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1 THE ISSUE

1.1 This report is to provide background information to accompany the presentation 
on Workforce Planning at B&NES at the Resources Scrutiny panel on 21 March 
2018.

1.2 Whilst there are pockets of good practice in services, the significant challenges 
that the Council currently faces means that a standardised, holistic approach for 
workforce planning is required.  

2 RECOMMENDATION

The panel is asked to note the following:

2.1 An approach for strategic workforce planning at B&NES needs to be developed 
and implemented.

2.2 Senior managers will need to work closely with the HR &OD service on the 
agreed approach; with good quality internal and external quantitative and 
qualitative data to build robust workforce plans at a service level that can be 
joined to build a workforce plan for the Council as a whole.
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3 RESOURCE IMPLICATIONS (FINANCE, PROPERTY, PEOPLE)

3.1 A limited budget is available to support workforce planning development. The 
data and data reporting tools are already available and some resource will be 
required to help develop an easy-to-use approach and recording tool.  

3.2 The largest resource requirement will be time and capacity from senior 
managers.

4 STATUTORY CONSIDERATIONS AND BASIS FOR PROPOSAL

4.1 None

5 THE REPORT

5.1 The Chartered Institute for Personnel and Development (CIPD) defines 
workforce planning as “A core process of human resource management that is 
shaped by the organisational strategy and ensures the right number of people 
with the right skills, in the right place at the right time to deliver short-and long-
term organisation objectives”. There is no one way of undertaking workforce 
planning and the Council needs to identify and agree the right approach.

5.2 The Council’s workforce is comprised of those that are directly employed by the 
Council, Members, those in partner organisations and volunteers. 

5.3 Having a clear strategy and vision for people at the Council is the starting point 
for any workforce plan.  The vision is that; “We will be an agile, outcome 
focused, enabling council that works for residents. Supported by a culture which 
is open and enable authority to act, accountability and connectedness to the 
public and colleagues.”

5.4 The presentation to the Resources Policy Development & Scrutiny Panel on 21 
March 2018 will address a number of key issues for discussion that are relevant 
for the Council looking ahead to its workforce for 2020.  These include:

- Recruitment & retention
- Apprenticeships
- Talent planning (including leadership development)
- Skills audit/gap analysis
- Succession planning

5.5 Good quality information is vital for good planning and this information must flow 
both from within the organisation and from external sources.  Work is currently 
underway to create an “HR dashboard” to provide managers with clear 
quantitative staffing data including equalities information.  This is only part of the 
data that is required as contextual internal and external information is also 
important as shown in the diagram below (from the CIPD “Guide to workforce 
planning”, Spring 2010).
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5.6 The Human Resources and Organisational Development (HR & OD) service has 
recently been restructured to enable the Council to take a more strategic and 
holistic approach to HR & OD.  A new post of HR Business Partner has been 
established and the HR & OD Business Partners, along with the Head of HR & 
OD and OD Manager, will work with the Directors and Heads of Service to 
develop and implement an agreed approach to workforce planning.  

5.7 Discussions are also underway as part of the wider Council restructure to 
centralise the training and development functions under the leadership and 
management of the HR & OD service which will enable the skills audit, talent 
planning and succession planning parts of workforce planning to be more joined 
up.

6 RATIONALE

6.1 In times of significant financial constraint, it is crucial that the Council has a 
robust, forward looking workforce plan in place ensuring that the Council’s 
workforce is aligned to the Council’s priorities and that “the right number of 
people with the right skills, are in the right place at the right time to deliver short-
and long-term organisation objectives”.

7 RISK MANAGEMENT

7.1 A risk assessment related to the issue and recommendations will be undertaken, 
in compliance with the Council's decision making risk management guidance.

Contact person cherry_bennett@bathnes.gov.uk

Background 
papers

List here any background papers not included with this report, 
and where/how they are available for inspection.
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Please contact the report author if you need to access this report in an 
alternative format


