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Members of the 
Joint Consultative Committee for Local Government 
Employees  
     

   
Chief Executive’s Office 
Archie Aitken 
Head of Legal & Democratic 
 Solutions 
Civic Centre, Windmillhill Street 
Motherwell ML1 1AB 
DX 571701, Motherwell 2 
www.northlanarkshire.gov.uk     

  

Notice is given that a remote Meeting of the JOINT CONSULTATIVE COMMITTEE FOR LOCAL 
GOVERNMENT EMPLOYEES COMMITTEE is to be held via Webex on Tuesday, 30 March 2021 at 
2:00 pm which you are requested to attend. 
 
The agenda of business is attached. 
    

Head of Legal and Democratic Solutions  

Members :     Councillors: D Ashraf, D Baird, C Barclay, H Brannan-McVey, M Coyle, T Douglas, 

K Duffy, A Feeney, T Fisher, P Kelly, J Logue, and D Stocks.  

 

 M Quigley, Unison, Convener: S Traynor, GMB; A Clark, D Lowrie, V McEwan, M 

Simpson, J Struthers and J Watson, Unison, and J Rooney, Unite (T&G). 
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AGENDA 

(1) Declarations of Interest in terms of the Ethical Standards in Public Life Etc (Scotland) Act 2000 

(2) Homeworking Scheme (Interim) Update (page 5 - 10) 
Submit report by the Head of People and Organisational Development providing an update on 
the Homeworking Scheme (Interim) (copy herewith) 

(3) Mental Health and Wellbeing (page 11 - 16) 
Submit report by the Head of People and Organisational Development providing an update on 
the work being undertaken to deliver the Council's Workforce Mental Health and Wellbeing 
Strategy (copy herewith) 

(4) Health and Safety Update (page 17 - 20) 
Submit report by the Head of People and Organisational Development providing an update on 
the work currently being undertaken within the Safety and Wellbeing Team (copy herewith) 

(5) 1140 Hours Update (page 21 - 25) 
Submit report by the Head of People and Organisational Development providing an update on 
the workforce aspect of the 1140 Expansion Programme (copy herewith) 

(6) Office and Service Delivery Accommodation 
Verbal update by the Head of Asset and Procurement Solutions 

Page 3 of 25



 

Page 4 of 25



North Lanarkshire Council 
Report 
Joint Consultative Committee 

 

☐approval ☒noting Ref  Date 30/03/21 
 

Homeworking Scheme (Interim) Update  
 
 

  From  Fiona Whittaker, Head of People and Organisational Development 

  E-mail Whittakerf@northlan.gov.uk Telephone 07973 728628 
 

 

 

 
1. Background 
 
1.1 As previously advised, the Homeworking Scheme (Interim) was introduced last year for 

a temporary period of six months in response to the Covid19 restrictions and in 
particular, the requirement for those who could work from home to do so. 
 

1.2 Towards the end of the last year, it became apparent that there was a need to extend 
the Homeworking Scheme (Interim) beyond its original expiry date of 31 March 2021, 
due to the ongoing COVID19 restrictions, the increased transmission rates of the virus 
and the strategic roll out of the vaccination programme. 
 

1.3 The proposal to extend the current Homeworking Scheme (Interim) by 12 months was 
presented to the Finance and Resources Committee on 11 March 2021 for formal 
approval and will be endorsed at full Council on 1 April 2021. 
 

1.4 A communications strategy has been developed to advise employees of the proposal 
to extend the scheme by a year and to ensure that managers continue to provide the 
necessary support and guidance to those participating in the scheme. 
 

 

Executive Summary 
The purpose of this report is to provide the Joint Consultative Committee members with 
an update on the Homeworking Scheme (Interim). 
 

Recommendations 
It is recommended that the contents of the report be noted with any points of discussion 
being raised during the meeting. 
 

The Plan for North Lanarkshire 
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 

AGENDA ITEM 2
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2. Report 
 
2.1 The Homeworking Scheme (Interim) was initially introduced in September 2020 for a 

temporary period of six months to allow for the ongoing recovery phases of the 
pandemic.  However, towards the end of last year, it became apparent that the scheme 
would need to be extended in light of the ongoing Covid19 restrictions, increased 
transmission rates and governments instructions for those who could work from home 
to continue to do so. Furthermore, whilst the introduction of the Covid19 Vaccination 
Programme was welcomed by all, it was unclear how long it would take to fully 
vaccinate the population and allow for a return to normal life. 

 
2.2  In light of this and following consultation with the trade unions, the decision was taken 

to extend the scheme by a period of one year from 1 April 2021 to 31 March 2022.  
During this time, it is anticipated that all employees will have been afforded the 
opportunity to be fully vaccinated.  Additionally, this time will allow the Council to set 
out it’s wider plans for returning staff to offices and to consider its future operating model 
in line with The Plan for North Lanarkshire. 

2.3   Initial communications have been issued to managers and employees advising them 
of the proposal to extend the scheme, along with details of the recent Homeworking 
Scheme Survey results and a reminder of the support that is available to those who are 
participating in the scheme. 

2.4     The Scheme has also been revised since its inception following trade union concerns 
regarding the application of working time and business mileage whilst working from 
home.  These areas of the scheme have now been amended to reflect the guidance 
provided by both the Working Time Directive and HRMC tax regulations.   

2.5    Once endorsed, those participating in the scheme will be issued with a temporary 
variation to their contract of employment.  At the time of writing this report, 
approximately 1800 employees were participating in the scheme.  However, managers 
have been asked to consider current and future participants of the scheme following 
consideration of health and safety requirements within their service areas and therefore 
it is likely that the number of employees participating in the scheme will be higher than 
before as office buildings remain closed and the position stands that those who can 
work from home should continue to do so. 

2.6     Throughout the period of the Homeworking Scheme (Interim) being in place, dialogue 
will continue with employees through further surveys and with the trade unions through 
regular meetings.  Any areas of concern identified through these processes will be 
addressed at the earliest possible point. 

2.7  As the Council transitions from the current working arrangements to the new normal, in 
whichever form that takes, the appropriate consultations will take place with the trade 
unions and appropriate communications issued to employees. 

 
Homeworking Scheme (interim) Survey Results 
 
2.8      As part of the communications strategy, referenced earlier in this report, some of the 

Homeworking Survey results have been published and made available to all 
employees.  The survey was conducted in December 2020 and the graphical results 
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can be reviewed by opening the following link: https://www.surveymonkey.com/stories/SM-
D23RSSQ2/ 

2.9 The results of the survey are in the main very positive and key messages and graphical 
information will be drawn to support the content of any communications.  There are a 
number of key themes which stand out including: 

 That the majority of staff have found working from home either easier or the same as 
being in the office, with many highlighting the benefits of a better work life balance. 

 That there has been a high level of compliance with the completion of appropriate risk 
assessments and in general staff feel that they have the right equipment to work from 
home. 

 Access to and support from line managers has been good and the majority of staff feel 
that they have been supported during their time working from home through the use of 
virtual platforms. 

 That a high number of staff report participating in regular team meetings, either weekly, 
fortnightly or monthly.  
 

2.10  There are some areas of focus for improvement highlighted in the survey, and these 
will form the basis for future campaigns and additional surveys.  These include:  

 
 Some staff reporting a sense of isolation, particularly where they are exclusively based 

at home.  
 A need for managers to continue to focus on engaging with staff particularly with 

regards to their welfare and wellbeing. 
 A need for more staff to access and make use of the vast array of support available on 

myNL, LearnNL and WorkwellNL.   
 

2.11  Promotional communications will continue to be issued to encourage employees to 
access the supports available and regular surveys should help identify areas of 
concern. 

Next Steps 
 
2.12 Employees participating in the scheme will be issued with a temporary variation to 

their contract of employment in the coming weeks advising of the change to their 
working arrangements. 

 
2.13  Key messages and reminders of supports will be issued to those participating in the 

scheme on a regular basis. 
 
2.14   During the extension period of the Homeworking Scheme, and in line with the 

progression of the vaccine roll out and associated national restrictions framework, 
relevant services will work together to develop a fuller plan for transitioning to a more 
blended model of working, with a mix of home and flexible office accommodation. 

2.15 Further surveys will also be carried out over the coming year with the results being 
discussed with the trade unions and managers as deemed appropriate or necessary. 

2.16     Appropriate consultations will also take place with the trade unions regarding the future 
working model of the Council and any required changes to the Homeworking Scheme 
(Interim). 
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3. Public Sector Equality Duty and Fairer Scotland Duty 
 
3.1  There are no Fairer Scotland Implications and Council Services will remain 

accessible to those who require them. 
 
3.2   An equality impact assessment has been carried out for the Homeworking Scheme 

(Interim) and arrangements are in place for those who require assistance to enable 
them to work from home or for those who are unable to work from home. 

  
 

4. Impact 
 
4.1 Financial impact 
  
 Employees participating in the scheme can purchase office equipment to the cost of 

£100.  Although the uptake has been relatively low at this time, the confirmed 
extension to the scheme may encourage more employees to purchase equipment.  
The financial impact of providing employees with £100 to buy office equipment has 
been fully costed and provisioned for by Financial Solutions. 

 
 Other costs associated with business milage will need to be monitored and reviewed 

as appropriate. 
   
4.2 HR policy / Legislative impact 
  

 The Homeworking Scheme (Interim) is an extension to the existing Smarter Working 
Policy.  All legislative requirements have been assessed and applied appropriately. 

 
4.3 Technology / Digital impact 
  
 Individual services source and provide the appropriate technology to allow their 

employees to work from home.   
    
4.4 Environmental impact 
  
 It is difficult to assess the environmental impact at this time, however it is expected 

that due to the reduction in employees commuting to and from the workplace, this will 
have a positive impact on the Councils’ Carbon Footprint. 

 
4.5 Communications impact 
  

 Due to the numbers of employees working from home there is a requirement to 
consider much wider communication methods and managers are reminded regularly 
about the importance of communicating with staff.  

  
4.6 Risk impact  
 
 If employees were not working from home during this time there is a real risk of 

increased Covid19 transmission rates amongst employees and their families. 
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5. Measures of success 
 
5.1 Employees are safe working from home and productivity and service provision is not 

impacted upon by this way of working. 
 

 
6. Supporting documents 
 
6.1 Not Applicable  
 
 
 
 
 
 
 
Fiona Whittaker  
Head of People and Organisational Development 
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North Lanarkshire Council 
Report 
Joint Consultative Committee 

 

☐approval ☒noting Ref FW/ST Date 30/03/21 
 

Mental Health and Wellbeing update 
 
 

  From  Sara Tennant, Talent & Organisational Development Manager 

  E-mail Tenants@northlan.gov.uk Telephone 07973 726159 

 

 

 

 
1. Background 
 
1.1 The Council remains committed to its Mental Health and Wellbeing strategy and plans, and 

significant effort has been made in the last 12 months to respond to the COVID19 pandemic 
to provide additional supports to staff. Much of this work is delivered through partnership 
working across services and with partners, and we’ve been able to take on board any 
feedback and concerns from TU’s fed through services or at our weekly TU meetings.   

 
1.2 An update of our programme of work and some of the key deliverables are detailed below 

to provide the JCC with a broad overview of progress and also plans for 2021/22. 
 

2. Report 
 
2.1 NLC workforce Mental Health and Wellbeing Strategy 2021/22 
 
 In May 2020 we launched the Council’s workforce Mental Health and Wellbeing strategy 

during Mental Health Awareness Week.  Since then we have continued to deliver a 

Executive Summary 
 
The purpose of this report is to provide the Joint Consultative Committee members with an 
update on the work being undertaken to deliver against the Council’s workforce Mental Health 
and Wellbeing strategy. 
 

Recommendations 
 
It is recommended the contents of the report be noted with any points of discussion being 
raised during the meeting. 
 

The Plan for North Lanarkshire 
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 

AGENDA ITEM 3
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programme of work against the five key priorities with significant efforts to ensure 
appropriate supports have been put in place in response to the COVID19 pandemic.    

 
We have in the last 3 months worked to refresh the strategy considering several factors 
influencing our forward plans, as illustrated in image 1.0 below.  
 
Image 1.0 - Factors influencing our 2021/22 plans 
 

 
 
During this process we have engaged with colleagues in Education and Families to align 
plans and continue to work in partnership with the NLP Strategic Leadership Board and 
colleagues in NHS Health Improvement. This ensures that our forward plan aligns with the 
Lanarkshire mental Health strategy and that we work together effectively to deliver against 
the ‘Good Mental Health for all’ vision. We have also consulted with colleagues in HSCP 
North Lanarkshire to leverage our resources, expertise and tackle common challenges 
together in support of the plan for North Lanarkshire. We have also engaged with the 
Councils’ equality officer and agreed that our plans will be visible, and progress reviewed 
through the ‘Disability Confident Leader’ working group that has a remit for improvement 
plans around mental health and wellbeing.  
 

 In this respect the five key priorities for 2021/22 are to: 
 

1. Develop a supportive culture and a climate of wellbeing, addressing factors that may 
negatively affect mental wellbeing.   

2. Support employees to minimise the risk of mental ill health by providing access to 
quality information, signposting and supports around stress, resilience, and mindset.  

3. Provide practical support for employees experiencing mental health and well-being 
difficulties.  

4. Encourage the employment of people who have experienced mental health problems. 
5. Managers have a duty to work with employees to address the causes of stress before 

it has a prolonged, adverse effect on the employees’ health. We will train & support 
our managers in proactive approaches to reduce instances of workplace stress.  

 
These priorities are underpinned by a delivery plan that will be submitted to Finance and 
Resources Committee on 27th May 2021 for approval.  
 

2.2 WorkWell NL 2020 areas of focus and 2021/22 plans 
 
 Our WorkWell NL offering for staff continues to be well received. During 2020 we increased 

our focus on resilience, offering webinars, short video’s, resilience quizzes and exercises 
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through a new resilience section on WorkWell NL.  With the impact of the pandemic on 
staff, it has been key to promote self-care and offer practical tools that staff could uses as 
supports.  In partnership with the Education psychology team we offered Mindfulness 
Webinars and self-guided resources  and signposted staff to the National Wellbeing hub 
‘Promis’ to access additional supports.  

 
Very quickly at the start of the pandemic we introduced virtual webinar sessions to bring 
staff together and collaborate on new ways of working and challenges faced on topics such 
as; working from home, building resilience, motivating your remote team, managing your 
remote team and running effective online meetings.  Over 800 staff took part with a further 
7156 accessing the recorded webinars.  An overall favourable response of 90% was 
achieved with staff telling us that they valued the space and reflection time to collaborate 
with colleagues and pick up hints, tips and techniques.  
 

 WorkWellNL had 86,997-page hits between January and December as illustrated below in 
image 2.0. Clear peaks can be seen throughout the pandemic and in line with 
communications campaigns. 

 
Image 2.0 WorkWellNL page hits Jan-Dec 2020 
 

 
 

We have maintained a focus on financial wellbeing by working in partnership with the 
financial inclusion team, recognising that many people may have been impacted financially 
through COVID in some way or another and signposting them to advice and supports.  Our 
discounted shopping also site received a record average spend between October and 
December of £81 per person shown in image 3.0, which was double this time last year. 

             
Image 3.0 Average spend per unique user each month on the discounted shopping site 
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The Time for Talking Counselling Service was taken up by 543 staff over 979 sessions 
during 2020, with peaks in uptake throughout the pandemic, as seen in image 4.0 below.  

 
Image 4.0 Employee counselling uptake 2020 

 

 
 

The focus areas for WorkWell NL for 2021/22 are detailed below and are supported by a 
communication plan with the Strategic Communications team. 

 
 Q4 January to March - A focus on healthy living and mindfulness, no smoking day and 

reminder of financial wellbeing supports and advice. 
 Q1 April to June – Virtual run/cycle event, Credit Unions, Mental Health Awareness 

Week on ‘Nature and the environment’ as well as Learning at Work week that will 
continue to offer the very popular webinars on Mindfulness  

 Q2 July to September - Active health focus, Know your no’s/blood pressure, Mental 
health day and Stress awareness 

 Q3 October to December – World Mental Health day, financial wellbeing, festive holiday 
wellbeing and Healthy Working Lives needs assessment 

 
Throughout the year the safety and wellbeing team will also continue with Health 
Surveillance checks for hand arm vibration, respiratory, audiometry and skin and the TOD 
team will continue to support the Council’s Suicide Prevention programme of work.  

 
 2.3 Our commitment to ‘Stigma free Lanarkshire’ and creating a more supportive 

culture and climate of wellbeing 
 

We are working jointly with our partners through the ‘Good Mental Health for All 
workstream’ of the Community Planning Partners to tackle mental health stigma and 
discrimination. This includes planning the roll-out and progress of the North Lanarkshire 
Leaders’ Campaign focussed on ending stigma and discrimination. We are also supporting 
the Stigma Free Lanarkshire Team to pilot and roll out a workshop designed to increase 
colleague and communities understanding of stigma and discrimination.  
 
Building capacity and providing effective training approaches is a shared theme across all 
service delivery plans and there are a variety of training programmes available across the 
partner agencies. The need to pool resources and avoid duplication of effort is recognised. 
As a first step we are mapping existing training provision (Public Mental Health, Mental 
Health First Aid, Suicide Prevention, Trauma Informed Practice  and Recovery, Mental 
Health Awareness & Stigma & Discrimination) to identify gaps and prioritise delivery using 
the relevant Health Scotland training frameworks.  
 
We are in the process of strengthening our corporate Induction programme to include 
information about mental health and wellbeing, signposting supports and resources and the 
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mentally healthy workplace toolkit for staff and managers to identify causes and effectively 
manage mental health and wellbeing issues in the workplace.  
 
Finally, in support of the new Supporting Attendance policy (still to be approved through full 
council) and the more supportive culture at NLC that want to embed, we are in the process 
of developing a new training programme that will be rolled out to all managers and will 
comprise of e-learning on the new policy, a virtual skills masterclass and two short 
interactive ‘See Me’ virtual workshops to further deepen knowledge and skills around 
creating mentally healthy workplaces free of stigma and discrimination. 

 

2.4 Other Corporate programmes in planning for 2021/22 to build resilience in the 
workplace  

We are committed to delivering against the National Trauma Training Programme and work 
is underway to develop a more consistent approach to developing a trauma informed 
workforce.  We will do this through the consistent framework for training at informed, skilled, 
enhanced, and expert levels to identify needs, scope, and delivery approaches. 

 
We will also be taking forward a more consistent and integrated approach towards 
‘Promoting Positive Behaviour’ to reduce incidents of violence in the workplace, adopting 
the same training framework.  
 
In line with our Equally Safe at Work commitments we will be supported by Close the Gap, 
later this year, on capacity building for mentors and mentees to help raise understanding of 
the barriers that women face to progressing in their careers.   

 
3. Public Sector Equality Duty and Fairer Scotland Duty 
 
3.1  The overall programme of work supports both positively in terms of outcomes against the 

plan for NL.    
 

4. Impact 

 
4.1 Financial impact – There are financial costs linked to the provision of the Council’s 

wellbeing programme and referenced training, that are factored into the POD and service 
budgets in all planning.    

    
4.2 HR policy / Legislative impact – Plans are underpinned by North Lanarkshire Councils 

compliance with the Health & Safety at Work etc Act 1974, the Equality Act (2010) and 
supporting legislation and codes of practice.  Our plans will also support delivery of the 
Workforce for the future Strategy.  

  
4.3 Technology / Digital impact – In line with our digital transformation plans we adopt a 

digital first approach, leveraging the digital platforms we have to reach all staff on any device 
at any time.  We do also recognise digital inclusion in our approach and continue to offer 
alternative ways to access our mental health and wellbeing services.  

     
4.4 Environmental impact – Use of digital platforms to communicate with staff and offer digital 

resources does have an environmental impact in terms of material resources required.  
  
4.5 Communications impact - There is an underpinning communications strategy in place 

supported by the strategic communication team.  
  
4.6 Risk impact – All topics within the report contribute to controlling the associated risks 

around workforce mental ill health and absence.  
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5. Measures of success 
 
5.1 There are several measures of success aligned to our Workforce for the Future strategy 

and against specific interventions in support of the plan for NL measured through the 
strategic performance framework.  

 
 

6. Supporting documents 
 
6.1 N/A 
 
 

 
Sara Tennant 
Talent & OD Manager 
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North Lanarkshire Council 
Report 
Joint Consultative Committee 

 

☐approval ☒noting Ref FW/FD Date 30/03/21 
 

Health & Safety Update 
 
 

  From  Fiona Duddy, Occupational Safety & Wellbeing Manager 

  E-mail duddyf@northlan.gov.uk Telephone 07534-288-124 
 

 

 

 
1. Background 
 
1.1 Work continues within the safety and wellbeing team to ensure the Council remains 

legally compliant with health and safety legislation as well as ongoing work in relation 
to the covid pandemic.  Much of this work has been achieved through partnership 
working with services and trade union representatives. 
 

1.2 An update of some of the topic areas currently being worked on by the safety and 
wellbeing team are detailed to update the JCC on how safety is being progressed. 

 
2. Report 
 
2.1 School estate return – The safety team have been working with Education in advance 

of the School estate return looking at compliance with Scottish Government guidance 
relating to social distancing, ventilation, risk assessment reviews etc and supporting 
HT Briefings.  Work has been carried out by asset management to distance desks, 
ensure appropriate signage is in place and deep cleans are carried out. 

 
 

Executive Summary 
 
The purpose of this report is to provide the Joint Consultative Committee members with 
an update on the work currently being undertaken within the safety and wellbeing team. 
 

Recommendations 
 
It is recommended the contents of the report be noted with any points of discussion being 
raised during the meeting. 
 

The Plan for North Lanarkshire 
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 

AGENDA ITEM 4
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2.2 Vaccination Centres – The team have been working with the existing safety team in 
CLNL and the wider C19 mobilisation group carrying out venue checks, updating fire 
risk assessments to reflect the change of use for the building.  Ravenscraig is now 
operating as the supercentre for North Lanarkshire with local centres covering 
Bellshill, Cumbernauld and Coatbridge.  Checks will be ongoing to ensure all 
mitigating measures remain in place and are working effectively. 

 
2.3 By Elections  - Work was undertaken with the elections team to produce suitable and 

sufficient risk assessments, for polling stations, management of postal votes and the 
count.  Visits carried out to a sample of properties, some carried out jointly with union 
colleagues.  This has given the teams the chance to ensure when the larger scale 
event of the Scottish Parliamentary Election takes place we are in a position of 
strength with regards to mitigating measures for all involved. 

 
2.4 Office Accommodation Survey - A survey was carried out with managers to identify 

where the Council has employees working from home and if there was any 
opportunity to increase home working in line with the Scottish Government default 
position.  The results of the survey have permitted a programme of spot checks to be 
planned in to ensure an accurate reflection of where the Council has employees 
working within office is attained and the overall findings will be reported back to heads 
of service. 

 
2.5 Joint Video – The Chief Executive with trade union colleagues from GMB, Unison, 

Unite, NASUWT and the EIS worked to produce a video reminding all employees to 
continue with all mitigating measures.  The video has been issued at a time when it is 
more important than ever to adhere to the measures that are in place and the Scottish 
Governments FACTS campaign was used to reinforce this. 

 
2.6 Lone Worker Solution - Work has been carried out to identify appropriate lone worker 

solutions and a pilot is now planned which will run for 1 year using id badges and 
phone apps being trialled by a selection of employees from protective services, adult 
health and social care and housing.  CMT have approved this and we will now 
progress in procuring the products and having them issued out to be trialled.  This will 
be done working closely with representatives from the Services participating, trade 
union colleagues, IT and Legal Services.  A further report will go back to CMT 3 
months after the initial trial period updating on progress. 

 
2.7 Vehicle Spot Checks – Waste solutions and streetscene have had vehicle spot 

checks carried out to ensure mitigating measures were in place, working and being 
followed.  This involved gathering information from the relevant managers and going 
out on site to speak to employees checking they were aware of the risk assessments 
and mitigating measures and that these were in place.  The results of this will be 
compiled into a report which will go to Gold and the trade unions. 

 
 

 
3. Public Sector Equality Duty and Fairer Scotland Duty 
 
3.1  No implications.    
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4. Impact 
 
4.1 Financial impact – There are financial costs linked to the provision of the lone 

worker product which are detailed within the CMT report for this. 
  
   
4.2 HR policy / Legislative impact – Compliance by North Lanarkshire Council with the 

Health & Safety at Work etc Act 1974 and supporting legislation. 
  
 
4.3 Technology / Digital impact – There are digital impacts linked to the provision of the 

lone worker product which are detailed within the CMT report for lone working. 
  
    
4.4 Environmental impact – No implications. 
  
 
4.5 Communications impact  - No implications. 
  
  
4.6 Risk impact – All topics within the report contribute to controlling the associated 

risks.  
  

 
5. Measures of success 
 
5.1 Update report on a number of topics. 

 
6. Supporting documents 
 
6.1 N/A 
 
 

 
 
 
Fiona Duddy 
Occupational Safety & Wellbeing Manager 
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North Lanarkshire Council 
Report 
Joint Consultative Committee  

 

☐approval ☒noting Ref FW/SM Date 30/03/19 
 

1140 Expansion Update 
 
 

  From  Fiona Whittaker, Head of People and Organisational Development 
 

  E-mail Whittakerf@northlan.gov.uk Telephone 07973 728628 
 

 

 

 
1. Background 

 
1.1 In line with the Children and Young People (Scotland) Act 2014, the Scottish 

Government committed to increasing the annual entitlement to Early Learning and 
Childcare from 600 hours to 1140 hours by August 2020 for all three to four year olds 
and eligible two year olds.  

 
1.2 Due to the COVID19 19 pandemic the statutory duty to deliver by August 2020 was 

subsequently removed, however North Lanarkshire Council took the decision to 
implement in advance of any future statutory duty and most 1140 settings went “live” 
at the start of term in August 2020.  
 

1.3 All establishments are now configured to deliver 1140 hours.   
 

 
 
 

 
 

Executive Summary 
 
This report seeks to update committee on the workforce aspect of the 1140 Expansion 
programme to date.  
 

Recommendations 
 
It is recommended that committee note the content of this report with any points of 
discussion being raised during the meeting. 
 

The Plan for North Lanarkshire 
Priority  Support all children and young people to realise their full potential 

Ambition statement (7) Enhance collaborative working to maximise support and ensure 
all our children and young people are included, supported, and safe 

AGENDA ITEM 5
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2. Report 
 
2.1 From the outset it was clear that implementation of an enhanced entitlement for Early 

Learning and Childcare provision required a new resource model to be designed and 
developed. 

2.2  In early 2019 an HR Business Partner and HR Adviser were seconded to the 1140 
Hours Expansion team to support the design, development, and implementation of the 
new model and to facilitate joint working with partners such as Trades Unions and the 
Employee Service Centre. 
 

2.3      Following extensive consultation with the Joint Trades Unions the following items were   
agreed:       

 The establishment of key operating principles including ongoing TU 
consultation, agreement that all promoted posts be recruited internally, 
commitment to resolving individual issues on a case by case basis, joint 
sharing of communication plans, key messages, and FAQs to maximise 
workforce engagement. 

 Creation of new roles – the following new roles were created as part of the 
career pathway - NLC10 Principal Lead, Equity and Excellence Lead 
Teacher, NLC7 Key Worker and NLC4 Support Worker. 

 Development of a career pathway for the Early Learning and Childcare 
service enabling career progression from entry grades such as Modern and 
Foundation Apprentice and NLC4 Support Worker (see Appendix A).  

 Protection for existing NLC9 employees (at 28 June 2019) to ensure no 
detriment in the new model. 

 Agreement to redeploy key roles into the Early Learning & Childcare 
structure (example ASNA(EY), Creche Workers, Nursery Teachers). 

This process was not without significant challenges and required all parties (1140 
Expansion Team, HR, Finance, and joint TU) to work in close collaboration to ensure 
that the new operating model was deliverable within tight timelines and within budget.  
 

2.4 Recruitment – the following table shows at a glance the level of recruitment into Early 
Learning and Childcare during the development of the programme.  

  

 
 
2.4.1  The roles at NLC9, NLC10, NLC11 and NLC13 represent internal recruitment and 

evidence the strong emphasis on developing our own workforce and succession 
planning.  
 

2.4.2  Internal recruitment at NLC 7 and NLC4 also represent our own workforce with 
promotion from NLC4 to NLC7 and career changers on-boarded at NLC4.  

 
2.4.3 It should be noted that external recruitment took place at NLC4 level entry grade and 

NLC7 level only when all internal routes were exhausted.  
 

Recruitment 
(between 28/6/19 and 
1/3/21)

Winter leavers 
/ Family Fund 

NLC4 
Support 
Worker

NLC7 
Support Worker 

NLC9 
Lead 
Practitioner

NLC 10 
EEL / EEL Teacher / 
Principal Lead

NLC11
Depute 
Head of 
Centre

NLC13
Head of 
Centre

Recruitment - Internal 21 65 69 66 9 11

Recruitment - External 5
277
(inc 3 MA) 

94
(inc 12 MA)

Page 22 of 25



2.4.4 Vacancies - A very small number of vacancies remain to be filled at the current date 
and will be progressed in the next few months. To exhaust all internal opportunities 
many vacancies have been advertised internally on several occasions.  
 

2.5 Redeployment - As part of the programme several opportunities arose to enable 
workforce form other areas to de redeployed into the sector to further support 
delivery. 61 former Classroom Assistants / Additional Support Needs Assistants who 
had been working in Early Years were formally redeployed into Support Worker roles 
as were 5 other workers (creche workers and others via formal redeployment 
processes). In addition, roles were created to facilitate the transition of 6 Equity and 
Excellence Lead Teachers as part of a negotiated agreement with Teachers Trade 
Unions. These Teachers (formerly Nursery Teachers) will work in the Early Years 
setting enhancing attainment in areas of particular need.  

 
2.6 Quality - A network of Quality Officers has also been introduced to support the 

delivery of Quality in both local authority and partner provider settings. A key aspect 
of their role is the implementation of an “on the job” training and development 
programme for all levels of the workforce.  

 
2.7 Workforce Development and Formal Training – The table below outlines the 

significant investment in Early Learning and Childcare staff by way of formal 
“accredited” learning funded by the 1140 programme to date.  

 

 
 
2.7.1  COVID19 had a significant impact upon new learning in this arena in 20/21 and this 

meant that new courses (particularly PDA and HNC) which were scheduled had to be 
postponed, however there is commitment to enhance the programme going forward 
as part of COVID19 recovery. 

 
2.8 In conclusion – it is clear that the success of North Lanarkshire Council in being the 

largest local authority to fully implement 1140 expansion has been due to a 
collaborative approach whereby all parties have sought to work closely together to 
ensure the model meets the needs of the children and families within the authority 
area. The successes in the workforce arena go hand in hand with those in our 
infrastructure programme which combined allow us to provide an excellent service. 

 
 

3. Public Sector Equality Duty and Fairer Scotland Duty 
 
3.1  No implications    

 
4. Impact 

Formal Training Provided 
Foundation 
Apprentice

Modern 
Apprentice

NLC4 
Support Worker

NLC7 
Support 
Worker 

NLC9 
Lead Practitioner

NLC 10 
EEL / EEL 
Teacher / 
Principal 
Lead

NLC11
Depute 
Head of 
Centre

NLC13
Head of 
Centre

Masters of Education in 
Childhood Practice 

4 (1 
partner 
provider)

BA Childhood Practice

HNC Early Education and 
Childcare

30 
(career 
changers) 

PDA Education Assistant 20
Social Services, Children 
and Young People (SVQ3)

16 (2019/20)
31 (2018/19)

Social Services, Children 
and Young People (SCQF 
level 6)

101 (2019/21)
145 (2018/20)

66 various stages  (6 partner providers)
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4.1 Financial impact – No implications 
  
   
4.2 HR policy / Legislative impact - No implications 
  
 
4.3 Technology / Digital impact - No implications 
  
    
4.4 Environmental impact - No implications 
  
 
4.5 Communications impact - No implications 
  
  
4.6 Risk impact - No implications 
  

 
5. Measures of success 
 
5.1 Update report. 

 
6. Supporting documents 
 
6.1 Early Learning & Childcare Career Pathway Document 
 
 
 
 
 
 
 
 
Fiona Whittaker  
Head of People and Organisational Development 
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There may be additions as the quality support structure is developed across ELC. 

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     
£19,269 – £20,508 
(pro rata)

Limited experience in 
an early years setting

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

NLC7   
£23,304 - £26,238  
(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  
£27,915- £32, 628 
(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    
£33,531 - £39,219 
(pro rata)

Demonstrable 
experience of the 
effective delivery of 
the curriculum

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

NLC10    
£33,531 - £39,219 
(pro rata)

Experience of leading 
a team

SVQ4, HND in Early 
Years and Childcare, 
and work towards 
a BA Childhood 
Practice or equivalent 
qualification as 
defined by the 
Scottish Social 
services Council 
within an agreed 
timescale 

NLC11    
£37,095 - £41,256 
(pro rata)

Significant 
experience in a 
management post

BA Childhood 
Practice (or 
equivalent)

NLC13    
£44,247- £48,501 
(pro rata)

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
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