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The purpose of this report is to provide Committee with an update on the Council's
programme of work to build a sustainable Workforce for the Future. Members will recall
the Assistant Chief Executive, Enterprise and Housing Resources report to Committee
in August 2017, North Lanarkshire − Our Ambition, which outlined the intention to present
a paper on a new approach to workforce development within North Lanarkshire. The
report will be supported by a brief 10 minute presentation to members, providing more
detailed information on the Council's proposed Graduate Apprenticeship Scheme.

As intimated in the ambition paper, a key focus of building a Workforce for the Future is
the development of a Council wide workforce development strategy which will include a
broader learning and development strategy and supporting programme of work, aligned
to the Council's ASPIRE principles, around new approaches to thinking and ways of
working. In addition, new policy frameworks have been identified to enable increased
flexibility in working patterns and an enhanced focus on employee engagement and
wellbeing. Allied to this, we will outline a renewed priority on enhancing the Council's
wider contribution to the economic regeneration agenda. This will involve working with
Services to increase apprenticeship opportunities across the Council (and the wider
employment arena), and place a stronger emphasis on supported employment and the
creation of extended employment opportunities through our service delivery partners and
communities.

Significant work has now been undertaken to review both relevant external economic
data regarding employment across North Lanarkshire and internal workforce data which
examines the shape and nature of our existing workforce. The outputs from this work
have been considered alongside the proposed structure changes in the Phase 3
Organisation Review and the Future Organisation Ambition reports to create a detailed
picture of the workforce changes which will impact the Council in the coming years. This
work has been completed in partnership with Heads of Service and Assistant Chief
Executives. Additionally, a summary of the data was discussed with Elected Members
as part of a planned member training session on workforce planning which was held in
December.
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In the course of our workforce review, we have established that North Lanarkshire
Council faces real challenges in building a workforce for the future and these include an
aging workforce profile and significantly increased demand for new skills and expertise
which will be vital to the delivery of our Ambition and Business Plan to 2020 and beyond.
It should be noted that these challenges will also create meaningful opportunities to
significantly renew and invest in our current workforce and wider development and
employment opportunities across our changing economy. More importantly, they will also
allow us increase the economic contribution that we make collectively within North
Lanarkshire.

To achieve all of this, our plans to build a Workforce for the Future must focus on
increased investment at many levels. This encompasses finding new ways to renew our
current workforce through planning for when employees retire; growing our own talent
pools for critical skills we need; attracting new talent to fill gaps; securing increased
funding for the development and reskilling of our employees and building enhanced plans
to provide more employment opportunities for those furthest from the labour market.

It should also be noted that our new approach to workforce planning and development
will form part of an ongoing review of our workforce challenges and priorities on an
annual basis. This consistent focus and approach and will be necessary to ensure that
we sustainably tackle the challenges we face and make significant inroads into building
the capability and capacity we need to ensure the future success of North Lanarkshire.

The remainder of this paper sets out an overview of our proposed workforce strategy
and this includes the key strategic workforce priorities we have identified as part of our
review. These take into account both the challenges presented by our own workforce
profile alongside the significant workforce changes we must undertake to support the
delivery of the Council's Ambition for North Lanarkshire as a whole.

Our strategy is supported by a comprehensive programme of work which is designed to
meaningfully shift the Council's workforce profile and increase the engagement and
contribution of its staff; the main elements of this programme of work are detailed in the
paper. The full delivery of this work will be led by the Organisational and People Solutions
team, working closely with the Services at all levels and in partnership with our Trade
Union colleagues. Members are asked to note and agree the key strategic workforce
priorities and support the programme of work as outlined below.

Recommendations

It is recommended that Committee:

(i) Agree the Workforce for the Future approach and the Strategic Workforce
Priorities outlined within the report

(ii) Note and support the delivery of the detailed programme of work proposed



Supporting Documents

Enterprise and
Housing
Resources − Our
Ambition

A Workforce for the Future − to improve the Council's resource
base and ensure that organisational capacity and capability is
fit for purpose for current and future service delivery.

Council business Improving the Council's resource base − to enable and upskill
plan to 2020 both our current and potential workforce to be able to deliver

the Council's priorities, ensuring that the Council is seen as a
responsible employer with a social purpose.

Future Outlines the new resources and workforce changes required to
Organisation deliver on the Council's overall ambition and key
Ambitions transformational programmes of work.

Organisational Proposed structure and workforce changes to increase
Review − phase 3 flexibility and sustainability and improve the overall

performance of the Council.

Appendix I Indicative timeline of project plans/updates
Appendix 2 Whole Council demographic data

1. Background

North Lanarkshire's Employment Profile

1.1 The labour market profile across North Lanarkshire presents real challenges for
the Council in terms of its ability to access an appropriately skilled and qualified
workforce. Current figures produced by Skills Development Scotland show that
only 32.8% of North Lanarkshire's population are educated to Level 7 and above
on the Scottish Credit and Qualification Framework (SCQF) (which is equivalent
to a minimum of a HNC qualification) Furthermore, over 14% have no formal
qualifications.

1.2 Despite this, unemployment in North Lanarkshire is currently 4.8% and this is
now broadly in line with the Scottish average. However, we will see a fall in the
numbers of working age (16−65) employees in the coming years. Currently
around 65% of North Lanarkshire's adult population is of working age, and this is
in line with the Scottish average, but this figure is expected to fall by 13% by 2039.

1.3 The labour profile for North Lanarkshire as a whole shows that only 32% of those
employed are in Professional and Technical roles which is considerably lower
than the Scottish average of 42.8%. This forms part of a wider issue facing North
Lanarkshire in terms of linkages and risks to a low income economy, with overall
earnings below the Scottish average.

1.4 In the course of our workforce review, it has emerged that this profile has
materially affected the Council's ability to attract and retain employees in a
number of specialist and senior professional positions. This includes roles such



as solicitors, architects, planners and roads engineers which have proved difficult
to fill in recent years, with some roles experiencing high turnover.

1.5 Importantly, we will see a significantly increased demand for these types of
professional and technical roles over the next few years and these will be critical
to enable us to deliver on our Ambition and our Business Plan objectives. This
means that we will need to develop an effective strategy to attract and retain a
pipeline of talent to fill these roles in both the short and the longer term.

1.6 More positively, the Council has seen an increase in the number of employees
who both live and work in North Lanarkshire with 78% of our current workforce
living within the area. This is an increase from the previous year.

1.7 Single parent numbers in North Lanarkshire are also expected to increase by
40% by 2035. This places further responsibilities on the Council to provide
enhanced childcare opportunities and to consider where it can offer flexible work
options which enable single parents to work and improve their economic
prospects.

1.8 All of these challenges suggest that the Council's strategic approach to creating
its Workforce for the Future needs be underpinned by a longer term commitment
to "growing its own" workforce, with consistent investment in workforce planning
and a clear plan to offer meaningful career development to build the skills and
talent needed for the future. This includes increasing our use of available funding
streams in key areas such as apprenticeship and graduate apprenticeship
opportunities.

1.9 As a significant employer in North Lanarkshire, the Council also plays a critical
role in improving the prospects & social mobility of people in the area, and this
means we must place a greater focus on offering people the opportunity to join
us in entry level roles and to grow and develop by securing additional
qualifications and following career paths which will enhance their contribution and
develop their full potential.

1.10 As part of our review we have also identified that there is significant opportunity
for us to work more closely with Skills Development Scotland and the Secondary
Education Sector, in particular local Colleges. This would be with a view to better
influencing their curriculum choices and ensure that they are fully focused on
developing courses which will contribute to our future workforce and the skills we
believe will be needed to drive the wider economic regeneration of North
Lanarkshire.

Our workforce profile and challenges

1.11 The Council has a mature and established workforce with long serving employees
and low turnover; the average Council employee has a tenure of 14 years and an
age profile of around 50. With such a high average tenure rate, it is evident that
employees are less likely to leave the Council once permanently employed.

1.12 Age profiles are also particularly high in some critical front line service roles such
as in Infrastructure and Health and Social Care. We have established as part of
our detailed review, that effective retirement planning will be critical in these areas
in the coming years to ensure that we have an adequate supply of skilled and
experienced employees.



1.13 The Council is generally considered to be a good employer and employees are
seen as loyal and committed. However, it has been a number of years since the
Council has undertaken a staff survey and consequently levels of staff
engagement are unquantified at this point.

1.14 Demographically, the Council is 78% Female (22% male) and primarily White
Scottish in terms of ethnic origin. This is broadly in line with other Local
Authorities and reflects the high numbers of employees in known female oriented
professions and roles such as teaching and health and social care, specifically
homecare.

1.15 Historically, where changes to structures and workforce numbers have been
made, the Council has had a good track record of successfully redeploying
displaced employees. This has been particularly evident over the last few years
with more far reaching structure changes across a number of Services and within
the Council as a whole.

1.16 To date across the Council, learning and development activities have been
varied, fragmented and largely focused on current and immediate future needs.
As a consequence of this, the skills profile of our workforce has not kept pace
with identified future needs in some areas. There are a number of examples of
good practice, such as the Care Academy, but we will need to significantly
increase the level of our work in this area if we are to develop the skills we will
need to deliver on our longer term objectives and ambitions.

1.17 With low employee turnover and an aging workforce profile, the Council has also
been less able to recruit new talent to build the requisite skill sets and experiences
required to refresh its workforce and address future challenges. Furthermore, this
may also have limited opportunity for movement and promotion across the
Council, with fewer development opportunities for existing talent to progress.

1.18 Additionally, our detailed skills review discussions with Heads of Service have
identified a number of recurring development priorities which will need to be
addressed in our plan of work and these include:

1.18.1 A need to help managers focus on improving levels of performance and
productivity.

1.18.2 The need for a more consistent
management and leadership skills,
managers.

approach to the development of people
particularly for frontline and newly promoted

1.18.3 A need to invest in skills around managing change and successfully delivering
new and complex programmes of work.

1.18.4 Providing access to better quality learning and development frameworks, content
and programmes which are aligned to business needs and aimed at addressing
real skills gaps.

1.18.5 New approaches for improving employee engagement and providing better
support for employee wellbeing.

1.19 Finally, whilst there are known labour profile challenges and shortages in
recruiting for key roles such as Teachers, we have also established that the



Council faces a number of ongoing issues in filling particular vacant posts,
and whilst not exhaustive the current key "hard to fill "posts include:

1.19.1 In Education Youth and Communities, there are ongoing challenges with
Additional Support Needs Assistants.

1.19.2 In Infrastructure, there are particular challenges with Cleaning and Roads
Engineering posts.

1.19.3 Health and Social Care, have particular challenges within Residential Childcare
positions and filling Occupational Therapist vacancies.

1.19.4 Enterprise and Housing Resources, have difficulties attracting Planners and
Quantity Surveyors.

2. Report

Delivering the Council's Ambition

2.1 The delivery of the next phase of the Council's transformation agenda will require
more far reaching and fundamental changes in the shape and nature of our
workforce and these will be driven by the key priorities and requirements set out
in both the Future Organisational Ambitions and the Organisational Review −
Phase 3 Report.

2.2 The workforce implications of the proposals set out in these reports will require
both a focus on short term talent and skill acquisition, to drive programmes of
work in the next 12− 18 months, in addition to longer term planning around core
skills development and workforce redeployment to meet future capability needs
and goals.

2.3 The proposals will also encompass significant re−structuring programmes of work
in some area, and these will need to be fully planned and supported, including
working with our Trade Union partners to ensure that changes are managed
smoothly and the impacts on employees are minimised.

2.4 Additionally, the Organisational and People Solutions Team will lead on ensuring
that these changes are planned and co−ordinated across the Services,
particularly where there is a need to undertake redeployment and re−skilling
programmes for displaced employees or where large scale learning and
development programmes are required to build critical skills.



2.5 The key workforce changes which will emerge from the Council's Ambition and
Restructuring agenda are:

2.5.1 Supporting the full digitisation of the Council (DigitalNL)— Short term focus on the
full staffing of the programme delivery team alongside longer term planning for
shaping new roles, undertaking recruitment, redeploying displaced employees
and delivering Council wide digital skills development as the programme
progresses in its implementation.

2.5.2 Delivering Enterprising and Housing Resources Ambition − Accelerating the
proposed staffing and recruitment plan to fully support the delivery of the
regeneration, re−provisioning and new build housing ambition. This will involve
the development of a high impact campaign to attract and recruit a significant
number of new professional and specialist resources to the Council.

2.5.3 Progressing the Integration of Health and Social Care − the next phase of this
work will involve the creation of a joint locality operating model, working in
partnership with NHS Lanarkshire to establish and deliver a new structure for the
integrated organisation, including new roles and changed responsibilities.

2.5.4 Early Learning and Childcare Expansion − Supporting the establishment of the
full programme delivery team and planning for significant workforce
expansion and training to build a new workforce with around 600 new roles by
2020.

Our Strategic Workforce Priorities

2.6 Given the significant workforce challenges outlined above, and the challenging
implications contained in the full delivery of the Council's Ambition and Phase 3
Structure Review, we have identified five Strategic Workforce Priorities which
will underpin our workforce strategy for the coming years. These are:

2.6.1 Ambition − fully support the successful delivery of the workforce changes outlined
in the Council's Ambition and Phase 3 Structure Reports.

2.6.2 Renewal − drive the renewal of the Council's workforce through detailed
retirement planning, talent development, new talent recruitment and increased
investment in career development opportunities and apprenticeships.

2.6.3 Development − significantly increase the Council's internal capability to deliver
high quality learning and development programmes of work and secure new and
additional sources of funding for development.

2.6.4 Contribution− measurably increase workforce productivity, engagement, and
contribution at all levels, by tackling absenteeism, introducing new policy
frameworks and bringing forward impactful programmes of work on employee
engagement and wellbeing.



2.6.5 Impact − improve the Council's impact on wider economic regeneration and
employment in North Lanarkshire, through building stronger partnerships with the
third sector; secondary education; supported employment and our own delivery
partners in the wider employment sector.

2.7 These strategic workforce priorities form the backbone of our Workforce for The
Future Strategy and they will underpin our proposed programme of work for 2018
and beyond. It is also proposed that we will establish a number of agreed
measures against each of the strategic workforce priorities and these will enable
us to track progress in the coming years.

Building a Workforce for the Future − Our proposed plan of work

Delivering our Ambition

2.8 Work is already underway to support the individual programmes of work outlined
in the Ambition and Phase 3 − Structures reports and these will continue in the
coming year. The Organisational and People Solutions Team will be working
closely with individual services to successfully plan and manage these significant
workforce's changes.

2.9 Additionally, we have begun work on a number of Council wide programmes of
work which will significantly increase our ability to deliver high quality learning
and development programmes focused on building the skills we need for the
future. These include:

Building an NLC Learning Academy

2.10 Over the course of 2017, the Talent and Organisational Development team have
been developing an innovative new approach to delivering learning and
development across the Council, which brings all of our learning and
development activities and assets under one umbrella. The introduction of the
Academy will oversee a seismic shift in the delivery of all aspects of learning and
development throughout North Lanarkshire, ensuring a total re−design of current
learning and development delivery. This will not only will this ensure that we
make better use of existing facilities and content, but it will also grow our
capability to meet the rapidly evolving demand for the types of development in
the future. This would include completely new areas such as digital skills
awareness and other digital skills training. Additionally, our current provision
does not reach all levels of employees across the Council, and this is a challenge
we will need to address in our new model going forward.

The key priorities of the NLC Academy will be to:

o Support employees to reach their full potential, ensuring they utilise their skills
for the benefit of their own development and that of the Council.

o Ensure all learning and development opportunities are high quality, aligned
with identified needs and available in a variety of formats to employees at all
levels.



o Deliver impactful learning and development programmes, helping employees
to further their career prospects within the Council and providing effective
resources to support PRD conversations.

o Drive renewal and build capability at all levels, though developing a pipeline of
appropriately skilled, job−ready candidates across the Council. This will
include providing enhanced management and leadership development
opportunities across the organisation.

What will the Academy look like?

2.11 The Learning Academy will act as a virtual hub, connecting learning and
development activities across the council. Each individual area will have a
dedicated space with detailed information. Additionally, there will be links to key
essential documents e.g. PRD process, 360 degree feedback, learning pathways
to help employees when identifying development opportunities and career
pathways. Work has also been undertaken to ensure the website user friendly,
intuitive and fully linked to i−trent.

2.12 The initial constituent parts of the NLC Learning Academy will be:
o Leadership Academy

• Employee Development

• Coaching and Mentoring

• Care Academy

• Foundation and Graduate Level Apprenticeship Programme

2.13 Additionally, we will continue to look for future opportunities to build out the
content and focus of the Academy, to ensure that it is delivering against the key
goals of the Council. This could include other strategic priority areas such as
Construction and Planning to support the Enterprise and Housing Resources
Ambition and the longer term skilisets required to support the Digital NL
programme led by Infrastructure. Programmes such as these could be designed
and delivered in partnership with local Colleges and other training providers.

What does the Leadership Academy include?

2.14 The Leadership Academy has been built taking into account the wide range of
approaches currently on offer, with a variety of development activities. These will
be consolidated into a more formal leadership curriculum, with tailored
programmes for leaders at specific levels.



The aims of the Leadership Academy are to ensure that North Lanarkshire
Council has leaders, and aspiring leaders, who are:

• Confident, ambitious, delivery focused and able to engage and develop their
teams.

• Professionally competent, skilled, and experienced, adding value to the
Council by driving effective service delivery and improved outcomes.

• Collaborative team players who are able to work seamlessly across all areas
of the Council.

• Skilled in managing complex change; able to adapt to changes in service
delivery and contribute to the Council's goals and ambitions.

• Able to work well with Elected Members and other critical stakeholders in the
Community, serving the full needs of North Lanarkshire Council.

Taking our Care Academy to the next level

2.15 A key pillar of the Integrated Workforce Plan prepared by the Health and Social
Care partnership in North Lanarkshire, is the further development of our current
Care Academy. Our current facility at the Edward Lawson Centre is an excellent
asset for the Council, and this will be integrated into the wider NLC Learning
Academy under the leadership of the Talent and Organisation Development
Team. Additionally, work will begin to enhance its role and impact, not only in
continuing to deliver all statutory training for our current Health and Social Care
teams, but in delivering skills and organisation development support for the newly
integrated workforce. Additionally we will be focused on developing programmes
to help build talent pipelines for critical and "hard to fill" Heath and Social Care
roles and this will include a future apprenticeship programme in this area.

A new approach to Learning and Development delivery

2.16 It is important that the Council continues to provide a relevant curriculum of high
quality learning and development programmes for behavioural, technical,
regulatory and other mandatory skills. This is vital to ensure that we continue to
provide a service to all employees of the Council, ensuring they are competent
and equipped to perform effectively in their role and that we are also supporting
the necessary wider skills development required by our rapidly evolving wider
economy.

2.17 Our new approach to NLC's Academy recognises that the introduction of new
technologies has driven a fundamental change in how people prefer to access
and use learning materials. This means that a key focus for the team will be to
offer a much wider variety of learning formats than are currently available across
the Council today. As well as investment in our existing systems, this work will
require the full digitalisation of large elements of the current service, with an
emphasis on e−learning and the introduction of webinars and podcasts, making
learning opportunities accessible 24/7.



2.18 Consideration would also be given to building a high quality catalogue of
additional self−study materials, such blogs, articles and links to other high quality
learning and development content. All of this will be accessible to employees via
a single learning portal which will be consistently branded under the NLC
Learning Academy. This portal is currently in development and we are working
with colleagues in the Education Youth and Communities service to further
explore whether the portal can also encompass resources for Teaching staff.

2.19 Planned development of the i−trent system will also enable better learning and
development content management and the electronic booking of training courses
through the new portal, making it much easier for individuals to book and access
relevant programmes. This process is currently fully manual across the Council,
requiring significant staff resources to manage the administration of the current
training provision.

An increased focus on workforce renewal through apprenticeships

2.20 Also key to driving employee development and workforce renewal will be an
increased focus on Foundation and Graduate Level Apprenticeship programmes.
These will allow the Council to create a definitive career path for existing
employees, as well as enhancing its contribution to the wider economic
regeneration agenda by creating a skilled and job ready workforce.

Foundation Apprenticeships

2.21 New Foundation Apprenticeships will be available to all S5 & S6 pupils in North
Lanarkshire. A Foundation Apprenticeship is a work placed learning opportunity
aimed at providing on the job training and an industry led qualification to motivate
school pupils who could potentially become our future Modern Apprentice.
Working in conjunction with our Education, Youth and Communities colleagues,
we will ensure that links are made with educational establishments and local
businesses, driving collegiate working and placing young adults into real,full−time,

sustained employment which measurably grows their skills and capabilities.

Graduate Apprenticeships

2.22 We will also introduce a Graduate Level Apprenticeship scheme, which is
intended to provide suitable candidates with a degree level qualification and the
enhanced professional skills, knowledge and experience to better meet our future
challenges. Graduate Level Apprenticeships provide fully funded (as part of the
apprenticeship Levy), work−based learning opportunities up to and including
Master's degree level. These new Graduate Apprenticeships have been created
in partnership with industry and the Further and Higher Education sectors.
Apprenticeships in this area would be open to both our own internal and newly
recruited employees and they will be particularly relevant for our hard to fill posts
within the Council, including surveyors and engineers. Using this approach would
also allow us to build our own pipeline of talent to fill these roles for the future.



Subjects available in the most recent offering in this area include:

• Business Management
• Civil Engineering Level 8 and Level 10
• Construction and the Built Environment
• IT: Management for Business
• IT: Software Development

Driving employee contribution and engagement

2.23 Significant work has also been undertaken to identify and redesign relevant policy
frameworks, and supporting programmes of work which will allow the Council to
increase employee engagement and contribution and enable agile working and
flexibility in working patterns. Some key development areas include:

Smarter working Policy

2.24 Development work is ongoing to implement a policy framework designed to retain
employees and encourage new talent to the Council. Consideration has been
given to the implementation of a policy that allow more flexibility for the workforce,
including home working, flexible working and variable working patterns (taking
full cognisance of service delivery).

Redundancy, Redeployment and Recruitment Policies

2.25 A review of the current Redundancy, Redeployment and Recruitment Policies
and associated guidance's and processes, including Secondment, will be
undertaken to ensure that they align with the Council priorities and Service Plans
in relation to A Workforce For the Future. A new Managing Change Framework
has recently been introduced. This framework was developed in conjunction with
our Trade Union Colleagues and it provides the core process and approach for
effectively managing changes in the workforce and minimising the impact on
individual employees. This includes selection criteria for redundancies, where
these arise.

Health and Wellbeing Strategy

2.26 A Health and Wellbeing Strategy is under development, considering the
implementation of several initiatives including health and lifestyle checks, a
podiatry service, expansion of the physiotherapy service and fitness classes
offered in work locations.

Employee Engagement Strategy

2.27 Work has commenced on an Employee Engagement strategy. The purpose of
this is to establish and increase levels of engagement across the Council and
provide a basis for employee feedback. Empirical evidence shows that higher
levels of engagement contribute to significantly better performance, quality of
service delivery and increased employee wellbeing.



2.28 As part of our engagement strategy, we will revisit an approach to seeking more
regular feedback from our employees on their levels of engagement and their
understanding of key strategic elements such as our ASPIRE journey and the
core elements of our Ambition and our Business Plan to 2020. Members will be
fully involved with and updated on this work as it progresses.

Reward and Recognition Framework

2.29 A Reward and Recognition Framework was approved by Committee in August
2017, with the purpose of embedding a culture of increased employee
productivity, engagement, and retention. By formalising a Reward and
Recognition framework, the Council has positioned itself as an attractive and
forward thinking employer, attracting and retaining talent and providing an
environment where people want to give their best, recognising employee
contribution towards the Council's strategic priorities, ambitions and its ASPIRE
framework.

2.30 With the Council continuing to face significant budgetary and resourcing
challenges, it is essential that employees are motivated to perform at maximum
capacity, achieve key targets and ensure front line service delivery. Ultimately,
the Council's business performance is directly related to the performance and
ability of the workforce. It is essential, in order for the Council to deliver on its'
business plan, that it has a talented, committed and dedicated workforce, and
that it is able to attract and retain talent, both from within and outside the Council.
The Council will implement a competitive reward strategy that will directly support
the attraction of the highest calibre staff, motivate staff to achieve success, and
support the development of a pipeline of talent to meet future challenges.

2.31 The Council has already successfully committed to the introduction of a salary
sacrifice scheme in the form of the Cycle to Work Scheme via Halfords PLC.

2.32 A number of further initiatives and incentive schemes are in the pipeline and a
future paper will be brought to Committee outlining proposals and
recommendations.

Managing Absence

2.33 There is significant work underway to support the Council in managing absence
and these include enhanced reporting and specific measures which are being
undertaken by the Employee Relations team to manage and bring to resolution
long standing or difficult absence cases across the Council. This work will
continue and it is planned to bring a future update paper to members to provide
more detail on the significant work underway and plans for providing enhanced
report on absence statistics, costs and the impact of management actions.



Other work planned for 2018

2.34 Other programmes of work are planned for 2018 and these will further enhance
our ability to grow and develop our talent pipelines within the council and to
increase our impact in providing opportunities for those furthers form the labour
market. These include:

A new approach to talent development

2.34.1 A new programme of work will be required to develop an approach for talent
identification and development across the Council and this is planned for later in
2018. This work will include looking at career paths and development routes for
existing employees wishing to develop within the council.

Increased focus on supported employment

2.34.2 Our current arrangements for managing Supported Employment across the
Council are fragmented, and in our detailed review we have established that we
could increase and better coordinate our work in this area. It is not clear what
our position is relative to other Councils, however given our ambition to increase
our impact on employment in wider North Lanarkshire and our aspirations to be
a socially responsible employer we are proposing a review of this area later in
2018. This would be done in conjunction with other Services, in particular
Education Youth and Communities and Enterprise and Housing Resources who
currently play an important role in this area.

3. Implications

3.1 Financial Impact

A review of funding for learning and development will be undertaken during 2018.
This will include looking at existing levels of spend and current arrangements for
funding learning and development across the Council, alongside plans for
maximising access to external funding such as that provided through the
Apprenticeship Levy.

3.2 HR/Policy/Legislative Impact

There will be a number of Council wide impacts on existing HR Policies and
processes. These will be fully managed in accordance with agreed procedures
any change subject to assessment and Committee approval.

3.3 Environmental Impact
No environmental impact

3.4 Risk Impact
Failure to deliver on a Workforce for the Future strategy will potentially result in the
Council being unable to deliver on its Ambition and its Business Plan priorities and
objectives.



Measures of success

3.1 Successful delivery of the workforce elements of the Phase 3 and Ambition reports,
with minimal impact on employees and their families.

3.2 Measurable progress on renewal of the Council's workforce through retirement
planning and enhanced plans for apprenticeships.

3.3 Full establishment of the NLC Learning Academy, delivering improved levels of
skill and capability across the Council and ensuring that the Council is better able
to deliver on its Ambition and Business Plan to 2020.

4.4 Increased employee flexibility, productivity and engagement across the Council
creating better capacity and outcomes for current and future service delivery

•'

Des Murray
Assistant Chief Executive (Enterprise and Housing Resources)


