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Regional Workforce Conference: 21st September
Notes from table discussions

Proposed Action 1: To create a regional approach to the common use of needs assessment around consistent use of the CAF to promote early intervention
Key messages for the steering group relating to this action:

· This work needs the strategic  engagement and full commitment of DCSs and CEOs

· Must be quality assured to identify best practice and to ensure continuous improvement

· Regular bulletins will be required to keep people ‘on board’

· This work must influence/inform commissioners

· The key issue is the training of leaders to get them on board

· How do you build capacity without money?

· We need to take unions/associations along
· We are seeking to change and remodel 150 years of the same way of working in public services. This is a very hard cultural shift.

· The Common Induction Framework provides a recent example of joint training that is starting to break down professional barriers
· There is a clear need to look at governance issues, including legal aspects

· Definition of integrated working. Myth busting. What is actually happening for the CYP. Integrated working is not a goal in itself.
· Where does CAF fit within specialist agency assessment/training? Some agencies are still unaware of CAF

· Evaluation of CAF: What is the situation of children where a case is closed after CAF … has prevention worked or has the child/family moved on to higher level services

· Involvement of GPs and health

· There is still an unresolved confidentiality issue for young people and information sharing
· Consistent approach across region with all agencies involved

· Sharing good/effective practice

· Breaking down barriers between organisations

· Communication/shared common language

· Acknowledgement of commitment to long-term strategy

· The right people with the right knowledge to represent groups

· Engaging the PVI sector

· More coherent approach from government – ie one strategy for all agencies

· Adopt a family focus to close the adult/child silo
· We need to identify what the shared governance/regulation expectations

· Have regional events supported by CWDC grant funding on national issues, eg over-representation of black children in the looked after system, homeless, etc

· There is a need for regional activity at all management levels to ensure coherence and service/operational implementation

· If not regional must be cross-border at least
· Business support and admin to make it all happen.

· Leaders of the future need to have opportunities to experience/work in different sectors

· Children and families are not restricted by boundaries s we therefore need a broader view

· Initial training of all professionals crosses local boundaries and is often regional
· Qualifying training should include interagency placements

Question 1: Do you support the idea of creating a shared vision, values and protocol on integrated working practices to be adopted by all Children’s Trusts in the East Midlands? If yes, what should this include?
	YES
	15 groups Yes with no comment,  2 groups Yes but some reservations

	NO
	None


· Any shared policy or protocol needs to establish core principles and values for all, ie commonality
· Where will Adult Service staff fit?

· This work is potentially easier with universal service staff than those in specialist areas.

· Vision and values must be backed up by statements of behaviours

· Making it real for all of the workforce – the ‘how’

· Getting the language right

· Identifying the outcomes and impacts of the vision so we know if we have made a difference

· CAF – Is there a regional database to ensure families are not over-assessed or can be helped asap?

· Implementation is the key and not the vision – has this actually happened? How universal is the CAF?

· Vision must be aware of all workforce and integrate into other strategic protocols, eg health
· There is a gap for post 16 year olds’ CAFs
· There needs to be a tangible link from vision to day-to-day practice

· We do support the idea of adopting existing vision and values as described nationally. We do not believe there is value in pursuing a set of protocols

· Use what is in place – don’t duplicate

· Need a common set of principles and values as the united driver with a range of tools techniques for local/service/CYP engagement tailoring

· Agree thresholds of assessment – CAF, initial, core

· Ensure consistency, ensure ownership at strategic level based on CWDC rainbow (to include drill down subjects, info sharing, integrated working etc)

· Who is it for? What difference will it make?

· What about different thresholds for intervention across the region?

· Needs to be auditable, simple accountability.

· To be done in a timely way

· Shared vision and values should be national and then each organisation reflects them

· Protocol is an interesting idea – need to see good practices

· A note of caution about the diversity of the CWF, it’s hard enough to get agreement across agencies

· Front line feel threatened re jobs and are not supported by leaders

· CAF/LP/IW needs to be flagged up more strongly in HEI courses

· Great idea but need bite-sized chunks

· Organisations need to take it seriously – capacity to deliver

· Commitment is needed at high level – PCT CEOs aren’t here. Headline bulletin to go to PCT CEOs.

· The activity to get buy in will require phenomenal effort over many months. Need a planned engagement strategy.

· Regional Children’s Health and Well Being Board will help ensure a link between GO, SHA, Public Health, National H&W Board, DH, DCSF and local CTs.

· Need for a regional PCT CEO and DCS meeting

· Ensure a commissioning agenda and PCT Non Exec buy in

· Should be part of initial training and induction

· Should be sufficiently strong to ensure continuity of provision across boundaries

· Needs highest level buy in on a regional basis

· Then a means of implementation that is common within all sectors in a practical approach must be considered and adopted

· Yes in theory but it needs to consider other key strategies and protocols, eg in health

· Needs to be done in realistic time frames

· Needs buy in from Children’s Trusts

· Part of the purpose needs to be to prevent people working in isolation and silos, break down barriers and provide opportunities to share best practice and more open sharing how we do things.

· Agree in principle but when it gets to the detail it can become difficult translating into daily practice.

· Integrated working includes CAF but is not solely CAF

· Permission to maintain impetus from DCS sponsorship

· Agree with the principle but operationalising is a constant challenge

· Politics connected with local working

· United principles with flexibility for locality context

· Dynamic analysis of family needs

· Holistic vision of inter-related nature of 5 ECM outcomes – can’t have one without the other

· Shared vision

· Shared aims and outcomes

· Support from DCSs

· Value for the workforce

· Communication that is relevant to all areas and informs all interested parties

· Dedicated multi-agency seconded teams to deliver aims and outcomes

· Vision and values are inevitably going to be similar ad largely determined for us.

· Benefit of cross-boundary children’s movement

· Challenge of different structures in different LAs including political control – this may lead to a local protocol

· CAF in many areas is an additional workload

· CAF is not always helpful to the family unit

· Challenge of different agencies within a common protocol 

· Tensions between national agenda and local needs

· Implementation: How to ensure consistency between areas and agencies

· Improve inter-agency working by using shared language and understanding

· Improve cross-border working

· Communication! Need for common shared language. Ensure that people understand what is being said.

· Systems and structures need to be in place.

· Needs a commitment to long-term strategy

· Need a clarity between CAF and safeguarding – how do the two link? Is there a need for both? Is safeguarding reactive in a lot of cases and CAF preventative?

· Could be too over ambitious, could magnify the problem, may need to narrow the focus, bringing everyone together could be a problem, are we reinventing the wheel: Is there already a vision set?

· Some specific area’s CAF could offer a direction

· It’s more of a regional protocol we need – the clarity of when we are drawn together.

· The vision already comes down from central government

· Marry together recruitment and governance protocols eg school nurses with hospitals and special schools

· Clarity around direct payments – different sectors have different expectations

· Promote the professional profile of frontline workforce to ensure a higher professional confidence and morale.

Should include 
· Child at the centre

· Respect

· How to communicate

· Minimum standards that will be enforced

·  Children’s Workforce Framework – rainbow

· Many local partners have already go an integrated working statement

· Protocol should state minimum standards, ie what ‘should’ be the same – consistency

· Should include complexity of Trust – style, windscreen wiper, accountability, who owns/signs up for CAF (universal, targeted, specialist)

· What are integrated working practices (eg safeguarding?)

· Integrated drill-down element

· Yes. Should begin from the CWN statement and get underneath it

· Some definition of integrated working and for different parts of the workforce.

· Some thoughts about outcomes

· Regional job role descriptions that set the role in the context of the children’s workforce and the part they play – where people fit
· Case studies of good practice

· In plain English – with a glossary

· Translated into behaviours

· Input from children, young people and families

· Common induction frameworks – capture shared vision and values from the start
· National common vision – qualifications framework

· It’s the how? What does it mean to me? Statements to embed and put into practice

· Models of integration and Champions – share good practice

· Governance – shared protocol to allow professionals to work more closely

· Organisational culture

· Common skills set

· Something about training in a multi-disciplinary way

· Shared understanding about integrated working – some serious myth busting

· Present sub-regional interpretations

· Make values simple and clear

· Experience of child and family

· Skills and training recognised in each local area

· Understanding of roles and behaviours

· Translating expectation of integrated working practices to staff

· Demystifying jargon

· Use similar tools, research and understanding

· Consistent approach/model to engaging with families

· Develop relationships on shared vision and values, Value and respect each role (but understand the overall aim of empowering he family)

· Supervision models

· All training should include CAF

· The Youth Offending assessment tool within their Early Intervention programme includes/covers CAF and is a leading light in multi-agency working. It’s a good case management model

· Better results for young people where CAF id done.

· Evidence and analysis of quality assurance on CAF completion.

· Relevance – Ambitious but realistic – Enabling not bureaucratic

· Everybody responsible or nobody responsible

· Adult vs Child silos – integrated working across as well as within

· Team around the family

· Case conference with different agencies
· Ensure the lead professional is the frontline worker and not a manager – te person who knows the family is the most appropriate – need to recognise the skills needed for lead professional, especially for children with complex needs,

· Need to be clear about generic skills and have the radar on in a family setting to pick up a variety of needs despite having a service specific focus, eg a Connexions worker with a young mother  needs to link up with safeguarding, housing, benefits, etc to know how to signpost

Question 2: Is there a need for regional activity to support the delivery of training, post-training support, and capacity building on integrated working practices across the children’s workforce? Which sectors of the CYP’s workforce are priorities for this support?

	YES
	16 groups Yes with no comment

	NO
	1 group ‘mostly No’


· Common training linkages – shared core standards/competencies linked to integrated work, eg Chester PGCE students having a placement with police

· Move away from ‘training’ and move to developmental approach – coaching/mentoring – promote ‘ongoing learning’
· The voluntary sector
· Middle managers

· Defining ‘good’ and sharing it

· Training needs to be multi-agency.

· We need to support schools and their growth of purpose and requirements in order to build capacity

· Shared training approach from the start

· Yes, it should focus on ensuring quality assurance by describing how training should reflect integrated working.
· As many staff as possible develop generic skills to recognise the need to sign post and support a wider variety of needs

· Need to look at qualifying training across the children’s workforce to ensure there is appreciation of other professional roles

· Crack on with common induction

· Support post qualifying multi agency training and provide programmes that provide CPD opportunity for integration

· Needs different types of training, eg in methods, attitudes, values

· The region could be useful for developing quality training materials
· Need to get the other bits right first

· What is the added value in doing this?

· Maybe would work for some things and not others – minimum is standards, leadership

· Capacity – pooling budgets, sharing resources, multi-trust training could be exciting.

· The development of regional support to offer information based on roles – the ‘how to’

· Leadership is a key priority

· Support for the delivery/deliverers of training to ensure continuity of delivery of vision/values/behaviours

· Developing flexible approaches to learning and development – going beyond training

· Sharing regional good practice based on outcomes and defining good

· Support for the voluntary sector – ensuring quality

· Developing quality assurance processes – linking to commissioning support

· Developing impact measures

· Working with middle managers

· What is the extent of activity so far?

· Coherence across HEIs and local workforce teams

· Access to relevant training

· Joint training to break down professional barriers

· Understanding of different roles and responsibilities

· More integration – clear understanding and sharing skills

· General structures – accountability – targets – different thresholds – legal issues – how do we overcome these barriers?

· Regional training budget that is pooled and accessible to all especially the smaller voluntary organisations – who can possibly offer most help with the lead professional

· Closer links with strategic level into practice is required

· Need to consider implementing training that will ensure it is practical and integrated into practice as soon as possible

· Opportunities to train across range of sectors

· Challenge is around different standards/competencies – the regional opportunity is to develop core competencies linked to integrated working

· Identification of common issues/challenges across the region and provide solutions – HEIs could incorporate some common activities that support a cultural change around integrated working

· Production of diagnostic tools that can analyse challenges and track progress

· Language – look at development of the workforce rather than training – more of a focus on mentoring/coaching

· Challenge is how to enable a more developmental approach – it’s much more than just going on a course – it’s about ongoing learning

· Integrated working is not the goal

· Electronic means need more exploration – the essence of integrated working is face to face

· All sectors require support although some have found greater difficulty

· What is the transferability of good practice?

· Standardised training

· Standardised information sources

· Develop a common currency in terms of skills and competencies

· Connexions offer some experience of regional training

· Post training follow up needs to be considered

· How to overcome each agency’s need to meet its own performance targets as well as the integrated agenda

· Funding for training?

· Yes, to provide greater consistency and better use of resources

· A range of flexible approaches – coaching, supervision, more formal accreditation opportunities

· Building training can bring us together

· Is the regional activity about quality assurance?

· Integrated training should help ensure quality assurance

· We could regionally define how training should reflect an integrated approach

· Recognition of differences, eg LA autonomy, diversity, size, capacity.

· A ‘common core’ with additional flexible modules for local or service tailoring

· Recognise what is out there already and develop it and not re-invent (eg EM & WM Early Years Network)

· Use of values framework as the centre of a workforce

· Yes to a regional approach to values and vision and tools to tailor

· Essential

· The water is muddied especially over lead professional and child protection officer/preventative safeguarding
· Issues over accountability and responsibility

· Training relating to trust and transparency and honesty

· Strategic difficulty of being ‘nice’ across agencies

· Training must be integrated and not in sector silos

· Fundamental difference in understanding within the organisation

· Different ways of training eg working together on a case study/role play

· Team around the child meeting

· Regional training across levels, is strategists with grassroots – Connexions use this approach

· Create training materials regionally

· Local thresholds – we have different levels of referral for services and interventions

· Do we need data on the migrating workforce?

· Some activities would benefit from regional working

· How can the 3rd sector access training? Pooled budgets? Free training? Backfill costs? Shouldn’t this be written contracts through commissioning

· Connexions are rolling out leadership training that is starting to define focus tha everybody needs, eg data protection, health and safety

· When we talk about the 3rd sector do we really include the private sector, eg independent schools? If so, what is their incentive to train? Do we need to make money available?
· There is a difference between support and delivery. Delivery very difficult

Priority sectors for this support

· Health as a whole workforce

· Those who are providing the integrated and overlapping practice

· Needs to support vision across all workforce including voluntary, community, teaching, health and all front line staff having access to families

· All CYP workforce

· Specific groups may have specific needs eg PVI

· Safeguarding is a priority
Question 3: Is there a need for an East Midlands quality assurance group on integrated working practices?  If yes, who should it include?
	YES
	14 groups Yes with no comment,  3 groups Yes with some reservations

	NO
	


· We need to establish criteria for excellent practice in integrated working and performance management

· QA systems could be collaboratively developed – making sure the learning can be applied to contexts and is meaningful.
· Quality assurance – yes, but who does it and will it just create more bureaucracy? What about local initiatives and local control of own processes?

· Opportunity to develop QA across the region and compare results

· A group to develop a framework for quality assurance which can then fed into integrated commissioning. Not sure of who should be included but it must link to Children’s Trust arrangements

· Danger than we quality assure processes not outcomes-based approach

· Share the principles of local evaluation, ie agree the same questions we ask of our professional groups

· What are we measuring?

· What are the consequences/sanctions?

· A framework may be useful, eg ways in which you can go about quality assurance – advice and guidance on quality assurance

· If there are already tools out there then the regional group could do this

· Yes, practices must be consistent to support a shared vision

· Attendance – quality officers in local authorities and lead assessors

· A quality toolkit exists for 14-19 education (diplomas) across Nottingham city and county

· QA of processes or outcomes?

· Lots of QA already

· Is this to monitor progress against this workstream?

· Danger of duplication of national, regional and local schemes and groups

· Integrated Working Practices Managers can provide a local overview 

· Guidance about a QA framework is needed – simple not bureaucratic

· Simple overview

· QA is important to maintain robustness

· Role in dissemination leading to development and sharing of good practice

· Too much time measuring the pig instead of feeding it

· Need more time on development not assurances

· Measures should be done locally not regionally

· Yes, need to ensure robust implementation

· Must link to commissioning

· Principle across all areas of work and not an individual process

Proposed Action 2: To create a regional leadership development and succession planning programme for managers in all sectors of children’s services, including schools and the health sector that supports the leadership of integrated services through children’s trust arrangements.
Key messages for the steering group relating to this action:

· Needs to be personalised
· Use existing programmes and standards
· Placements vital but broad, eg third sector, outside CYPS
· Include early career onwards
· Very thorough needs identification
· Talent identification vital – not to miss ‘modest’ people
· Equality of opportunity – barriers need to be overcome for some
· Accreditation – different people are at different levels on inter-professional matters, some have degrees. Should there therefore be different routes?
· Need to keep the definition of leadership as wide as possible (not just about strategic leadership)
· We can see many benefits: scale, cross fertilisation of ideas, flexibility of the workforce, recruitment and retention.
· There are plenty of well-established programmes that we could tap into tese by ensuring they have an integrated working element
· Performance management plays a very important role in driving this – it provides vision, aspiration and structure/direction
· Concern: how can VCS become involved?
· Enhancing and supporting people in current roles before future planning
· Needs to include change management
· Could address local succession planning priority
· Relate to practice
· Investigate Sandwell’s example
· Individuals who can lead but systems around them that ensure comprehensive service knowledge and delivery
· We want to have some regional minimum standards for leaders like the leadership standards in schools
· The idea is: If you know what is needed (qualifications, experience, knowledge etc) at each level of leadership and so you consequently know what you need to achieve to move to the next level.
· We like the General Manager Recruitment Scheme in health where you have to experience a day in every section of the department service you are responsible for.
· The need to continue with professional development when funding is limited
· Learn from private/business sector
· New ways of delivery using non traditional methods of learning
· If teaching is becoming a Masters-level profession is there room to build in leadership to those programmes?
· Entry criteria – based on skills? Or existing role?
· Sustaining funding?
· Timing – does leadership role follow on quickly enough after training?
· Backfill – when managers are out on courses who covers so no detrimental effect on service?
· Quality assurance? Via accreditation process? If so, is the outcome a regional or national award? Will it have transferable currency?
· Clear success criteria for individuals, systems, programme
· Costs to LAs
· There is a need for this regional activity to take place but not in such a way to undermine national activity
· Regional course not necessarily the right solution
· Develop and pilot regionally to reflect national needs – key to involve national stakeholders in consultation
· Where does health, specifically specialist level health services, fit into this regional workforce development approach? How would a paediatrician working in Intensive Care link into this approach?
· Need more clarity of purpose – where would it fit into other organisations programmes?
· Need to know the compelling reason
· Need to consult all the professions who are linked to this programme
· Need to look at a climbing frame for the region to see how people could move across from different organisations – we need to recognise equivalencies
· In principle a good idea but needs more working
· Need to decide why an individual would want it? Then they need to look at what they already have, decide their next step and look at coherence.
· There is a danger of dilution
· Resources – priority, redistribution, attached, embedded
· Modular – transferable, able to build, within a framework
· 360o -  focused, updated regularly, Belbin personality skill set
· Can leaders be developed or are they born? Can learning create good leaders?
· Disparity of resources in existence across professions and agencies, particularly third sector
· Need clarity around regulatory/governance requirements that would compliment a regional programme
· Leadership learning has to be innovative and inspiring
· Our group recognised the need to have a dialogue about what is a manager and what is a leader
· Can we promote leadership skills for non-managerial workers through promotion of coaching/mentoring?
· It was noted that aspirations to become a manager are at times from workers who do not have good leadership skills
· Creating a well qualified workforce which can be shared within the region, eg a pool of staff
· Commitment to CPD  for succession planning from entry into the job – quality not quantity
· Ensuring that the right people in the organisation are receiving development opportunities
· The vision is about Children’s Services and not individual people in individual organisations
· This should have long term goals not a short term CPD tick box or annual exercise
· Recognise leadership
· Develop leadership using/sharing regional networks
· Within a framework of understanding of accountability
· With vision and developing dispositions of handling the macro and micro political contexts and external/internal drivers
· What resources will we use?
· How will we incorporate the intuitive/emotional aspects of leadership?
· Scope current activity eg NHS Leadership Programme
· Core modules building on core induction
· Ensure appropriate communication taking place within the local area Children’s Trust taking forward and feeding back information and requests from different sectors of the children’s workforce
· Develop common skills across leadership that can be demonstrated across the sectors – ie not sector specific
· Do not be afraid to develop people – invest in people and you invest in the workforce and outcomes
· Regional framework of development of leadership, for example a person is this level of work and has these attributes therefore they are given the opportunity to access training – and it is not gatekeepd by an individual superior
· Dangers of over simplifying this whole area
· Keep professionalisms
· Too many changes – how do we strategically plan?
· Need diversity on training options available
· Need accredited courses
· Training should be proactive not reactive
· Funding a programme
· Equal opportunities and transparencies on who decides
· Regional auditing would be useful
· We must forma an inclusive approach to distributed leadership and move away from restricted person specs, management and hierarchies if we are to deliver integrated services
· Accreditation from the start
· Don’t reinvent wheels
· Update web-based materials and core national materials

· Accessibility for VCS

· Don’t be prescriptive re delivery

· Design core materials for HEIs/providers to use and package locally

· Have the flexibility for HEIs to be able to structure the national and ​​____ opportunity and accreditation

· Use national standards and QA (HEI?) to ensure quality of delivery

· Could have an endorsement scheme like with sector endorsed degrees

· Submit validation documentation to national bodies from the start to ensure it meets criteria eg common core

· Ensure professional sectors are involved

· Blended learning

· Modular accreditation is ______.

Question 1: From your professional perspective is there a need for regional succession planning and leadership development opportunities? What are the benefits and opportunities?
	YES
	14 groups Yes with no comment, 1 group Yes as long as it is not so much a programme as standards, 1 group Yes and No!

	NO
	2 groups No without comment


· There is probably a need that draws upon existing successful practice
· Yes, some value from regional planning but must be based on national framework

· We need to be clear what else it would achieve – how would it be better than 9 separate frameworks?

· Cost element

· Placements across organisations and local authorities – needs proper matching

· Difference between management and leadership

· Need to train for the new world and not just good existing practice

· Needs proper accreditation

· Many more opportunities – career options but concern about differing pay scales

· Link with national framework essential – lead to professional standards

· Aspiring leaders together through a regional approach

· Maybe an even broader type of leadership, ie outside CYPS

· Needs to be personalised

· How does it work across services and sectors?

· There is a shortage of DCSs and AD candidates with integrated leadership experience

· Where does this fit with current wider talent management programmes?

· How do we identify the talent? Independent body?

· Can accreditation support non-hierarchical structures? Eg skills rather than qualifications

· Identify a set of standards for a leadership programme that specifies skills and knowledge needed to be a leader of different organisations

· Explore accreditation as local bespoke option and how to develop nationally within IQF

· National need – too many at the moment – focus needed on leadership and people skills (motivation/partnership working)

· Confusion over qualifications

· Implications for recruitment

· Need to be clear on desired outcomes and competency levels

· Need clarity of the purpose of such a leadership programme.  Are we developing individuals or is it about them developing the conditions?

· All Trusts are different (make up) no synergy yet, they have different priorities, agendas and structures

· Needs to be generic, not job specific

· What is to be defined as leadership? 

· Too work-based/specific – cause alienation

· Identify support to individuals

· Align practice regionally

· Skills of leadership are being played out in situ – these people need pathways to senior leadership roles

· Skills more generic – still in service sector boxes

· Aspirants demonstrate good performance may not translate to different forms of senior leadership

· Yes, transferable skills

· Greater understanding

· Raising profile of different sector leaders

· Perceptions of different disciplines

· Knowledge gap

· Slow but sure – one target at a time

· Build on local strengths

· Core competencies/modules

· Tackle regionally encourages much wider thinking that can then be shaped within local authorities

· Programme should be based on skills and attributes

· Create a framework of entitlement

· Consider central training budget

· Provide transferable postgraduate points/credits

· Build in coaching/mentoring

· Needs to be based on research, not just a wish list

· Fundamental key skills identified across the region

· Local placements across partnerships within a locality

· Placements would allow people to try working in another authority before applying for a job

· Yes, but must acknowledge a lot of work is in place, anything new must complement or add to

· Need all level opportunities to spend time in other sectors

· Issue leadership vs management – concentration on leadership in all aread

· Very valuable experience having own sector experience

· Good models of mentoring, coaching with NCSL

· Often the responsibility of management subsume leadership qualities

· Supervision is the key to the above point – need to capitalise on it

· Explain/describe what a programme needs, describe in common currency, map existing god practice and APEL out

· How do we support the voluntary sector? Turn it round to be on site learning. Issue of backfill

· Yes, some of this may be expensive but it is a case of ‘invest to save’

· Leadership is about ‘moving the blockage’ to support, no hinder a desired outcome

· There are good practices in schools but ICS/IW is not yet on the agenda

· An annual practice to share good practice might be useful with a problem solving approach

· Need to engage schools better as they don’t yet do IW leadership

· It’s small PVI and Early Years that have the biggest challenge for CPD and leadership development as their CPD is just ‘training’ and there are no senior leadership roles
· Cross professional stuff is easier for senior leaders but harder lower down for middle leaders which is only addressed in single sectors now

· Ina lot of the CWF there is a ladder to climb but in a lot of organisations the CWF still follow a linear career path

· Yes, middle leaders and all staff need this

· Added value by different sectors involved and delivering/expert knowledge is shared

· Encouraging people to think outside the box.

· Is it leadership or management?

· Funding for this work? No HEFCE funding, only first time round.

Benefits
· Provides opportunities across the region

· Provides scale

· Encourages cross-fertilisation of ideas

· Market development and analysis can help

· Helps for integration across LAs as people move

· A regional approach might support locality developments

· Regional approach to workforce development and leadership allows people to move easily between LAs

· Sharing of learning practice from each district

· Sharing understanding of models of management rather than reinventing the wheel

· Cost effective – economies of scale

· Knowledge of what is developing in neighbouring areas

· Enhanced debate/research during programme

· Networking

· Pooling resources

· Potential for cross fertilisation

· Recognises regional priorities and agendas

· Flexibility of movement

· Offers transferability across different work areas and specialisms

· Move across professions is a bonus

· Commonality of care could be applied to all areas

· Recognises regional good practice

· Break down silos

· Cross regional secondments/placement opportunities

· Shared training materials/expectations

· Strengthen regional employment opportunities

· Mechanism to transfer knowledge 

· Experience others’ working arrangements

· Big benefits in secondments/placements

· It can help to break cultures and develop better job descriptions and skill sets

· Recognition of potential

· Pool is wide through regional succession planning sharing

· Not isolated

· External perspective – and operational job

· Benchmark for good practice

· Situational leadership that is sustainable

· Flexibility with vision

· It increases career opportunities

· Recruit and attract the right people

· Shadowing/work placements would be beneficial both within own organisation and within other agencies/areas

· Yes, then we might get some focus of leadership rather than management which will support the development of integrated working

· A non hierarchical non qualification approach focussing on personal working/qualities

· Overcoming the barriers and mind sets that block leadership development and can open up career paths

· Developing distributed leadership

· Giving some real value to CPD – high quality and personalised

· A route to keeping up to date

· Clarity over the relationahip between different leadership qualifications

Concerns

· How do you monitor?

· How do you take a regional idea to a local perspective?

· Might some job structures still present barriers?

· Several borders with other regions

· Differences in structures

· Matrix management (if not understood can have gaps)

· May become insular as a region, may wish to recruit from other areas

· Don’t leave out middle management tier in these developments

· Some partnerships already exist (eg EM Schools Succession Planning Strategy) that could be rolled out to be multi-agency

· Capacity will be an issue – the releasing of key people to undertake training and development. Is it to be funded? What about backfill?
· Different areas have different gaps and needs

· Is there evidence that other models have worked, eg Health Service Programme

· Danger of fragmentation

· Concern re selection and recruitment process – needs to be open and transparent

· Who will fund the programme? What if the candidate is from the PVI sector?

· Need to have wide choice, we don’t only need one route

· Quality assurance

· Timing – does management position follow closely on the back of training?

· Possible duplication with national/regional/local middle management and succession planning work that is already in place in health, schools, youth. Can we join these in somehow?

· Creating more layers

· Potentially re-inventing wheel, ie already NHS KSF

· Regionalisation of CPD frameworks

· Inconsistency

· Ensure no dilution of specialist areas

· Encourage competition among providers

· Potentially undermine a national approach

· Could shift key focus away from benefits to children to regional discussions

· Entry level requirements – practice based and not limited to a few qualifications – access criteria

· Not marginalise existing qualifications for the new ‘big thing’

· Be aware of wider council context which can constrain through other leadership protocols

· Keep people on toes – observed – leadership needs to provide opportunities to feel comfortable with being uncomfortable – role modelling healthy living.

· Accountability needs to be clear – joined up thinking – systems in place

· Insurance for placements

· Costs of any extended regional placements

· Lots of leadership and management courses already available – are we reinventing wheels?

· Specialist sectors have own bespoked training – ILM/CWDC Middle Management/HEI offer

· Should we undertake an audit of what is available?

· How do we choose who goes on what course?

· Training is reactive not proactive

· Will funding be available for courses?

· Managers at different levels need bespoke courses

· Gaps in senior management positions with people leaving – is this planned for?

· Changing structures, changing roles continually

· With cost cutting in LAs managers are sometimes not replaced and experience is lost

· There seems to be a move towards appointing from ‘out of county’ – how do we address this and nurture our own trained leaders?
· Being managed by someone who doesn’t know what your job is from different background. Should we be concerned? Different levels/types of supervision are needed.

· Danger of over simplifying this whole area

· YOT model – own managers for supervision and seconded agencies supervision and both managers speak to each other

· Most of us do not yet have local programmes so identifying regional work is difficult

· Often the message is that leadership is only at the top of an organisation

· The perception ‘I am too old’ or ‘I am too poorly qualified’ 

· It can lead to an exclusive approach

Q2. What sort of leadership development programmes should the regional programme build on or align with? Please share your knowledge and experiences of leadership development programmes within your sector, profession or organisation.

· Build on existing structures in LftM

· Content areas need to be beneficial to everyone

· Look outwards from now

· Some third sector placements

· Leadership without line management

· Leadership – from entry onwards, not just existing leaders

· Talent identification crucial

· Equality of opportunity – funding and time – barriers need to be overcome

· Top down needs to meet bottom up

· Performance management is an issue

· Aston University senior leaders programme

· ILM – integrated working

· NCSL – all their courses

· CWDC leadership and management for youth, social and voluntary work

· Change management to include succession planning

· Management training that cuts across different sectors is very helpful

· Northamptonshire: Leadership framework now, but no consistent approach previously

· Nottinghamshire: piloting Leading to Inspire and buddying opportunities

· Rutland: Mentoring/modelling approach

· Sandwell: Bespoke post qualifying training for middle managers and senior strategic managers delivered in house by Birmingham University. Senior managers act as mentors (Julie_humphries@sandwell.gov.uk)
· Structure of different levels of entry

· Timescales for development to senior posts

· Identify a mentor

· Some agencies have development programmes currently in place that staff need to achieve before progression

· What do public services want to look like in coming years? We need new ideas not improving existing provision.

· All needs to be practically based

· Needs a very clear rationale between social care agenda and schools standards agenda, can we access any proof that it is effective? Then it would be much easier to get headteachers on board.

· Programmes must be based in integrated working

· Need to remove barriers to learning and raise expectations

· Have schools who are bucking the trend got better integrated working? Evidence!

· Entry criteria? Competency levels, proven leadership, expertise or raw talent?

· Sustaining the funding

· Locally delivered or regional programmes?

· Use of technology for networking

· First need to be aware of existing frameworks and programmes

· Build on best elements of frameworks – such as CWDC middle management, NHS KSF, 360 leadership framework, NHS Improvement Agency, City Council courses, ILM, Social Services MA

· Identify the elements working with provider network, widescale consultation including with HEIs

· Framework of development based on competencies and links with actual role – knowledge skills and understanding

· Not so generic without knowledge – recognise specialism

· Needs employer involvement

· Academic and practical bases – not just ‘I can’ but ‘I understand’ too

· National frameworks

· Possible pre selection needs analysis broader than qualifications

· Learn from other sectors including private

· ILAM Voc level 3 upwards

· 3rd sector AVECO and IOD models can be explored based on generalist skills

· 360 on line – Infinity management programme (self/peer assessment)

· SHA talent management programme

· LCO Nursing leadership programme

· NPQH

· Early Years Professional Management

· Modular – jump in and out – build up – transfer – regionally accredited.

· Not one size fits all – assessment 360, basket to pick from

· DCSF funded FPM

· This is different across services – a middle manager in social care would be recognised as a senior manager in health

· Disparity of leadership learning across organisations

· Are leaders grown or born? No matter what was given some would not become a good leader

· Talent spotting exists in some organisations

· Developing a range of strategies that enables progression – there is not just one answer

· Needs analysis self assessment – needs a set of standards

· Horizon scanning – what might it look like in 10 years?

· Training needs ongoing CPD right and entitlement and obligation

· Culture

· Aligning HEI, third sector, private industries

· Thought provoking develop self auditing tool

· Extenal drivers knit with internal

· Political environments – managing tensions

· School work opportunities – not deficit model

· Pulse of the environment

· Performance management in context

· Map/link all single agency programmes, eg SHA leadership

· National Programme for specialist leaders in behaviour and attendance

· Core standards for teachers

· LftM and NPQH and Leadership Pathways

· NPQICL – this needs to be widened and better placed

· HLTA – not a leadership programme as such but certain standards  for key work areas

· Social work degrees and PQ

· ILM – GOEM offer some regional leadership and management training

· Developing the use of greenhouse principles (school leadership)

· Using work in appointing school leaders with governors as the basis for work with elected members

· Integrated embedding the links approaches to CPD in schools

· Associate Leadership programme in schools

· Common Core/IQF

· Sharing the profile/background of senior leaders

· Use national standards to ensure QA

· MAs at several HEIs

· MBA in public sector to market a different culture

· Core distance learning material (by NCSL) then local delivery in different way.

· Think about validation – each HEI can then accredit/combine differently

· The higher you go up the more generic leadership and management become but senior leaders need to be able to contextualise to their sector. This suggests work based learning or an assignement to do this

· A differentiated framework with a common core

· Consider LA advisors and county organisers for VCS

· CWDC to commission something for Directors of Youth for ICS

· CWDC and ILM – roll out of front line managers training – FPM is the delivery contractor for this






