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Appendix 1

Summary outcomes from discussions with sectors and agencies related to the     Children’s and Young People’s Workforce:




· EarlyYears  
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· Education  
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· Extended Services and Children’s Centres 
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· Health (PCT) 
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· Social Work 
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· Voluntary Sector 
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· FE College 
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· University 
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· Careers advice (nextstep) 
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· Integrated Qualifications Framework team 
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Appendix 2
     Approaches by other counties – some indicative findings  
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1. Introduction and Context
1.1 Overview and Rationale

The Children’s and Young People’s workforce is extensive, incorporating every job which involves work with babies, children, anyone under 19. It is also highly complex. The 2020 Children and Young People’s Workforce Strategy (DCSF, 2008) identifies eight occupational groups ( ‘sectors’ ) including those workers in continuous contact with children or young people (CYP) and those for whom this contact is only part of their role. Within each of these sectors lie numerous job roles requiring different levels of training, qualification and experience on entry and in post. The context of the workforce is fundamentally and dynamically affected by government steer on policies, such as inter-agency working, safeguarding and common assessment practice. The workforce never remains static. Workers within a sector progress in their career, building expertise and qualifications as they go, as well as leaving or returning to it. New job roles may emerge in a sector as employment, social, economic and legislative patterns flex and evolve. Committed workers can change focus, regardless of their rung on their sector career ladder, and seek to use their skills in a different setting. Shortages and gluts may precipitate pressure for ‘transfer’ routes across sectors where retraining from scratch is unfeasible in terms of cost and timescale. 

The county of Buckinghamshire has its own CYP workforce as richly varied in all these aspects, shaded further by its response to national, regional and local agendas. Services or departments within the County Council play leading roles in sectors. Partial glimpses of the entire Bucks CYP workforce may be gained through the lens of national, council or sector information; there is as yet no clear representation or ‘map’ of it, in its entirety, to serve as backdrop to recruitment, retention, policy and planning. 

This scoping paper explores the mechanisms and resources already in place to help members of the Buckinghamshire CYP workforce navigate ways into, through and across it. It considers the potential for unifying these into a single map to capture and disseminate career progression information across the whole CYP workforce. While envisaging CYP workers as the map’s target users, the report will draw attention to additional aspirations and benefits for managers, policy makers, planners and training providers. It will identify key strategic decisions needed to progress the map from an abstract concept to a physical product which can be easily accessed and searched by the defined user group.  The format and appearance of the final map will only emerge once these decisions are taken. However, some potential approaches will be described and evaluated in broad terms to support decision makers’ thinking. Costs will be highly dependent on the design approach adopted as this will dictate the type and extent of specialist development tasks involved. Design will also affect the levels of resource required to maintain currency and promote use of the map. Costs will only therefore be noted in relative terms. 
1.2 Methodology

Initial desk-based research was carried out to gain an overview of national policy, resources, ongoing projects and other factors affecting the CYP workforce. Approaches adopted by other counties were investigated online. Buckinghamshire- based agencies representing various sectors of the CYP were contacted by telephone or face-to-face to sample current mechanisms and resources supporting workers. Meetings were held with FE and HE providers for CYP workforce development within the county. Web-based resources for general careers advice were investigated, alongside discussion of the services provided by the region’s ‘nextstep’ careers service for adults.  Challenges and external drivers were also noted and respondents were asked for their views on what a map might ideally look like and the functions they would want incorporated. 
1.3 Approaches in other counties
Desk research revealed a wide range of approaches across county or borough councils which include paper or web-based options. An indicative sample of these is shown in Appendix 2. 

Some features which may be useful for inclusion in Buckinghamshire’s map would be:

Links between job titles and qualification levels, ‘day-in-the-life’ or description of typical activities involved in each job role, responsibility levels, case studies-written or spoken, training providers, next steps, job description, typical salary, sources for job searching, contacts for IAG, information sessions, downloadable materials, video presentations.

Many counties included links to helpful websites including Children’s Workforce Development Council (CWDC), colleges, universities, IAG providers, council departments, professional bodies, financial support when studying, IQF, Sector Skills Councils, National Occupational Standards, publications. Appropriate links should be identified for inclusion in a mapping for Buckinghamshire.
2. Synergies with other projects

Analysis of the CYP workforce is already under way in Buckinghamshire to support planning for the future. This will provide valuable information to be built into the map. Potential aspects to incorporate might include a database of job roles ‘live’ in the county; additional areas of training and development to communicate to map users; data about the workforce in terms of size, spread across sectors and locations.

The CWDC is a key source of training, advice, research outcomes and resources, which links to the workforce via a team of regional contacts. As well as CYP workers it is a key point of contact for employers, training providers, local authorities, children, young people and their families. It is working with the Children’s Workforce Network to develop a framework of qualifications appropriate for the CYP workforce. This Integrated Qualifications Framework (IQF) will have clear implications for the qualifications cited in the map and ramifications for awarding bodies and training providers once it becomes live in 2010. One area of interest is joint-agency involvement in qualification design, enabling learners to access a wider cross-sector ‘footprint’ in their career progression. This, and the identification of Transfer Units, should be captured within the Buckinghamshire map. The IQF is not currently represented in a particular form though, once it does become available, its shape may offer some pointers for the appearance of a county map.  Outcomes from a discussion with the IQF development team can be found at the end of Appendix One.

Common Core skills needed by all CYP workers are being built into training and qualifications which will be included in the map. There is a possible need to make these explicit for the users of the map to underscore their significance.
3. Outcomes from Buckinghamshire Agencies
The outcomes from each discussion are summarised in full in Appendix Two to expand on the overview presented here.

3.1 Current systems for information on jobs and career progression
All sectors have their own systems, some better developed than others, for arranging and communicating career progression opportunities. Many are also actively engaged in recruitment and induction of new colleagues. The full extent and variability of systems and resources in place is shown in the set of summaries in Appendix One.

Web-based careers resources available through Connexions (Jobs4U) and Prospects draw on extensive databases of job roles. They offer a rich variety of information about each job to help browsers identify career sectors which may appeal to them. The user can access contact details to take them to the next step of seeking advice or making applications for courses or jobs.
For those not yet in the CYP workforce open access services such as nextstep offer a client-centred approach to identifying skills and matching them to job roles and local training or work opportunities. Advisors can also work with someone already in a career to build confidence, help them negotiate progression, etc. Identifying transferrable skills and requirements of jobs in other sectors of the CYP workforce is an important mechanism for those wishing to change track, regardless of their career background. 

3.2 Challenges
Some agencies noted that services exist but potential users do not know about them. A signposting approach would add value but would need to be highly visible to avoid the same pitfall. 
Discussions identified or implied the existence of different categories of user within the sector’s CYP workforce. These have different information needs and varying levels of sector knowledge which a mapping would need to take into account, offering differentiated styles of engagement.  
In some sectors continuous Professional Development (CPD) provision makes no distinction between CYP and other parts of the workforce; many themes for training apply to all parts of the workforce. In this scenario attempts to examine CPD for CYP workers can founder as data is not available to monitor what seems an artificial divide for the sector training managers.   
3.3 Desired outcomes
The mapping must be able to ‘speak’ appropriately to different users, allowing broad-based browsing as well as fast navigation for users who have already identified areas of interest.

Any map should avoid reinvention or duplication of services already in place. It should focus instead on adding value by linking into existing practice and providing users with a simple interface and easy-to-navigate landscape. 
Most agreed that users would focus on jobs or next career step, rather than qualifications, when planning their progression.
Communication and widespread use of the map would be essential to ensure currency and justify the effort required to develop it. Inclusion in induction events would be desirable.

Several respondents referred to potential benefits for policy, planning and provision managers if the format enabled spotting and filling gaps in the existing landscape. Along similar lines was the desire to share information about training courses or events, opening these up to audiences from several sectors when practicable
3.4 Desired ‘look’ of a map

The map needs to look ‘vibrant and bright’; a pictorial representation of the CYP workforce would be attractive. It should attempt to show the range of roles and people who work with CYP in the county, indicating the size of the workforce. 

The appearance needs to be simple and clear cut, avoiding presentation of too much information or complexity at once, confusing the user. This implies the need for a computer-based tool with the facility to organise information in layers. 

The option for users to meet advisors face-to-face or by telephone was noted in several cases. Case studies of workers who have developed careers from varied backgrounds were also cited repeatedly as important motivating factors.
The mechanisms, resources and contacts already available in each sector need to be included and maintained. Systems which work well should not be undermined or replicated. Instead an over-arching ’wraparound’ design should be sought to help users access the different sector-specific information. General advice sources must also be incorporated for those not yet certain of the sector in which they wish to work. 
3.5 Transfer across sectors

In many clinical or professionally-regulated roles there is a limit to transfer opportunities without extensive, and expensive, retraining.
However, this is not universally the case; nextstep advisors routinely work with clients to help them analyse skills gained in their previous work to provide a platform for transition.  With transferrable skills as a driver some sectors have areas where a change of track is more common. 

Discussions with IQF indicated a small number of ‘transfer units’ were already in place. Once qualifications are incorporated into the IQF there may be more clear options where transfers are desirable and feasible raising the prospect of additional transfer units in future.

One sector noted that job descriptions traditionally required qualifications specific to the sector. However, some qualifications or skills from other sectors might also be applicable for the job. Without a reliable examination of common content this potential has not been explored, neglecting this possible route for opening up access to some jobs to workers from other sectors.
Bucks New University is exploring co-ordinated approaches to its development of Foundation Degrees ( 

(FDs) now that a significant number are in place. While each has been developed in response to sector and regulatory frameworks and prepares learners for specific professional roles, overlaps in content are noticeable. There are early signs of a move to mapping and exploiting common ground to enhance the provider’s responsiveness to emerging trends. This will additionally help identify potential transfer points for professionals wishing to change sectors, using the common content as a basis for APL or to indicate CPD requirements for transition.  

All in all the mechanisms for transferring to another sector are not clear cut. A pragmatic starting point might be to collect these ‘known’ pathways together so that all intelligence on their existence and requirements is easily visible to users. 

4. Capturing and disseminating information: a map for Buckinghamshire’s CYP workforce

4.1 Users’ needs
Current web-based or paper-based maps exist but seem relatively rare – presumably because of the complexity of the world they are trying to summarise and capture. Where maps are attempted they are not very interactive or engaging. These, and the web-based ‘menu’ approach are heavily-dependent on reading text and can have an off-putting static quality. To combat this Buckinghamshire’s  map should be available through a mechanism which is visually engaging, dynamic and multi-sensory in its delivery of information.

Existing maps use qualifications as a start point. This is convenient for training and qualification providers, managers and planners. It is, however, unhelpful to potential workers who seem likely to see job options or next careers steps as their starting point, rather than necessarily thinking in terms of a qualification. To put the user at the centre the Buckinghamshire map should use job options as a starting point. 

The effectiveness of any approach to describing career progression options depends on the existing level of understanding, experience and qualifications of the user. For instance, a children’s nurse investigating their next step would need a different kind of intervention to a person exploring ways to enter the CYP workforce and to a senior manager considering transferring their skills to another sector. The Buckinghamshire map should seek to understand and address the full range of potential users and provide progression information which acknowledges their different support needs. Users may be divided into the following groups:

· Recruitment Phase:

This contains several sub-groups:

· Users considering entering the CYP for the first time: They are perhaps more likely to be living locally and may be at any qualification level. This group would need to be able to browse local jobs and investigate aspects such as a worker’s typical day,  case studies , salaries, job description, entry requirements, where to qualify/train and search for county vacancies. They may benefit from appointments with an advice worker to help access information (with Jobs4U), explore skills and narrow their search. nextstep is already geared for this and workinf with county sectors such as Early Years. 

· Graduates considering CYP as a career: They may not be living locally so would want to understand the advantages of working in Bucks. Many information needs would be in common with the previous group though they are likely to want to browse graduate-suited jobs using Prospects , nextstep or university careers services. Information events by county services at HE fairs may be advantageous.  

· Redundant jobseekers may want to browse jobs in CYP as an alternative to their former career. They may hold qualifications which are not natural fit and need advice and support to audit their skills applicable to opportunities in a new sector, with or without retraining. 

· Retention Phase:

· This would include those already in a particular career sector seeking progression within it. The source of advice and the routes open to them depend on their current post and level of qualifications. The vehicle for progression would often be CPD rather than externally-offered qualifications.

· ‘Returners’  who already hold qualifications/experience enough to re-enter the workforce may need professional updating or exploration of jobs that have emerged since they last worked in it. Some may be interested in switching to another sector, falling into the third group...

· Transfer Phase:

Some already working within a particular career sector in Buckinghamshire may wish to adapt their skills and experience or retrain to enter an alternative sector of the CYP workforce. They would need guidance on pre-existing points of transfer (for example through CPD routes or where transfer units begin to be specified in the IQF). Adviser appointments would help them audit their skills to support transfer and develop  ways to approach employers or awarding bodies to maximise APL potential for fast tracking.

4.2 Additional aspirations for sectors and agencies linked to the workforce:

Sectors need to attract talent with appropriate skills, experience, potential and qualifications. There can be fierce competition for graduates or volunteers, for example, so the benefits of working within Buckinghamshire and in CYP should be emphasised.

Sectors need to develop existing staff to maintain, enhance and reinforce services as efficiently as possible. They would welcome a means of spotting gaps in their own CPD provision or understanding what qualifications or training may be available elsewhere. Training providers also welcomed the potential to identify emergent roles and points of transfer which may need training or qualifications built around them.

The map should provide a means of advertising CPD or availability of advice services to ensure participation and efficient uptake . 

The structure must allow each sector a natural, authentic, accurate reflection of their own existing practice which enhances user access to information but does not obstruct current methods 

Pages must be easily updateable so they stay current

5. Dissemination options

The feedback from discussions and research gives rise to additional themes for consideration before finalising the functions and appearance of the map for Buckinghamshire.This section outlines key strategic decisions to be resolved before the style of mapping can be agreed. It goes on to suggest a range of potential ‘map’ formats, each of which will incorporate the agreed elements in different ways.
5.1 Strategic Decisions to be taken:

Medium: Should the map be paper-based, computer-based or held in a network of people?

Paper-based solutions are quick, easily distributed and accessible. However, the mapping may be too complex or physically large to fit a fixed paper format.  Lack of interactivity compromises the ability to target information appropriately for sectors or different categories of user. Currency is short-lived.

A computer-based solution allows structuring of information in layers or levels meaning more complexity can be captured while maintaining easy navigability. Interactivity allows a user to focus on the area they need or to browse a selection of options. ‘Additionality’ (i.e. building in newly emerging information) might be designed in. Web access would offer the additional option of links to external information sources. Access would be restricted to computer (or internet) users or contexts where support is available for access and/or use. It requires systematic analysis, specialist design and development expertise. High set-up costs are only recouped within a long-term commitment of resources for maintenance and updating as well as a clear communication strategy to ensure widespread use.

A people-based approach would rely on a well-trained network of front-line staff to field calls and book appointments, advisors to meet and assist clients and liaison staff to keep the network updated on developments. While highly flexible and fully responsive to the individual it is resource intensive and therefore expensive. Small or routine queries may take up disproportionate time. Ensuring awareness of its existence and wide access requires additional resources. Access may be restricted in terms of time, location, availability of appointments.

A hybrid is probably the most effective solution.

Hosting : Should any computer-based map be part of Bucks County Council website or stand alone? 

The former firmly establishes the map as a county-owned resource with potential for clear dissemination across all CYP workforce sectors in the county. It would require internal resource to host and maintain its currency. It is likely to require links to external websites requiring harmonisation with existing website conventions. 

The latter requires outlay to buy a domain name and arrange hosting. Appropriate choice of a self-explanatory name might enhance visibility from search engines.  Aylesbury College report good satisfaction with host package used for ACAV website. There is potential for an enhanced hosting service, at additional cost, to take on some of the updating work.  
Currency : Should essential updating be built into the hosting package or internally resourced? 

Both will have costs. For greatest efficiency a network of contacts covering all sectors would assist in systematic approach to periodic ‘rounding up‘ of updates. Sectors would need support to ensure this is structured appropriately to be easily incorporated by the inputter. A problem-reporting mechanism should be tied into the update cycle.

Content: Unifying sector-differentiated approaches to information provision 
A content strategy would need to agree top-level style and navigation conventions. There must be a very clear and simple ‘look’ for map users, for example in the form of a simple ‘front page’ of general information. The user must also be enabled to access other levels of information, for example by selecting a particular sector or level to explore. Since each sector has different ways of organising and communicating its information agreement is needed to specify the level of variability permitted. Where mechanisms are already well-developed and effective it is counter-productive to override these in an attempt to shoehorn them into a restrictive map structure. The agreed strategy must therefore balance the need for a systemised ‘look’ for the user with the internal flexibility to enable each sector’s reflection of its authentic mechanisms.

Variety of presentation: Audio as well as visual communication

Heavy reliance on text can be off putting and wearing on the eye. Additional features such as animation or sound add to costs but give major benefits in terms of engagement and durability of the information presented. A simple and relatively cheap mechanism for providing ‘voice over’ to support visual information is provided by OdX in the ‘Brainshark’ tool. Short film clips can also be included as mechanism to ‘meet’ existing workers and hear their experiences in their own voices.
Job Roles: Is a county-specific database required or should existing national resources be exploited?  

Recruitment or transfer stage users need to browse job titles ranging across sectors. Sophisticated information tools already exist within Jobs4U (universal use, via Connexions) and Prospects (for graduates) websites which are highly developed for initial exploration of job preferences and easy to use alone or with an advice worker. In each case a database of job titles combines general information about the selected role with access to additional pages of information such as job description and activities, salary and conditions, entry requirements, training, career development, related jobs, contacts and resources, typical employers/vacancy sources as well as a range of case studies. Related topics are directly accessible from each job page, including diagnostic tools and online ‘chat’ to careers advisors or graduates (these are taken from Prospects as an indicator). These databases cover all job titles, requiring a search specification to narrow focus to the CYP workforce. The job information, case studies, employers, training and vacancy data apply to the national context and may not be fully applicable or relevant to Buckinghamshire. Users may need assistance or tools to relate findings to local provision. The alternative approach would be to devise and maintain a database of county-specific job roles. This would give high relevance for users but be time-consuming and resource-intensive, demanding ongoing effort to keep it updated. 

Different audiences: Enabling a single map to be accessible for all types of user 
A single mapping is attractive for its comprehensiveness; its ability to yield information on the full range of opportunities and to indicate gaps, transfer points and emergent trends. This scenario requires agreement on a common ‘package of information’ for each group of user which would cater for the variation in knowledge, career stage and location of support between them. It would be helpful to have buy-in from all sectors to ensure consistency on the elements of such a package. The information within each element could then vary to reflect the sectors. Alternatively it might be concluded that the background knowledge, experience and qualification levels between say, the ‘Recruitment’ and the ‘Retention’ audiences call for approaches sufficiently different to necessitate separate maps. This may give clarity for each user group but risks fragmenting the CYP workforce.

Communication/marketing strategy
A clear strategy is needed to ensure the map will have a high enough cross-county profile to be visible to users, advisors, employers and training providers. It is also essential to ensure sufficient commitment from all sectors to ensure currency is maintained in the long term. Some sectors identified existing places or routes used to publicise information or advice services. These should be gathered and systematically exploited for the new map.
5.2 Potential map formats
Option 1: Poster and booklet

Several projects (e.g. Aimhigher Kent & Medway) have produced paper-based maps, supported by booklets for particular user types. A similar approach would certainly be possible for Buckinghamshire. 

· Pros

· May be faster or cheaper to set up than web-based tools

· They are accessible to most people, and do not require internet access or computer skills

· A physical representation may be effective for distributing or explaining information, for example at recruitment events. 

· Cons

· Paper-based formats become outdated and require new print runs, adding to costs.

· Documents  cannot be accessed remotely

· The complexity of data associated with different sectors cannot be represented, leading to oversimplification and limited usefulness.  
Option 2: Web-based Grid
The CYP jobs (or clusters of related jobs) are divided into sectors and ‘levels’ - as in the grid shown overleaf – referring to the typical qualification level required in such a role. 

The blocks in each cell show job titles. Each block can be clicked to open up a new page of information about that job. This would contain the agreed package of information for the level of job, and might include links to other sites.

Transfer points may be illustrated by superimposed connectors when the user clicks a button to request this.
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· Pros

· This gives a simple and ‘tidy’ picture of the whole workforce showing its scope and impact. 

· Its layout clearly shows career progression pathways in general terms.

· Besides web-based dissemination it could be produced as an illustrative (non-interactive) poster or leaflet.

· Planners and training providers would be assisted in spotting gaps and analysing areas requiring attention.

· Cons

· The task of dividing all jobs into sectors and levels could be very time consuming and may result in artificial division or excessive sub-division.

· The grid may appear overcrowded or difficult to read. 

· Transfers may be few or too complex to illustrate with a simple connector. 

· There would be strong elements of repetition with certain elements of the information package featuring in many individual job pages. 

· There is no ‘override’ to give access to general careers advice for those not yet certain of their intended work sector.

· Additionality would be limited by physical size of grid and blocks

Option 3: Web-based ‘Landscape’
The CYP workforce might be represented as buildings in a ‘county’ landscape for example:

[image: image51.png]lwamnt te
@xplore el

options t©
getme
stalted

Social, family,
community

Early Years,
childcare




A user wishing explore inside a particular sector would click on its ‘home building’ and be taken to a new screen of options to choose from. This screen would divide groups of users before directing them to the agreed ‘package of information’ for their needs.

The screen shown overleaf, for example, would manage this division:

Clicking on the appropriate bullet takes the user to appropriate pages, to links such as jobs4U, sector specific training manuals, contact details for training departments, etc. Information could be presented in a variety of forms:  written page, video, Powerpoint presentation, links to related resources, etc. Overlaying voice to static visual data would enhance clarity and comprehension by engaging more than one sense.

Users making initial explorations need not engage with the individual sectors until they have had opportunity to think more generally about job types of interest to them. This could be through direction to the jobs4U or nextstep website or contacts to book an advisor appointment. 

Those wanting to change sector could be directed to a ‘transfer options’ page showing a compilation of all known transfer routes and links to set up exploratory discussions with manager or external advisor.
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· Pros:

· This option is visually engaging and simple to understand with clear direction to the alternative sections within the CYP workforce. 

· There is separate provision for those wishing to make initial investigations (recruitment phase), those already working in a particular sector looking for progression (retention phase) and potential to signpost change of sector (transfer phase). 

· Computerisation enables variability, complexity and dynamic searching within sectors. It allows each sector to choose the most appropriate information to communicate their existing arrangements. 

· The design brief could ensure that ‘New’ sectors could easily be added to the landscape.

· Cons:

· It would be complex to design and set up since it must allow for the variation in support models across the sectors. 

· It may reinforce the idea of silos between sectors.

· Career progression is not immediately as it relies on the user entering the sector building of their choice to make their own investigation of the contents within.

· Each sector would need to author and update the information contained within their ‘building’. This would require expert support, adding to costs

Option 4: Signposting

This is essentially a simple ‘wraparound’ web-page to signpost users to existing resources and advice mechanisms for their current situation. Their decision at the first level – shown below-essentially divides them by recruitment, retention or transfer phase. Their click on the most appropriate button directs them to existing services through web links to online resources, or via telephone or other contact details. They can be further separated and channelled through second and third level choices – for instance ‘How can I progress in my current area of work?’ would lead to a screen where the user chooses their current work context, so that the links and advice sources provided are sector-specific. 
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· Pros

· This is conceptually quite a ‘light touch’ approach, requiring little complex design or development as long as each sector supports the provision of links for its own workers.
· The process is individualised as each user will follow the links that best suit them. Many will access resources direct, or book appointments with an advisor, giving a user-centred approach.

· It does not seek to duplicate services which already exist, simply offering a means to find support sources efficiently.

· It points users to ways they can get detailed and specific advice, face-to-face in many cases.

· Cons

· Users would need to be confident in using web-based tools and following up leads for themselves.

· Each sector will be required to keep its data on advice and events up to date and this may lapse into inconsistency.

· Heavy reliance on external links (including out-of-county services such as careers websites) demands vigilant monitoring to detect changes and make appropriate updates

· Progression routes and transfer points are not indicated -though the user could gain this via discussion with an advisor.

· There is no direct indication of the scope and variety of the CYP workforce. There is thus no representation to assist agencies requiring the broad picture for planning, gap analysis, etc. 

Option 5: Web-based ‘Tree’
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The trunk of the tree could contain information on the Core Curriculum competencies required by all CYP workers.

The different sectors of the workforce are illustrated as branches off the central trunk with each leaf containing a job title (or a cluster of similar jobs).Progression through ‘levels’ of jobs is implied by the distance travelled along a particular branch. Entry level jobs are near the trunk and senior posts requiring high level qualifications are at the ends of branches. Branches can themselves contain smaller branching systems to show jobs which are linked and are achieved by increasing levels of specialism and related progression through qualifications, experience, CPD, etc.

The user can browse branches and investigate specific jobs by opening up the corresponding leaf to find more detail about the job. This is organised under a pre-agreed list of headings which encapsulate the defined ‘package’ of information for the job.
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Information could take a variety of forms:  written page, video, Powerpoint presentation, links to related resources, etc. Overlaying voice to static visual data would enhance clarity and comprehension by engaging more than one sense.

· Pros 

· Provides a rich picture of the complexity of the CYP workforce

· Indicates progression routes clearly

· Notes the Core Competencies explicitly

· Allows each sector to define the package of information required for different levels of job

· Is visually engaging for the user

· The design brief could allow for extra sectors to be incorporated as required.

· Cons

· Transfer options are not easily indicated

· It does not allow planners and training providers to easily track gaps or areas for attention if the ‘branches’ become too numerous or subdivided.

· A complex design, likely to be expensive as a result

· Requires each sector to take responsibility for authoring and updating content to maintain currency.

6. Conclusions and recommendations

The sectors of the CYP Workforce have different approaches to organising, advising and recording  career progression opportunities. Systems are of varying degrees of embeddedness and complexity but they all seek to reflect the realities of working in their sector. Attempting to unify them into an externally imposed framework will be highly complex and may overturn the extensive development work which has already gone into refining some of these systems. A more productive approach would be a system capable of capturing the existing mechanisms in all their individual complexities while giving the user a ‘front end’ which simplifies navigation and enables their exploration inside selected sector(s) or of more general career information.

The agencies consulted are only a sample of the full CYP workforce in the county. Additional work is required to ensure all sectors are adequately canvassed and their needs taken into account. Cross-sector discussions will be needed to ensure resolution of the questions raised in this report and enable agreement on a mapping design approach. Potential formats illustrated in this scoping paper may inform, but not dictate, the appearance of the mapping once agreement is reached. The next stage will be to produce a more detailed brief, capturing the responses and decisions of all sectors of Buckinghamshire’s CYP workforce. Specialist design and development expertise will then need to be commissioned and co-ordinated to work on this brief and produce a fully-functioning map for Buckinghamshire.

Appendix One

The following pages contain summaries of the points emerging from discussions with sectors of the workforce, training/qualification, careers advice providers and the Integrated Qualifications Framework team. A common structure has been used as far as possible to gather comments into a unified framework. Themes from these discussions have been used to develop the suggested mapping models and the strategic decisions outlined in the main body of this report.

The summaries are presented in alphabetical order in sections as follows:

Early Years

Education

Extended Services and Children’s Centres

Health (PCT)

Social Work

Voluntary Sector

FE College

University

Careers advice (nextstep)
Integrated Qualifications Framework team

Outcomes from:   Early Years Development & Childcare Service Workforce Development Team 

Context
The service is responsible for ensuring supply of childcare workers to provide childcare for working parents in Buckinghamshire and aims to increase and develop this workforce. Settings include pre-school, nurseries, childminders, after school provision. 
Current Systems for information on jobs and career progression
Those already working in childcare or early years settings are brought together in networks. These meet physically, receive news bulletins, access information from the Bucks County Council website and contact from department officers. This enables information about training opportunities, qualifications, statutory training (such as first aid), bursaries as well as more general information affecting the workforce.

The service works in partnerships with agencies including nextstep, Job Centre Plus, Education Business Partnership and AimHigher. It maintains a network of pre-schools and nurseries for work-experience , day release for college courses, ‘tasters’ for volunteers. There is a recruitment officer who can deal with enquiries, provide advice and information. The service also takes advertisements form employers which are displayed on the county’s website. There is a pack and online information about careers (Buckinghamshire Children’s Information Service).

Enquirers typically have identified which sector they are interested in working within. Queries for school-based, social work or youth work careers are redirected to appropriate council departments.

There are excellent relationships with training and qualification providers. The service can fund places on FDs and NVQ courses. Information about courses and qualifications available to enquirers or current workers is communicated through website and mailshots. The service has been involved in developing programmes such as Foundation Degree Early Years and provides bursaries for some needs such as training for childminders regulated by Ofsted. Links with HE are relatively recent, with the drive towards graduate practitioners. 

Users of the service may be young people leaving college courses, graduates, ‘returners’ such as parents with young children, project-targeted groups (eg Men into Childcare). There is also outreach to secondary schools to encourage recruitment.

Some joint training is done in conjunction with other agencies where applicable – for example some Youth and Community Service courses are offered to Early Years workers . 
Challenges
Meeting emerging government requirements.

Structural rules guiding use of county council website – for example links are currently discouraged.

Drive towards graduate Early Years Professionals places high demand on university places. While university places are restricted there may be limits on in-county opportunities for study.

Some job roles are ‘bitty’ by their nature – playwork or extended services roles for example- where a worker may have several small roles but not see a career theme to them or not identify themselves as a specialist. Careers advice may be needed to support them in gaining specialist competences (required by Ofsted). 
Desired Outcomes
A county-wide map of all job areas is useful from central policy making, workforce planning or training providers’ points of view (for example in helping identify gaps/under-capacity in training provision or potential shortages). But this same comprehensive representation is not necessarily what potential or current workers are looking for.  It may usefully show how wide the CYP workforce actually is, ensuring they consider all possible areas. But it is likely to be very large making it unwieldy and off-putting for users who usually have some idea of their area of interest. 

An event-based approach to information and guidance could work well. There have been sessions to help enquirers understand the range of job and start exploring their choices.

Pooling of budgets from different sectors would enable a more effective result than several sector-based systems on limited resources.

 Desired ‘look’ of a map
Needs to add clear value and incorporate practice specific to each sector where this is well developed. It could usefully summarise common threads, general requirements, core curriculum. An indication of the whole CYP workforce might be helpful if this can be achieved without making the map unhelpfully large and complex.
It must allow users quick access the area(s) of work most applicable to them. Most current enquirers present with this level of specificity.

Information could be ‘chunked’ in different ways – for example by children’s age group or by the audience it appeals to. 

Each sector has its own complexity and subsectors. For example this service might talk differently to playworkers, childminders, early years professionals
Transfer opportunities

Each career has some generic qualification but there is also the specialised aspects which would need to be covered if transferring. Many roles require registration so content or specific qualification may be proscribed.

It is possible to fast track through an NVQ route by evidencing competences gained in other settings.

Currently there is a campaign to attract graduates into Early Years Professional status roles giving good transfer opportunities, with funding through CWDC.

Otherwise there is a listing of ‘acceptable qualifications’ for the Early Years Foundation Stage (0-5) which restricts transfer to a large extent.

There are some conversion units from Early Years to Playwork but take up is quite poor (the latter is not always seen as a ‘career’ – see under ‘challenges’)

Increased integration of qualifications should help facilitate transfer across sectors of the workforce.
External drivers for the sector
The Childcare Act requires Local Authorities to provide childcare for county workers

Government targets are in place to ensure day nurseries (0-5 age group) are led by a graduate early years professional. It is envisaged that by 2015 all childcare staff will hold a Level 3 qualification. 

Changes in benefits regime has thrown up more enquiries for part-time work suitable for parents with children in nursery (for example 2 hours per day) 
Additional information

Websites to support early years are highly effective and could be linked to a mapping

http://www.childcarecareers.gov.uk/index.cfm - comprehensive information bank about Early Years, types of jobs, settings, qualifications, cases studies, downloadable packs.

http://www.childcarecareers.gov.uk/index.cfm?fuseaction=1.3  - lists levels and types of jobs in early years

http://www.surestart.gov.uk/recruitmentresources/resources/booklet/ - downloadable booklet about what it is like to work in the childcare sector

http://www.surestart.gov.uk/_doc/P0002450.pdf - downloadable poster ‘Can You Join the Dots?’ about working in Early Years, high quality national campaign branding but with space for local information to be added.

Outcomes from:   Education Workforce Development  

Context
Recruitment and development of school staff throughout the county, including teachers and support staff such as Administrators, Caretakers, Schools Crossing Patrol officers, Catering staff, midday supervisors and volunteer helpers.

Current Systems for information on jobs and career progression
For those already working in the sector, a CPD Booklet is circulated to all schools in July which summarises all training opportunities (training courses, qualifications or pathways) available for the following academic year. From July 09 this will be a single booklet combining CPD for teaching and support staff. 

The service taps into grant funding which emerges in line with government steer for Teaching and Support Staff initiatives (e.g. Schools Business Managers, Teaching Assistants), plans a the training programme and commissions content. Even without funding the service tries to ensure provision by managing budgets, providing premises, charging schools where necessary.  Courses/qualifications include FDs and NVQs (against NOS). ‘SWIS’ courses ‘School Workforce in Schools’ are also in place – a kind of dedicated NVQ system. Courses such as Team Leading appeal to workers in various roles – admin, TAs, etc

From this year Career planning and progression workshops will be running at twilight slots around the county, helping staff to consider their opportunities.

For Newly Qualified Teachers (NQTs) there is a support programme for their first academic year in the job. Schools can opt into this and pay for the service.

To support recruitment of teachers there is a county brokerage scheme to centralise applications. Officers visit teacher training providers in outreach to the newly qualified. The Graduate Teacher Training Scheme (Regional) funded through TDA enables graduates to train in post, as a fast track into teaching. This is currently oversubscribed so there is a good pool of candidates to choose from.

Teacher Taster Courses (3 days) are run to allow those thinking of converting to teaching to understand the job and make an informed choice. (The middle of the three days is spent in school)

Return to Teaching is also TDA funded , for those with QTS who have not worked in teaching for a year. Entry is by interview.

Opportunities are publicised through the TDA website (includes teaching and support staff information, tasters and returner courses can be advertised); flyers in community centres, libraries, etc; the county council website and word of mouth in schools. Each school has a CPD Leader (eg a deputy head) who is kept informed of opportunities.

 The Supply Teaching Service is temporarily suspended while safeguarding measures are resolved. 

There is a growing tendency to run shared events across agencies to pool resources collaboratively.

Challenges
Meeting emerging government requirements. 

It is important to break down the perception that one can only enter the sector from the traditional (full-time graduate plus teaching certificate) route, and build awareness of other roles and career development routes.

Desired Outcomes
Clear ownership and responsibility for accuracy and updating of content which represents the current workforce needs. Who will keep it up to date?

A marketing and communication strategy will be needed to support it and ensure it is well understood and widely used.

It should be linked to the CYP induction programmes so it becomes part of workforce toolkit.

It could also be helpful to use in outreach events with, say, secondary school pupils considering CYP careers for the future.
Desired ‘look’ of a map
Must be vibrant and bright with pictures and minimal reliance on text. Sound might be a useful addition – podcasts, etc. Case studies are essential.

It s critical to ensure the design presents a simple look which is easy to navigate, even for those with no background knowledge of the sector.
Transfer Opportunities

Teacher Tasting Courses, Return to Teaching, Graduate Teacher Training all provide opportunities to transfer into teaching.

Is welcoming of the move to look for transfer routes. Taster courses could become multi-sector, widening out to all roles in CYP perhaps. It is important to give entrants and workers a wide choice so they enter the sector which best suits and interests them.

NVQs may well have common themes which could be applied in different sectors. Teaching Assistants and Social Care workers probably develop similar skills. It would be useful to map out the skills which are common across CYP as these could be a useful platform to open up options 
Additional

TDA and National College of School Leadership websites contain information that a mapping may link to. TDA is a valuable tool to publicise opportunities for the whole education/school sector, not only teachers.

Outcomes from:   Extended Services  and Children’s Centres  

Context
To support local delivery of the Every Child Matters agenda :
Children’s Centres work to ensure the needs of (0-5) children and/or their families are promptly identified so that any necessary intervention can be put in place. Families can access services within centres but there is also an important role to ensure these are also available out in communities, according to their needs. Centres are positioned to cover around 800 children. Catchment areas are not those of schools so disadvantaged areas can be kept as small as possible to concentrate services according to need. 
Extended Services see schools working with partners to provide additional activities to meet the needs of the under 19s. This might include homework clubs, sports activities, summer schools as well as access to childcare, parenting support, access to specialist support to remove barriers to learning and community access to schools facilities. A team of coordinators is managed against established criteria by a strategy manager for Extended Services 

Both services are in their infancy 
Current Systems for information on jobs and career progression
The services are still establishing themselves and bedding in their processes. Structures and grading of posts are not, therefore, fully settled. The career structure for workers in Children’s Centres and Extended Services is yet to be fully explored. While essential practices such as Safeguarding are secure there is still work needed to systemise additional CPD provision, staff development and training for those new in post. A potential approach will be inclusion of CPD opportunities within a procedures manual for Children’s Centres
Challenges
Establishing more structured approach in a new area of work

Staff members need to be skilled to work in outreach as well as in centres to ensure contact with hard-to-reach communities.

Partnership working is required.
Desired Outcomes
Exploit information already available – for example Bucks Grid for Learning contains information about Extended Services.
Desired ‘look’ of a map
A web-based tool would be helpful in terms of staff access.

Outcomes from:  Health - PCT Organisational Development and HR Department
Context

PCTs have been reorganised recently to have co-terminosity with Local Authorities (matched boundaries).

Bucks PCT is part of South Central SHA. It receives government funds, after a cut has been taken out for SHA, to pay providers for care delivery in its area. This includes primary care and secondary – such as hospitals and other specialist referrals. 

Funding includes a portion to cover training and CPD. SHA buys degree places (NESC scheme) to ensure supply of clinical professionals and is increasingly devolving training responsibilities to PCTs. PCT has a role to ensure CPD takes place.

The CYP workforce brings together all working in the numerous services accessed by children. This is includes clinical professionals and others trained in the NHS such as Health Care Assistants (HCA). The latter usually have NVQ qualifications but it is possible to enter without qualifications, or even experience, depending on market. 

Current Systems for information on jobs and career progression

Entrants may have qualifications already, depending on the role. In some cases a range of potentially suitable qualifications would be possible. 

At entry or in post staff may receive training ‘on-the-job’. There may also be qualifications available at a range of education providers. It is possible that PCT would commission places at a college.
Once in post the organisation supports employees’ progression through NVQ levels or a ‘career path/skills escalator’ (NHS terminology).

 Challenges

Without specialist qualifications the skills escalator has a natural ceiling as becoming a clinical professional from such a route would still require a re-start in most cases. So there is a break – heavily-drawn boundaries - between these two cohorts of employee in terms of the options open to them from the qualifications pathways. 
Desired Outcomes 

It will be important to capture three types of training needs: Awareness of roles available, entry/in-post intervention to ensure safety and competence and CPD to enable progression in the career.
The mapping should acknowledge the different approach required for those already in professions and those entering other roles; they will need different information and probably a different style of engagement.  

Focus groups would be useful to find the styles needed (what different groups may already know about jobs, where to go to find opportunities, what their questions are, how they can access qualifications ,training or information).

Desired ‘look’ of a Map
A pictorial representation of the county and its buildings is attractive.

It would useful to describe all the people who work with children in the county and show the size of the workforce.

As a picture is being drawn could bring in statistics about numbers, types of jobs, where they are, qualifications, person specifications. Empty boxes could be set up for the sector to fill in from its own HR data (HR Director for Bucks Hospital Trust, would have this information) .

Transfer Opportunities
Normal practice is to link Job Descriptions and Person Specifications to grade of post and salary. These specify eligible qualification(s) for selection and are quite rigidly applied. They are overwhelmingly defined in terms of health-related qualifications and experience. This acts as a barrier to those outside this sector who may have transferrable skills but would not be shortlisted as their qualification is outside the ‘health’ sector required. This may provide a potential area for ‘melting’ of boundaries where it may be appropriate and possible to define a core set of skills needed for those joining a ‘team around the child’ role. 

There are TWO types of barriers – the horizontal and the vertical.
Outcomes from:  Bucks PCT Department of Education, Learning and Development 
Context

The department is responsible for the clinical CPD and training of post-registration professionals such as Nurses, Occupational Therapists, Speech & Language Therapists, Physiotherapists, Psychologists and similar professions. They are now graduate professions though some legacy qualifications remain. 

The department was created one year ago when 3 PCTs’ merged into one. It is still bedding-in, gradually unifying all clinical training, but pockets in the PCT are still commissioning their own programmes. Until this is fully brought into the department there remain some issues about consistency of provision and record-keeping. 

Current mechanisms

There are job roles which are child-specialist – e.g. Nursery Nurses, Health Visitors – but this department draws  no distinction between CYP-focussed clinicians and others;  ‘CYP workforce’ is an unhelpful division for this context. Drivers for CPD provision are:


Annual Training Needs Questionnaire


Appraisals and PDP process


‘Professional Leads’ in PCT who can flag needs in their professional area


Government ‘edicts’ requiring mandatory training to be provided -such as child protection


Government papers are responded to proactively, resulting in training on obesity, smoking…


Professional Bodies (NMC, etc) may have specific requirements


Clinical Governance Standards Manager – may specify themes – e.g. MRSA action


Professionals need to demonstrate CPD to maintain eligibility for commissioning

An intranet listing shows all available training and a database is updated to record who has completed which training.

Some of the training provided may be accessed by Health Care Assistants (with NVQ 3).

Training may be in the form of CPD one-off or short courses for updating or for new staff. It may be non-accredited (e.g. a 2-day obesity course) or accredited (e.g. university modules which may, or may not, be gathered into an MA, degree, etc). A ‘Preceptors’ programme to support new entrants to the NHS (any profession, any level) is due to start soon.

Emerging professions exist – there are starting to be FD routes rather than general nurse training. The concern here is the ceiling effect.

Challenges
Bedding-in stage means not all professionals are currently aware of or accessing the services available to them
Geographical transferability has been a national problem as different areas have had different training and requirements for job roles. This is being addressed by NHS Education South East to allow better portability of CPD.

There is no division in the department between CYP and the rest of the workforce. Although this is not an problem for the department it this would prevent mapping CYP-specific training should that be required. In fact there is strong need to provide equitable opportunity for all employees. If there were to be a division then the CYP workforce is a very small part of the whole and in a pro rate provision model would probably have less access to training than currently.

Progression by FD graduates onto the next career step is not easily achieved, partly due to specialist nature of professions and requirements of specialist statutory/professional bodies, so there is a ceiling effect creeping in
Forward planning of workforce is problematic – particularly in Public Health- when government agendas are constantly changing. Buckinghamshire is a county which misses out on targeted funding.
Desired Outcomes

A map does not seem very relevant as it is hard to visualise any ‘seamlessness’ between different sectors. The department already provides training which is applicable to a wide selection of clinical professions so a mapping may not add value. 

However, it would give a useful way to spot gaps and understand training needs which may not already be filled. Some of their provision may be applicable outside their department.

Transfer Opportunities
Transferring across sectors is problematic due to degree-level qualifications required for professional registration (or equivalent in the legacy models of, say, nursing). Transfer would necessitate a long and expensive period of retraining. The concept of  ‘Darzi Pathways’ is taking hold  in the NHS– eight clinical pathways of which midwifery and children is one- driving a streaming effect which further works against transfer.

Additional Sources to explore
Bucks Hospital Trust, Director of Nursing 

Head of Midwifery and Children’s Services

Oxfordshire/Buckinghamshire Mental Health Trust

 Head of Children’s Services 
Outcomes from:   Social Work

Context
Social workers take a generic degree and can then specialise into adults or children. Common Core skills are assumed to have been covered (at university) by those entering the profession

There is a dual role, currently based in HR: coordination of support and mentoring for new Social Workers in children’s services via the Newly -Qualified Social Worker (NQSW) Programme and Managing training for Social Work staff including planning and commissions training. There is a parallel service specific to Post Qualified SWs in both children and adult specialisms. 

There is a multi agency information system called ‘Contact Point’.

Current Systems for information on jobs and career progression
There is a Post Qualified Social Work Framework summarising progression for registered Social Workers which has 3 levels (Specialist, Higher Specialist and Advanced) and 5 areas of specialism (children and families would e the appropriate one ). This is available at http://www.buckscc.gov.uk/bcc/content/index.jsp?contentid=-419180130
All NQSW entrants complete an ‘induction standards’ programme encompassing Health & Safety, diversity awareness, and the electronic ‘Integrated Children’s System’ for record keeping and reporting social care-related information. This is done by a workbook evidence-building approach requiring facilitation and sign-off by line manager. There is an element of variability in how this is managed.

The coordinator works with managers to refresh and update all the training pathways available. In particular there is specialist training for social workers in the first three years after qualifying.

A training plan for additional Child Protection training is in place and moves though  stage 1 (3-18 months qualified), stage 2, then through specialist levels. This covers all skills required to enable child protection practitioners to become confident and competent in their role. Social workers moving into ‘children’ focussed areas would have a good grounding, having completed this. 

There is an intranet listing of all training courses available with contact details and a ’Social Care Training Programme’ for all staff working in children’s social care. For 2009 a brochure is also planned.

For non-graduate workers in Social Care training is defined in terms of an NVQ-based framework. This would apply to roles such as Social Work Assistants, staff in Family Centres, residential workers, etc. It illustrates progression through levels and job structures by defining the relationship between the qualifications required and the additional levels of responsibility in a particular role. E.g A Social Work Assistant would need NVQ 3 to hold certain cases (this still would not include responsibility for child protection). 

All training is free currently, covered by a central budget which is devolved into service areas’ budgets
Challenges
Line managers are responsible for guiding and tracking training (e.g. induction, through appraisal). While some are very good at this, considerable variability exists. A centralised tracking system to balance this currently suffers from lack of resource so there is not always a co-ordinated approach to monitoring participation.
Centralised tracking of training is difficult. The lack of any clear electronic tracking system mean it is hard to get a clear picture of what training an individual has completed or to measure this against additional needs for the individual or the service. This allows some individuals to ‘opt out’ without challenge. Furthermore those who book training sometimes do not attend. This can be reported back to line managers but this option and its consequences are not made explicit so it is not necessarily a strong incentive to attend.

Desired Outcomes
Ability to share data on work across different service areas could help efficiency in cases where similar themed events are being commissioned or in assuring consistency in choice of trainers.

The opening up of courses to other areas is possible but must avoid dilution of resources for the original sector.

Different services have and require different levels of ‘predictability’ to meet their sector demands effectively. Fixing a training programme (timetable/schedule/prospectus) far in advance does allow access across a whole network but may be counter-productive. This sector often requires ad hoc fast-response training as issues emerge – e.g. recent training for staff assessing unaccompanied minors seeking asylum.
Desired ‘look’ of a map
Internet based resources should be supported by the option to speak to a person/team who can help simplify options. The professional ethos values face-to-face personal contact as critical. e learning is not popular!

Transfer Opportunities
There are some examples of other professions wishing to retrain as Social Worker (interest from Nursery Nurses is quite common)

 A qualification advisor handles enquiries via the Bucks County Council contact centre. Advice would depend on enquirers particular circumstances: Non- graduates would be advised on approaching Universities with Social Work options (e.g. Bucks New, Brookes, Beds, Ruskin). Those already with a first degree and appropriate experience have the option of a 2 year MSc route (Beds). For those already in the Bucks workforce there are a very small number of sponsorships (4 annually) to support PT study for a Social Work qualification via fee contribution and some study leave. 
Transferring out of social work is unusual. The one exception might be transferring into teaching, but there is no obvious route for this.

Outcomes from:   Voluntary Sector

Context
Youth Focus is infrastructure group for linking to third sector. It has members which are themselves umbrella organisations. E.g. Action For Youth which supports 80 -90 organisations in Bucks. So it is an umbrella for umbrella groups.

Three strands make up the voluntary sector:

Large high-profile (national) organisations – Barnardos, Action for Children, NSPCC, Scouting 

Professional Voluntary organisations – Counselling groups, Disability support, bereavement, substance abuse  

Local/Small organisations

Bucks CC links well with the voluntary sector – this is often not the case across the UK 

Professionalism of workers in the voluntary sector is often underestimated as the nature of the sector is not always understood. Many volunteers are graduates already, so funding for higher level skills development may be limited by funding arrangements. 
Volunteers are highly prized and there is competition for them. Many are highly skilled specialists who changing or leaving their career – e.g. retired bank manager/lawyer. If training requirement is onerous the sector risks loss of goodwill and willingness to engage, so skills are lost.

Current Systems for information on jobs and career progression
Volunteers working within local authority-organised schemes (e.g. youth offending service) are captured on the council’s database 

There is an ongoing CWDC project on volunteering in Bucks
A Voluntary Sector self-assessment document is being used to begin compiling a picture of the training going on across the county.

The umbrella model is used to ensure dissemination of information about training and development though it is common for organisations to operate outside this. Family Information Services are collecting information on all organisations in each local authority with government funding.

Large organisations often have nationally driven training programmes.

Each organisation is likely to have training tailored to its specific needs.

Challenges
It is hard to map the full range of volunteer organisations. Dissemination and information flow about training depend on the people heading up the organisations.

 Labelling: ‘what does ‘training’ mean for volunteer workforce? Essential themes must be covered for safety but it is also important not to lose goodwill of volunteers who may be highly skilled specialists changing or leaving a career.  Onerous or prescriptive training requirements reduce willingness to engage, so that skills are lost.

 Local groups working within the large organisations may not be able to influence training analysis or content as this is centrally set. Access and uptake may be patchy. Recording completion and its portability to other work can also be an issue.

Developing applicable definitions of ‘training’ and tapping into appropriate education routes and skills are quite problematic. 

Each organisation tailors training to meet its specific needs. Certain key themes (for CYP volunteers)will be covered but may vary depending on the main business of the organisation. Consistency (if this is desirable) and portability of training are compromised. Some Local Authority approaches to core themes, such as integrated services, differ too, since the training is not nationally accredited, so this adds to the sense of variability.

While it is important to recognise skills developed by volunteers, accreditation and the ongoing systems flowing from it can be prohibitively expensive, especially for small groups. Accreditation may be rejected as diverting limited resources away from the intended targets. Some frameworks for accreditation can alter the emphasis of training, slanting it away from organisational needs. Such ‘cost-benefit’ factors can inhibit engagement with government (local and national) if this demands accreditation.
Desired Outcomes
Ideally it would aid understanding of provision by HE, FE, other providers that may be applicable for voluntary sector.

If accreditation is sought then a flexible model is required to enshrine organisations’ needs.
Desired ‘look’ of a map
A pathway with signposts would be very useful

It should focus on positively identifying opportunities and be helpful for those who want to volunteer but may be reluctant to commit to model of training which can seem ‘bureaucratic’.

Clarify FE/HE/other provider’s offer which may be relevant to the sector
Transfer Opportunities

While transfer into the sector is very common the issues of accreditation and time demands are significant for any ‘training’ regime

Note that workers in local authority who want to change track can get advice from HR 

Outcomes from:   Further Education 

Context
One of two FE colleges in the county and a member of Bucks 14-19 group

 Current Provision related to CYP workforce includes CACHE Foundation and Diplomas (Caring for Children, Childcare and Education), BTEC First and National Diplomas in Health & Social Care. At HE levels ( 4 and 5) there are FDs in Working with CYP, Early Years and Classroom Support (for Teaching Assistants).FD courses have been developed in collaboration Bucks County Council and other partners. FD entrants tend to be a mix of those progressing internally from Level 3 courses and those who are working in the sector already. (Classroom Support cohort is exclusively the latter). Placements are essential for those not working already; so far students have found their own without problem.
Current Systems for information on jobs and career progression
There is work on mapping of courses against levels for the college which naturally includes CYP-related courses. Case studies of people who have swapped careers are included.

The FT prospectus shows a progression ladder diagram relating types of course to the corresponding entry requirements and progression opportunities. There are courses from Level 1 through to Level 5 so new entrants to CYP workforce and for those up-skilling can step on at appropriate point.
There is a Learner Services Enquiry System providing telephone or face-to-face advice to enquirers, with a specialist for HE enquiries. Open days/evenings provide additional information as do on-site Connexion workers. Applicant interviews include guidance on course fit as well as content so applicants can be referred to the most appropriate level, mode or vocational area if a conditional offer is not possible. Referrals to Connexions or nextstep are made for more complex situations.

There is a Vocational Progression Fair (AimHigher sponsored) for year 11 students aged 15/16 which includes Health and Social Care and Public Services which may have CYP strand within.

At Bucks County Council briefing events the college provides general information sessions to introduce courses.

The Aimhigher Associates scheme will include students from CYP focussed FDs, an additional network for information dissemination.

Train to Gain priority areas include Health & Social Care and Team Supervision, both of which may be linked to CYP workforce. The college focus will be on attention Health /Social Care workers entering supervisory roles. However, T2G has not been a big recruitment route due to the prevalence of SMEs in the area.

College staff are themselves part of the CYP workforce, given the increasing numbers of younger  (14 years old and up) students in daytime provision and in leisure/sport/community activities in evening/weekends . Teachers and support workers, such as security staff, are supported by the college via an in-house programme addressing issues such as CRB, legislation, H&S, etc.
Challenges
Diploma provision is currently well spaced out, geographically, so no competition issues at the moment. But as this gears up there may be more delivery centres and need for ‘fair’ distribution of provision

The 14-19 steering group ‘area wide prospectus’ is a strong aspiration but not yet comprehensive. Currency is hard to maintain.

Prevailing perceptions that FD is less useful or desirable than traditional degree. 
Ensuring all school pupils are fully informed about the full range of opportunities. Sometimes the focus appears to be exclusively on the traditional ‘academic’ routes, despite the likelihood that some pupils would thrive in a vocational course

Some areas are not catered for by college courses at the moment – for example mental health, School Administrators.
Desired Outcomes
Challenge perception of FDs as low level and not a ‘real’ degree.
Allow Organisations to avoid competition for employees- all will be valued and retention/motivation are enhanced

College wants ‘help in making sense of the patchwork quilt which is the public sector’ so it can identify training /qualification gaps and how college can meet them.

Enable choice of course/training to be based on impartial advice 

A side effect or active function – visibility of funding for organisations so they can be partners in it and not miss opportunity
Desired ‘look’ of a map
A framework to allow learners to see: what options exist, where they are, how they can access them, finances and support available.
Case studies and role models – latter is particularly important to young people.

Show vocational and academic routes for all school pupils

Make it easier to see where work might be accredited to allow progression, across whole county
Transfer Opportunities

Foundation Degrees have wide entry requirements which may support those wanting to move into a new sector

nextstep Advisors work with clients to consider skills which will support their careers choices. This can include looking at skills which will enable them to transfer to a different are of work.

Advisors are networked and potentially well positioned to sense unmet demand in terms of standard provision and options for fast-track transfer options. Data on this is currently fed back to Adult Learning and has been shared with Aimhigher in the past, too, but this is not systemised as it is not a core role for the service. This is potential source of important information to support workforce planning and training provision.

External drivers for the sector
Train To Gain for level 4 depends on the awaited LSC list of programmes eligible for funding 

Credit Accumulation agenda from QCA, by 2010 will drive a need for ‘pick and mix’ model for FE levels which may need to be built into mapping.
Additional information
Potential for hosting the county mapping at the college:

The college reports good experience from work with web designers, Kite Communications and website hosts, School Trends (in Sheffield). There is potential for the mapping to be hosted here as there is space on School Trend server.

Designers have been fast and ‘obedient’ and have enabled hyperlinks for key organisations to be included. Updating has been very easy. A quarterly refresh is built into the fee and done well by the designer. This could be made monthly if required. The college has ‘back end’ access to put up notices, blogs, etc, very speedily. This is, however, not a small role though. Should the county mapping be based here it would need either resourcing to enable regular scanning of changes and updating or a much more extensive contract with designer. 

Outcomes from: Higher Education, (School of Community Health Education & Social Care)
Context

The university school has a number of courses designed to prepare students for careers in the CYP workforce. These are summarised here for information:

Foundation Degree(FD) Early Years – sector endorsed by CWDC. For those working with 0-5s where the government agenda requires having a graduate in each setting (for example local authority/private nursery).Content is education driven so the main emphasis is on the delivery of curriculum for 0-5s. Care aspects are still featured but not as the main focus. Early Years Professional status is essential (different to FD) for anyone working in Early Years.

FD Working with Children & Young People. Designed in consultation with Children’s Trust this has a broader base and is for those working in settings with contact with young people (0-18 years), for example as support staff, administrators, etc. There is no sector endorsement (would draw on many sectors) but content is mapped against the Every Child Matters principles. Level 3 entry qualification is not always essential. First cohort began in 2008 and the course is running at Aylesbury College as well as Bucks. 
FD Community Development. Now in its second year there is a move to refocus it in line with County Council’s concentration of community development on youth-related aspects of this. Its title may then change to Youth and Community Studies. It would need to math NOS and sector endorsement from the National Youth Association.
FD Primary Education.This is aimed at Teaching Assistants in primary (5-11) schools. It is in its first year and is offered at East Berkshire College. There is a route to QTS via BA Practice Development (Primary Education) – see below- to PGCE primary
Progression from FD to Honours degree (Level 6):FD graduates may progress to work-based learning one-day-a-week honours route in BA Practice Development (‘      ’) where the bracket is used to denote the specialism area. This creates an inter agency cohort topping up to Level 6 (honours) from backgrounds including  Working with CYP, Early Years , Primary Education, Community Development,  Mental Health, Epilepsy Care. Some modules are co-taught
Social Work: There is the BA (hons ) Social Work, regulated by GSCC qualifying a graduate as a ‘generic’ social worker to enter go any field/client group, eg children, adult, older, mental health, learning disability
Additionally the post-qualification  “PQ Social Work”  may see graduates entering the specialism which relates to CYP with work on safeguarding, adoption, fostering, etc

A Post-Qualifying Specialist Award (Children Family and Carers) is GSCC -approved programme is available at Bucks at level 6. Since Social Work has only been a graduate profession for 6 years many staff in post are highly experienced but without a degree – in this case they can gain BA Practice Development. Alternatively it can be awarded as a Graduate Diploma. 

BSc  Specialist Community Public Health Nursing:This prepares students for jobs which include CYP roles such as Health Visitor and School Nurse. It is NMC regulated and approved. This does not depend on SHA contract. It can be awarded as a degree or as PostGraduate Diploma for those who enter as graduates. The cohorts share teaching for specialist modules but are separated for Leadership & Management’, ‘research’ and ‘final project’ modules to reflect their different starting levels.
Leadership in Multi agency settings. Aimed at team leaders working within the Children’s Trust this  develops skills for middle level ‘operational’ leadership. It began in January 2009 in response to Bucks County Council ‘s workforce strategy which identifies 3 levels of leadership. It is offered at Levels 6 and 7 since it draws in those from graduate (e.g. connexions, school heads) and  non-graduate professions (e.g. childrens centre manager)
FD Assisstant Practitioner. Not currently available; the university is poised to offer it should SHA approve Bucks as a supplier within which PCT could commission places. It would be aimed at Health Care Assistants, upskilling the existing workforce and regulating the role 
Current Systems for information on jobs and careers progression
All Foundation Degree Courses are for upskilling the existing workforce, rather than attracting in new entrants.  Their delivery is via ‘Work-Based Learning’ (WBL) for those in a job or volunteer role at enrolment. Workers are steered towards these courses through their workplace or Local Authority mechanisms such as appraisal, training department, sponsored places.  

An employers’ forum will have involved managers in curriculum development from early stages..

Voluntary sector is linked by present on children trust but this are may represent a gap in information dissemination.

BNU hold an open forum events to give information to potential students, employers and training managers
Challenges

Degrees require endorsement by professional bodies (GSCC, NMC, etc) to enable graduate employment. This can limit speed or flexibility in developing courses and qualifications. 
Desired Outcomes

Enable gaps in provision to be noted and a view of common areas 
Desired ‘look’ of a map

Scenarios and case studies are vital to show individuals their own potential or preference through awareness of others who have followed particular routes.

An information base would be helpful to show potential entrants fuller information about courses and qualifications recommended by workplace managers

Transferring across sectors

Transfer routes across sectors would need to meet professional or clinical regulations and sector-endorsement criteria as appropriate.

The school has recently begun work on a co-ordinated approach to Foundation Degrees. Course teams are examining common content across the various courses with a view to offering a core + specialism model. This would offer options for transfer across sectors and also ensure choice of sector is well informed. 
External Drivers for Sector

HEFCE cap on FT student places. 

Employer engagement

Tuition fees
Additional Sources 

Links to University website and prospectus could be included in map
Outcomes from: ‘nextstep’ Milton Keynes, Buckinghamshire Oxfordshire

Context

‘nextstep’ is an information and advice service open to everyone over 20. It is funded by a government contract via LSC. 

Current systems for information on jobs and career progression

Access to nextstep is available at libraries across the county, at colleges, through county council website information and promotional stands at open events (libraries, Adult Learning). There is a freephone number to contact Milton Keynes centre which can book daytime, evening and weekend appointments with a local Advisor.

All clients access the initial ‘universal service’ appointment of 30 minutes with an Advisor. This diagnostic discussion helps clients look at skills and interests and start identifying job areas for exploration.  Services are then differentiated to reflect the qualification level of the client. At Level 3 or above the ‘universal plus’ service allows two additional sessions to assist in skills analysis, CV development, applications support, addressing barriers etc. At Level 2 or lower clients are more intensively supported with additional services such as mentoring, feedback, training, progress updating, etc –3 face to face appointments may be supported by additional telephone contact.

Advisors use a client-centred approach, identifying skills and barriers, building confidence and identifying ways to seeking opportunities or progress in current work. Depending on the client’s level of skill and confidence they may do this for them or refer them to the resources to research under their own steam. Advisors may work with those already in a career to help them identify skills as a platform for progression in their current pathway, enable them to negotiate next steps, help them consider transfer to other area of work, provide redundancy support, etc. Clients may be also referred to other agencies for more specialist advice, or to find voluntary work to sample career areas.

Interactive careers tools include LSC Skills Account’s web-based self-assessment to audit skills or ‘Skills Check’ whereby client questionnaire responses are matched to job areas for exploration. 

Occupational information can be provided once the search starts to narrow. For example ths may include ‘day in the life’, skills and qualifications, education and training, related occupations, general information such as organisations or professional bodies for that occupation. They may refer client to local jobslists, courses at colleges, open days at colleges.

Advisors may also work with a defined group of clients – for example with a college course group needing advice on applying for jobs, preparing CVs, etc.

Advisors research clients’ interests with or for them thus maintaining good awareness of job sectors and qualification routes (for example drawing on Aimhigher service to find out about HE routes). Information on new developments and trends is shared via monthly meetings and an e-mail network.

Challenges
The service brief has been widened under the new contract of August 2008. nextstep is now available to anyone over 20, regardless of qualification, experience, employment status, sector, etc. However, this message has been slow to get through; awareness of its services and their availability is limited. The service is working proactively to raise its profile, for instance by attending Adult Learning events or college induction/end of course activities, to ensure awareness of services is established
Desired outcomes
Build on existing work, avoid duplicating services. Raise profile of nextstep as accessible to all over- 20s, regardless of stage on career ladder. Strength of signposting is key to ensuring potential clients know the newly-broadened service exists.
Desired ‘look’ of a map
Nextstep services should be linked onto any web-based map to ensure the service is more widely and accessed. The availability of the service advisors should be emphasised in the mapping.

Transfer Opportunities
Advisors work with clients to consider skills which will support their careers choices. This can include looking at skills which will enable them to transfer to a different are of work.

Advisors are networked and potentially well positioned to sense unmet demand in terms of standard provision and options for fast-track transfer options. Data on this is currently fed back to Adult Learning and has been shared with Aimhigher in the past, too, but this is not systemised as it is not a core role for the service. This is potential source of important information to support workforce planning and training provision.

External drivers for sector
Contract runs until 2010 only
Additional information
Bucks Children’s Information Service is ‘excellent’ in terms of support and information quality. nextstep has a strong relationship with BCIS regularly referring clients with an interest in working with children to them. BCIS provides opportunity for detailed information, informal discussion of job interests, work experience, meeting with someone in a similar job and attends nextstep training sessions to update teams. 

Outcomes from: Integrated Qualifications Framework development team. 

The framework will be Launching in 2010 but this will not be an ‘unveiling’ of complete new set of qualifications. It will incorporate and rationalise the existing set of qualifications which apply to the Children’s and Young People’s workforce sectors.

It seeks to establish coherence and integration between qualifications which already exist and shape those in development to ensure they reflect the demands of integrated working. Currently a number of qualifications (taken from sectors’ qualifications strategies) are being taken through a pilot process and tested against the 4 key IQF principles. Learning from this will inform the process of bringing existing qualifications into IQF as their approval period lapses and they are refreshed or renewed. Sectors will be identifying new qualifications needed too and there is opportunity to assess where gaps may exist.

Where sectors require new qualifications the approach now is to bring together all potentially involved sectors (e.g. CWDC, Skills for Health, Skills for Justice) as early as possible. There is some misunderstanding about this with’ integrated working’ being wrongly seen as a drive to develop a kind of ‘generic’ CYP workforce. Rather, this joint involvement will enable sectors to understand and signpost common themes and qualifications so that qualifications can be designed to apply across a wider footprint of the workforce.  It will enhance transferability by giving clarity on ‘shared’ elements which can be taken into a new sector without requiring the holder to acquire alternative qualifications. 

‘Transitional Units’ will be used to build more obvious routes of transfer across sectors, enabling a kind of ‘topping up’ approach. The strategy on this is yet to be developed and will be informed by the existing Transitional Units (TUs) between Playwork and Early Years which are part of the NQF. A more thorough strategic approach to mobility is emerging; it will develop against a dynamic backdrop as qualifications are increasingly designed by the more ‘integrated’ approach. There will be an effect on the extent of requirement for, content and number of TUs, including the existing set. While the IQF will incorporate these units there may be funding constraints for their delivery

All qualifications will reflect the Common Core. This is currently seen as levels 2 and 3. The issue of levelness is still being explored – for example when HE or management qualifications are envisaged. The final approach is not yet clear – it may be that Common Core is treated as a pre-requisite or it may be that higher levels of common core skills are identified and embedded in such qualifications. A watching brief should be maintained.

A ‘Functional Map’ was published in late February (http://www.cwdcouncil.org.uk/whats-new/news/1708_childrens-workforce-network-cwn-functional-map) summarising the shared high-level functions applicable to all the children’s workforce sectors’. This has been developed with and approved by all the agencies of the CWN so there is strong buy in. It provides a helpful overview of the demands on the workforce and will be helpful for numerous contexts, for example in devising qualifications at HE levels.

National Occupational Standards are numerous and vary by sector. These are currently being aligned and integrated to promote better inter-sector understanding and avoid duplication. This will assist the IQF by providing better clarity. 

As yet the ‘look’ of the IQF information system is not fixed. It is envisaged as a point of access (web based) where users can search for qualifications, their links to job roles and whether they are ‘recommended’ or ‘required’, for instance. It is hoped that a user can choose different starting points for their search – job, qualification, etc – to reflect the reality of their situation and motivation for searching.

It is critical that any Bucks mapping is developed in harmony with IQF as there are numerous synergies. Its existence will strongly support the intended Bucks mapping and seems to confirm the appropriateness of an approach which starts from job role and leading into qualifications from there. It may be possible, when IQF is fully up and running, to provide links direct to it.

Appendix Two:

Approaches by other counties – some indicative findings

Boldface indicates items which may be incorporated into a Buckinghamshire mapping:
Many counties’ websites contained links to helpful websites including CWDC, colleges, universities, IAG providers, council departments, professional bodies, financial support when studying, IQF, Sector Skills Councils, National Occupational Standards, publications, etc.

‘Social Care’ website (http://www.socialcarecareers.co.uk/order/download/18093_1-24.pdf ) gives general information about the sector, types of jobs, finding a job, etc. It includes a Youtube short film and ‘Working in Social Care’ downloadable booklet form 

Wokingham Borough Council website gives links to jobs in social care where the user is able to click onto a document and picture about a worker’s description of a typical day.  Some specify ‘qualities’ looked for in staff and have links to current vacancies.(http://www.wokingham.gov.uk/jobs-and-careers/social-work-careers/working-in-social-care/)

Gloucestershire County Council website provides background information on roles in CYP and a telephone number for Workforce Development Team

CYPNow Magazine website has a jobsearch facility which includes profiles of a range of workers, including a timetable of a ‘typical day’ e.g http://www.cypnow.co.uk/careers/Profile/863997/Shelley-La-Rose-youth-offending-team-manager-Slough-Borough-Council/
Shropshire County Council website has a downloadable leaflet which contains a ‘possible career pathway’ map though this is qualifications led. It also advertises information events to help enquirers understand and make choices on future CYP career areas.
Hampshire County Council website contains an information page about the attractions of working with children. Buttons at the side click through to details about individual jobs, job descriptions and their next steps.
The Department of Health and Skills For Care run a joint scheme for finding a job which passes registered users’ names onto 10 employers with work (http://www.ukhca.co.uk/homecarejobap.aspx)

 (http://www.advice-resources.co.uk/selectedresources/jobprofiles/)  lets users search jobs, roughly by sector, and look in more detail at duties involved, pay, hours, where to train, etc. This is a national resource and does not include a ‘children and young people’ option; ‘education and training’ is the best match. The website is noted on nextstepmkob as the link to follow ‘ if you want to change career’, for general use although it appears to be particularly useful for IAG professionals to use with clients.
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