
Stirling Council  Agenda Item No. 12 

Stirling Council  Date of 
Meeting:  9 December 2021 

Not Exempt 

Stirling Council’s Transformation Programme 

Purpose & Summary  
The purpose of this report is to provide an update on progress related to Stirling Council’s 
Transformation Programme.  . 

Recommendations  
Council is asked to: 

1. note the progress on Stirling Council’s transformation programme;

Resource Implications  
There will be resource implications for the implementation of a new operating model and 
transformation programme, including both people resources and financial investment.  
Programme Management and Project Management as well as business analysis skills will 
be required to support the currently approved as well as future transformation activity. 

Legal & Risk Implications  
Management of Risk and Opportunity 

Risk  Controls 

Affordability of the Transformation Team 

Ensure robust business cases are 
presented to highlight the benefit of this 
team in delivering the Council’s 
transformation programme and longer term 
financial sustainability. 



Availability of internal staff to support 
the project. 

Programme interdependencies across the 
Vital Few, and future, transformation 
programmes will be reviewed regularly to 
assess the risk on particular individuals and 
small teams and timelines will be adjusted 
or appropriate backfill resource recruited 
accordingly to ensure successful delivery. 

Benefits identified do not provide 
sufficient Return on Investment to make 
the transformation team viable 

The potential benefits of all programmes will 
be analysed and these will be confirmed in 
Outline and Full Business Cases to ensure 
they are realistic and can be delivered. 

Skills level and experience in Stirling 
Council to do this type of 
Transformation are not available 

Stirling Council has insufficient 
transformation skilled resource in critical 
activities like Business Analysis and 
Business Change. 

 

1. Background  
1.1. Stirling Council’s key priorities were the basis for a ten year operating 

strategy, “Thriving Stirling”, which was approved at the Council meeting of  
10 December 2020. 

1.2. Thriving Stirling outlined the Council’s approach to meeting challenges of 
financial constraint, increased service demand, a changing policy 
environment and global factors such as the Covid-19 pandemic for the next 
ten years.  The strategy also outlined the planning context for the next 10 
years, which will enable the Council to meet key goals and outcomes, the first 
of which is the need for a Target Operating Model and Transformation 
programme to support delivery of the Council’s priorities. 

1.3. The Stirling Council Transformation Board was set up in June 2021 and is 
chaired by the Chief Executive.  This Board manages the Transformation 
Programme known as the “Vital Few” which will deliver major transformational 
change programmes across the Council.  Smaller transformation programmes 
continue to be managed through the Stirling’s Future Board. 

1.4. The Transformation Portfolio team which support Services in the delivery of 
the Council’s Transformation programmes was set up in January 2020.  
There is a small core team of programme and projects managers as well as a 
programme management office (PMO), see Appendix 1. 

1.5. The current team has programme and project management capacity, 
however, there is a critical skills gap in relation to business analysis, business 
change which are required to deliver significant transformational change.  

 

  



2. Considerations 
The Vital Few 

2.1 During 2021 a new Stirling Council Transformation Board was established to 
oversee the “Vital Few” transformation programmes that are taking place 
across the Council.  This Board is chaired by the Chief Executive and includes 
the Chief Operating Officers and Chief Officers. 

2.2 The vital few programmes include: 

2.2.1 Workplace Recovery; 

2.2.2 Target Operating Model; 

2.2.3 ERP; 

2.2.4 Climate Emergency Planning; 

2.2.5 Waste Transformation; 

2.2.6 Social Care Replacement System; and 

2.2.7 Legal Case Management & Democratic Services Systems. 

2.3 The Workplace Recovery programme is managing the work agreed by Stirling 
Council to plan and communicate staff returning to offices, this work is also 
monitored through the Member Officer Group. Key current activity is to create 
an occupancy plan for 30% of staff returning to Council offices.  The COVID-
19 Recovery Manager post has also now been filled and the scope of the 
wider community recovery is being shaped. 

2.4 Target Operating Model covers 4 main workstreams which include – New 
Ways of Working (NWOW), Financial Sustainability, Corporate Performance 
and Demand Management.  Only the NWOW workstream is running at 
present and is focussing on 3 key areas of people, technology and property.  
Key areas of focus at present are developing a Hybrid working policy covering 
how staff will work both remotely and in the office as well as reviewing our 
accommodation requirements.  The Technology workstream is building on the 
significant work done to allow home-working during the pandemic and enable 
longer term home and remote working safely and securely as well as 
implementing workstation booking systems and video conferencing to enable 
hybrid home and office based working. 

2.5 The ERP programme has completed the initial first two rounds of workshops 
to support the design of the system to be implemented.  Completion of the 
required data migration and integration activity has been problematic due to 
the lack of sufficient resource internally with the skills to do this, as well as a 
complete lack of documentation around the current systems integrations that 
are in place.  Work is underway to contract an external supplier with 
experience in data migration to support the completion of this work.  The 
project dates are being re-planned to accommodate the delay in this activity.  

2.6 The Climate Emergency Planning programme is based on the approved 
Stirling Climate and Nature Emergency Plan which focuses on five key 
themes of energy, modern transport systems, improving resource efficiency, 
optimise biodiversity and planning and preparing for the impacts of climate 
change.  A Climate Board has been set up to oversee this programme and a 
programme plan has been developed which sets out the actions the Council 
will be taking to address climate change. 



2.7 Waste Transformation is well underway with diamond bin replacements now 
completed and garden waste charging operational.  The first cycle of four-
weekly bin collections has also been implemented with ongoing monitoring of 
collections.  The service are currently working on Fleet Replacement.  

2.8 Social Work Replacement System project has met with delays over the 
course of this year due to a range of complexities around the agreed 
procurement route and approach with Clackmannanshire Council.  An 
approach paper has now been agreed across all partner organisations and a 
safe procurement route is being established.  Work is underway to prepare an 
Outline Business Case that will set out the resources required to complete a 
Full Business Case that will allow the procurement exercise to be completed 
and set out the full implementation requirements and timelines.  There 
continues to be a commitment to a joint procurement process with 
Clackmannanshire and a refreshed Delivery and Implementation Group has 
been agreed with the project sponsors.   

2.9 A programme around implementing new Legal and Democratic IT Systems is 
being set up to replace the current paper based processes.  A programme 
manager is in the process of being appointed and the first priority will be to 
consider the market options for a legal case management system.  Once the 
programme manager is in post a plan and timelines will be developed.  Work 
is likely to commence on Democratic Support Systems following the local 
elections in 2022. 

2.10 In order to deliver the current “Vital Few” programmes, it has been necessary 
to go externally to recruit the resources with the necessary skills and 
experience, particularly in relation to ERP and Target Operating Model. 

2.11 Internally there is a lack of critical skills related to business analysis and 
business change which are essential skills needed to support transformational 
change. 

2.12 The current transformation programme will not end with the delivery of the 
“Vital Few”.  There will be new and emerging priorities and other continuous 
improvement activities that will be added to the overall transformation 
programme as some of the current programmes are implemented and 
completed. 

2.13 In order to ensure that there is internal capacity to deliver transformation into 
the future it is important to invest in internal staff and provide them with the 
opportunities and training to gain the experience and skills to deliver 
upcoming transformation programmes. 

Transformation Team 

2.14 The current transformation team structure is highlighted in Appendix 1.  This 
team has been in place since January 2020 and consists of a number of 
programme and project managers as well as a project management office 
(PMO).  At present, however, there is a lack of business analysis and 
business change capacity which are crucial skillsets required to support 
service teams through transformational change. 

2.15 Given the current team structure and with the introduction of the Vital Few 
transformation programme, the scale of change has meant that the current 
team has been augmented with additional programme managers, business 
analysts and a business change lead recruited externally on fixed term 
contracts. 



2.16 Rather than having to recruit external resource, the aim for the future is to 
invest in the creation of an internal transformation team that has the 
necessary business analysis and business change skillsets and to provide 
training for the current team to allow them to gain a wider range of skills and 
competencies. 

2.17 Having appropriately skilled internal resource would reduce costs over the 
longer term by avoiding the costs of having to recruit externally – agency fees 
and potentially higher salary rates to recruit suitable candidates in a 
competitive market.  The team would provide added value by ensuring 
expected benefits are realised and also provide financial sustainability over 
the longer term.  This approach will be build into future plans and costed 
accordingly. 

Defining Transformation 

2.18 What is Business Transformation – it is the opportunity to define a bold 
ambition that goes beyond incremental change – the opportunity to rethink 
business and operating models to deliver breakthrough value.  It involves 
strategic decisions that affect where you’ll grow, how the current organisation 
operates and what kinds of performance improvements to expect. 

2.19 In shaping transformation for Stirling Council and to understand the type of 
resources required to deliver transformation, it is important to understand that 
transformation can involve many different things and there are different ways 
to break it down.  Business transformation activities, however, typically fall 
into one (or more) of these five categories: 

2.20 Business process transformation - this transformation focuses on the “how” 
of getting things done and might include agile transformation.  It typically 
involves lots of optimisation and automation of repetitive processes to focus 
on higher-value projects.  This generally is an ongoing effort, starting with the 
most common methods and then continuing onto those with lesser returns. 
The end goal is to relieve the business/service from the burden of these tasks 
to innovate or provide higher-value services. Business Analysts would 
typically play a lead role in this activity. 

2.21  Information/data/digital transformation - focusing on using technology to 
unlock additional value.  This may come in aggregating and sharing data in 
new, more efficient ways (such as a digital CRM system or online ordering).  It 
also includes leveraging technology and data to offer ultimately new reports 
and insights, both by using the technology to more rapidly design, build, and 
distribute them and use digital assets as part of the new offerings themselves. 

2.22 Organisational Transformation - this considers that adjusting resource 
allocation is key to many transformations.  A company’s most precious 
resource—its people—are no exception—base organisational transformation 
by assessing how to staff various departments and the structure of those 
departments themselves.  Looking at in-house skills and experience, how the 
staff is deployed, and the various reporting structures allow companies to 
identify opportunities.  These opportunities could point to either streamline or 
build-out to better achieve growth and success.  Other objectives may include 
breaking down silos, flattening the organisation, and right-sizing the 
headcount. This is typically an activity supported by HR Organisation and 
Development with Business Analysis and Change input. 

 



2.23 Management Transformation - as businesses strive for growth in 
competitive marketplaces, top-down bureaucratic hierarchies aren’t always 
the best for facilitating rapid decision-making and reacting to new 
developments.  Transforming the management structure may be part of the 
solution (reviewing management tier, etc.), but empowering individuals to 
make decisions themselves or quickly reach a consensus is far more critical. 
This requires socialisation and access to information, establishing clear 
communication channels, and overall transparency in organisational 
functions.  This is typically an activity supported by HR Organisation and 
Development with Business Analysis and Change input. 

2.24 Cultural Transformation - Cultural transformation is, in some ways, the 
hardest business transformation activity.  Corporate cultures tend to evolve 
organically, driven by leadership personalities and how people are rewarded 
and recognised.  Changing the culture usually takes much longer than any 
other type of transformation, in part because it’s harder to translate concepts 
and intentions into action and practice. It also rarely takes place in a vacuum 
and has a much higher success rate when it comes to the heels of 
management transformation.  A strong vision, adherence to that vision, and 
practicing confirming it are all essential to success.  Business Change skills 
play a critical aspect in delivery of Cultural change. 

2.25 As well as the different types of transformation described above it is also 
important to recognise continuous improvement activity as key to ensuring the 
ongoing review and embedding of transformational change activity.  There is 
a need to have a method, framework and techniques in place to deploy the 
methods and tools.  The Transformation Team will work closely with the 
Strategic Planning, Data & Performance team to create a forward plan of 
service areas where it would be advantageous to undertake continuous 
improvement exercises that would provide a high return on investment. 

2.26 It is also important to note that service planning, service improvement, service 
design and service management performance are important aspect to 
consider within the programme of transformation.  Again the Transformation 
Team will work closely with the Strategic Planning, Data & Performance team 
to align how both teams work together.  Some of this work will also be 
reviewed as part of the Corporate Performance workstream within the Target 
Operating Model programme. 

 

3. Implications  

Equalities Impact 

3.1 The contents of this report were assessed under the Council’s Equality 
Impact Assessment process.  It was determined that an Equality Impact 
Assessment was not required as this proposal will have no impact on 
equalities duties or people in a protected characteristic group; communities, 
groups or individuals vulnerable to poverty.  

Fairer Scotland Duty 

3.2 The contents of this report were considered in terms of the Fairer Scotland 
Duty and were determined not to be of strategic importance. 

  



Climate Change, Sustainability and Environmental Impact 

3.3 The Climate Emergency Programme is one of the Vital Few programmes 
being managed by the Stirling Council Transformation Board and as such the 
Board will be monitoring progress to ensure Stirling Council’s commitments 
around climate change and sustainability are on track. 

Other Policy Implications 

3.4 Following consideration of the policy implications of this report no relevant 
issues have been identified. 

Consultations 

3.5 None.  

 

4. Background Papers 
4.1 EqIA relevance Check. 

 

5. Appendices 
5.1 Appendix 1 – Current Transformation Team Resource. 

 

  



Author(s) 

Name Designation Telephone Number/E-mail 

Tom Rennie 

Lesley Sheasby 

Transformation Lead 

Transformation Portfolio 
Manager 

rennieto@stirling.gov.uk 

sheasbyl@stirling.gov.uk 

 

Approved by 

Name Designation Date 

Isabel McKnight Chief Operating Officer – 
Communities & Performance 

11 November 2021 

 

Details of Convener(s), Vice Convener(s), 
Portfolio Holder and Depute Portfolio 
Holders (as appropriate) consulted on this 
report: 
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Wards affected: All 

Key Priorities: Select a Key Priority 

Key Priority Considerations: Transformation programme will take into 
account all key priorities and how they are 
addressed. 

Stirling Plan Priority Outcomes: 

(Local Outcomes Improvement Plan) 

Achieving - People are skilled and supported to 
make a positive contribution to our 
communities 
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