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Workforce Wellbeing
Strategy

Purpose and Mission

Workforce wellbeing is a critical driver of organisational productivity and a core component of our
employer brand. This strategy aims to ensure that employees are equipped with the tools,
knowledge and resources required to maintain their wellbeing, supported by a working
environment that enables them to perform at their best. By doing so, we will strengthen our
position as an employer of choice and support a productive workforce capable of delivering Best
Value and high-quality services.

Vision
Our vision is to foster a healthy, supported and empowered workforce, with wellbeing embedded

in everyday practice. This will enable employees to thrive, contribute at their best, and deliver
high-quality outcomes for our communities.

Following engagement with employees and managers the Wellbeing Wheel below sets out the five
pillars of wellbeing that are the focus of this strategy.
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With regards to our connect for success principles, our approach to wellbeing will:

o Empower employees and teams to think about wellbeing and the actions they take that
maintain good wellbeing at work, and those that may not

e Use data to understand the impact of our wellbeing initiatives and activities

e Support learning and awareness around wellbeing topics

e Make the most of technology to support delivery of our wellbeing activities.

We are committed to:

e Creating a healthy, supportive and inclusive working environment in which everyone can
thrive

e Using data, insight and employee feedback to inform wellbeing actions at both corporate
and team level

e Promoting a culture where wellbeing is recognised as a shared responsibility across the
organisation and is integrated into the quality conversations that we have

e Empowering our workforce with appropriate tools, learning opportunities and flexibility,
where possible, to support the five pillars of wellbeing and enable effective performance

e Ensuring fair and equitable access to the wellbeing supports available

Contribution to Organisational Direction
This strategy is an enabling corporate strategy which supports the following Corporate Priority:

e Delivering Sustainable Services.

Wider Picture and drivers

The key drivers for this strategy include:

* Financial: Projected budget deficits in our medium-term financial outlook require a
productive workforce to deliver sustainable services

*  Workforce: Providing a positive healthy work environment and support to maintain
wellbeing helps the Council to attract and retain high quality talent and increase
productivity.
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The SWOT analysis below highlights the council has several strengths and opportunities upon
which this workforce wellbeing strategy can develop, while acknowledging key strategic threats in

relation to the wider health of the population.

Strengths

Weaknesses

Improving trend in positive self-reports relating to
wellbeing

Established support infrastructure including:

o Employee Assistance Programme,

¢ Occupational Health provision

¢ Mental Health First Aid

e Stress risk assessments

e Flexible and Hybrid Working

e Digital Tools

e Training and Workshops

e Wellbeing information and resources
o Employee Benefits Scheme

Slight increase in “very poor” self-reports in some
areas

Declining ranking in the Local Government
Benchmarking framework for sickness absence

Manager capacity and capability to support wellbeing
is varied across the organisation

Opportunities

Threats

National and Local Government focus on
workforce wellbeing, mental health and good work
provide opportunities for collaborative work to
support wellbeing

Use of data and insights to target support and
prevent ill health

Target Operating Model: Opportunity to redesign
work, build manager capability and embed
preventative wellbeing approaches that enable
people to remain healthy and productive for
longer working lives

Scottish population health trends are likely to be
reflected in the workforce:

e 50% of adults now live with at least one long
term condition.

o 39% report a condition that limits day to day
activities.

e Healthy life expectancy remains significantly
lower than overall life expectancy, indicating
longer periods of ill health particularly in later
working life

Population decline and labour market challenges
including national skills shortages are linked to
workload pressures in some roles

Cost of living pressures affecting staff wellbeing,
particularly those living in rural and island
communities

Ageing workforce (ONS) statistics indicate older
workers tend to be among the groups with highest
sickness absence rates
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Impact of menopause given the age profile and
demographics of our workforce.

Increasing local and national incidents of intimidating
and aggressive behaviour towards Local Government
workforce are being recorded

This strategy supports mitigation of the following risks as set out in the Council’s Strategic Risk
Register:

RISK 3. Financial Sustainability- our approach to workforce wellbeing helps to ensure the
council has a productive workforce supporting the delivery of Best Value and a balanced budget.

RISK 4. Governance and Leadership- our approach to workforce wellbeing must ensure our
Governance and Leadership provide an operating model that provides a healthy work
environment.

RISK 6. Service Delivery- Our approach to workforce wellbeing must be focussed on ensuring
service delivery is optimised by a productive, healthy and empowered workforce.

Goals/ Outcomes

The main outcomes this wellbeing strategy will deliver are:

1. An increase in positive self-reported workforce wellbeing indicators (five pillars)

2. A decrease in negative self-reported workforce wellbeing indicators (five pillars)

3. Over time, an improvement in the Council’s overall ranking in the Local Government
Benchmarking Framework in relation to sickness absence

Key Actions

The following actions are high level delivery mechanisms the detail of which will be included in
separate delivery plans:

e Review of team specific data to support managers identify team level wellbeing actions (for
inclusion and monitoring in workforce planning actions)

e Review of corporate data to identify corporate wellbeing actions for monitoring via a
corporate wellbeing action plan.

Delivery and Implementation

The strategy will be delivered via a programme of projects, deliverables and activities with
governance provided by the council’s quarterly strategic planning board.
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The following plans and documents will shape delivery of this strategy:

e Strategic Workforce Plan/People Strategy will support delivery of workforce capacity and
productivity in line with the aims set out in this strategy

e Corporate Wellbeing Action Plan (to be agreed)

e Operational team level workforce plans

e Addictions Policy

e Health and Safety Policy

e Dignity at Work Policy

e Flexible and Hybrid Working Policy

e Supporting Attendance Policy.

Performance and Improvement

The success of the Wellbeing Strategy and action plans will result in:

e An improvement in the council’s ranking for absence within the Local Government
Benchmarking Framework

e Anincrease in the proportion of the workforce who are aware of the wellbeing supports
available to them

e Animprovement in positive self-reported wellbeing wheel indicators

e A reduction in negative self-reported wellbeing wheel indicators

Baseline
Indicator Benchmark 26/27 27/28 28/29 29/30
Staff aware of 55%
wellbeing

resources available

Employees
reporting excellent
or good wellbeing

Mental 56%
Physical 59%
Financial 48%
Digital No Baseline
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Social No Baseline

Employees
reporting poor or
very poor wellbeing

Mental 16%
Physical 10%
Financial 13%
Digital No Baseline
Social No Baseline

Overall Ranking in | 31
the LGBF

Review

The performance indicators for the wellbeing strategy will be reviewed and reported annually to
the Council’s strategic planning board and Policy and Resources Committee. The Strategy will be
reviewed after 5 years unless otherwise required by the Council’s strategic planning board.

Bute « Helensburgh ¢ Islay * Tarbet « Oban « Mull « Campbeltown « lona « Dunoon « Tiree * Lochgilphead * Seil ... #abplace2b



