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People Strategy 

 
 
Summary: 
 
 

The People Strategy: 
 sets out the approach to SEPA’s workforce and all its 

employees, and sits within the Strategic Planning 
framework, 

 sets the vision for SEPA’s future workforce, recognising 
the broader context that it operate within, 

 outlines the commitments SEPA makes to its people and 
what is expected in return 

 identifies the strategic areas for delivery that will inform the 
Annual Operating Plan, business plans and SEPA change 
project. 

 
Risks: Failure to adopt a clear and appropriate People Strategy will lead to a 

less effective approach in the management and development of 
SEPA’s workforce, and the individuals employed to deliver on behalf 
of SEPA. 
 

Financial 
Implications: 

There is no direct cost associated with the approval of the People 
Strategy.  . 
 

Staffing 
Implications: 
 

If approved, there will be communication of the People Strategy to 
staff, ensuring that it is embedded in the recruitment processes. 

Environmental and 
Carbon Impact: 
 

n/a 

Purpose of the 
report: 
 

For approval 

Report Author: 
 

Fiona Martin, Chief Officer Organisational Development 

Appendices: People Strategy 
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People Strategy 2012 Onwards 

 
 
 
1. Introduction 
 
1.1 The Agency Board is asked to approve/agree the People Strategy attached that was 

considered and agreed by the Agency Management Team (AMT) on 5 November. 
 
2. Background 
 
2.1 The People Strategy: 

 sets our approach to SEPA’s workforce and all its employees, and sits within the 
Strategic Planning framework, 

 sets the vision for SEPA’s future workforce, recognising the broader context that it 
operates within, 

 outlines the commitments SEPA makes to its employees and what is expected in 
return 

 identifies the strategic areas for delivery that will inform the Annual Operating 
Plan, business plans and SEPA change project, 

 sets out the broad criteria and approach for the evaluation of this strategy. 
 

2.2 Given the importance of this strategy, extensive consultation has taken place as it has 
developed.  This has included publishing a draft to all staff for comment, early 
discussions with the Business Support Heads, formal and informal consultation with 
UNISON.  Discussion with the AMT at the meeting on 21 August and then with 
individual Board members prior to the Board meeting of 18 September, and at the 
Board meeting on this date. 

 
3. The Issues 
 
3.1 The main issues that have arisen during the consultation include; 

 inclusive of language, both to ensure effective communication and that the People 
Strategy clearly applies to all staff employed at every level within SEPA 

 striking the right balance between staff and business needs 
 ensuring the strategy drives our actions around our workforce as well as for our 

employees 
 that the proposals for evaluation are robust enough to enable both the AMT and 

Agency Board to assess our effectiveness in delivering the strategy, and that its 
impact is as intended. 

 
3.2 Informal feedback from UNISON on the early draft People Strategy was positive and 

no feedback has been received as part of the formal consultation. 
 
3.3 The revised People Strategy seeks to address the range of feedback that was 

received.  In addition the revised People Strategy which highlights SEPA’s 
organisational values and links these clearly into our People Strategy. 

 
4. Recommendations 
 
4.1  The Agency Board is asked to approve the revised People Strategy.  
 
Fiona Martin, Chief Officer Organisational Development 
5 November 2012 
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SCOTTISH ENVIRONMENT PROTECTION AGENCY 

People Strategy 

2012 Onwards 

 

1. Purpose 

1.1 Our People Strategy is about ensuring we have the right people, in the right 
places, at the right time, with the right skills and approach to continue to 
deliver for SEPA into the future and fulfil our corporate strategy.  It: 

 Sets the foundations for the organisational culture we want and need. 
 
 Provides clarity to current and future employees on SEPA’s 

commitment to them and its expectations of them. 
 
 Enables our managers to manage our employees and contribute to 

the achievement of the organisation’s business objectives. 
 

 Provides a framework against which organisational and operational 
decisions can be assessed. 

 
 Directs our people priorities, annual operating plan objectives and 

directorate business plans.  
 

 Provides a clearly outlined path to personal development and career 
progression. 

 

1.2 Our People Strategy is a key element of SEPA’s overall strategic framework, 
which includes our long term vision, corporate and annual operating plans, 
and organisational change programme. This framework enables SEPA to 
show clearly how it manages the process from start to finish, demonstrating 
how our actions will deliver our outcomes.  

 

2. Key Drivers 

2.1 There are a wide range of external and internal factors that impact on our 
workforce as a whole.  These include public sector reform, customer 
expectations, changing policy, political direction, social and demographic 
influences, financial constraints, and legislative and technological change.  
Whilst impact in some areas is clear, in others there are complex competing 
drivers and the impact may be more difficult to determine.  The diagram over 
the page highlights a range of factors influencing our People Strategy. 
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2.2 Our Workforce in 2017 

 Our workforce continues to be our most valuable and valued resource – 
the source of our success as a world-class environment protection 
agency and a leading public sector organisation. 

 We will have an empowered and engaged workforce, in the right place, 
with the right skills and approach to deliver excellent services, and that 
our people get satisfaction from doing a job well, and contributing to 
SEPA’s success. 

 Given this wider context that we operate within coupled, with SEPA’s agenda 
for organisational change, the broad implications for our workforce are as 
follows:   
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 Our workforce is already smaller, and is likely to continue to get 
smaller over the period ahead. We want to deliver to the best of our 
ability for Scotland and Scotland’s environment with the resources we 
have, so we must improve our performance through innovation, new 
ways of working and better use of technology. Adopting the right 
attitude and approach whilst increasing the softer skills across our 
workforce will also be critical to realising opportunities for 
improvement. 

 
 As our understanding of our environmental priorities and the risks 

associated with them develops, the areas we need to focus on will 
change.  As a result, our workforce must be flexible, able to focus on 
new priorities, and adapt quickly to different ways of working. 

 
 We will look for opportunities to flatten our structures and at the same 

time will broaden, and possibly reduce the number of, job roles in 
SEPA, enabling individuals to develop new or enhanced 
competencies and knowledge within their grade where this benefits 
our business.  We will complement this by strengthening our 
management capability to deliver flexibility and focus our people on 
the priorities for SEPA, and for Scotland's environment. 

 
 Our employees must have the attitude, skills, and knowledge to work 

in partnership effectively internally and across the public sector to 
maximise the benefits we can deliver collectively for Scotland. 
Flexibility to work effectively with different people, understanding 
SEPA as a whole rather than from a functional or specialist 
perspective, is also essential.  

 
 We will promote a ‘can do’ attitude, demonstrate willingness to 

embrace innovation, and engage with others to achieve tangible 
results and multiple benefits for Scotland and Scotland's environment. 

 
 Our workforce is already diverse, and we wish to continue building on 

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

 
 Delivering high performance is vital and will be achieved by having a 

motivated and engaged workforce and this, along with employee 
safety and well being, lies at the heart of our People Strategy. 

 

 

3. Our People  

3.1 We want SEPA to be an employer of choice with a reputation for delivering 
excellent services. We want people to want to work here, and be happy 
working here; employees who are loyal and committed to the organisation 
and its objectives; who are motivated, trusted, skilled and empowered; and 
who would recommend SEPA to others as an excellent organisation to work 
for.  
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3.2 We are committed to developing an organisational culture that builds on the 
SEPA values <click here>, which supports flexible use of our resources; and 
creates an encouraging, positive environment within which to work. 

 

3.3 Our People Strategy also sets out our commitment to all SEPA employees, 
and what we expect in return.  These commitments, for all managers and 
staff, need to be evident through our day to day actions and embedded in our 
business plans, employment policies and business decisions.  We believe it is 
important that we are clear about our commitment to all employees, and that 
we are willing to be held to account for those commitments.  

 

 

4. Our Commitments to you 

 
4.1 Our employees are without doubt our greatest asset, as it is only through the 

skills, knowledge and approach of our people that SEPA will achieve its vision 
and objectives. We want our employees and managers to be motivated, 
skilled and empowered to deliver for the environment, for SEPA, for our 
customers, and for all the people of Scotland. 
 

 We believe that flexible working lies at the heart of a modern 
successful organisation, and that for flexible working to be successful 
it needs to strike the right balance between individual and business 
needs, taking account of responsibilities to colleagues and customers. 
We hope to overcome any barriers which prevent us achieving 
creative solutions that demonstrably improve organisational 
performance and also deliver for the individual. 

 
 We are committed to creating a working environment that puts the 

health, safety and well-being of our employees at its heart. 
 

 To meet our changing organisational priorities and needs, we will 
identify and provide training and development opportunities to enable 
employees to acquire new or improved skills, competencies, or 
knowledge. 

 
 We value positive behaviour and will build on the strong behavioural 

expectations outlined in our competency framework. 
 

 We will continue to explore how we can use technology better, and 
improve our business systems to enable SEPA staff to deliver well 
and operate flexibly, ensuring that resource is targeted to where it can 
have the greatest impact. 

 
 Our aspiration is for every individual member of staff to feel fairly and 

consistently treated within SEPA. We aim to recognise the contribution 
each individual makes to the organisation, and to the achievement of 
the organisation's goals.  Our managers will act fairly and take 
decisions that recognise and celebrate team and individual 
performance, and manage unsatisfactory performance well. 
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 We will communicate openly, honestly and effectively with our 

employees. We want individuals to be clear of what's expected of 
them and how they contribute to achieving our organisational 
outcomes. We expect high standards of performance from our 
employees, and our goal is for every employee to feel treated as an 
individual and with respect, and to treat colleagues similarly. 

 
 We will listen to all our employees, and to our recognised trade union, 

UNISON.  Where changes are required we will communicate clearly 
and honestly with those involved and inform, consult or negotiate with 
UNISON, seeking to move forward in a way that meets our 
organisational requirements and recognises our commitments to our 
employees. 

 
 We reward everyone fairly, consistently, and with transparency, using 

a pay and grading structure that is underpinned by Job Evaluation and 
ensures all job roles are well described, sufficiently flexible, clear on 
core requirements, and fairly evaluated and graded. 

 
 We offer excellent terms and conditions of employment, and will 

continue to review these and our overall approach to reward to ensure 
they meet the needs of a modern employer and diverse workforce.  
Our terms and conditions include access to the local government 
pension scheme, which is currently a final salary pension scheme. 

 
 Our aspiration is to continue our policy of no compulsory redundancy 

for the life of this People Strategy.  In accordance with Government 
policy, continuation of this policy will depend on negotiating a 
commitment to the flexibility we need from all employees. 

 
 
 
5. What SEPA expects in return 
 
5.1 In return for our commitment to being an excellent employer, we also want to 

be clear about what we expect of our employees: 
 

• We want and expect all employees to demonstrate flexibility in their 
role and approach, deliver excellent work and to actively seek to 
improve both their individual and our organisational performance.  

 
• We want and expect every employee to treat all colleagues, 

customers, and partners with courtesy, respect and integrity.  Our 
employees should ensure that they adhere to the highest standards in 
public life, and aim to provide excellent and efficient service delivery 
that recognises, focuses on, meets, and whenever possible exceeds, 
the needs and expectations of our many different customers. More 
information is available on this is set out in our Code of Conduct which 
you can access by clicking here. < Link>  

 
• We want and expect all employees to take responsibility for their 

individual actions and behaviours, recognising the impact on their 
colleagues and SEPA. We want, expect, and will support staff in 
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taking appropriate risks, highlighting these when necessary and 
exercising sound judgement in doing so.   

 
• We want and expect employees to own their personal development, 

and to support and challenge themselves, others and managers to 
improve in a constructive, positive manner. 

 
• We want and expect all employees to be responsible for seeking out 

information relevant to their role and sharing information relevant to 
the work of colleagues. 

 
• We want and expect all employees to adhere to all SEPA policies and 

standards and as respresentatives of SEPA, to represent the 
organisation positively. 

 
• We want and expect all employees to take all reasonable action to 

protect their personal health and safety, as well as that of colleagues.  
 

 

6. Delivering SEPA’s People Strategy 

6.1 Delivery of SEPA's People Strategy is led by the Chief Officer, Organisational 
Development and is the overall responsibility of the Agency Management 
Team.  

6.2 All managers also have an important role in promoting and delivering the 
People Strategy in the workplace, specifically ensuring that individuals’ 
employment experience in SEPA matches the commitments made in our 
People Strategy.  We will, through both support and development, equip our 
managers to fully deliver in their role. 

6.3 All employees have a role to play in supporting the delivery of this strategy. 
The People Strategy must be inherent in the way that we all work.   

6.4 A range of work is already under way to ensure the successful delivery of the 
People Strategy.  The main objectives contained in the People Strategy are 
summarised below with some examples of how these are or will be delivered. 

6.5 The areas for action set out below will be integrated with our Annual 
Operating Plan and incorporated within relevant business plans, and where 
appropriate delivered through our organisational change programme. 

6.5.1 Objective 1 

 Build understanding and support for the People Strategy, engaging with 
our workforce both staff and managers in the successful delivery of this 
strategy. 

 Consulting widely with stakeholders on the development of the People 
Strategy. 

 
 Developing and implementing a communication plan to ensure a high 

degree of awareness of this strategy and what it means. 
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 Building the People Strategy into our recruitment and selection 
process to ensure future employees have an understanding of, and 
commitment to, our objectives. 

 
 Engage with staff directly affected by business improvement and 

organisational change to maximise the benefits and understand any 
personal impacts when reaching decisions. 

 

6.5.2 Objective 2 

 

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

 Implement a workforce planning process that is properly integrated 
with our business planning process.  

 
 We will increase our organisational capacity by developing a greater 

understanding of the reasons behind our high sickness absence 
levels, and introduce improved approaches to address these and 
reduce sickness absence across SEPA.  

 
 We will work with our employees to understand and address the 

barriers to effective and appropriate decision making and employee 
empowerment, enhancing our ability to take sound decisions, quickly 
and at the right place within SEPA. 

 

6.5.3 Objective 3 

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

 We will explore opportunities to enable SEPA employees to deliver 
well, and to increase our organisational capacity, including improving 
our use of technology and/or business systems. 

 
 We will improve our organisational culture to enhance our 

performance, through recognising and celebrating success; promoting 
positive behaviours; and genuine employee empowerment and 
engagement. 

 
 We will provide development for all training needs identified through 

our My Development system and based on our competency 
framework. 

 
 We will explore different approaches to help individuals deliver best 

value and target resources to best effect. 
 

 We will, as part of our staff survey follow up, review our approach to 
ensure the, fair but effective, management of under performing staff.  
This will improve our organisational performance and reduce the 
impact on other colleagues. 
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 We will explore opportunities and approaches to enable us to better 

develop the talent throughout our workforce to meet our future 
workforce needs. 

 

6.5.4 Objective 4 

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

 Review our job roles to ensure they provide the flexibility to deploy 
resource quickly in response to our priorities, and that they provide the 
opportunity for individuals to develop a wider range of knowledge and 
skill within their role. 

 
  Review our employment framework to ensure it supports the 

organisational flexibility and responsiveness required going forward.  
Consulting and negotiating with UNISON where a need for change is 
identified. 

 

 

7. Evaluating the Success of Our People Strategy 

7.1 At an organisational level the effective delivery of our People Strategy will be 
evident in our corporate performance and enhanced reputation. These will be 
measured through planned customer insight activities and stakeholder 
surveys e.g. the Regulated Industries Survey.  

7.2 Delivery of the specific actions identified within Section 6 “Delivering SEPA’s 
People Strategy” will be integrated into the Annual Operating Plan, relevant 
business plans, or the organisational change programme, and progress 
reported as part of our performance management framework. 

7.3 Measuring the successful delivery of our People Strategy is complex and 
should encompass a range of internal and external performance information. 
Progress will be reported through SEPA’s Performance Management 
framework. 

7.4 Workforce information which is available and can help inform progress and 
particularly the impact of our people strategy includes:  

 staff survey results 
 turnover rates 
 absence levels 
 accident and incident levels 
 disciplinary and grievance levels 
 formal dignity and respect at work complaints 
 progress in reducing identified competency gaps 
 customer feedback 
 

7.5 At present The Agency Board receives and annual Workforce Report which 
provides a range of workforce information, and can in future include an 
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update on progress in delivering the People Strategy at an organisational and 
directorate level. 

 
7.6 The People Strategy will be reviewed in 2017 to ensure it continues to meet 

SEPA’s strategic requirements as identified by the Agency Board with the 
support of the Agency Management team. 

 

 

 

Fiona Martin 

Chief Officer, Organisational Development 

05 November 2012 


