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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 (IJB) 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. 
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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 Strategy (2022)and the NHS Recovery Plan (2021)
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.
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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
areas.(National Records of Scotland, 2018)

As the West Lothian HSCP
moves towards the end of the
existing strategic plan,
reflections are being made on
both the work achieved in the
last four years and lessons
learned from the response to
the COVID-19 pandemic and
related restrictions. The HSCP
aims to support people as
close to home for as long as
possible, view an individual’s
bed as the best bed and see
crisis admission to an acute
site as the last option. 
Figure 1.

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. 
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Home First’ transformational change programme



Much of the service and role redesign that will be required will be considered
alongside the development of the West Lothian IJB 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 IJB 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.

Figure 2
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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 2021
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 Figure 3.

Following extensive engagement with key stakeholders shown in figure 3,
resulted in the following themes being identified (Figure 4).
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Participation levels across services in
workforce plan engagement   

Figure 4.
Key themes identified
from staff engagement 



Methodology 

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

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.

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.

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

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. 
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Source: Population Projections for Scottish Areas (2018-based) | National Records of Scotland
(nrscotland.gov.uk)

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.

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.
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Figure 5: Estimated growth in population 2000-2020

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

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

Estimate West Lothian Population 
(Source: NRS, 2021)

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/


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

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

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

Section 4: West Lothian Demographics cont.

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

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%.
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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
and social care sector in West Lothian 
 compared to the Scottish average. 

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
work categories as defined by the Office
of National Statistics.

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). 
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Figure 8 Labour Market Profile West Lothian - Official Labour Market Statistics (nomisweb.co.uk)

Figure 7: % of West Lothian workforce working in
health and care sector compared to national average

West Lothian has a large construction , retail, transport and
storage sectors which post high levels of employment. 
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Section 5: West Lothian HSCP Workforce
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Figure 9: West Lothian HSCP headcount by age 2021 

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



Under the delegated functions of the West Lothian IJB, 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. 

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:

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:

Medical
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Figure 11: Establishment gap - medical 



Nursing
Nursing is a large and integral part
of our Health and social care
workforce and makes up the largest
number of NHS Lothian employed
posts within the HSCP. This covers
the following areas: Nursing
management, Registered Mental
Health Nurses, School Nursing,
Advance Nurse Practitioners, Health
Visiting, Health Care Support
workers, and District Nursing.

Work with NHS Lothian to maximise the use of the ‘retire and return’ policy
amongst our delegated medical staffing

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.

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



With approximate 40% of the registered nursing
workforce over 50 the HSCP will continue to work with
NHS Lothian to maximise recruitment aided by the new
East Region recruitment service. Good planning and
communication with colleagues across Lothian can
support the stability of this staff group however this is
not going to be enough. Some of the key actions will be
taken locally to ensure that we can recruit, train, retain
and nurture those coming into post.

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

40%
Approximately 40%

of the registered
nursing workforce
is over 50 years of

age

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 always get the best quality care, support, and treatment

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

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

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.
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Figure 13: Nursing staff in post by age group 

The West Lothian HSCP will continue to liaise 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.  



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.

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.

Allied Health Professionals (AHPs)

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 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. 

Work with the NHS Lothian AHP workforce programme manager to ensure West
Lothian Allied Health Professionals are involved in shaping new and innovative
career opportunities to support retention and progression

Work with all key stakeholders to best determine the correct skills and sector
mix for the Mental Health and Wellbeing Primary Care Service (MHWPCS)
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Figure 14: Establishment gap AHP 

Figure 13: AHP Staff in post by age group 



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

During the pandemic work has been undertaken 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. 

Social work and social care

In relation to workforce planning,
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. 

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.

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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Figure 14: % of councils reporting skills shortages by occupation 

https://www.audit-scotland.gov.uk/uploads/docs/report/2022/nr_220525_local_government_overview.pdf


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.

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
close links to existing programmes, such as the Lothian Care Academy

Deliver effective local communication campaigns targeting roles that present
recruitment challenges. Strong focus to be placed on future younger workforce

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 

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

Social work recruitment and retention has been an area of focus for the West
Lothian 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. 

Source: https://data.sssc.uk.com/local-level-data/283-social-worker-tool-2020 
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Figure 15: Number of social workers in fieldwork services per 100,000 population 2020 

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



Below are some of the steps being taken to support the SSSC registered
workforce.

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.

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

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

Promote additional social work qualifications and training posts each year
that will address key gaps

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

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. 
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The following section outlines the short and medium term drivers needed to
deliver this transformational change.

Page 22



Section 6: Short and Medium Term Workforce Drivers

 
“Bottom-up holistic integrated approach to workplace support,

learning and development… would support the workforce
retention and wellbeing agenda”
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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.

Section 7 : A Digitally Enabled Workforce

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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A menu of choice when it
comes to supporting those
that use our services was the
prevailing feedback. Going
forward, the importance of
supporting our teams with
new equipment to ensure
digital consultation along with
telephone and face to face
options will be critical. 

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.

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
carry out the day job.
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.

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.



Section 8: An Environment and Sustainability
Focused Workforce
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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.



Key challenges reported during the pandemic were as follows:

Section 9: Supporting staff physical and mental
wellbeing

Impact on
services

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

Impact on ways
of working

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

Impact on staff

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.
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 normal.

“A recognition of the emotional investment nurses give to
patients and how that can have an impact on staff 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.
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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.

 
“Ensuring that staff are

supported and listened to,
additional supports in
respect of wellbeing.

Recognition of the work that
is being done”

“we continue to work for a shared goal which is the wellbeing
of our services used and looking after each other.”
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4 Pillars to Wellbeing ,West Lothian Council



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 IJB 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.

Section 10: Action Plan

Page 29

1
Need for

effective staff
management

2
Right structure
for our teams

3
Nurtured and
empowered
workforce

4
A workforce

that can deliver
excellence 

 

Staff Engagement Theme



Action Responsible
Officer Timescale

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.

Head of Strategic
Planning and
Performance

December 2022

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.

Head of Strategic
Planning and
Performance

December 2022

Develop a local staff engagement strategy
to underpin the future development and of
the WL HSCP workforce and ensure
succession planning practices are
developed.

Communications
and Engagement

Manager
April 2023

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.

Home First
Programme

Manager
September 2023

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.

Head of Strategic
Planning and
Performance

April 2024

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.

Head of Strategic
Planning and
Performance

Ongoing

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.

Head of Health Ongoing
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Action Responsible
Officer Timescale

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

Head of Health December 2022

Promote social work qualifications and
Advance Nurse Practitioners (ANPs) training
posts each year. This will bolster the social
work workforce and support the
development of a West Lothian HSCP ANP
network.

Head of Social
Policy & Head of

Health
February 2023

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.

Head of Social
Policy April 2023

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

Chief Nurse June 2023

Work with the NHS Lothian AHP workforce
programme manager to ensure West
Lothian Allied Health Professionals are
involved in shaping new and innovative
career opportunities to support retention
and progression

Head of strategic
Planning and
Performance

Ongoing

Deliver effective local communication
campaigns targeting roles that present
recruitment challenges. Strong focus to be
placed on future younger workforce.

Communications
and Engagement

Manager
Ongoing

Continue to invest in a range of medical
staffing grades including the speciality
doctor’s post to ensure a diverse skills mix is
available to our teams

Clinical Director of
Psychiatry Ongoing
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Action Responsible
Officer Timescale

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

Head of Health &
Head of Social

Policy
December 2022

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

Head of Strategic
Planning and
Performance

December 2022

Allow time for colleagues to develop QI
projects and celebrate the excellent
working being carried out by identifying
dedicated HSCP QI leads.

Head of Health &
Head of strategic

Planning and
Performance

September 2023

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

Head of Strategic
Planning and
Performance

April 2024

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.

HSCP Trauma
Champions Ongoing

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

Clinical Director for
Psychiatry Ongoing
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Action Responsible
Officer Timescale

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.

Head of strategic
Planning and
Performance

September 2022

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

General Manager
Mental Health and
Addictions Service

April 2023

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

Head of Health &
HSCP Chief Nurse April 2023

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

HSCP
Communications
and Engagement

Manager

April 2024

Work with NHS Lothian to maximise the
use of the ‘retire and return’ policy
across all professions where
appropriate.

Head of Health Ongoing
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Action Responsible
Officer Timescale

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

Head of strategic
Planning and
Performance

December 2022

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.

Head of Strategic
Planning and
Performance

April 2023

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.

Head of Strategic
Planning and
Performance

September 2024

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.

HSCP
Communications
and Engagement

Manager

Ongoing

“The staff within the NHS are its best resource and looking after
their wellbeing is essential”
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Social Work (Scotland) Act 1968
Community Care and Health (Scotland) Act 2002
Mental Health (Care and Treatment) (Scotland Act 2003
Equality Act 2010
Patients’ Rights (Scotland) Act 2011
Social Care (Self Directed Support) (Scotland) Act 2103
Public Bodies (Joint Working) (Scotland) Act 2014
Carers (Scotland) Act 2016
Health and Care (Staffing) (Scotland) Act 2019

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)

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

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

Legislative context:

National Strategic context:

Local strategic Context:

Section 11: Legislative context and link to National
and local strategy
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https://www.gov.scot/groups/independent-review-of-adult-social-care/
https://www.gov.scot/publications/national-care-service-scotland-consultation/
https://www.gov.scot/publications/nhs-recovery-plan/documents/
https://www.gov.scot/publications/national-workforce-strategy-health-social-care/
https://westlothianhscp.org.uk/media/33786/West-Lothian-IJB-Strategic-Plan-2019-23/pdf/West_Lothian_IJB_Strategic-Plan_2019-23.pdf?m=636917136505370000
https://westlothianhscp.org.uk/media/39159/Market-Facilitation-Plan-2019-2023/pdf/Market_Facilitation_Plan_2019_to_2023.pdf?m=637165064903270000
https://westlothianhscp.org.uk/media/38552/East-Locality-Plan-2019-22/pdf/East_Locality_Plan_2019-22.pdf?m=637114874253700000
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
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
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