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1. Introduction

1.1 The purpose of this report is to present the Learning & Development Strategy 2014−2018 forSub−Committee
approval. The Strategy is attached at Appendix One.

2. Background

2.1 At its meeting of 9 September 2014, the Sub−Committee approved the HR Strategy 2014−18 and its
associated action plan. One of the key actions to arise from the HR Strategy was the development
and publication of a learning and development strategy which would allow the Council to continue to
focus on how to build the knowledge and skills required by employees to ensure continued high
standards of service delivery. The strategy will also help to ensure that the Council's resources are
targeted on areas of greatest strategic importance.

2.2 The first Learning & Development Strategy was introduced in 2011 and covered the period2011−2014.
The 2014−18 Learning & Development Strategy builds upon many of the achievements of this

period, including:

• 587 young people achieved vocational qualifications.
• 145 officers participated in the Corporate Management Development Programme.
• 132 officers completed qualifications accredited by the Chartered Management Institute.
• Roll out of a comprehensive programme of managing performance training.
• Council wide delivery of Service led programmes of learning and development.

3. Main Features of the Learning & Development Strategy 2014−18

3.1 The Learning & Development Strategy flows from and supports the HR Strategy 2014−18. Through
the HR Network, all Services have been fully involved in the development of the strategy.

3.2 The Strategy identifies three key areas which support the outcomes of the HR Strategy:

Organisational development
Improving performance
Consultation, feedback and equality

3.3 In support of these overarching priorities, there are a number of key actions which will be developed
and delivered in conjunction with Services.



3.4 Progress towards achievement of these actions will be monitored regularly, with outcomes
published on Connect on a bi−annual basis.

4. Recommendations

4.1 The Sub−Committee is asked to approve the Learning & Development Strategy 2014−18.

Head of Human Resources

For further information on the content of this report please contact Heather Liddle, Chief HR Officer (Policy and Training) on 01698
302248.



Appendix One

LEARNING & DEVELOPMENT STRATEGY 2014−2018

Introduction

This strategy sets out the key priorities for learning and development in North Lanarkshire
Council for 2014 to 2018. Over the last four years, within the context of the changing nature
of our organisation, we have continued to support the development of all staff recognising
the critical contribution made by employees in helping to achieve our strategic priorities.

The learning and development strategy aims to support the actions and priorities outlined in
the HR Strategy 2014−18. As the Council continues to adapt to meet future changes, our
strategic priorities can only be achieved with staff that are flexible and recognise the
importance of being committed to developing their skills further. The learning and
development activities provided by the Council aim to help make this possible.

What we have achieved

Reflecting back on the Learning & Development Strategy 2011−2014, much was achieved by
the Council, involving all Services and in support of corporate priorities. This includes:

• Roll out of a comprehensive programme of managing performance training
• Completion of phase 1 of our succession planning activities, with work continuing on

phase 2
• The review of our management development programmes to ensure alignment with

corporate priorities
• Participation in PRD awareness training across the organisation
• Employee participation in accredited programmes of development at all levels.

In addition to meeting these priorities we have achieved significant success in supporting
staff to achieve qualifications, enhance their skills and knowledge and be in a better position
to help support the achievement of Council priorities. Since 2010, we have seen the
following achievements in learning and development:

• 145 officers have undertaken the Corporate Management Development programme
• 65 officers have achieved a Post Graduate qualification in Leadership and

Management of Public Services
• 132 officers have completed qualifications accredited by Chartered Management

Institute
• 303 trainees have achieved a Scottish Vocational Qualification at Level 2
• 284 trainees have achieved a Scottish Vocational Qualification at Level 3
• Over 150 employees across all Services have achieved the Customer Service

Professional Qualification at Award or Certificate level
• A 1509% increase in online training activities through e−learning and other media.
• Throughout the Council, Services have been focused on developing their employees

by leading significant programmes of development designed and delivered to help
meet Service and corporate priorities.



The Future

Our Corporate Plan highlights the challenges we will face over the next four years and what
we want to achieve as an organisation. The Learning & Development Strategy 2014−18
supports and is underpinned by the Council's HR Strategy 2014−18 —developed in
conjunction with all Services. The learning and development strategy identifies three key
areas which support the outcomes outlined in our HR strategy:

• Organisational development
• Improving performance
• Consultation, feedback and equality

Given the nature of our changing environment, it is important that these priorities are flexible
and can take account of the need to adapt to altering circumstances.

In support of the three key HR priorities above, learning and development within North
Lanarkshire will focus on the achievement of the following areas:

Organisational Development

The actions we will take to achieve our aim to help improve and develop our organisation
are:

Providing learning and development activities to help meet service, corporate
and strategic objectives. We will continue to provide training opportunities to all
staff and we will work with Services to develop and deliver bespoke training to meet
their needs. We will also facilitate learning and development activities across our
organisation.
Provide support to young people entering our employment via Vocational
Training/Modern Apprenticeship programmes. We will expand the range of
apprenticeships available, provide support and guidance in the achievement of
qualifications, and work towards achievement of positive destinations for those who
have completed our programmes. Services will be supported to help them expand
the number of placements available to young people, helping to support development
of the organisation by investing in skills and talent for the future.
Provision of e−learning. We will increase the number of e−learning courses
available including those developed by our local authority partners, and provide



access to these across the organisation. We will continue to support Services and
teams who wish to develop e−learning programmes in−house.
Succession planning − We will continue to update and develop the material
available to third tier officers and above as part of phase 1 to ensure this is accurate
and relevant. Our succession planning activities will be expanded to include officers
at 4th tier and below.
Review of the Training & Development Policy − We will work with Services to
review and update the Training & Development Policy, ensuring the policy meets the
learning and development needs of our employees.

Improving Performance

We will contribute to the achievement of improved performance by:

• Supporting a flexible workforce by raising awareness across the organisation of
how to manage flexible working, encourage and contribute to coaching and
mentoring programmes to aid the introduction of flexible working and support
managers who may be required to manage different working patterns in their teams.

• Reviewing our PRD process to ensure performance is reviewed fairly and
consistently across the organisation and provides an opportunity for managers and
their employees to openly discuss learning requirements.

• Manage performance and maximise effectiveness − building on existing tools
already available to managers, we will develop guidance for managers on how to
maximise good performance and appropriately manage performance gaps

• Providing management development opportunities which continue to meet
strategic, corporate and Service objectives by regularly reviewing the inputs which
are provided. We will also continue to review and enhance support and development
opportunities for first line managers.

Consulting, Feedback and Equality

Our commitment to these areas includes:

Consultation − maintain our commitment to consult with services to ensure
development opportunities continue to meet their needs.
Feedback − we will actively encourage feedback on learning and development
activities, using evaluations to improve/modify training to meet both individual and
strategic needs.
Equality − we will continue to work closely with the Corporate Equalities Working
Group to ensure employees have the knowledge and skills to manage employees
from different groups and provide an effective service to residents in North
Lanarkshire. We will ensure that our activities in this area contribute to the
achievement of the equality outcomes outlined in NLCs Equality Strategy 2013−2018.

Monitoring and review

To ensure this learning and development strategy remains current and relevant to
addressing the learning needs of the organisation, it will be reviewed on a regular basis and
updated as necessary. Evaluation of learning is critical, and transfer of
learning/achievement of learning objectives will continue to be monitored through end of
course learning and PRD discussions.

The outcomes achieved under the Learning & Development Strategy 2014−18 will be
published on Connect on a bi−annual basis.


