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Children’s Workforce Strategy

Analysis of the responses to the Consultation document

Introduction

This report has been based on 695 responses to the consultation document.  
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:

Educational Psychologist




370

LEA




        


  80

Service Leader 





  51

(inc. Health, Education, Social Care, 
Early Years' or Youth Services)
*Other







  39

VCS Organisation




 
  32

Early Years’ Worker (Local Authority) 
 

  31

Teacher/Teaching Assistant/Other School Staff

  27

National/Professional Organisation
 

  22

Early Years' Worker (VCS/Private/Other)  

  13

Private Sector Employer




  10

Health Authority/PCT



  
  10

Health Worker(NHS)




  10

* Those which fall into the ‘other’ category include police services and those who did not identify a category
The report starts with an overview, followed by a summary analysis of each question within the consultation. 

Annex A provides a statistical analysis of responses by respondent ‘type’. Comments expressed by less than 5% of respondents appear in Annex A only.  

Annex B lists suggestions and comments made by respondents in answer to each question.  This annex is intended to provide context to the summary and statistics and is not intended as a formal part of the report for publication. 

Annex C lists all respondents to the consultation document.  

Annex D lists respondents who would like to be included in future research or receive further consultation documents.  


Overview

Overall, the vast majority of respondents agreed with the vision for the children’s workforce, although it was mentioned by several that it should be known as the ‘Young Person’s and Children’s Workforce Strategy’.  Most respondents agreed that both the right strategic challenges and the right sectoral priorities had been identified.  However, the majority of respondents did not consider that the new qualifications framework did enough to open up attractive career options in working with children, young people and families.
There were three main issues that occurred throughout the consultation responses.  These were training, funding and pay and conditions.  Respondents considered that having a trained workforce was the most important thing in making sure the proposals would be effective.  It was said that a single qualifications framework would be welcomed, although it was noted that it would have to be formulated very carefully in order to ensure that specialisms were not diluted.  Several respondents were concerned that there was no specific reference to play work which was considered to be a great oversight as this was a very detailed and essential part of working with children and young people.  It was also noted that a variety of training methods and times would have to be made available.
The issue of funding was raised throughout.  Respondents were of the opinion that in order for the strategy to be successful funding would have to be injected into the sector.  Respondents stated that at the moment in order to gain funding a very bureaucratic and complex process had to be gone through; respondents wanted this to be simplified.  It was also stressed that there needed to be consistency as initiatives were constantly being changed so employers and businesses did not know what was available to them.

It was stated by many respondents that an improvement in both the pay and conditions of the sector was required.  Respondents suggested that a salary structure would need to be developed to encourage both entry into the workforce and retention of the existing one.  It was also considered that national pay scales linked to qualifications and positions would need to be drawn up to establish some form of parity within the sector.  Respondents also noted that conditions of employment, including pensions, sick pay and annual leave would need to be reviewed to help attract people into the workforce and retain the existing one.
Over half of the respondents to the consultation were educational psychologists.  In general they welcomed the Children’s Workforce Strategy and considered that the proposals could help.  However, they were very unhappy with how the document graded their profession.  It was stated that due to the level of training they had undergone and qualifications they had achieved they should be ranked on a par with clinical psychologists as opposed to health visitors.  They considered themselves to be essential to the children’s workforce and felt demoralised by their treatment within the consultation document.  It was noted that if this situation was not rectified the proposals would not be successful as they were an integral part of the profession that was being ignored.  It was also stated that it was difficult enough to attract people into educational psychology and this did nothing to help the situation.  
Summary of Responses to Questions
1 
Do you agree with our vision for the children’s workforce?
There were 666 responses to this question.
605 (91%) respondents agreed with the vision for the children’s workforce, 61 (9%) disagreed.
104 (16%) respondents stressed the fact that although they considered that there needed to be more detail and were concerned that it could prove difficult to put some of the proposals into practice they were in broad agreement with the vision.  Respondents specifically said they liked the vision as it promoted inter agency working, put children and young people first and supported families in socially disadvantaged circumstances.  It was stated by several respondents, however, that it should be renamed the ‘Children and Young People’s Workforce Strategy’.

75 (11%) stated that training would be needed to ensure that the proposals were administered effectively.  Several respondents commented that play work had been left out and this was seen to be a serious omission.  It was stated that this area required special attention and specific training.  Respondents specifically welcomed the creation of a single qualification framework, stating that at the moment the variety of qualifications available led to confusion within the sector.  One respondent did comment that they were ‘concerned that generic training may lead to generic child support workers, and that the opportunity to diversify skills into specialist areas will be lost by an overly-prescriptive set of competences outlined in the qualifications framework’.
71 (11%) stated that if these proposals were carried out effectively they would aid retention within the sector.  It was suggested that in order for this to be achieved the rewards and benefits of working in such a diverse profession would need to be highlighted, e.g. coherent and clear development routes and parity between professions in terms of pay and conditions and status.
50 (8%) considered that there would need to be an injection of funding into the sector in order for the vision to be realised.

2 
Have we identified the right strategic challenges?
There were 444 responses to this question.

372 (84%) respondents stated that the right strategic challenges had been identified and 72 (16%) said they had not.

74 (17%) respondents stated that the element of pay seemed to be missing from the proposals.  It was suggested that a salary structure would need to be developed to encourage both entry into the workforce and retention of the existing one.  Respondents stated that there was a need for a national framework for pay scales linked to qualifications and positions in order to establish some form of parity within the sector.
54 (12%) had concerns regarding training.  It was stated that a great deal of training would need to be made available for the vision for the Children’s Workforce Strategy to be realised.  It was considered that time would need to be set aside by employers for employees to be able to access training.  It was suggested that it would need to be addressed flexibly, including running courses out of working hours and using a variety of methods, including e-learning. Respondents again mentioned the lack of reference to play work.
46 (10%) stated that funding would need to be made available, especially to allow for training.  Respondents also stated that at the moment it was very difficult to gain funding and a number of bureaucratic processes had to be gone through.  It was stated that this would need to change and a much simpler system put in place.  Specific reference was made to the Transformation Fund.
26 (6%) expressed the need for a balanced workforce.  It was suggested that a mixture of graduates and non-graduates, ethnic races and males and females was required.
20 (5%) considered that entry into professions working with children and young people should be flexible.  They noted that qualifications were important, but life skills and experience in the sector were as well, and these should also be taken into consideration.  Respondents also wanted there to be easier routes to transfer between the different areas of the workforce.
3 
Have we identified the right sectoral priorities at this stage?
There were 364 responses to this question.

264 (73%) respondents said that the right sectoral priorities had been identified, 100 (27%) said they had not.

70 (19%) stated that training was a priority that needed to be identified.  Again the absence of any reference to play work was noted.
32 (9%) considered that the subject of pay and conditions would need to be addressed.
4 
Does the new qualifications framework do enough to open up 

attractive career options in working with children, young people 
and families?
There were 514 responses to this question.

182 (35%) respondents considered that the new qualifications framework did do enough to open up attractive career options in working with children, young people and families.  332 (65%) did not.  
177 (34%) were of the opinion that the proposals did not recognise or value the current workforce.  Respondents stated that the consultation document failed to recognise the qualifications and the qualities that could be found in the sector as it stood.  This issue was particularly pertinent to educational psychologists.
138 (27%) had concerns regarding how career progression and development was dealt with in the proposals.  One respondent stated that ‘there needs to be overt pathways for staff to change between children’s and adult’s care groups to enable true flexibility.  Effective accreditation of prior learning that counts for transferring skills and qualifications will be essential to enable flexible career pathways between agencies’.  

105 (20%) said that pay and conditions across the sector needed to be improved in order to attract and retain staff.

36 (7%) were of the opinion that many qualifications within the children’s and young people’s workforce were too specific to be easily merged.  There were concerns that this could lead to some areas of expertise being lost as the workforce became more generic and some sectors might find themselves under resourced as people moved between positions.

5 
How should the qualifications framework for the children’s 
workforce and NHS skills and competence framework work 
together?
There were 221 responses to this question.

144 (65%) respondents stated that a set of common core competencies would be key to ensure the frameworks worked in conjunction with each other.  It was considered that they would need to be clearly defined in terms of dimensions and levels required for particular posts.  

68 (31%) were of the opinion that sectors should be evaluated in respect to their own framework as respondents had concerns around whether or not having common core competencies would lead to a loss of specialisms.

27 (12%) suggested that pay and conditions needed to be considered.  It was stated that if a generic qualifications framework was being produced equality of pay across the board would have to be in effect.  It was noted that other benefits such as pensions and annual leave would also need to be taken into consideration.

13 (6%) said that vocational routes, people’s prior learning and skills already gained in their profession would need to be taken into account.
6 
How could the qualifications framework guide job design locally?
There were 136 responses to this question.
107 (79%) respondents stated that there was a definite need for national standards.  One respondent said that ‘local needs should drive job design but local needs do change and unless there is some national stability and steer then there could easily become a see sawing of supply and demand’.  Further to this, 33 (24%) said that a degree of flexibility would need to be employed with any national standards that were set in place.
7 
What should be done to ensure the framework supports career 
pathways between the statutory, private and voluntary sectors?
There were 147 responses to this question.

106 (72%) respondents said that in order to ensure the framework supported career pathways between the statutory, private and voluntary sectors training would need to be provided.  It was stated that this would need to be generic and ensure that all levels and abilities were addressed.

61 (41%) stressed that equal access should be available to all in order to support career pathways between sectors; qualifications and previous experience should play no factor.
8 
Are there any barriers preventing the recruitment or progression 
of particular groups of people, such as those from minority ethnic 
communities or people with disabilities and, if so, what more 
might be done nationally or locally to overcome them?
There were 182 responses to this question.
102 (56%) respondents highlighted the need for adequate training opportunities to be provided particularly for the groups described in the question.
87 (48%) suggested that some form of positive discrimination / action would need to take place to encourage such workers into the sector.  Suggestions included:

· specific training targeted to these groups

· equality with regards to pay and conditions (55 respondents (30%) suggested this)
· career progression (30 respondents (16%) suggested this)
9 
How can we better support inter-agency working?
There were 345 responses to this question.

204 (59%) respondents emphasised that inter-agency working was a priority and there needed to be much more communication and trust between partnership agencies in order for it to be successful.
143 (41%) said that better training was needed to encourage inter-agency working.

90 (26%) stated that there was a need for common standards to be introduced across all parts of the sector.  This included a generic language, a defined career framework and parity regarding pay and conditions. 
80 (23%) said that some from of guidance and best practice should be drawn up.

57 (17%) suggested that sufficient funding would be required.

17 (5%) stated that any Information Community Technology (ICT) systems required would need to be compatible with each other to ensure smooth processes between agencies.
10 
What more needs to be done to develop managers who are 
competent and confident at managing multi-disciplinary teams?
There were 213 responses to this question.

169 (79%) respondents suggested that training would be required in order to develop managers who were competent and confident at managing multi-disciplinary teams.  One respondent stated that managers ‘need contextualised and multi-agency leadership training, which includes learning about the different professions, their values, their cultures and their languages.  It is also about training the whole workforce to encourage the emergence of potential leaders.’
57 (27%) were of the opinion that in order for managers to be developed some form of support would need to be provided.  This included mentoring schemes, websites and publications.
31 (15%) stated that in order to reach the required standard some form of compulsory qualification would need to be gained.  It was suggested that it could be along the same premise as the National Professional Qualification for Heads (NPQH).
14 (7%) considered that some form of financial incentive should be offered to encourage people to partake in the scheme.
11 
What more could be done nationally to support workforce reform 
locally?
There were 235 responses to this question.

109 (46%) respondents stated that funding was needed to support workforce reform locally.  It was considered that at the moment the processes were too complex and bureaucratic; these needed to be made far simpler.  It was also highlighted that funding streams needed to be consistent.  Respondents said that all too often changes and initiatives meant funding streams that were available one year were not available the next.
96 (41%) said that a national training scheme should be in place.
91 (39%) were of the opinion that guidance and best practice should be drawn up.  This would need to be in both electronic and paper form.

59 (25%) suggested that an improvement would be needed regarding pay and conditions across the sector.
12 
We think that both the ‘new’ teacher and pedagogue models for 
early years’ professionals have the potential to help raise the 
quality of early years’ provision.  We welcome comments on the 
desirability and feasibility of these and other approaches, and 
views on how best we could take them forward.
There were 157 responses to this question.

126 (80%) respondents suggested that training schemes should be in place.

46 (29%) were of the opinion that pay and conditions would need to be improved across the sector.

32 (20%) considered that there would need to be an increase in funding.
13 
Given the need for provider sustainability and parental 
affordability, how best can the balance between managerial 
competence and professional leadership be achieved in settings?
There were 115 responses to this question.

93 (81%) respondents again stated that the sector needed a substantial boost in funding with the processes involved made less bureaucratic.
41 (36%) again suggested that there was a need to improve the pay and conditions across the board.

14 
What balance should we be striving for between graduates and 
non-graduates in the early years’ workforce?
There were 192 responses to this question.

115 (60%) respondents were of the opinion that a percentage of the workforce should be graduates.  There was no overall agreement of what that balance should be, suggestions included a 50:50 split, at least one per setting and over time all of the workforce should be graduates.  In contrast to this, 89 (46%) considered that the life skills and vocational experience that already exists within the workforce was of far greater importance than specific qualifications.  It was stated that if these were ignored it would be detrimental to the sector as a whole.
35 (18%) suggested that in order to attract graduates to the workforce there would need to be an improvement to the pay and conditions of the sector.

20 (10%) said that an injection of funding was required if graduates were to be attracted to the sector.
15
What should be our long-term vision for reforming the non-
graduate early years’ workforce?  What should be our immediate 
priorities for this part of the early years workforce?
There were 224 responses to this question.

153 (68%) respondents considered that in order for the early years’ workforce to be reformed, both in the short and long term, a scheme of training would need to be in place to ensure that every employee was trained to the required standard.  Linked to this 89 (40%) stressed the need for employees to work towards qualifications, specifically National Vocational Qualifications (NVQs).
63 (28%) said that more needed to be done to ensure continuous professional development (CPD) was available.  Respondents stated that at the moment the opportunities to develop within the profession were simply not there.
59 (26%) said that pay and conditions within the sector needed to be improved.

42 (19%) emphasised the need for funding to be increased.

27 (12%) saw the need for strict standards to be put in place, especially for non-graduates to ensure that they were capable of achieving and working to a specified level.
16 
This strategy proposes a single qualifications framework for the 
children’s workforce, including those working in early years.   
What actions might be taken to encourage early years’ employers 
and employees to recognise and follow the framework?
There were 201 responses to this question.

81 (40%) respondents suggested that training should be utilised in order to encourage early years’ employers and employees to recognise and follow the framework.  Following on from this, 75 (37%) said that qualifications should be made available.  It was considered that the number of qualifications involved in childcare should be reduced as there were too many which resulted in both employers’ and employees’ uncertainty of what qualifications actually meant.
60 (30%) said that in order to encourage people to recognise and follow the framework there would have to be a marked improvement in the pay and conditions.

55 (27%) expressed the need for funding to be increased.

47 (23%) felt that in order for any framework to be followed it should be made compulsory.  It was noted that if it was optional in any way there would always be some employers that would opt for the ‘cheaper’ alternative.

24 (12%) wanted support to be made available.  This included best practice models, guidance, a mentoring scheme and websites.
17 
What, if any, incentives are needed to encourage early years’ 
employees to acquire higher skills and employers to reward 
them?
There were 210 responses to this question.

172 (82%) respondents considered that the biggest incentive to encourage employees to acquire higher skills would be to reward them with increased pay and improved conditions of employment.

76 (36%) said that more opportunities for training would be an incentive and this included time being made available for employees to access training.  It was also stated that training should be offered in a variety of formats, e.g.   on-line, CD ROMs and times including evening and weekends to help if employees had problems with childcare.

75 (36%) stressed the need for CPD to be made a priority and reassure workers that there would be opportunities for them to develop and progress through the workforce if they so wished.
22 (10%) said that more recognition and respect ought to be given to qualifications and those who had them.  

18 
We recognise the importance of existing early years’ workers 
having the opportunity to train to graduate level and beyond.  How 
best can we maximise the potential of the EYSEFD to allow the 
sector to grow its own future professionals and leaders?
There were 150 responses to this question.

93 (62%) respondents said that the best way to maximise the potential of the EYSEFD to allow the sector to grow its own future professionals and leaders was to provide adequate training.

69 (46%) considered that the best way was to provide sufficient funding.

42 (28%) thought that if pay and conditions were improved it would allow for the sector to grow its own future professionals and leaders.
19 
How best can we learn from, develop and support childminding 
networks and partnerships to raise childminders’ skill levels 
whilst maintaining the quality of the service they offer children 
and families?
There were 112 responses to this question.

98 (88%) respondents felt that we could best learn from, develop and support childminding networks and partnerships by putting in place sufficient and high quality training schemes.
26 (23%) said that they felt the best way would be to consult with the childminders and ask what they considered they needed in order to develop and support their working practise.
8 (7%) thought that carrying out inspections of what happened at the moment would offer insights into good practice and any areas of concern and ways in which things could be improved and developed.

20 
Are there any particular barriers to creating a more diverse 
workforce in the early years and what could be done to overcome 
them?
There were 200 responses to this question.

127 (64%) respondents considered the biggest barrier to creating a more diverse workforce in the early years sector was the pay and conditions and if these were improved, many said quite dramatically, it might go some way to making the sector more attractive.
97 (49%) said that men, especially, were put off entering the sector.  Again, the main contributing factor was pay but status was considered a major issue by 65 (33%) respondents.  There were a number of other suggestions raised which included:

· concerns around child protection issues

· gender stereotyping at schools 
· work experience opportunities.
50 (25%) considered that offering training of a high quality would help overcome any barriers.
19 (10%) suggested that increasing the funding available for the sector would help.
21 
What more could/should Government do to promote a career in 
children and families’ social work? 
There were 194 responses to this question.
102 (53%) respondents suggested that in order to promote a career in children and families’ social work there would need to be an improvement in the pay and conditions related to the sector.

98 (51%) said that the Government should organise some form of advertising campaign.  It was suggested that something along the lines of the current campaign for the recruitment of teachers would be appropriate.  Linked with this, 13 (7%) specified that having information available in a number of formats with statistics and personal stories about life working in the sector would help.  Respondents commented that recently there had been a number of bad press articles and this could go some way to redressing the balance.
50 (26%) considered that having a relevant and accessible training scheme in place would help to encourage people to take up a position in this field.

47 (24%) stated that making CPD a priority within the sector and making people aware there are definite career paths could aid with recruitment.

22 
What additional measures would support for children and 
families’ social work: - Increased supply? - Improved stability? 
- Greater quality?
There were 78 responses to this question.

41 (53%) respondents thought that more training could support increased supply, improved stability and greater quality within children and families’ social work.

22 (28%) considered that an injection of funding was required.

20 (26%) stated that there was a need for improved partnership between the different agencies involved in children and families’ social work.
8 (10%) were of the opinion that the sector lacked senior management and staff.  It was said that there was a lack of support for workers at the lower levels and if there were more supervisors and managers in place it would help to overcome this.
23
How can we ensure that existing best practice, once identified 
and quality assured, really is embraced and embedded in other 
areas?
There were 109 responses to this question.

93 (85%) respondents stressed the need for best practice to be shared between agencies to ensure smooth running and cooperation between workforces.  Suggestions included networking and conferences.  14 (13%) emphasised the need to ensure that time was made available in order to make this possible.
25 (23%) suggested that producing publications, both paper copies and electronic versions for workers to refer to would help to ensure that existing best practice was embraced and embedded in other areas.
24 
How could we incentivise the emergence of new roles and new 
ways of working in children's social care?
There were 58 responses to this question.

34 (59%) respondents considered that to have defined career paths and to ensure that CPD was a priority within the sector would be an incentive.
31 (53%) suggested that resources needed to be provided.  These included funding, time and ICT equipment.
25 
What are your views on the model of pedagogy that we have 
described? Are there other options/models we should pursue 
further in terms of promoting and developing the social care 
workforce?  
There were 52 responses to this question.

48 (92%) respondents said that some form of training would need to be put in place in order for everyone to ensure they understood and met the required standards.

7 (13%) stated that there was a need for an increase in resources.

Suggestions for other options/models that could be pursued can be found in Annex B.
26 
How can we support foster carers to improve life chances for 
looked after children? 
There were 170 responses to this question.
120 (71%) respondents considered that the best way to support foster carers would be to provide training.

116 (68%) were of the opinion that foster carers needed greater support.  Suggestions included 24 hour help lines, mentoring schemes and publications with articles of best practice and contact numbers.
49 (29%) said that in order to support foster carers their pay and conditions of employment needed to be reviewed.
27 
How can we attract more high quality applicants into the foster 
care workforce in order to address the current shortage?
There were 135 responses to this question.
86 (64%) respondents said that the way to attract more high quality applicants into the foster care workforce in order to address the current shortage would be to offer more support.  It was also stressed that people would need to be made aware that such channels were in place, e.g. 24 hour help lines.

76 (56%) stated that in order to attract high quality applicants a review of pay and conditions would be required.
54 (40%) suggested that a quality training scheme was needed that was available at various times and by a variety of means, including at weekends and online in order to ensure there were no barriers to taking part.

38 (28%) considered that having a national advertising campaign in place using various forms of media would help.

28 
What more could/should Directors of Children's Services and 
Lead Members for Children do to support fostering locally?
There were 50 responses to this question.

40 (80%) respondents stated that in order to support fostering locally more recognition should be given to the professionals and the job they do.  It was stated that foster carers could start to feel demoralised and under pressure and a little bit of praise and recognition would go a long way to relieving this.
17 (34%) again stated that the pay and conditions of foster carers needed to be reviewed.
29 
How quickly can Local Authorities develop better local fostering 
services and be supported to reduce their dependence on out-of-
authority placements which are not in the child’s best interests?
There were 35 responses to this question.
30 (86%) respondents stated that an increase in funding would help.

7 (20%) suggested that an advertising campaign could go someway to developing better local fostering services.

30 
What further steps need to be taken at national or local level to 
help the school workforce make the most of the opportunities of 
Every Child Matters: Change for Children and the Children’s NSF?
There were 177 responses to this question.

127 (72%) respondents suggested that some form of national training scheme should be set up but be tailored to suit local circumstances in order to make the most of the opportunities of Every Child Matters: Change for Children and the Children’s NSF.

48 (27%) stated that funding would need to be ploughed in to the sector.
48 (27%) said that the community should become more involved with the local schools and vice versa.  Respondents considered that involving all aspects of the further community, including parents, the health service, local employers etc. would give them some form of ownership and make them take responsibility.  Respondents mentioned that training would be essential in this area.
31 
What further steps need to be taken at national or local level to 
help the health workforce make the most of the opportunities of 
the Children’s NSF and Every Child Matters: Change for Children? 
There were 100 responses to this question.

56 (56%) respondents said that the health workforce would need training in order to make the most of the opportunities of the Children’s NSF and Every Child Matters: Change for Children.
28 (28%) stated that funding would need to be ploughed in to the sector.
26 (26%) suggested that support would need to be put in place for the workforce.  It was said that this would need to include mentoring schemes and helplines.  In addition to this, 26 (26%) were of the opinion that some form of guidance should be drawn up.  It was stated that this should also include a best practice guide.  
32
What further steps need to be taken at national and/or local level 
to enable voluntary and community organisations to play a full 
part in the development and implementation of workforce 
strategies?
There were 69 responses to this question.

65 (94%) respondents considered in order to enable voluntary and community organisations to play a full part in the development and implementation of workforce strategies funding was needed.
12 (17%) suggested that incentives should be offered.  The majority of those who said this were of the opinion that the best form of incentive would be financial.
33 
Are there particular issues that the proposals in this workforce 
strategy present for providers in the private and/or voluntary and 
community sectors?
There were 69 responses to this question.

66 (96%) respondent stressed that the main issue for both the private and voluntary community sector was a lack of funding.

11 (16%) considered that retention of qualified staff was a specific issue that the proposals presented.  As mentioned in previous questions most stated that a review of the pay and conditions of the workforce could go someway to addressing this factor.
34 
What further action needs to be taken at national or local level to 
encourage better integrated working on the ground across 
different sectors?

There were 66 responses to this question.
45 (68%) respondents thought that funding needed to be given in order to encourage better integrated working on the ground across different sectors.

36 (55%) suggested that a better support network was required between services.

