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Executive Summary 

 
Human Health and Social Care is the largest employment sector within North Lanarkshire, 
and in 2020 it accounted for around 25,000 jobs or 20% of all employment.  With the 
combined impact of COVID-19 and Brexit, and a forecasted aging population demographic 
across North Lanarkshire, this sector is also predicted to show job growth of around 1,200 
between 2020 and 2023 with significant additional replacement demand over the same 
period.  Over the course of the pandemic, the sector has also experienced significant 
additional demand and ongoing supply shortages in critical health and care roles including 
Nursing, Allied Health Professionals, Mental Health Officers and Home Support Workers. 
 
Following the Care Academy’s successful launch in 2018 and subsequent partnership work 
between Education, NHS Lanarkshire and the North Lanarkshire Health and Social Care 
Partnership (NL HSCP), to develop the website and facility at Coltness High School, the 
Care Academy now needs to evolve to become a broader and more comprehensive 
integrated programme of work. This is to ensure that it will fully support The Plan for North 
Lanarkshire, and our ambition to build a workforce for the future, developing an integrated 
single academy model that meets immediate employment demands within the sector, as 
well as building progression and career pathways for young people, residents of working 
age and targeting those who may consider a career change or return into the sector.  
 
This paper describes the context in which this work is being driven forward, the specific 
strengths of the existing care academy model which are being built upon and the range of 
offers across the authority area for people in our communities. 
 
This work is underpinned by a five-year strategic plan as detailed in Appendix 1. 
 

Recommendations 

The Policy and Strategy Committee is asked to: 
 
(1) Note the contents of the report; and  
(2) Approve the terms of the reference for the Care Academy steering group; and, 
(3) Approve phase 2 evolution of the Care Academy model as described in this   
            paper. 
 



 
1. Background 
 

Population Context 
 

1.1 The North Lanarkshire population is ageing with many older people and a growing 
number of younger people living with two or more long term conditions such as diabetes 
and respiratory disease. The burden of illness will continue to increase over the next 
ten years as the population ages.  Health and social care services are already 
experiencing the impact of meeting the needs of an ageing population, for example, in 
Home Support and District Nursing services.  The vulnerability of the ageing group has 
been demonstrated in the on-going pandemic, which has in turn created specific 
pressures for the care professions. 
 

 Demand Profile 
 
1.2 The health and social care sector in North Lanarkshire is set to continue to be one of 

the key employment growth sectors. The latest Regional Skills Assessment (RSA) 
report for North Lanarkshire, South Lanarkshire and East Dunbartonshire published by 
Skills Development Scotland on 26 February 2021 clearly highlights the projected 
employment growth potential. See future demand predictions in Appendix 3A & 3B. 

 
1.2.1 In North Lanarkshire, the RSA Data Matrix* from the RSA report shows that in 2020 

there was approximately 22,300 people employed across the following industries: 
Human Health: 13,700; Social Work: 6,500; and Residential Care: 2,100. Furthermore, 
the top employing occupations in North Lanarkshire included 9,100 Health 
Professionals and 11,000 Care Professionals. In terms of demand across Scotland, 
one of the highest demand areas was nursing and care workers, with home carers 
among the highest number of job posting. At a Lanarkshire/East Dunbartonshire level, 
this trend continues with care workers and home carers (1,539) and nurses (1,475) 
being the two highest in relation to job postings. *It should be noted that the figures for 
North Lanarkshire should be viewed as a direction of travel and treated with caution as 
they are not a full data set. 

 
1.2.2  Looking forward, whilst the labour market will continue to face immediate challenges 

due to Covid-19, the forecast for the mid-term (2020-2023) indicates there will be jobs 
growth and opportunities creates as a result of the need to replace workers leaving the 
labour market due to retirement and other reasons. For Human Health and Social Work, 
there is expected to be a total requirement in North Lanarkshire of 2400 people between 
2020 and 2023. There is expected to be an expansion demand of 500 jobs (mostly with 
no qualification requirements) required in Caring Personal Services occupations and 

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 

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

Ambition statement (6) Raise attainment and skills for learning, life, and work to 
enhance opportunities and choices 



300 Health Professions of which the greatest requirements are at SCQF 7-10. Looking 
longer term in North Lanarkshire from 2023-2030, this trend is set to continue with a 
total requirement of 4,200 people for Human Health and Social Work positions with 
expansion demand of 800 jobs (mostly with no qualification requirements) required in 
Caring Personal Services occupations and 500 Health Professions of which greatest 
requirements will be at SCQF 7-10 

1.2.3 Local intelligence has identified specific recruitment and capacity challenges in several 
services including Community Nurses, Home Support Workers, Social Workers, Mental 
Health Officers, Residential Child Care Workers and allied health professions (AHPs) 
such as Audiologists, Physiotherapists and Podiatry. A snapshot of the workforce 
profile against these key roles is shown in Appendix 4. To meet the challenges ahead 
the HSCPNL, in partnership with North Lanarkshire Council and NHS Lanarkshire, 
must implement a comprehensive programme; this must include short term measures, 
such as promoting the full spread and range of job opportunities aspects of health and 
care. Midterm to longer-term solutions could include creating clearer pathways and 
qualification routes for young people and career changers to enter these vital 
professions. 

 

North Lanarkshire Council’s 2020 Employability Review and Workforce for the 
future strategy 

 

1.3.1 In December 2018, the council commenced an Employability Review which reported to 
the council’s Policy and Strategy Committee in March 2020. The Review included 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 
would support and improve future arrangements and outcomes. The Employability 
Review also informed the development of the Workforce for the Future Strategy 2020-
2023, presented at Committee today.  

 

1.3.2 The strategy takes forward the recommendation to build on the work that the Council 
had undertaken with NHS Lanarkshire and other partners to establish the North 
Lanarkshire Health and Social Care Academy as part of a wider single Academy model 
for skills and employability development across North Lanarkshire. 

 

Other Developments 
 

1.4 The Review of the School Curriculum which concluded in May 2020 had the 
subheading ‘Pathways, Packages and Partnerships’. This paper follows through on 
those themes and presents a plan for enabling more effective future pathways which 
will improve attainment and enable more effective economic opportunities as a result. 
To ensure we maximise employment opportunities for our young people, it is essential 
the partnership creates effective packages of learning and support, which ensure an  
alignment of the curriculum to employment opportunities, in order to ensure school 
leavers have the correct mix of skills to benefit from current and predicted job 
opportunities.  
 

1.4.1 The Covid pandemic has created a context in which public awareness has been 
reinforced regarding the importance of the care professions. It is important to 



acknowledge the strength of public support those key workers providing essential care 
have received. If anything, this has helped young people to recognise a wider range of 
opportunities that might exist in such employment and the important and rewarding 
nature of such work. 

 
1.4.2 To meet this challenge a broader, more comprehensive, and fully integrated 

programme will be taken forward; this will include short term measures, such as 
promoting the full spread and range of job opportunities relative to aspects of health 
and social care. Mid to longer-term solutions include creating clearer pathways and 
qualification routes for young people and career changers/returners to enter these vital 
professions.  As detailed in the terms of reference document attached as Appendix 12. 

 

Care Academy: Phase One Activity 
 

1.5 Through the NLHSCP, in conjunction with North Lanarkshire Council and NHS 
Lanarkshire, a Care Academy was established in Coltness High School in 2018. There 
was a joint approach to planning and recruiting participants into the academy. 

1.5.1 The vision of the Care Academy was simply expressed in the following terms: 
 

“We aspire to effectively deliver the future Health and Social Care Workforce from our 
local population by encouraging more residents to choose a career from the broad 
range of opportunities available.” 

1.5.2 The Care Academy was constituted in relation to aims:  

 Create the health and social care workforce of the future which best serves the 
needs of people living in North Lanarkshire 

 Address deprivation and inequalities in North Lanarkshire by creating opportunities 
for employment in the breadth of health and social care services provided within 
the county 

 Reduce the number of vacancies within the health and social care sector in North 
Lanarkshire. 

 

1.5.3 Several broad objectives were established for the Care Academy, that still apply: 
 

 Take an evidence-based approach to identify the short medium- and long-term 
supply and demand profile for the sector across North Lanarkshire. 

  
 Inspire the next generation of talent by taking the in-school academy education 

workstream to the next phase. This includes creating pathways from school to 
employment and looking at new digital delivery models to inspire young people with 
the right values to pursue a career in the sector. 

 
 Establish career pathways and underpin these with qualification and development 

routes, influencing further and higher education strategies to secure and maximise 
available funding. 

 
 Further develop recruitment strategies with university and college campuses to 

discover and inspire upcoming talent and generate more qualified applications to 
fulfil current and future demand needs. 

 



 Develop a plan to reach and inspire passive candidates or potential career 
changers and returners, with the right values, to take their first steps towards 
exploring a career in social care. Ensuring an inclusive approach to reaching those 
who are furthest removed. 

 
 Build the Health and Social Care partnership employer identity by aligning with the 

‘Work Here’ brand established in the plan for North Lanarkshire and improve how 
the entire reward and compensation package is marketed for all roles. 

 
 Create a social media strategy to build a stronger online presence around the Care 

academy, breaking down any misconceptions around the sector and providing 
practical tools and resources for people to discover potential future roles.  

 
 Evaluate and report progress and any additional recommendations to the Steering 

Group for decision making 
 

1.5.4 Since the initial concept for the Care Academy, The Plan for North Lanarkshire has 
been agreed by the North Lanarkshire Partnership. The single plan is founded on 
ensuring positive outcomes from school as a pathway to enabling future economic 
success. It is crucial to make the link between success in attainment and future life 
chances. This is work that will be progressed through the delivery of the Workforce for 
the Future strategy as presented at Committee today. 
 
Phase Two Planning: Health and Social Care Academy 
 

1.6 As part of Phase Two of the Health and Social Care Academy development, it will be 
broadened in scope. This will see the development and promotion of a full range of 
entry routes into health and social care roles that will offer value, sustainable and 
satisfying jobs with meaningful and fair work opportunities and progression pathways 
in line with the Workforce for the Future strategy as presented at Committee today.   

1.6.1 The next phase will also take into consideration the five foundations for change from 
the Independent Care Review and #keepingthepromise framework, and the 
recommendations from the independent review of Adult Social care (see link to 
supporting document in section 6.0).  

 

A cohesive delivery plan for phase two 
 

1.7 To deliver these objectives there will be three key workstreams: 

1. Developing the young workforce and inspiring the next generation of talent.  
This includes phase 2 development of the Health and Social Care in school 
academy/vocational education model to strengthen impact and reach into the 
H&SC sector, creating inclusive pathways and growing a diverse pipeline of future 
talent.  
 

2. Adult recruitment and employability. Strengthening partnerships and 
approaches to encourage individual towards job opportunities in health and social 
care. This includes facilitating career change/returner opportunities and reaching 
passive candidates to meet short- and medium-term demands that will also improve 
the prospects of working age adults tackling poverty and inequality. 

 



3. H&SC employee engagement and wellbeing. Ensuring that the existing staff 
across the H&SC workforce are safe, well, supported and motivated. Building 
capacity across the sector in terms of training and development. Creating resilience 
within the workforce and improving absence and employee retention.  

 
 

2. Report 
 

Significant dialogue has taken place between senior officers of North Lanarkshire 
Council, NLHSCP and NHS Lanarkshire regarding phase two planning for the Health 
and Social Care Academy. The following section of the report details the programmes 
of work already underway against each workstream.  Each workstream sees a 
collective group of individuals with appropriate knowledge and expertise from across 
the NL H&SCP, NHS, the Council, further and Higher Education, third sector, 
independent providers, and wider stakeholders.   The workstreams will be governed 
through an overarching steering group as detailed in the terms of reference document 
attached as Appendix 12 with a high level phase 2 activity timeline shown at Appendix 
2. 

 
2.1 Workstream #1 - Developing the young workforce and inspiring the next 

generation of talent  
 
Building a more integrated academy model involves a comprehensive model of supply 
side programmes that run in North Lanarkshire schools and New College Lanarkshire, 
and a structured approach to careers information, advice, and guidance. This section 
details the activity which makes up that comprehensive approach. 

 
A breakdown of the number of young people undertaking school-college programmes 
over the last 4 academic years is provided in the table shown in Appendix 5. The 
school-based programmes are on offer from Entry Stage at S3 allowing for progression 
on to pathways as outlined within this section.  
 
As part of the universal offer within the senior phase of learning courses are accessible 
to all pupils with specific emphasis on promotion with pupils who have indicated career 
aspirations within the related fields. In line with our Developing the Young Workforce 
(DYW) delivery plan, a continuous cycle of data modelling is undertaken in relation to 
the career aspirations of our children and young people through the Skills Development 
Scotland 16+ Data Hub. The latest data in relation to Health, Social Care and Education 
is also detailed in Appendix 5.  

 

 
2.1.1 School Based Pathways, Partnerships and Programmes 
 

Post-16 Pathways 
 
A revised pathway for the Health and Social Care Academy has been established with 
schools and key partners. The pathway elements are in the section below. At each 
stage consideration was given to the critical thinking skills of the young people involved. 
This pathway was established for several key sector areas, including that of health and 
social care by North Lanarkshire Council, in collaboration with further and higher 
education partners, as well as Skills Development Scotland. 

 
Entry Stage S3 – S4  
 



Pupils will have the opportunity to complete the entry Level 4/5 Early Education 
Childcare and Healthcare programmes through the school/college partnership see 
pathway diagram shown in Appendix 6. This course will provide pupils with exposure 
to sector specific industry skills.  The subject design of this courses allows for 
progression onto a higher level within the sector upon successful completion. The entry 
level course aligns with accreditation on the SCQF Level 4 or 5 
 
Stage 2 S5-S6  
 
Young people can enter at this level directly with the relevant qualifications such as 
English or through successful completion from Entry Level 4/5 qualification. The course 
is delivered directly via school/college partnerships through school-based study to 
achieve a Level 6 Foundation Apprenticeship. The course is delivered through industry 
informed learning activities with employers and is supported by industry mentors and 
Skills Development Scotland.  
 
Stage 3 – School/College Transition 
 
Young people will have the opportunity to go to college to complete this Level 7 HNC 
qualification.  Entry can be gained upon completion of Level 6 or direct entry with Higher 
English. The courses offer theory and practical experience in early years.  Through a 
specific partnership arrangement with New College Lanarkshire and the University of 
the West of Scotland, it is planned to deliver some of these programmes in school in 
the S6 year. 
 
Stage 4 - College 
 
Entry to this Level 8 HND qualification can be gained upon completion of Level 7 HNC.  
Young people can complete this course at college, individual then have the potential to 
progress onto the BA childhood practice at university. 
 
Stage 5 - University 
 
Young people will attend university to undertake a degree level qualification in but will 
benefit from a paid internship between the two years of study, which will be funded by 
the employers who support this programme. Their prior learning up to HND will be 
accorded enhanced status and they will begin their honours years on matriculating. 
Work will be done to sign up employers to this activity and provide them with a form of 
accreditation for doing so. Employers will guarantee an interview for all young people 
who complete the programme successfully.  
 
Through a specific partnership arrangement with New College Lanarkshire and the 
University of the West of Scotland, it is planned that a number of articulation routes will 
be available with higher standing for health and social care related programmes which 
are to be described through future steering group activity. 
 

2.1.2 Inspiring young people with careers in Allied Health Professions (AHP)  

Over the pandemic period, the majority of AHP services have been undertaking “Near 
Me” video consultations, enabling people to have health and social care appointments 
from home or wherever is convenient.  Adopting these new digital approaches offer 
senior school pupils the opportunity to join consultations (with patient consent) 



supporting important work experience for pupils considering undertaking an AHP 
qualification. It was used successfully by the occupational therapy department of NHS 
Lanarkshire to support a shielding final year student to graduate and find employment 
with NHS Borders – and we are keen to build on this.  

Furthermore, AHP services are currently examining the potential to offer apprenticeship 
models to help those who cannot commit to full-time education to reach their full 
potential and become the registered practitioners of the future. 
 

2.1.3 NextGen expanding scope to cover broader careers in health and social care  
  
The NextGen team within NHS Lanarkshire Medical Education Department offer 
frequent careers advice, and medical skills introduction days for school pupils with the 
aim of inspiring the next generation of talent into NHS careers. Through the Care 
Academy partnership approach, an event in March 2020 expanded to incorporate 
workforce demands in health and social care, third and independent sector.  Over 500 
people attended, and good traction was seen across social media with 27,292 posts 
viewed.    
 
Furthermore, the event evaluated well, as shown in Appendix 7.  Moving forward work 
will be done to build on this integrated approach whilst leveraging digital and social 
media to raise awareness of the different professions in the sector, what the work will 
be like and help individuals to understand the entry requirements and career 
development opportunities.  
 

2.2 Workstream #2 - Adult recruitment and employability 
 
2.2.1 Building on existing Higher Education Partnerships to fulfil demand  

NHS Lanarkshire has an established partnership with several Higher Education 
establishments such as University West of Scotland to proactively recruit newly 
qualified Registered Nurses from them.   The NHS Lanarkshire Nursing, Midwifery and 
Allied Health Professions (NMAHP) Practice Development Centre is instrumental in 
liaising with further education colleges to ensure that that are relevant access courses 
for students to reach the academic attainment to enter the registration courses for 
nursing and allied health professions.  Building on our partnerships is integral to our 
plans moving forward as mentioned in section 2.1.1. 

 

2.2.2 University Status 
 
Just before the start of the pandemic in 2020, three departments of NHS Lanarkshire 
(NHSL) were successful in being awarded University Departmental status from 
Glasgow Caledonian University (GCU). These are: 
 

 The University Department of Stroke Care at University Hospital Monklands 
 The University Department of Psychological Services (pan Lanarkshire) 
 The University Department of Podiatry (pan Lanarkshire).  

 
The Head of the UK College of Podiatry, the professional body for the podiatry 
professions, has acknowledged that this is the first such university department of 
podiatry in the UK, so the UK first for the GCU/NHSL partnership. In addition, the 
departments of Visioning Sciences and Occupational Therapy are currently perusing 
applications for the use of the GCU University Departmental title, with significant 



interest in developing a similar approach for Social Work.  Improving our academic and 
professional reputation as an employer will support us to attract people to live and work 
here and enhancing this approach will be fully explored in phase 2. 
 

2.2.3 PhD Studentships  
 

As a result of the Health Boards partnership agreement with GCU, two AHPs staff 
members are jointly funded on a part-time basis by NHS Lanarkshire, and GCU are 
undertaking part-time PhD studies. These staff members come from a physiotherapy 
and podiatry background and are midway through their PhD studies and progressing 
well. 
 
Currently, NHS Lanarkshire and the North Health and Social Care Partnership have 
pledged support to a joint bid from the University of Strathclyde and Glasgow 
Caledonian University, submitted to the Welcome Trust. The bid is in connection with 
the co-creation of rehabilitation technology for supported self-management. If 
successful, the bid will allow for approximately 5 PhD studentships to be offered to a 
range of staff across NHS Lanarkshire and North and South Health and Social Care 
Partnerships. Lanarkshire will also be a testbed and trial base for any new technological 
approaches in the field of rehabilitation technology for supported self-management.   
 
Again, these innovations showcase North Lanarkshire at forefront of new ways of 
working attracting people to live and work here.  
 

2.2.4 Nursing and AHP Physiotherapy students that have had a placement then paid 
employment 

In the first wave of Covid, opportunities were given to Nursing and AHP students to be 
employed as Healthcare support workers to aid patient care in acute and community 
hospitals and nursing homes. During the second Covid Wave, new placement 
opportunities were provided for 47 level four students (final year) who will graduate as 
physiotherapists in the summer of 2021. They were employed as assistant 
practitioners/students as part of a supported experiential learning experience. This 
initiative is the first time such placements have been trialled in the UK.  At the end of 
their paid placement, each student was offered a four-week traditional physiotherapy 
placement. Through strengthening relationships with our University partners, we will 
have more robust intelligence around those who are returning to education seeking a 
career change in aid of recruitment strategies.  

 
2.2.5 Social Work and Social Care career pathway 

 
Within phase 1 of the Care Academy, work was completed to develop a career pathway 
for Social Work and Social Care as illustrated in Appendix 8. Over the last 12-24 
months there has been significant focus on these areas given the supply and demand 
challenges faced and the need to engage and develop our existing workforce.  

2.2.5.1  Social Work Trainee Scheme 

The Social Work Trainee Scheme, a collaboration between NLC and the Open 
University, offers an important career pathway for people with experience in direct 
provision of supports such as home support, locality supports and integrated day 
services.  A notable number of individuals are in posts today having had access to the 
scheme. Due to financial pressures, the scheme was temporarily put on hold in 
2019/20.   In recognition of the gap in workforce planning and development, the scheme 



is currently under review with a full options appraisal being taken through a working 
group.  
 
2.2.5.2 Student Social Worker Placements  

 
As a local authority we are renowned for our external student placement programme, 
successfully maintaining the delivery of 29 student placements during 2020. The impact 
of Covid has brought challenges in placing students nationally with a requirement to 
look at new delivery models. Consequently, we took part in a Covid recovery pilot 
student placement programme with 4 student social workers taking part through a 
blended model of virtual and face to face delivery. The pilot evaluated successfully and 
in February 2021 we took on 19 external student social workers. Our approach and 
learnings are presently being shared across local authorities and universities as good 
practice around recruitment and retention.  

 
In line with new approaches to delivering social work services, a revised delivery model 
for managing social work students through a hub or hubs is also being explored, taken 
forward through a working group of senior social work managers from all care groups. 

 
2.2.5.3      Other Social Work development programmes 

 
There are several other programmes in support of Social Work workforce planning and 
development that make North Lanarkshire an attractive place to live and work.  Such 
as the Early Professional Development Programme for newly qualified workers that has 
led to the Council being chosen as a test site for a SSSC Newly Qualified Social Worker 
test programme before wider roll out in 2022.  Our Senior Practitioner Scheme provides 
a career development pathway for social workers and occupational therapists, and we 
continue to invest in opportunities for staff to continue their professional development 
so that we can meet the current and emerging needs of our communities. 

 
2.2.6 Mental Health Officers (MHO’s) 

 
In 2020 there was a Nationally recognised shortage of Mental Health officers and the 
North Lanarkshire workforce reflected that shortage.  In July 2020 the Adult Health and 
Social Care Committee agreed that: 

• the development of the MHO Service would be taken forward in tandem with 
the North Lanarkshire Health and Care Partnership Integration Review and be 
aligned with agreed changes to organisational structure in consultation with 
partners.         

• proposals of an operating structure of North and South Teams was the 
preferred MHO service model.   

• a proposal for a Mental Health Trainee Practitioner Scheme and service 
improvement would be undertaken 

• in principle to a re-structuring the MHO out of hours service, which 
complimented the remodelling of the daytime MHO service.   

 
Within this process 4 trainees were recruited and entered the training in the last 2-years 
with a further two recruited this academic year, with all being accommodated within the 
new trainee structure. Further to this a new post has been funded to recruit a temporary 
Part Time Practice assessor for the MHO course. This will facilitate the ongoing support 
of the current and future trainees to the point of qualification. 

 



The challenge to recruit more MHO’s remains, with the service continuing to report a 
shortfall of 362.5 hours per week in 2020. The progress of the service developments is 
being addressed under the Service Review and funding is being sought to increase the 
trainees. 
 

2.2.7    Home Support Workforce renewal 

Over the last few years Home Support as a service has been navigating a broad range 
of parallel demands which have been competing at times in the overall development of 
the workforce.  The overall ageing demographics for North Lanarkshire indicated 
significant increasing demand for care at home services and the model of delivery in 
North Lanarkshire was reviewed to match the predicted increase.  

 
Significant progress has been made over the last 4 years in the delivery of SVQ 
qualifications to meet SSSC registration requirements. 246 SVQ2 qualifications have 
been delivered to homecare staff through a blended model of internal and external 
delivery. Currently c.70% are qualified to registration standard with another 8% 
underway.  The remaining 22% have outstanding qualifications requirements which 
must be met within the next 5 years.  

 
The homecare staff exposure and risk related to the Covid outbreak escalated the need 
for significant recruitment to the service despite the challenges of social distancing and 
contact.  Since February 2020 the service has continued to focus on renewing the 
workforce through external recruitment strategies resulting in 1102 applications, 303 
candidates being taken forward to interview and 108 individuals being hired and taken 
forward into Induction and training. A further 44 candidates are in progress.  Our 
recruitment strategies will aim to make Home Support roles more attractive, particularly 
to a younger demographic, promoting the wider career pathways into health and social 
care, whilst building on the increased profile of social care from the pandemic response 
and recent national campaigns will be key to this.  
 

2.2.8 NLC Modern Apprenticeships in H&SC 
 
NLC offer Modern Apprenticeship opportunities to provide young people with the 
opportunity to work in a paid job while undertaking workplace training to gain new and 
enhanced skills and recognised qualifications. They are critical to strategic workforce 
planning enabling NLC services to renew their workforce and build talent pipelines in 
support of career pathways.   
 
In 2021/22 the programme will offer up to 67 apprenticeships in Early Learning and 
Childcare and Children and Young People, providing opportunities for young people to 
enter a rewarding career and a progression pathway for some of the 169 pupils who 
will have completed Foundation Apprenticeships in April. Further opportunities to 
expand the programme in Adult H&SC Services is currently being explored and looking 
towards a February 2022 intake. 

 
2.2.9 NLC’s Supported Employment Service supporting individuals to take up entry 

level roles in the sector  
 
North Lanarkshire Councils Supported Enterprise Service supports working age 
individuals to secure and retain employment.  It also functions as a social enterprise 
and employs individuals with various abilities. Below is an illustration of the number of 
people the main service has supported or is currently supporting within the health and 
social care sector from 2019 until now.  This remains a key area of focus in line with 
predicted expansion demands.  



 
Job Titles 
  

NHS 
Public 

Serco 
Private 

NLC 
Public 

 
Private 

Catering Assistant 3 7 1 2 
Clinical Support Worker 4    
Domestic/Cleaner 5  6 1 
Home Carer    1 
Hospital Porter 4 3   
Lab Technician 2    
Laundry Assistant    2 
Pharmacy Support Worker 1    
Grounds Maintenance  1   
Support Worker 1  1 3 
Data Processors 2    
Child Care Assistant    1 
Early Years Support Worker   4  
Totals 22 11 12 9 

 
2.2.10 Project Search  

   
DFN Project SEARCH started in University Hospital Wishaw in September 2010, and 
due to its success, another site opened in University Hospital Monklands in August 
2012.  It is an employability programme for young people with learning disabilities and 
autism, it brings together education and onsite training, giving the young people an 
opportunity to experience three different 12 weeks work placements in a hospital 
environment, over the course of an academic year.  
 
The project relies on partnership working, North Lanarkshire Council, Supported 
Enterprise, New College Lanarkshire, and host business NHS Lanarkshire & Serco are 
the partners in our two Lanarkshire sites. Since 2010 there have been 140 students 
graduate and 96 gain employment (48 of these jobs were with the host businesses i.e. 
32 NHS Lanarkshire & 16 with Serco).  
 
There has been success in a variety of roles within the hospital, including 4 clinical 
support workers, working in busy wards within the hospital, many working full time 
through the pandemic. 6 hospital porters, involved in patient movement, 2 lab 
assistants, 1 pharmacy assistant and 1 medical physics assistant 
 
The project has also supported one individual to gain employment as a care assistant 
in a residential care facility and one individual to gain employment within NLC Childcare 
nursery services.  At the present time the project is supporting someone who is studying 
for a HNC in Health & Social Care, whilst working as a support worker in a private care 
provider looking after vulnerable adults in their own homes. 
 

2.2.11 NLC Roots and Project Ability 
 
Roots is an employability programme for working age young people who have been 
looked after at home or looked after and accommodated by Social Work Services.  
Project Ability is a programme for young people who have disabilities. Both 
programmes offer intensive training and support for young people to work towards 
securing and retaining employment. In the last 12 months five young people have taken 
up placements or employment within Early Learning and Childcare facilities and are 
likely to move into Modern Apprenticeship roles supporting them to advance their 
careers in the sector.  
 



2.2.12 Broadening the scope of the academy for careers in early years and ASN. 
 
The introduction of 1140 hours in Early Years and service reconfiguration following the 
Additional Support Needs review, has seen significant work taken forward to create a 
diverse workforce and build strong talent pipelines.  

 
During Phase 1 of the Care Academy work, in recognition of the important role that 
both early years and the ASN sector plays in caring for our young people, it was agreed 
there was a key opportunity to broaden the scope of the academy to include these 
areas.  An overview of activity is detailed below. 
 
2.2.11.1      Early Learning and Childcare (EL&C) 

 
The EL&C workforce and operating model has adapted to ensure that all our resources 
meet the needs of our children and their families. One key element of this has been the 
development of an ‘Early Learning & Childcare’ career pathway (see link in section 6.0) 

  
Since August 2019, over 300 colleagues have secured promotion, through undertaking 
accredited study leading to professional qualifications. Entry level posts were offered 
out to several career changers withing the organisation who reskilled, and the 
remaining posts were recruited externally. The career pathway offers entry level routes 
from Foundation and Modern Apprentices, as well as creating opportunities for young 
people from and our employability programmes Roots and Pathways – all of which 
have provided new recruits to entry level roles in the past 2 years.  

 
An early ambition of the 1140 programme was to recruit a diverse workforce through 
engaging with partners such as Routes to Work, Job Centre Plus, CEMVO (centre for 
ethnic minorities (in conjunction with Mossend Mosque).  As a result of this work 107 
candidates were interviewed and 54 offered work (including 5 BME, 3 Carers, 2 
underemployed).  
 
2.2.11.2  Additional Support Needs (ASN) reconfigured model  

 
Recent work to reconfigure the Additional Support Needs workforce model has created 
new inclusive pathways into the Assistant Support needs worker role. This will be 
facilitated through the introduction of one, two and three-year pathways from school 
into employment. This supports young people who are furthest removed to access 
traineeships and Modern Apprenticeships with intensive support where required to 
enhance work readiness. Recruitment is imminent for 7 Modern Apprenticeships at 
SVQ Level 3 and 23 Modern Apprenticeships at SVQ Level 2 which will facilitate a 
route and a guaranteed interview for young people from Foundation apprenticeships, 
Roots, Project Ability and the Council’s Pathways programme if they are successful in 
meeting the essential criteria.  
 

2.3 Workstream #3 – H&SCP employee engagement and wellbeing.  

There is early work underway to develop and establish the Staff Health and Wellbeing 
Strategy and Groups to provide a mechanism to bring designated leaders, colleagues, 
and partners together on a regular and planned basis to: 

 
i. To support the co-ordination of resources and initiatives that support the Staff 

Health and Wellbeing agenda 
ii. To support through input and collaboration to the development of NHSL Staff 

Health and Wellbeing Strategy and the NLC Employee Engagement and Mental 
Health and Wellbeing Strategy. 



iii. To collaborate with frontline staff and managers, supporting early identification 
of required support and reporting on any emerging themes or trends 

iv. To provide a mechanism for co-ordinated support for all staff  
 

The national target for sickness absence within NHS is 4%. Currently, the sickness 
absence performance within nursing and midwifery is 7.68%. In AHP's the current 
performance around sickness absence is 3.72%. Health and Social Work Managers 
have monthly meetings to monitor and overview absence levels and management 
action to address same across both Health and Social Work. These consider individual 
circumstances and required actions along with any team issues or required 
improvements. There is a wide range of HR polices and education and training support 
for staff.   

The NLC workforce mental health and wellbeing strategy has been refreshed and the 
delivery plan for 2021/22 was presented at Finance and Resources Committee in May 
2021.  

2.3.1  Succession planning 

Effective succession planning helps to improve employee engagement through 
preparing and investing in employees for possible future roles. The impact of the 
changing workforce demographics within NLC and the HSCNL community means that 
succession planning has been brought into sharp focus to avoid future challenges for 
recruitment and retention of skilled staff and minimising delays in appointing to key 
roles or diluting service quality or provision. 

Furthermore, the way in which we deliver services requires to change. As part of the 
workforce for the future strategy there are number of areas where operating and service 
delivery models needs to be examined, resulting in changes to future knowledge and 
skills requirements.  Succession planning will be a key feature within strategic 
workforce planning during 2021/22.   

2.4 Next steps 

1. Establish a streamlined Steering Group to draw the programme detail into a three-
year delivery plan with programme governance structure aligned to the 
overarching employability board to deliver against the Workforce for the Future 
strategy and plan for North Lanarkshire 

2. Re-establish the Care Academy workstreams to develop new terms of reference, 
objectives, and outcomes for each workstream  

3. Establish a clear demand profile for predicted workforce requirements for the 
sector for the next 3-5 years  

4. Gather broader intelligence on the talent supply profile from schools/colleges and 
universities  

5. Conduct a review and benchmarking of the overall reward package for hard to fill 
roles in support of retention strategies 

 
 

 
3.0 Equality and Diversity 

 
3.1 Fairer Scotland Duty 
 

The Fairer Scotland duty is to be established in this programme which will enable young 
people from areas of disadvantage to access higher education programmes. 
 



3.2 Equality Impact Assessment 
  
 An Equality impact assessment has been initiated and will be updated as the project 

progresses. 
  

4.0 Implications 

4.1 Financial Impact  

 Various sources of funding are available to support the offer and routes available 
across the partnership. Discussions are ongoing between partners to establish a 
finalised operating and funding model and a future report to committee will highlight 
financial contribution commitments and agreed funding sources. 

4.2 HR/Policy/Legislative Impact  
 

4.2.1 This work underpins the plan for North Lanarkshire and our Workforce for the Future 
Strategy. It also pertains to the national drive to develop Scotland’s Young Workforce 
and supports our economic regeneration plan and tackling poverty strategy. The Fair 
Work framework reinforces all our approaches with the Academy model to support 
people across North Lanarkshire communities to access fair work and improve their 
skills, wellbeing, and prosperity.   

 
4.2.3 The project will reflect the wider work of the Children’s Services Partnership to promote 

the UNCRC and the embedding of the rights of children and young people in line with 
new legislation. Programmes and processes to support them will adhere to the 
principles of UNCRC and its roll out. This will include the training for staff and 
approaches to learning and teaching adopted. 

 
4.3 Environmental Impact 
  

All programmes underway or being established do or will incorporate an awareness of 
social and environmental justice and future based learning.  

  
4.4 Risk Impact 
   

The risk impact will be managed as the programme deliverables are agreed through 
workstream terms of reference.  See Appendix 11 for a high-level overview of risks 
against the aims and objectives.  

 

5.0 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. The detail of this can be found in Appendix 
12 – Care Academy Terms of Reference document at page 7. 

 
6.0 Supporting documents 
 

Appendix 1- Five Year Strategic Plan 
Appendix 2- High level activity timeline for phase 2 
Appendix 3A&B- Regional Skills Assessment Future Demand profile 
Appendix 4- Workforce profile data against ‘hard to fill’ roles 
Appendix 5- Current School Based Programme Uptake & Skills Development                                                                                                                  
Scotland 16+ Data Hub Preferred Occupation Data. 
Appendix 6- Early Years detailed qualification routes 
Appendix 7- NextGen events evaluation 



Appendix 8- Social Work and Social Care Career Pathway 
Appendix 9- Early Learning and Childcare Career Pathway 
Appendix 10- Illustration of Qualification levels 
Appendix 11- High level risk matrix against programme objectives 
Appendix 12 – Care Academy Terms of Reference document 

 
Additional documents to note: 

 
1. 15 – 24 Learner Journey Review Report from Scottish Government 
2. Independent Care Review #keeping the promise – The Plan 
3. Independent review of Adult Social Care in Scotland 
4. Project Search further information 

 
 
 
 
 
 
Derek Brown      Ross McGuffie 
Executive Director     Chief Accountable Officer 
 
 
 
 
  



Appendix 1: Five Year Strategic Plan illustrated as a step diagram 

 

 



Appendix 2 – High level activity timeline for phase 2

 

  



Appendix 3A – Regional Skills Assessment future demand for skills 2020-2023 

 

 



Appendix 3B – Future demand for skills 2023-2030 

 
 



Appendix 4 - High level workforce profile for identified hard to fill roles 

Priority roles (key areas) Current number 
of roles on 
establishment 

Current/forecasted 
vacancies next 12 
months 

Average 
turnover 
% last 12m** 

Average 
retention 
rate % last 
12 
months* 

Average 
age  

% Male  % Female 

Nursing 329 c.26 10% 90% 47 15.4% 84.6% 
MH Nursing  709.85 87.09 12% 88% As above 

nursing 
As above 
nursing 

As above 
nursing 

AHP’s 786 47 7.71% 92% 43 6.8% 93.2% 
Home care service 1571 55 3.50% 97% 51 6.17% 91.53% 

Residential Childcare 
workers 

76.6 4 5.22% 95% -  -  -  

Social workers 445 17 3.75% 96% 45 17.42% 82.58% 
MHO’s 30 10 12.9% 87% 51 26.6% 73.4% 

 *SSSC 2019 stability index shows proportion of staff retained from previous year within public sector as 83.1% 

** Some caution to NLC data given the level of restructuring within services skewing data. 

  



Appendix 5 - Current School Based Programme Uptake & Skills Development Scotland 16+ Data Hub Preferred Occupation Data.  

Current School Based Programme Uptake  

Subject/ Academic 
Year  

2017 2018 2019 2020 

FA Level 6 Children 
& young People 

45 102 168 101 

FA Level 6 Health & 
Social Care  

8 18 50 21 

National 5 Early 
Learning & 
Childcare 

52 65 122 76 

Total  105 185 340 198 

 

Skills Development Scotland 16+ Data Hub Preferred Occupation Data  

 

Preferred Occupational Area  Total  
Healthcare  711 
Social Work & Caring Services 90 
Education & Training (Child Care / Classroom Support)  211 

Total   1,012 

 

  



Appendix 6 – Detailed qualification pathway for Early Years  

 

 

 

 

 

 

 

 

  



 

 

Appendix 7 - Evaluation of next gen events in March 2020 



Appendix 8 – Career Pathways (Social Work and Social Care)  

 

  



Appendix 9 – Early Learning and Childcare Career Pathway 

 



Appendix 10 – Illustration of Qualification Levels  

 SCQF 
Level 

Qualification Funding Support SVQs/MAs SVQ Funding Support 

Higher 
Education 

10 BA (Hons), PDA 

Course is paid for by 
Student Awards Agency 
(SAAS) Living support 

available with a repayable 
student loan 

Professional Apprenticeship 

 
Skills Development Scotland- 

Individual eligibility criteria applies 

9 BA, PDA Technical Apprenticeship SVQ4 

8 
HND, HE Diploma, 

PDA 
Technical Apprenticeship SVQ4 

7 HNC, PDA Technical Apprenticeship SVQ3 

Further 
Education 

6 NQ, NPA, PDA 

Supported by the college 
through a non-repayable 

bursary 

Technical Apprenticeship SVQ3 

Skills Development Scotland – 
Individual eligibility criteria applies 

5 
National 5, NC, NQ, 

NPA 
Technical Apprenticeship SVQ2 

4 National 4, NC, NPA SVQ 1 

3 National 3, NPA 

 2 National 2, NPA 

1 National 1, NPA 

 

  



Appendix 11 – Risk profile  

Identified Risk Inherent Risk Planned Actions Residual Risk 

Timescale for implementation of #workstream 1 - pathway from 
school to employment is August 2021?  

 Establish an initial three-year planning framework to expedite 
arrangements and seek pilot / pathfinders (schools / students / partners) 

 

Securing buy in from all key partners to deliver against the 
Academy model 

 Build a high-level joint venture agreement for partners to sign up to, based 
on the principles of the Plan for North Lanarkshire and workforce for the 
future strategy 

 

Take up from stakeholders for the offering  Communications strategy to be develop that will enable key messages to 
be conveyed 

 

Take up for business component from key businesses  Campaign for business support orchestrated through the business support 
teams of relevant partners  

 

All curricular arrangements need to be seamless between school, 
FE and HE partners involved in the workstreams 

 Joint curricular subgroup to oversee this for key pathways, to be seen as 
an important component, as well as to build mutual respect between those 
involved 

 

Pupil uptake of courses   Include pathway opportunities with school options process   

Ability to effectively resource the programme  Workstreams to establish clear terms of reference with agreed resourcing 
requirements committed 

 

Securing the relevant funding required to deliver against the 
career pathways 

 Clear intelligence to inform supply and demand requirements and financial 
modelling to be completed against the delivery plans. Strong partnership 
relationships and governance. 

 

Ability to attract and recruit appropriate/qualified applicants to the 
sector and to NL. 

 Robust recruitment campaigns and selection processes that package the 
complete offer.  Strong approaches to diversity and inclusion through 
relationships with key partners and stakeholders in the community. 
Dedicated marketing and attraction strategies leveraging the care academy 
portal and communication channels. 

 

Identifying best fit to roles to increase success rates from 
application to hire 

 Robust selection screening processes, assessment/information sessions, 
taking strengths-based approaches to hire individuals with the right values 
into the sector, building manager recruitment capabilities 

 

Engage and retain talented individuals in the sector   Invest in the development of the existing workforce. Carry out strategic 
workforce planning underpinned by workforce development plan. Building 
capacity across the sector around skills training and development and 
enhancing manager and leader capabilities through development.  

 

Age profile of the health and social care workforce  Individual mitigation plans being created around each service. Strategic 
workforce planning underpinned by workforce development plan. 
Promoting health and social care careers to younger demographic.  

 

Pay and reward benchmarking – loss of some staff groups due to 
neighbouring authorities offering higher rates of pay 

 Review of service areas and specific roles where neighbouring areas have 
higher rates of pay – e.g. MHOs to find sustainable solutions 
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1.0 Introduction 
 
This document contains the terms of reference for each of the workstreams involved in the 
Council’s Care Academy project, as part of the overall aim for an overall partnership academy 
model.  
 
Workstream terms of references to be prepared by workstream leads in conjunction with 
workstream members with support from the project team and approved by the Care Academy 
Steering Group and Employability/WFF Board. 
 
The Care Academy steering group provides the governance and co-ordination for the workstream 
approach and is comprised of workstream leads, core steering group members and key senior 
officers as subject matter expert/advisors who will be engaged as and when appropriate. 
 
Any amendments to the terms of reference must be submitted to the programme co-ordinator to 
ensure appropriate version control. 
 

Version  Who Changes made Date 

1.0 Fiona Whittaker/Sara Tennant First draft 16.02.21 

2.0 Sharon Simpson/Peter 
McCrossan 

Review/amended 11.03.21 

3.0 Sharon Simpson/Sara 
Tennant/Barrie Collins-
Programme Co-ordinator 

Review 03.05.21 

4.0 Sharon Simpson/Sara 
Tennant/Barrie Collins-
Programme Co-ordinator 

Amended 03.05.21 
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2.0 Background 
 
The North Lanarkshire population is ageing with many older people and a growing number of 
younger people living with two or more long term conditions such as diabetes and respiratory 
disease. The burden of illness will continue to increase over the next ten years as the population 
ages.  Health and social care services are already experiencing the impact of meeting the needs 
of an ageing population, for example, in Home Support and District Nursing services.  The 
vulnerability of the ageing group has been demonstrated in the on-going pandemic, which has in 
turn created specific pressures for the care professions. 
 

2.1 Demand Profile 
 

The health and social care sector in North Lanarkshire is set to continue to be one of the 
key employment growth sectors. The latest Regional Skills Assessment (RSA) report for 
North Lanarkshire, South Lanarkshire and East Dunbartonshire published by Skills 
Development Scotland on 26 February 2021 clearly highlights the projected employment 
growth potential. See future demand predictions in Appendix 2A & 2B. 

 
In North Lanarkshire, the RSA Data Matrix* from the RSA report shows that in 2020 there 
was approximately 22,300 people employed across the following industries: Human 
Health: 13,700; Social Work: 6,500; and Residential Care: 2,100. Furthermore, the top 
employing occupations in North Lanarkshire included 9,100 Health Professionals and 
11,000 Care Professionals. In terms of demand across Scotland, one of the highest 
demand areas was nursing and care workers, with home carers among the highest number 
of job posting. At a Lanarkshire/East Dunbartonshire level, this trend continues with care 
workers and home carers (1,539) and nurses (1,475) being the two highest in relation to 
job postings. *It should be noted that the figures for North Lanarkshire should be viewed 
as a direction of travel and treated with caution as they are not a full data set. 

 
Looking forward, whilst the labour market will continue to face immediate challenges due 
to Covid-19, the forecast for the mid-term (2020-2023) indicates there will be jobs growth 
and opportunities creates as a result of the need to replace workers leaving the labour 
market due to retirement and other reasons. For Human Health and Social Work, there is 
expected to be a total requirement in North Lanarkshire of 2400 people between 2020 and 
2023. There is expected to be an expansion demand of 500 jobs (mostly with no 
qualification requirements) required in Caring Personal Services occupations and 300 
Health Professions of which the greatest requirements are at SCQF 7-10. Looking longer 
term in North Lanarkshire from 2023-2030, this trend is set to continue with a total 
requirement of 4,200 people for Human Health and Social Work positions with expansion 
demand of 800 jobs (mostly with no qualification requirements) required in Caring Personal 
Services occupations and 500 Health Professions of which greatest requirements will be 
at SCQF 7-10 

 
Local intelligence has identified specific recruitment and capacity challenges in several 
services including Community Nurses, Home Support Workers, Social Workers, Mental 
Health Officers, Residential Child Care Workers, and allied health professions (AHPs) such 
as Audiologists, Physiotherapists and Podiatry. A snapshot of the workforce profile against 
these key roles is shown in Appendix 3. To meet the challenges ahead the HSCPNL, in 
partnership with North Lanarkshire Council and NHS Lanarkshire, must implement a 
comprehensive programme; this must include short term measures, such as promoting the 
full spread and range of job opportunities aspects of health and care. Midterm to longer-
term solutions could include creating clearer pathways and qualification routes for young 
people and career changers to enter these vital professions. 
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2.2 North Lanarkshire Council’s 2020 Employability Review and Workforce for 

the future strategy 
 

In December 2018, the council commenced an Employability Review which reported to the 
council’s Policy and Strategy Committee in March 2020. The Review included 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 would 
support and improve future arrangements and outcomes. The Employability Review also 
informed the development of the Workforce for the Future Strategy 2020-2023.  

 
The Review’s overarching aim was 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. The Review 
recognised that there were skills gaps in key growth sectors including health and social 
care which required to be addressed to maximise the benefits to be accrued from current 
and future growth ambitions. 

  
The Review recognised that it remains critical that our in-school and post-school education 
curriculum and skills plans are closely aligned to current and future opportunities. One of 
the recommendations from the Review was to build on the current work which the council 
had undertaken with NHS Lanarkshire and other partners to establish the North 
Lanarkshire Health and Social Care Academy as part of a wider single Academy model for 
skills and employability development across North Lanarkshire. 

 
2.3 Other Developments 

 
The Review of the School Curriculum which concluded in May 2020 had the subheading 
‘Pathways, Packages and Partnerships’. This paper follows through on those themes and 
presents a plan for enabling more effective future pathways which will improve attainment 
and enable more effective economic opportunities as a result. To ensure we maximise 
employment opportunities for our young people, it is essential the partnership creates 
effective packages of learning and support, which ensure an  alignment of the curriculum 
to employment opportunities, in order to ensure school leavers have the correct mix of 
skills to benefit from current and predicted job opportunities.  

 
The COVID-19 pandemic has created a context in which public awareness has been 
reinforced regarding the importance of the care professions. It is important to acknowledge 
the strength of public support those key workers providing essential care have received. If 
anything, this has helped young people to recognise a wider range of opportunities that 
might exist in such employment and the important and rewarding nature of such work. 

 
To meet this challenge a broader, more comprehensive, and fully integrated programme 
will be taken forward; this will include short term measures, such as promoting the full 
spread and range of job opportunities relative to aspects of health and social care. Mid to 
longer-term solutions include creating clearer pathways and qualification routes for young 
people and career changers/returners to enter these vital professions. 

 
3.0 Terms of reference (TOR) for the Care Academy Steering Group 
 
Below is the specific terms of reference (TOR) for the Care Academy Steering Group followed by 
the TOR for agreed workstreams who will deliver against the aim, objectives, and outcomes. The 
Steering Group along with several workstream groups are key components of the structure put in 
place to ensure that we achieve the aims below.  
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3.1 Overall vision of the Care Academy 
 

“We aspire to Build a Health & Social Care Workforce for The Future across North 
Lanarkshire, drawing from our local population by encouraging more residents to choose 
a career from the broad range of opportunities available” 

 
3.2 Overall aims of the Care Academy are to: 

  
1. Create the health and social care workforce of the future which best serves the needs 

of people living in North Lanarkshire 
2. Address deprivation and inequalities across North Lanarkshire by creating 

opportunities for fair work, meaningful employment and in work progression through 
the breadth of health and social care services provided within across North 
Lanarkshire.  

3. Build pipelines of future talent to meet future demand and address short to medium 
term demand needs, reducing vacancies and skills shortages within the health and 
social care sector in North Lanarkshire. 

3.3 Overall objectives: 
 

 Take an evidence-based approach to identify the short medium- and long-term supply 
and demand profile for the sector across North Lanarkshire. 

  
 Inspire the next generation of talent by taking the in-school academy education 

workstream to the next phase. This includes creating pathways from school to 
employment and looking at new digital delivery models to inspire young people with 
the right values to pursue a career in the sector. 

 
 Establish career pathways and underpin these with qualification and development 

routes, influencing further and higher education strategies to secure and maximise 
available funding. 

 
 Further develop recruitment strategies with university and college campuses to 

discover and inspire upcoming talent and generate more qualified applications to fulfil 
current and future demand needs. 

 
 Develop a plan to reach and inspire passive candidates or potential career changers 

and returners, with the right values, to take their first steps towards exploring a career 
in social care. Ensuring an inclusive approach to reaching those who are furthest 
removed. 

 
 Build the Health and Social Care partnership employer identity by aligning with the 

‘Work Here’ brand established in the plan for North Lanarkshire and improve how the 
entire reward and compensation package is marketed for all roles. 

 
 Create a social media strategy to build a stronger online presence around the Care 

academy, breaking down any misconceptions around the sector and providing practical 
tools and resources for people to discover potential future roles.  

 
3.4 Work done to date, underway or in planning 

 
See full details within the Policy & Strategy June 2021 Committee Report that can be found

 here. 
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4.0 Taking forward a cohesive delivery plan for phase 2 
 
To deliver this there will be three distinct workstreams to achieve the vision of the Care Academy  
  
1. Developing the young workforce: Phase 2 development of the Health and Social Care in school 

academy/vocational education model to strengthen impact and reach into the H&SC sector as 
a whole and grow a pipeline of future talent.  

 
2. Adult recruitment and employability: improve the prospects of working age adults into the 

H&SC sector to tackle poverty and inequality and strengthen approaches to proactively attract 
passive candidates and facilitate career change opportunities to meet short term demands.  

 
3. H&SC employee employee engagement and wellbeing to ensure staff are safe, well and 

motivated to strengthen employee retention.  
 
 

4.1 Five-year strategic engagement plan (STEP) 
 

The following 5-year plan was outlined previously for reference: 
 

 
 
  

4.2 Finance and allocation of funding towards the Care Academy 
 

Various sources of funding are available to support the offer and routes available across 
the partnership. Discussions are ongoing between partners to establish a finalised 
operating and funding model to highlight financial contribution commitments and agreed 
funding sources. 
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4.3 Delivering the right outcomes for our communities 
 

The strategic performance monitoring framework for the Health and Social Care Academy 
to ensure it delivers the right outcomes against the SCP and the plan for NL will include: 

 
1) High level outcomes against the plan for NL and strategic performance framework – 

against the sector 

 
 

2) Additional measures of success to be defined by each workstream, such as and not 
limited to the following. 

 

 Qualitative feedback from NL residents and young people 
 Improved effects of social media campaigns impacting positively on number and 

quality of applications for advertised roles 
 Increase traffic and click-through to Health & Social Care Academy portal 
 Improved recruitment statistics e.g. number of applications that meet criteria, 

improved application to interview, interview to hire ratio’s 
 Positive increase in apprenticeship numbers for H&SC related frameworks with 

strong retention, achievement figures - and that lead to employment 
 Private/independent sector recruitment gaps addressed 
 Strengthen partnerships between NHS Lanarkshire, private/independent sector  
 Employee engagement % through I Matter 
 Improved standard against IiP framework and relevant dimensions  
 Evidence of absence management strategies underway and improvement in absence 
 Heath Safety and Wellbeing statistics  
 Uptake and usage 
 Evidence of employee career progression  
 Effective succession plans 
 Employee Retention 
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5.0 High Level Risk Profile 
Detailed risk profiles will be completed for each workstream and this will be amended appropriately 

Identified Risk Inherent Risk Planned Actions Residual Risk 

Timescale for implementation of #workstream 1 - 
pathway from school to employment is August 
2021?  

 Establish an initial three-year planning framework to expedite arrangements and seek pilot / 
pathfinders (schools / students / partners) 

 

Securing buy in from all key partners to deliver 
against the Academy model 

 Build a high-level joint venture agreement for partners to sign up to, based on the principles of the 
Plan for North Lanarkshire and workforce for the future strategy 

 

Take up from stakeholders for the offering  Communications strategy to be develop that will enable key messages to be conveyed  

Take up for business component from key 
businesses 

 Campaign for business support orchestrated through the business support teams of relevant partners   

All curricular arrangements need to be seamless 
between school, FE and HE partners involved in 
the workstreams 

 Joint curricular subgroup to oversee this for key pathways, to be seen as an important component, as 
well as to build mutual respect between those involved 

 

Pupil uptake of courses   Include pathway opportunities with school options process   

Ability to effectively resource the programme  Workstreams to establish clear terms of reference with agreed resourcing requirements committed  

Securing the relevant funding required to deliver 
against the career pathways 

 Clear intelligence to inform supply and demand requirements and financial modelling to be completed 
against the delivery plans. Strong partnership relationships and governance. 

 

Ability to attract and recruit appropriate/qualified 
applicants to the sector and to NL. 

 Robust recruitment campaigns and selection processes that package the complete offer.  Strong 
approaches to diversity and inclusion through relationships with key partners and stakeholders in the 
community. Dedicated marketing and attraction strategies leveraging the care academy portal and 
communication channels. 

 

Identifying best fit to roles to increase success 
rates from application to hire 

 Robust selection screening processes, assessment/information sessions, taking strengths-based 
approaches to hire individuals with the right values into the sector, building manager recruitment 
capabilities 

 

Engage and retain talented individuals in the 
sector  

 Invest in the development of the existing workforce. Carry out strategic workforce planning 
underpinned by workforce development plan. Building capacity across the sector around skills training 
and development and enhancing manager and leader capabilities through development.  

 

Age profile of the health and social care workforce  Individual mitigation plans being created around each service. Strategic workforce planning 
underpinned by workforce development plan. Promoting health and social care careers to younger 
demographic.  

 

Pay and reward benchmarking – loss of some 
staff groups due to neighbouring authorities 
offering higher rates of pay 

 Review of service areas and specific roles where neighbouring areas have higher rates of pay – e.g. 
MHOs to find sustainable solutions 
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6.0 Key Tasks of the Steering Group 
 

 Co-ordinate all activity in support of the programme outcomes 
 Provide advice and guidance on strategic direction to workstream leads 
 Ensure that deliverables are achieved timeously 
 Propose refinements or reprioritisation of plans 
 Effective engagement with and between workstream leads and their groups 
 Risk/issue management and escalations as required 
 Make recommendations in relation to resourcing of deliverables (internal/external) 
 Recommendations in relation to support tools and systems; and 
 Recording and sharing of lessons learned  

 
7.0 Overall governance 
 
Membership and attendance 
 
Membership of the Steering Group comprises. 
 

 Peter McCrossan, Director of Allied Health Professions (SRO & Chair) 
 Sara Tennant, Talent & Organisational Development Manager (Co-Chair) 
 Yvonne Weir, Enterprise Development Manager, NLC 
 Sharon Simpson, OD Lead, NL H&SCP  
 Morag Dendy, Head of Performance, AH&SC 
 Diane Fraser, Head of AH&SC 
 Mark Dell, Communications Lead, NL H&SCP 
 Margot Russell, Director of Practice Teaching 
 Janie O’Neill, Head of Education & Families, NLC  
 Alison Gordon, Head of Children, Families and Justice SW Services (CSWO) 
 Proposed workstream chair and co-chair(s) x 6 
 Barrie Collins, Talent & Organisational Development BP & Programme Co-ordinator 

In addition, with the Senior Responsible Officer (SRO) agreement, other council 
officers/stakeholders as workstream leads and/or third parties may be invited to participate in 
meetings of the Steering Group where they have an interest or stake in agenda items.  The 
same principle applies to each of the workstreams. 
 
At minimum, the following officers, or their nominated deputy, must be in attendance for the 
Steering Group meetings to be quorate.   
 

 The SRO as chair or nominated Co-Chair 
 at least 70% of the total membership of the Group 

If quorum is not reached, decisions will be made by the SRO as Chair’s action, by 
correspondence or will be deferred to the next Group meeting.  
 
Some rules of engagement: 
 

 The SRO will keep the membership of the Group under regular review and bring in 
people as an when required. 
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 The SRO will Chair meetings of the Group 

 
 
 

 Members of the Group have been selected based on their individual subject matter 
experience and expertise. For this reason, membership of the Group or attendance at 
meetings should not routinely be delegated. However, where a member of the Group 
is unable to attend, they may nominate a deputy.   

 The Group will be inclusive and collaborative, giving space for all views and 
perspectives to be heard and will seek to reach decisions and make recommendations 
by consensus. 

7.1 Meeting Frequency 
 
Initially it is proposed the meetings will take place 4-weekly to allow the Group to form and 
gain oversight of the workstreams and then move to bi-monthly or quarterly thereafter. 
 
The SRO will chair the meetings and may convene additional meetings when considered 
necessary. The SRO as chair will agree the meeting agenda and where necessary will discuss 
an agenda item with the originator of a proposal prior to the meeting to clarify purpose and 
presentation.  
 
The project team and representative at meetings will maintain meeting notes and a rolling 
action log to provide a record of the business conducted by the Board.  
 
7.2 Duration 
 
The Group is intended as a time limited group to provide input and advice over the life of the 
Care Academy.  It is anticipated that the Group and its purpose will be revisited annually.   
 
7.3 Steering group within the overall governance structure 
 
The Care Academy Steering Group reports up to the Workforce for the Future Steering Group 
and NL H&SCP Senior Leadership Team (SLT) and Core. 
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TEMPLATE – each workstream terms of reference to 
be submitted for approval by August 2021 

 
Version and change control 
Date Version Author Change Description 
    
    
    
    

 

 
 

 
 

 

 

Workstream information   
Workstream Name Workstream 1 - Developing the young workforce 

and inspiring the next generation of talent 

Workstream Lead and Co-lead  
Terms of Reference Author  

1. Workstream objectives 

 

2. Workstream outcomes aligned to H&SCP SCP and plan for NL 

 

3. Workstream scope (noting any exclusions) 

  

4. Workstream activities (noting any exclusions) 

The following table shows the key tasks and target completion dates.   
 
Task Target Completion Date 

  
  
  
  
  
  

  

5. Workstream Governance 
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6. Key stakeholders 

 
 

 

7. Resources 

This Workstream will be delivered by  
 
Resource Organisation  
  
  
  
  
  
  
  
  
  
  
  
  
  
  
  

  

8. Workstream interdependencies  

 
 
 
 

9. Workstream risk profile 

 
Identified Risk Inherent 

Risk 
Planned Actions Residual Risk 
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Approval  
Workstream Lead Role Date 
   
Approver Role Date 
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