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SOCIAL CARE

Agenda Item 12

WEST LOTHIAN
WORKING FOR WELLBEING

Report to: West Lothian Integration Joint Board

Report Title: HSCP Workforce Plan 2022-25

Report By: Head of Strategic Planning and Performance (Interim)

Summary of Report and Implications

Purpose

This report: (tick any that apply).

- seeks a decision

- is to provide | | assurance

- is for information

- isfor discussion | |

The purpose of the report is to advice the Integration Joint Board (1JB) that
feedback has been received from the Scottish Government on the West
Lothian Health and Social Care Partnership’s (HSCP) Workforce Plan 2022-
2025 and the plan has been updated to reflect these comments.

Recommendations

It is recommended that the 1JB notes the updated West Lothian Health and
Social Care Partnership’s (HSCP) Workforce Plan 2022-2025.

Directions to NHS
Lothian and/or West
Lothian Council

A direction(s) is not required.

Resource/ Finance/
Staffing

- Financial context is outlined in the West Lothian Integration Joint
Board (2018) Strategic Workforce Development Plan 2018-23

Policy/Legal

- West Lothian Integration Joint Board (2018) Strategic Workforce
Development Plan 2018-23

- West Lothian 1JB Strategic Plan 2019-2023

- West Lothian Council: People Strategy (2018/19-2022/23)

- West Lothian HSCP Interim Workforce Plan 2021-22.

Risk

The workforce risk is captured in the risk register and will be monitored.

Equality, Health
Inequalities,

An integrated impact assessment was completed for the 1JB’s Strategic Plan
2019 - 2023.
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Environmental and
Sustainability Issues

Strategic Planning The Workforce Plan will underpin the IJB’s strategic plan and care group
and Commissioning strategic commissioning plans.

Locality Planning NA
Engagement Full engagement with staff has taken place in the development of the workforce
plan

WLHSCP Workforce Planning Group
IJB’s Strategic Planning Group

Terms of Report

1. Background

1.1 | The draft West Lothian Health and Social Care Workforce Plan 2022 to 2025 was agreed by the
IJB on 29™ June 2022 prior to its submission to the Scottish Government Workforce Planning,
Data, Analytics and Insight Unit on 315 July 2022 for review and comment.

1.2 | It was expected the feedback from the Scottish Government would be received in early September
to enable to Workforce Plan to be published by 31 October 2022. The feedback was delayed
and was received on 12" October 2022.

2. Feedback from the Scottish Government

2.1 | Members of the Workforce Planning Data, Analytics and Insight Unit used the indicative content
checklist included within the National Health and Social Care Workforce Strategy as the baseline
to frame their feedback.

2.2 | The feedback received was generally positive and supportive, it noted that:

e The draft plan has a logical format which cross-refers effectively to local and national
initiatives and has adopted the 6 Step workforce planning methodology.

e The plan helpfully sets out population demographic context and potential workforce
challenges (particularly around ageing population). It was also noted that sections within
each of the professional categories explored particular demographic challenges for the
workforce itself — e.g. 40% of registered nursing workforce is over 50 years old.

e The planis clear about main professional groups, what they cover and what the challenges
and gaps are for the partnership, and sets these out clearly in Whole Time Equivalent
terms.

e The graphic on page 22 was very helpful in describing how the workforce will support
recovery, growth and transformation. It also focused on prevention; and growth around role
and service redesign, in line with the “home first” approach within the HSCP.

e The plan sets out a range of upcoming actions referenced alongside the 5 pillars of the
National Workforce Strategy.

e The plan would benefit from more reference to diversity and inclusion and to staff
experience.

o Further reference to financial challenges and affordability would be helpful.
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2.3

24

3.1

5.1

e With respect to the use of technology, they noted that some HSCP staff may not be entirely
comfortable with using technology for client facing work and that training was recognised as a
priority.

It was noted that the review of the draft workforce plans across Scotland would provide Scottish
Ministers with further insight and help them to determine approaches that will:

Support the health and wellbeing of our workforce during these challenging times;

e In the short term, and in preparation for winter, inform their understanding of the workforce
implications of sustained, increased service demand;

¢ Inthe medium term, better understand the national implications arising from the local analysis
of workforce plans — particularly around population and workforce demography, service
redesign and the introduction of new roles.

The draft plan has been updated to reflect the feedback received from the Workforce Planning
Data, Analytics and Insight Unit.

Delivering the actions within the plan
A new governance structure to deliver the actions outlined within the plan is now in place and
detailed in the figure below. Three new sub groups have been established to develop the actions

and deliver the change required. A quarterly update on progress will be provided to the 1JB
Strategic Planning Group.

Decisions relating to Decisions relating to

delegated services staffing non-delegated services staffing

West Lothian Integration Joint Board (1JB) West Lothian Council Executive

West Lothian Council Social Work and

West Lothian 1JB Strategic Planning Group)
Health PDSP

West Lothian 1JB Workforce Planning Group

-
——

-
——
-

Access to Jobs in i
cess to Jobs ir A Thriving Workforce

sub group

health and social care
sub grou

Conclusion

The West Lothian HSCP workforce plan has been informed by engagement with our current
workforce, the Health and Care: National Workforce Strategy (2022) and the NHS Recovery Plan
(2021) alongside other strategic and operational plans. The plan outlines the challenges,
opportunities, and the potential solutions in relation to the West Lothian health and social care
workforce.

@@\ West Lothian NHS
Council e~
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Appendices - Appendix 1: West Lothian HSCP Workforce plan 2022-25
References - West Lothian Integration Joint Board (2018) Strategic Workforce
Development Plan 2018-23
- West Lothian 1JB Strategic Plan 2019-2023
- West Lothian Council: People Strategy (2018/19-2022/23)
Contact Sharon Houston

Head of Strategic Planning and Performance (Interim).
Sharon.houston@westlothian.gov.uk

West Lothian
Council

NHS
N— —~

Lothian



West Lothian
Health & Social Care Partnership

NHS West Lothian
—— @ﬁ:uncil

111111

West Lothian
Health and Social Care Partnership

Workforce Plan
2022-2025




West Lothian NHS -~ Wi Lothi
Health & Social Care Partnershi g\ YVest Lothian
www.westlothianhscp.crg.L!IJ( \_L;t\hﬁ gm] COU.HCII

West Lothian
Health and Social Care Partnership Workforce Plan
2022-2025

Contents:

Section 1 : Introduction and Background

Section 2 : West Lothian HSCP Strategic Direction

Section 3 : Developing the plan

Section 4 : West Lothian Demographics

Section 5 : West Lothian Workforce

Section 6 : Short and Medium Term Workforce Drivers

Section 7 : A Digitally Enabled workforce

Section 8 : An Environment and Sustainability focused workforce.
Section 9 : Supporting staff physical and mental wellbeing.
Section 10 : Action Plan

Section 11 : Legislative context and link to National and local strategy

Section 12 : References



Section 1: Introduction and Background

The West Lothian Health and Social Care Partnership (West Lothian HSCP) is
committed to ensuring that people living in West Lothian are supported to
live healthier lives as close to their own community as possible. Developing
and supporting a dynamic and thriving workforce is a key factor to ensuing
that this commitment is met.

The West Lothian Integration Joint Board (IUB) approved a Workforce
Planning Strategy for the period 2018 to 2021 that set out a workforce plan to
support its vision. This workforce plan aimed to grow, support, and sustain a
well-educated multidisciplinary, multiagency workforce that can work
collaboratively across traditional service delivery boundaries to improve
outcomes for people in our communities and deliver person-centred, safe,
and effective care.

The vision for the delivery of health and social care in West Lothian is to:

“to increase wellbeing and reduce health inequalities
across all communities in West Lothian”

As a result of the Covid-19 pandemic, the workforce planning context for
health and social care services has changed radically.

In recognition of these unprecedented circumstances the Scottish
Government had asked for all Health and Social Care Partnerships to provide
an interim workforce plan outlining, within a local context, how they intended
to meet the challenges of this change. The interim plan was published in May
2021. West Lothian HSCP Interim Workforce Plan 2021/22.

The Scottish Government has now asked all HSCPs to provide integrated
workforce plans for the period 2022-25 building on the themes identified
when developing the interim plans. Outlined in this workforce plan is an
action plan and context of how we aim to address this between 2022 and
2025.


https://westlothianhscp.org.uk/media/49200/West-Lothian-IJB-Interim-Workforce-Plan-2021-22/pdf/West_Lothian_IJB_Interim_Workforce_Plan_2021-22.pdf?m=637583288052470000

The West Lothian HSCP workforce plan has been informed by the Health and
Care: National Workforce Stroteg_y_(2022)0nd the NHS Recovery Plan (202])_
alongside other strategic and operational plans. The plan outlines the
challenges, the opportunities, and the potential solutions in relation to the
West Lothian health and social care workforce. It is important to recognise
that many of the challenges outlined within the plan require a national
response, most notably the training and recruitment of professional
positions.

NHS

Recovery
Plan
2021

NHS Board/

HSCP National
Workforce Workforce
Strategic and Strategy
Financial Plans 2022

A sustainable
health and care
service for our
population
National Clinical National Care
Strategy 2016 Service
and Care and
2018 GMS we”being
Contract Programmes

Digital Health
and Care
Strategy 2021


https://www.gov.scot/publications/national-workforce-strategy-health-social-care/
https://www.gov.scot/publications/nhs-recovery-plan/

Section 2: West Lothian HSCP Strategic Direction

In 2019 the West Lothian HSCP published the West Lothian IJB Strategic Plan
2019-2023. This Strategic Plan sets out how the West Lothian Integration Joint
Board (IJB) intends to deliver its vision “to increase wellbeing and reduce
health inequalities across all communities in West Lothian™ The IJB aims to
deliver transformational change programmes in line with the nine national
health and wellbeing outcomes against a background of demographic and
financial challenges. West Lothian faces a growing and ageing population
over the lifetime of this plan and beyond.

The West Lothian population is growing faster than the Scottish average and
the number of people aged 75 and over is forecast to increase by 105% by
2048 (National Records of Scotland, 2018). 22.9% of people living in West
Lothian report having a limiting long-term physical or mental health
condition and the number of people providing unpaid care in the community
has increased in recent years (SSCQ, 2018). In addition, there are significant
differences in health outcomes between some communities with an 8-10
year gap in life expectancy between the most deprived and least deprived
Oreas.(NOtionoI Records of Scotland, 2018)

As the West Lothion HSCP

Best pathway: care delivered as close to home as possible moves tOWGrdS the end Of the
_ existing strategic plan,
What matters to you?: understand what is most reflections are being made on

important to the person receiving care

both the work achieved in the
last four years and lessons

Assessment of health and care needs: determined by

appropriate professional at appropriate time |e0rned from the response to
the COVID-19 pandemic and

Embrace realistic medicine: balancing investigations and i~ti

ikt rglated restrictions. The HSCP
aims to support people as

Stay in hospital: when clinical needs can only be metin | close to home for as Iong as

hospital, and the person should return home or to a . . . .. s

homely setting at the earliest opportunity pOSSIble, view an individuals

: : bed as the best bed and see

Discharges and transfers of care: planned and co- o . .

ordinated early on, with clear expectations as soon as crisis admission to an aqacute

someone is admitted to hospital

site as the last option.

Life changing decisions about long-term care: will not be Figure 1.

made in times of crisis

Home First’ transformational change programme

The West Lothian HSCP is therefore committed to taking forward the ‘Home
First’” transformational change programme, as detailed in Figure 1. As the
Home First agenda progresses the way we view our workforce must evolve
alongside this.



Much of the service and role redesign that will be required will be considered
alongside the development of the West Lothian [JB Strategic Plan 2023-2026.
A commissioned strategic needs assessment is being carried out in summer
2022, which will identify the needs of people in West Lothian, what is working
well, what is not working and where the gaps within our services are. This
information will inform the development of future services and role redesign.

Ongoing workforce development will be underpinned by existing and future
medium and long-term financial plans. The West Lothian HSCP has a total
annual budget of £296 million to deliver key services. However, in future the
HSCP will receive less money from the council and health board and this
combined with increasing demand means that the [JB will need to change
the way health and social care services are delivered.

The workforce plan will outline our understanding of our workforce
demographics both on a local and national level. It will show how we aim to
address challenges within specific workforce professions and career paths
and outline how we support those working in the HSCP. In line with both NHS
Lothian and West Lothian Council values (Figure 2) we aim to create a
person-centred workforce that will deliver person-centred care to those we
support.

Focusing on our / Care and Compassion
customer needs

Being honest,
open and
accountable

Dignity and respect

Providing equality

. Qualit
of opportunities Y

Developing Teamwork

employees

Making the best
use of our Open, Honesty
and
Responsibility

resources

Working in partnership

e

Figure 2

NHS Lothian and West Lothian Council values



Section 3: Developing the Plan

When asking colleagues across the HSCP how we develop a workforce
that's fit for the future one colleagues said ‘Communicate with staff that

are in post’. This is what we did.

Between October and December 202I
there was a focused period of
engagement to develop the workforce
plan. A dedicated webpage was set
up on the West Lothian HSCP site and
colleagues were invited to share their
views on the workforce of the future.
Following engagement with senior
Management colleagues, Group
Managers and Clinical Nurse
Managers, meetings were held with a
wide range of key stakeholder to
better understand individual service
pressures in relation to work force

Prefer not to say
1.3% MNursing
16.7%

social/Community Care

16.3%
Admin
17% social Work
24.8%
Medical
5.2%

AHP
17.6%

Figure 3. Participation levels across services in
workforce plan engagement

Following extensive engagement with key stakeholders shown in figure 3,
resulted in the following themes being identified (Figure 4).

Skills to do the job and
progress

Clear and concise

commumcation

Key themes from
staff engagement

Removal of flat structures

Figure 4.
Key themes identified
from staff engagement

October - December

2021

Quality over quantity

@
*cejlence

Ability to
menu of

Understanding pressure

LA0HNU

Flexibility to move

Ability to take on
additional qualifications




Methodology

We have used workforce planning methodology to ensure our plan can
identify current and future workforce needs in the following way.

Workforce
Planning Cycle

1. Analyse the workforce profile in relation to skills mix, demographics and viewing
the West Lothian HSCP Workforce in the wider local and national workforce context.

2. Use the information from the West Lothian IJB Strategic needs assessment
(August 2022) to determine the strategic direction taken and consider where
workforce investment is most suitable to meet desired outcomes.

3. Through detailed analysis of the aims, outcomes, and actions outlined within the
new Strategic plan, determine establishment gaps and solutions to this workforce
challenge.

4. Deliver the actions detailed within this plan, alongside other national and local
transformation programmes.

5. The new sub groups outlined on page 14 will work in partnership with operational
teams and other key stakeholder to deliver actions, reduce establishment gaps
and improve outcomes for both those we support and our workforce.

6. Ongoing monitoring, evaluation and reporting in line with the new governance
structure for workforce planning outlined on page 14.




The plan is also designed around the Five Pillars of Workforce Planning as
outlined in the Scottish Government’s National Workforce Strategy for Health
and Care. This informs the actions outlined from page 30 onwards.

We must ensure we work with colleagues across the health and care system
such as NHS Lothian, West Lothian Council, and Public Health Scotland to ensure
that we have robust and meaningful data to support workforce planning.

We will establish a new sub group of the West Lothian I1JB Workforce Planning
Group to manage all communication and engagement relating to attracting
new colleagues to the West Lothian HSCP. This will include those already
interested in a careers with us but also those who have not yet considered a
career in health and care. We will take a whole systems approach by working
with colleagues in education, economic development and employability.

Train

Nurture

We will design the new HSCP Future Leaders programme to ensure that
colleagues know what training they need to do in a mandatory sense, what
learning and development can be undertaken to allow them to excel within their
current profession, and also what can support them to the next stage in their
career. The HSCP will also support this action through funding. We are
committed to creating a culture of leadership at all levels which promotes a
diverse workforce throughout the partnership. Through training and equal
opportunities, we aim to empower our workforce to achieve their personal
career goals.

Much of the employment practices are out with the remit of the HSCP however
we will work with both our local authority colleagues, those within the Health
Board and Trade Unions to influence change that will better meet the needs of
those living with West Lothian and using our services. This can relate to both
terms and conditions for those working across their health and care system in
West Lothian but also supporting those in the HSCP to progress into registered
roles where appropriate.

Our workforce are our greatest asset within Health and Care in West Lothian. We
have listened to our colleagues and they have clearly told us that their health
and wellbeing is vital to allowing them to deliver the excellent standard of care
and support our citizens expect. To this end we will work with colleagues across
the Local Authority and Health Board to ensure there is equity of support for all
West Lothian HSCP staff. This will be achieved through some investment locally,
improving the culture and leadership with the HSCP, ensuring staff feel this is a
safe and inclusive place to work, and that we support our colleagues in a
person centred way as we do our patients and service users.




Section 4: West Lothian Demographics

West Lothian’s population is changing. Figure 5 shows the estimated growth
in population between 2000 and 2020. As we await the production and
publication of the upcoming 2022 census we are expecting that we will
continue to see substantial population growth across the West Lothian area.

Estimate West Lothian Population
(Source: NRS, 2021)

190,000

185,000

180,000 183,820
175,000

170,000 174,090

165,000
160,000
155,000
150,000
145,000
140,000

157,050

200020012002200320042005200620072008200920102011201220132014201520162017201820192020

Figure 5: Estimated growth in population 2000-2020 National records for Scotland 2021

The National Records for Scotland shows that we should expect to see a
24.7% increase in the pensionable age population in West Lothian by 2033
against a growth of 8.2% in the working age population.

By 2043 this variance is expected to grow to 35.9% shown in Figure 6. The
limited growth within the available workforce presents an ongoing challenge
which, although not unique to West Lothian, is substantial.

West Lothian Projected % change in population
(2018-2043) by age structure

50
44.2
40
30
20

10

10 2023 LZULE F pasnT.] 2043

= = = A\|| ages — -15 working age s Pensionable age

Figure 6: West Lothian projected % change in population by age

Source: Population Projections for Scottish Areas (2018-based) | National Records of Scotland
(nrscotland.gov.uk)
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https://www.nrscotland.gov.uk/statistics-and-data/statistics/statistics-by-theme/population/population-projections/sub-national-population-projections/2018-based
https://scotland.shinyapps.io/nrs-population-estimates/
https://scotland.shinyapps.io/nrs-population-estimates/

Section 4: West Lothian Demographics cont.

By 2028 West Lothian is expected to have the third fastest growing
population rate in Scotland. The local population will grow by 5.9%, only
behind Midlothian (13.8%) and East Renfrewshire (6.4%). The expected
national population growth rate is 1.8%.

Analysing both population growth and age demographic changes highlight
three main challenges in terms of West Lothian's health and social care
workforce.

* The working age demographic is reducing in terms of percentage of
overall population.

64% of West Lothian’s
population is of

* There is a higher number of pensionable age population which may result
in an increased demand for health and social care services.

e West Lothian has the highest expected increase (105.8%) in the over 75
demographic against a national average of 70.6% by 2043 (NRS, 2018).
This is likely to result in a higher number of the population living with
frailty and/or complex health conditions.

In relation to the challenges outlined above the West
Lothian HSCP would urge the Scottish Government to
commit to increasing training of professions that will be
needed to deliver this care and support in the future.

~

The national promotion for a career in care
will be a key driver to support this change.




West Lothian is a modern, high performance knowledge-based economy,
with world-wide links, creating jobs and a rising quality of life for those living
and working in the region. This is the vision shared by local economic
development agencies, which is well grounded in past success (West Lothian
Council, 2022).

As a result of the growing economy and
reducing available workforce, this creates
a challenge for the West Lothian HSCP to
recruit and retain staff. Figure 7 shows
that there is a lower percentage of
people who are employed in the health . scotland
and social care sector in West Lothian 16.6 %
compared to the Scottish average. -

West Lothian

10.7 %
Figure 8 shows the competitive nature of

the West Lothian workforce, posting higher
employment rates in areas such as retail,
construction and transport and storage
than the Scottish average. In turn showing
a lower uptake of role in health and social Figure 7: % of West Lothian workforce working in
work Cotegories as defined by the Office health and care sector compared to national average
of National Statistics.

West Lothian has a large construction, retail, transport and

storage sectors which post high levels of employment.

20

West Lothian

Scotland

% of working population

Figure 8 Labour Market Profile West Lothian - Official Labour Market Statistics (nomisweb.co.uk)
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Section 5: West Lothian HSCP Workforce

No's of employees No's of employees No's of employees
West Lothian HSCP NHS Lothian West Lothian council
2200 1050 150

In December 2021 The West Lothian HSCP employed approx. 2200 staff.

NHS Lothian Employed 1050 (47%) of those staff and West Lothian council
employed approx. 1150 (53%).

West Lothian HSCP headcount by age
Dec 2021

=i, ==t =jilit i There is an ageing
workforce within the
HSCP, which mirrors the
national workforce
picture within Health and

Social Care
16-19 20-24 25-29 30-24 25-39 40-44 45-49 50-54 55-59 6064 65+
Figure 9: West Lothian HSCP headcount by age 2021
WL HSCP Workforce age WL HSCP Workforce sex WL HSCP Workforce working hours
16 - 34
years Male

Full Time

50+
years
Part Tim

Femal
35-49
years

Figure 10 Approximate age, sex and working hour West Lothian HSCP workforce 2021




As we publish this new workforce plan, the HSCP will launch a new governance
structure to ensure all published and non-published workforce data is
considered to minimise the impacts of workforce gaps across our sector. The
new structure will report as follows:

Decisions relating to Decisions relating to

delegated services staffing non-delegated services staffing

West Lothian Integration Joint Board (1JB) West Lothian Council Executive

West Lothian Council Social Work and

West Lothian IJB Strategic Planning Group)
Health PDSP

West Lothian IJB Workforce Planning Group

—
-----
e o
o
——

Access to Jobs in
health and social care
sub group

A Thriving Workforce
sub group

+ Target those that have + Build on the existing « To take forward the
not considered a work to fill vacancies staff engagement
career in the West across our services, strategy.

Lothian HSCP. targeting those + To build support for

+ Support the sharing of interested in working in those already working
information, Health and Social Care. within the WL HSCP to
campaigns and « Develop educational help them develop in
workforce events. opportunities to meet our line with their own

unmet workforce need by personal ambitions.
working in partnership « To develop and manage
with local colleges and the WL HSCP Future
universities. leaders programme.

Implementation plans will be produced by each of the sub groups to take forward
responsibility delegated to each chair. Additional data will be sought in areas such as future
workforce projections, upcoming retirement, colleagues in training, absence reporting to
best inform the work and individual actions plans produced by the sub groups.

A A A

Underpinning all of the HSCP Workforce Development activity will be an
employee engagement strategy.

Page 14




Gap Analysis of existing workforce:

Across the health and social care system workforce challenges are a reality.
Below are some of the key challenges that are facing the West Lothian HSCP
in the short, medium and longer term. Within NHS Lothian employed HSCP
teams, key areas presenting the largest workforce challenges are as follows:

ursing ﬂlllEll Health FTIIIBE"-II]IINS Medinal
' v

ummmmmmmm
“a0 "

Medical

Under the delegated functions of the West Lothian [JB, the HSCP manages
the medical resource in relation to two areas: Medicine of the Elderly and
Psychiatry. The HSCP carries a high vacancy rate that is supported by locum
consultants and as a result has had to continue to look at new opportunities
to develop our medical workforce. Recent recruitment of Speciality Doctors
has eased the pressure on frontline services.

Establishment Gap
Shows the tolal Funded Establishment for @ach month compared to the tolal WTE of staff in post per month. The Eslablishment Gap is the percentage difference

3 x____.—"’—————-}”w W FE
30 W WTE
25

20 m
19.762

Jun 21 Jul 21 Aug 21 Sep 21 Od 21 Mov 21 Dec 21 Jan 22 Feb 22 Mar 22 Apr 22 May 22

Figure 11: Establishment gap - medical

The HSCP will continue to work with NHS Lothian through the Medical
Leadership Academy to reduce the future establishment gap. We will seek
clarity from NHS Lothian on the work they are carrying out with the Scottish
Government to deliver robust analysis and modelling of speciality pipelines
to support the medical workforce.

To address the 37% establishment gap (May 2022) the following actions will
be taken:

Page 15



(; )
N
Work with NHS Lothian to maximise the use of the ‘retire and return’ policy

=
®
T omongst our delegated medical staffing

- )
G )

Continue to invest in a range of medical staffing grades including Specialty
Doctors’ posts to ensure a diverse skills mix is available across our teams

)

)
@ Work with other HSCP to establish where medical staffing sessions can be

shared to ensure specialist services can be delivered on a Lothian wide
basis.

)
N

Where appropriate use the  Clinical Sequencing Evidence-generating
Researching (CSER) programme to attract those wishing to develop their
career in West Lothian.

=,

Nursing

Nursing is a large and integral part  Nursing vk

of our Health and social care S Hiawes

workforce and makes up the largest

number of NHS Lothian employed

posts within the HSCP. This covers [ el
rsing Nursing

the following areas:  Nursing

management, Registered Mental

Health  Nurses, School Nursing,

Advance Nurse Practitioners, Health S n.:m:eu

Visiting, Health  Care  Support Soeest A S
WOrkers
workers, and District Nursing.

Health
Visiting

Establishment Gap

Shows the total Funded Establishment for each month compared 1o the tolal WTE of staff in post per month. The Establishment Gap is the percentage difference.

580 | 133
580 w _—_—‘-\‘553-35 W WIE
540

520 - S

500 I 521.01

Jun 21 Jul 21 Aug 21 Sep 21 Ot 21 Nov 21 Dec 21 Jan 22 Feb 22 Mar 22 Apr 22 May 22
Figure 12: Establishment gap nursing

The 5.92% Establishment gap (May 2022) above is made up of both non-
registered (band 1 — 4) and registered (band 5+) nursing posts within the
West Lothian HSCP. West Lothian HSCP has the highest rate of the four
Lothian HSCPs with a Band 5 nursing establishment gap of 24%, compared to
18% in East Lothian and 14% in Midlothian. When combined with the St Johns
Hospital Nursing establishment gap (band 3-7) of 24% also, local completion
for entry level registered posts continues to be a challenge.

Page 16



A significant challenge for the HSCP when filling the nursing establishment
gap is the current age profile of the workforce.

WTE (Staff in Post) by Age Group

For the currend month only. Excludes job families in depariments with less than 5 members of stafl
64,81
60 52.25 i _ i 4 o
A3 J— (4437 pr .
40 T T .
p : 3291
- 7.74 -
0000 il 303
1610 19 2010 24 251020 01034 35t 39 4010 44 4510 40 5010 54 55 o 50 60 to 64 65 «

Figure 13: Nursing staff in post by age group

o With approximate 40% of the registered nursing

40 /o workforce over 50 the HSCP will continue to work with

NHS Lothion to maximise recruitment aided by the new

Approximately 409 East Region recruitment service. Good planning and

of the registered communication with colleagues across Lothian can

. support the stability of this staff group however this is

pursmg Workiorce not going to be enough. Some of the key actions will be

IS over 50 years of iqxen locally to ensure that we can recruit, train, retain
age and nurture those coming into post.

-\
The HSCP Senior Management team will develop new ways of working to
engage senior management within St Johns, allowing space to discuss barriers
to retaining colleagues on site.

J
\\

Explore the use of a band 4 Advanced Healthcare Support worker [ Assistant
Practitioner role to reduce pressure on vacant Register Nursing posts

)

J

)
Promote additional Advanced Nurse Practitioners (ANPs) training posts each
year and support the development of a West Lothian HSCP ANP network.

=

~
Through the Home First approach, develop new ways of working in relation to scheduled
and unscheduled care within the primary care teams, ensuring those in receipt of our

Plan planned and unplanned care always get the best quality care, support, and treatment
\ J
\, J

The West Lothian HSCP will continue to licise with the Health Board and
Scottish Government to encourage further investment in more nursing
placements to support the workforce challenges we face. The analysis of
upcoming Scottish Government investment in future nursing training posts
will not meet the future demand to tackle the current establishment gap.
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Allied Health Professionals (AHPs)

The NHS Lothian AHP Director Workforce Group, supported by the NHS Lothian
AHP Workforce Programme Manager will publish a plan to address the
recruitment and retention of AHPs across Lothian. The three AHP professions
which are employed into West Lothian HSCP roles, Physiotherapists,
Podiatrists and Occupational Therapists will have specific actions outlined
within the plan. The introduction of Home First within West Lothian and the
new strategic plan to be published in 2023 influence actions that will support
the AHP workforce.

Establishment Gap

Shows the total Funded Establishrment for each month compared to the total WTE of staft in post per month. The Establishment Gap ks the percentage difference

B FE
200 197.91 MWIE
197.86

Jun 21 Jul 21 Aug 21 Sep 21 Cct 21 Now 21 Dec 21 Jan 22 Feb 22 Mar 22 Apr 22 May 22
Figure 14: Establishment gap AHP
A lot of work has been undertaken to close the establishment gap within AHP

professions in West Lothian, supported by the introduction of the new Chief
AHP role introduced in 2021.

The AHP workforce also has a stable age profile which will be supported by
succession planning. The HSCP however recognise there is always more to

do.
WTE (Staff in Post) by Age Group
For the curmment month only. Excludes job families in departments with less than 5 members of staff
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Figure 13: AHP Staff in post by age group

U Work with the NHS Lothian AHP workforce programme manager to ensure West
: ‘ Lothian Allied Health Professionals are involved in shaping new and innovative

LLE8  career opportunities to support retention and progression
J
\ J

(, N\

@ Work with all key stakeholders to best determine the correct skills and sector
Employ mix for the Mental Health and Wellbeing Primary Care Service (MHWPCS)

N >,

The West Lothian HSCP supports NHS Lothian’s ask of the Scottish
Government, as outlined within the NHS Lothian AHP workforce plan, to
increase investment in AHP University placements and training opportunities.

Page 18



Social work and social care

Within West Lothian Council employed HSCP teams, key areas presenting the
largest workforce challenges are as follows:

Social work Community and social care

' ol
SIH:IH care workers

Family Support workers

During the pandemic work has been undertaoken to address the critical
workforce challenges facing the HSCP, to ensure our services are able to
meet the needs of people in West Lothian.

Long standing national recruitment and retention issues of social care staff
continues to present significant challenges to supporting the ongoing
delivery of social care services. Audit Scotland has highlighted the
challenges facing Local Authorities in their report Local Government
Overview: 2022, published in May 2022. A summary is provided in Figure 14

below.
In relation to workforce planning,

O recruitment and retention the
actions outlined within this plan
will support not only existing staff
in West Lothian, but will also aim
to attract new people to join the
HSCP workforce.

Social Core

Facilities Managemaent
HGV Drivers

Social Workers

Environmentol Health Officers

A range of actions have already
been taken to address these
challenges, including the
recruitment of a support officer
to deliver a mentoring service for
those new into post.

Teachers

Building Standords
5 50 75 100 %

=

Figure 14: % of councils reporting skills shortages by occupation

Supporting the development, and working with the Lothian Care Academy,
has provided a platform for sharing ideas and approaches to the
recruitment of social care staff. The continued development of Lothian Work
Support Services is also having a positive impact on reducing long-term
absences.
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https://www.audit-scotland.gov.uk/uploads/docs/report/2022/nr_220525_local_government_overview.pdf

The following actions are being taken to address the challenges facing social

care.
(- D\
The HSCP to hold a register of all vacancies within the new planning and governance
@ arrangement to ensure there is no repeat advertising of historical posts and continued
ZEUE close links to existing programmes, such as the Lothian Care Academy
. 7,
\\
Deliver effective local communication campaigns targeting roles that present
recruitment challenges. Strong focus to be placed on future younger workforce
2
\\
Develop the range of non-registered posts across the HSCP working with
services such as West Lothian Access 2 Employment and NHS Lothian Learning
sl ond Development
>,
\\
Establish a shared position across the HSCP to allow colleagues equal
U opportunities to develop themselves and complete required mandatory
Ll training
" —

With specific reference to social work and specialist professional posts such
as Mental Health Officers a multilateral approach will be required. Work has
been undertaken to establish a fully recruited MHO workforce in West Lothian
over the past year. This has been a significant success due to the challenges
facing the MHO workforce outlined in the Mental Health Officers Report
published by the SSSC in August 2021.

Social work recruitment and retention has been an area of focus for the West
Lothion HSCP in recent years which has resulted in increased numbers
working in the field. Nevertheless, West Lothian still has less social workers per
100,000 population than the Scottish average (sssc, 2022). steps have been
taken to better support social workers who are new in post and investment
has been made to ensure that social workers have development
opportunities to consider within their career pathway. However, we know
there is more to do.

Number of social workers in fieldwork services
per 100,000 population in 2020
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Figure 15: Number of social workers in fieldwork services per 100,000 population 2020
Source: https://data.sssc.uk.com/local-level-data/283-social-worker-tool-2020
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Below are some of the steps being taken to support the SSSC registered

workforce.

(- )
g? Develop the HSCP Future leaders programme outlining a full manager
o development programme to support those in request

S 2

G : \

‘ &> ‘ Carry out review of the Mental Health Officer (MHO) service to ensure
* | succession planning is in place and external factors affecting recruitment
can be mitigated for

—
\\

that will address key gaps

Promote additional social work qualifications and training posts each year
Train
Train

S —

( )
Continue to develop a workforce that is trauma informed through the roll
out of Trauma Informed Workforce Planning Group and training / capacity
building group within Public Health Scotland )

. J

Through increased mentoring, exploration of career opportunities for social
work and social care colleagues and upcoming investment in training
opportunities, the West Lothian HSCP believes a continued increase in SSSC
registered posts will be seen locally. However we do not feel this effort will be
enough to tackle the ongoing pressure on health and social care system. The
West Lothian HSCP would urge the Scottish Government to consider how to
best promote a career in care, in line with the development of a National
Care Service which will allow those entering the workforce or choosing to
retrain to see a career in care as valued, sustainable and rewarding.

Recovery, Transformation and Growth

The COVID-19 pandemic and the related restrictions have and continue to
have significant impacts on the West Lothian population, including our Health
and Social Care workforce.

The HSCP has outlined on page 22 how operations will work through a

recovery phase, transformation, towards growth in the future in relation to
workforce planning.

Page 21



Prioritising workforce wellbeing Recovery

i
4

TranSformatiOI‘l Focus on preventionlu "') :

Developmet Mapping the COPtinued and
of Home First capacity for |mprovec-l
principles change partnership
Y working

Equity at the
" & heart of change

Continued Continued Sustainable
development of development funding for
technology of non our
enabled care registered partners o

and support roles 6.

The following section outlines the short and medium term drivers needed to
deliver this transformational change.
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Section 6: Short and Medium Term Workforce Drivers

Remobilisation

COVID 19 will
continue to have an
impact on staff and
service delivery
throughout the short
term

rivel

arm O

I
c

L

.-'\
-

'_:.;'L o

20

[ =

Aging
population
and
workforce

Our biggest
challenges ahead
relate to our aging
population and
changes in existing
workforce availability
which will have to be
tackled via
transformational
change

Key Factors

Upskilling to new ways
of remote working

Digital skills and
empowerment

Development of staff
supervision and appraisal

Multidisciplinary team
working

Staff physical and
mental wellbeing

Improving internal and
external communications

Key Factors

Education and
development

Local, geographical,
and economic impacts

Future mapping of
anticipated service and
workforce demand

Supporting

transformational change

Investment in developing
digital skills

Supporting staff with time for
development and learning

Supporting flexible working
where possible

Empowering staff to manage
positive mental wellbeing

Improved access to data

Support for managers to
improve planning

Staff development at the
forefront succession planning

Investment in additional
digital technology

Improved HSCP recruitment
campaigns

Improved use of data

“Bottom-up holistic integrated approach to workplace support,
learning and development... would support the workforce
retention and wellbeing agenda”
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Section 7 : A Digitally Enabled Workforce

In 2021 the Scottish Government published their digital strategy for health
and social care, ‘Enabling, connecting and empowering: Care in the Digital
age' (Scottish Government, 2021).

The strategy outlines the key drivers, aims and outcomes to ensure that our
service users can access digital options, and that we better support our
workforce to become digitally enabled.

We know much of the technology we need to harness the public expectation
for digital care is already there, and as an HSCP we will need to work with our
local authority and health board service planners to make this available.

The vision within the plan mirrors that of the National Strategy, which is:

‘To improve the care and wellbeing of people in Scotland by making best use
of digital technologies in the design and delivery of services’

The aims outlined within the plan ensure that those living within West Lothian
will have greater control of their own data and will receive services that are
based on individual outcomes rather than clinical availability. Service users
will be able to take part in research, consultation and engagement that will
shape the future of the health and social care services they will use.
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When we carried out our staff engagement survey between October 2021
and December 2021, better use of digital technology came through strongly
from our colleagues.

There is a great desire to increase knowledge of technology enabled care
and also raising the awareness and skill set of colleagues using digital to

- KNOWLEDGE AND SKILLS =

Concerns were raised by
managers around both clients
and their staff's digital
knowledge and skills. They saw
this as a potentail barrier to
effective implementation going
forward.

Lack of willingness by staff to embrace
technology, staff not tech-savvy, and
unable to help clients. Clients do not
understand how to use video confrencing.

STIS VLI

DIGITAL‘/ 5 A menu of choice when it

q . = COMes to supporting those
- & === that use our services was the

) I_D prevailing feedback. Going

Concerns around client access to suitable digital fOI’WCII’d, the |mportonce Of

technology and the ability to access wi-fi were common D SUppOl’tiﬂg our teams with

concerns. Managers also highlighted inpaticular n .

difficulties clients with disabilities faced when using ey new equipment to ensure

videasanisrencing pr Cigital consultation along with

Wi-Fi availability, digital devices,

disabilities -especially those with € telephone and fgce to face

cognitive or sensory impairment. €7D options will be critical.

We are dedicated to equal access to health care and understand that those
with the greatest health needs are also those most at risk of being left
behind. We will explore areas where we can expand the use of Technology
Enabled Care (TEC) and will also consider how we can develop hybrid
packages of support which include both traditional in person support
alongside TEC solutions.

Through the development of the HSCP's Future Leaders Programme we will
ensure that our colleagues have the tools to do their job and the training to
use these tools to support our citizen’s health, social and personal outcomes.
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Section 8: An Environment and Sustainability
Focused Workforce

Many opportunities are ahead to link workforce planning with supporting both
the health board and local authority's vision to lower emissions, and to meet
local, national and international climate change goals. We will continue to
work in line with the principals of the NHS Lothian and West Lothian Council's
Green Space Strategy which supports staff wellbeing, improved physical and
mental health and encourages all to use West Lothian’s natural environment
to support climate change goals. We will use our natural environment as not
only a means of care, support and treatment, but also a driver to encourage
people to work within West Lothian.
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Section 9: Supporting staff physical and mental
wellbeing

Health and social care teams working in the community, primary care and
independent care sector have shown strength and resilience in the face of
considerable pressure during the COVID-19 pandemic. However, it has been
recognised clearly within the Audit Scotland report: NHS in Scotland 2021 that
this has had a detrimental impact of staff mental health and wellbeing.

Key challenges reported during the pandemic were as follows:

Considerable impact of the pandemic on care
homes.
Pressure to create space in hospitals and the
ImPGCt on impact on community services.
services High demand for mental health services and higher
levels of care needs.
Impact on primary care services and public
expectation.

Changing PPE requirements.
Stress of social distancing and wearing PPE with
Impact on ways  parriers to face to face care delivery.
of working Covid-19 guidance and wellbeing support.
Quantity of information and guidance being issued
and difficulty navigating it.

Anxiety of delivering community services with non-
adherence to social distancing.
Impact of staff self-isolating and shielding.
Risk of Covid-19 to both themselves and their
families.

e Impact of home working, home schooling and/or
care responsibilities.
Uncertainty about the future and the long-term
impact of the pandemic.
Dealing with members of the public who were more
anxious than normail.

Impact on staff




West Lothian HSCP will continue to put the wellbeing of colleagues at the
forefront of service development planning. In addition to the work being carried
out by the HSCP, a new HSCP Wellbeing Lead will be recruited to deliver the
outcomes of the NHS Lothian Work Well Strategy and West Lothian Council 4
Pillars to Wellbeing approach, to ensure equity of support across the HSCP staff
groups. With oversight from a Programme Manager, the Wellbeing Lead will work
with the West Lothian Work Well Lead and Council representatives to ensure
wellbeing related funds are developed and spent with staff voice at the centre.

4 Pillars to Wellbeing ,West Lothian Council

»

(=)

Y
o ) §\ Choices | N
Building a healthier and “«..
happier culture for our staff ™

Financial Wellbeing Safety, Health and Welfare




Section 10: Action Plan

The following action plan, builds around the five pillars of workforce planning,
and shows how the West Lothian HSCP will tackle the existing short, medium
and longer term challenges in relation to workforce planning. With the
publication of the West Lothian [JB Strategic plan 2023-26, continued
development of the 'Home First’ programme, and move towards a National
Care service, role redesign and service design may impact some of the
following actions. Regular reporting will be undertaken to inform key decision
makers.

The plan's success will be measured using both quantitative and qualitative
data collection and analysis. This may include measuring performance
against national establishment gaps, recruitment and retention performance
and analysis of current and future iMatter responses. A dashboard will be
created and performance reported through appropriate governance
structures on a six monthly basis.

Using the five pillars of workforce planning, combined with themes identified
though staff engagement, the following action plan outlines how future
workforce challenges will be addressed. The staff engagement themes below
provide a strong basis for an action plan with West Lothian HSCP colleagues
at the centre of our planning.

Staff Engagement Theme

2 3 4

Right structure
for our teams

1

Need for
effective staff

A workforce
that can deliver
excellence

Nurtured and
empowered
workforce

management
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@ Action

The HSCP to hold a register of all vacancies
within  new planning and governance
arrangement to ensure there is not repeat
advertising of historical posts, ensuring
close links to existing programmes, such as
the Lothian Care Academy.

Exit interviews will be reviewed centrally and
themes will be identified to address
workforce planning work, mainly around the
creation of new roles and retention of staff.

Develop a local staff engagement strategy
to underpin the future development and of
the WL HSCP workforce and ensure
[o][elalaligle!

succession
developed.

practices are

Through the Home First approach develop
new ways of working in relation to
scheduled and unscheduled care within
the primary care teams, ensuring those in
receipt of our planned and unplanned care
get the best quality care, support and
treatment at all times.

Work with West Lothian College to identify
training opportunities for those wishing to
access a career in Pharmacy and other
areas where pathways from non-register
to registered post exists.

Continue to work with colleagues in
Scottish Government to highlight issues
regarding workforce availability, specifically
in relation to nursing, medical cover, social
work, MHO and social care.

Work with other HSCPs to establish where
medical staffing sessions can be shared to

ensure specialist services can be delivered
on a Lothian wide basis.

Responsible

Officer

Head of Strategic
Planning and
Performance

Head of Strategic
Planning and
Performance

Communications
and Engagement
Manager

Home First
Programme
Manager

Head of Strategic
Planning and
Performance

Head of Strategic
Planning and
Performance

Head of Health

Timescale

December 2022

December 2022

April 2023

September 2023

April 2024

Ongoing

Ongoing
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*

Attract

Head of Health December 2022

Head of Social
Policy & Head of February 2023
Health

Head of Social

. il 202
Policy April 2023
Chief Nurse June 2023
Head of strategic
Planning and Ongoing
Performance
Communications
and Engagement Ongoing
Manager
Clinical Director of .
Ongoing

Psychiatry
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0 Action

Train

Agree West Lothian HSCP position
regarding prospective management
development, outlining the key skills
and competencies requires to apply
and be successful in the role.

Agree West Lothian HSCP position on
team meeting frequency, supervision
frequency and approach to the
development of teams in partnership
with management colleagues.

Allow time for colleagues to develop Ql
projects and celebrate the excellent
working being carried out by identifying

dedicated HSCP Ql leads.

Establish a shared position across the
HSCP to allow colleagues equal
opportunities to develop themselves
and complete required mandatory
training.

Continue to Develop a workforce that is
Trauma Informed through the roll out of
the Trauma Informed  Workforce
Planning Group and training/capacity
group within Public Health Scotland.

Where appropriate use the CSER
programme to attract those wishing to
develop a career in medical services
within the West Lothian HSCP

Responsible

Officer

Head of Health &
Head of Social
Policy

Head of Strategic
Planning and
Performance

Head of Health &
Head of strategic
Planning and
Performance

Head of Strategic
Planning and
Performance

HSCP Trauma
Champions

Clinical Director for

Psychiatry

Timescale

December 2022

December 2022

September 2023

April 2024

Ongoing

Ongoing
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@ Action

Employ

Recruit a HSCP Wellbeing lead to
address the needs of both the NHS
Lothian ‘Work Well" strategy and the 4
pillars approach to Wellbeing taken by
West Lothian Council.

Work with all key stakeholders to best
determine the correct skills and sector
mix for the Mental Health and Wellbeing
Primary Care Service (MHWPCS)

Develop the range of non-registered
posts across the HSCP working with
services such as West Lothian Access 2
employment and NHS Lothian Learning
and Development to support workforce
pressures

Carry out targeted  recruitment
campaigns in line with upcoming HSCP
communications strategy and revise
an integrated approach to recruitment

Work with NHS Lothian to maximise the
use of the ‘retire and return’” policy
professions where

across o]l
appropriate.

Responsible

Officer

Head of strategic
Planning and
Performance

General Manager
Mental Health and
Addictions Service

Head of Health &
HSCP Chief Nurse

HSCP
Communications
and Engagement

Manager

Head of Health

Timescale

September 2022

April 2023

April 2023

April 2024

Ongoing
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'a Action

Nurture

Develop the HSCP Future leaders
programme outlining a full manager
development programme to support
those in request.

Establish position on the further role out
of the mentoring role in teams and
professions where staff turnover is
higher learning lessons from current
work across Social Policy.

Develop HSCP digital management
pack to support supervisor, 1-2-1 and
annual appraisals. Support this with
clear communication strategy to
ensure expectations all staff are clear
with regards to performance and
development and allow dedicated time
for support and supervision.

Ensure all existing support services for
colleagues within the HSCP are
promoted and available for colleagues
to access, to support their own physical
and mental wellbeing.

Responsible

Officer

Head of strategic
Planning and
Performance

Head of Strategic
Planning and
Performance

Head of Strategic
Planning and
Performance

HSCP
Communications
and Engagement

Manager

Timescale

December 2022

April 2023

September 2024

Ongoing

“The staff within the NHS are its best resource and looking after
their wellbeing is essential”
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Section 11: Legislative context and link to National
and local strategy

The strategy and plan outlined within this document is informed by the
following legislation and local and national strategies.

Legislative context:

e Social Work (Scotland) Act 1968

e Community Care and Health (Scotland) Act 2002

e Mental Health (Care and Treatment) (Scotland Act 2003
e Equality Act 2010

e Patients’ Rights (Scotland) Act 2011

e Social Care (Self Directed Support) (Scotland) Act 2103
e Public Bodies (Joint Working) (Scotland) Act 2014

e Carers (Scotland) Act 2016

e Health and Care (Staffing) (Scotland) Act 2019

National Strategic context:

Independent Review of Adult Social Care (2021).

A National Care Service for Scotland (2021)

NHS Recovery Plan (2021).

Health and Care: National Workforce Strategy (2022).

Local strategic Context:

West Lothian 1JB Strategic Plan 2019-2023

Waest Lothian Market Facilitation Plan (2019-2023)
West Lothian IJB East Locality Plan 2019-2022
West Lothian HSCP Interim Workforce Plan 2021/22
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