
Workforce data
Anchor institutions can analyse local demographics alongside workforce data to support targeted actions that aim to develop a diverse workforce that is more representative of a local community
Feature Score 1 Score 2 Score 3 Score 4 Score Current activity Planned activity and timeframe(s) Lead Governance 

group(s) Key performance indicator

1.1 Workforce data Analyse workforce data to 
support workforce planning 
and to meet legal 
requirements of equality 
reporting

Identify gap areas that need to 
be addressed (e.g., persistent 
inequalities, ethnic pay 
gaps/gender pay gaps and staff 
absence) 
Identify gap areas that need to 
be addressed (e.g., persistent 
inequalities, ethnic pay 
gaps/gender pay gaps and staff 
absence)

Workforce data Analyse workforce data to support 
workforce planning and to meet legal requirements of 
equality reporting
Analyse workforce data (e.g., recruitment and absence 
data).

Identify gap areas that need to be addressed (e.g., 
persistent inequalities, ethnic pay gaps/gender pay gaps 
and staff absence) As 2, but also actively analyse 
workforce data alongside local demographics.

Have a clear action plan on:
• targeting recruitment opportunities towards 
underrepresented groups, or those at risk of poverty
• what is needed to retain and develop staff within the 
workforce, with a particular focus on lower-paid, or 
underrepresented groups As 2 and 3, but also use data to 
develop and contribute to clear employability objectives 
with local partners (e.g., through local employability 
partnerships) to support disadvantaged, 
underrepresented or marginalised groups into 
employment.

Alongside a clear action plan, benchmark and monitor 
success, and have adopted ‘stretch targets’ within annual 
plans

As 2 and 3, but also use data to develop and contribute to clear 
employability objectives with local partners (e.g., through local 
employability partnerships) to support disadvantaged, 
underrepresented or marginalised groups into employment.

Alongside a clear action plan, benchmark and monitor success, 
and have adopted ‘stretch targets’ within annual plans

3

NHSL currently provide and analyse workforce data to support local and national workforce planning, and to meet legal requirements of equality reporting. In development of latest published 
workforce plan, population projection data was used to inform thinking about future service demand and workforce Equality monitoring report is completed bi-annually to review equality outcomes 
using workforce data for each protected characteristic. NHSL also analyse workforce information to complete analysis on Gender Equal Pay. Both are published on NHS Lanarkshire's 
website.requirements, as each service was provided with demographics for their service in addition to Lanarkshire projections up to 2028.Information from NHS Scotland Jobtrain system, combined 
with local data (e.g. funded establishment and vacancy levels) is used to identify hard to fill and re-advertised posts. Analysing this information provides evidence based insights for future workforce 
planning and recruitment initiatives, to focus on targeted recruitment approaches for areas with recurring high vacancy levels and/or hard to fill posts.NHSL's Widening Access and Employability 
Strategy was approved by CMT in March 2023. The strategy focuses on NHS Lanarkshire’s responsibilities as an Anchor organisation – Employer Pillar and future workforce planning. Some of the 
Scottish Government Polices/Action Plans it supports are:
• Child Poverty Action Plan
• No one left Behind
• Fair work 
• Corporate Parenting 
Development of NHSL’s Widening Access and Employability Strategy - A key component of which is developing pathways into NHS employment through providing a number of employability 
initiatives including modern, graduate and foundation apprenticeships, in addition to offering pre-employment programmes including Kickstart and NHS Demonstrator Project, which provide 
individuals with the skills and experience required to go on and work within NHS.NHSL continue to explore opportunities to increase the number of new joiners to the Lanarkshire via international 
recruitment, in conjunction with Centre for Workforce Supply and met the target set by SG for 2022/23 number of international recruits. 

NHSL continues to use and analyse it's existing workforce data to support planning, decision making and deployment of staff resources through regular reporting, workforce dashboards and providing 
workforce insights to support local workforce planning. Existing equality mainstreaming report covers period 2021-2023, therefore it is anticipated a 2 year progress update report will be required this year 
(2023).Ongoing, Recruitment have been working closely with communications team to develop targeted recruitment approaches for areas with recurring high vacancy levels and/or hard to fill posts. Ongoing, 
new target set by SG for 2023/24 number of international recruits.

Workforce 
Information and 
Planning team, 
reporting to Head of 
HR - Workforce, are 
leads for analysing 
workforce 
information to 
support local 
workforce planning 
and identify 
persistent 
gaps/hard to fill 
posts to inform a 
targeted recruitment 
response. The 
workforce team are 
also responsible for 
absence reporting, 
equality monitoring 
and gender gap 
analysis reporting.   
The Employability 
Team, reporting to 
Head of HR - 
Employment 
Services are leads 
for implementing 
employability 

NHSL Workforce 
Planning Group is 
responsible for 
overseeing the 
development of three 
year workforce plan 
and accompanying 
action plan and risks. 
The group are also 
responsible for 
signing off annual 
updates to the 
workforce plan and 
quarterly updates on 
workforce 
deliverables via 
Annual Delivery Plan. 

Workforce Equality Monitoring Report 
and Gender Equal Pay Analysis, in 
NHS Lanarkshire Equalities Progress 
Report 2021-23. Reporting of 
Workforce Equality Monitoring Report 
into Staff Governance Committee and 
Quarterly updates on Workforce 
Deliverables within Annual Delivery 
Plan.

Recruitment
Anchor institutions can recruit in ways that minimise discrimination, provide equality of opportunity and maximise scope for local people to secure good jobs

Feature Score 1 Score 2 Score 3 Score 4 Score Current activity Planned activity and timeframe(s) Lead Governance 
group(s) Key performance indicator Priority Action Short term Longer term

1.2 Methods of 
recruitment

Meet legal requirements 
of Equality Act 2010 
preventing against 
unlawful discrimination

Make some additional efforts 
(e.g., community outreach or 
using innovative channels to 
advertise certain jobs) to 
draw attention to roles from 
a wider pool of candidates

As 2, plus have clear job descriptions that welcome 
all applicants, advertised in accessible formats and 
a wide range of outlets, removal of information from 
applications to avoid bias

Other efforts have been made [e.g., becoming a 
Disability Confident Employer scheme (Leader 3)]

As 3, plus extensively use innovative strategies (alongside 
partners) to reach potential candidates from 
underrepresented or disadvantaged groups (e.g., ring-
fenced jobs, valuing ‘lived experience’ within job roles, 
promoting work experience opportunities and innovative 
and inclusive interview techniques).

Targets are set for diversity in recruitment at all levels 
then monitored and reported on.

Regularly assess impact of workforce policies on key 
groups (e.g., conducting a health inequality impact 
assessment should be considered)

3

Widening Access and Employability Strategy endorsed by CMT in February 2023 Includes:
• Working with partners to target employability opportunities to key vulnerable groups beyond secondary school settings; 
• Agreeing employability commitments for each Directorate with a support infrastructure provided by HR; 
• Seeking opportunities to further develop employer anchor role including offering employability posts such as  NHS Demonstrator as supernumerary to support skills development and offer 
guarantee of interview once job ready.
• Maximising opportunities for employability through the Monklands Replacement Programme
Commencement of a pilot project in Autumn 2022 with RCN(Scotland) and Armed Services cadet scheme to test Nursing cadets as a means to engage 16-14 year olds with healthcare careers with 
a focus on nursing but not limited to nursing.. Participated in the Kickstart employability programme between February 2022 and August 2022 which creates new jobs for 16 to 24 year olds who are 
at risk of long term unemployment. A proactive approach was taken to advertise opportunities through local community group networks and to adopt a more informal process to recruitment to 
support engagement of vulnerable groups. NHSL is taking part in a demonstrator programme as part of the Child Poverty National Delivery plan.  NHS Lanarkshire has a robust Recruitment and 
Selection Policy in place which is designed to promote equality of opportunity in the process of attracting, recruitment and selection of staff and covers all aspects of the Equality Act 2010.  NHSL’s 
Policy has been equality and diversity impact assessed to ensure that objective criteria for selection is used and that the process is free from discrimination to ensure equality of opportunity for all.  
An example of this includes our Job Interview Guarantee Scheme which means that if candidates have a disability and meet the essential criteria outlined within the person specification, they will be 
guaranteed an interview. NHS Lanarkshire has also been awarded the status of Disability Confident Leader. NHS Lanarkshire is also a sponsor with the UK Home Office to allow us to recruit 
candidates into hard to fill vacancies from outside the United Kingdom. 
NHSL has an Employability course that has been running for approx. 14 years, these individuals are put forward by DWP for our Employability course for Healthcare Support Workers, this is done in 
Partnership with New College Lanarkshire.  There is an interview, on successful completion these individuals complete training firstly with the college then with NHSL around specific clinical training 
requirements, this is followed by a placement in a clinical area, successful completion results in being employed on NHSL’s staff bank.  People registered with the Princes Trust also have access to 
this course.
Project Search students are helped to gain employment within the organisation as well as out with, the average employment outcomes for this project is 70%.  3 students were supported into 
employment via the Young Persons Guarantee funding in Feb 23 with NHSL as a result of working closely with Council partners. 
Bi annual careers fayres have been delivered with approx 300 young people in attendance.  Began face:face in March 2023 again   There is a website - Next Gen that offers insight into medical 

                  

Review recruitment policies in line with future national PIN and Once for Scotland Directives ensuring that appropriate legislative changes are captured. Participate in 3 National SG task and finish groups 
looking at JobTrain, qualification requirements for entry level posts and engagement of NHS boards with Local Emploability Partnerships. 

Continue international recruitment initiatives within the Board. 

 Demonstrator programme phase 2 will start in September 2023- March 2024.and will have a focus on parents. Continue to rollout employability programmes to vulnerable groups in lone with the strategy. 
Consider ring finced role, guaranteed interviews and innovate recruitment practices including outreach. Infrastricture and budget required around placements. 

Working with Glasgow City Region and local authority colleagues, opportunities for joint working and sources of funding are being considered.  

Planning session for Care Experienced event for September 2023

HR Director
Lorraine Scott

Staff Governance 
group

Measure(s) of progress will be 
developed as a part of the 
Employability Strategy - targets for 
number in the strategy for year one 
only 23/24

Yes
1.3 Nature of 
apprenticeship and 
work experience offer

No or minimal action.

Apprentices paid at 
National Apprenticeship 
Minimum Wage level

Standard offer, but with some 
extra allowances (e.g., for 
travel) and wage progression 
over time.

Organisation offers work 
experience, but no specific 
policy or promotion in place

Apprenticeships offered at least National Living Wage, 
with wage progression reflecting role and experience. 

Organisation has an ethos of investment in future 
workforce, and commitment to quality on- and off-job 
training and mentoring. 

Foundation, modern and graduate apprenticeships 
integrated into workforce planning, and specified in 
recruitment literature as recognised qualifications. 

Work experience opportunities actively promoted and part 
of workforce planning

As 3, but pay Real Living Wage or above and with same terms 
and conditions as wider staff. 

Diverse and innovative routes for attracting and recruiting 
candidates into employability programmes (e.g., part-time 
apprenticeships offered) and positions targeted towards 
disadvantaged or marginalised communities. 

Strong pastoral care offered during apprenticeships and for 
those undertaking work experience. 

Success is clearly celebrated and there is ongoing work with 
managers to reduce any pre-conception or stigma associated 
with these roles. 

Actively ensure health is not a barrier to employment and 
progression (e.g., by identifying the profile of apprentices, 
volunteers or trainees and monitoring the number that identify as 
disabled or with a long-term health condition)

3

Range of programmes supported including: Modern Apprentice; Care Academy; Project Search; GCIL (two year programmes aimed at disabled graduates); Employment Courses (run in conjunction 
with New College Lanarkshire).  
The reach of our vacancies is also extended through print media; online recruitment platforms; and, social media outlets. Apprenticeship offers are also promoted through work experience 
opportunities and career fayres.
NHSL have been recruiting modern apprentices in administration into vacancies for the last few years and there has been successful recruitment to pharmacy technician apprentices recently 
through the national Pharmacy Programme. Currently recruiting to a cohort of Modern Apprenticeships in  in Business Adminstartion, Social Serivces and Healthcare, IT frameworks and 
Communications, start date 21st August, 24 young people expecetd to starts in August 23. 
9 exisitng staff started Graduate Apprtenticeships last year and a further 7 are due to start in August 23.   Currently there are 14 exisiting staff completing MA's in Social Services and Health Care 
and 32 in Business Admnstration.  In August 23, 3 existing staff will start upskilling via MA's in mechanical engineering and plumbing.
Foundation Apprenticeships took place in NHSL in the last acadmeic year in Social Services and Healthcare and Business administration. 
At present there are 6 people on graduate apprenticeships in NHSL and 15 HSC support worker apprentices. NHSL won healthcare employer of the year at the inaugural New College Lanarkshire 
Apprenticeship Awards 2022.
NHS L has supported 6 young people ( S5 and S6) on foundation apprenticeships as part of the work of the Care Academy during the 2022/23 academic year. This work is ongoing, with further 
cohorts planned. In addition to this NHS L was one of two pilot sites for the RCN Prince of Wales Cadet scheme, supporting 14 young people between ages of 16 and 24 to gain work expereince 
through a 20 hour placement within healthcare environments.

Extend apprenticeship employment initiatives within NHSL as part of the Widening Access and Employability Strategy and work with a wider range of stakeholders to support addressing inequalities through 
these programmes.
This will also include offering apprenticeship opportunities for internal staff as part of personal development. 
As noted above this will require a supportive infrastructure build around these posts.Foundation Apprecnticeships are planning in Creative and Digital Media and Engineering for the academic year 23/24/ 

Lorraine Scott Workforce planning 
group

(or Employability 
group if this is 
established)

Measures of progress will be developed 
as a part of the Employability Strategy

Yes
1.4 Flexible working and 
reasonable adjustments

No policy in place and any 
instances of flexibility are 
isolated and ‘earnt’

Reasonable adjustments 
are offered to those with 
health conditions when 
necessary

Some flexibility offered for some 
staff, but discretionary and not 
applied evenly across 
organisation and/or roles

Flexible working more widely spread, specific goals 
to open up more jobs to be quality part- time and 
flexible working

Flexible working opportunities and family-friendly policies 
explicitly advertised within all new jobs.

Opportunities to offer reasonable adjustments specifically 
promoted during recruitment, ensuring those with a disability or 
long-term health condition are encouraged to apply.

Specific policy to use a wide range of flexible working tools, 
applied at all levels to attract and progress the best talent, 
advertised at the point of hire, monitored and targeted.

Ongoing analysis to identify those with disabilities or long-term 
health conditions and ensure they do not fall out of employment 
due to their health

3

NHS Lanarkshire staff have had a right to request flexible working policy in place since 2016, which meets the legislative requirements and is subject to regular review.  Only recently we have 
updated this to enable staff to request the right to request flexible working from day 1 of employment, which exceeds the legislative requirements.
Due to the nature of our services, and the diversity of our workforce, we are in a fortunate position that we can offer a variety of flexible working options; part-time, shift working, set days, job share, 
compressed working weeks, annualised hours.
This right is open to all staff at all grades however this is not monitored and reported.  
Managers are encouraged to consider flexible working options at point of recruitment where appropriate.

Once for Scotland policy to be developed for hybrid and home working which will support a good work-life balance where services are able to support this way of working and this will support progression to 
level 4.

As part of the NHS Demonstrator project, particular focus will be given to flexible working hours requests that meet the needs of working parents.  

HR Director Human Resources For  Uptake data on flexible working is not 
readily available therefore work will be 
undertaken to consider what evidence 
can be considered to demonstrate 
flexible working across all levels of the 
organisation. 

Pay
Anchor institutions can pay the Real Living Wage and support people with fair conditions
Feature Score 1 Score 2 Score 3 Score 4 Score Current activity Planned activity and timeframe(s) Lead Governance 

group(s) Key performance indicator

1.5 Non-pay benefits No package in place Standard package in place that 
includes local and national non- 
pay benefits (e.g., local 
discounts, cycle to work 
scheme)

Money/welfare rights advice 
available to all staff, when 
required

As 2, plus benefits package proactively and regularly 
communicated to all staff (mainly via staff intranet).

Some effort to include specific elements that benefit lower-
paid staff and to promote these.

Money/welfare advice services are available to all staff 
but with proactive promotion to lower-paid staff.

Other approaches adopted (e.g., work with Credit Union 
to deliver good financial education)

Package explicitly designed and procured to support lower- paid 
employees (e.g., reinvestment of salary sacrifice savings in 
benefits for lower paid).

Active engagement to drive take-up and design offer going 
beyond IT systems where necessary.

Organisation monitors uptake of money/welfare advice services.

Innovative approaches (e.g., staff surveys or focus groups) are 
taken to understand the non-pay support employees may need 
(e.g., helping employees to access childcare by identifying what 
is available or establishing childcare onsite)

3

A range of staff benefits are available including:
• Occupational Health Services
• Employee Assistance Programme
• Flexible Working Options
• Salary sacrifice schemes such as childcare vouchers and laptop and cycle schemes
• Staff Benefits Scheme which looks to secure discounts for NHS workers with a variety of organisations
• Credit Union Schemes
• Healthy Working Lives through Salus
• Terms and Conditions which exceed statutory entitlements e.g. annual leave, paid parental leave, maternity and sick pay.
Support to managers - FAQ relating to cost of living. Targetted communication to low paid staff on cost of living supports. Health Promoting Health Service support at each acute site. Monitor of 
uptake of services.

The staff benefits scheme is operated through Greater Glasgow and Clyde Health Board.

Salus and HR to review benefit schemes in line with needs identified through the staff survey and other feedback

Nationally HR directors are discussing salary sacrifice to credit unions. 

NHS Lan commissioned 0.5 wte post within Money Matters to support staff knowledge and capacity to support patients and colleagues to accesss money advice services (HI Leading).

Gillian Archibald Staff Governance 
Group

Benefit scheme uptake by grade

1.6 Contract types No or little consideration of 
social impact in determining 
contract types

Zero-hours contracts generally 
avoided but with contingent 
temporary/casual workforce 
used

As 2, plus focus on shift to more secure contract types.

Better planning of work schedules, notification in advance 
and guaranteed minimum hours.

Engagement with workers/unions in agreeing contract 
types, rota planning and conditions.

Pay for all hours worked, including additional time

As 3, plus no use of zero-hours contracts unless mutually 
favoured and, if in place, should be regularly reviewed.

Agency/casual workers protected from effects of low pay and 
used as a route to more stable employment where relevant. No 
use of exclusivity clauses.

Poverty-proofed HR policies (e.g., paid time off sick).

Consideration given to the cost of getting to work when shift/rota 
planning

3

Work is ongoing to reduce the use of ‘casual’ workers in line with workforce planning requirements.

Short term funding allocations from Scottish Government result in use of fixed term contracts. This is particularly an issue with prevention outcomes bundle funding for public health and health 
improvement posts.

HR Director Staff governance Group Ratio of fixed term to substantive 
contracts by Directorate

1.7 Pensions Auto-enrolment to 
workplace pension for 
those staff who are legally 
eligible

As 1, with some proactive 
communications on the benefits 
of saving

As 2, but with targeted promotion towards lower- paid 
groups. Communication is not solely achieved online

Analysis of low take-up groups (or groups that opt-out of the 
pension scheme), with a targeted focus on increasing uptake 
and enrolment (including for casual workers)

2

NHS Lanarkshire has very robust processes in place to auto enrol staff who are eligible for the pension scheme. 
When advertising or recruiting vacancies pension information provided.
Every three years there is a review of those not in pension scheme and auto enrolment is promoted. Information on the benefits of the pension scheme is provided to staff who are not enrolled 
scheme at this time.
Three yearly auto enrolment process has commenced.  
It is important to note that some employees are not eligible to join the NHS pension scheme and need to be enrolled in NEST and some may be enrolled twice if hold two posts. 

Reasons for opt out are defined by SPPA and should be available to be reported annually for current staff but will not be available retrospectively. This information will be used to explore why staff do not 
chose to enrol in the pension scheme and any further actions that can be taken to encourage uptake or to promote other services such as financial inclusion. 

HR and payroll to develop awareness sessions for managers and staff to promote the benefits of pension scheme by end March 2023. 

Anne Marie 
Campbell
Brian Houston

Monitoring process for pension 
enrolment and other benefits will be 
established with Payroll and reported 
annually

Yes

1.8 Living Wage National Living Wage 
employer

As 1 but taking action to raise 
pay of staff who are paid below 
Real Living Wage

Pays Real Living Wage but not accredited by
Living Wage Scotland

Accredited Living Wage Scotland employer

4

NHS payscales are set nationally.
NHS Lanarkshire was the first Board in Scotland to gain accreditation as a Living Wage Employer in 2018. We also held a workshop for all other boards in Scotland to share our journey and 
encourage accreditation. 
Becoming accredited ensures that NHSL contracted staff are also paid the real living wage. As part of accreditation our procurement team had to undertake the following steps: 
• Identify all relevant contracts that need the Living Wage embedded, with target dates for implementation
 • Build Living Wage into all terms and conditions, pre-qualification questionnaires and future supplier communications
 • Plan how this will be managed and reported annually to the Living Wage Foundation
Note: This must be all contracts where labour is being purchased and the contract is for at least 2 hours a week for 8 consecutive weeks.
We are also part of the Lanarkshire Living Wage campaign group and support events to encourage other local employers to become accredited. 

Maintain Living Wage Foundation employer accreditation. This will aide NHSL being an employer of choice and support recruitment and retention.

Continue to work with partners as part of the Living Wage campaign group to encourage other local employers to become accredited. 

Consider Living Hours accreditation and if this would be feasible for our organisation. 

Lilian Macer Human Resources 
Forum

Accreditation maintained

Maximising staff potential, attracting and retaining talent
Anchor institutions can commit to lower-paid staff reaching their potential – ensuring no one is trapped at the lower end of the labour market
Feature Score 1 Score 2 Score 3 Score 4 Score Current activity Planned activity and timeframe(s) Lead Governance 

group(s) Key performance indicator Priority Action Short term Long term
1.9 Training, 
development, and 
progression

Mandatory training in place 
to meet legal requirements.

Any additional provision in 
place is generally focused 
in and above mid-level or 
office roles

Ad-hoc training – including, but 
not specifically targeted at – 
lower-paid roles. At this level, it 
typically focuses on skills 
needed to do the current job

Organisation has begun to map out potential career 
pathways for all roles, starting with entry- level positions.

Skills enhancement opportunities targeted at lower pay 
bands including provision for basic [English for speakers 
of other languages (ESOL), literacy and numeracy, and 
basic IT skills] and softer/transferable skills are delivered 
to avoid barriers to employment

As 3, with strong communication of progression opportunities 
and recruitment and skills recognised as central to driving 
productivity.

Inclusive strategy for personal and professional development in 
place to attract and retain talent with delivery via a range of 
solutions including via unions.

Use of specific tools (e.g., functional flexibility, skills matrices, 
job rotation, career pathways, coaching and celebrating 
success) to encourage progression

3

NHS Lanarkshire provide a broad range of education, learning and development opportunities for all staff groups.  Literacy, numeracy skills, autism and dementia awareness have been provided in 
partnership with Scottish Union Learning Fund.  Joint working with local further and higher education establishments including the opportunity to study for a Modern apprenticeship which 
incorporates Scottish Vocational Qualification which incorporate numeracy and literacy key elements which enable staff to access HNC  and / or undertake the HNC endorsed route enabling access 
into  2nd year of a degree whilst working, aimed at Band 2-4 staff.   A successful Open University programme enables healthcare support workers to study for a degree in nursing whilst maintaining 
employment. NHS Lanarkshire provides placement opportunities for its own employees as wells as some placements for local care home and third sector organisations. Other opportunities for all 
staff include access to online short courses and a range of soft skill programmes such as engaging conversations. Training courses are also provided by the Quality directorate, the Health 
Improvement Department and the Practice Development Centre.
An Organisational Learning Plan and Learning Strategy provide the aim and purpose of our development support and focus, providing clarity for all staff around essential (compulsory) learning 
required to be completed by all staff. 
A Learning, Education and Training Policy provides full details on study leave entitlement. Programmes range from Higher National Certificate to PhD Doctorate level.
An annual Further and Higher Education process enables staff to apply to continue their education with a financial contribution provided by the organisation. Once approved, this funding remains in 
place for the duration of the programme.  Where funding is not available, staff are directed to other sources or opportunities such as the Student Awards Agency Scotland (SAAS). 
For Nursing, Midwifery and allied Health professional staff there are service level agreements with local Higher education institutions and staff are fully funded to undertake post registration studies, 
as service, role and / or personal development.
An annual staff awards ceremony was introduced in 2015 to recognise and celebrate our staff achievements.
NHS Lanarkshire have University Hospital Status and robust strategic partnerships across a number of services within the university strategic partnership arrangements. 
 

Many of the features of level 4 indicated are in progress.

NHS Lanarkshire are currently in the process of training a number of internal coaches and staff to be able to support difficult conversations. 
Future plans are to continue with current programmes and record training to offer staff flexibility to participate at a time that suits them.

Within the NMAHP community there are plans to develop increased roles and functions for Band 4 HCSW to further support career progression opportunities. Also looking to develop career rotations to 
enable staff, who wish to undertake, to gain greater breadth and depth of knowledge and experience.Work continues with local FE partners and HEI partners to create pathways for career and educational 
development, enabling Level 4 assistant practitioners to articulate into an appropriate point of preregistration education programmes.

NHSL will continue to working with local partner universities to enable programmes of development and career progression. This includes working with the Open University to develop career pathways for 
Allied Health Professions similar to that in nursing.

In addition, working to develop University status for appropriate clinical teams as a means to recognise the collaborative work with universities, celebrate success and act as a means to recruit and retain 
talent. 
Work continues with partner Higher Education insitutions to develop a process for Professional academic Homes, enabling staff to work more closely with academic partnaers across the four pillars of 
practice, and reciprically, Academic staff to work more closely with practice areas. This is based on a successful model utilised in NHS Lothian.

Kirsty Cole/ Margot 
Russell/ Karen 
Cormack/Kerri Todd

Staff Governance 
Committee

Organisational Learning Plan and 
Strategy reporting

Case studies of good practice

Yes

https://www.equalityhumanrights.com/en/public-sector-equality-duty-scotland
https://www.equalityhumanrights.com/en/public-sector-equality-duty-scotland
https://www.equalityhumanrights.com/en/public-sector-equality-duty-scotland
https://www.equalityhumanrights.com/en/public-sector-equality-duty-scotland
https://www.equalityhumanrights.com/en/public-sector-equality-duty-scotland
https://scottishlivingwage.org/employer-directory/


1.10 Leadership and 
management

No or limited provision in 
place for developing or 
preparing staff to progress 
into leadership and 
management positions

Systems and opportunities in 
place for developing leadership 
and management, however, 
application is ad-hoc

Awareness of need for leadership and management 
spread throughout organisation. Efforts being made to 
improve leadership skills via corporate set of leadership 
expectations

In addition, leadership training specifically includes 
training on inequalities and role of anchor institution in 
improving outcomes for local people and the environment

Leadership performance is measured and development in 
place to support managers

Even and visible use of leadership and management to build 
positive work environments and open communication at all 
levels of the organisation.

Effort is recognised and there is a focus on engendering pride, 
trust, teamwork, values, confidence, wellbeing and performance 
management.

Use of specific tools to assist progression, improve job quality, 
boost wellbeing and performance, excellent use of 
communications to give staff a voice and influence based on the 
Fair Work Convention

3

NHS Lanarkshire provide leadership development across the organisation using a blended approach to support different learning styles. 
There are 3 levels of leadership development programmes to support staff: Beginning in management & leadership; Developing in management & leadership; and Extending in management & 
leadership.  
NHSL also provide places on ILM entry level management programme which is delivered externally. 
NHSL also promote and support leadership development programmes available through NES including facilitating on the national flagship leadership programme. 
NHSL also deliver one-to-one bespoke in-house coaching service to support leaders across the organisation. This entails a range of trained coaches from across the organisation who form part of 
our in-house coaching team, enabling a rich coaching team which also enables our in-house coaches to use their coaching team in their respective areas and directorates. 
NHSL has a one-to-one difficult conversations service, where we work with managers to support them prepare for challenging conversations. A Support and supervision framework has been 
developed to enable supervision to be embedded as part of support and safety mechanisms.
Use of I-matter at team, service and directorate level to support communication and areas for improvement.
Podcasts have also been recorded with senior leaders being asked questions that have come from staff in order to connect staff at all levels to senior management.
Healthcare support worker forums with Senior staff have been held via MS Teams during the pandemic – this has now been replaced with the reinstated, revised senior staff site visits and back to 
the floor work programme.
As part of locally developed pathways and as a stand alone programme , there is a well established locally developed programme to support NMAHPs in clinical leadership positions, or those who 
aspire to leadership roles 

The three levels of leadership will be brought together to provide a common language and thread that runs through the three levels of leadership development.
 
A number of leadership development programmes will be provided in MS teams to enable teams to learn together and work on live team issues. 

A development programme will be launched for senior leaders to inspire
new ways of thinking and this will be provided in short bite-size format to improve accessibility.
 
Coaching will continue to be promoted across the organisation and support provided to in-house coaches to continue to develop their practice. 

I-matter will continue to be implemented and monitored across all areas.

Leadership walk rounds will commence again once social restrictions are no longer in place to support connecting front line staff to managers.
Recognising that a significant number of those in leadership roles ( SCN / Team leader and above) have come at a period of unprecedented challenge, work is being develoed to support this cohort with 
understanding of their leadership and management responsibilities.

Kirsty Cole Staff Governance 
Committee

I-matter reporting

Evidence of communication methods 
used to engage staff with leaders

1.11 Fair working 
principles

Limited or no provision in pla                 Fair work principles in place 
within some parts of the 
organisation.
However, implementation is ad-
hoc and not used to full potential

Encourage and monitor uptake of staff surveys.

Organisation is aware of and has plans to complete Fair 
Work Convention Self- Assessment Tool and develop 
action plans as a result

As 3, and have begun to actively deliver actions around the fair 
work principles, providing an effective voice, opportunity, 
security, fulfilment and respect.

Aim to act as a role model and ambassador, illustrating 
commitment to practice – leading by example.

Regularly share information, learning, advice and support to 
other organisations (including offering staff time and expertise to 
smaller organisations)

I Matter survey. Staff Governance standards. We have completed self-assessment tool in the past. HWL and Health improvement team support local businesses to commit to fair work practices, 
including living wage and work in partnership with and promote North Lanarkshire’s Fair Work charter. Health Improvement are linking with Glasgow City Region to develop a Fair and Healthy work 
business case. 

Staff Governance 
Committee

Supportive working environments
Anchor institutions can support mental and physical health through things like facilities, policies, culture and advice
Feature Score 1 Score 2 Score 3 Score 4 Score Current activity Planned activity and timeframe(s) Lead Governance 

group(s) Key performance indicator

1.12 Supporting 
physical and mental 
health, wellbeing and 
resilience

Statutory health and 
safety requirements in 
place

Health, safety and wellbeing 
included in induction and 
monitored.

Some positive additional policies 
in place (e.g., return to work 
policy to prevent presenteeism, 
taking breaks and mental health 
support).

Regularly promote national 
health improvement campaigns 
(e.g., mental health awareness).

All staff have regular 1:1 
appraisals with line managers 
as well as annual performance 
reviews to support them to 
progress

As 2, but with meaningful staff engagement (e.g., staff 
surveys, focus groups, work with trade unions or exit 
interview information) which helps shape training and 
staff campaigns.

Physical environment aims to encourage behaviour 
change (e.g., showers and secure cycle parking places to 
encourage exercise, access to mental health support and 
a positive/pleasant work environment).

Monitor near misses, accidents and staff absences (e.g., 
mental health and musculoskeletal) so issues can be 
identified and resolved

As 3, with health and wellbeing prioritised and a commitment or 
charter in place.

Organisation recognises different life stages and has policies to 
support staff through these stages.

A health and wellbeing offer has been developed in partnership 
with staff and tailored to meet the needs of different groups.

Have specific actions around creating an environment that 
supports healthy choices, physical activity and good mental 
health (e.g., high-quality greenspace, active transport and a 
healthy food environment).

Take pride in being a caring and supportive employer, with 
workplace health-related campaigns/activities, mental health 
champions, provision for health and eye tests, and signposting 
and assistance for wider support

4

Full Compliance with the Health & Safety Scotland Act, Including Policy Statement & Governance Structures.
Number of supportive staff wellbeing policies in place. 
Consultation with staff via iMatter and subsequent action planning. 
Regular wellbeing communications via internal email and external social media.
The importance of staff health and wellbeing has always been recognised and supported through the Healthy Working Lives award programme. After a national review this programme has changed 
direction and the award scheme is no longer running. In consultation with staff, during the pandemic to support staff wellbeing and resilience and a Staff Wellbeing Strategic Co-ordinator was 
appointed and a staff health and wellbeing strategy developed. 
Expanded behavioural offers including cycle scheme, walking challenge, chill areas, staff gyms, healthy choice menus.
Staff have access to independent counselling, case management, staff psychology, physiotherapy, wellbeing group training, occupational health, eye tests, spiritual care.

Staff Wellbeing factors considered within build of new hospital plans.

Wellbeing activity and impact to be reported within staff governance infrastructure.

Eddie Docherty

Gillian Archibald

Staff Health and Wellb  Measures related to strategy

 I-matter reporting

Working with local partners
Anchor institutions can work with other local employers and employability partners to collectively develop local opportunities and strategies to support local employment
Feature Score 1 Score 2 Score 3 Score 4 Score Current activity Planned activity and timeframe(s) Lead Governance 

group(s) Key performance indicator

1.13 Working with other 
local partners

No or limited involvement 
with other local employers

Engage and work with local 
employability partners and third 
sector organisations through 
appropriate networks (e.g., via 
Local Employability 
Partnership), however, to date, 
outcomes and opportunities 
created have been limited

Formed a strategic partnership with other local employers 
(e.g., through Local Employability Partnership or similar), 
accessing funding and contributing to strategic 
opportunities.

Develop strategies alongside further education 
establishments to ensure workforce is developed to meet 
the needs of the organisation and local population

As 3, and actively engage in activities alongside local partners.

Promote and demonstrate best practice in a local area, 
engaging with other local employers to share best practice and 
have shared employment objectives with other local partners.

Take innovative approaches to reach out and share knowledge 
and experience with other small organisations, for example, 
offering HR/employability advice, training or working with small 
businesses within the supply chain 3

Working with local FE colleges to further develop existing pathways into employment and beyond such as Modern apprentice for HCSW staff, building into HNC and onward articulation into Year 2 
of undergraduate pre-registration nursing programmes at local Universities.                                                                                                                                                                                                           
NHSL are a member of both Local Employability Partner Group, this comprises of third sector partners as well as DYW, SDS, DWP, New College Lanarkshire, south Lanarkshire College, VASLAN, 
A+VANL and others. 

This is where we discuss and award funding opportunities to help those from target groups and has led to the paid placement opportunities.  Demonstrator 2, 6 months paid placements for 40 
individuals is being recruited to now and plan to start individuals in October 2023.   This year we have collaborated with ISS in UHH, as it was identified last year some individual from South Lan 
were looking for the types of opportunities they could provide, catering, domestic etc 

Clinical Employability Programme is increasing to 5 courses this year from 4 in previous year.  

Exploring Sector Based academies for 23/24 to with DWP. 

Next Gen Activity – 2 x carer events, mock interviews, UCAT prep etc

Working with FE colleges and UWS to develop new HND for HCSW to assist in preparing level 4 Assistant practitioners and provide a pathway into year 3 of undergraduate pre- registration nursing 
programmes.                                                                                                                                                                                                                                                                                                               
Inspiring the Future planned launch in the Autumn to link NHSL career ambassadors with local schools. 

The Care Academy has now been extended to include South Lanarkshire, the ToR is being revised and plans to launch this in November are coming together.  This will contribute to many aspects of 
developing the future workforce for health and social care, engaging with school pupils. 
The overall vision for the Care Academy is to:

“Develop a robust, sustained, vibrant Care Academy attracting and developing a diverse workforce for health and care services in Lanarkshire.

Increasing awareness and engagement about the Care Academy across all partners and organisations to support people from our communities working in our communities.”

Aims
The aims of the Care Academy are to:

Create the health and social care workforce for the future that best services the needs of people living in Lanarkshire.
Address deprivation and inequalities across Lanarkshire.
Provide pathways to fair work, meaningful employment, and progression across the breadth of health and social care.
Build a strong talent pipeline to meet future demand and reduce skills shortages within the health and social care sector across Lanarkshire.

Lorraine Scott 
(employability) 
Peter McCrossan 
(Care Academy) 
Margot Russell, 
Becky Moran and 
Nicola Ozatolay
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