
National Workforce Strategy for Health and
Social Care in Scotland

Foreword

Our workforce is at the heart of delivering Health and Social
Care services to the people of Scotland. Over 400,000 skilled and
compassionate people work in many different roles and settings, in an
integrated way. As the largest workforce in Scotland, they reach into
every aspect of life and every community in Scotland. As national and
local governments working together, we see and value this every day.

We acknowledge the significant pressures that the workforce has
faced and that sustained actions are required from planning for and
attracting into the workforce through to support and development
of our workforce, supporting and delivering Recovery, Growth and
Transformation of our workforce. This is critical to Scotland's recovery
from the COVID 19 pandemic, within the wider context of addressing
inequalities and making a continued shift to early intervention and
prevention.

Moving into the implementation phase of this
Strategy, we will continue working with partners to
support and inform its delivery.

Our NHS, Social Care and SocialWork staff have
been remarkable throughout the challenges
faced during the COVID-19 pandemic. We are
forever gratefu for their continued courage,
commitment and professionalism.

This Workforce Strategy sets out a national framework to achieve our
vision of a sustainable, skilled workforce with attractive career
choices where all are respected and valued for the work they do.

We have a proud track record in investing in our people, with record
staffing levels in the NHS and ten consecutive years of growth. We now
have over 28,700 more people working in our NHS than in 2006. In

Social Care, our workforce has increased by over 18,300 since 2008. We
also recognise and value the incredible efforts of those who work so
hard to care for us in all aspects of our Health and Social Care system.

Terms and conditions of employment are also of paramount
importance. Building on solid progress already made in this area, we
continue to work towards achieving FairWork across both Health and
Social Care.

Our Health and Social Care system continues to undergo rapid
change, impacted not just by demographic realities and the COVID-19
pandemic but the opportunities brought by new technology, data and
analytical services, including innovative ways of working. We will learn
from this experience and work with key partners, to ensure that we are
delivering responsive high quality care that addresses people's needs.
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Implementation at Local Level
Health Boards, Local Authorities and Health and Social Care
Partnerships (HSCPs) have an important leadership role in helping
to operationalise this Strategy and its outcomes through 3-year
Workforce Plans.

At a local level, these 3-year plans should focus on defining the
workforce needed to support the health and wellbeing of our people
and align with service planning for remobilisation and recovery, whilst
acknowledging that we must safely manage living with COVID and be
flexible to the challenges this will undoubtedly bring.

The role of early intervention and prevention across
the life course must be articulated, and take into
account health inequalities.

Health Board and HSCPs workforce plans should be developed in

partnership, including with third and independent sector partners,
reflecting that there remains significant system pressures alongside
some uncertainty about the future trajectory of COVID as we adapt to
living with it. The plans will be submitted to the Scottish Government
by summer 2022, whereupon they will be reviewed and feedback will
be provided to partners as part of a valuable feedback loop between
local and national work. Thereafter, a review process will ensure that
delivery, both locally and nationally, remains aligned.

Implementation at a National Level

It is hoped that national partners will also find the framework,
outcomes and actions provided by this Strategy useful and will be
able to align their own strategies and plans, where appropriate, in
support of delivery.

Investing in OurWorkforce

Many of the short-term actions set out in this Strategy, particularly
where they relate to recovery and systems pressures, are already
funded directly from the Scottish Government budget. Further detail
on specific investment is set out in the sections that follow.

Record investment of over £300 million has been provided in-year to
support winter planning and preparedness and is directly supporting
on-going recruitment activity alongside pay increases in Adult Social
Care to bring the minimum hourly rate to £10.50 per hour in 2022/23;
above the Scottish Real Living Wage.

Additionally targeted investment of over £1 billion as set out in

the NHS Recovery Plan, is directly funding both short and medium
term recruitment across key services alongside new training and
transformation opportunities through NES, NHS Academy and Centre
for Sustainable Delivery.
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Going forward, further investment in the workforce will be identified in

line with the Scottish Government's commitment to increase frontline
health spending by 20% (c. £2.5 billion) and increase Adult Social Care
investment by at least 25% (c. £840 million) over the ifetime of this
parliament.

In May 2021, Scottish Government agreed an average
4% pay-rise for Agenda for Change (AfC) staff in NHS
Scotland.

lt was the biggest pay uplift for NHS staff since devolution and has
ensured our NHS staff remain the best paid in the UK. In addition,
agreement has been reached to implement the recommendations of
the Doctors and Dentists Review Board. Negotiations with NHS AfC
staff representation will commence as soon as practical in 2022 to
secure a single year pay uplift for 2022/23.

Action Currently Underway
Future Developments

In 2022, Scottish Government will publish its response to the
Consultation on the National Care Service, will scrutinise Health Board
and Health and Social Care Partnerships' 3-yearWorkforce Plans, and
will set out further detail on next steps in our approach as part of the
publication of the Resource Spending Review.

8 National Health and Social Care Integrated Workforce Plan

Responding to the Challenges Ahead - Workforce Growth
Projections

To successfully deliver our tripartite ambition of Recovery, Growth
and Transformation, it is clear that workforce growth will be a key
determinant for Health and Social Care services to meet the projected
needs of the people of Scotland. Although we know we need to grow
our workforce, we must also recognise the vacancies in the system and
ensure that we consider these in understanding our workforce need
into the future.

We indicated in the National Health and Social Care Integrated
Workforce Plan® our anticipated growth projections for workforce
based on the Scottish Government's Medium-Term Financial
Framework. We are further developing this work in partnership,
identifying anticipated projected growth over the coming decade
which expressly considers current vacancies as well as service
transformation, demography and other essential local and national
modelling assumptions.

We will, for the first time, publish our indicative projections for Health
and Social Care Workforce growth later this year. This will allow us
to expressly incorporate evidence from a range of sources, including
3 yearWorkforce Plans and the forthcoming revised Medium-Term
Financial Framework. We will review these projections annually, in line
with new and emerging evidence.
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Part 3

Action
Effective recovery is essential to creating the stability through which we can then
accelerate further growth and transformation over the medium and longer term.
As set out in the NHS Recovery Plan, we will increase NHS capacity by at least 10%
as quickly as is possible in order to address the backlog in care and meet ongoing
healthcare needs for people across the country, with new investment supporting
targeted intervention across all the integral parts of our Health and Care Services.
In growing this workforce we must avoid unintended consequences in terms
of affecting workforce supply for Social Care. We acknowledge that workforce
projections and assumptions are highly variable. The Feeley Review also noted
that more specific Scottish projections will be vital in the future.



G
3: Action: Short term

To improve the quality and effectiveness of strategic workforce
planning, over the next 24 months we will directly support planning
capacity for recovery by:

Improving workforce planning capability across health boards
and HSCPs, local authorities and Social Care providers,
specifically focussing on shared learning and better alignment
of national and local planning, modelling the needs/growth
projections, and improved understanding of workforce
planning skills, methodologies and approaches, and a greater
understanding of the barriers and solutions that reflect the
diversity of employers.

& Taking steps to improve the quality of the workforce data,
including the demographic data we collect, and to progressively
improve the quality of analysis we undertake from data
collected, at different geographic levels.

& Improving the accuracy of capacity planning and use workforce
planning to more readily spot emerging gaps and pressure
points.

The following outlines action for recovery over
short-term (next 24 months) within each of the 5

pillars of workforce. These actions are summarised,
in the annex to this Strategy, alongside medium term
(3-5 years) and longer term (5+ years) actions.

These objectives will allow health boards and HSCPs to proactively
plan for service growth in line with our intention to increase capacity
across inpatient, day patient and outpatient services by at least 10%
by 2026.

To ensure optimal career progression and retention, planning of
local and national recruitment should remain focussed on workforce
demographics, aiming to have a workforce that is representative of
the communities we serve.

Taking these steps now will lay effective foundations
for realising more robust whole system planning in
the future and create an active culture of continuous
improvement.
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