIRONMENTAL
SERVICES

HEAD OF SOCIAL WORK
CHILDREN’S SERVICES

(*) Denotes a shared post with NHS
Forth Valley

HEAD OF PEOPLE,
TECHNOLOGY AND
TRANSFORMATION

HEAD OF PLANNING &
RESOURCES

HEAD OF HOUSING &
COMMUNITIES

HEAD OF PROCUREMENT &
HOUSING PROPERTY

Appendix 1




Appendix 2
FALKIRK COUNCIL

ORGANISATIONAL DESIGN PRINCIPLES - SPAN OF CONTROL

These key principles and management layers confirm the agreed Falkirk Council
organisational design model for all Service structures. New structures and structures which
are being reviewed should be designed using the principles contained in this guidance.
Existing structures should, where possible be reviewed, to meet the minimum standards,
however it is important to stress that posts should not be created to meet the minimum
standards. This will ensure that Falkirk Council is best placed to meet future organisational
challenges.

1. Organisational Hierarchy

There should be no more than 6 structural layers below that of the Chief Executive. In some
circumstances there may be fewer layers needed and this should be encouraged where
possible. This is based on benchmark information and best practice.

There should be sufficient differences in the roles and responsibilities between jobs to
justify different layers, which is also dependant on the nature of the service provision. The
broadly defined layers are set out below:

Level O Chief Executive
Level 1 Directors/Chief Grades CO1 Confirms priorities with the Chief
Officer HSCP Executive and Councillors/IJB
Level 2 Heads of Service Grades CO 2-6 Designs services to meet
priorities and leads direction
Level 3 Service Unit Grades Interprets service design,
Managers M-O manages service standards and
delivery
Level 4 Function Leads Grades Manages service delivery/leads
K-L on a service specialism/co-

ordinates the work of a
professional team

Level 5 Section Leads Grades G-J* Co-ordinates the work of the
team and provides general
leadership and support

Level 6 Supervisors/Section Grades B-F* Supports the team to deliver the
co-ordinator/Section service objectives
support lead

The Council will actively work towards achieving this hierarchy in any structure re-design
exercises. It will also consider its current structures and assess ways to achieve this
hierarchy through voluntary means, e.g., voluntary redeployment, voluntary severance, etc,
out with general structure re-design exercises, where this is possible.



*Depending on the nature of the service/jobs, G grades could fall within Level 5 or 6.

2.  Span of Control

In designing service/team structures, the spans of control set out below are the targets the
Council will aim for with regards to the scope of responsibility of officers. The Council will
work towards these targets as new structure arrangements are implemented and/or as
existing structures require to be reviewed. A higher or lower level of span of control does
not therefore mean that the structure or an individual’s grade within this is wrong, as the
spans of control set out below are targets that the Council will work towards.

Level O Chief Executive 1:3

Level 1 Directors/Chief Officer HSCP 1:3-16*

Level 2 Heads of Service 1:4-1:6

Level 3 Service Managers/SSM 1:4-1:6**

Level 4 Function Leads No more than 1:12 for

Level 5 Section Leads professional/non front line staff and

Level 6 Supervisors/Section co- no more than 1:35 for operational

ordinator/Section support lead staff. In determining the
appropriate ratio, consideration will
also be given to the supervisory
posts below the layers to assess the
reasonableness of the ratio***
* This relates to the Director to Head of Service ratio

ok It would be anticipated that those on Grade O would be at the higher end of the
span of control. There will be no Grade M posts reporting to Grade N posts.

**%*  When applying the framework, consideration should be given to the following
indicators, which will help determine the ratio required:

The nature and complexity of the work

Specialist nature of the task/project management

Geographical dispersal of employees

Degree and repetitive nature of task and availability of established rules and

procedures

Level of decision making, accountability and responsibility

Staffing responsibility:

e Grade O should have a sufficient span of staff responsibility and responsibility as a
depute to one of the Council’s statutory officers

e There will be no Grade M posts reporting to Grade N posts

e Grade M and N posts should have reporting structures with Grade K and/or L posts
reporting to them (such posts may be permanent or temporary)




e Gradel, Mand N posts should have staff responsibilities and structures designed to
reflect this

e There may be exceptional circumstances where specialist posts merit a K, L or M. These
will be the exception to the above and based on span of specialism. Expectation is that
these posts would be limited within each Service

It must be noted that whilst this paper sets out the design principles for the Council, all
Grades for posts will be assessed and confirmed through the Council’s normal job evaluation
processes.



Appendix 3

2017/18 2018/19 2019/20 to June 2020
Units Amount Units Amount Units Amount Units Amount

APTC Contractual Overtime 1,505.51 £15,023.38 1,363.32 £13,763.66 1,186.39 £12,717.01 95.32 £1,043.76
Call - Out Allowance 0.00 £1,121.34 0.00 £1,682.14 0.00 £1,069.87

Call Out (No Standby) 164.05 £3,038.79 161.55 £3,034.05 123.00 £2,452.32 66.00 £1,349.28
Call Out (On Standby) 2,550.52 £34,387.79 2,278.00 £31,109.88 2,600.98 £37,704.91 973.00 £14,440.36
Car Mileage ( Non-Taxable ) 1,873,445.00 £843,050.25 1,572,883.00 £707,807.73 1,178,515.05 £530,326.90 153,839.00 £69,105.06
Car Mileage ( Taxable ) 167,458.00 £75,356.10 123,564.00 £55,603.80 40,903.00 £18,406.35 3,571.00 £1,606.95
Contractual Overtime 597.96 £5,268.12 597.96 £5,319.44 157.53 £1,490.23

Contractual Overtime (Time and Half) 5,201.87 £78,963.10 4,710.68 £71,753.54 4,378.61 £70,925.41 1,338.31 £22,234.37
COVID19 Hub School (Teachers) STPS 1,059.45 £26,486.25
Craft Standby - Saturday 232.50 £4,173.06 288.00 £5,209.25 224.50 £4,283.78 38.50 £750.83
Craft Standby - Sunday / PH 319.50 £7,811.18 393.00 £9,668.09 295.50 £7,686.08 67.00 £1,768.12
Craft Standby - Weekday 1,089.00 £9,169.48 1,312.50 £11,146.65 930.00 £8,347.90 290.00 £2,640.39
Craft Standby - Full Week 999.50 £84,464.19 1,114.00 £94,862.37 1,080.25 £97,250.42 334.00 £30,758.78
Craft Standby - PH in Full Week 171.00 £2,713.36 163.00 £2,595.52 153.50 £2,604.90 58.00 £1,013.84
First Aid Allowance 0.00 £42,119.59 0.00 £43,846.19 0.00 £38,552.10 0.00 £11,364.29
Night Allowance 21,715.09 £91,801.62 17,759.05 £74,677.36 23,016.72 £103,570.62 9,977.78 £45,071.36
Night Work Allowance (Night Shift Allow) 92,510.56 £343,274.72 94,432.14 £356,317.61 87,506.50 £348,981.12 28,595.90 £118,951.80
Out of Hours (Contractual) 12,053.93 £84,882.67 11,792.80 £89,086.21 12,681.45 £101,884.55 4,217.81 £34,878.14
Out of Hours (Unsocial Hours) 81,267.16 £175,046.42 75,010.11 £162,929.08 70,720.09 £163,167.12 20,881.91 £50,409.57
SJC Standby - Saturday 269.50 £4,858.91 257.50 £4,666.72 295.50 £5,680.72 70.00 £1,378.02
SJC Standby - Sunday / PH 355.50 £8,735.30 323.75 £7,993.85 331.00 £8,675.59 90.00 £2,416.55
SJC Standby - Weekday 1,120.00 £9,478.35 1,101.50 £9,371.62 1,196.50 £10,804.73 325.00 £3,001.19
SJC Standby - Full Week 406.85 £34,591.83 368.00 £31,524.28 366.00 £33,088.10 139.00 £12,920.51
SJC Standby - PH in Full Week 28.50 £454.54 26.00 £416.27 23.00 £392.61 13.00 £228.54
Standby 0.00 £3,546.85 0.00 £3,311.42 0.00 £2,146.66 0.00 £72.56
Training Hours ( Social Work ) 3,375.83 £31,229.81 4,708.26 £44,178.61 3,785.29 £37,782.36 287.16 £3,019.24
Grand Total 2,266,837.33 £1,994,560.75 1,914,608.12 £1,841,875.34 1,430,470.36 | £1,649,992.36 226,327.14 £456,909.76




Appendix 4

2020/21
to June
2017/18 2018/19 2019/20 '20
Units Amount Units Amount Units Amount Units Amount
Additional Payment 0.00 £10,343.40 0.00 £2.413.77 0.00 £836.75
Additional Payment STPS 0.00 £990.00 0.00 £1,518.00 0.00 £470.76
Call Out Overtime @
Double 693.50 £17,092.38 615.00 £15,595.43 264.75 £7,041.79 194.75 £5,450.44
Call Out Overtime @
Time/Half 27,271.32 £506,035.51 | 27,849.37 £517,972.12 26,428.70 £524,837.61 | 6,562.80 £133,583.22
COVID19 Hub School (SJC) 1,284.34 £16,046.23
Day In Lieu 5,133.29 £48,051.24 4,461.94 £42,505.38 4,245.61 £43,988.30 | 1,266.86 £13,549.75
No Time Off @ Single Time 541.26 £5,074.30 343.94 £3,327.52 273.50 £2,784.19 78.76 £842.30
Overtime @ Double Time 13.40 £397.89 78.50 £1,637.57 277.00 £6,306.37
Overtime @ Single Rate 9,318.50 £103,630.47 | 15,449.79 £171,361.72 12,292.95 £143,932.48 | 2,729.24 £36,757.64
Overtime @ Time/Half 90,158.09 | £1,557,286.33 | 86,814.60 £1,492,021.83 75,087.17 | £1,380,677.68 | 25,053.62 £471,332.49
Overtime On Public Holiday 4,353.15 £92,531.89 4,278.35 £91,671.09 3,630.28 £85,835.95 | 2,730.91 £67,499.70
P/T Additional Hours 100,884.32 | £1,034,041.55 | 92,342.23 £950,590.16 79,682.25 £854,336.36 | 16,660.84 £196,238.86
Temporary Overtime (
Double ) 67.75 £1,101.08 32.50 £107.58 10.00 £216.00
Temporary Overtime ( Time
/ Half ) 1,168.25 £6,226.80 787.25 £2,744.27 392.50 £2,783.37 158.00 £2,559.60
Temporary Overtime Rate 1,703.54 £16,641.10 458.01 £3,653.49 410.75 £1,478.21 115.00 £170.89
Grand Total 241306.37 | £3,399,443.94 | 233400.48 £3,295,374.78 | 202819.46 | £3,050,748.60 | 57122.12 £950,553.49
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