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PURPOSE 
 
The purpose of this paper is to provide the Committee with an update in 
relation to the Organisational Design and Capacity Report. 
 
Members are invited to discuss the contents of this paper. 
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1. BACKGROUND  
 

1.1 Police Scotland’s Strategic Workforce Plan, published in November 
2023, set out the ambition to modernise the workforce and align 
resources to the Chief Constable’s vision of Safer Communities, Less 
Crime, Supported Victims and a Thriving Workforce. 

 
1.2 Following this, the first three-year Vision 2030 Business Plan (April 

2024–March 2027) was published. Since then, Strategic Workforce 
Planning (SWP) activity has been realigned to support its delivery, 
ensuring that all workforce decisions contribute directly to 
organisational priorities. Progress against deliverables is reported 
bi-annually to the Scottish Police Authority (SPA) and quarterly to 
the Force Executive, providing ongoing visibility of progress, issues, 
and risk. 
 

1.3 Police Scotland has made significant progress in building the 
foundations of a modern, flexible workforce. Specifically, strategic 
Workforce Planning (SWP) activity is occurring across teams and 
operations with collaboration between functions beginning to create 
a consistent and connected approach to workforce design. 
 

1.4 While much of this work is still developing, the progress to date 
provides a strong platform for longer-term sustainability. The 
strands of work now underway represent alignment of effort and is 
a shift from isolated projects towards a coherent system of 
planning, delivery and learning. 

 
2. CURRENT CONTEXT AND CHALLENGES 
 
2.1 The Strategic Threat and Risk Assessment 2025-2030 identified 

several environmental and societal shifts impacting future workforce 
design and capacity. 

 

2.2 These pressures and opportunities reinforce the need for a 
strengthened strategic, sustainable and data-led approach to 
workforce design, ensuring resources are targeted to areas of 
greatest impact and that capacity creation is systematic, not 
incidental. 

 

 

 

 

https://spi.spnet.local/policescotland/SpecialistDivisions/specialist-crime-division/intel-support/SiteAssets/Pages/Intel-Support---Divisional-Reference-Documents/Strategic%20Threat%20Harm%20and%20Risk%20Assessment%202025-30.pdf#search=strategic%20threat%20and%20risk%20assessment
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3. KEY ACTIVITIES AND PROGRESS 
 

3.1 A central strand of the Chief Constable’s vision is ensuring officers 
are deployed where their warranted powers are essential, while 
empowering staff to deliver roles that do not require those powers. 

To drive this and coordinate strands, the Building Frontline Capacity 
Tactical Coordination Group was established to: 

• Maximise the number of officers in frontline policing 
• Establish sustainable workforce structures that balance officers 

and staff  
• Improve resilience and efficiency within business areas   
• Demonstrate progress through clear evidence of number of 

officers released to frontline policing 

The group’s immediate focus and priority is to establish a road map 
which aligns delivery of key workstreams to the Chief Constable’s 
2030 vision. 

 

3.2 A schematic overview of on-going workforce activity and strategic 
owners can be found at Appendix A.  

 

3.3  Some activities are well underway such as: 

• Policing for Our Communities - policing model pilot underway in 
C Division, with expansion planned to P and D Divisions in 2026. 

• Force Mobilisation Model (FMM): Rolling out across national and 
corporate functions, introducing seven-day shift patterns for 
better deployment flexibility and improved officer wellbeing. 
(Linked to Workforce Survey 2024 insights – index score 48% on 
rest and recharge). 

• Modified officers: An Accelerated Leadership Pathway officer is 
now embedded and continues to focus on progressing the High-
Level Action Plan presented to the SPA People Committee in 
August 2025. This area of work links directly to the 25/26 HR 
Strategic Work Plan activity to “Evolve the focus of the Duty 
Modifications Panel to enable increased capacity to the frontline.”  
Separately, an audit led by BDO is now underway focused on 
evaluating the processes (including occupational health 
interventions) for officers on recuperative duties to ensure 
everything possible is being done to support and enable them to 
return to full operational duties as soon as possible and within 12 
months, minimising the number of officers who then require 
transitioning to longer term ‘adjusted’ duties (+12 months). 

 



 

SPA People Committee 
Quarterly Strategic Workforce Plan Report: Org Design/Capacity Creation  
4 December 2025                             OFFICIAL 

OFFICIAL 
 

4 

3.4 A governance structure has been established to ensure activities 
directly align with the group’s aims and organisational priorities. 
This structure includes senior representation (senior officers, 
directors, and heads of departments) who collectively review 
proposals, with decision-making authority held at DCC level. Senior 
leadership oversight guarantees that all proposals are evaluated for 
strategic alignment and accountability for outcomes. The full 
governance structure and process are detailed in Appendix B. 

 
4. OVERVIEW OF FUTURE APPROACHES 
 
4.1 Recent external insights (from PA Consulting on behalf of CIPD 

Police Forum & College of Policing) highlight three characteristics of 
mature workforce planning: 

• Executive ownership and leadership. 
• Integrated data driven decision making.  
• Embedding SWP into organisational culture and governance. 

 

4.2  In line with this and as ongoing activity matures, a key next step is 
to bring the various strands of workforce planning under a single, 
coordinated governance structure to provide cohesion and act as 
the central forum for oversight, decision-making and assurance 
across all workforce modernisation activity. 

 
4.3 Police Scotland will establish: 

• A structured mechanism to identify and redeploy capacity gains 
and FTE benefits to areas of greatest need, ensuring benefits 
from change and reform activity are captured and reinvested. 

• A prioritised list of workforce initiatives reviewed bi-annually by 
the Force Executive to maintain alignment with strategic 
priorities. 

• A proposed Design Authority to act as the central governance hub 
for workforce design ensuring visibility of all change activity, 
coherence across initiatives, and informed decision-making to 
avoid duplication and manage competing priorities – visual aid 
provided below. 

 

4.4 This governance would complement existing forums such as the 
Transformation Board and People Board, providing clearer lines of 
ownership, a single line of sight across all initiatives, and a 
consistent approach to resource allocation and workforce design. It 
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will help the Strategic Workforce Plan function as an integrated 
system, not a collection of discrete programmes. 

 

Subject to agreed Terms of Reference, the Design Authority would 
not only oversee resource requests but will also maintain awareness 
of all workforce change activity, promoting consistency, 
collaboration and alignment with Force priorities. Conversations to 
establish this group and define its remit are underway. 
 

 
 
 
5. NEXT STEPS AND MEASURES OF SUCCESS 
 

5.1 Police Scotland is now moving to embed sustainable workforce 
planning as a shared organisational responsibility. The next phase 
focuses on joined-up governance, defining measurements of impact, 
and embedding change as part of business as usual. To enable this, 
the following activities must be completed: 

 
• Define strategic workforce priorities in consultation with the 

Force Executive to ensure alignment with operational need and 
strategic intent. 

• Progress with the establishment of a Design Authority. 

"Design 
Authority" 

(decide)

Strategic 
Project 

resource 
requests 

(Front Door)

Org Change 
resource 
requests 

Long-term 
BAU resource 

requests 

Short -term 
BAU resource 

requests
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• Develop key performance indicators to measure success, such 
as: 

o Turnover and retention trends 
o Career progression and diversification 
o Improved engagement and wellbeing metrics 
o Sickness reduction and resilience measures 
o Workforce planning data integration 

• Nominate an Executive Sponsor to champion the workforce 
modernisation programme, for visibility and ownership, and to 
assure adherence to agreed governance arrangements.  

• Explore opportunities to analyse workforce mix and reduce time 
to hire in service of strengthening frontline capacity. 

 
6. KEY RISKS AND DEPENDENCIES 
 

6.1  Delivering this vision depends on several critical enablers: 

• Funding certainty: Multi-year budgets to enable sustainable 
workforce planning. 

• Data integration: Improved data quality and interoperability 
across HR, Finance, and operational systems are essential for 
informed planning. 

• Governance alignment: Clarity of roles between boards, design 
authorities, and tactical delivery groups is needed to prevent 
duplication and fragmentation. 

• Cultural adoption: Success relies on embedding workforce 
planning as a shared leadership responsibility, not a standalone 
HR function. 

 
6.2 These risks are being actively managed, but they remain material 

to the pace and depth of progress. 

 
7. COLLABORATIVE WORKING AND DELIVERY 
 
7.1 Effective workforce planning depends on collaboration across the 

organisation and enabling services. Work is already progressing 
with: 

• Resourcing: Recruitment aligned to Vision 2030 priorities and 
succession planning pipelines. 

• Leadership, Talent & Performance: Integration of career 
pathways, capability development, and application of a talent 
lens to workforce insights. 

• Finance: Workforce modelling and scenario planning against 
budget assumptions and settlements. 
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• Transformation Directorate (Operation Evolve): Alignment of the 
future workforce to the Force’s strategic direction and Vision 
2030. 

• HR Strategic Leads: Early engagement with workforce planning 
and organisational design specialists on all change activity. 

• Strategy & Analysis: Insights from APU/DPU demand forecasting 
and trend analysis to prioritise resource deployment to areas of 
greatest operational need, for example. 

 
7.2 This collaborative model ensures that Strategic Workforce Planning 

is considered at all levels and creates a connecting fabric across 
resourcing, leadership, and transformation, creating a single line of 
sight across workforce initiatives. 

 
8. DESIGN PRINCIPLES 
 
8.1 As set out in the Strategic Workforce Plan, the following design 

principles continue to guide workforce decisions and structural 
redesign: 

 
• The structure is aligned to overall organisational, functional and 

departmental strategies 
• The structure defines accountabilities clearly across 

service/business/functional areas to provide clarity and avoid 
duplication 

• The structure is as flat as operationally possible with optimal 
layers, each layer of management/leadership adding value to 
those on the frontline 

• The structure supports efficiency, co-ordination, collaboration 
and flexibility for effectiveness 

• The structure respects legal and regulatory requirements and 
risk within agreed parameters 
 

8.2 These principles provide the foundation for a coherent, future-ready 
workforce that supports both operational effectiveness and 
organisational wellbeing. 

 
9. CONCLUSION 
 
9.1 The collective efforts underway across Police Scotland reflect 

genuine momentum in advancing a structured, evidence-led 
approach to workforce modernisation. By weaving together clear 
design principles, robust governance, and integrated data, the 
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organisation is laying the groundwork for strategic workforce 
planning to become an intrinsic part of its operational fabric. While 
financial constraints and data integration challenges persist, the 
trajectory is unmistakable: towards a workforce that is sustainable, 
adaptable, and resilient; capable of meeting the evolving demands 
of policing in Scotland. 

 

9.2 As this journey progresses, the next phase is defined by a 
commitment to unify these strands by embedding shared 
governance, upholding consistent design principles, and establishing 
a single source of truth for workforce priorities. The creation of a 
Design Authority, coupled with a sustained emphasis on 
collaboration, will ensure that strategic workforce planning is not 
merely a series of initiatives, but a deeply embedded, evidence-
based, and connected way of working. This approach positions Police 
Scotland to operate with greater foresight and agility, ready to 
respond to future challenges with confidence and clarity. 

 
 
3. FINANCIAL IMPLICATIONS 
 
3.1   There are no financial implications in this report. 
  
4. PERSONNEL IMPLICATIONS 
 
4.1 There are no personnel implications in this report. 
 
5. LEGAL IMPLICATIONS 
 
5.1   There are no legal implications in this report. 
 
6. REPUTATIONAL IMPLICATIONS 
 
6.1   There are no reputational implications in this report. 
 
7. SOCIAL IMPLICATIONS 
 
7.1   There are no social implications in this report. 
 
8. COMMUNITY IMPACT 
 
8.1   There are no community implications in this report. 
 
9. EQUALITIES IMPLICATIONS 
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9.1 There are no equality implications in this report.  
 
10. ENVIRONMENT IMPLICATIONS 
 
10.1   There are no environmental implications in this report. 

 
 
 
RECOMMENDATIONS 
 
Members are requested to discuss the content of this report. 
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Appendix A – Workforce Schematic Activities 

 

 

Working Group
Purpose of group

is to review
workstream

proposals from
Leads (what, when

and impact).
Group have

responsibility to
ensure decisions

not taken in
isolation, plus to
consider wider
workforce and

financial
implications.
DCC’s have

decision making
authority.

Members – DCC’s
(All); Ops Policing

(Alan W, Tim,
Steve); HR (Katy);
Finance (Lynn B);
Transformation

(Theresa);
Chair/Facilitator

(Breeda)

Organisation Design Workforce Mix

Short Term Posts RIG Funded Posts

Flexible & Modified Flex Working

Modified (inc. Capability)

Shift Pattern Changes FMM / Shift Patterns

Temp Review

Abstractions & Absence

Suspensions & Restrictions

Probationers

Katy Miller

Lynn Brown

Nicky Page

Alan Waddell

Neil MacDougall

Katy Miller / RDU

Lynn Ratcliff

PNE Posts

Projects Policing for Our Communities Tim Mairs

CJ

C3 Wendy Middleton

Corporate Shared Services Paul Colley

Digital (e.g. Data Belt & Single Search) Dennis Hamill

Safeguarding Hubs Steve Johnson

Strategic

OPMB

Benefits
Qualification &

Coordination
Transformation Team

provide support to
identify, measure and

track benefits
(Campbell & Conrad).
Programmes of work

feed into
Transformation, Op
Evolve (Conrad), to

coordinate and
ensure benefits not

duplicated.
Transformation feed

information into
OPMB for decisions

on people
movements.

Consolidate with
project benefits (from

PPMA system).

Incorporate new ideas
from the Front Door.

Produce Benefits
Tracker (efficiency,

impact on front line,
hours etc.)

Rank Review

Estates Transformation

Skills for Justice / Role Profiles Nicky Page / Gary Durkin

Major Crime Restructure

Cyber & Fraud Stuart Houston

Workstreams

Leads

Governance & Process Streamlining Claire Hailstones

Operational

Tactical Coordination – Operation Evolve Engine Room

OFFICIAL

Working Group – DCC’s (All); Ops Policing (Alan W, Tim, Steve); HR(Katy); Finance (Lynn B); Transformation (Theresa); Chair/Facilitator (Breeda)
To review workstreams proposals (what, when and impact).

Mark Sutherland

Donna Vallance

Heather Cunningham

Nicky Page

Steve Johnson

Lynn Ratcliff

Neil MacDougall
Caroline Wilson
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