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Rochdale Children, Schools & Families 

Workforce Strategy

Introduction

The Government has communicated a clear message about how services for children, whether provided by the Local Authority, the Health Service or by the voluntary sector, need to be delivered to improve the lives of children, young people and their families. The Government is determined to promote a ‘step-change in the quality, accessibility and coherence of services so that every child and young person is able to fulfil their full potential and those facing particular obstacles are supported to overcome them.’  This direction has a clear emphasis on working together, partnership and integration, building services around the needs of children and young people to maximise opportunity and minimise risk.    This reform of services for children, young people and their families is embodied within the Children Act 2004, and the National Framework for Children, Young People and Maternity Services is integral to its implementation, where there is a clear responsibility on agencies to co-operate in relation to services for children. To facilitate the changes the Department for Education and Skills have set up the Children’s Workforce Unit to develop:


· A pay and workforce strategy

· A common core of skills and knowledge

· A climbing frame of qualifications

· A infrastructure for employer led reform through the Children, Young People and Families Workforce Development Council

All of these will over the coming year inform the issues that agencies working with children will be required to embrace.  This document begins to identify some important areas on this journey. Delivering more joined-up services requires new ways of working and considerable culture change for all staff used to working within professional, organisational and service boundaries. A skilled and effective workforce is central to improved outcomes for children and young people.
This strategy begins to address workforce issues both now and in the future as service models develop and systems and processes change.  Essentially it is to ensure that we have the right number of dedicated staff with the appropriate knowledge, skills and qualifications and diversity in the right place, organised in the right way and at the right time.  These changes will not happen overnight. To date The Children, Schools & Families Executive has identified four priorities to start this workforce reform.  

These are as follows:

· RECRUITMENT, selection and deployment staff

· INDUCTION of new staff and staff working in new ways

· RETENTION of staff

· DEVELOPMENT and training (including Leadership)

The action plans that complement the strategy are working documents, which embrace the specific challenges that face services meeting the needs of children and young people and their families now. The strategy and action plans will be reviewed periodically to ensure that it can respond appropriately and quickly to meet new challenges as they develop.

The strategy will also operate in line with the Corporate Human Resource Strategy of the Council and respective strategies within Health.  It also supports the objectives within ‘Aiming High’ and priorities identified within the Corporate Performance Assessment framework, to rank as a high performing Council nationally. It also supports issues around clinical governance in Health.

Developing the Strategy

The plans for the development of this Strategy were outlined at a series of briefings held during 2004 as part of a range of developments across Children, Schools & Families to meet the Government’s agenda.  A multi-agency Human Resource Strategy Group was established in Autumn 2004 to discuss the key areas and put together an initial action plan, building on the achievements already gained in individual services in relation to workforce development.  This plan was agreed by the Children, Schools & Families Executive on 17th March 2005 and, in the weeks following this approval, will be communicated to all sections of Children, Schools & Families and staff representatives to ensure involvement of both managers and staff in the achievement of this strategy.  The challenge for all will be to develop more integrated workforce planning and workforce development.  Learning and training together will be vital in ensuring effective multi-disciplinary working and workforce reform.

18th March 2005  

	PRIORITY: 

REFORM & REMODELLING
	
	
	
	
	

	To focus on workforce excellence to ensure improved outcomes for children and young people and their families and carers
	· To appoint a workforce champion to work across partner agencies

· To establish a timetable and reporting mechanism to the CSF’s Executive

· To be responsible with identified individuals for the implementation of the workforce strategy

· Each partner agency to identify a person who is empowered to focus on the development of the Children’s Workforce.
	Appointment by the CSF executive
	June 06
	Contributions from each partnership agency or use of TDA workforce remodelling grant
	The Children’s Workforce Strategy

	To align the Children’s Workforce to the development of extended schools and services within Rochdale
	· To use imaginative approaches to raise the profile and attractiveness of work with children and young people and families locally as a rewarding career

· To employ strategies to secure a diverse and representative workforce, including voluntary and community  groups which contributes successfully to the national extended schools/services agenda targets for Rochdale

· To help raise awareness within partner agencies of the co-ordinated development of extended schools and services as an essential and  positive way forward to the full delivery of the ECM agenda
	Workforce Champion working with appropriate identified persons within each partner agency
	On-going from appointment of workforce champion
	Time allocation within partner services by appropriate manager
	The Children’s Workforce Strategy ‘Every Child Matters’

	To collate and use good practice examples of integrated working to inform and progress future workforce development requirements
	· To facilitate exchange of good practice methodologies

· To promote and lead the ‘change’ agenda, supporting and challenging change within partner agencies to create a united children’s workforce

· To seek commonality of skills and knowledge in the childrens’ workforce

· To seek clarity in opportunities for employee progression and exchange  between partner services at all levels
	Workforce Champion working with appropriate identified persons within each partner agency
	From Sept 06
	Time allocation within partner services by appropriate manager
	The Children’s Workforce Strategy

‘Every Child Matters’

	To have a recruitment process that meets the needs of the CSF service in line with revised Local Authority Corporate and Health guidelines
	· All recruitment for posts within the service are under a single banner with consistent recruitment packs

· Development of generic material for recruitment packs & review existing packs

· Review LA  recruitment processes and develop framework within which all services operate according to service needs

· Review recruitment processes in Health to reflect KSF and key competencies


	All Personnel Teams responsible for recruitment

Janet Ainscow

Existing groups chaired by Nadine Jolly in LA and KSF group in health by Gayle Holmes
	From April 05 to be completed by Dec 05

As above

March 2006. Progress reports at regular intervals
	Funding for materials; someone to co-ordinate

Time 
	‘Every Child Matters’

Delivery & Improvement Statement returns

Issues around integrating these developments with the Health Service 

Existing & new frameworks will require modification to ensure Local Authority & Health processes aim to synchronise.

Some LA new initiatives already being trialled



	To build on & integrate current recruitment initiatives
	· Collate information & review current initiatives in each service

· Targeted recruitment fairs

· Co-ordinate recruitment fairs that currently exist within the different services

· Develop PR & marketing materials to support initiatives

· Extend  LA Current Enquiry Database across the whole service linked to Core Competencies
	HRS group for Children, Schools & Families 

All Personnel / HR Teams responsible for recruitment

Janet Ainscow,

Sue Maymon

Personnel / HR Teams & support from Marketing

Janet Ainscow; Child Care Information Service
	Ongoing from now
	Funding for updated materials

Cost of fairs

Identified budget

Clarification of where resources are coming from (particularly re Personnel / HR Teams)
	Issues around integrating these developments with the Health Service 

Personnel Teams within Support Groups currently focus on staffing administration. Real capacity issues for development work of this nature.

	To have a profile of the existing workforce across Children, Schools & Families in order to identify gaps & future requirements
	· Audit & analyse current workforce

· Each service to produce a mapping framework and opportunities for career choice

· Link individual frameworks to provide integrated opportunities

· Develop & implement competency job descriptions based on the ‘Common Core of Skills & Knowledge for the Children’s Workforce’

· Extend ‘Grow your own’ initiatives across services to bring more young people into the workforce and traineeships as appropriate

· To extend issues around skill mix and career development initiatives

· Increase Practice Learning & clinical placement opportunities within Children, Schools & Families 


	Pat Smithies for initial data; Ryan Staniland; Janet Ainscow; Kath Perrin; HR(Health) ? Jim McHale; Sue Adamson; Adele Boyle

Janet Ainscow; Sharon Leech; Health Rep collating initiatives within individual services; Sue Adamson; Adele Boyle.  Managers within services

Cathie Jasper;

Suzanne Drury
	June 05

Some already completed.  Explore gaps & resolve by Sept 05

Links done by Jan 06

Ongoing. Builds on current work done

Ongoing

ongoing


	Capacity of individuals identified

Potential pool budget to be identified

Small amount of funding available for placements within social care
	Some work done in Health – need to ensure that collation categories consistent 

‘Every Child Matters’

Delivery & Improvement Statement

Service linked to the Agenda For Change & the Knowledge & Skills Framework.

Outcome of ‘Pay & Workforce Strategy’ to be published in Jan 05 will inform this

Greater joint work.  Possible link with the new 14-19 curriculum initiative

Performance indicator within the Delivery & Improvement Statement (or equivalent).  Strategic Clinical Placement Project (GMSHA)

	PRIORITY: INDUCTION
	
	
	
	
	

	To develop a common induction for Children, Schools & Families 
	· To develop an induction toolkit for use within services to include:

· P’point presentation;

· Printed materials & resources

· Checklist for managers 

· Guidance for new employees

· To facilitate quarterly joint induction sessions under CSFs banner

· Training required for people who deliver induction sessions

· Develop welcome packs for new starters

· Materials for induction to be kept up-to-date & able to be distributed to those who are unable to attend
	Project group to co-ordinate (to be identified)

All services to co-host events

Project group as identified above

Project group as identified above
	Finished by Jan 06 to go live April 06

Attempt to trial materials in intervening period
	Resource need to be clarified
	Commitment required from Senior managers across agencies to co-deliver or participate in programme(s)

Manager support staff release to attend

	PRIORITY: RETENTION
	
	
	
	
	

	To provide a range of initiatives that support the newly appointed and established staff to maximize potential and job satisfaction
	· Programmes & processes to support newly appointed staff following induction including:

· Mentoring & coaching

· Buddy systems

· Systematic training needs analysis

· Protected or phased workloads

· Timely performance reviews at 3 months

· Review existing work patterns to ensure greater flexibility and achieving Work/Life balance or ‘Improving Working Lives’

· Use work/life balance and other initiatives to promote a positive attendance culture, including managing sickness absence

· All staff to have a personal development review at least once a year

· All staff to have a personal development plan which will include areas for training 

· All staff have a Personal Development Portfolio

· Pay and rewards to be looked at to support parity
	Service & line managers

Managers of each service

Managers of each service, with support from Support services as appropriate

Line Managers

Line Managers

Pay & Review team within the Council; ‘Agenda for Change’ teams within Health
	Lots of this already being done in some areas.  Requires consolidation and audit.

Ongoing

End March 06

End March 06

End March 06

Unable to determine (see comments)
	This priority demands contribution by a large number of people across a range of disciplines.  Lots of this should be being done anyway.  Audit will reveal the gaps.

Resource needs to be identified to audit the components
	North West Mentoring Scheme (SHA) are looking to develop local schemes across agencies

Links with Corporate improvement targets 

Some work already being developed in Child Care and in Health (IWL Practice Plus)

KSF and associated development review

Links to IIP accreditation (some services have achieved this status)

Outcome of national ‘Pay & Workforce Strategy’ to be published early 05 will inform this.

Agenda for Change

	PRIORITY: DEVELOPMENT
	
	
	
	
	

	To develop structures and processes that support the development of managers and staff across Children, Schools & Families 


	· Identify the common core training required as part of implementation of Children, Schools & Families initially to centre around:

· Common Induction (see above)

· Common Processes (information sharing, assessment etc)

· Children Act Awareness

· Child Protection

· Key legislative requirements

· Identify current providers of training that will support new agenda

· Establish a training sub group to develop and co-ordinate a training strategy to progress issues identified above

· Compare training protocols to work towards common approaches to learning and development

· Introduce a joint Leadership programme following research, consultation and agreement (including fast-tracking as appropriate)
	Training personnel across the services

(links the Training Sub Group below)

Each Head of Service to identify key personnel to be included.  Sue Adamson to co-ordinate

Training group with operational managers

Training Group with approval from CSF Exec.


	Spring 05

Identification at Exec March 05.  Strategy developed by Autumn 05

Autumn 05

This is dependent on the National College producing a joint programme – aim for March 06


	Capacity issues with other priorities and vacancies across services will be a factor in how this can progress

Current funding arrangements and monies available will be collated and exploration of other external funding possibilities

Funding to support this and all the training will be an issue.
	The Strategic Health Authority in Greater Manchester has recently produced a Leadership Strategy, which they intend to lead on in partnership with other agencies.

 


