ARGYLL AND BUTE COUNCIL COUNCIL

CUSTOMER SUPPORT SERVICES 24 JUNE 2026

WORKFORCE WELLBEING STRATEGY

1.0 EXECUTIVE SUMMARY

1.1 The purpose of this report is to seek approval from Council for the Council’s
updated Wellbeing Strategy. The Strategy has been developed through a
review of wellbeing data, engagement with staff and managers, and alignment
with our People Strategy outcomes.

Council is asked to note progress of the previous strategy, recognise ongoing
challenges, and approve the updated Workforce Wellbeing Strategy.
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INTRODUCTION

Workforce wellbeing is essential to delivering high-quality services and
maintaining a positive organisational culture. This updated Workforce Wellbeing
Strategy replaces the Council’s existing wellbeing strategy and has been
shaped by staff engagement and data analysis. It aligns with our People
Strategy outcomes and our Connect for Success principles and aims to ensure
workforce productivity supports delivery of Best Value, high quality and
sustainable services.

The updated strategy reflects changes in how we work, including hybrid models
and increased digital tools.

RECOMMENDATIONS
It is recommended that Council:

¢ Notes progress made in supporting wellbeing; and
e Approves the updated Workforce Wellbeing Strategy

DETAIL

The Council’s existing Wellbeing Strategy was approved in 2019 and provided
vital direction and focus during the Covid-19 pandemic and early recovery. Its
goals included improving wellbeing indicators by 5% and reducing sickness
absence. Benchmarking work was delayed due to the pandemic, but a
comprehensive post-pandemic assessment was undertaken in 2022.

Subsequent staff surveys show an overall improvement in all wellbeing
measures (Figure 1). The proportion of positive responses increased, and the
proportion of negative responses decreased in all three areas during the period.
It should be noted however that while overall trends are positive, at the extreme
“very poor” responses in all areas show a marginal increase when compared
with 2022 ratings. This is not in line with the overall aim and is something the
widened focus of the policy aims to address.



Figure 1

Mental/Emotional 2022 Wellbeing | 2024 Survey 2025 Survey
wellbeing rating Survey

Excellent 8% 15% 13%

Good 38% 37% 43%
Satisfactory 35% 28% 28%

Poor 16% 16% 12%

Very Poor 3% 4% 4%

Prefer not to say N/A N/A 1%

Physical wellbeing 2022 Wellbeing | 2024 Survey 2025 Survey
rating Survey

Excellent 4% 13% 11%

Good 33% 45% 48%
Satisfactory 43% 29% 30%

Poor 19% 11% 9%

Very Poor 1% 2% 1%

Prefer not to say N/A N/A 1%
Financial wellbeing 2022 Wellbeing | 2024 Survey 2025 Survey
rating Survey

Excellent 3% 7% 5%

Good 40% 37% 43%
Satisfactory 39% 40% 37%

Poor 17% 13% 11%

Very Poor 1% 3% 2%

Prefer not to say N/A N/A 2%

4.3 Sickness absence increased over the life of the original strategy, reflecting
national trends, but at a slower rate than that experienced by most other
Councils. As a result, the Council’s overall position within the Local
Government Benchmarking Framework (LGBF) improved from 31st to 23rd out
of 32 councils (Figure 2). However, more recent LGBF data for 2024/25
indicates that the Council’s ranking has fallen back to 31st, highlighting the
continued need for a strong focus on wellbeing to support attendance levels
and workforce productivity.




Figure 2 Council Ranking in Local Government Benchmarking Framework
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Since 2019, new pressures have emerged, including:

e The impact of Covid-19

e Cost-of-living challenges
e Different ways of working
e Growing digital demands

Mental health is the leading cause of absence in local government. In 2025/26
around 32% of all working days lost in Argyll and Bute were due to stress or
mental-health-related issues.

The updated Strategy takes a preventive approach and introduces a new
Wellbeing Wheel, highlighting five key pillars of wellbeing which include the
three original pillars with the addition of social and digital wellbeing.

Strategy Development

The Strategy was developed through an inclusive and evidence-based process
involving:

e A review of the previous Wellbeing Strategy and outcomes
e Six focus groups (three for employees, three for managers)
¢ Alignment with the Connect for Success principles

e Assessment of internal wellbeing data and absence trends

This feedback has directly shaped the content, structure and tone of the
updated Strategy which includes:

 New Wellbeing Wheel which includes digital and social wellbeing
e Stronger Link to Connect for Success
e Updated wellbeing indicators
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Delivery and Implementation

Once approved the Strategy will be supported by a wellbeing action plan
which will include corporate and team level actions. These actions will be
monitored and reported regularly. The overall impact of the Strategy will be
measured and reported annually.

CONCLUSION

In conclusion this Workforce Wellbeing Strategy presents a refreshed approach to
supporting employee wellbeing in the context of our corporate priority to deliver
sustainable services The overall aim of the strategy is to deliver positive corporate
and individual outcomes in relation to wellbeing which ensure our workforce is
productive and can deliver Best Value sustainable services.

IMPLICATIONS

Policy: Provides an updated, modern framework for supporting workforce
wellbeing, including a new focus on Digital Wellbeing and strong alignment to
Connect for Success.

Financial: Some investment may be required for training, communication, and
digital tools. These costs will be met within existing revenue budget and are
expected to be offset by improved engagement, reduced absence, increased
retention and productivity.

Legal: Supports the Council’s obligations regarding health and safety,
employment law, and duty of care, with an increased emphasis on
psychological safety and inclusive practice.

HR: None directly arising from this report.

Customer Service: Improved staff wellbeing is expected to enhance service
quality, outcomes, and responsiveness.

Risk: Helps mitigate risks such as burnout, turnover, and reputational damage.

Climate Change: Digital wellbeing practices, including reducing unnecessary
meetings and travel, support sustainable working.

Fairer Scotland Duty: Promotes fairness, inclusion, and improved outcomes for
staff who may face social or economic challenges.

Equalities - protected characteristics: The policy is inclusive and supports
equality for all staff, recognising diverse needs, including neurodiversity, mental
health, and accessibility.



8.10 Consumer Duty: By looking after staff wellbeing, we're better able to meet the
needs of the people we serve.

8.11 Island Communities: Recognises and responds to challenges faced by staff in
island and remote areas, such as digital access, cost of living and isolation.

8.12 Children’s Rights and Wellbeing: While indirectly related, improved staff
wellbeing positively influences services that support children and families.

Kirsty Flanagan
Executive Director with responsibility for Customer Support Services

Policy Lead for Community Planning and Corporate Services - Councillor
William Sinclair
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For further information contact:

Jane Fowler, Head of Customer Support Services, jane.fowler@argyll-bute.gov.uk
Carolyn Cairns, HR and OD Manager, carolyn.cairns@arqgyll-bute.gov.uk
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