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Executive Summary 
 

This report provides the Policy and Strategy Committee with details and the outcomes of 
the Employability Review (P024 in the council’s Programme of Work), including an 
overview of current strengths and challenges, key influences and drivers that will shape 
future employability activity and programmes and a proposed new operating model that will 
support and improve future arrangements and outcomes. The employability review has 
informed the development of the Workforce for the Future Strategy 2020-2023, which is 
attached in Appendix 3 for approval. 
 

Recommendations 

It is recommended that the Policy and Strategy Committee: 
 
(1) Note the current status of the employability review and progress made to date; 
(2) Approve the Phase 1 priorities and deliverables outlined in Appendix 2 of this report;  
(3) Agree a new Programme of Work to implement and review the Phase 1 priorities; and 
(4) Approve the Workforce for the Future Strategy 2020-2023 attached as Appendix 3 of 

this report. 
 

The Plan for North Lanarkshire 
 
The Employability Review and the Workforce for the Future Strategy align with a number 
of the key priorities and ambition statements within the Plan for North Lanarkshire. 
Specifically, it delivers against the following: 
 

Priority  Improve economic opportunities and outcomes 

Ambition statement (4) Market and promote North Lanarkshire as the place to live, learn, 
work, invest, and visit 

  

Priority  Improve economic opportunities and outcomes 

Ambition statement (5) Grow and improve the sustainability and diversity of North 
Lanarkshire's economy 

 
Priority  

 
Support all children and young people to realise their full potential 

  



 

 

 

_________________________________________________________________________ 
 
1. Background 
 
1.1 North Lanarkshire Council and its partners have significant experience in delivering 

successful employability initiatives and outcomes. Over recent years, there has also 
been a clear drive to increase participation in fair and sustainable work to ensure that 
prosperity is shared across North Lanarkshire. The current local labour market shows 
high levels of employment and correspondingly low levels of unemployment. 
Historically this would have been viewed as success, however, there remain real 
challenges within the local labour market. North Lanarkshire has one of the fastest 
growing economies in Scotland, but we know that this growth is not yet fully inclusive 
and that our residents and young people still face many skills and employment barriers 
and challenges. These include lower than average weekly pay levels, high levels of in 
work poverty and one of the lowest levels of qualifications of any Local Authority area 
in Scotland. All of this is in an environment where we know we have both job growth 
and critical skills shortages in industry sectors which are vital to our economy and the 
delivery of The Plan for North Lanarkshire.  
 

1.2 In November 2018, the North Lanarkshire Fairness Commission recommended in its 
report that public sector partners should conduct a thorough, systematic, review of 
employability services focused at decluttering the employability landscape and making 
it easier for people to understand their options. The council subsequently commenced 
its detailed review of employability services in December 2018. 

 
1.3 A core review team was established led by the Council’s Enterprise Manager.  The 

review team involved representatives from a range of council services (Communities, 
Enterprise, People and Organisational Development, Education, Social Work and 
Business Solutions), and was supplemented at various points in the process with input 
from key stakeholders and external partners. The review was thematically structured 
to address key areas of activity enabling evidence to be gathered on key areas and 
topics. Members of the review team also visited a range of establishments as part of 
the review. 

 
1.4 The Review has been structured over 3 phases: 

Ambition statement (10) Engage with children, young people, parents, carers, and 
families to help all children and young people reach their full potential 

Priority  Support all children and young people to realise their full potential 

Ambition statement (11) Increase economic opportunities for adults by understanding, 
identifying, and addressing the causes of poverty and deprivation 
and barriers to financial inclusion 

Priority  Enhance participation, capacity, and empowerment across our 
communities 

Ambition statement (19) Improve engagement with communities and develop their 
capacity to help themselves 

Priority  Improve North Lanarkshire's resource base 

Ambition statement (23) Build a workforce for the future capable of delivering on our 
priorities and shared ambition 



 Phase 1 – Review of current key employability activities undertaken by the council 
identifying strengths and challenges, and the development of key 
recommendations. 

 Phase 2 – The operational implementation of the Phase 1 Review action plan. 

 Phase 3 – The Evaluation of the Phase 1 action plan. 
 
1.5  This report summarises the outcome of Phase 1. It is proposed that Phase 2 

(implementation of the agreed actions), will be captured within a new Programme of 
Work and monitored and reported in line with the Plan for North Lanarkshire and the 
Workforce for the Future Strategy 2020-2023. The Workforce for the Future Strategy 
2020-2023 has been directly informed by the outcomes from the Employability Review. 
 

 
 
2. Report 
 
2.1 The Review’s overarching aim has been to ensure that the council’s activities, and 

those of its arm’s length external organisations (ALEOs), and strategic partners, are 
aligned to address current and future economic opportunities and maximise outcomes 
for young people and unemployed / underemployed adults within North Lanarkshire’s 
communities.  In order to move towards this outcome, the Review considered a range 
of factors including the strategic context, North Lanarkshire’s labour market and the 
current strengths North Lanarkshire has and the challenges it faces.   

 
2.2 The review has recognised that there is a series of internal and external policy drivers 

which influence and impact on the Council and its partners delivery of employability 
activity.  

 
Strategic Context - National 
 
2.3 At a national level, the Scottish Government is implementing a wide-ranging reform of 

employability support across Scotland. Through “No One Left Behind – Next Steps for 
the Integration and Alignment of Employability Support in Scotland” (March 2018) and 
“No One Left Behind – Review of Employability Services (November 2018), the 
Scottish Government is seeking to establish a more collaborative approach with local 
government and the Department of Work and Pensions, as well as engaging delivery 
partners across the third, public and private sectors. The reforms seek to deliver a 
more adaptable and responsive approach to the needs of people and rapidly changing 
labour markets. In December 2018, a Partnership Working Agreement was drawn up 
between the Scottish Government, CoSLA, SLAED and SOLACE. This Agreement 
outlines a collective approach to employability whereby the Scottish Government and 
CoSLA will work in partnership to shape employability provision nationally and deliver 
it locally, committing to work with key partners, including; the third sector, other 
employability providers, and service users, to redesign employability services. 

 
2.4 The Scottish Government is also taking action to at least halve the disability 

employment gap by 2038. “A Fairer Scotland for Disabled People: Employment Action 
Plan” was launched in 2018 and focuses on working with employers and helping 
disabled people into sustained work.  

2.5 The refreshed Economic Action Plan 2019-2020 for Scotland prioritises actions in the 
following 8 key themes: Investment; Enterprise; International; Innovation; Skills: 
providing a highly skilled workforce through education, training and re-skilling; Place; 



People: moving toward a world-leading working life where fair work drives success, 
wellbeing and prosperity for individuals, employers and society; and Sustainability 

2.6 In relation to Education, there is a wide-range of external drivers related to 
employability. The Scottish Government published a Refreshed Narrative for the 
Curriculum for Excellence in 2019 and have commissioned a review of the Senior 
Phase of education. The Scottish Attainment Challenge has been in place to ensure 
equity in education with a focus on closing the poverty-related attainment gap. The 
Scottish Government has also committed to continuing the Developing the Young 
Workforce programme. Linked to this is implementation of the Career Education 
Standard, Work Placements Standard and guidance on school/employer partnerships. 
In addition, the national Learner Journey Review which is seeking to ensure there is a 
fully aligned education and skills system for 15-24 year olds. Furthermore, a national 
STEM Education and Training Strategy (2017-2022) is in place covering learning 
covering early years through to university and apprenticeships. Finally in relation to 
education external drivers, the National Improvement Framework priority calls for an 
“improvement in employability skills and sustained positive post-school leaver 
destination for all young people.”  

 
Strategic Context - Regional 
 
2.7 Building on the momentum of the Glasgow City Deal, a Regional Economic Strategy 

(December 2016) and an Economic Action Plan (February 2017) were launched by 
the local authority partners. These documents set out the vision up to 2035 focussing 
on targets and actions across 8 key areas including enterprise, inward investment and 
employability seeking to address long standing barriers in the labour market and 
creating a skills and employment system that meets the current and future needs of 
the City Region. A Regional Skills Investment Plan 2019-2024 has also been put in 
place with a mission to create an agile, resilient and adaptable skills system which 
underpins a strong, inclusive, competitive and outward looking economy. This work is 
being driven forward by the Economic Delivery Group and the Skills and Employment 
Portfolio group within the City Region. 

 
Strategic Context – Local 
 
2.8 Internally within North Lanarkshire, there are a range of policy drivers directly and 

indirectly linked to employability. The key driver being The Plan for North Lanarkshire 
and associated programmes of work notably the Workforce for the Future Strategy. 
The Plan for North Lanarkshire sets out our shared ambition for inclusive growth and 
prosperity for all where North Lanarkshire is the place to live, learn, work, invest and 
visit. The Workforce for the Future Strategy seeks to build a workforce for the future 
capable of delivering upon our priorities and shared ambition. The employability review 
has assisted in shaping this strategy. 

2.9 The recently published Economic Regeneration Delivery Action Plan seeks to improve 
economic opportunities and outcomes for all and the business and industry theme 
within it seeks to enable our people and businesses to thrive by investing in skills, 
investing in business and industry, and marketing North Lanarkshire as the place to 
invest and work.  

2.10 There are direct links with the Council’s Tackling Poverty Action Plan and the Child 
Poverty Action Plan with employment being one of the key drivers to support 
individuals and families out of poverty.  

2.11 Within an education context, the Council’s Education and Families Improvement Plan 
(2019-2021) and Developing the Young Workforce (DYW) Delivery Plan 2019-2021 



both have a focus on employability. The DYW Delivery Plan promotes 3 offers: the 
universal entitlement (for all young people 3-18 years), the additional offer (supporting 
targeted children and young people) and the intensive offer (for those children and 
young people most at risk of disengaging from learning and entering a negative post-
school destination). 

2.12 The development of future skills and notably digital skills is also critical to the success 
of the Council’s Digital NL programme both internally within the Council and within the 
wider local economy as we move forward in a new and rapidly evolving digital era.  

Labour Market Context 
 
2.13 North Lanarkshire has one of Scotland’s fastest growing economies and has significant 

potential for future growth. Over the last ten years the North Lanarkshire economy has 
grown at a rate of 20.5%, that’s around 2.0% each year on average. This is double the 
Scottish growth of around 1.0% each year. However, the benefits of our growing 
economy appear to have been unevenly distributed and North Lanarkshire still has 
unacceptable high levels of deprivation and inequality. The recently published Scottish 
Index of Multiple Deprivation 2020 figures show that the local share of the 20% most 
deprived datazones in North Lanarkshire is 35%. Over recent years, there has been a 
clear drive to increase participation in fair and sustainable work to ensure that 
prosperity is shared across North Lanarkshire. 

2.14 A full commentary on the local labour market context is within Appendix 1 of this report, 
and the following is a high level summary. 

 
2.15 The current local labour market shows high levels of employment. The working age 

employment rate of North Lanarkshire residents has increased by 6% (8,700) over the 
last four years which is double the Scottish rate increase over the same period.   It now 
the stands at 73.6% slightly behind the Scottish rate of 74.8%.  There are 
correspondingly low levels of unemployment with a claimant rate of 3.6% (December 
2019) compared to Scotland 3.2%. However, North Lanarkshire’s jobs density at 0.69 
is considerably lower than the Scottish average of 0.82 which means that there are 
roughly 2 jobs in North Lanarkshire for every 3 working age residents. 

 
2.16 In 2018, there were 8,290 business based in North Lanarkshire which is an increase 

of 23% since 2010. The number of businesses per head of population continues to 
grow but lags behind the Scottish average. A key priority therefore is to grow the 
number of businesses and jobs within North Lanarkshire which is reflected in the 
Economic Regeneration Delivery Plan. 

 
2.17  Without corresponding investment in employability and skills, North Lanarkshire’s 

future economic growth could be constrained by a relative lack of skills in the local 
economy. Significant progress has been made in North Lanarkshire with 35% fewer 
residents unskilled now than in 2004 but there remains a high proportion of North 
Lanarkshire’s residents who are unskilled (15.4%) compared to the Scottish average 
of 9.7% and 7.8% at UK level. 

 
2.18 The low skills base also impacts the types of jobs created and wages earned with fewer 

high level professional jobs in North Lanarkshire than the Scottish average and gross 
median weekly pay which is about 2% lower than the Scottish average.  

 
2.19 In 2017/18, 93.4% of North Lanarkshire school leavers entered a positive destination 

which was 1.7% higher than the previous year with 70 more young people having a 
positive outcome, 68% entering Higher or Further Education and 22.7% entering 
employment. However, 230 young people did not enter a positive destination upon 



leaving school with winter leavers 3 times more likely to enter a negative destination 
than summer leavers.   

 
2.20 Employment growth in North Lanarkshire has been strong over the last 10 years. From 

2009 to 2019, total employment in North Lanarkshire was up by 5% or 6,600 jobs 
compared to a Scottish increase of only 1%. However, forecasts produced by Oxford 
Economics on behalf of Skills Development Scotland forecast that total employment in 
North Lanarkshire for the period 2019-2029 is set for a 1% increase or 1000 jobs. It is 
important to stress that this projection does not take into account the ambitions of the 
Council and its partners and employability is a critical element of the Plan for North 
Lanarkshire, notably the Workforce for the Future Strategy and the Economic 
Regeneration Delivery Plan which seeks to disrupt these trends by delivering the 
environment and infrastructure required to support opportunities to accelerate growth 
and as a result create sustainable and inclusive economic job opportunities. The 
actions identified within the employability review seek to ensure that the skills of our 
young people, those seeking employment and those who experience “in-work” poverty 
are aligned to current and future growth opportunities to ensure that we can improve 
economic opportunities and outcomes for all and ensure that no-one is left behind. 

 
Strengths 
 
2.21 The Employability Review identified that there are a number of significant and 

substantial strengths within North Lanarkshire that must be recognised, developed, 
promoted and exploited as we work across the council and with partners, to shape a 
new approach to deliver meaningful improvements in key employability outcomes and 
the delivery of a workforce for the future. These can be summarised under the following 
4 headings: 

(i) Ambition 
(ii) Influence 
(iii) Experience 
(iv) Partnerships 

 
2.22 Ambition - The Plan for North Lanarkshire and the ambitions for growth present 

significant opportunities for growing the business base and creating 
employment and training opportunities. North Lanarkshire has one of the fastest 
growing economies in Scotland and has significant potential for future growth. The 
recently launched North Lanarkshire Economic Regeneration Delivery Plan sets out a 
high-level framework for improving economic opportunities and outcomes for all by 
delivering an integrated approach to support the significant investment being made 
across four key, inter-related areas: housing supply; town centres; business and 
industry; and infrastructure. Ensuring that residents and businesses have the skills 
required to deliver the outcomes identified for each theme, both now and in the future, 
is essential if North Lanarkshire is to grow its economy in a fair and inclusive way, and 
to ensure that the impact of the investment is maximised for everyone who lives, learns, 
works, invests and visits within North Lanarkshire. 

 
2.23 Influence - The North Lanarkshire partners and notably the council have a unique 

level of influence and reach to deliver the full spectrum of employability 
activities, from early education, curriculum, to getting adults, and in particular 
those furthest from the labour market, into employment. In particular, every day 
c50,000 young people attend school in North Lanarkshire. This is the workforce for the 
future with education playing a pivotal role in ensuring that young people are equipped 
with the skills required. The council has significant strengths, resources and assets 
across our Education and Families, Enterprise and Communities and People and 



Organisation services to support the further development and delivery of this work to 
build a workforce for the future. 

2.24 Experience - The council and its partners have significant experience and an 
excellent track record of delivery and realising positive employability outcomes. 
In 2017/18, North Lanarkshire saw its highest outcome of young people leaving school 
into a positive destination. We also have best in class employability and supported 
employment services who have strong links within our communities including our high 
performing ALEO Routes to Work Ltd. The Council’s EU funded employability 
programmes between 2016-2018 achieved final job outcomes of 3,103 with just over 
25% of the support in this programme focused on 16 -19 year olds. In addition, the 
Supported Employment Service supported 100 people with multiple barriers into 
employment in 2018 and 94 in 2019, its highest outcomes to-date. 

 
2.25 Partnerships - This influence and experience is augmented by strong 

partnerships with providers and the third sector and healthy productive 
relationships with businesses and contractors across North Lanarkshire. One of 
the council’s key partners is its Arms Length External Organisation Routes to Work Ltd 
(RtW) who deliver a significant portion of the council’s EU funded employability 
programme. The charity has a strong track record of impacting positively on people’s 
lives, having supported circa 56,000 local people and assisted over 18,000 of these 
people into work since it was established in 2002. In 2018/19, RtW provided 2,995 
unemployed residents with meaningful interventions and assisted 1,268 clients into 
employment with over 70% sustainability. The recent ALEO review, the outcomes of 
which were presented to Policy and Strategy Committee on 26 September 2019, 
confirmed that RtW are performing very well and that it is appropriate to keep the 
company operating at arm’s-length. It was also recognised however that there are 
opportunities afforded by this wider Review to consider how ALEO activities can be 
better aligned to council priorities. As well as external partnerships, the strength of 
internal partnership working across the Council is critical. This has most recently been 
demonstrated in the establishment of the Winter Leavers Pathway Programme. This 
innovative programme to support young people leaving school in December 2019 was 
designed across the education, employability and enterprise teams to maximise the 
opportunities available for the young people. 

 
Challenges 
 
2.26 Despite the current strengths, the Employability Review identified there remains some 

significant challenges which the outcomes of the review are seeking to address. These 
can be summarised under the following 4 headings: 

   (i)  Skills Gaps 
   (ii) Fragmentation 
   (iii) In-Work Poverty 

(iv) Barriers 
 
2.27 Skills Gaps - North Lanarkshire’s workforce profile does not fully align with the 

future ambitions of the council and there are skills gaps in key growth sectors 
(including construction, digital skills, health and social care and early years) 
which are vital to the delivery of The Plan for North Lanarkshire. In order to 
maximise the benefits to be accrued from current and future growth ambitions, it 
remains critical that our in-school and post-school education curriculum and skills plans 
are closely aligned to current and future opportunities.  

 
2.28 Fragmentation - The fragmented nature of the links between existing workforce, 

curriculum and employability provision currently limits the council’s ability to 



make a sustainable impact on the labour market and workforce challenges which 
impact on council services and our local economy. Whilst all the current provision 
has undoubtedly achieved positive outcomes, by fully aligning and co-ordinating 
activity, addressing the gaps and removing any potential duplication, it is argued that 
the outcomes could be greater and provide the platform to address some of the 
structural issues outlined above in the labour market section. 

 
2.29 ‘In Work’ Poverty - Despite apparently high levels of employment, earnings 

progression and social mobility remain limited for residents of our communities 
and our employees and this leads to unacceptable levels of “in work” poverty 
and deprivation in our communities. With one in four children currently living in 
poverty in North Lanarkshire and average wage levels for North Lanarkshire residents 
2% lower than the rest of Scotland, there remains an imbalance that requires to be 
addressed. Furthermore, North Lanarkshire remains above the Scottish average for 
employment in lower level occupations and below the Scottish average for higher level 
occupations with a forecast reduction in middle level occupations. This directly impacts 
on opportunities for both career progression and earnings growth.  

 
2.30 Barriers - Members of our communities are facing additional barriers to 

employment and overcoming these barriers require bespoke support to gain 
employment opportunities and sustain employment.  Whilst the employment rate 
in North Lanarkshire sits at 73.6% slightly below the Scottish average of 74.8%, there 
remains significant barriers to employment for a significant proportion of residents in 
North Lanarkshire. North Lanarkshire residents’ health and wellbeing provides 
additional challenges within the labour market.  Of the North Lanarkshire residents who 
are economically inactive 31.7% (15,600) are due to long term sickness, significantly 
higher than Scotland at 28.3% and the UK at 23.3%. In 2018, North Lanarkshire’s 
disability employment rate was 41.2% compared to a Scottish average of 45.6%. 
Furthermore in 2018, the Scottish Commission for Learning Disability reported that 
only 9.4% of North Lanarkshire adults with learning disabilities known to the Council 
were in employment although this is more than double the Scottish average of 4.2%. 

 
Drivers for Change 

2.31 In recognition of the strengths, challenges and influences, the Employability Review 
established a clear purpose, vision and strategy for employability services moving 
forward. These are summarised as follows:   

Purpose: To build a flexible, resilient and skilled workforce for the future.  

Vision: In North Lanarkshire we provide great places to work and learn with 
engaged ambitious people who are ambassadors for the services 
they provide. Communities are connected to employment and 
residents of all ages have the skills and support to take advantage 
of the employment opportunities our growing economy brings, with 
skills appropriate to the needs of employers.   

Strategy: We will work in partnership with our stakeholders, skills providers, 
employers and the third sector. Our education curriculum, skills and 
employability services and the aspirations and skills of those 
seeking employment (including those underemployed) will be 
aligned to meet North Lanarkshire's current and future business 
needs. Opportunities will be delivered through The Plan for North 
Lanarkshire and through a single academy model focused on key 
sectors to deliver our employability vision. 



2.32 To achieve the identified purpose, vision and strategy, and to reach the wider 
recommendations for the Review, a series of 4 primary objectives were identified with 
key secondary drivers identified that would assist in implementing positive change 
moving forward. The 4 primary objectives are as follow: 

(i) Enhance business engagement and build a stronger demand led profile 
 

(ii) Strengthen “in school” employability provision, Developing the Young Workforce 
activity, vocational and post school transition offering 

 
(iii) Build excellence in “post school” and adult employability provision across North 

Lanarkshire including “in-work progression” 
 
(iv) Development of Pathways/Academy NL Model to building both the Council and the 

broader North Lanarkshire’s future workforce and development of a skills provider 
strategy 

 
Objective 1 - Enhance business engagement and build a stronger demand led profile 
 
2.33 The Council currently has a range of sources of labour market intelligence. These 

however are at a high level. Moving forward, the Review identified that the Council and 
its partners require to gather more meaningful and robust local labour market 
intelligence. In doing so, we require to engage with more local employers to gain a 
more robust demand profile in terms of current skills gaps, recruitment challenges and 
forecast skills requirements. To support this, sector plans will continue to be 
established around the key growth sectors. 

 
2.34 Currently, business/employer engagement occurs at a number of different levels 

across a number of business facing teams and services. In addition there are a number 
of competing asks, messages and brands. This can be very confusing for businesses 
and the process requires to be simpler and joined up with businesses allocated a key 
point of contact within the Council. There requires to be a clearer and simpler offer to 
employers and also a clear ask of local businesses in relation to the provision of job 
vacancies to support those seeking employment, supporting those with multiple 
barriers, and the provision of work placements, work tasters and apprenticeships. To 
support this, there also requires to be a corporate business database established to 
record, monitor and report engagement. 

 
2.35 Moving forward, we will seek to establish visible, strong and coordinated employer 

partnerships and strengthen the range of school-employer partnerships. In addition, 
we will continue to support the promotion of employment best practise in areas 
including the living wage, Disability Confident, and Investors in People/Investors in 
Young People.  

 
2.36 Further work around maximising engagement with the Council’s supply chain and 

community benefits will also be undertaken. Given the scale of public sector 
investment over the next 10-years particularly in capital projects, it is essential that 
training and employment opportunities are maximised in these areas. The forthcoming 
Enterprise Strategic Commercial Partnership will provide a unique opportunity to 
explore alternative delivery models for employability, skills training and community 
benefits. 

 
2.37 The Council’s business support and inward investment activities will also require to be 

closely aligned to the growth opportunities, economic needs and to address the 
challenges faced by North Lanarkshire businesses. Resources will require to be 



focussed on growth of the local business base through start-up support, support to 
existing businesses and inward investment activity, to increase the number of 
businesses and job opportunities, and to increase jobs density within North 
Lanarkshire. 

 
2.38 Linked to this, there is an ongoing requirement to raise the profile of entrepreneurship 

and self-employment as an integral part of the curriculum and amongst those seeking 
employment in order to raise the business birth rate in North Lanarkshire. The main 
activity for this is delivered by the council through its Business Gateway Lanarkshire 
service. The council also leads on the delivery of the successful Dragons’ Lair Initiative 
to promote entrepreneurship to S3 pupils. Further work is required to look at 
opportunities to extend this provision to primary education and younger pupils. In 
addition, the council is a key partner in a recently launched initiative to encourage more 
women into business and to consider self-employment in order to address the gap in 
the percentage of women in self-employment in North Lanarkshire (3.1%) compared 
to the Scottish and national averages which are 5.9% and 7.3% respectively. 

 
Objective 2 - Strengthen in school employability, Developing the Young Workforce 
activity, vocational and post school transition offering 

 
2.39 An early output of the Employability Review was the production of the Developing the 

Young Workforce Delivery Plan 2019-2021. This Plan recognises the commitment of 
the council and its partners to delivering a first class education and skills based 
curriculum which supports every child and young person to maximise and realise their 
potential, contribute to wider society and the local and national economy. It gives young 
people the opportunity to embark on a learner journey that enables them to choose the 
most relevant post-school pathway to achieve they career goals.  

 
2.40 The Plan identifies a Universal Guarantee for all young people, and Additional offer for 

targeted groups of young people and an Intensive Offer for young people who are the 
greatest risk of disengaging from education and entering a negative post-school 
destination. 

 
2.41 Critical to the successful delivery of this plan, the Employability Review recognised that 

there requires to be continued alignment of the curriculum to meet the needs of key 
local and national growth sectors and to meet employer skills demands. This will assist 
the delivery of a wider and richer curricular offer through vocational education, work-
based learning, pre-apprenticeships and Foundation Apprenticeships. North 
Lanarkshire already has Scotland’s largest Foundation Apprenticeship offering with 
approximately 500 Foundation Apprenticeships being delivered across all 12 
frameworks available in Scotland. The Council has also recently introduced innovative 
pre-apprenticeship training aimed at S3/4 in key sectors including hospitality, 
automotive engineering, construction crafts and early education and childcare.  

 
2.42 As well as vocational offerings, other areas linked to employability and recommended 

to be further developed are the widening of access and participation in further/higher 
education and the continued roll-out of wider achievement awards linked to the world 
of work. 

 
2.43 Through the intensive offer, extended transition support is now available to targeted 

individuals from Routes to Work Ltd, Skills Development Scotland and for those young 
people with Additional support needs, the Council’s supported employment service. 
There has also been a full review of the Additional Support Needs Sector. 

 



2.44  As mentioned in section 2.25, an early outcome from the Employability Review was 
the development of the pilot Winter Leavers’ Pathways Programme. The 16-week pilot 
programme was undertaken during 2019 and is currently being evaluated to assess its 
success with this targeted group who are three times more likely to enter a negative 
destination than those young people who leave school in summer. It is recommended 
that this innovative pilot programme will be rolled out to other vulnerable groups and 
to enable earlier engagement with young people. This will also include the roll-out of 
the employability mentoring programme which provides mentoring support to targeted 
young people and was piloted through the Winter Leavers Programme. Volunteer 
mentors who supported young people within the pilot were from within the Council, our 
ALEOs and from the private sector. 

 
2.45 Work is also being undertaken to explore options to broaden the North Lanarkshire 

Skills Academy approach across key growth sectors. This approach currently engages 
48 young people in S3/4 who have disengaged or are at risk of disengagement from 
education. In addition, innovative approaches for young people who are care 
experienced are being delivered through the development and implementation of the 
Virtual Academy and the roll-out of the family firm project will continue to support this 
group of vulnerable young people. 

 
2.46 Critical to the success of this work, the Review recognises that there requires to be 

intensified engagement with local businesses and key growth sectors. It is essential 
that the council works with businesses to provide more flexible and meaningful work 
placement programmes and develops wider school/employer partnerships with the 
business community to enhance the curriculum offer and ensure it meets current and 
future labour market needs. Linked to this, there requires to be continuous 
improvements to the consistency and quality of careers information, advice and 
guidance, linked to real local labour market intelligence.  

 
Objective 3 - Build excellence in “post school” and adult employability provision 
across North Lanarkshire including “in-work progression” 
 
2.47 The Employability Review recognised that the Council and its partners are very 

experienced and successful in delivering post-school employability activities and 
programmes. In particular, through the employability and supported enterprise 
services, the Council is currently delivering a wide range of “post school” employability 
programmes.  

 
2.48 The largest programme is the EU-funded Employability Pipeline. Phase One of this 

programme ran from 2016-2018. Final job outcomes were 3,103 against a target of 
2,877 with just over 25% of the support in this programme focused on 16 -19 year olds. 
The outcomes associated with phase two funding up to December 2022 are for there 
to be 9,130 residents supported and 4,100 job outcomes with support aimed at those 
residents who are furthest from the labour market and can evidence at least two 
barriers to entering the labour market. This activity is delivered by the Council’s 
employability team, Routes to Work Ltd and third sector delivery partners.  

 
2.49 The Council also delivers support through Scottish Government grant funding received  

to deliver on the No One Left Behind Policy. This funding is enabling the Council to 
focus on those young people within the area previously on Activity Agreements to 
ensure they are supported into a sustainable destination. It is also supporting 2 
specialist members of staff within Routes to Work Ltd to deliver mental health support 
to young people and to support participants over 50 years of age. A further part of the 
funding is being used to incentivise employers who take on participants to pay the Real 
Living Wage to our participants for up to 12 months.  



 
2.50 In addition, the Council has received £814K of funding through the Parental 

Employability Support Fund. This funding will be used to support low income families 
to increase their income through supporting parents who are unemployed to access 
paid employment as well as those who are in employment but have been identified as 
being underemployed or in low paid employment to assist them to access a higher 
income.  

 
2.51 The Council’s Supported Enterprise Service operates a series of bespoke activities 

focussed on assisting individuals with learning disabilities, learning difficulties, mental 
health issues, young people within our ASN schools, and young people who are care 
experienced. This is person-centred approach with outcomes increasing year-on-year. 
In 2018, the service achieved 100 which has been the services highest number of 
individuals into employment and 94 in 2019. The services Project Search activity 
delivered in Monklands and Wishaw University Hospitals recently won 2 national 
awards for the high levels of young people supported into employment through this 
programme. The service also delivers the Council’s supported business North 
Lanarkshire Industries which employs 31 individuals with complex support needs and 
provides a range of additional training and work experience opportunities within the 
factory. 

 
2.55 As outlined above, post-school transition support is now in place for targeted 

individuals through Routes to Work and the Supported Enterprise Service. However, 
post-school monitoring remains weak and there is not robust or consistent tracking of 
young people once they leave school to ensure that they remain engaged. Work will 
be undertaken to enhance the quality of information in this regard. In addition, there 
are a number of bespoke Hubs for young people across North Lanarkshire which 
provide employability and other support through the former Activity Agreements. The 
role of the Hubs and activity agreements are changing but their importance remains a 
key means of engaging and supporting young people post school. 

 
2.56 A key element moving forward will be the development of the Council’s own workforce 

for the future. Work is underway to align the Council and its ALEOs recruitment activity 
with employability services to open up opportunities to those seeking employment. 
Linked to this is the requirement to further align the wider apprenticeship family to 
workforce needs both internally to the council and externally with local businesses. As 
the apprenticeship family continues to grow, it is important that the council and local 
employers maximise the opportunities that this brings to align education, skills and 
employability with skills gaps and looking forward to future skills requirements. 

 
2.57 It has been recognised that activity which requires further development is for the 

Council and its partners to have a renewed focus on in-work progression to address 
the issues arising through both in-work poverty and under-employment. Work will 
commence to explore further opportunities and activities around pathways out of low 
pay. The Parental Employability Support Fund will start to address some of the issues 
in this area. 

 
2.58 The Review has also recognised the requirement to drive higher skill levels, and 

enhanced qualifications, particularly in areas where we know there is future demand 
and job growth. We will consider skills provision across specific sectoral skills gaps 
and also cross-cutting skills in areas such as meta skills, traditional core skills, and 
digital skills.  

 
2.59 Moving forward the review recognised that the focus of post-school employability 

provision will increasingly be on those individuals who are furthest from the labour 



market with additional barriers including but not limited to those who are care 
experienced, individuals within the restorative/criminal justice systems, people with 
disabilities, people who are homeless, support to the over-50s, and people with mental 
health issues. The Review also recognised the benefits of strengthening of 
employability links with the restorative justice service with work underway to develop 
this joint activity further. A programme to work with 48 justice services clients is being 
delivered utilising funding from the Council, Glasgow City Region City Deal Working 
Matters programme and the DWP. 

 
2.60 It is recognised that whilst there are growth opportunities, there remains fragility within 

the labour market and that employability services will require to be flexible to adapt to 
future changes in the labour market and also to deal with the impact of potential 
redundancies and business closures.  

 
2.61 Future funding for post-school employability remains uncertain with discussions 

underway for proposed funding to replace current EU funding from the UK and Scottish 
governments. The Council and its partners are well-placed to take advantage of future 
funding and national employability contract opportunities when they arise.  

 
Objective 4 - Development of Pathways/Academy NL Model to building both the Council 
and the broader North Lanarkshire’s future workforce and development of a skills 
provider strategy 
 
2.62 A key area considered in the Review is the opportunity to create an overall single 

Academy NL model for skills and employability development across North Lanarkshire. 
As this approach is further developed, it will be a multi-faceted approach built around 
both physical hubs and thematic approaches linked to key sectors.  

 
2.63 In the initial pilot phase, the thematic approaches will focus on the following 3 areas: 

early years/health and social care; construction; and digital skills.   
 
2.64 Health and Social care skills activity will build on the current work which the Council 

has undertaken with NHS Lanarkshire and other partners to establish the North 
Lanarkshire Health and Social Care Academy. 

 
2.65 Work is underway in relation to the construction sector to review the current skills gap 

in North Lanarkshire and to review approaches to the development of construction 
skills models that operate elsewhere. The implementation of a new construction skills 
model for North Lanarkshire will form an integral part of the forthcoming Enterprise 
Strategic Commercial Partnership, and will be essential in addressing the critical skills 
shortages that are emerging in this sector. 

 
2.66 In relation to digital, ensuring digital skills and pathways are developed across North 

Lanarkshire is critical to the success of the Council’s the Digital NL programme and 
the future growth of the local economy. A working group has been set-up to establish 
a robust approach to addressing current and future digital skills requirements has been 
established. A recent report by Skills Development Scotland identified that more 
businesses in Lanarkshire are reporting digital skills gaps than the Scottish average. 
The workstreams being developed covers 5 themes: education, community, digital 
health, business and the Council’s own workforce.  

 
2.67 In line with the establishment of the 8 Town Hubs, it is recommended that an 

employability and skills hub be established as an integral part of each Hub. This will 
enable the alignment of services and for multi-disciplinary teams to be co-located 
delivering against a bespoke employability plan for each area. There is no fixed 



approach proposed for each hub. The approach adopted will be designed and 
determined based around the needs and opportunities within each area. 

 
2.68 Consideration requires to be given to best practice pathways/ academy models that 

exist elsewhere coupled with a mapping of existing provision, demand profiles from 
the growth sectors, and the identification of skills gaps. Critical to the success of this 
will be the engagement with relevant partners, businesses, training providers, industry 
bodies and sector skills councils. 

 
2.69 The Employability Review also recognised that further consideration is required to 

develop a cohesive skills provider strategy for the provision of external training 
provision accessed through colleges, universities, skills providers and agencies across 
the whole council base. This will ensure that provision is fully aligned to meet current 
and future skills requirements, delivers best value and maximises outcomes. 

 
Next Steps 
 

2.70 Taking into consideration the above drivers and findings from the Employability Review 
and to address the key challenges, the following proposed operating model principles 
for employability activity moving forward has been identified:  

• Build a stronger “demand led” market facing approach, aligned to our ambition and 
the economic needs and challenges of North Lanarkshire 
 

• Clarify core purpose and accountabilities for each service across the full “ages and 
stages” spectrum of employability activities.  
 

• Strengthen and align our core adult employability provision to improve post school 
(16–24) progression, tackle “in work” poverty, tackle underemployment, and 
address the known qualifications gap. 
 

• Sustainably build out our ”in school” vocational curriculum offering and post school 
transition programmes leaving no child behind. 
 

• Group core activities together to leverage strengths and ensure best use of 
resources (with potential opportunities for savings). 
 

• Simplify alignment to funding streams and employer liaison and partnerships. 
 

• Introduce stronger governance and joint planning across employability activities to 
deliver better outcomes (with stronger links and less fragmentation). 

 
2.71  To establish this new operating model, a series of phase 1 actions have been identified. 

These are summarised in Appendix 2 with indicative timescales and lead officer 
responsibility.  

 
2.72 There will require to be a full re-alignment of structures, roles and responsibilities 

completed within three to six months of the agreed changes to the operating model 
with any opportunities for savings identified. The future operating model will clearly 
identify the core purpose and principal areas of deliverability/accountability for each 
service.  

 
  



Governance 
 
2.73 Critical to the success of the implementation of the proposed action plan and next 

steps will be the establishment of a robust governance model and the development of 
a monitoring framework with performance indicators linked to the Council’s 
Performance Framework.  

 
2.74 It is proposed that an internal Workforce for the Future steering group and supporting 

operational groups will drive and co-ordinate activity within the Council reporting to the 
Corporate Management Team and to Council Committees. 

 
2.75 It is also proposed that an overarching Workforce for the Future Partnership Board will 

be established including key external partners to drive forward wider strategic 
employability and skills objectives and outcomes aligned to the Plan for North 
Lanarkshire. This Board would also report to the North Lanarkshire Partnership.  

 
Conclusion 

2.76 In conclusion, there are significant opportunities within The Plan for North Lanarkshire 
and our growing economy for the council and its partners to provide meaningful fair 
work, career progression and greater social mobility for all.  

2.77 To deliver this, the council and its partners through the Workforce for the Future 
Strategy will need to make a sustained and meaningful impact on driving higher skill 
levels, and enhanced qualifications, particularly in areas where we know there is future 
demand and job growth.   

2.78 To achieve this we will need to take significantly more integrated approach to building 
a skilled workforce for the future, with a focus on increasing investment in vocational 
skills and qualifications, including apprenticeships at all levels, and providing high 
quality employability and lifelong learning support services which are integrated within 
our communities across North Lanarkshire. This can only be achieved by continuing 
to build a clear strategic vision and plan, working with our schools, our employers, our 
skills and employability partners, our third sector, and our higher/further education 
institutions in a broad partnership to grow North Lanarkshire out of the low skills, low 
wage economy it currently has, and to take full advantage of the growth opportunities 
ahead to ensure that no-one is left behind.  

 
3. Equality and Diversity 
 
3.1 Fairer Scotland Duty 

This work of the Employability Review is aligned to the recommendations 1-6 of the 
Fairness Commission report.   

  
3.2 Equality Impact Assessment  

Central to the Employability Review is advancing equalities for children, young people 
and adults facing complex multiple barriers to employment opportunities. 
 
No Equalities Impact Assessment has been undertaken for the purposes of this report. 
A full Equalities Impact Assessment will be carried out to ensure that Employability 
Review actions have equality of opportunity at their core. 

   

 
  



4. Implications 
 
4.1 Financial Impact  
 There are no immediate financial impacts as a result of the initial findings of the 

Employability Review. Over the next 3-6 months, a full funding review will be 
undertaken to identify any potential savings from the re-alignment proposals of the 
operational delivery model. This review will also include a forward look at funding risks 
particularly following the implications of EU Exit and also at future funding, contract 
opportunities, the Partnership Working Agreement and other opportunities that may 
arise. 

   
4.2 HR/Policy/Legislative Impact 
 People and Organisational Development and Trade Unions will be fully engaged in the 

re-alignment of structures, roles and responsibilities. It is anticipated this re-alignment 
will be completed within three to six months of the agreed changes to the operational 
delivery model. 

 
 A close watching brief will be kept on policy changes taking place at a national level 

and in particular through the Partnership Working Agreement which was drawn up 
between the Scottish Government, CoSLA, SLAED and SOLACE. This Agreement 
outlines a collective approach to employability whereby the Scottish Government and 
CoSLA will work in partnership to shape employability provision nationally and deliver 
it locally, committing to work with key partners, including; the third sector, other 
employability providers, and service users, to redesign employability services. 

    
4.3 Environmental Impact 
 There is no anticipated environmental impact as a result of the Employability Review. 
  
4.4 Risk Impact  
 A full assessment of risk and a risk register will be established within the first 3-months 

accompanied by mitigation measures.  
 

 
5. Measures of success 
 
5.1 The outcomes of the Review seek to drive improvement and transformation in the 

design and delivery of employability and related services to ensure that they better 
meet the often complex and multi-faceted needs of our residents and communities, 
and build a workforce for the future. 

 
5.2 Indicators to measure success and outcomes will be put in place around the following 

key areas to tell us if we have: 

 Improved the further education and employment prospects of our young people 

 Increased the percentage of young people entering positive post-school 
destinations 

 Increased the percentage of sustained post-school destinations 

 Increased the earnings of people who live and work in North Lanarkshire 

 Increased the number of our residents in employment 

 Increased the qualification levels of the workforce 

 Reduced the number of our children and their families living in poverty 

 Reduced the gender gaps that exist for labour market participation and median 
earnings 

 Increased the number of workers in managerial, professional and 
technical/scientific occupations  



 Increased productivity through an increase in GVA per capita 
 

 
 
 

 
Robert Steenson 
Executive Director of Enterprise & Communities  



 
Appendix 1 – Detailed Labour Market Commentary 
 
Employment  
 

 North Lanarkshire’s current employment levels of 160,400 represent 6% of Scotland’s total 
employment and 18% of Glasgow City Region’s (GCR) total employment.     

 

 The working age employment rate of North Lanarkshire residents has increased by 6% 
(8,700) over the last four years which is double the Scottish rate increase over the same 
period. It now stands at 73.6% slightly behind the Scottish rate of 74.8%.   
 

 The North Lanarkshire youth employment rate of 58.4% is also slightly below the Scotland 
rate of 59.0%.  Over the last four year period the North Lanarkshire youth employment rate 
has increased by around 4 percentage points, a slightly faster rate of growth that the 
Scottish increase of 3 percentage points.  This is reflected in significant reductions in 
claimant counts of young people compared to 2013 of around 35% (815 people).  In 
contrast, the Scottish youth claimant rate has only reduced by around 20% over the same 
time period. 
 

 North Lanarkshire residents have a higher claimant count (Job Seekers Allowance and 
Universal Credit searching for work) at 3.6% against a Scotland average of 3.2% and a 
UK average of 2.9%.  The 3.6% represents 7,920 North Lanarkshire residents.   

 

 Ward variations for claimants go from North Cumbernauld of 1.2% to Airdrie Central of 
5.7%.  
 

 Two of the data zones within Cliftonville and Orbiston record residents claimant counts of 
around 13% each. Since 2013 the claimant count in Cliftonville has reduced from 22.1% 
to 13.1% and Orbiston from 15.0% to 12.8%.  
 

 Overall, the claimant count in North Lanarkshire has reduced by around 13% (1,140 
people) since 2013 which is in contrast to the Scottish claimant count which has increased 
by 3% over the same time period. 
 

 North Lanarkshire’s disability employment rate is 41.2% which is significantly lower than 
the Scottish average of 45.6%.  
 

 Figures from the Scottish Commission for Learning Disability show that 9.4% of North 
Lanarkshire adults with learning disabilities known to North Lanarkshire Council are in 
employment. This is significantly higher than the Scottish average of 4.2%. 

 
Education & Skills 
 

 North Lanarkshire’s working age residents qualifications levels are low in comparison to 
Scottish and UK standards.   

 

 Those residents in North Lanarkshire holding no qualifications stand at 15.4% in 
comparison to Scotland average of 9.7% and a UK average of 7.8%. It should be noted 
that this is an area of significant improvement with the percentage falling from 23.6% in 
2004. 

 



 Those residents in North Lanarkshire holding VQ4 and up qualifications stand at 33.5% in 
comparison to Scotland average of 44.2% and a UK average of 39.3%. This figure has 
risen substantially since 2004 when it stood at 23.3%. 

 

 There are only 21.5% of workers in North Lanarkshire educated to graduate level 
(SCQF9+) compared to a Scottish average of 35.8%. 
 

 Significant progress has been made in North Lanarkshire to support school leavers into a 
positive destination. In 2017/18, 93.4% of young people entered a positive destination this 
was up 1.7% on 2016/17 levels with 70 fewer young people entering negative destination.  
 

 However, there remained approximately 230 young people leaving school (6.5%) in 
2017/18 who did not move into the labour market or into training/qualifications to further 
their skills in participation of joining the labour market.   
 

 Almost 68% of Senior Phase school leavers in 2017/18 continued their education within 
Higher or Further Education establishment which is higher than the national average. 
 

 The percentage of young people leaving school and entering employment in 2017/18 
mirrored the national average of 22.7% and was a 2% increase on the previous year. 

 
Health and Deprivation 
 

 The recently published Scottish Index of Multiple Deprivation 2020 figures show that the 
local share of the 20% most deprived datazones in North Lanarkshire is 35%. 
 

 Of those economically inactive in North Lanarkshire, 31.7% (15,600) are long term sick 
compared to 28.3% at a Scotland level and 23.3% at a UK level. 

 

 North Lanarkshire still has high concentration of deprivation with 26% of children in 
2017/18 living in poverty with this figure as high as a third in some areas. 

 

 There are 16% of households totalling 19,300 in North Lanarkshire which are workless. 
This compares to 17.1% in Scotland and 14.3% in the UK. 

 
Occupation Levels & Employment Growth 
 

 Higher level occupations (professional/managerial) are low in North Lanarkshire at 36.2% 
in comparison to Scotland at 44.2% and the UK at 47.4%.  Conversely, lower level 
occupations (process plant and machine operatives, sales and customer service and 
elementary occupations) are higher in North Lanarkshire at 29.3% in comparison to 
Scotland at 25.9% and the UK at 23.7%.  

 

 Correspondingly the current gross median weekly pay for North Lanarkshire residents is 
around 2% lower (£567.80) than in Scotland (£577.70).  In relation to the differential 
between male and female full-time workers, male full-time workers earn an average of 
£616.50 per week compared to £485.20 for female full-time workers.  

 

 Future skills demand over the next ten years for North Lanarkshire shows the occupational 
structure moving from an equally balanced range of high level, medium level and lower 
level occupations in 2019 to increased lower level and reduced medium level occupations 
in 2029. With high level occupations remaining largely consistent, medium level 
occupations will decrease by 13% with lower level occupations increase by 12%.  

 



 The predicted occupational structure in North Lanarkshire in 2029 is: high level 
occupations 37%, medium level occupations 19% and lower level occupations 44%. This 
move towards a more hour-glass shaped labour market and hollowing out of medium level 
occupations is of concern as it could further reduce labour market mobility and could lead 
to further wage inequalities. 

 

 By 2029 it is predicted there will be 30,700 job openings in North Lanarkshire, the majority 
of which is replacement demand at 29,100 jobs and then 1,600 new job openings that are 
expansion demand on top of current roles.   

 

 From 2009 to 2019, total employment in North Lanarkshire was up by 5% or 6,600 jobs 
which was considerably higher than the 1% increase at a Scottish level. However, total 
employment in North Lanarkshire 2019-2029 is only set for a 1% increase or 2,000 jobs. 
It must be stressed that these projections do not take into account the ambitions of the 
Council and its partners and a critical element of the Plan for North Lanarkshire, Workforce 
for the Future Strategy and the Economic Regeneration Delivery Plan is to disrupt these 
trends by delivering the environment and infrastructure required to support opportunities 
to accelerate growth and as a result create sustainable and inclusive economic job 
opportunities. 

 
Business Base & Growth Sectors 
 

 North Lanarkshire has 8,290 enterprises based within North Lanarkshire represents 5% of 
Scotland’s total enterprises and 15% of GCR total enterprises. The number of enterprises 
has risen by approximately 23% on 2010 figures.  
 

 The top three employing sectors in North Lanarkshire is predicted to remain consistent 
over the period to 2029 with them all growing further.  Those sectors being Health and 
Social Work which will grow to an estimated 27,500 roles, Wholesale and Retail to an 
estimated 20,700 roles and Construction to 19,300 roles.   
 

 The three sectors expecting the largest employment growth to 2029 within North 
Lanarkshire features Administration and Support Service at 13% growth, Professional 
Scientific and Technical at 11% growth and Arts, Entertainment and Recreation also at 
11% growth.   
 

 The current and future importance of Construction employment can be further evidenced 
by the fact that employment in the North Lanarkshire construction sector currently 
represents 27% of construction employment within the Glasgow City Region and 10% of 
construction employment across Scotland.   

 

 The three sectors expecting the largest employment decline to 2029 within North 
Lanarkshire include Mining & Quarrying at 28% decline, Manufacturing at 15% decline and 
Public administration and Defence at 10% decline. It should be noted that manufacturing 
employment in North Lanarkshire currently represents 20% of manufacturing employment 
within the Glasgow City Region and 6% of manufacturing employment across Scotland.   
 

 The North Lanarkshire economy is continuing to grow. Between 1998 and 2018, North 
Lanarkshire’s GVA grew 49% in real terms (having removed the effects of inflation). 
Furthermore, over the last ten years the North Lanarkshire economy has grown at a rate 
of 20.5%, that’s around 2.0% each year on average. This is double the Scottish growth of 
around 1.0% each year. 
 



 When considering the numbers of enterprises per 10,000 working age population, North 
Lanarkshire lags behind the Scottish average with only 378 per 10,000 compared to 512 
at a Scottish level. Similarly in relation to business start-ups, the business birth rate in 
North Lanarkshire is 50 per 10,000 residents aged 16-64 compared to a Scottish average 
of 59. The 5-year survival rate for business start-ups is 39% compared to a Scottish 
average of 42%.  
 

 Further work is therefore required to encourage more business start-ups in North 
Lanarkshire and to support their survival, and more is also required to attract more 
business to North Lanarkshire to create further employment opportunities.  
 

 The lower number of businesses also impacts on the job density in North Lanarkshire 
which is currently 0.69 compared to a Scottish average of 0.82. This means that there are 
roughly two jobs for every three working age residents in North Lanarkshire. 

 
 
  



Appendix 2 - Phase 1 Key Action Plan 
 

 Action Required Timescale Lead 
Responsible  
Officer  

1.1 Progress re-alignment of staffing structures to 
reflect agreed future operating model and consider 
scope for improved efficiency/ savings. This will 
include: 

 review of ‘apprenticeship family’, alignment 
of resources and reporting lines 

 need for improved business engagement 
and co-ordination of placements 

 improved alignment of our core adult 
employability services  

 Staff/Trade Union Engagement 

 Finalised structures/changes to Workforce 
Steering Group  

3-6 months Head of People & 
Organisational 
Development 

1.2 Implement future governance structures including a 
Strategic Board and Operational Steering Group to 
progress and monitor delivery of the Workforce for 
the Future Programme, and further develop 
partnership arrangements. 

3–6 months Head of Planning 
& Regeneration 

1.3 Ensure we are developing the workforce to meet 
future skills needs and help grow our economy, 
including further development of an “Academy NL” 
model with initial focus on: 

 Health & Social Care 

 Construction 

 Digital Skills 

6–12 
months 

Head of Planning 
& Regeneration / 
Head of People & 
Organisational 
Development 

1.4 Ensure we are providing effective training 
opportunities for young people and those with 
support needs through effective employer / 
contractor engagement and co-ordination of 
placement requirements 

6–12 
months 

Head of Planning 
& Regeneration 

1.5 Ensure we are developing our own (NLC) workforce 
to support the Plan for NL and future operating 
models including care, digital skills, and the 
development of the Council’s modern and graduate 
apprenticeship programmes 

6–12 
months 

Head of People & 
Organisational 
Development 

1.6 Ensure we are effectively  identifying and 
supporting those who face challenges and barriers 
to accessing available opportunities – including 
access/referrals, branding / marketing, post-school 
transition support and monitoring, in-work 
progression/pathways out of low pay 

6–12 
months 

Head of 
Communities 

1.7 Further develop our education curriculum and skills 
development framework (incl vocational training, 
Foundation Apprenticeships and Developing the 
Young Workforce Plan) to ensure our young people 
will have the necessary skills and qualifications to 
meet the changing needs of the labour market and 
help grow our economy 

12 to 18 
months 

Head of Education 
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Workforce for the Future Strategy

Introduction
In North Lanarkshire, we want to deliver inclusive growth and prosperity for all who live, learn 
and work here, building a skilled Workforce For the Future, which is aligned to growth sectors 
in our labour market, and offers opportunities for lifelong employment and in work progression.

North Lanarkshire has one of the fastest growing economies in Scotland.  
Over the last ten years the economy has grown at a rate of 20.5%, that’s 
around 2.0% each year on average, and double the Scottish growth of around 
1.0% each year. This growth is vital for our future economy, but its impact on 
our labour market is not yet inclusive, and our residents and young people are 
not fully benefiting from this growth.  

Today, there are too many of our young people and residents who face 
barriers and challenges to accessing the sustained and meaningful 
employment that is so critical to improving their life outcomes. Without 
targeted action, these types of labour market barriers will persist for all of our 
residents of working age, trapping families in low paid insecure work which 
creates poverty, material deprivation and wider social and health related 
inequalities which undermine the very fabric of our communities. 

We have an ambition for inclusive growth and prosperity for all and this 
includes an integrated plan to build a Workforce for the Future focused 
on creating a better quality of life for those who live, learn and work here. 
Central to this ambition is the ability of our employees, our residents and our 
young people to access fair, high quality work which offers in work career 
progression, and the opportunity to gain new skills and qualifications.

Our plan to tackle these challenges and build a Workforce for the Future is set 
out in this strategy, aligned to The Plan for North Lanarkshire and our ambition 
statement to Build a Workforce for the Future capable of delivering 
upon our priorities and shared ambition. Our strategy also fully supports 
the employability priorities of the North Lanarkshire Partnership and the 
recommendations of the Fairness Commission.

Councillor Jim Logue
Leader
North Lanarkshire Council
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Our Labour Market - Challenges 
and Opportunities 
Over the last ten years, North Lanarkshire’s labour 
market has suffered from a number of challenging 
skills and employability barriers which have 
impacted on its ability to respond to the emerging 
workforce demands in its growing economy.  

These barriers include a high level of insecure and poor quality work, low weekly 
pay levels, and one of the lowest levels of qualifications per capita of any Local 
Authority area in Scotland.

Despite these challenges, North Lanarkshire’s future labour market profile 
shows real job growth in key industry sectors which directly support our future 
ambitions. However, our persistent skills and qualifications gaps threaten to 
undermine our ability to take full advantage of this growth, and if we fail to tackle 
them, then many of our residents and young people will simply be excluded from 
the opportunities as they arrive.

Addressing this misalignment in our labour market will not be easy, and it will 
require us to build a strong and effective partnership between our schools; our 
employers; our skills and employability agencies and our further and higher 
education institutions. 

This must be a partnership which fully engages all agencies in working together, 
to build effective employability services in known areas of labour market growth. 
Our shared goal is the provision of meaningful employment which offers high 
quality work, vocational training and skills development to create pathways for 
our residents which offer a way out of poverty and low pay.

 

*Expansion demand is the measure of an increase/ decrease in jobs, as a result of 
economic growth or contraction; replacement demand is the number of job openings 
generated through labour market churn (i.e. those who retire, move away, or change

Employment in North Lanarkshire

Future Job Openings

Total Employment in 2019

147,900 jobs

From 2009-2019, Total Employment:

Up by 5% or 6,600 jobs
Compared to a Scottish increase of 1%

From 2019 to 2029 there will be a requirement for:
                              1,600 people Expansion Demand

29,100 people Replacement Demand

30,700 people to fill job openings
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In November 2018, the North Lanarkshire Fairness Commission 
recommended that public sector partners should conduct a thorough, 
systematic, review of employability services and North Lanarkshire Council 
commenced its own detailed review in December 2018. 

The outcomes from the review have been formulated into a comprehensive 
plan, encompassing the work we intend to deliver to develop a Workforce 
for The Future, focused both within the Council itself and more broadly 
across North Lanarkshire. A core part of this plan will involve working in direct 
partnership with a broad range of skills and employability partners with a 
clear link to community partners and resources through the North Lanarkshire 
Partnership.

Our proposals include the full realignment of our employability resources, 
programmes and activities, including the development of our wider Academy 
NL concept. Our strategy will be focused on sustainably tackling known 
barriers to inclusive economic regeneration and growth by delivering 
integrated, best in class employability services and clear vocational pathways 
which close qualification gaps and address critical labour market shortages in 
key employment sectors.

Ensuring that our employees and our residents have the skills required to 
deliver The Plan for North Lanarkshire is essential if we are to build our 
economy in a fair and inclusive way. Despite record levels of employment 
during the first half of 2019, it is clear that there are deeper systemic and 
structural skills alignment issues across North Lanarkshire which continue to 
maintain barriers to inclusion and improved social mobility creating negative 
patterns of employment.

Data from the Regional Skills Assessment (1) shows that our job growth has 
been at either the low skills, low wage or the high skills high wage ends of the 
labour market, with a worrying decline in middle market employment. This 
gradual “hollowing out” of our labour market is of real concern, and it directly 
impacts on both career mobility and earnings growth for those who live, learn 
and work here. 

Labour Market Shape

Sectoral Employment – North Lanarkshire
Top 3 employing sectors in 2019:

Human health  & social 
work  (26,800 jobs)

Wholesale  & retail
(20,600 jobs)

Construction  
(17,700 jobs)

Employment by Occupation (people)
Occupational structure 2019:

36% Higher level  
occupations

32% Mid-level  
occupations

32% Lower level  
occupations

Occupational structure 2029:

37% Higher level  
occupations

19% Mid-level  
occupations

44% Lower level  
occupations
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Although this pattern is seen elsewhere in 
Scotland, it is particularly prevalent in North 
Lanarkshire, where our most recent labour market 
profile shows that we have higher numbers of 
lower paid elementary occupations compared to 
Scotland as a whole.

Additional challenges in North Lanarkshire include 
the fact that our percentage of residents who 
have no qualifications remains significantly above 
the Scottish average. Although this figure has 
fallen in previous years we have seen a marginal 
increase in people with no qualifications in the last 
reporting period. Those attaining higher levels of 
qualifications are also of concern, again this figure 
has improved in recent years but still remains one 
of the lowest levels in Scotland.

These challenges mean that social mobility in our 
current labour market remains limited and this  
leads to unacceptable levels of “in work” poverty 
and associated deprivation in our communities.  
With one in four children currently living in poverty 
in North Lanarkshire and average wage levels for 
North Lanarkshire residents 2% lower than the 
rest of Scotland, there remains a fundamental  
imbalance that requires to be addressed.

There is a wide body of research to support the 
fact that levels of qualification are directly linked to 
wage setting processes and consequently have 
a material impact on earnings progression and 
accessibility to employment for those who have left 
school without the requisite qualifications. 

This is increasingly true in growing but more 
regulated employment sectors such as Health 
and Social Care which are critical to the economy 
within North Lanarkshire. A recent study into “in 
work progression” in the Care Sector in Scotland, 
(2), concluded that qualifications were one of 
the primary barriers to wage progression for the 
majority of roles in this sector.

Given the clear skills and employment challenges 
we face across North Lanarkshire, there is 
a significant ongoing risk that the growing 
“hourglass” shape of our labour market profile will 
constrain our economic growth. 

Of more concern is that this type of labour market 
profile perpetuates high levels of in work poverty, 
with underqualified residents and young people 
finding themselves trapped in insecure, low quality, 
low paying jobs, whilst higher skilled positions are 
filled by better qualified candidates living out with 
North Lanarkshire.  This is not an inclusive picture 
and it is one that we must change.

As we continue to grow the economy of North 
Lanarkshire, there are real opportunities for us 
to work in partnership with employers to provide 
fairer work and greater social mobility for all.  To 
ensure that our residents and young people are 
able to take advantage of the opportunities at all 
levels within our labour market, we must make 
a meaningful impact on “in work” progression  
pathways.  

* ‘Higher level occupations’ are defined as Managers, directors & senior officials, Professional  occupations, and Associate 
professional & technical occupations; ‘Mid-level occupations’ defined  as Administrative & secretarial occupations, Skilled trades 
occupations, Caring, leisure and  other service occupations; and ‘Lower level occupations’ defined as Sales & customer service  
occupations, Process, plant & machine operatives, Elementary occupations.

Positive 
Destinations

93.5% of young people 
entered a positive post-school 
destination –70 fewer into a 
negative destination – but still 
200 not entering 

Qualifications 
(working age 
population)

No Qualifications: 15.4% (Scot: 
9.7%, UK: 7.8%) 
SVQ4 and above : 33.5% (Scot: 
44.2%, UK: 39.3%) 
Graduates:(SCQF9+) NL 21.4% 
of workers (Scot 35.8%)

Occupation Professional managerial 
occupations are low :
North Lanarkshire: 36.8%, 
Scotland: 43.1%, UK: 46.8%

Occupation Process plant and machine 
operatives, and elementary 
occupations are high :
North Lanarkshire: 21%, 
Scotland: 17.6%, UK:16.6%

Weekly Pay Gross median weekly pay for 
residents (irrespective of place 
of work) is around 2% lower 
than Scotland:   
North Lanarkshire: £567.80, 
Scotland: £577.70

Poverty & 
Deprivation

24.9% of children living in 
poverty
16% of households in North 
Lanarkshire are workless 
(19,300) 
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Poster artwork from a litter and 
fly-tipping campaign.

Our future labour market shows key growth across a number of job sectors, 
however to improve access to jobs and build a skilled and job ready workforce 
in areas where we know there is future demand and job growth we will require 
a significantly more strategic and integrated approach than the Council has 
taken before. 

This includes a requirement to work across multiple services and with external 
partners to fully integrate and connect our employability provision across 
the spectrum of ages and stages which make up the population of North 
Lanarkshire. This can only be achieved by taking an “end to end” approach to 
our employability activities, starting in our schools, continuing post school and 
transitioning into our adult and community learning and employability services. 
More importantly, this joined up approach to our services must link directly 
with our businesses and our known areas of future economic growth.

This approach will be critical in enabling us to grow our way out of the low 
skills, low wage economy which has stifled our labour market to date, with 
a requirement for significantly increased investment in vocational skills and 
qualifications, apprenticeships at all levels, and the provision of high quality 
employability and lifelong learning support services which are integrated within 
our communities across North Lanarkshire. 

Future Demand for Skills – North Lanarkshire Forecast employment change by Key Sector 
(2019 - 2029), Lanarkshire

Construction

Financial and Business services

Health and Social Care 

Child day-care activities

Tourism

Creative Industries

Digital Life Sciences

Chemical Sciences

Energy

Food and drink

Engineering

From 2019-2029, Total Employment:

Up by 1% or 2,000 jobs
Forecast average annual change:  
North Lanarkshire: 0.1%
Scotland: 0.3%
United Kingdom: 0.5%

Top 3 employing sectors in 2029 are forecast to be:

From 2019 to 2029
The largest employment growth is forecast in:

Human 
health & 
social work  
(27,500 jobs)

Admin & 
support  
services 
(13%)

Wholesale 
& retail
(20,700 
jobs)

Professional, 
scientific & 
technical  
(11%)

Construction  
(19,300 
jobs)

Arts, 
entertainment 
& recreation 
(11%)

The largest employment decreases are forecast in:

Mining &  
quarrying  
(-28%)

Manufacturing  
(-15%)

Public admin. 
& defence
(-10%)

3,200

1,700

1,500

1,300

900

200

200

-100

-600

-700

-900
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Pathways out of Poverty 
In September 2019, the Scottish Government published its Scotland’s Future Skills Action Plan 
(3), setting out its response to the broader skills and employment challenges across Scotland.   

“Skills gaps tend to be more prevalent in Scotland than the rest 
of the UK, there has been a steady decline in employees in 
Scotland receiving job related training over the past 15 years, and 
there are persistent sector specific skills gaps affecting Scottish 
Businesses.”

Scotland’s Future Skills Action Plan Sept 2019 (3)

This outlines the future direction of our skills system, and more importantly 
reinforces the need for continued investment in our further education and 
vocational skills offering, as the foundation which will enable us to meaningfully 
tackle our skills gaps and build pathways out of poverty.

Over the last 15 years, our local economies have suffered from the structural 
impact of an imbalanced wider skills system driven by the expansion of our 
Higher Education system, both in Scotland and across the UK. Research 
commissioned by the UK Government in May 2019 (4) has shown that an 
almost exclusive focus on high level educational attainment has led to an 
oversupply of graduate level candidates, with a reported 40% in 2019 in 
Scotland working in non-graduate level jobs 5 years after graduation. 

Of more concern, particularly for North Lanarkshire, is the fact that over the 
same period there has been an associated decline in employer investment 
in work based learning, with a differential erosion in the more accessible 
vocational skills and learning pathways that are so vital to those who 
experience a higher number of barriers to progression and social mobility.  
This has not only widened the inclusivity gap, but it has also created significant  
skills shortages in sectors such as construction, which are known to be 
dependent on traditional work based and vocational learning and skills 
pathways. 

Wider UK Government recognition of the decline in our vocational skills system 
was acknowledged in 2017, with the introduction of the Apprenticeship Levy 
across the UK, putting the onus on employers to close the widening skills 
gap. The Scottish Government followed this in 2018 by publishing its target of 
30,000 new apprentices to be achieved by 2020

Increase workload for other staff

Have difficulties meeting customer services objectives

Experience increased operating costs

Delay developing new products or services

Lose business or orders to competitors

Have difficulties meeting quality standards

Have difficulties introducing new working practices

Outsource work

Have difficulties introducing technological change

Withdraw from offering products or services

No impact

89%

50%

45%

44%

39%

36%

35%

32%

25%

24%

3%

How are employers dealing with skill-shortage vacancies?
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In the three years since the introduction of the levy, Skills 
Development Scotland (SDS) has worked on behalf of the 
Scottish Government and in partnership with employers and the 
higher and further education sectors to develop a broad and 
growing range of apprenticeship frameworks which now offer 
meaningful “in work” qualification pathways from foundation to 
graduate apprenticeship level.

Given our unique challenges in North Lanarkshire, this widening 
of the vocational skills systems has been welcome and the 
Council, as a significant contributor to the apprenticeship 
levy, has taken full advantage of the developing range of 
apprenticeships, with significant programmes at Foundation, 
Modern and Graduate level. 

Over the last two years, The Council has been recognised by 
SDS for our best in class approach to supporting Graduate 
Apprentices and we are actively working with higher education 
institutions to influence the development of new apprenticeship 
frameworks which will directly support the delivery of The Plan for 
North Lanarkshire.

Critically, over the last 2 years, we have seen an increase in new 
start Modern Apprentices and a threefold increase in Graduate 
Apprentices, across all employers in North Lanarkshire, with a 
further significant increase expected in the next 12 months. This 
signals real progress, increasing the availability of direct routes 
into meaningful employment and study for our school leavers 
as well as progression routes for those already in employment 
seeking to further their career. 

To make a difference, we must continue to expand the scale 
and impact of this work within a broader strategic skills and 
employability programme across North Lanarkshire. This work 
needs to be fully aligned to key economic growth sectors where 
we know there are shortages and future demands such as 
Health and Social Care and Construction as well as emerging 
skills areas such as Digital and Creative Industries.

Apprenticeships

Foundation Apprenticeships
The same level and credit value as

two Scottish Highers SVQ 2 –3 / SCQF 5 –6.

Modern Apprenticeships
These are available at SCQF levels 5 to 11.

•  SCQF Level 5 –considered to be the same 
level as National 5.

•  SCQF Level 6 / 7 –considered to be the 
same level as two A level or Advanced 
Higher passes.

•  Technical Apprenticeships at SCQF Level 
8 / 9 –considered to be the same level as 
HND or DipHE.

•  Professional Apprenticeships at SCQF 
Level 10 / 11 considered to be the same 
level as an honours degree/master’s 
degree.

Graduate-Level Apprenticeships
Graduate-Level Apprenticeships are available at SCQF levels 8, 10, and 
11. These work-based learning programmes enable apprentices doing the 
Level 10 apprenticeship to achieve a full honours degree.

Levels available are equivalent to a full degree through to a postgraduate 
(Level 11) award, which can allow you to progress to a master’s degree.

“We need a stronger technical and vocational education system 
at sub-degree levels to meet the structural skills shortages that 
are in all probability contributing to the UK’s weak productivity 
performance”

Review of Post-18 Education and Funding Report, May 2019(4)
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In 2017/18, the highest % of 
GA starts lived in:

In 2018/19, the highest % of 
GA starts lived in:

In 2018/19, the highest 
% of GA starts were with 
employers based in:

10.1% Glasgow
7.6% Edinburgh
7.6% South Lanarkshire
7.6% North Lanarkshire
6.8% Renfrewshire

9.7% Edinburgh
8.5% North Lanarkshire
8.4% Fife
7.7% Glasgow
7.2% South Lanarkshire

10.1% Glasgow
7.6% Edinburgh
7.6% South Lanarkshire
7.6% North Lanarkshire
6.8% Renfrewshire

Source: Graduate Apprenticeships, Early Activity and Progress, Skills 
Development Scotland (7)

As part of our strategy we have also undertaken broad research (5) into known 
approaches for addressing the most difficult aspects of an hourglass shaped 
economy, including low pay levels, poor quality work and a lack of “in work”  
progression.  The most successful approaches include:

• Building strong partnerships with employers, sector skills councils and 
training providers to develop and promote career pathways, particularly in 
employment sectors with demand growth or skills gaps.

• Providing high quality accessible employability and career support services 
which help to remove barriers and are available at all ages and stages.

• Promoting lifelong learning, the upgrading of qualifications and facilitating 
employment sector swaps between declining and growth sectors.

• Proactively re-skilling and re-training to successfully navigate significant 
structural changes and disruption in the economy and skills system 
including technology and digitisation.

• Working directly with employers to identify ways to improve low paid service 
sector type employment by brokering opportunities for progression and the 
application of more flexible contracts and living wage policies.

These approaches will inform and underpin our Workforce for the Future 
strategic plan, ensuring that we are “demand led”, through direct engagement 
and that we focus resources in the right places to meet the needs and skills 
gaps of North Lanarkshire employers. 

The Council is already successfully employing a number of these approaches 
and in addition we have significant strengths, resources and assets across 
our Education & Families, Enterprise & Communities and People and 
Organisational services. These include strong employability links to our 
communities through our Community Learning and Development resources, 
our high performing ALEO Routes to Work, our recent successes with our 
Winter Leavers Programme and our excellent track record of supporting 
those furthest from the labour market though our Family Firm and Supported 
Employment Service.
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There is little doubt that North Lanarkshire 
Council’s role as a Local Authority is pivotal 
to rebuilding our labour market profile and 
working in partnership with employers and other 
agencies to build pathways out of poverty and 
low pay.  

The Council and its partners have significant experience and an excellent 
track record in delivering successful employability initiatives and outcomes, 
most notably through our high performing ALEO Routes to Work.  Over 
recent years, there has also been a clear drive to support those who are 
disadvantaged, such as our Winter Leavers, and to increase participation in 
fair and sustainable work which ensures that prosperity is shared across North 
Lanarkshire. 

It is important to recognise that North Lanarkshire Council has many strategic 
strengths and resources aligned to employability, and these can be fully 
leveraged to support and increase in the scale and impact of our work to build 
a Workforce for the Future across North Lanarkshire.  We also have a number 
of challenges which must be addressed as we move forward to a new and 
enhanced phase of development with this work.

  

Building a 
Workforce 

for the Future 
across North 

Lanarkshire 
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Our Strengths
Our Ambition The Plan for North Lanarkshire presents real opportunities for growing our business base and creating 

employment and training opportunities. We have one of the fastest growing economies in Scotland and our 
recently launched Economic Regeneration Delivery Plan sets out an ambitious and integrated investment 
plan across housing supply; town centres; business and industry; and infrastructure all of which will deliver 
significant employment growth.

Our Influence The council and its associated partners across North Lanarkshire have a unique level of influence, reach 
and resources at hand to deliver the full spectrum of employability activities, from early education, to 
community based learning and employability services, to helping adult returners and those furthest from 
the labour market, into employment.

Our Experience The council and its partners have significant experience in delivering employability services and an 
excellent track record of realising positive employability outcomes. In 2018/19, North Lanarkshire saw its 
highest outcome of young people leaving school into a positive destination. We also have best in class 
employability and supported employment services who have strong links within our communities including 
our high performing ALEO Routes to Work Ltd

Our 
Partnerships 

We have strong strategic partnerships with providers and the third sector and through our Enterprise team 
we enjoy productive and meaningful relationships with businesses and contractors at every level across 
North Lanarkshire.  This gives us an excellent foundation from which to build a more demand led approach.

Our significant employability strengths and resources provide us with an 
excellent platform from which to build a broader approach to this work, and 
they must be recognised, developed, promoted and leveraged as we work 
across the council and with partners, to deliver year on year improvements in 
key employability outcomes. 

Our employability review has also highlighted that the Council has a number of 
material challenges which we need to address if we are to more fully integrate 
our employability services and ensure that we get the best value from their 
impact across North Lanarkshire.
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Our Challenges
Skills Gaps North Lanarkshire’s workforce profile does not fully align with the future ambitions of the council and there are skills gaps in 

key growth sectors (including construction, digital skills, health and social care and early years) which are vital to the delivery 
of The Plan for North Lanarkshire. In order to maximise the benefits to be accrued from current and future growth ambitions, it 
remains critical that our in-school and post-school education curriculum and skills plans are closely aligned to current and future 
opportunities. 

Fragmentation The fragmented nature of the links between existing workforce, curriculum and employability provision currently limits the council’s 
ability to make a sustainable impact on the labour market and workforce challenges which impact on council services and our 
local economy. Whilst the current offering has undoubtedly achieved positive outcomes, by fully aligning and co-ordinating 
activity, addressing the gaps and removing any potential duplication, we will address some of the structural issues and ensure 
that there are no gaps in our provision.

In work poverty Despite apparently high levels of employment, earnings progression and social mobility remain limited and this leads to 
unacceptable levels of “in work” poverty and deprivation in our communities. With one in four children currently living in poverty 
and average wage levels 2% lower than the rest of Scotland, there remains an imbalance that requires to be addressed. North 
Lanarkshire remains above the Scottish average for employment in lower level occupations and below the Scottish average for 
higher level occupations with a forecast reduction in middle level occupations. This directly impacts on opportunities for both 
career progression and earnings growth.

Barriers Members of our communities are facing additional barriers to employment despite the fact that our employment rate sits at 
73.6% slightly below the Scottish average of 74.8%. There remain significant barriers to employment for residents in North 
Lanarkshire and these require bespoke support. Of the North Lanarkshire residents who are economically inactive 31.7% (15,600) 
are due to long term sickness, significantly higher than Scotland at 28.3%. In 2018, our disability employment rate was 41.2% 
compared to a Scottish average of 45.6%. Furthermore in 2018, the Scottish Commission for Learning Disability reported that 
only 9.4% of North Lanarkshire adults with learning disabilities known to the Council were in employment although this is more 
than double the Scottish average of 4.2%.

Set out on the following pages is our Workforce for the Future strategy 
for 2020-2023 to build a Workforce for the Future; this will be focused on 
leveraging our strengths, addressing our challenges and realigning our 
employability resources and services to support the delivery of The Plan for 
North Lanarkshire.

Our Strategy will be supported by a broad programme work for 2020-2023, 
which will be delivered in partnership with key stakeholders and will be 
focused on addressing our most pressing labour market challenges. 
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Our Strategy
Our Strategic Drivers

• Build a stronger “demand led” market facing approach, aligned to our 
ambition and the economic needs and challenges of North Lanarkshire’s 
employers.

• Clarify accountabilities and delivery priorities for each service across the full 
“ages and stages” spectrum of our employability activities.

• Strengthen and align our core adult employability provision to improve post 
school (16–24) progression, to tackle “in work” poverty and address the 
known qualifications gap through apprenticeships and other vocational 
opportunities.

• Sustainably build out our “in school” vocational curriculum offering and post 
school transition programmes leaving no child behind.

• Group core activities together to leverage strengths and ensure best use of 
resources.

• Simplify alignment to funding streams and employer liaison and 
partnerships.

• Introduce stronger governance and joint planning across employability 
activities to deliver better outcomes and ensure that these are fully linked 
with partners and community groups.

Purpose:  To build a flexible, resilient and skilled workforce for the future 
across North Lanarkshire.

Vision:   North Lanarkshire is seen to provide great places to 
work and learn with engaged ambitious people who are 
ambassadors for the benefits that our services provide to 
them and their family.  Our Communities will be connected 
to high quality employment and skills support targeted at 
residents of all ages to enable them to take advantage of 
the employment opportunities our growing economy brings, 
aligned to our areas of economic growth and appropriate to 
the needs of employers.

Plan:   We will work in partnership with our stakeholders, our skills 
providers, employers and the third sector.  We will align 
our education curriculum, skills and employability services 
to support the aspirations and skills of those seeking 
employment (including those who are underemployed) will 
be aligned to meet North Lanarkshire’s current and future 
business needs.  Opportunities will be delivered through The 
Plan for North Lanarkshire and through a single academy 
model focused on key sectors to deliver our employability 
vision.
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Future Operating Model

E&F POD

Communities

INPUTS

Joint work planning

Agreement of priority 
areas

Alignment of resources 
and funding to deliver 

best value

OUTCOMES

Market facing demand 
led delivery and results

Positive change in key 
economic outcomes

Strong employer 
engagement and 

partnerships

ENTERPRISE

Shared Governance and Branding

CORE 
PURPOSE

Education & Families POD Communities Enterprise

Strengthen “in school” 
employability curriculum, 
including vocational (skills 
academies model) and 
post school transition 
offering including 
pathways

Deliver clear 
apprenticeship family 
synergies and alignment 
between E&F & 
Enterprise, (including 
work placement activities) 
Build a Workforce for the 
Future (NL Academy)

Build excellence in 
“post school” & adult 
employability provision 
across North Lanarkshire 
including “in work” 
progression to address 
the qualifications gap 
and our low wage/low 
skills economy

Ensure strategic alignment 
and oversight of NLC 
employability provision with 
a clear link to economic 
goals and outcomes. Co-
ordinate strategic employer 
partnerships and work 
placements.

To support the delivery of our 
strategy we have established a 
revised operating model which 
will co-ordinate the delivery of our 
work across four services within the 
Council ensuring that activities are 
linked and fully integrated.  This will 
be supported by our seven strategic 
drivers which will inform and shape 
our plan of work over the next 3 
years.

This operating model will be 
supported and driven internally to 
the Council through a Workforce 
for the Future Steering Group, 
made up of Heads of Service 
and other key officers within the 
Council and externally and with key 
partners through the formation of 
a Workforce for the Future Board 
which will link to the employability 
work stream of the North 
Lanarkshire Partnership.
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Academy NL Model
Excellent progress has been made with 
the development of our Care Academy in 
partnership with NHS Lanarkshire, and this will 
be fully integrated under our Workforce for the 
Future Plan and “Work Here” branding and a 
common Academy NL Model. Work has also 
been completed in developing career pathways 
for critical Health and Social care roles.

A 3 year strategic work plan for the next phase 
of the Care Academy will be planned in January 
2020 and this will include links to the recently 
launched national campaign to attract people 
into Social Work careers (8).

North Lanarkshire’s Academy NL model will 
be further expanded and driven during 2020 
and 2021 by the Workforce for the Future 
Steering Group and the external Board with 
the next priority being the full development of a 
Construction Academy and a proposal for this is 
currently in development.

Earn between
£17,000 – £21,000 p.a.

Earn between
£32,000 - £42,000 p.a

Earn between
£44,000 - £69,000 p.a.

Earn between
£22,000 – £31,000 p.a.

Foundation  
Apprentice  is  
equivalent to  
SCQF Level 6

Modern  
Apprentice

(Level 2)
is  equivalent to  

SCQF Level 6

Clerical Assistant
Snr Clerical Asst.
Administrative

Assistant
Locality Support 

Worker
(Disability 
Services)

Home Support  
Worker  (18yrs+)

Experience but  
qualification not 

always
required

SVQ Social  
Services

& Healthcare  
SCQF Level 6

(or work 
towards)

Highers SVQ 
Social  Services
& Healthcare 

Care  SCQF Level 
6,

MA or equivalent

SVQ Social  
Services &  

Healthcare Care  
SCQF Level 6

MA or equivalent

SVQ Social 
Services & 
Healthcare

SCQF Level 7 or  
HNC Social Care  

(or work 
towards)

B.A (hons) or  
Masters Social 

Work  SVQ Social 
Services  & 

Healthcare SCQF  
Level 7 or HNC ( 

+  PDA 
Management in  
Care SCQF level 

7)
for HSM (or work  

towards)

BA (hons) or
Masters Social 

Work  OT degree
SVQ SCQF Level 9  

in care + PDA  
Management in  

Care Service  
(SCQF Level 9) or

specialist 
addiction

qualification

BA (hons) SW or  
OT degree with  

substantial  
management  

experience

Locality Worker
(Disability  
Services)

Integrated Care 
Worker (Older

Adults Services)
Social Work 

Assistant

Justice Support 
Assistant

Children &  
Families  Support  

Assistant
Addiction  

Support  Worker

Addiction  
Worker
Children

& Families or  
Justice Support  

Worker
Residential 

Worker  
(Children’s 

Houses)
Senior Integrated  

Care Worker 
(Older  Adults)

Social Worker
Community  

Occupational  
Therapist

Locality leader  
(Disability 
Services)

Senior  
Residential 

Worker  
(Children’s 

Houses)
Home Support  

Manager (HSM)

Managerial roles
e.g. Senior  Social 

Worker
Senior Officer
Home Support  
Team Leader

Unit Manager/  
Integrated Day  

Services
Co-Ordinator  
(Older Adults)

Manager  
Addictions 

Services

Locality  Social 
Work  Manager 
or  HQ Service  

Manager

Health
and Social Work  

Manager/ HQ
Manager

Qualification 
Required

Qualification 
Required

Qualification 
Required

Qualification 
Required

Qualification 
Required

Qualification 
Required

Qualification 
Required

Qualification 
Required
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Our Forward Plan for 2020/21
Action Required Timescale Lead Officer 

1 Progress re-alignment of staffing structures to reflect agreed future operating model and consider scope for 
improved efficiency/ savings. This will include:

•  review of ‘apprenticeship family’, alignment of resources and reporting lines

•  need for improved business engagement and co-ordination of placements

•  improved alignment of our core adult employability services 

•  Staff/Trade Union Engagement

•  Finalised structures/changes to Workforce Steering Group 

3-6 months Head of People & 
Organisational Development

2 Implement future governance structures including a Strategic Board and Operational Steering Group to progress 
and monitor delivery of the Workforce for the Future Programme, and further develop partnership arrangements.

3–6 months Head of Planning & 
Regeneration

3 Ensure we are developing the workforce to meet future skills needs and help grow our economy, including further 
development of an “Academy NL” model with initial focus on:

•  Health & Social Care

•  Construction

•  Digital Skills

6–12 months Head of Planning & 
Regeneration / Head of 
People & Organisational 
Development

4 Ensure we are providing effective training opportunities for young people and those with support needs through 
effective employer / contractor engagement and co-ordination of placement requirements

6–12 months Head of Planning & 
Regeneration

5 Ensure we are developing our own (NLC) workforce to support the Plan for NL and future operating models 
including care, digital skills, and the development of the Council’s modern and graduate apprenticeship 
programmes

6–12 months Head of People & 
Organisational Development

6 Ensure we are effectively  identifying and supporting those who face challenges and barriers to accessing available 
opportunities – including access/referrals, branding / marketing, post-school transition support and monitoring, in-
work progression/pathways out of low pay

6–12 months Head of Communities

7 Further develop our education curriculum and skills development framework (incl vocational training, Foundation 
Apprenticeships and Developing the young Workforce Plan) to ensure our young people will have the necessary 
skills and qualifications to meet the changing needs of the labour market and help grow our economy

12-18 
months

Head of Education
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A key priority within the next phase of our Workforce 
for the Future Strategy is the continued development 
of the Council’s own workforce planning within 
our services and the development of our digital 
workforce.  

Significant progress has been made over the last 
2 years against our 5 strategic workforce priorities.  
This has been supported by a full programme 
of progressive workforce initiatives delivered 
successfully across the Council.

Building the 
Council’s 

Workforce for 
the Future 
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AMBITION
Deliver all workforce changes aligned to our ambition and The 
Plan for North Lanarkshire.

DEVELOPMENT
Build the skills of our future workforce, including digital skills 
and growing a pipeline of future leaders and skilled officers.

IMPACT
Contribute to inclusive growth by offering fair employment 
opportunities, qualifications and in work progression.

RENEWAL
Renew our workforce through workforce planning and 
investment in apprenticeships and career pathways.

CONTRIBUTION
Increase employee engagement and tackle absenteeism, 
promoting health, safety and wellbeing.
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Our Successes
The ongoing 
transformation 
of our 
workforce 

The council has successfully delivered a number of substantive workforce transformation and service re-design activities across 
all of its Services, including the Facility Support Services Review, the integration of Education and Families, the Home Support 
Re-Design and the realignment of our 1140 Hours Workforce.  These have been achieved with the full engagement of staff and in 
partnership with our Trade Union Colleagues.

Workforce 
planning and 
development 

We have been recognised as part of the Best Value Audit report as having a comprehensive Workforce Strategy in place and 
detailed workforce plans are now in progress within each of the services to meet the full recommendations of this report. The 
detailed workforce service plans will be fully shared with Service Committees during 2020, with the first one planned for Waste 
Solutions in Committee Cycle two. 

Staff 
engagement 
and wellbeing

Our people management practices across the Council have been recognised through the accreditations we have received over the 
last 2 years.  These include Investors in People, Investors in Young People, Disability Confident leader and our Gold Health Working 
Lives accreditation. Additionally we have continued to promote and develop our Workwell NL and NL Life provisions to support and 
reward our employees across the Council.  These programmes have been well received and well used by our employees and they 
will become increasingly important as we enter a period of increased change and transformation across all of our services. 

Development We have designed and delivered a number of impactful and ongoing development initiatives and programmes across the 
Council including our very successful leadership development programmes, the completion of our Digital Skills strategy and the 
growing skills provision which supports this and the ongoing provision of technical and professional skills development across the 
Council.  We have also fully developed our new digital learning platform which will provide an excellent resource to support our full 
programme of development over the next three years.

Employability We have fully supported a range of apprenticeship programmes across the Council working with colleagues in Education and 
Families to support our Modern Apprentices and our Graduate Apprentices, with over forty of our own staff now taking part in 
Graduate Apprenticeships to further their career and their future earnings potential.  We have also supported the highly successful 
Winter Leavers and Family Firm programmes with Mentor programmes, skills and rotational work placement activities to help build 
confidence and employability skills in our most disadvantaged children.  
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Our ongoing challenges
Our workforce 
demographic 

We have seen a positive shift in our workforce profile over the last two years, with a reduction in average employee age and length 
of service.  There remain challenges with our aging workforce demographic, and age profiles are considerably higher in some of 
our service roles in Waste, Environmental Services and Health and Social Care.  Our work to support ongoing retirement planning 
will be critical over the next 3 years to ensure that we meet our future service delivery model.

Workforce 
planning and 
development 

With low employee turnover, it has been a challenge to recruit new talent and build the skill sets and experiences we require.  Over 
the last two years we have lost around 4% of our workforce through retirement or redundancy, and over 50% of these were due to 
retirement, and we expect this reduction to continue as we strive to transform our Council operating model.  We expect to see the 
emergence of a number of new and different roles aligned to new service delivery models. 

Staff 
engagement and 
wellbeing

We have continued challenges with absence and in particular increased levels of mental health and stress related absence.  
Although this pattern has been seen elsewhere across the Public Sector in Scotland, a renewed focus on this issue will be a 
priority over the next 3 years.  This will be particularly important as we anticipate increased levels of change across the Council 
impacting directly on our staff.   

Recruitment & 
Development 

As we transform our council services enabled by digitisation, the skills and behaviours required for roles will adapt and we will 
need to reskill and retrain as well as enhancing our recruitment and redeployment approaches.  The Council is impacted by known 
talent shortages, influenced by the outward migration of higher skilled professionals.  This affects areas such as teaching, social 
work, planning and roads.

.  
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Our Current Workforce Profile

15655
Headcount 

12107 
FTE

13 years
Average length 

of service

TEMPORARY

1908 12%

PERMANENT

13748 88%

£24,875
average salary

live in North 
Lanarkshire

22%
Male 

78%
Female 

Average 
Age

47
47

CHRYSTON

CUMBERNAULD

KILSYTH

COATBRIDGE

BELLSHILL

MOTHERWELL

WISHAW

AIRDRIE

SHOTTS
HOLYTOWN

8% aged
less than 28

46% aged
50 and over

92% 
retention

rate

78%
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Our workforce planning approach

Step Task

1.  Understanding the 
organisation and the 
environment

Creates a strategic understanding of the factors impacting the Council and 
includes a deeper analysis North Lanarkshire’s labour market to understand 
the characteristics of the working population across North Lanarkshire.

2.  Analyse the current 
and potential 
workforce

Analyses our own internal workforce, identifying key workforce groups 
to understand their purpose and ability to deliver and improve services 
particularly as the organisation adopts new operating models.

3.  Determine the future 
workforce needs

Identifies what the workforce needs to look like to deliver future services and 
determines the range and number of roles needed to ensure organisation and 
service delivery priorities and plans are achieved (demand)

4.  Identify workforce 
gaps against future 
needs

Considers current and future workforce availability based on the current 
workforce profile and resourcing arrangements (supply)

5.  Actions to address 
shortages, surpluses 
or skills mismatches

Develops an agreed action plan with the Head of Service that works to ensure 
we build the capability needed going forward and manage any workforce 
transition and ongoing change management plans.

6.  Monitor and 
evaluation the actions

The action plan is taken forward with ongoing review in place and progress 
measured to ensure it is adjusted or strengthened as required.

Significant work has been undertaken, working with senior officers and their teams to consider the workforce impact of The Plan for North Lanarkshire, 
recommendations from the Best Value Audit, the Investors in People improvement plan, the strategic performance framework and our medium to long term 
financial strategy including savings options. This has included a detailed consideration of what our future workforce needs are and has ascertained what we 
think the gap is against our current workforce.  Ongoing implementation plans, which are in place for each Service, will deliver solutions to enable us to achieve 
our ambition, goals and programme of work to deliver the workforce transformation we need.  

Understand 
the organisation 

and its environment

Analyse the 
current and 

potential 
workforce

Monitor and 
evaluate actions

Actions to 
address 

shortages, 
surplaces 

or skill 
mismatches

Identify 
workforce gaps 
against future 

needs Determine future 
workforce needs

Workforce 
planning 
process

We have adopted a best practice workforce planning approach which provides us with a consistent format that can be used 
across services.  Importantly, the process is based on an evidence-based approach and includes workforce planning toolkits 
and resources that have been shared as good practice in local authorities and public sector organisations.
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Step Task

1.  Understanding the 
organisation and the 
environment

Creates a strategic understanding of the factors impacting the Council and 
includes a deeper analysis North Lanarkshire’s labour market to understand 
the characteristics of the working population across North Lanarkshire.

2.  Analyse the current 
and potential 
workforce

Analyses our own internal workforce, identifying key workforce groups 
to understand their purpose and ability to deliver and improve services 
particularly as the organisation adopts new operating models.

3.  Determine the future 
workforce needs

Identifies what the workforce needs to look like to deliver future services and 
determines the range and number of roles needed to ensure organisation and 
service delivery priorities and plans are achieved (demand)

4.  Identify workforce 
gaps against future 
needs

Considers current and future workforce availability based on the current 
workforce profile and resourcing arrangements (supply)

5.  Actions to address 
shortages, surpluses 
or skills mismatches

Develops an agreed action plan with the Head of Service that works to ensure 
we build the capability needed going forward and manage any workforce 
transition and ongoing change management plans.

6.  Monitor and 
evaluation the actions

The action plan is taken forward with ongoing review in place and progress 
measured to ensure it is adjusted or strengthened as required.

Our forward plan for 2020 - 2023
Our forward plan for Building a Workforce for the Future across the Council is set out against our five key 
workforce priorities.  It recognises the role that DigitalNL transformation programme will have over the next 3 
years and identifies key actions designed to enable us to deliver against The Plan for North Lanarkshire. It is 
underpinned by a clear commitment to the development of our existing workforce as well as developing our 
next generation of Council employees who will play their part making North Lanarkshire the place to Live, Learn, 
Work, Invest and Visit.  

We will 

• Build a skilled workforce that provides excellence in service delivery, and is 
focused on placing our residents and our communities at the centre of all 
that we do.

• Support the ongoing transformation of our services and the building of our 
reshaped organisation aligned to our community hub model.

• Effectively manage all workforce changes across the organisation, 
supporting our employees and working in partnership with our Trade 
Unions.

• Uphold our commitments in line with our workforce change policy as 
services are reshaped and redesigned to facilitate opportunities for flexible 
retirement and smarter working.

• Fully develop our ‘Work Here’ brand to connect people with our vision and 
key behaviours - ensuring that we have the most skilled and capable people 
to deliver our priorities now and in the future.

We will  

• Maintain a workforce for the future plan in each service area with an agreed 
annual delivery plan and action review and follow up process.

• Continue to roll out and embed our new approach to talent management 
and succession planning managing organisation risks through targeting and 
accelerating our investment in development in priority areas.

• Develop accessible career development opportunities, investing in retraining 
and reskilling opportunities and facilitating career moves across services 
where practical.

• Complete a full review of our Apprenticeship strategy, strengthening our 
approach to apprenticeships across our services to fulfil needs in line with 
current and future demand.

• Continue to be a progressive employer of choice and enhance our 
recruitment processes to attract people from a range of backgrounds and 
professions to strengthen our talent pipeline.

Deliver all workforce changes aligned to our 
ambition and The Plan for North Lanarkshire.

Renew our workforce through workforce planning 
and investment in apprenticeships and career 
pathways.
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We will 

• Enable our people to adapt to changing demands for skills by building 
career pathways and investing in retraining and reskilling opportunities to 
develop breadth of and depth of expertise.

• Enhance our Leadership capability to engage and develop high performing 
teams by embedding our We Aspire leadership framework and key 
behaviours to set clear standards for excellence in leadership.

• Provide access to a high quality learning and development offer that will  
support the development of more skilled, capable employees at  all levels of 
the organisation, particularly for frontline and newly promoted  managers as 
they transition into new roles.

• Educate and equip staff with the necessary knowledge and skills to do their 
job and to make the right choices about their career.

• Transform our approaches to learning and development through the 
implementation of a new learning management system that will focus on 
the learner journey and improve our reach across the organisation.

• Build organisational awareness of the benefits of lifelong learning in 
partnership with Trade Union colleagues.

We will 

• Be a progressive employer of choice by continuing to enhance our Work 
well NL and NL Life programmes, building on our council wide approach 
and helping staff to maintain healthy working lives.

• Support managers to focus on effectively leading and supporting staff and 
improving levels of absence management to increase performance and 
productivity, and deliver high quality services for our residents.

• Encourage more flexible approaches to work through a focus on 
accountability and a more outcomes based culture.

• Engender effective change management and communication practice to 
support the workforce to embrace change and transformation.

• Embed We Aspire our shared ambition and key behaviours to create a 
positive working environment, increasing levels of staff engagement and 
improving employee involvement in decision making across our services.

• Continue to improve internal communication and feedback channels, 
strengthening how we communicate our plans and creating more 
opportunities for two way dialogue with all staff on our plans and progress.

Build the skills of our future workforce, including 
digital skills and growing a pipeline of future leaders 
and skilled officers.

Increase employee engagement and tackle 
absenteeism, promoting health, safety and 
wellbeing.
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Increase employee engagement and tackle 
absenteeism, promoting health, safety and 
wellbeing.

We will 

• Work in partnership with the Employee Equality Forum to ensure that we 
build our reputation as a leading employer who is committed to diversity 
and inclusion in the workplace, taking forward our plans against Disability 
Confident Leader accreditation and Equally Safe at Work.

• Continue to enhance our collaboration with Enterprise and Communities 
and Education and Families colleagues to enhance, develop and deliver 
interventions that will have a positive impact on key employability outcomes.

• Establish additional or alternative post school vocational activities at 
all levels and our talent development early careers programmes will be 
designed to enhance outcomes for those furthest removed from the labour 
market.

• Increase our impact as one of the largest employers in North Lanarkshire 
through strengthened early careers support for the Developing the Young 
Workforce programme by taking forward our Investment in Young people  
improvement plan in partnership with colleagues, young people and 
partners.

• Maximise opportunities from the apprenticeship levy to enable us to 
facilitate more traineeships to offer meaningful employment opportunities to 
our residents across North Lanarkshire.

• Enhance our level of employer engagement with young people through  
established partnership relationships such as; Developing the Young  
Workforce, Community Planning Partnerships, Youth and Community 
forums.

Contribute to inclusive growth by offering fair 
employment opportunities, qualifications and in 
work progression.
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EARLY LEARNING & CHILDCARE

your career

Career 
Pathway 
Information

Working towards 
Social Services, 
Children & Young 
People  
(SCQF, level 6)

Working towards 
Social Services, 
Children & Young 
People (SVQ 3)

Hold or work towards 
a PDA Education 
Assistant- Level 6 
(equivalent to SVQ 
2) or equivalent 
qualification as 
defined by the 
Scottish Social 
Services Council 
within an agreed 
timescale 

NLC4     
£18,708 - 
£19,911(pro rata)

Limited experience in 
an early years setting

HNC Early Education 
& Childcare/
Childhood Practice- 
level 7 (equivalent to 
SVQ 3)

NLC7   
£22,626 - £25,473 
(pro rata)

Significant level of 
experience in an 
early years setting

HNC Early Education 
& Childcare/
Childhood Practice- 
level 7 (equivalent to 
SVQ 3)

NLC 9  
£27,102- £31,677 
(pro rata)

Demonstrable 
knowledge of the 
development and 
implementation 
of plans and 
programmes 
targeted at 
improving children’s 
progression 
‘outcomes’

Hold or work towards 
a BA Childhood 
Practice or equivalent 
qualification as 
defined by the 
Scottish Social 
Services Council 
within an agreed 
timescale

NLC10    
£32,553 - £38,076

Demonstrable 
experience of the 
effective delivery of 
the curriculum

BA Childhood 
Practice (or 
equivalent)

NLC10    
£32,553 - £38,076

Experience of leading 
a team

SVQ4, HND in 
Early Years and 
Childcare or a 
degree, professional 
qualification or 
equivalent level in a 
relevant discipline 

NLC11    
£36,015 - £40,053

Significant 
experience in a 
management post

BA Childhood 
Practice (or 
equivalent)

NLC13    
£42,957 - £47,088

FOUNDATION 
APPRENTICESHIP

MODERN 
APPRENTICESHIP 

EARLY LEARNING 
& CHILDCARE 
SUPPORT WORKER

EARLY LEARNING 
& CHILDCARE 
KEYWORKER

EARLY 
LEARNING & 
CHILDCARE LEAD 
PRACTITIONER

EARLY LEARNING 
& CHILDCARE 
PRINCIPAL LEAD

EARLY LEARNING 
& CHILDCARE 
EQUITY & 
EXCELLENCE 
LEADS

EARLY LEARNING 
& CHILDCARE 
DEPUTE MANAGER

EARLY LEARNING 
& CHILDCARE 
HEAD OF CENTRE

1 2 3 4 5 6 7 8 9
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REGULATORY SERVICES WASTE SOLUTIONS
Career Pathway Information

PREVOCATIONAL 
COURSE
MODERN 
APPRENTICESHIP 
2

REFUSE 
COLLECTOR

DRIVER 1

OPERATIONS 
MANAGER
(Re-Designated 
Assistant Area 
Manager)

MA2 Gained
SVQ 2 Waste 
Operations: 
Waste 
Collection 
Operative at 
SCQF Level 5

PREVOC:
6 WEEKS 
£819
MA2
£7,098

No formal 
qualifications 
required

NLC 4 
£19,777 - 
£21,049

Must hold 
a minimum 
vocational 
licence Class 
C1

NLC 4 
£19,777 - 
£21,049

HNC level or 
appropriate 
equivalent

NLC 9 
£28,651 - 
£33,487

HNC, SVQ 3 
Apprenticeship 
or equivalent 
in related 
discipline

NLC 10 
£34,413 -
£40,252

General Degree, 
SVQ 4 or 
equivalent

NLC 12 
£41,286 -
£45,412

Literate and 
Numerate 

NLC 5 
£20,665 - 
£22,127

Must be in 
possession 
of a Driver 
Certificate of 
Competence 
(DCPC) and hold 
a minimum 
Category C (LGV) 
licence
Desirable 
Qualifications
Category D plus 
E licence 

NLC 6 
£22,127 - 
£23,919

Degree level or 
equivalent in a 
relevant subject 

NLC 13 
£45,412 -
£49,779

A Degree or 
equivalent 
qualification 
in a related 
discipline is 
essential 

NLC 15 
£52,040 -
£57,064

A Degree or 
equivalent 
qualification 
in a related 
discipline is 
essential

NLC 17 
£62,696 -
£68,604

RECYCLING 
ATTENDANT

DRIVER 2 SUPERVISOR

ASSISTANT 
OPERATIONS 
MANAGER
(new post)

ASSISTANT 
AREA BUSINESS 
MANAGER

WASTE 
RESOURCE 
MANAGER

WASTE 
AND FLEET 
RESOURCE 
MANAGER
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