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1. PURPOSE OF REPORT 
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2. ROUTE TO THE BOARD 
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 Endorsed   

 
 

3. RECOMMENDATIONS 
 
3.1 The Committee is asked to endorse the contents of the report 

 
4.  VARIATIONS TO DIRECTIONS? 
 

 

                  
5. BACKGROUND/SUMMARY OF KEY ISSUES 
 
5.1 Background 
 
5.1.1 At the outset of the Pandemic, work started on supporting the health and wellbeing of 

frontline staff, building on the experiences of healthcare workers internationally, particularly 

Yes  No  N/A  

 



 
 

China and Italy. Psychological Services, Occupational Health Spiritual Care and Wellbeing, 
designed a tiered Staff Support model which anticipated the complex spectrum of staff 
needs that would arise in Lanarkshire.   

 
5.1.2 The Health and Social Care North Lanarkshire Health and Wellbeing Working Group (HSCNL 

HWG) has since been established to coordinate the current activities and plan ahead to 
ensure a sustainable model of support is in place across all frontline services, including those 
in the third and independent sectors.  

 
5.2 Development of a Whole System Approach to Health and Wellbeing 
 
5.2.1 At the start of the pandemic, the model enabled access to appropriate support for staff, 

from practical to psycho-social, from physical recovery to spiritual care, and from nutritional 
sustenance to information services. While the initial scope was NHSL staff, as the crisis 
developed this was quickly extended to all staff across Health and Social Care in Lanarkshire, 
including Care Home staff.  Where there continues to be increasing pressure and demands 
on staff delivering health and social care there is a significant risk that this stress has a 
negative impact on staff, resulting in reduced resilience, compassion fatigue, presenteeism, 
burnout and subsequent increased sickness absence.  Before the pandemic, clear offerings 
of good, evidence-based support were in place to promote staff wellbeing (e.g. Healthy 
Working Lives; mindfulness; Schwartz rounds; staff choir; counselling; Values Based 
Reflective Practice sessions; and the peer support network.)   

 
5.2.2 Since mid-April more than 170 HSCNL staff members have been offered/received support 

either on a 1-1 basis or in a group setting. Staff have come from a number of different 
localities and community based teams. Referrals have generally been via manager’s/team 
leaders or SCN’s with some being self-referrals. The number of staff members receiving 
support would have been higher had there not been cancellations due to organisational 
pressures. 

 

5.3 NHSL Staff Health and Wellbeing Strategy Group 

5.3.1 This group was established to identify the needs of staff in terms of their health and wellbeing 

and to develop a strategy and action plan to co-ordinate and deliver on the required 

programmes of support. 

 An initial assessment of the ‘organisational temperature’ for NHSL was undertaken by the 

Wellbeing Measures short-life working group (SLWG) using metrics such as attrition rates, 

sickness absence, number of vacancies. The resulting report acknowledged that this was 

a snapshot in time and we need to consider the wider wellbeing measures and requires 

further work.  

 Members of the Strategy Group attended a ‘developing your mental health strategy’ 
session with the mental health charity, MIND. Prior to this, MIND had assessed the needs 
of NHSL and produced the six standards of the ‘Mental Health at Work Commitment’, 
particular to NHSL. These will be adopted in to the planned strategy and help to support 
the strategic action plan building on the recommendations 

5.3.2 The demands that the pandemic put on the workforce needed a co-ordinated model of staff 
support, one that would provide the appropriate support at the right time for colleagues with 
clear routes of communication and escalation to access appropriate and effective specialist 
interventions when required.   The tiered staff support model enabled a new collaboration 
across the services and ensured various mechanisms to seek support via email, phone, social 



 
 

media and face to face. The support provided for individuals, groups, teams, departments and, 
following significant events, could be offered to whole sites. 

5.3.3 Some initiatives are included to illustrate the range and variety of actions: 

 Helplines setup for info and support on issues ranging from PPE to Bereavement.   

 Staff Care and Rest Centres in acute sites and assessment centres were setup by 70+ 
redeployed colleagues trained in peer support, providing refreshments, self-help 
information and staff to provide Psychological First Aid. Escalation routes were 
established for those requiring more intensive support. 

 Staff wellbeing rooms were setup by psychological first aiders in community and mental 
health/learning disability and forensic in-patient settings, health centres and community 
hubs. 

 eLearning package by NLC colleagues to support further rollout into partnership teams. 

 Bereavement care training for managers 

 Free Well Connected App 

 Staff Choir were a hit with their online version of ‘Lean on Me’. 

 Medical Education Wellbeing Leads to focus on provision of staff support to FY1/FY2 and 
Specialist Trainees.  

 Practice Education Facilitator team focus on the development of wellbeing supports for 
Student Nurses.  

 Staff wellbeing sub-groups have been established to address the specific needs of 
particular staff groups – including the Care Home Workforce and PSSD.   

 Health Improvement, with support from Get Outdoors Lanarkshire, Cycling Scotland and 

Cycling UK, have facilitated a number of local community and social enterprise groups 

offering free servicing, discounted repairs and free bike loans to Health and Social Care 
staff. Also available are the NHSL bike loan scheme and the Wheels for Heroes 

programme, which in conjunction with Brompton Bike Hire, Getting Better Together and 
Sustrans, is a low-cost hire scheme of a folding bicycle. This is open to all NHS Lanarkshire 
staff and free for the first three months. 

 Health Improvement secured investment of £210,000 (Sustrans, Spaces for People) to 
enhance provision for Active Travel at our acute sites. Spaces for People aims to support 
infrastructure development in Scotland to make it safer for people who choose to walk, 
cycle or wheel for essential trips and exercise during the pandemic. Work is now complete 
at University Hospitals Hairmyres, Monklands and Wishaw and NHSL Headquarters, 
Kirklands. Sustrans and Cycling Scotland funding has also secured the provision of secure 
bike shelters at these sites.  

 The Health Promoting Health Service (HPHS), Holistic Needs Assessment Tool, was 
adapted to include health and wellbeing information for staff and titled Health and 
Wellbeing Tool. This is available via the NHSL Clinical Guidelines app and information is 
available through the HPHS webpage on the NHSL website and HPHS NHSL Firsport site.  

 The Lanarkshire Weight Management Service (LWMS) with support from Healthy Working 
Lives and Endowment Funds, have secured weekly online yoga sessions for all staff across 
Health and Social Care.  

 Establishment of a dedicated Psychological Services Staff Support Team (PSSST) to offer 
members of the health and social care (regardless of employer) assess to a high intensity 
psychological service. The scope of this service is not limited to the direct effects of Covid-
19.  

 PSSST also offer bespoke team supports to promote recovery and assist in building 
capacity for wellbeing support within the workforce. This work focuses on proactive 
approaches to mental health promotion within working lives, identifying the need for and 
accessing wellbeing and mental health supports – all within a trauma informed framework 
aiming to promote natural recovery of the workforce. 



 
 

 Identification and cascade of good quality signposting information for the workforce 
catering for a range of learning and support needs, including highlighting national options 
to address barriers staff may face accessing local supports.  In a five-month period NHSL 
recorded more than 36,000+ staff support interventions ranging from basic normalisation 
and offers of water/snacks to intensive 1:1 support.  The NHSL staff support model was 
also used by other boards.  

 Staff access to other pre-existing and new supports are currently being collated, including 
referrals to SALUS, Time for Talking, PSSST.  

 
5.3.4 The principles of the tiered model of staff support implemented locally was recommended by 

the British Psychological Society (2020) during the active phase of the pandemic. Given the 
multiple waves, these supports continue to be the focus on what is required for many. 
However, moving towards recovery, the pressures on the workforce and their wellbeing needs 
are changing. As such, significant work is progressing aiming to provide a broad range of 
sustainable wellbeing supports and that will become embedded within working lives. 
Additionally, a number of options have already been made available for staff requiring 
assistance to recover from the challenges they have faced which exceed the remit of Tier 3 
Psychological First Aid based services – including Lanarkshire’s new PSSST, the Workforce 
Specialist Service and links with SHAPE Recovery. PSSST are also collaborating with SALUS to 
consider active approaches to identifying staff who are experiencing symptoms of trauma and 
promoting access to specialist assessment and intervention.  

 
5.4  Health & Social Care North Lanarkshire Health & Wellbeing Group   
 
5.4.1 There has been work underway since Summer 2020 to develop 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 support the co-ordination of resources and initiatives that support the Staff Health and 
Wellbeing agenda 

 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. 

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

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

 Suicide prevention training has been delivered to a range of managers within the 
partnership, including the care home sector 

 
5.4.2 The HSCNL Health and Wellbeing group formed under the GOLD command structure and has, 

since July 2021 been adopted as Workstream 3 of the HSCP Care Academy strategy. As a 
result, it has broadened its remit to include employee engagement and will report through its 
steering group to the Workforce of the Future Project Board 

 
5.4.3 Lanarkshire Mind Matters is NHS Lanarkshire’s Psychological Services website which offers a 

host of wellbeing and mental health self-help information and has self-referral options to 
new online therapeutic options including Calm Distress and various Silver Cloud modules. A 
new section of this website is in development specific to staff mental health options, 
including self-referral so the new PSSST service and signposting to out of area national 
supports (National Wellbeing Hub and Staff Helpline, the Workforce Specialist Service and 
SHAPE recovery. 

 
5.4.4 Trauma Informed practice (TiP) is interlinked with HWB and the following is being progressed: 
 



 
 

1. A Pan Lanarkshire steering group established to coordinate and agree supports and training 
of Trauma informed Practice (TiP) and embed in to everyday practice 

2. Above group having a development session in August to agree priorities in a coordinated 
manner 

3. Trauma Champions identified for NLHSCP – Margaret Flavell, Sharon Murray  
4. NLC have established a Core Group to take forward plans around Trauma informed Practice 

(TIP)– led by Margaret Flavell Adults Managers and Andrew Gillies, Senior Education and 
Families Manager with representatives from across services/partners.   Drafting objectives 
and outcomes for this work in line with our commitment to the leadership pledge of support 
NES Trauma Informed - Pledge your support (transformingpsychologicaltrauma.scot) 
Group expanding membership to ensure representation across services and partner 
agencies – Third sector, NHSL, Fire Service & Police Scotland. 
Aims & Objectives /ToR under development 

5. To inform our work there have been ‘trauma walkthroughs’ conducted in some teams 
following training provided from Claire Stark, NHS psychology – we are currently reviewing 
this activity - so we have a clear baseline understanding and can use the outputs to inform 
our plans how to improve practice within the team/service. Around 100 managers trained – 
Core Group to build picture of where follow up has taken place and where it is still 
required.   

6. Our TOD team as part of the pan Lanarkshire group – have in parallel started an exercise to 
map all linked training and resources at informed, skilled, expert and enhanced level – this 
includes making direct use of the NTTP learning resources and mapping learning that 
incorporates TIP.  This work is being done across Lanarkshire to enable us to enhance 
capacity and capability around TIP – leveraging resources and expertise. Updated version of 
TIP Training map will be taken to Core group on 12th August 

7. Items 2 and 3 above will be taken back to the core group who will then look at strengths to 
build on/gaps and agree plan moving forward. The group will also consider how we track 
completion of programmes that are available for public access against outcomes. Can 
provide numbers of NLC staff who have completed on NES modules through Trauma 
Champion but not detail of post, service. Core group to discuss. 

8. TIP is featured in our overall workforce Mental Health and Wellbeing plans – of which we 
have an overall integrated group taking forward with reps from across services and TU’s– 
Margaret Flavell as lead for TIP sits in this group for two-way dialogue on plans.  

9. Based on item 5 above, by default our progress against TIP is reported into CMT, SLTs and 
Committee for governance– as it sits in a programme of work.  

10. A social Work specific SLWG has been set up focussing on health and wellbeing and recovery 
involving frontline staff across services to prepare a plan through a trauma lens from 
individual, team and organisational perspectives. This group reports to the Social Work 
Senior Leadership Team for ongoing action to support the workforce. 

11. A bespoke health and wellbeing workstream is in the planning stages and aligned with the 
Home Support Programme board to develop work with homecare staff, chaired by the 
Manager – Adult Services, the TIP champion. 
 

5.5 NLC Strategic Mental Health and Wellbeing Plan 
 
5.5.1 In May 2020, North Lanarkshire Council Launched a workforce Mental Health and Wellbeing 

strategy. Since then we have continued to deliver a programme of work against the five key 
priorities with significant efforts to ensure appropriate supports have been put in place in 
response to the COVID19 pandemic. 

 
5.5.2 The five key priorities are as follows: 
 

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

https://transformingpsychologicaltrauma.scot/working-together/pledge-for-partners/


 
 

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 and 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. 

5.5.3 The programme of work to support the priorities is being progressed through the NLC 

mental health and wellbeing group and is regularly discussed at the HSC health and 

wellbeing group to share best practice.  All of this activity is undertaken with ongoing 

consultation with our trade union colleagues. 

 

5.6 NLC Work Well NL 2020 and 2021/22plans 
 
5.6.1 The Council’s Work Well NL web-based support for staff was well received. During 2020 an 

increased focus on resilience, offering webinars, short video’s and resilience exercises through 
a new resilience section on the Work Well NL “Think Well “site which is accessible to remote 
working staff. With the impact of the pandemic, it has been key to promote self-care and offer 
practical tools that staff could use as supports and communication to inform employees where 
to access them has been used regularly 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 support.   
 

5.6.2 The ‘think well’ area of “Work Well NL” offers employees advice, information and further 
signposting: 

 

 Talk about it – encouraging employees to talk about how they are feeling and signposting to 
other organisations including employee counselling; 

 Key tools – Helpful supports including links to national supports; 

 Exploring your stress – Tools to help with stress; 

 Help in the workplace – Encouraging employees to create their own wellbeing at work plan 
and providing supports for both employees and managers 

 
5.6.3 In addition to this there is a bespoke section for care sector workers linking to local and 

national support as well as other helpful signposts.  
 
5.6.4 Moving forward plans are in place to continue with targeted activity both to meet the 

requirements of the strategy and to align with the Council’s maintenance of the Gold healthy 
working lives award as shown below: 

 

 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 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 

 
5.6.5 Also within Work Well there are a number of other separate topic areas which can help 

support employees and their mental health, these are move well, shop well, financially well 
and socially well. 

 
5.6.6 Five mindfulness sessions for Health & social care staff were held with Martin Stepek of Ten 

for Zen.  

 Using Mindfulness to manage change and uncertainty (2 sessions) 

 Building Resilience with Mindfulness 

 Using Mindfulness to Manage Stress Anxiety and Worry (2 sessions) 
 
5.6.7 All sessions ran March – May 2021 and participants were provided with resources to 

continue mindfulness practice after the workshops. There were 99 attendees across the 
sessions and feedback comments were very positive 

 
5.6 NLC Supporting Attendance  
 
5.6.1 A training programme is being rolled out to all managers to support the launch of the new 

Supporting Attendance policy. This supports the aim of creating mentally healthy workplaces 
where concerns about mental health and wellbeing can be discussed without fear of stigma 
and discrimination and staff can be offered early and appropriate support.  At the end of July 
2021, 171 managers have completed the e learning element of the programme, 77 have 
competed the virtual masterclass and a further 109 are booked to attend. Two additional 
programmes: Let’s Talk About Mental Health and an “Introduction to the Stress” Toolkit are 
also being offered to support mangers in their role. We are also working in partnership with 
Stigma Free Lanarkshire to deliver a workshop aimed at tackling discrimination and stigma 
surrounding mental health to all staff. This will be offered from Autumn onwards.  Dates for 
all programme will continue to be offered throughout the year. 

 
5.7 Staff Health and Wellbeing Funding  
5.7.1 On 27 June, the Cabinet Secretary for Health and Social Care outlined an £8m package to 

support the wellbeing and mental health of the health and social care workforces. It is now 
confirmed that of the total sum, £2m will be directed to provide evidence-based support to 
meet the needs of people working in primary care and social care in responding the 
pandemic.  Following discussion with staff and officers these are the suggestions that have 
been agreed for Lanarkshire, with both HSCP’s will work collaboratively  around:  

  
1. The recruitment of 2 band 4 psychology assistants to help with facilitation of wellbeing 

workshops.   
2. Increase the capacity of the Spiritual Care Team (0.5 post band 6 each partnership to 

compliment the current provision) 
3. Build on the work already underway with the Faculty of Medical Leadership and 

Management to develop a resource which will support staff working within primary care 
and other independent contractors deal with challenging/ conflict situations in relation to 
service users. An initial webinar has tested the concept and was well received. The cost of 
the webinar was £1500 (80 staff). This would be escalated across over 1000 staff and 
would include follow up workshops with various staff groups. Approximate cost 15K 

4. The continuation of staff refreshments to the 10 localities  
5. A funding activity fund to be available for the 10 localities, Mental Health, Primary Care 

and Area Wide services (being mindful of our staff who are working from home) to be 
used for mindfulness, yoga etc. as requested by staff  

 



 
 

5.7.2 On 5 October, the Cabinet Secretary for Health and Social Care announced an additional 
package of support of £4 million for staff wellbeing focusing on people’s physical and 
emotional needs. This comes as part of an announcement of over £300 million invested into 
health and social care to cover winter pressures.  

 
 6. CONCLUSIONS 
 
6.1 It can be seen across the whole report, a great many initiatives, training, practical and 

psychological supports have been developed for staff wellbeing across the Health and Social 
Care partnership. Over time these initiatives are being aligned and incorporated within the 
major strategic workplans of both North Lanarkshire Council, NHSL and Health and Social Care 
Partnership NL which will inform and shape the way we work going forward, engaging with 
staff, embedding good practice in our ways of working and improving our methods of 
supporting staff in the longer term. 

 
6.2 Much of the work in the initial stages of the pandemic was generated at speed and with 

significant limitations on the technology and communications methods we had available at 
that time. This has improved dramatically and the accessibility of support for staff has 
improved significantly. We cannot be complacent however as the dispersed nature of our 
health and social care workforce remains one of our biggest challenges in ensuring a healthy 
supported workforce. 

 
6.3 The NHSL Pan Lanarkshire HWB Strategy is currently being developed, this will include 

wellbeing data measures and the proposal for Strategy Work streams based upon “Thriving at 
Work” recommendations which has 6 core and 4 enhanced standards.  Plans are in progress 
to build on the preliminary assessment of the ‘organisational temperature’ of NHS 
Lanarkshire, in relation to staff health and wellbeing. Part of this will be an employee 
engagement exercise to understand what matters to staff and what they want in terms of 
support.  

6.4 Recruitment of a Project Manager, to lead the writing of the health and wellbeing strategy, is 
in progress. This post will also lead on employee engagement to understand what staff need 
to support their health and wellbeing, helping inform the strategy and action plan.  

 
 
7. IMPLICATIONS 
 
7.1 NATIONAL OUTCOMES 

The health and wellbeing of staff impacts directly on the ability to achieve all nine national 
health and wellbeing outcomes. 
 

7.2 ASSOCIATED MEASURE(S) 
I. Attendance at work 

II. Staff satisfaction surveys such as iMatter. 
 
7.3 FINANCIAL 
 
 This paper has been reviewed by Finance: 
 

Yes   No  N/A  

 
7.4 RISK ASSESSMENT/RISK MANAGEMENT  

Identified risks to the wellbeing of staff inform the development of the health and wellbeing 
work in North Lanarkshire.   

 

https://www.gov.scot/news/over-gbp-300-million-new-winter-investment-for-health-and-care/
https://www.gov.scot/news/over-gbp-300-million-new-winter-investment-for-health-and-care/


 
 

7.5  PEOPLE 
  
7.6  STAKEHOLDER ENGAGEMENT (Detail below any stakeholder engagement that has taken 

place). 
Key stakeholders in the development of the Health and Wellbeing work are staff across 
health and social care employed through NHSL, NLC as well as all third and independent 
sector providers. Wide engagement has been maintained to ensure wide benefit and uptake 
of the approach described in the report.  

 

7.7 INEQUALITIES & FAIRER SCOTLAND DUTY  
 

 EQIA Completed & Fairer Scotland Impact Assessment Form Completed:  
 

Yes  No  N/A  

 
7.8  CARBON MANAGEMENT IMPLICATIONS 
 No implications identified thus far.  
 
8. BACKGROUND PAPERS 
 

None. 
  
9. APPENDICES 
  None. 
 
 

 
............................................................................. 
CHIEF ACCOUNTABLE OFFICER (or Depute)   
 
Members seeking further information about any aspect of this report, please contact Morag Dendy 
on telephone number 01698 332075. 
 
 


