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1. Background 
 
• The Council’s Workforce Mental Health and Wellbeing strategy was developed in 

partnership with Trade Union Colleagues and approved at Finance and Resources 
Committee in September 2019.  

 
• Since then there has been significant progress made to deliver against our commitments 

within this strategy.  Furthermore, a great deal of effort has been placed to ensure that we 
respond timeously and flexibly to meet the needs of the workforce in response to the COVID 
pandemic, putting in place new and additional supports for staff. Much of this work has 

Executive Summary 
 
The purpose of this report is to provide Finance and Resources Committee with an update on 
the work being undertaken to deliver against the Council’s workforce Mental Health and 
Wellbeing strategy.  The report also aims to provide an overview of recent work undertaken to 
ensure the strategy and plans remain relevant and aligned to both local and national strategies 
and policy, as well as being responsive to emerging priorities and needs across the workforce. 
 

Recommendations 
 
It is recommended that: 

• The progress made to align our strategy against the Lanarkshire Mental Health and 
Wellbeing strategy and in particularly the Good Mental Health for all workstream is 
acknowledged. 

• The forward direction of travel is approved. 
• Committee members aid the plans and the supportive culture we are aiming for at 

NLC and across our communities by leading on creating a climate of wellbeing 
through ways of working. 

 

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 
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been delivered through partnership working across services, with Trade Unions, and with 
our partners – this will remain a key principle moving forward.  

 
• This report aims to provide Finance and Resources Committee with a broad overview of 

progress in the last year and transparency around forward plans for 2021/22. 
 

 
2. Report 
 
 NLC workforce Mental Health and Wellbeing Strategy 2021/22 
 
2.1 Our workforce Mental Health and Wellbeing Strategy was developed in full partnership and 

agreement with our Trade Union Colleagues and approved in September 2019.  In May 
2020 the strategy was launched to colleagues during Mental Health Awareness Week.  
Since then we have continued to deliver a programme of work against the five key priorities, 
as detailed in section 2.5, 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 
 

 
 

2.2 During this process we have engaged with colleagues in NL H&SCP and Education and 
Families to align plans and we 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. A guiding framework 
has been developed which has proved helpful to aid stakeholder engagement and input, 
as shown in Appendix 1. 
 

2.3 In March 2020 a joint working group was established by NL HSCP with twenty-five 
colleagues from across the partnership including representation from Trade Unions. The 
group meets 4-weekly and has now extended to colleagues from Education and Families.  
Our joined up approach ensures that we leverage our resources (including the direction of 
monies awarded), our expertise and tackle common challenges together and efficiently in 
support of the plan for North Lanarkshire and the outcomes we’re aiming to achieve (further 
detailed against our strategic performance framework in Appendix 2). 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 within the accreditation 
framework.  

 
2.4 The refreshed priorities and delivery plan was also shared with Trade Union colleagues 

through the Joint Consultative Committee (JCC) on 30th March 2021.  Further commitment 
has been made by JCC to sharing the North Lanarkshire data from a recent Unison ‘One 
Year of COVID’ survey and discussing this at a future meeting to ensure that any 
recommendations are captured or explored further.   

 
2.5 The five key priorities agreed 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. To train & support our managers in proactive approaches to reduce instances of 

workplace stress.  Recognising that managers have a duty to work with employees to 
address causes of stress before it has a prolonged, adverse effect on the employees’ 
health. 

These priorities are underpinned by a detailed delivery plan as attached Appendix 3.  
 

2.6 The following sections of the report are designed to offer Finance and Resources committee 
an overview of progress made in the last year, and an indication of the future focus of our 
plans.  
 

 Work Well NL provision uptake in 2020 and forward areas of activity 
 
3.0 Our Work Well 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 through a 
new resilience section on Work Well 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.  

 
3.1 At the start of the pandemic we quickly introduced a series of virtual webinar sessions to 

bring staff together and collaborate on new ways of working and challenges faced. This 
included 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.  
 

3.2 In March 2021 based on feedback from staff we offered further Mindfulness Sessions to 
staff on ‘Using Mindfulness for Managing Change and Uncertainty’.  All places were taken 
up by staff with positive reactions to the session, as shown in image 2.0 below.  Given the 
popularity of these sessions we will continue to offer these throughout the year.  
 

  

https://www.nllife.co.uk/nl-life-work-well-resilience/
https://www.nllife.co.uk/nl-life-work-well-mindfulness/
https://www.nllife.co.uk/nl-life-work-well-mindfulness/


Image 2.0 Staff reaction to Mindfulness training session 

 
 

3.3 Work Well NL received 86,997-page hits between January and December as illustrated 
below in image 3.0. Clear peaks can be seen throughout the pandemic and in line with 
communications campaigns throughout the year to promote resources and support.  
Furthermore, considering the restrictions brought by the pandemic we have maintained a 
strong focus on mental wellness, active health, and outdoor activity and this is reflected the 
top page views in image 3.1.  Most notably with the focus on active health throughout the 
pandemic, our Cycle2work scheme received a 61% increase in uptake during Jun-Nov 
2020, with 258 staff purchasing bikes through the scheme. We would hope that the uptake 
of Work Well NL support has somewhat contributed towards our relatively low absence 
levels throughout the pandemic.  

 
Image 3.0 Work Well NL page hits 2020 

 
  

Image 3.1 Work Well NL top page views 2020 

  



 
3.4 We have also 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. The 
financial wellbeing pages were within the 10 most visited pages on the Work Well NL Site 
– as shown in image 3.1 above. Notably, our discounted shopping site ‘Reward & 
Recognition NL’ received a record average spend between October and January of £84 per 
person shown in image 4.0 – which was double this time last year with the most popular 
retailers being Curry’s, Argos, Tesco, Asda, John Lewis and M&S.   

 
           

Image 4.0 Average spend per unique user Reward & Recognition NL – Aug 18 – Jan 21 
 

 
 
3.5  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 5.0 below. 
The reasons for referrals in the last 6-months are largely down to personal 
stress/depression/health, personal family bereavement/difficulties with a small proportion 
attributed to workplace stress and anxiety.  

 
Image 5.0 Employee counselling uptake 2020 
 

 
 

  



3.6 Our Work Well NL offer will continue throughout 2021/2.  The focus areas are detailed 
below and are supported by a communication plans that we expect all managers to cascade 
with their teams. 

 
• 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 and emphasise the 
importance that lifelong learning has on good mental health 

 

• 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 

 
These plans are important to maintain a quality provision for staff, given the level and pace 
of workplace change and new ways of working that will continue in line with our modern 
workplace plans. Throughout the year the safety and wellbeing team will also continue with 
Health Surveillance checks for hand arm vibration, respiratory, audiometry and skin. The 
Talent and Organisation Development team will continue to support the Council’s Suicide 
Prevention programme of work.  
 

3.7 Elected Members have full access to all resources available on Work Well NL and LearnNL.
 The schedule for elected members development is currently being worked up with 
Committee Services.  A session around Mental Health and Wellbeing will feature later this 
year following its postponement last year as we responded to the pandemic. 

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

culture and climate of wellbeing at NLC 
 
4.0 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.  
 

4.1 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.  Further steps will be taken to look at how 
we can build on our existing network of champions across the workforce to further 
communicate, support, reinforce and embed our approaches.  
 

4.2 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 
mentally healthy workplace toolkit for staff and managers to identify causes and effectively 
manage mental health and wellbeing issues in the workplace.  
 

  



4.3 Finally, in support of the new Supporting Attendance policy 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 c.1200 managers and will comprise of e-learning on the new policy, 
a virtual skills masterclass and two short interactive virtual workshops to further deepen 
knowledge and skills around creating mentally healthy workplaces free of stigma and 
discrimination. This programme is planned for full delivery between May and December 
2021 with all managers in scope. 

 

Workplace safety and wellbeing  

5.0  Protecting the mental wellbeing of our employees has always been and continues to be of 
high importance.  Work has been ongoing across the Council to provide employees and 
managers with the correct tools for wellbeing.  

 Most recently living with the pandemic has proved a challenge for everyone and mental 
health has rightly had a keen focus placed on it as we, as an employer, work to ensure our 
employees keep themselves mentally well at a difficult time and have access to supports 
to aid this.  A great deal of work has been carried out to ensure COVID safe workplaces 
have been provided for those whose role has required them to continue to be in a physical 
workplace and equally for those who have moved to a position of working from home 
through home working self-assessments which go direct to the manager on completion. 

5.1 A review and refresh of the stress tool kit was recently undertaken to assist employees in 
completing their own self-assessment and for managers who require to undertake an 
individual stress risk assessment for employees.  The tool kit is based on the Health & 
Safety Executives stress management standards and assists in identifying measures that 
can be implemented to help employees who are suffering from work related stress.  Work 
continues in this area and going forward easy to use tools for managers are being produced 
to undertake a quick health check on teams. This will instil a proactive approach for 
managers in assessing where they may need to act on areas of concern in advance of any 
issue developing – these tools will be introduced as part of the training programme outlined 
in section 4.3.  

5.2 As violent incidents continue to be one of the Councils highest incident types a short life 
working group looking at this topic have completed discussion and produced a report which 
makes a number of recommendations in order to improve the wellbeing of employees and 
reduce the risk from violent incidents.  The group was a mix of safety, employee relations, 
HR and trade union colleagues and the work of the group will be taken forward through 
committee and then progressed Council wide. 

5.3 Linked to violent incidents and protecting the wellbeing of our employees a lone worker 
solution is currently being procured.  This will enable a trial of an electronic solution which 
is externally monitored and will give employees safety and security while they lone work 
and provide the opportunity to gain help, should they require it, quickly and discreetly.  The 
procurement of the product is being done in conjunction with services and trade union 
representatives and once the trial has been completed and evaluation will be completed to 
determine longer term plans. This work also aligns with the NL Community safety strategy 
2020-2025 that aims to create environments for staff that are safe while employees are out 
working in the community. 

5.4 The Council’s Health and Safety strategy 2021, that is currently under development, will 
also link to ongoing work being progressed in proactively managing the mental wellbeing 
of our workforce. 

  



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

6.0 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. 

 
6.1 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.  
 

6.2 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.   

Using intelligence to guide and measure the impact of our plans 

7.0 Investors in People (IiP) framework)  

Our investors in people framework continues to be a key vehicle to measure the impact of 
our actions and identify what additional gaps need to be addressed. The Council is currently 
undertaking its first full Council assessment, with results and recommendations due to be 
presented in July 2021. The IiP framework supports us to measure against key areas 
relevant to the fair work framework and that affect the wellbeing of our staff such as trust, 
respect, empowerment, voice, involvement in decision making and ability to balance work 
and personal life. Furthermore, we have enhanced the demographic information which 
provides more detailed reports and action planning by age, gender, job level and role in 
support of our diversity and inclusion commitments.  

7.1 Healthy Working Lives award 

The Council has held the Healthy Working Lives gold award for several years as well as 
the mental health commendation which sits within the award.  To retain the award work 
demonstrating the commitment to actively protecting the mental health of our employees is 
demonstrated on an annual basis and this is done through activities and campaigns of the 
likes evidenced with the Work Well NL section of this report – the next assessment will be 
carried out in December 2021. A health needs assessment is carried out every 3 years as 
part of the award criteria covering key health and safety aspects within the working 
environment and includes questions from the health and safety executives stress 
management standards.  The results form the basis for targeted campaigns and activities 
to meet our employee feedback. 

7.2 Ongoing pulse surveys through new ways of working 

It was agreed with the trade unions that during the period of time that the Council’s 
Homeworking Scheme (Interim) is in place, those participating in the scheme will be 
surveyed to help gauge the level of mental health and wellbeing amongst this part of the 
workforce.  The first survey took place in December 2020 and the second one is scheduled 
to take place in May this year.   Results are discussed with the trade unions and appropriate 
actions taken or considered.  Regular meetings will also continue to take place with the 
trade unions to facilitate discussions regarding mental health and wellbeing and consider 
areas of improvement or action.  Early discussions have also commenced with the Teacher 
Trade Unions to consider specifically the mental health and wellbeing of our teaching 
population and to consider good practice and areas of enhanced support. 

  



7.3 Enhanced workforce analytics 

Improved workforce analytics are being looked at with the workforce analytics team to 
produce workforce dashboards.  This will support improved analysis and decision making 
in support of strategic workforce plans and allow better measurement of impact of activity.  

8.0 Next steps 

1 Finance & Resources committee feedback and approval on forward plan 
2 Deliver against 2021/22 plan adapting as necessary in line with emerging priorities 

and recommendations received through measurement tools 
3 Continue with partnership approaches to delivering the plan, including involvement 

of Trade Union colleagues 
 

 
 
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 are able 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 employee engagement, mental ill health, and absence.  
  

 
 
5. Measures of success 
 

5.1 There are 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 – as demonstrated in Appendix 2.  

 
  



 
6. Supporting documents 
 
6.1 Appendix 1 – Overarching framework for NLC’s workforce mental health and wellbeing 

strategy 
6.2 Appendix 2 – Strategy outcomes aligned to the strategic performance framework 
6.3 Appendix 3 – Workforce MH&W 2021/22 Delivery plan 
6.4 Link to NLC Workforce Mental Health and Wellbeing Strategy (referenced at section 2.1) 
6.2 Link to Work Well NL digital platform to access all resources (referenced at section 3.0) 
6.3 Link to Improving community safety in NL. Strategy 2020-2025 (referenced at section 5.3) 
 
 
 

 

 
Fiona Whittaker 
Head of People & Organisational Development  
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Appendix 1 – Guiding framework for NLC’s workforce MH&W strategy 2021/22 
 

 



Appendix 2 Workforce wellbeing strategy aligned to the plan for NL strategic performance framework 
 
Overarching measure within plan for NL is C.23: Improved life expectancy of residents (including our workforce) and that we support individuals 
to remain healthy for longer. 
 

 
  



Appendix 3 – Workforce MH&W Delivery plan 2021/22 - Priority 1

 
 
 



Appendix 3 continued - Priority 2 

 
 



Appendix 3 continued – Priority 3 

 
  



Appendix 3 Continued – Priority 4 

 



Appendix 3 continued – Priority 5 

 


