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Strategic Overview

1. 
Purpose of the Strategy
1.1
The Aims of the Strategy 

The Strategy aims to serve the ambitions and plans of Westminster’s emerging Children’s Trust. It will align with the Children and Young People’s Plan (CYPP) and support the implementation of the  Transformation program, “Getting the Best for our Children”, which includes the development of joint commissioning with partner agencies and integrated locality delivery. We are aware that intrinsic to our commitment to excellent services is the development and nurturing of staff who deliver these services across the children’s workforce in Westminster. There is clear linkage between commissioning and delivery, an underpinning and forward looking workforce strategy and the financial context and strategy in which services are based.
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The Children, Young People and Families Department, as part of the Trust seeks to create a culture of learning that permeates all aspects of our work. This extends beyond meeting our statutory requirements for qualifications and continuous professional development to recognising potential in our workforce, fostering talent and providing career paths that motivate and retain experienced staff. 

The excellent training and development opportunities available in the Department and to our partners are central to our recruitment and retention strategy. Strategic planning to make best use of the resources available and continuous improvement of our workforce development provision are essential to maintain the Department’s reputation.
This is consistent with the HR vision for Westminster:

 Excellent people at the centre of the organisation: Westminster City Council aims to provide excellence in every respect.  We know that we can only achieve excellence if we employ the best people and fully use their skills.
We recognise that we cannot achieve these ambitions in isolation and we increasingly strive to work in partnership with the private, voluntary and independent (PVI) sector, plus schools, health and social care to maximise increasingly limited resources, to maintain and develop the marketplace for social care, and to integrate where that adds benefit.

The workforce strategy’s overall aims are to develop and implement broader workforce interventions that will:
· Promote and develop the safeguarding and Integrated Working agendas by building a qualified and skilled children’s workforce across Westminster that will embrace new ways of working
· Develop and support the external market to respond to new demands on its workforce
· Provide a framework to enable engagement with a range of strategic partners for remodelling the workforce based on high quality current and future  intelligence
· Provide services that are value for money and make the best use of available resources
· Implement the Westminster Standard of Customer Service.
· Westminster Standard for Children’s Workforce?
Success will be measured by:

· Improved retention and successful recruitment

· External benchmarking and recognition of success

· Reduced inequalities and improved reflection of the resident population in the workforce;

· Better prevention/early intervention for improved outcomes as indicated by the Every Child Matters agenda. 
· Increased choice and control for children, young people and their families and carers.
· Regulatory compliance.

1.2
Building on Achievements
A children’s workforce development strategy and annual plan has been in place for approximately 4 years. This has been developed by ADD TEXT RE CWRG. 

This has built on an annual Training Commissioning Plan that has been established and refined for the past decade.  This sets out the achievements of the previous year and the plans for the coming year against the context of national and local targets and available finance to deliver a bi-annual cycle of training needs analysis, commissioning, promotion, provision, and evaluation. This plan has historically covered social care and inert-agency safeguarding, but has broadened in partnership with NHSW to provide a wider offer in support of integrated working. 
The Children’s Services Department has latterly broadened to include localized social care and youth provision, Schools and Learning, and a spectrum of early years, extended schools and play (EYESP). This delivery unit works along side a commissioning unit, plus service and strategic support. The Department has long been committed to developing its’ staff and has regularly committed 3.0% of its staffing budget, including grants, to workforce development and has strived to ensure that up to 50% of the DH Children’s  Social Care Workforce Development Grant is made available to develop the private, independent and voluntary sector (PVI) workforces. This meets the national targets set by CWDC, the DCSF and DH. The Department achieved Investors in people (IIP) status for the whole of its’ services in 2007. 

The Workforce Development Commissioning Team (WDCT) is central to the delivery of the workforce development strategy. It provides access to a range of care and management qualifications and is accredited with City and Guilds and the Chartered Institute of Management. The Team works in close partnership with other agencies to support the workforce development of health and social care employers in Westminster. It has a joint training programme with the Westminster Local Safeguarding Children’s Board (LSCB), and works closely with Central and North (CAMHS) and the Schools and Learning arm of Children’s Services. It has partnerships with a range of children’s providers in Westminster. Within the Team direct support is offered to the EYESP service and the Westminster Family Placements Service in their offer to foster carers. There is also a post dedicated to supporting the Integrated Working (IW) agenda. At the current time professional development for schools remains within the Schools Effectiveness section.
2.
Our Vision for our Local Workforce



The local vision was developed by the Westminster Children’s Workforce Strategy Group. This forum has regularly convened since 2006 and has worked in the context of external drivers such as government initiatives, plus local pressures to develop the aims and priorities for the Strategy over the next 3 years. The vision and associated values of the Trust as indicated within the CYPP are as follows:
Vision 

“Every child and young person deserves the best possible start in life and the opportunity to achieve their full potential. We will work together to do all that we can to make this possible.

We want to make Westminster an excellent place for children and young people to grow up. We want world-class outcomes and high quality services for our children and their families.  We strive to minimise inequalities and to tackle poverty.  The Children’s Trust is the driving force to realise these ambitions,  it will ensure better local integration of children's services through strong local partnership arrangements leading to improved outcomes. “
Values
In accordance with the Children and Young People’s Plan (CYPP services for children and young people in Westminster should always:

· Demonstrate effectiveness in improving outcomes for children and young people

· Be planned in partnership

· Be equitable and non-discriminatory

· Promote family life through appropriate support and early intervention
To support and deliver the above therefore our aim is that, working with our partner agencies, we have adopted a profile of the ‘Westminster Professional’ that supports the development of a children’s workforce that:
· Prioritises the safeguarding of children and young people
· Maximises the potential of all Westminster’s children and young people

· Promotes inclusion via being representative of the community and committed to supporting young people through change and challenge
· Is flexible, dynamic, competent and confident in working in partnership between agencies and with families.
The 10 key strategic priorities for children’s workforce development are:

1. To promote and develop the Integrated Working and Localisation agendas to deliver the best possible outcomes for the children and families who use services within Westminster;
2. To promote safeguarding of vulnerable children and young people
3. To articulate a clear vision for leadership and management development

4. To commission staff development to maintain a competent and capable children’s workforce

5. To develop strategies for fostering talent in the local and regional workforce and career paths that motivate and retain staff. 

6. To build inclusive development programmes and organisations that staff own, are proud of and want to work for  

7. To build practical partnership to ensure that the local care economy and workforce grow together to meet residents’ needs 
8. To develop service user and carer involvement 
9. To meet the requirements of regulations for the workforce
10. To use external benchmarking to test and validate investments, to challenge, to stimulate innovation to build a culture of continuous improvement

3.
Legislative and Policy Context





National Policy 

This workforce development commissioning strategy has been developed in response to the following central government strategies:

· Every Child Matters 2003
· The Children Act 2004

· Building Brighter Futures (DSCF 2008) next steps for the children’s workforce
· The 2020 Children and Young Peoples’ Workforce Strategy (2008)
· Leading and Managing Children’s Services, DSCF 2008 

· The Social Work Taskforce recommendations 2009 “Building a Safe and Confident Future”  - the Social Work Reform Board 2010
· The Marmot Review, “Fair Society Healthy Lives” 2010

National strategy recognises the responsibility of Directors of Children’s Services (DCS) for strategic workforce commissioning and professional leadership for the children’s workforce. This is set out in the DSCF guidance for Every Child Matters June 2009, The Roles and Responsibilities of the Lead Member for Children's Services and the Director of Children's Services. This paper, by formally outlining a workforce strategy for the children’s sector will also comply with the statutory  requirement for Children and Young People’s Plans to include reference to a such a document.
In respect of the workforce the DCS has responsibility for:
· Improving recruitment and retention
· Enhancing and maintaining morale

· Helping staff cope with the emotional stresses of their jobs

· Delivering good systems for line management, appraisal, supervision, career development and continuous professional development.

This strategy indicates that more sophisticated workforce planning is needed to take into account changing professional roles, the focus on Integrated Working and increased multi disciplinary working based in localities. The primary objective of safeguarding and maximising outcomes for all Westminster’s children and young people also indicates a shared responsibility wherein staff across the workforce with varying levels of qualification and experience are involved in the protective process. This level of provision requires a multilayered approach to professional development and one that ensures core competence and also fosters aspiration.
The DH and DSCF have work to do in considering how best to promote the principles of workforce redesign based on the participation of people using services and their families. They will review the recommendations of the Social Work Taskforce and consider what further actions are required to achieve a skilled and valued profession. The need for more support for employers as they introduce new roles and flexible responsibilities between professionals will also be assessed.

There is a clear focus on ensuring joint working between adult social care, health and children’s services across core areas including safeguarding and professional accountability.

The General Social Care Council has responsibility for maintaining the Register for Social Workers. The Codes of Practice for Employers and Social Workers set requirements for Continuous Professional Development in order to maintain registration. It is likely, as an outcome of the Social Work Taskforce’s recommendations, that this will be more specific in future. 
4. The Children’s Workforce 

The children’s workforce includes staff from Early Years settings, social care, young people’s services, inspectors of children’s settings, plus teaching and health staff. They are located in statutory settings and across the private, voluntary and independent sector, and work infinitely variable hours, i.e. from full time to a few hours per month as volunteers.
An analysis of Westminster’s children’s workforce in 2008 indicated the following very basic facts:

· There were approximately 1900 people employed across the statutory and PVI sectors. Over 350 organisations work with statutory bodies to support children, young people and their families. 76% of total posts were statutory,  mainly employed by WCC.

· Annual turnover of staff across the workforce was 11%.

· In addition 2000 teachers are employed within the council area and there is a significant body of health staff who have regular contact with children. In respect of knowledge and recognition of safeguarding issues, staffs across leisure, libraries and culture are also within the purview of the workforce development strategy.
5. Financial Overview
Funding streams

The Department of Health (DH) has allocated funding for workforce development through the Adults and Children’s Social Care Workforce Development Grant for 2008-2011. This grant is a non-ring fenced contribution to the Area Based Grant. Westminster’s net allocation for training in 2010/11 is approximately £240k. We have been able to access some elements of the latter grant to support elements of core training such as leadership and management, ICT and Qualifications.
The above grant is designed to support workforce training and development in the social care workforce in the statutory, private and voluntary sectors to deliver high quality social care services. In Westminster, these funds support the workforce development of approximately 1,500 workers, of whom about 800 are in the City Council’s direct employ; we ensure that 50% of the grant therefore supports PVI partners. 

Additional funding for children’s workforce development is available from Skills for Care, the Children’s Workforce Development Council (CWDC) in respect of specific projects, and from partner agencies e.g. NHS Westminster. 
Future funding plans i.e. for 2010 – 2013 are unclear; the current economic and political climate dos not allow us to make clear commitments, and it can be envisaged that anticipated grants including for the latter part of 2010/11 will be depleted. The strategy outlined below is made in good faith and is underpinned by a commitment to utilise available resources in a manner that is creative and offers exceptional value for money. Working in partnership within Westminster, with health plus neighbouring local authorities is key to continuing to deliver requisite provision.
Use of Social Care Workforce Development Grant

The DH provides guidance for use of this grant.

Meeting National Minimum Standards 
Social care employers have to meet the training and qualification requirements within the National Minimum Standards that the Care Quality Commission applies to regulate care services. Westminster, as a purchaser of social care services from the voluntary and private sectors, has been working with providers through contracts and service level agreements to ensure that social care staff have the appropriate training, development and qualifications.  This includes support for NVQ qualifications in children’s residential care and children’s centres.

Addressing Recruitment and Retention problems
We provide career pathways and opportunities for staff to train to become social workers and occupational therapists in order to address acute shortages. 

Post Qualifying and Continuing Professional Development 
The social care workforce employs a range of key professional groups, including social workers, occupational therapists, nurses, and others. All of these professionals have post qualifying (PQ) and continuing professional development (CPD) needs. One of the conditions of continued registration with the GSCC and other regulatory bodies is that qualified staff must update their practice and undertake further training. 

We use the funding to provide support to post-qualification training of professional social workers and other key professional groups in the social care workforce in order to provide career pathways. 

We are now required to pay particular attention to the training, support and mentoring needs of newly qualified social workers and consider the opportunities to consolidate their learning through the new PQ framework. 

Children’s Workforce Development Council (CWDC) 
The above has provided grants in the main to support areas of remodelling and Integrated Working, i.e. development of new multi professional services. Over the past 3 years this has included:

· Fully funded support of pilot programs to create Remodelling and Family Recovery teams.

· Integrated Working - £50k per year to support the development of core areas of IW including localisation.

· WSPP - £20k per annum to engage with and equip private and voluntary partners.

· Youth Provision - £15k to support the establishment of localised youth services.
· Peer Support programs for more senior managers (£4k)
· Youth Workforce Management Development programme 
In 2009/010 and 2010/11 CWDC has provided funds to support Newly Qualified Social Worker projects (£30k), Social Work Development  (SW placements (£12k joint funded with Skills for Care) and from 2010/11 will offer funds potentially in excess of  £75k to support a Step Up to Social Work. The latter project offers graduates experienced in other professions the opportunity to undertake substantially work-based routes to qualification in SW. 
Leadership and management in children’s services will be supported by a CWDC grant for line management training; the sum available will depend on levels of engagement and offer specialism in risk management and overseeing child protection work.

Westminster has also been able to enjoy the benefits of the CWDC West London Alliance (WLA) project, funded between April 2009 and March 2011. Working across 8 London boroughs this has the basic aim of “promote (sic) a framework where well trained social work graduates are efficiently and effectively recruited into social work organisations…..responsibility for the education and training of social work students is not solely that of HEIs, but is shared by local authorities.”  The WLA project includes 6 workstreams as follows:
Higher Education Engagement

Leadership and Management

NQSW

SW Career Pathways

Remodelling/constraints on the SW role

The principles and benefits of this program, like that of the Family Recovery and Remodelling projects, potentially expand beyond SW staff and enhance the children’s workforce per se, including PVI, health and education partners. Within the Children’s Workforce Development strategy therefore we draw on both initial resources and learning from across the workstreams.
The Local Safeguarding Children’s Board (LSCB)
Funds contributed by this Westminster multi agency board support the training program offered across partners; this amounts to approximately £60k per annum. 
Westminster NHS also contribute directly to our development strategy in respect of commitment to core areas such as safeguarding via the LSCB, creation of multi professional teams and joint funding of specific training, particularly re leadership and management, including commissioning.

Within 2010/11 we hope to enhance our relationships with other health bodies, namely Central London Care and Health (CLCH), i.e. the health delivery service, plus with neighbouring local authorities in respect of joint commissioning and sharing of some resources. 
We are minded that there is uncertainty as to levels of financial provision from 2010 and in addition to certain grants expiring, broad scale monies are likely to be much reduced. The imperative therefore for this strategy is to deliver “more for less” i.e.  quality in the context of less resource. In order to achieve this we need to prioritise astutely, and share and maximise the financial, human and wider resources we have as a workforce.
6. Integrated & Localised Working
We will continue to pursue excellence in communication and cross professional working in order to enhance outcomes for all children and young people. 
Following the Children Act 2004 Westminster has embraced its’ responsibility as a Local Authority offering universal education and social care, to ensure effective co-operation cross organisationally, i.e.  between local partners such as the NHS, Police, Schools, District Councils, youth provision and the PVI. The Local Safeguarding Children’s Board has been formed and integrated working and effective early intervention has been established in many services in Westminster, from Children’s Centres to the Family Recovery Programme. 
The Integrated Children’s Services programme has developed proposals to establish multi-agency, locally-based services delivered through schools, Children’s Centres, nurseries, GP practices and youth projects. Resources are being moved from the ‘specialist’ end of the spectrum to more ‘universal plus’ services. Over the past year multi professional locality provision has been formally established. 
As part of this Integrated Working (IW) strategy across the children’s workforce we have:

· Embedded the common and core skills and knowledge (2005) in our job descriptions and person specifications, cutting across agencies and locations to impress a Westminster Standard. The latter was devised to reinforce the values of the emerging Children’s Trust plus ensure the primacy of the common and core.
· Ensured that the common and core are referenced across all development activity. 
· Provided a portfolio of development activity to promote understanding of the principles and systems of IW including practical appreciation of the 5 Every Child Matters outcomes and mechanisms such as CAF, eCAF, the Lead Professional role plus use of the Team Around the Child/School systems etc.
· Established multi agency induction.

· Made full and appropriate use of CWDC grants to support transition including re the development of locality young people’s and families’ services – refer 5. The learning and experience from the Family Recovery project in particular has given firm foundation to the joint protocols and practice indicated by the Think Family (2009) approach to delivering services.
We will continue to refine these strategies to meet service priorities for the next three years with priority being given to:

· Application of the common and core refresh (March 2010) to include revised principles as follows:

Effective communication with children and young people
Child and young person development

Safeguarding and promoting the welfare of the child or young person

Supporting transitions

Multi agency and integrated working

Information sharing
This to apply to the Westminster Professional Standard and training provision.
· Review of the Westminster Standard to reflect the CYPWS 2020 Vision and Characteristics for the workforce.

· Maintain currency re systems via training re IW Practices, Family Support Panels etc.

· Monitor and support the Lead Practitioner role and wider IW practices through training and consultation thus enhancing compliance and standards.

· Evaluate new roles and embed learning gained from the Remodelling and Family Recovery teams re principles of early intervention and multi professional working. Such to include social work posts in schools and mental health workers in locality teams.
· Through 2010/11 use funding as available from the CWDC to support Integrated Working and localised services via the IW Workforce Development Officer post.

· Until March 2011 remain engaged with the WLA workstreams that support IW.

· Establish the Children’s Trust induction as a key component for establishing an ethos of sound multi professional working and initiating cross professional relationships and understanding; to include Newly Qualified Teachers (NQTs), , social care workers, Early Years staff and workers across the PVI. 
· Set up a Children’s Trust webpage devoted to workforce development and acting as a portal to core messages and both Trust wide and profession specific professional development activity.

7. Safeguarding
We will promote safeguarding of children and young people and ensure safer working practices are implemented 
Refer to 6 re strategies in place re early intervention and IW. We have in place robust systems for a wider spectrum of safeguarding including effective safeguarding of children and young people, health and safety and safer recruitment. 
A LSCB program of multi agency training includes:
Level A child protection (CP) – direct training, e.learning and out of hours

Level B child protection

Child Sexual Abuse

Risk Assessment

Sexual Exploitation

Supervision for managers in CP

Safer Recruitment

In addition to posts relating specifically to Safeguarding in Employment and in Schools, there are 2 dedicated posts relating to children’s Health and Safety enhancing broad safeguarding provision across the Children’s Trust. 
Over the 3 year period we will:

· Ensure that children’s workforce staff are skilled in recognising safeguarding issues via a portfolio of interagency training commissioned by WDCT and funded by the LSCB. 
· Ensure schools are able to fully engage in CPD activity and thus fulfil their responsibilities re safeguarding and identification of need.

· Pursue a quality assurance system (NSPCC originated) for all safeguarding training that will ensure LSCB standards.

· Undertake ongoing training needs analysis to identify outstanding areas, and where necessary commission service specific training to ensure coverage. This may include particular commissioning e.g. re schools, EYESP and the PVI sector.
· Support agencies in complying with external scrutiny re safeguarding issues via commissioning of activity, direct delivery and consultation.
· Ensure adults and children’s safeguarding is included in WCC corporate inductions in the form of direct input and e.learning.
· With HR colleagues enforce compliance re professional registrations.
· Ensure that employers recruit safely via robust safer recruitment processes and compliance with wider aspects of Independent Safeguarding Authority measures.
· Continue with a consistency of approach re content and title of safeguarding programs with health partners.

· Develop joint commissioning re safeguarding activity with neighbouring LSCBs.

· Stream line safeguarding workforce development commissioning through core attendance at the LSCB Training subgroup and CWR strategy group.
· Work to develop more rigorous selection criteria for professional qualifications via partnerships with higher education institutions.
· Link Safeguarding training and learning to practice through Performance Management Frameworks within WCC and encourage partners to do the same. 
8. Leadership and Management 
We will articulate a clear vision for leadership and management development
Management development training is commissioned by the WDCT for experienced, new and aspiring managers across Adult Services, Children, Young People and Families Services, NHS Westminster (NHSW), the Central and Northwest London Mental Health Trust (CNWL) and across the Private and Voluntary Sector (PVI). 

The main priorities and drivers for management development have been:

· The need to ensure that managers had the skills and knowledge needed achieve Departmental operational targets as laid out in the CYPP, using the Chartered Management Institute (CMI) Standards as a benchmark.

· The need to maintain IiP recognition across the Department

· The strategic objectives identified in the Management Development Strategy, ‘Growing Future Managers and Leaders’, plus in the range of children’s services drivers as indicated in 3 above. 
To this end, we have successfully commissioned a range of management qualifications:
· Introductory Diploma in Management Level 4 CMI

· Diploma in Management  Level 5 CMI

· NVQ level 4 CMI in Management

· Post Grad Certificate in Strategic Commissioning 

The Graduate Leader Fund across Early Years services is well established and building leadership and management capacity. It should be noted that this grant expires at the end of 2010/11.
WDCT commissioned or delivered a range of development and CPD activities:

· An on-line package of materials to support new Managers.

· Master classes to broaden management and leadership skills and knowledge across a range of topic areas such as Change Management and Leading Teams from Conflict to Collaboration.

· Performance management systems were supported by supervision training both for managers and supervisees.  
· Ongoing consultation and coaching for managers.

· Engaged in CWDC initiatives (refer 5) re line managers, peer support for managers and the Leadership and Management pathway of the WLA (general and individual programs).
· Undertaken joint and shared commissioning in respect of basic management training, plus specialist programmes re commissioning skills with health partners and neighbouring local authrities.

Within schools Heads and their Deputies have been supported by:

The NCSL portfolio 

Waves 1 – 4 of local authority collaboration offering good practice workshops for aspiring Head Teachers, BME staff.

Young People’s services managers have been involved in the Youth Workforce Management Development programme, a pilot ending in June 2010. 17 managers (8 statutory and 9 PVI)  are enrolled in this stand alone course. 
For the next 3 years, we will:
· Via commissioning, delivery and consultation promote opportunities to shape and grow excellent leadership and management to build the capacity of the organisations to be excellent. This will include maximising use of specific grant and/or core training resources to ensure the engagement of smaller partners in such development.
· Develop our joint and shared commissioning strategy to widen and make as cost effective, consistent and relevant as possible the L&M offer
· Build our managers’ and leaders’ skills in working in multi-disciplinary teams and in leading change in all our settings; we await confirmation of the CWDC/ACDC/NCSL core program for Director’s of Children’s Services. 
· Identify the skills gaps for the new commissioning service and identify suitable professional development programmes; this will form part of wider workforce analysis.
· Work with partners to devise and jointly commission a range of appropriate activity including accredited taught programs and mentoring/coaching provision. 
· Support succession planning and strategies for valuing, supporting and retaining staff and reducing reliance on temporary staff.
· Await advice re specific provision for managers in youth services.
· Ensure that managers understand how to prevent poor performance through the effective use of performance management processes and procedures such as induction, performance appraisal and supervision.
· Provide support for newly qualified managers
· Support “back to the front line” programs.
· Encourage a culture of supervisory entitlement via supervision systems that enable staff, particularly in posts where high risk is endemic, to feel supported.
9. A Competent and Capable Workforce 
We will commission staff development to maintain a competent and capable children’s workforce

Achievements - We actively seek to develop a supply of competent and capable social care workers via:
· Commissioned or delivered a comprehensive training programme that starts from a recognition of drivers, training needs analysis, recognition of service needs and explicit tie in to individual, team and service training plans. 
· Refer 6 re cross referencing of CPD activity to the common and core.
· Parenting training is an absolute priority for the workforce. National Academy for Parenting Practitioners (NAPP) monies have been used to provide a range of Triple P parenting programs. These have been made available across provider settings and in a lesser degree to commissioner settings which have a direct practice component to their work. In addition to group and individual work, differing age ranges and programs for disability have been made available. 

· Support of the Training and Development Agency (TDA) Deliverables. 
· Support of Apprenticeships across social care to encourage young people and unemployed adults into the care profession.

· Supported a high number of student placements across various professional training schemes including social work, occupational health, teaching, nursing and EY. Continuation of this and development of a wider range of quality practice placement provision for Social Work students will be another key priority. Investment in professional qualification learning enhances future recruitment, retains more experienced staff as practice educators, and develops aspects IW via mutual experience across a spectrum of children’s settings.
· Enabled social work staff to achieve a range of Post Qualifying Awards. 

· Ensured that our staff comply with GSCC and wider professional registration requirements for registration and we monitor this closely to support staff so that we are 100% compliant. 
· Provider staff are supported to achieve qualifications to meet external requirements and ensure competence across the workforce; NVQ level 3 is being pursued and monitoring underway to ensure compliance re progression from level 2.
· Established the Graduate Leader Fund (GLF), Early Years Foundation (EYF) and Early Years Professional Status (EYPS) across council and partner sectors.
We will continue to commission staff development to maintain a competent and confident children’s workforce via:
· Seeking to ensure we meet statutory requirements for qualifications and continuous professional development via provision of relevant activity across the various elements of the workforce including within schools, health and more specialist areas. 

· Looking for new learning solutions that make best use of technology and training, for example e-learning or coaching programmes. 
· Ensuring the prioritisation of parenting – in the context of NAPP no longer offering finance, seek to identify resources elsewhere. To maintain a database of trained personnel and use CPD activity as a driver across the workforce to deliver the aims of the Parenting Strategy.

· Ensuring the inclusion of CPD activity to meet the needs of the Aiming High Agenda for children with disabilities.
· Supporting the basics of managing staff well (clear objectives and targets, regular and well-structured supervision, planned and reviewed development and training). Refer 8 re L&M.
· To implement workforce development programmes to support national strategies, e.g. BBF, SW Reform, Working to Put People First, the Healthy Child Programme.
· To ensure that the Westminster City Council NVQ centre and Training & Development Program complies with the new Qualification Credit Framework (QCF).
· Establishing a more widely integrated booking system across EYESP, schools and learning and social care within the council – this is also accessible to external partners via a web link in the www.westminster.gov.uk site.
10. Recruitment, Retention and Career Pathways
We will develop strategies for fostering talent in the workforce and career paths that motivate and retain staff
The Westminster Children’s Trust is a people driven service. We know we can only provide excellent services through recruiting, retaining and investing in the development of our own and our partners’ staff. This is essential if we are to deliver the outcomes for children and young people as required by the Every Child Matters and Building Brighter Futures agendas. The 2020 Children’s Workforce Strategy outlined the need for strategic thinking re recruitment and retention, including fair access to comprehensive programs of training in which career progression is a given. 
As a Council, Westminster aims to become the market leader in recruiting and retaining the very best people to come and work in Westminster by ensuring that our practices both motivate and retain them. These aspirations should be shared across the Trust via:
· simplified pay and grading structure which ensure a consistent basis for recognising and rewarding staff 

· development, to provide opportunities for career growth and to ensure that all future pay progression is based on performance and increased contribution
· use of staff surveys to monitor levels of job satisfaction, 

· conducting exit interviews with staff 
· working with HR departments to benchmark reward packages for staff and ensure that as employers we are competitive.
For the coming period we anticipate:
· Supporting access to qualifications for unqualified staff and to foster access to the Degree in Social Work to ensure a supply of qualified social workers to meet business need; e.g. Degree in Social Work. This will largely be via the Step Up to Social Work project and commitment to the provision of quality practice learning opportunities.
· Undertaking a benchmarking exercise re supervision and career progression in the first half of 2010 that will act as a platform for Social Work Reform.  This links to an aspiration to achieve the Standard for Employers as indicated within the Building a Safe and Confident Future, but can be applied across the workforce.
· Maintaining access to Continuous Professional Development and Post-Registration Training and Learning for all professional groups to improve the quality of our workforce. This will include involvement with the WLA Career Pathways and New Ways of Working projects.
· Maintaining engagement with the WLA/CWDC Newly Qualified Social Worker programs to support the initial period of employment for new SWs and prepare for the related licensing process for SW staff.

· Supporting NQTs.

· Awaiting and applying guidance related to the Integrated Qualifications Framework (IQF) in 2011.
· Refining Performance Management Frameworks including Personal Development Plans (PDPs) across the workforce. 
· Supporting the Post Qualifying Framework and the recommendations in the Social Work Task Force Report (Social Work Reform Board).

· Contributing to building pathways into employment for local people.
· Awaiting and apply guidance re Youth Professional Status. 
· Promoting local employment through the Westminster Care Training Partnership; a group of adult services staff and Providers with agreed terms of reference which meets regularly to share best practice and access to funding. 

· Promoting the Care Ambassadors Scheme; identifying training and supporting staff to become Care Ambassadors who will visit local schools and colleges to promote a career in health and social care.

· Supporting the Apprentice Scheme; work with the London Apprenticeship Company to encourage partner organisations to provide work-based apprenticeships.

· Renewing Westminster’s IiP accreditation.
11. Inclusion
We will build inclusive development programmes and organisations that staff are proud of and want to work within, taking account of staff and customer feedback.
Achievements - We develop our staff to ensure that people from diverse communities are served fairly via:
· Monitoring our workforce (reported annually) and taking action to build a representative workforce- we undertook an analysis of the children’s workforce previously and continue to work to update this data.
· Providing programmes of Equality training (including Disability Awareness) and ensuring that equality issues are embedded in all CPD activity.
· Offering coaching programmes for BME staff to encourage aspiration and support the Westminster Supporting Diversity Group (WCDG) ; the latter has as a core objective of greater levels of engagement with staff across Westminster including in the PVI and health sectors.
· Using consultation feedback in planning.

We will continue to build a learning culture via: 
· Supporting the diversity of our workforce and the achievement of the requirements for the Equality Standard;

· Working with partners to plan a range of practical training, development and learning activities tailored to provider organisations; such to include where possible out of hours provision. 
· Looking at availability and quality of e-learning programmes as alternative, accessible training provision.
· Work to support Children with Disabilities’ and their families through development activity and engagement, plus commission specific input as required by the Shortbreaks intiative. 
· Supporting provider organisations to meet statutory workforce development requirements.
· Making use of performance management frameworks to support and develop staff.

· Maximising use of partnerships with education providers to encourage staff engagement in qualification programs re access, teaching and assessment, and in respect of their own CPD.
12. Service Users and Carers
We will develop service user and carer involvement  

Achievements – we already support users and carers involvement via:
· Supporting the Total Respect program whereby young people contribute to the profile of the City Council and its’ contractors in their role as corporate parent.

· Directly including a range of children and young people’s experience in Children’s Trust induction.
· Engaging users in recruitment processes.

· Consultation events are regularly run to capture young people’s views e.g. Looked After Children’s party. 

We will further develop service user and carer involvement:
· Asking staff and service users for feedback and showing that we listen by our responses.

· Actively involve service users in recruitment and staff development

· Actively involve carers in staff development.
· Commission programmes that encourage and support inclusion (e.g. specialist communication techniques, preparation for user engagement in recruitment.) 

· Research accreditation of programs as above.
· Liaise with safeguarding lead officers to identify staff development issues arising from safeguarding processes.

· Capture learning from Complaints and Compliments.

13. Joint and practical partnerships
We will build practical partnership to ensure that the local care economy and workforce grow together to meet residents’ needs
We have a history of effective joint working with partners to deliver efficiency, support organisational change and promote good practice:

Achievements – 
· Offering access to programs such as the Graduate Leader Fund (GLF), Early Years Foundation (EYF) and Early Years Professional Status(EYPS).

· Offering access to Social Work degree practice learning provision and PQ training to partners.

· A Joint training programme with NHS Westminster is available to all 

· A programme for the development of our Joint Commissioners is available.

We work proactively with care, education and EY providers in Westminster to encourage access to a range of training grants and other funds, to help them meet training and qualification targets and to meet Ofsted requirements. Refer 5 re use of grants, specifically CWDC WSPP..

The Children’s Workforce Development Strategy group meets quarterly and includes a range of partners to ensure a breadth of voice within analysis and planning. This has a clear aim of aligning resources for workforce development within Westminster to achieve efficiency, effectiveness and equity of access. The profile of this Strategy is to be enhanced via Children’s SEG.
Via the LSCB, an annual Conference is offered to partners addressing priority topics. Refer 6 and 7 re Integrated Working and Safeguarding joint work. 

Our priorities are:

· To form a training alliance with our health partners and neighbouring boroughs (inaugural workshop February 2010) to look to aligning our staff development in the first instance and further developing joint working, but also to look ahead to future options for unified services.

· Continue to produce a joint learning directory with NHS Westminster & CLCH.

· To support integrated working with health and Children’s Services.

· Actively seek and respond to feedback from residents, children, young people and families/carers.

14. Meeting Regulatory Requirements 
We will meet the requirements of regulation for the workforce
We have achieved the following:
· 100% compliance with professional registration requirements.

· Support of services re Ofsted and other external scrutiny.
· Care providers including foster carers and residential carers are successfully supported to meet national qualification requirements via the NVQ CCYP program and CWDC Training, Support and Development Standards (foster care only).
· Development of a thriving Early Years program of CPD that is building expertise and working to achieve qualification targets. 
· Compliance with Early Years workforce census requirements.
· We strive to maintain capacity to meet requirements via building expertise including a supply of NVQ Assessors across partners.
Our priorities are :
· To ensure all services open to Ofsted inspections are appropriately prepared including re their safeguarding knowledge and systems.

· Preparing to realign our NVQ Centre to meet the requirements of the new Qualifications and Credit Framework (QCF) and explore further benefits:
· Support care providers to meet revised workforce requirements in order to ensure they meet regulatory requirements; 

· To prepare for the inclusion of children’s services in a national minimum database. 
· To achieve national BSi recognition of excellence in Health and Safety.

· We await guidance re social work licensing.
15. Continuous improvement
We will use external benchmarking to test and validate investments, to challenge, to stimulate innovation to build a culture of continuous improvement workforce
We seek to champion best practice and improvements to the quality of our people management and development;

· Our success as an employer has been recognised nationally through our Investors in People badge (first awarded in 2001), our Beacon Award for Supporting Social Care Workers awarded in 2004-5 and numerous awards including a Skills for Care England award for delivering the National Training Strategy, and a National Training Award for skilling up staff to enhance their work with rough sleepers. 

· We benchmark our learning and development provision regularly to test, inspire, and challenge our investment strategy (Independent Review commissioned in 2007; benchmark partner with 5 London boroughs in 2009).

Our priorities are:
· To apply for re-recognition as an Investors in People in October 2010.
· Continue to establish a Training Alliance across neighbouring care and health communities using this to share good practice, and stimulate innovation.

· Workforce Development leads are active in regional and national fora so that Westminster maintains its reputation as a leader in Workforce Development.

· We will continue to test our achievements against external benchmarks through applying for awards.
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