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Official 

Statistics 

UK’s largest 

producer of official 

statistics 

People

c.5,000 people 

combining office 

and field 

Key Activities 

GDP, Census, 

Covid, social and 

demographic 

Offices

London, Newport, 

Titchfield, Edinburgh

Who are we? 
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ONS Approach to Strategic 

Workforce Planning



Our Burning Platform
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Our Approach - Partnership
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What do you want to bake?
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ONS Available Data (as at Feb 2021)
INTERNAL SUPPLY

• Posts and People

• Grade mix by org structure

• Professions (posts not people)

• Demographics

• Flows – joiners, leavers, 

promotions, internal moves, 

sources, destinations

• Succession plans and talent 

assessments – moves made, 

career outcomes of talent pool

DEMAND

• Current numbers of posts, FTE and 

costs, contingent worker spend

• Posts and costs by work 

activities/function

• Roles of posts eg managers v 

experts at same grades, admin 

support v critical delivery tasks

• Measures of work outputs and 

productivity

EXTERNAL SUPPLY 

• Recruitment metrics eg 

time/cost to fill

• Why people join/leave

• External labour market trends 

– nationally and in 

current/potential locations – for 

critical professions

• Workforce shape, diversity, 

retention, recruitment and 

productivity benchmarking 
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ONS Strategic Workforce Planning process

Strategic Workforce Action Areas

Including actions for Critical Workforce Groups/ Professions

Identifying key work and workforce issues and risks
Includes identifying Key Organisational Capabilities and Critical Workforce Groups / Professions

Where are we now? Where are we going?

Factual work and workforce 
data

Inputs from business areas, 
HR & professions to identify 

current workforce issues

Inputs from business areas 
to identify future workforce 

needs, likely risks and 
possible actions

Alignment with Operational 
Plans and Cultural 

(workplace) aspects of 
People Plan 

Leading to rolling operational and strategic actions

Drivers of the Strategic Workforce Plan:

Emergent Business Context and Strategy

Internal and External Labour Markets
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Building a brilliant place to work

ONS People Plan

Workforce and 

Workplace

10



Building a brilliant place to work

ONS Workforce Priorities
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Covid 19 – The Most Turbulent 

of Times



What did we have to do?
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Flexible working, working flexibly 

• You are not “working from home”, you are “living at work”

• Your personal, physical, mental and emotional health is far more important than anything else 

right now

• You may be very productive in your work in this current arrangement, you may be less so. You 

should not try to compensate for lost work productivity by working longer hours

• You will be compassionate to yourself and not judge how you are coping based on how you 

see others coping

• You will be compassionate to others and not judge how they are coping based on how you are 

coping

• Taking care of you! (Leading in a Crisis)
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Key Learnings

• A good reminder that behind any work decisions are impacts on people

• Covid-19 has accelerated some of our workforce plans and derailed others

• ONS needs to reflect on how our people’s expectations of us as their 

employer have changed. What does this mean?
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How has Covid-19 changed our 

approach?



What went well
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Even Better If
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How has this changed our approach

• Organisational flexibility – forced to be more agile, higher risk appetite? 

• Organisational capacity - more opportunities for our people at the end of 

current programmes

• Employer brand - attraction in a different type of labour market, leveraging 

our increased presence

• Strengthening critical workforce groups - people developing skills in 

different ways, development through projects

• Leadership and management of change - management of remote teams, 

high touch comms with a focus on organisational purpose
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1. How have you designed & resourced work differently 
over the past year?

2. What can you learn from your successes & 
challenges in resourcing in a year of uncertainty?

3. How will the past year influence your future 
resourcing strategy &/or workforce planning process?

4. How might your wider employment relationship 
change?
What will you give & expect of your workforce, and what will they give & 
expect of you?

Small group reflections
How will the experience of resourcing your organisation’s work 

over the past year affect your thoughts about future resourcing?



•Bottom-up & 
adaptive approaches 
to work re-design, 
resourcing, re-skilling

•Strategy keeps close 
to the business

•Investigative not just 
standardised metrics

•By types of work not 
organisation 
structure

•Attend to critical 
workforce groups

•Aligned to business 
capabilities & ELM

•Integrate workforce 
plans with wider 
employment strategy

•Resourcing practices 
central to employee 
experience & careers

Future 
employment 
relationship

Critical 
workforce 

groups

Bottom-up 
and 

adaptive

HR analytics 
capability

IES reflections on strategic workforce planning through 

uncertainty


