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Introduction

In Spring 2007, the Department for Education and Skills published Children’s Workforce Strategy – Update, which included a number of consultation questions intended to inform a refresh of the 2005 Children’s Workforce Strategy. 71 organisations or individuals responded to those questions and this document presents a summary of those responses. 

In June 2007 machinery of government changes led to the creation of a new department – the Department for Children Schools and Families (DCSF). In December 2007, the DCSF published the Children’s Plan which brought together all policy in relation to children and young people for the first time, and set out a vision for the services that children and young people should receive in 2020. 

Following publication of the Children’s Plan, the government has established an Expert Group on the Children’s Workforce to support the development of a strategy for development of the Children’s Workforce to 2020. This will ensure that the development of the whole children’s workforce is appropriately supported - so that people who work with children, young people and their families will be able to deliver the services envisaged in the Children’s Plan. Work to develop the 2020 Strategy will build on the achievements of the 2005 Children’s Workforce Strategy, which we described in the 2007 Update. The  responses to that consultation are summarised in this document and are being considered as part of that work. 
More information about the 2020 Children’s Workforce Strategy project and the evidence it is considering can be found at www.ecm.gov.uk. 

Overview

This report has been based on 71 responses to the Children’s Workforce Strategy Update consultation questions. As some respondents may have offered a number of options for questions, total percentages listed under any one question may exceed 100%.  Throughout the report, percentages are expressed as a measure of those answering each question, not as a measure of all respondents.  

The organisational breakdown of respondents was as follows:

Local Authority








19

VCS Organisation








18

Service Leader (inc Health, Education, Social Care, Early Years’ or Youth 
18

Services)









Unions



             




 4

Youth Organisation                                   




 3

Private Sector Employer                            




 3

Health Worker (NHS)


 




 2   Early Years’ Worker (LA)                                                                                1 Teacher/Teaching Assistant/ Other School Staff                                            1                              

Youth Services Worker (LA)

                                                       1

Other





                                                       1

Additional information was as follows:

Organisational responses







61

Own responses








10

Overall there was a positive response to the consultation.  The majority of respondents said they recognised that there were common core standards and competences between the services for children and young people.  Respondents believed therefore that it was sensible to move towards greater integration between the workforces of these services, which would then lead to greater understanding and coherence of approach.  Some however, thought there would be a long way to go before integration could be made a reality as the sectors were very diverse.  Respondents thought that this diversity was because of the differences in working practices, academic achievement, social concerns and culture.  Respondents said even with integration between the sectors, it was important that the different disciplines kept their identity, as work with young people was very different to working with children.  A few thought there should also be recognition of the differences between the workforces, with the common core of skills reflecting both the differences and similarities between the two sectors.
Some respondents felt if the proposed ‘Refresh’ intended to integrate the children’s and young people’s workforces, there would need to be more explicit inclusion of ‘youth’ and of registered child-minders, with more effective collaboration across all services for young people. 
Most believed that a parenting agenda was a vital part in the development of children, but some thought the agenda could be difficult to implement to suit all needs.  Respondents said whilst it was important to focus the agenda on identifying the needs of parents, it also had to take into account the needs of the workforce, which could be in conflict with parents on some issues.  Many said the agenda must be built in consultation with parents, with a few saying the role of fathers must be included.  Some respondents felt an agenda that looked at support mechanisms and was promoted as providing opportunities, was likely to be more successful than trying to enforce a ‘good parenting’ approach.  A few were of the opinion that there was a distinction between the support for young teenage parents, and the support needed for parents of young people within the parenting agenda.  They felt both were very important, but would need different approaches and support.  
Most respondents thought that the Sector Skills Council (SSC) had a significant role within workforce reform, and it was important that they had a collaborative coordinated approach, and shared and disseminated best practice. 
The majority of respondents thought that local change should inform and influence national developments.  Many said it would be helpful for ‘Refresh’ to develop and support a methodology for capturing feedback and best practice examples on the impact of changes locally, and then share this information. 
Summary

1 
Should we do more on integrating the youth and children’s 
workforces?

There were 69 responses to this question.

64 (93%) Yes



5 (7%) No

The majority of respondents agreed that more should be done to integrate the Youth Support Service and Children’s Workforce, and said it was logical to integrate the two sectors, as the needs of families were best addressed through a seamless continuum of services and support.

34 (49%) believed that integrating the youth agenda with children’s workforce planning should be a key priority for integration into the Children’s Workforce Strategy.  Respondents said it was essential that people and organisations involved in the Children’s Workforce sector should link with each other to enhance partnership working.  Respondents mentioned that it was particularly important to move forward with the full involvement, participation and understanding of the third sector, including the voluntary sector, and parents.

22 (32%) believed that integration of qualifications across the workforce was key to integrating children’s and youth work in the long-term, and qualifications should compliment rather than duplicate the existing ones.  It was suggested that an integrated qualification framework would be a crucial tool to improve mobility across the workforce.  However, it was also mentioned that generic qualifications should not supersede or dilute specialist or professional involvement with vulnerable children and young people.

17 (25%) were of the opinion that work with children and young people was a very broad remit, and the ‘common core’ elements did not cover the specialist knowledge and skills required to work with some young people in different settings where different methods, and a different focus was needed to achieve an outcome.  Some of the areas put forward by respondents as needing specialist attention were:

· Social case work

· Qualifications in teaching

· Youth justice work

· Educational psychology

15 (22%) said integration was vital to improve transition arrangements from one service area to another, and would prevent the current barriers between transitional ages and those organisations that worked across them. Respondents felt that it was at major points of transition in a young person’s life that it was extremely important that the services and support surrounding them was integrated.
10 (14%) said that play-work needed to be acknowledged and developed as an equal sector within the children’s workforce, and play-work education and training should be embedded in children’s workforce strategies.
2
Should we develop the agenda on parenting? 
There were 62 responses to this question.

59 (95%) Yes



3 (5%) No

The majority said the agenda on parenting should be developed as parents were key stakeholders in the development of services, and therefore initiatives to enhance their role were important.
34 (55%) said developing a multi-agency parenting support strategy was crucial, and saw this as the critical underpinning strategy to obtain and sustain outcomes for children and young people.  Respondents mentioned that the steps already taken on the parenting agenda, including the National Academy for Parenting Practitioners represented progress and investment.  It was specifically mentioned that there must be particular emphasis on parenting for teenagers within the parenting agenda.
34 (55%) said that currently the different organisations and their lack of joined up working caused many problems, especially for front line staff.  Respondents felt there must be greater liaison between the various groups   and greater consistency in terms of the information provided, so that all parents benefited from knowing where to go and how to get the support they needed, and to give them a sense of empowerment.  It was also noted that it would be difficult to implement, because the agenda must focus on identifying the needs of parents, but also consider the needs of children and young people, which could possibly be in conflict with parental needs.  
22 (35%) thought that training and development was important for the parenting agenda, and covered two issues.  One issue was the training of parents to equip them with better skills because parenting was fundamental to improving outcomes for children and young people.  Respondents believed as the first educators of their children, parents would need the necessary skills to encourage their development.  The second issue was the importance of staff development for all individuals working in the sector, with respondents saying it was important to embed integration in training for all professionals involved with parents, young people and children.  Respondents said accredited training must be looked at, as currently there were no clear professional development programmes around parenting linked to the National Occupation Standards (NOS).
19 (31%) said developing a multi-agency parenting support strategy was vital, and it was important that partnerships were developed with key national organisations, volunteers, health services and employers.  Respondents believed that Skills for Care, Lifelong Learning UK, and Early Learning Partnerships (ELP) had a substantial role to play, and were seen as exemplars of best practice.
3
What should be the future role for Sector Skills Councils (SSCs) in 
promoting workforce reform?

There were 53 responses to this question.

Most respondents said that the SSCs should be the main driver for promoting the workforce reform.
40 (75%) were of the opinion that the SSC should have the lead role for promoting workforce reform.  Respondents said SSCs could instigate change, develop cohesive policies and standards which met the needs of the workforce, and provide a joined up approach with its links to a variety of disciplines.  The following suggestions were put forward as being part of the remit for SSCs:

· Create a funding framework for qualifications
· Define national occupational standards

· Influence change at government level

· Ensure rewards and responsibilities were balanced across all settings.
27 (51%) thought it was vital that SSCs networked and communicated with everyone in the sector; from practitioners through to the decision makers.  Respondents also suggested that SSCs should develop cohesive policies and strategies for the entire workforce, and provide key advice and guidance on how to translate policy into practice.
27 (51%) said that SSCs should lead on the review and development of the integrated training and qualifications framework, facilitating flexibility and career progression through the attainment of skills and competences.  Respondents suggested that SSCs must identify qualification routes to support transition in the workplace.
16 (30%) were of the opinion that the workforce reform would need a funding commitment, and asked if the role of the SSC was to secure this, and introduce a consistent  level of funding for training programmes. 
13 (25%) said the role of promoting workforce reform should lie with the Children’s Workforce Development Council (CWDC) working collaboratively with the sector skills councils.  Some respondents mentioned the National Children’s Voluntary Youth Service (NCVYS) policy position paper ‘Call for the Children’s Workforce Development Council’ to relinquish its sector skills footprint and focus on workforce reform’.
11 (21%) thought it would be important for SSCs to consult and liaise with the local infrastructure organisations so there was a greater understanding of local issues and needs.
4
Should the refresh consider how best local change can inform 
and influence national developments? 

There were 62 responses to this question.

60 (97%) Yes



2 (3%) No

The vast majority of respondents said ‘Refresh’ must consider how local change, practice and knowledge could inform and influence a national strategy.
32 (52%) believed that local knowledge was vital for success, and that policy decisions needed to be translated into operational practice to ensure success. Respondents said it was essential that a bottom-up approach to implementing the strategy was taken in order to ensure that local needs were met, and stakeholders had ownership as it was developed nationally.
32 (52%) recommended that national policy was informed by the sharing of good practice at local level, and by examples of effective workforce development.  Respondents mentioned there were exemplars of best practice developing through partnerships between children and young people services, awarding bodies and training providers and the learning from these could be utilised to inform national developments.    
9 (15%) suggested that regional networks were in a position to identify best practice at local level, and then disseminate this nationally to inform and influence national developments.
9 (15%) said that a ‘one size fits all’ model was inappropriate and must be avoided to ensure a flexible strategy across the system.  Respondents believed the strategy would need flexibility built in, with opportunities for customisation. 
5
How might we develop the calibre and diversity of the young 
people’s workforce – including ways in which we could take forward the 
professional development of managers, leaders and future leaders and 
introduce programmes to boost the recruitment of new talent into the  sector at different levels? 

There were 63 responses to this question.

Most respondents were of the opinion that training and development was the most important factor in developing the calibre and diversity of the workforce.  It was mentioned that the need to develop strong leadership, with a clear focus on workforce development needed to be an integral part of each agency’s strategy. 
42 (67%) respondents mentioned that it was vital to develop the professionalism and integrity of the children’s workforce as a professional group with professional credibility.  There were many suggestions put forward by respondents regarding training and development.  A list of comments can be found at Q5 in Annex B, but the main issues were as follows: 
· Work with academic bodies and training establishments to develop new programmes that attracted people into the profession
· Career pathways must be identified with appropriate qualifications and accredited Continuous Professional Development (CPD) training specific to the role 

· Recognise that front line staff who delivered the service needed training.  It was noted that whilst training varying levels of personnel including managers was key, it was important that front line staff had quality training and development too
· Develop programmes for on-the-job training for adults, especially in the VCS sector

· Allow more apprenticeships for young youth workers

· More flexible entry routes to courses which took account of previous experience.  Respondents felt there were many experienced people who could not advance because they had not had the chance to acquire proper qualifications, and so opportunities should be provided for these professionals.

· Provide mentoring and shadowing schemes, and secondment opportunities 
· Ensure leaders and managers had experience of working with children. 
36 (57%) thought that the messages of the integrated framework and the role of the children’s workforce must be promoted more strongly through national campaigns and in schools.  Respondents said it was important to recruit young people, and persuade parents that working with young people and children was a good option.  Some said this could be done in regional employment campaigns such as ‘Train to Gain’.
28 (44%) said that leadership and management standards should be developed, along with an agreed set of professional competencies. Respondents believed that an integrated approach to leadership development and management qualifications would support integrated working and sideways career opportunities.    
26 (41%) expressed concerns about pay and conditions.  Respondents said that standardisation of grading, remuneration and terms and conditions that reflected the skills and qualifications of the workforce, would improve recruitment and retention in the lower paid area of children’s and young people’s services.   
19 (30%) said they were concerned about the adequacy of funding to meet workforce development.  Respondents believed that having one clear and simple source of financial support, which enabled both staff and employers to know what they could access; would be helpful.  Respondents felt that currently, there were many differences in the complex local routes to financial assistance, and this reduced the potential to support the people who most needed it.  It was also suggested that local training bursaries or subsidised training for the voluntary sector was needed to support their staff and volunteer training needs.
19 (30%) said to ensure the success of the children’s workforce, it was vital that the experience of existing organisations was drawn on, and there must be appropriate workforce planning and multi-agency working.  Respondents said there must be increased and improved interaction between all sector stakeholders to progress the diversity and calibre of the children’s workforce. Higher Education/Further Education, health and lifelong learning UK were referred to.

10 (16%) thought there should be a move away from degree led initiatives which had an academic rather than practical application.  Respondents were of the opinion that there should be more NVQs and practical work-based routes to accredited learning and qualification.
6
How do we ensure that we develop the capacity across the 
voluntary and community sector to ensure that the workforce, 
including the many volunteers, have the necessary skills to work 
with young people from a diverse range of circumstances and 
background?

There were 63 responses to this question.

Many respondents said that the sector must have more representation on decision-making bodies to reflect its diversity, which would then aid the development of capacity.
50 (79%) said it was important to ensure that the right skills and training were provided to the right people.  It was felt that engagement and participation in a range of partnership agendas was needed to build capacity into the community and voluntary sector.  

43 (68%) believed that one of the strengths of the voluntary sector was its diversity.  Respondents said volunteers came from all walks of life, and had a range of skills and qualifications ranging from post-graduate to none at all, and therefore the workforce development must recognise this.  It was felt that one training programme would not recognise this diversity and fit all volunteers, and therefore training programmes must be developed for individual needs. 
33 (52%) respondents thought that investment in training and workforce development should be extended to the voluntary sector, (including the private sector), and information about access to funding for training should be made readily available.  Respondents also said that financial accessible support packages must be provided which included supply, travel, and childcare costs if needed.  
24 (38%) said funding was a continual problem and therefore more funding should be put into the voluntary sector.  Some respondents mentioned the Private Voluntary Independent (PVI) fund build or capacity building.  Others believed it was essential that any funding, such as the Transformation Fund had a strand that could help to train and develop volunteers. 
7
How could we better support the delivery of Integrated Working?

There were 60 responses to this question.

37 (62%) believed there should be a core set of standards and expectations which could be easily understood and measured.

27 (45%) were of the opinion that providing examples of best practice and case studies was needed to show how the agenda worked in practice.  It was suggested these examples and examples of local initiatives must be easily accessible to facilitate the sharing of best practice.
26 (43%) thought that all sectors should be valued equally; ensuring that the voluntary sector especially had the access to funding and support that the statutory received.  Respondents said clear messages promoting all elements of the workforce must be sent out in the media.
25 (42%) said resources must be made available for training and development.
20 (33%) were of the opinion that there should be more inter-agency training to develop skills and knowledge on a full range of job roles and responsibilities.  Respondents especially mentioned that cross sector training at practitioner level (i.e. social workers, play workers, youth workers) would improve communication; skills and understanding at local level, and improve joint working.
7 (12%) said it was important to develop and implement a national framework for integrated practice, standards and service delivery, that provided a nationally consistent and transparent approach.  Respondents felt that currently, approaches and service levels reflected local models, which resulted in inconsistencies in delivery and quality of services delivered.

8
You may, of course, have other issues you would like to see 

included in the Refresh?  We are keen to have your views.

There were 51 responses to this question.

23 (45%) respondents were concerned about the issue of pay and conditions.   It was suggested that ‘Refresh’ must help to address the barriers to integrated working and workforce mobility that arose from different pay, rewards and terms and conditions.  
18 (35%) suggested a local authority funding stream for workforce strategy was needed because of the cessation of former standards grants.  Other respondents asked for long term funding to develop local multi-disciplinary training, because funding was difficult to access, and was largely uncoordinated.
18 (35%) felt that the biggest barrier to workforce development was incoherent and uncoordinated information, advice and guidance that left both employers and individuals extremely confused.  Respondents suggested that strengthening and simplifying all communication must be high on the agenda.
14 (27%) said the voluntary sector should be involved more, and their role better valued.  Respondents thought they should have a higher profile and weight, and be an integral part of regional infrastructures.
8 (16%) mentioned national occupational standards (NOS) and raised the following issues:
· SSCs should define the NOS for the children’s workforce 

· Childcare settings should be required to have one member trained to meet NOS standards

· Supporting parents need to be included in NOS for future training.
8 (16%) respondents would have liked to see more of a focus in health in the children’s workforce strategy.  Areas mentioned were children’s palliative care, complex health problems and disability.
� The Children’s Plan: Building Brighter Futures The Stationary Office December 2008
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