
CLACKMANNANSHIRE COUNCIL 

Report to: Clackmannanshire Council 

 Date of Meeting:  14 September 2023 

Subject: Interim Workforce Strategy 23-25  

Report by: Strategic Director – Partnership & Performance 

1.0 Purpose 

1.1. This paper presents the Council’s Interim Workforce Strategy 2023-25. 

2.0 Recommendations 

2.1. It is recommended that Council: 

2.2. Note the contents of the Interim Workforce Strategy 2023-25; and 

2.3. Approve the Interim Workforce Strategy 2023-25. 

3.0 Background 

3.1. The Interim Workforce Strategy 2023-25 follows on from the Strategic 
Workforce Plan (2018-22) and is designed to ensure that we have the right 
people, with the right skills, at the right time and in the right place. 

3.2. The Strategy provides detail as to how, over the next two-year period, the 
Council will set a foundation for workforce development and learning which 
will support the development of the Be the Future Targeting Operating Model 
(BtF TOM). 

3.3. Of particular focus will be a continuation of the Council’s workforce planning 
efforts at both strategic and directorate levels, ensuring that as the target 
operating model is developed, and the need for new roles and skills evolves, 
we can support and engage our workforce in this journey. 

3.4. The development of this strategy has been informed by a range of sources, 
including the Trueman Change Capacity and Skills Audit (2022), staff surveys 
across the period 2018-2021, the Clackmannanshire and Stirling Health and 
Social Care Partnership Integrated Workforce Plan (2022-25), and Senior 
Leadership Forum sessions. 
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4.0 Considerations 

4.1. The Strategy provides context to the key workforce challenges which the 
Council faces, including the ongoing impact of the COVID pandemic, the need 
to transform and evolve services (as laid out in the latest Be the Future 
update paper), and the challenging financial context in which services are 
delivered. 

4.2. In addition, key workforce data is provided, giving a valuable insight into the 
demographics of the Council workforce: 

 The Council’s staff headcount is 2,715, with an Full Time Equivalent 
(FTE) of 2,039.96. 

 The average age of our workforce is 45 years. 

 75% of the workforce are female (which is consistent with the previous 
Strategic Workforce Plan). 

 55% of the workforce are full time employees, with 34% part time, and 
10% casual staff members. 

 Of those on part time hours, 93% are female. 

 36% of staff have a length of service of between 0-4 years.  

4.3. The Interim Workforce Strategy 2023-25 also identifies workforce 
development themes in line with the organisational redesign framework. 
These are: 

 Creating the Conditions 

 Developing the Team 

 Releasing the Potential 

4.4. All actions identified within the Strategy are aligned to these themes so as to 
monitor and track progress and ensure that we make positive progress 
towards an outcome of ensuring that our workforce is supported, understood, 
respected and engaged. 

4.5. Council should note that progress towards this outcome will be tracked 
primarily via the roll out of a new staff survey, created in conjunction with 
Trade Unions, and due for roll out within September 2023. 

4.6. Overall, the actions identified (and the overarching Strategy itself) are 
designed to create a foundation for workforce development over the next two-
year period. This will focus activity ahead of the creation of a full Strategic 
Workforce Plan in 2025, and will support the development of the Council’s 
Target Operating Model. 
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5.0 Sustainability Implications 

5.1. There are no direct sustainability implications arising from this report. 

6.0 Resource Implications 

6.1. Financial Details 

6.2. The full financial implications of the recommendations are set out in the report.  
This includes a reference to full life cycle costs where 

appropriate.              Yes  

6.3. Finance has been consulted and have agreed the financial implications as set 

out in the report.              Yes  

6.4. Staffing 

6.5. The Interim Workforce Strategy outlines a range of activities which will be 
delivered internally by the Council’s Workforce Development and Learning, 
HR, and Communications teams. 

7.0 Exempt Reports          

7.1. Is this report exempt?      Yes   (please detail the reasons for exemption below)   No  

  

12.0 Declarations 
 
The recommendations contained within this report support or implement our 
Corporate Priorities and Council Policies. 

(1) Our Priorities (Please double click on the check box ) 

Clackmannanshire will be attractive to businesses & people and  

ensure fair opportunities for all    
Our families; children and young people will have the best possible 

start in life   
Women and girls will be confident and aspirational, and achieve 

their full potential   
Our communities will be resilient and empowered so 

that they can thrive and flourish   
 

(2) Council Policies  (Please detail) 

13.0 Equalities Impact 

13.1 Have you undertaken the required equalities impact assessment to ensure 
that no groups are adversely affected by the recommendations?  

 Yes     No  
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14.0 Legality 

14.1 It has been confirmed that in adopting the recommendations contained in this 

 report, the Council is acting within its legal powers.   Yes   

  

15.0 Appendices  

15.1 Please list any appendices attached to this report.  If there are no appendices, 
please state "none". 

 Appendix 1 – Interim Workforce Strategy 2023-25 
 

16.0 Background Papers  

16.1 Have you used other documents to compile your report?  (All documents must be 

kept available by the author for public inspection for four years from the date of meeting at 
which the report is considered)    

Yes   (please list the documents below)   No  

 Author(s) 

NAME DESIGNATION TEL NO / EXTENSION 

Alastair Hair 

 

Team Leader – WFD & 
Learning 

2045 

Approved by 

NAME DESIGNATION SIGNATURE 

Stuart Crickmar Strategic Director – P&P 
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