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Agency Board Meeting
24 February 2015

Board Report Number: SEPA08/15

People Strategy Progress

Summary: This paper seeks to update the Agency Board on the progress made
in delivery of the People Strategy, areas of challenge in realising the
level of aspiration set and the areas identified for focus moving
forward.

Risks: There are significant implications in respect of staff engagement and
in terms of how we equitably use our staff resources in delivering
SEPA’s strategic outcomes.

Resource and
Staffing
Implications:

The move to a more flexible workforce, within the budgetary
constraints in the public sector will be challenging from an employee
relations perspective.

Equalities: SEPA has made significant progress within the Equalities legislation.
This report highlights the key areas of focus identified in terms of
improving our performance in women in senior roles and in increasing
the proportion of young people in our workforce

Environmental and
Carbon Impact:

There are no direct environmental implications associated with this
report.

Purpose of the
report:

For information

Report Author: Carol Johnston, Head of Employee Development and Safety
Jennifer Russell, Head of Human Resources
Fiona Martin, Chief Officer Resources

Appendices: Appendix 1 – People Strategy Leaflet
Appendix 2 – Workforce Information
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People Strategy Progress

1. Introduction

1.1 In December 2012 the Agency Board set a new strategic direction in relation to
SEPA's people. This is set out in SEPA's People Strategy to 2017. In essence, the
Strategy described a future workforce which was smaller and more flexible, setting
out clear expectations of the type of employer SEPA aspired to be, and established
SEPA’s expectations of all staff in return. Four objectives for delivery were
established, together with some proposals for evaluating the successful
implementation of the Strategy. The Leaflet attached as Appendix 1 gives an
overview of the People Strategy.

1.2 Two years in, this report provides an update on progress in delivering the Strategy,
areas of challenge in realising the strategic direction, and invites Board members to
comment on progress to date and the areas identified for focus in the year ahead.

2. Background

2.1 SEPA continues on its journey of transformational change and the People Strategy is
a key aspect in ensuring its effective delivery. Significant progress has been made
working with the Scottish Government on the Regulatory Reform Act 2014, which
provides SEPA with the opportunity and tools to deploy more targeted and flexible
actions in implementing our better environmental regulation approach. To realise fully
the opportunity the new Act presents, we need to re-design SEPA’s services and
working practices. This will have significant implications for all our staff.

2.2 A key milestone was achieved 18 months ago with the move to the Angus Smith
Building and the implementation of our two laboratory model. The launch of virtual
desk top infrastructure (VDI) also enabled the introduction of a more flexible working
environment and associated working practices. This should help us to maximise the
efficient and flexible use of our buildings, whilst ensuring that the range of working
environments available is conducive to the different work that we do, and different
requirements of our people.

2.3 Partnership working continues to be a key theme, particularly in relation to shared
services, the ongoing integration and co-ordination of the work of Environment and
Forestry Directorate (ENFor) partners, and the development of the successful
partnership approach to data access through the Scotland’s Environment Web
project. Supporting the needs of better partnership working we are developing tools to
better equip our staff e.g. we have introduced more “soft skills” training in influencing
and negotiation and developing an e learning package on external engagement.

2.4 The last People Survey was conducted in late 2013, with the next survey scheduled
for completion before December 2015. The headline results in 2013 were broadly
positive with SEPA having an engaged workforce committed to going the extra mile.
Within the People Survey a standard model is used to quantify the level of employee
engagement at SEPA i.e. the ‘engagement index’. It showed an overall engagement
score of 79% for SEPA which is well above the BMG Research benchmark of 69%
(based on 12 public sector surveys conducted in the previous 12 months) and 4%
higher than in 2011. This is a crucial measure as there is a positive correlation
between engagement levels and levels of performance .SEPA’s engagement level is
high and maintaining this level, whilst implementing change and operating on the
current financial climate will remain challenging.
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2.5 The most positive scoring areas within the People Survey include: 95% of staff are
aware of their health and safety responsibilities; 92% are aware of how they can
access training and development; and 90% feel that their work is interesting. Further
positive results are seen with regard to staff commitment to their work, with 89% of
staff also stating that they would be happy to go the extra mile at work and a further
88% stating that they really care about the future of SEPA.

2.6 Whilst there were many areas to celebrate within the People Survey feedback, there
were also areas that required further investigation or improvement. These included
internal communication, perception of Senior Management and the Agency
Management Team, management of poor performance, and bullying and harassment.
Actions taken to address these are outlined within the report.

2.7 It is important to highlight that SEPA’s recognised trade union, UNISON, continues to
be concerned that ongoing pay restraint in line with Scottish Government pay policy
means that salaries across SEPA are now significantly less attractive than at the point
the new pay and grading structure was implemented in 2008. The change to a career
average pension scheme may further exacerbate concerns on the impact of
continued pay restraint. This, coupled with the certainty of organisational change but
a lack of clarity about its implications at a personal level, creates a more challenging
employee relations climate. Notwithstanding this, UNISON has engaged positively
with the SEPA Change Programme. As the impact of change on individuals becomes
clearer, UNISON will undoubtedly become increasingly focused on ensuring that the
implementation of change is consistent with SEPA's current employment framework.

2.8 The continuing low levels of disciplinary, grievance and dignity at work cases from
year to year support the AMT view that staff believe both the commitments and the
expectations of both SEPA and our people are generally met.

3. Progress Delivering the Strategy

This section gives an update on achievements, ongoing work, and challenges in
realising the four objectives set out in the current People Strategy.

3.1 Setting out both commitments to, and expectations of, staff has proved a useful
framework for considering actions at organisational, portfolio and individual levels.
Whilst many of these statements are broad in intent, it has also been possible to carry
out some benchmarking during 2013-14 on the Terms and Conditions of the
employment package that SEPA offers, showing this to be fairly competitive in the
Scottish public sector area. The 2013 People Survey results showed 58% of
employees are satisfied with their total benefits package (this is the same % of
employees that answered positively to this question in the 2011 survey). Over the
last two years, we have produced annual benefits statements for staff to show the
overall value of their benefits package.

3.2 High level information and examples are presented within the main body of the report
with more detail available in Appendix 1 on key workforce demographics.

3.3 Additionally in response to feedback from the People Survey, training to build
understanding of the issue of bullying and harassment, and options for tackling it, has
been made available, and all staff are required to complete the training.
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4. Four Main Objectives

Building understanding and support for the People Strategy, engaging with our
workforce (both staff and managers) in the delivery of the Strategy.

4.1 The delivery of the People Strategy is integrated into our Annual Operating Plan,
portfolio business plans and the change programme. The use of the People Strategy
leaflet (Appendix 1) to increase its accessibility, and its use as part of our recruitment
information and through into our induction processes, helps to build understanding
and awareness.

4.2 More recently, in the last quarter of 2014 a new People Board was established,
bringing together a diverse group of managers to influence the prioritisation and
shaping of organisational people-related work, and to share learning and experiences
across portfolios, as well as strengthening cross portfolio communication. The early
establishment of this group has proved successful, but evaluation of the benefit and
impact of this group will be carried out in late 2015. If this proves positive,
membership of this group will be managed to ensure that it remains diverse and
representative of different geographies but is also refreshed to ensure that more
people have the opportunity to take learning back into their business area.

4.3 A key focus in engaging staff was though our participation in the Healthy Working
Lives Initiative. Whilst Healthy Working Lives is co-ordinated centrally by Human
Resources and Health & Safety staff it relies on a team of SEPA “volunteers” to
champion health and wellbeing events in their local offices. Building on our
achievement of the Bronze Award in 2113-14, SEPA successfully achieved the Silver
Health Working Lives Award in October 2014, following external assessment from
Health Scotland. Independent feedback was very positive in terms of our approach
and involvement of staff. The People Survey evidenced that there is a high
awareness of SEPA’s commitment to Healthy Working Lives and to health, safety and
wellbeing in general with 70% of staff responded positively to how SEPA takes this
seriously an increase of 16% from the 2011 survey. Efforts in the year ahead will
focus on consolidating and maintaining Silver Award status and preparing to achieve
the Gold Award by the end of financial year 2016-17.

Ensure we plan effectively, to match available resources to organisational
commitments and priorities, and to identify and act on any skills gaps as soon as
possible.

4.4 A new organisational business planning process was implemented in the previous
business planning year and is currently being refined, reflecting learning arising from
the first year of this process. This approach has proved beneficial, increased the
visibility of portfolio priorities, and improved the cohesiveness of organisational
planning, particularly on resource impacts and associated decisions.

4.5 SEPA is an ambitious organisation, and the identification of new and valuable areas
of work, whether internally or with help from Scottish Government, proves relatively
easy. However, identifying work that can be reduced or stopped remains a significant
challenge. This landscape is further complicated by the fact that the capacity gains
realised by changes in technology or working practices are not always visible at an
individual level.

4.6 SEPA introduced a competency framework in 2012, and this has been used to
identify development needs. A good competency framework will help with the
identification of future skills gaps and can also be used to underpin recruitment and
selection. It is clear however that further work will be required to ensure that SEPA’s
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competency framework reflects the changing organisation and operating environment.
This work won't formally commence until a clearer picture exists of the new roles and
skills the organisation requires, which is likely to be in late 2015 or early 2016.

4.7 In the meantime, changes have been made to the current appraisal process to bring a
greater clarity to current agreed development needs and skills gaps. This information
is used to help inform training delivery at an organisational, portfolio and individual
level.

Ensure we have a high performing workforce that is capable of delivering for
Scotland's Environment.

4.8 Due to the nature of our roles and the image of SEPA as a professional and scientific
body, most of our job applicants are graduates or professionally qualified individuals.
As such SEPA has very few employees in the 16-24 age range. One of our Equalities
outcomes is to increase the number of women in leadership positions and the number
of young people employed by SEPA. When designing the new roles consideration
will be given to creating roles which are suitable for school leavers or those with
vocational qualifications in an attempt to encourage applications from young people.

4.9 A significant focus of our efforts has been in continuing the development of our
leaders and managers, recognising the critical role they play both in the individual
experience of staff members and in facilitating high performance across their team or
function. Regular meetings of the Strategic Leaders Group (AMT and Portfolio
Management members) have taken place to develop stronger relationships, increase
organisational knowledge and increase the capability and performance of our
strategic leaders. Building on the management development programme, a coaching
programme has been introduced. To date 64 managers have successfully completed
this with a further 135 partially through the programme.

4.10 This has been complemented by the creation of two pilot managers’ forums which
allow a safe opportunity for managers to share learning or challenges. The evaluation
of these pilots will take place in 2015.

4.11 Ensuring our staff have the skills and knowledge to undertake their work safely is
critical. In addition to more generic health and safety modules available to all staff,
over 700 more specialist training interventions were delivered.

4.12 Despite our positive results in terms of engagement and overall corporate
performance there is a continuing trend in staff views that underperformance is not
well managed. There has been a conscious drive by the AMT to ensure that all staff
receive an annual and interim appraisal. This has been successful in that completion
rates are high and recent focus has been on ensuring that appraisals add value –
both for SEPA and the employee with a number of incremental changes having been
made. However, it is evident that these changes have not had the level of impact
required and the scheme and performance management approach is a key focus in
the year ahead to ensure there is both individual and organisational added value.

Ensure our workforce is sufficiently flexible to meet changing environmental priorities.

4.13 Increasing the flexibility of our workforce creates a number of opportunities but also
establishes some challenges in establishing the right balance between different
objectives. For example, increased flexibility creates opportunities for more efficient
use of buildings, reducing costs, reducing estate footprint, and creating more
opportunities for shared services, as well as reductions in our carbon emissions.
Equally, many recognise increasing flexibility as a way to attract and retain employees
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as a modern employer. Doing so whilst ensuring that service delivery and
performance is at least maintained, and ideally enhanced, can be challenging and
greater investment is needed to realise significant benefit. However, the current
financial climate makes this difficult to achieve.

4.14 Significant progress has been made to date in the extension of working environments
that lend themselves to more efficient and flexible use. As well as being available to
all staff based at ASB, VDI has been extended to staff based in Stirling which equates
to this being available to half of our staff with a wider roll out planned.

4.15 Work is planned in 2015 to review occupancy levels across our estate to assess
progress in realising a reduction in estate footprint without comprising the delivery of a
working environment that allows and supports high performance. The opportunity will
also be taken in the next people survey to ascertain staff satisfaction levels with the
working environment provided.

4.16 Discussions are also underway as part of the 2015-16 pay negotiations to pilot a
scheme that allows staff members to purchase additional annual leave. Scottish
Enterprise has already implemented such a scheme and informal feedback suggests
that this has been an attractive staff benefit.

5. 2015-16 Priorities

5.1 A number of priority actions are proposed for 2015-16 to support the implementation
of the People Strategy, including:

 Carrying out an in-depth review of the current appraisal and development
scheme, with the introduction of a new scheme in 2016-17 that will build on a
foundation of regular 1:1 meetings between individuals and their managers
and to ensure individual contributions are recognised.

 Supporting the implementation of agreed priorities for organisational change
arising from the Organisational Design project.

 Developing a suite of new generic Job Evaluation profiles to underpin the job
roles required for the future. We will continue to focus on developing SEPA's
existing job evaluation scheme, to improve processes whilst enabling the
implementation of a revised job evaluation system which is simpler and keeps
pace with changes such as those in relation to equalities.

 Delivery of a further people survey during Oct - Dec 2015 which will allow
comparison with previous years’ results, as well as some tailored questions to
focus on current priorities.

 Negotiating with UNISON to find a resolution to their current pay claim (a 5%
inflationary increase complemented by some more significant increases to
current allowances). This work will include the resolution of the changes of the
payment levels required when individuals are on leave arising from emerging
case law.

 Continuing the development and evaluation of the People Board.

 Delivery of SEPA’s Equalities Plan supporting the delivery of the two
outcomes that relate directly to SEPA's equality outcomes.
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 Planning and addressing the workforce issues arising from changes to our
south-east estate.

6. Evaluating the People Strategy

6.1 The People Strategy identified a number of core metrics to complement the progress
report updating the Board on the delivery of the People Strategy. These are attached
in Appendix 2; the key issues to highlight are outlined below

6.2 SEPA’s headcount has increased over the last year; this is due to an increase in new
posts recruited to support new duties and projects.

6.3 There continues to be more female staff members employed by SEPA. On average
since 2010, 53% of employees are female. There is a continuing trend that female
employees are under-represented at management grades and over-represented at
lower grades.

6.4 From 01 January 2014 to 31 December 2014, 322 training events were held with
1844 staff members attending. During that time there was also 88 internal
promotions: 52 temporary (six fixed term promotions and 46 secondments) and 36
permanent promotions. It is reassuring to see that there are still development and
promotion opportunities available to staff despite the ongoing organisational change
and budgetary constraints.

6.5 Absence across SEPA in 2013-14 continued to reduce, compared to 2012-13. In
2013-14, 2.25% of the available working time was lost due to sickness absence. The
average number of calendar days’ absence per employee (based on headcount at 31
March 2013 and 2014) dropped from 8.38 days in 2012-13 to 7.82 days in 2013-14.
Although the 7.82 days is still higher than the UK national average of 7.6 days per
employee, as reported in the CIPD 2013 Absence Survey it should be noted that the
UK average has actually increased from the 6.8 days reported in the 2012 Absence
Survey, so the reduction at SEPA is encouraging.

7. Recommendations

7.1 The Agency Board is asked to note and comment on the progress to date and on the
identified priorities for 2015-16

Carol Johnston, Head of Employee Development and Safety
Jennifer Russell, Head of Human Resources
Fiona Martin, Chief Officer Resources

10 February 2015



Scottish Environment
Protection Agency

“Without people, SEPA’s  
vision and ambition to be a  

truly world-leading environment  
protection agency are just so  

many words. It is you who bring  
that vision to life, and make it real.”

David Sigsworth
ChairmanOur SEPA



Our SEPA

From our Chief Executive

It is only through our people that we can realise 
this aspiration, and only through people that 
we can achieve our objectives of a healthy 
environment, a healthy economy, and healthy 
communities, and the multiple benefits these 
bring for the people of Scotland.

To do all this, we need an educated, trained, 
skilled and committed workforce; working 
flexibly, across specialist and organisational 
boundaries, and in creative partnerships – 
internally and externally. I want empowered 
and engaged people, with the right skills and 
approach to deliver excellent services; and for 
them to get satisfaction from doing a job well, 
and contributing to our success.

I am committed to providing the best working 
environment we can, and to helping get the 
very best from, our staff. I want people to want 
to work for SEPA, to be happy working here, 
and to want to stay with us. This is my vision, 
and my commitment to our people.

James Curran 
Chief Executive

“People are SEPA’s 
greatest, and most 

important, asset.  
Our job is to protect the  

environment and human  
health, and it is our aspiration  

to be an excellent,  
world-leading environment  

protection agency  
and regulator.“



About SEPA

“We want to be 
 a world-leading    
 environment    
 protection agency 
 and regulator.”

Being a regulator is not simply 
about applying the letter of the 
law. It’s also about providing 
information, advice, guidance 
and support; helping people to 
comply with regulations; making 
regulation as simple and easy 
as possible; and working with 
businesses and others to go 
beyond regulatory compliance 
to protect and improve our 
environment further.  

We are also increasingly focusing 
our resources and efforts 
on the environmental issues 
that matter most, and fixing 
them. But we’re not only here 
to protect the environment, 
we also help protect people 
from environmental impacts; 
as Scotland’s flood warning 
authority, and as an emergency 
responder during environmental 
incidents.

We’re changing
We have been transforming 
SEPA over the past few 
years, and we will continue 
to change for some years 
to come. We are a smaller 
organisation, but we are 
making better use of our 
resources; focusing on 
the biggest risks and most 
important issues, and 
targeting our effort to 
achieve positive outcomes 
for the environment, for 
the economy, and for 
communities. We are 
becoming more customer-
focused; talking with, and 
listening to, our customers 
and, wherever possible, 

tailoring our approach to 
their needs - making their 
interactions with us as easy, 
efficient and satisfactory as 
possible. We are becoming 
more agile and flexible, 
increasingly able to direct 
people and resources to the 
most important areas of work, 
whenever and wherever that 
effort is required. And more 
and more we are working 
in partnership - with other 
regulators, emergency 
services, local authorities, 
businesses and local 
communities – to achieve our 
objectives most effectively.

“We need our people to  
 understand how and why     
 we are changing, and work    
 with us to transform SEPA     
 into a genuinely world-leading 
 environment protection agency.“



Our People Strategy

Our People Strategy should help with that. It sets out 
our commitment to current (and prospective) staff, 
and what we expect in return; our plans to match our 
available resources to organisational priorities; support 
for more flexible working; ensuring high performance; 
and setting the foundation for the organisational 
culture we need for a successful future.

Our People Strategy is a key element of our overall 
strategic framework, which includes our long term 
vision, corporate and annual operating plans, and 
organisational change programme. 

”The framework enables us 
to show clearly how we manage 
the process from start to finish; 

demonstrating how every person 
contributes to the delivery  

of our outcomes.“
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Environment

 •	 Understanding, protecting and improving the environment. 

	 •		Improving our own environmental performance. 

Engagement

 •  Seeking out productive partnerships and always treating our customers with respect. 

 •  Achieving more by working together as one SEPA.

Our organisational values

Excellence

	 •		Achieving high standards in our pursuit of excellence. 

	 •  Being the best by continually developing and improving. 



Valuing diversity

“We recognise the opportunities to deliver   
 better by both promoting equality, and   
 harnessing the range of talents available 
 in a diverse workforce.“ 

“Our workforce is  
 already diverse, and   
 we wish to continue 
 building on that    
 diversity.“



Our commitments to you

 •  We want you to feel fairly and consistently treated within SEPA; so our   
    managers will act fairly, recognise and celebrate good performance, and manage  
    unsatisfactory performance well.

 • We value behaviour which reflects our values, and the culture we need to   
   achieve our vision. We will promote, support, and build on the strong   
   behavioural expectations outlined in our competency framework. 

	 •   Your well-being is a priority for us, and we are committed to creating   
    a working environment that puts the health, safety and well-being of our   
    employees at its heart. 

 •  We will identify and provide training and development opportunities to enable  
   you to contribute effectively to achieving our objectives.

 • We will promote a ‘can do’ attitude; embracing innovation, and engaging with  
   others to achieve tangible results.

 • We want to facilitate more flexible working, which brings real business benefits  
   as well as a more satisfying work experience, wherever possible.

 • We will continue to explore how we can use technology better, and improve our  
   business systems to enable our staff to deliver effectively and efficiently.

 • We will communicate openly, honestly and effectively with you, so you are  
   clear about what’s expected of you and how you contribute to achieving our  
   objectives.

 • We will listen to you, and to SEPA’s recognised trade union, UNISON; will 
   communicate clearly and honestly about changes in SEPA; and will move   
   forward in a way that meets both business needs and our commitments to you.

 • We reward everyone fairly, consistently, and with transparency; ensuring that all  
   job roles are well described, sufficiently flexible, and fairly evaluated and graded.

	 • We offer excellent terms and conditions of employment, including access to  
   the local government pension scheme, and will continue to ensure they meet  
   the needs of a modern employer and diverse workforce.  

 • We have, and want to continue, a policy of no compulsory redundancy.

“We want you to be motivated, skilled 
and empowered to deliver for the 

environment, for SEPA, for our customers, 
and for all the people of Scotland.“



“Our change programme, set up in 2012, has 
organised a number of events, discussing 

in person with around 400 staff the 
programme’s objectives and opportunities, 

and inviting staff contributions.“

How are we making this happen?

 • In 2012 we formally recognised the excellent performance of 72 staff at 
   a presentation event with our Chairman and CEO.

 • Last year we ran 407 internal training events, which totalled 2,949   
   attendances.

 • We have launched a staff magazine, run by staff for staff, giving people  
   the chance to communicate with colleagues on work and non-work issues  
   important to them.

 • We are investing in developing our managers, all of whom have participated  
   in a modular management development programme covering the key  
   management competencies we expect.

 • All of our staff participate in a formal annual appraisal, as well as interim  
   appraisals; to set and agree work objectives and targets, assess   
   performance, and  agree areas for personal and professional development.

 • We are working towards a ‘Healthy Working Lives’ award.

 • Every two years we conduct a staff survey, giving you the chance to have  
   your say, and from which we develop action plans to address issues raised.

 • We are developing an organisational culture initiative to help ensure the  
   way we do things is consistent with our values and vision.



What we expect in return

“In return for our commitment to being an 
excellent employer, we also want to be clear 
about what we want and expect from you.“

 • To focus on meeting, and whenever  
  possible exceeding, our customers’ needs  
  and expectations.

 • To treat all colleagues, customers, and  
  partners with courtesy, respect and  
  integrity.

 • To demonstrate flexibility in your role  
  and approach, deliver excellent work,  
  and actively seek to improve both your  
  individual and our organisational  
  performance.

 • To take responsibility for your actions  
  and behaviours, recognising the impact  
  on colleagues and SEPA.

 • To work effectively in partnership,   
  internally and externally - seeing SEPA as  
  a whole rather than from a functional or  
  specialist perspective. 

 • To take all reasonable action to protect  
  your personal health, safety and well- 
  being, as well as that of your colleagues.

 • To be responsible for seeking out   
  information relevant to your role, and  
  sharing information relevant to the work  
  of colleagues.

 • To take appropriate risks, in which we  
  will support you; and to recognise when  
  to highlight risks to your manager.

 • When things go wrong you sort it out  
  quickly.

 • To own your personal development,  
  and to support and challenge yourself,  
  others and managers to improve.

 • To adhere to all SEPA policies and   
  standards and, as ambassadors for SEPA,  
  to represent the organisation positively.



What people say about our people

“It’s really refreshing to 
see a Scottish government 
agency get stuck in, right 

in the heart of practitioner 
territory too. Bravo SEPA.”

“Quick 
turnaround and 
first class service 

from SEPA.”

“Excellent and 
very nice chaps 

from SEPA.”

“Very quick 
and efficient 

service.”

“Excellent 
service and 

speedy 
response.”

“Praise from 
one end of the 
country to the 

other.”

“Staff members 
conducted themselves 
in a patient, courteous 
and totally professional 

manner during 
sensitive on-site 
investigations.”

“Greatly appreciated; 
helpful, knowledgeable 
and professional are a 
few of the words that 

spring to mind.”

“What terrific support we 
receive; not only is she very 
knowledgeable about what 
we should and should not 

do, she also takes a realistic 
and pragmatic approach to 

everything we throw at her.”

“Just wanted to 
let you know how 

helpful and friendly 
the staff are,  

and how much  
I appreciate them.  
It doesn’t matter 

how busy they are – 
they always manage 
to fit in extra tasks  

when required.”

 “Acknowledge 
the quick response;  
this is very much 

appreciated.”

“On every single occasion, 
the person who answered the 
telephone has been the most 

polite and helpful consistently 
on every call in any organisation 

I have ever contacted.”

“First class 
service from 

SEPA as 
always.”

“People are at the  
heart of Scotland’s 
public services; so 

UNISON welcomes SEPA’s 
commitment to its people, 

and to helping them deliver 
their very best to help make 

SEPA an excellent public 
service provider.”

“Hugely 
impressed by your 
response and by 

the thoroughness 
of your 

investigation.”

‘”Without 
exception, everyone 

was extremely 
helpful, polite and 

courteous.”



 What our people like  
about SEPA

Our last staff survey shows that:
How will we know how 
well we are doing?
We will use a number of internal and external measures to 
monitor the success of our People Strategy, including: 

ScottisScottish h EnviEnvirronmenonmentt
PPrrotectiootection n AgencAgencyy

	 • our customer feedback;

	 • staff survey results;

	 • turnover rates;

	 • absence levels;

	 • accident and incident levels;

	 • disciplinary and grievance levels;

	 • formal dignity and respect at work complaints;

	 • identified competency gaps;

	 • progress in delivery.

 • 88% of staff find their job interesting and 90% had the skills to carry it out.

 • 84% are aware of our organisational values.

 • 83% feel they are treated with respect.

 • 81% believe we are an equal opportunities employer.

 • 88% are happy to ‘go the extra mile’ for SEPA.

 • 86% feel empowered to decide how they go about their work.

And some areas in which we are actively trying to improve: 

 • internal communications; 

 • how we manage performance;  

 • promoting health, safety and well-being; 

 • ensuring staff have access to the development they need.
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Appendix 2: Employee Information/Workforce Composition

Headcount and staff demographics

SEPA’s headcount has increased over the last year; this is due to an increase in new posts
recruited to support new duties and projects. The headcount at 31 December was 1316 and
1250.43 Full Time Equivalent (FTE); at 31 December 2013 it was 1292 and 1228.61 FTE.
This is still lower that levels of April 2010 where the headcount was 1359 and full time
equivalent 1278.41. Whilst SEPA’s establishment (i.e. the number of posts for which there is
permanent funding) has remained relatively static for example: 31 December 2013: 1263
versus that of 1272 at 31 December 2014.

SEPA’s staff members work from 22 locations. Currently 60% of our staff members are
based in three main locations:

 31% in ASB;
 19% in Stirling; and
 10% in Edinburgh.

Recruitment

From 01 January 2014 to 31 December 2014, recruitment levels remained high with 242
vacancies being approved. 37% were advertised internally and 63%% advertised both
internally and externally. 180 vacancies were backfill posts approved by Portfolio
Management Teams without the scrutiny of AMT, and the remainder new posts. A further
breakdown on the type of vacancy is below:

 43% of vacancies were permanent;
 57% of vacancies fixed term; and
 11% of vacancies were approved to be recruited on a part time basis.

SEPA allows its job applicants to own their applications from the initial registration state, as
such information is modified throughout the recruitment process therefore this is information
is only relevant at the point of application as opposed to the point of securing a post.

Table 1: The following table reflects the age range of job applicants

Age Band 16-19 20 - 29 30 - 39 40 - 49 50 –59 60 - 69 Not
Specified

Total

Total
applicants

15 867 858 452 254 34 23 2503

Total number
shortlisted

0 43 55 37 15 2 1 153

Successful
applicants

0 34 41 17 9 1 1 103
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Gender and Grade Mix

Table 2: This table presents the gender split from 2010 until 2014. There continues to be
more female staff members employed by SEPA on average since 2010, 53% of employees
are female.

Part time Full time ratio

The full time and part time ratio at 31 December 2014 was 82.75% full and 17.25% part time.
In comparison to 31 December 2013 where the part time ratio was 16.31% and full time
83.69%, 5% of males work on a part time basis. There has been a slight increase to the
number of part time staff from the 2013 level.

Table 3: Gender by Grade: There is a continuing trend that female employees are under-
represented at management grades and over-represented at lower grades. The following
table reflects that the majority of female employees are in Grades D, E and F, whilst in
comparison the majority of male employees are in Grade C, D and E. One of SEPA’s
Equalities objectives focusses on increasing the number of women in leadership roles and
an action plan is in place.

Table 4 reflects the overall grade mix from 2010 –2014 by FTE, there has been very little
change to the pattern of the grade mix despite the high level of recruitment mentioned
previously.

Gender 2010 2011 2012 2013 2014

Male 630 575 574 587 616

Female 729 644 637 654 700

Total 1359 1219 1211 1241 1316
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Internal movements

From 01 January 2014 to 31 December 2014 there were 88 internal promotions: 52
temporary (6 fixed term promotions and 46 secondments) and 36 permanent promotions.

Table 5 reflects internal movement per grade and gender:

Fixed Term Employees

Table 6 presents the number of employees, by Portfolio, employed on fixed term contracts
as at 31 December 2014.

Flexible Working

SEPA Flexible Working policy has been in place for some time and enables staff to request
changes to their work pattern e.g. reduced hours, compressed hours, 19% of male staff
members and 38% of females currently work to a flexible working pattern. Table 7 reflects
the gender and individual Portfolio percentage of staff members contracted on a non
standard work pattern.

Grade Female Male

A 0 1

B 1 1

C 5 7

D 14 13

E 13 17

F 8 5

G 1 0

T 0 2

Total 42 46

Portfolio Headcount Fixed term % of fixed term contracts to headcount

OPS 654 39 5.96%

S&S 558 60 10.75%

Finance 22 1 4.55%

Governance 41 6 14.63%

Resources 41 5 12.20%

Totals 1316 111 8.43%
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SEPA Turnover

SEPA measures its employee turnover rate as its leavers as a percentage of headcount.
From 01 January 2013–31 December 2014 the turnover rate was 5.82 % including voluntary
severance leavers and 5.66% excluding. The turnover rate has reduced from the previous
year where it was 7.04% including Voluntary Severance leavers and 5.89% excluding. 55%
of leavers were female.

74 employees left SEPA from 01 January 2014 –31 December 2014 table 8 highlights the
reasons given for leaving:

Disciplinary and Grievances

The number of disciplinary hearings, grievances, dismissals and dignity and respect at work
investigations can be an indicator of engagement levels within an organisation. For example
the CIPD defines employee engagement as: “being positively present during the
performance of work by willingly contributing intellectual effort, experiencing positive
emotions and meaningful connections to others.”

This low number of formal issues is a positive indicator in terms of engagement levels, table
9 presents the number of disciplinary hearings, grievances, dismissals and dignity and
respect at work investigations from 2010:

Year Disciplinary

hearing

Disciplinary hearing

resulting in

dismissal

Dignity and Respect

at work

investigation

Grievance

hearings

Capability

dismissal

Capability as a

result of ill

health

2010 - 2011 9 0 0 10 1 0

2011 - 2012 3 1 0 4 0 7

2012 - 2013 5 2 1 4 0 1

2013 - 2014 4 0 1 5 1 2


	SEPA 08-15 - People Strategy Progress
	SEPA 08-15 - App 1_People Strategy Leaflet
	SEPA 08-15 - App2_Workforce Information

	next button 2: 
	previous button 2: 
	next button 3: 
	previous button 3: 
	next button 4: 
	previous button 4: 
	next button: 
	previous button: 
	next button 5: 
	previous button 5: 
	next button 6: 
	previous button 6: 
	next button 7: 
	previous button 8: 
	previous button 9: 
	next button 10: 
	previous button 7: 
	next button 11: 
	previous button 11: 
	previous button 10: 


