STAFF DEVELOPMENT IN THE COMMUNITY & SOCIAL SERVICES DIRECTORATE

1. Purpose of the report:


This report presents a review of staff development in the Community and Social Services Directorate (1.4.00-31.3.01), and makes recommendations regarding the coming year to 31st March 2002
2. Staff Development in the Community and Social Services Directorate

2.1. Introduction

The Community and Social Services Directorate is continuing to go through significant levels of change reflecting both Central and Local Government initiatives. In the report submitted last year, some of the key features of these initiatives, along with the implications for staff development in the Directorate were outlined. A staff development strategy for responding to these initiatives was identified. 

This first part of this report will reaffirm this strategy, outline subsequent initiatives and clarify further the implications for the Directorate.

The second part of the report provides a training needs analysis, which outlines the agreed staff development strategy for the Directorate to meet its service objectives over the next three years. It will also detail the contribution that the Training Section can make to this strategy.

The third part of the report focuses on the coming year (2001 - 2002) and outlines the service level agreement between the Training Section and the Community and Social Services Directorate, along with the objectives, priorities and targets for this period. Together these will enable the Directorate to respond to the pressures, changing demands, priorities and requirements over the next three years. This section will also detail a projected budget to be made available to support the staff development needs for the coming year.

2.2. Policy Context

2.2.1. The City Councils’ Strategic Plan (1997 - 2007) provides a clear direction for all staff, to enable them to maximise their contribution. The plan identifies that a confident, competent and motivated work force is the most important asset the City can have to provide a quality service to its citizens. It is committed in rigorously pursuing the support and development of its staff to enable them to deliver services to our citizens to the best of their ability.

2.2.2. The Services Plan of the Community and Social Services Directorate outlines how the Directorate will assist the City Council achieving its strategic plan. It identifies key priorities, objectives, targets and performance indicators.

The Service Plan identifies a key objective of people management. This is to assist the Directorate to achieve its aims and objectives by ensuring the effective utilisation and development of its staff.

2.2.3. Personnel Services within its key services objectives identifies the need to assist the authority, through its people, to achieve its corporate aims and objectives. It aims to promote a culture which enables, empowers and encourages all employees to realise their full potential in a safe and healthy working environment. 

The Training Section is part of the outstationed Personnel and Training Section, in the Community and Social Services Directorate. The ‘outstation’ model for delivering personnel and training services is under review within the City Council, the outcome of this review is expected shortly.

At the moment, staff from both Directorates continue to work together in the Training Section.

The report is therefore presented jointly, to reflect the existing close working relationship between staff of the Community and Social Services Directorate and The Personnel Services Directorate. 

2.3. The Government White Paper - ‘Modernising Social Services’

A strong agenda for change is facing Social Services Departments. Common themes affecting staff development were encapsulated in the White Paper - ‘Modernising Social Services’.

The White Paper indicates the Directorate will need to;

a) Develop its workforce analysis and planning techniques such that it has mechanisms in place to enable a clear understanding of the work force that is required. This will be in terms of numbers of staff and skills required, but will also need to detail the role of staff and how these skills will be deployed.

b) Ensure good quality supervision and management of staff

c) Ensure that individual objectives are related to service objectives

d) Ensure as much training as possible is delivered multi-disciplinary & multi-agency

e) Develop education and training geared to the new agenda. This suggests a number of areas for consideration.         

Firstly to develop links with education and training organisations in order to influence a supply side that it is capable of delivering high quality and appropriate training (i.e. influencing the labour market). 

Secondly, to provide education and training within the Directorate that ensures staff have the necessary skills and knowledge for safe, effective and lawful practice. 

Thirdly, to provide appropriate training and development opportunities to ensure that the Directorate can meet the requirements of the newly forming regulatory body for social work - the General Social Care Council (G.S.C.C.). 

Finally, to provide continuing professional education and development, which will include meeting registration and re-registration requirements.   

2.4. ‘Quality Protects: Transforming Children’s Services’

Management Action Plans responding to ‘Quality Protects’ are submitted annually to the Department of Health. This coming years plan details the Community and Social Services Directorate’s commitment and plans regarding its human resources strategy, which covers;

· Continuing to address, as a priority, qualifying training in the following areas; NVQ3 – Caring for Children and Young People Award – both for Residential Social Workers and Foster Carers, Post Qualifying Accredited Child Care Award and part one of the post qualifying framework.

· Training to improve the safety of the social care workforce.

· Training to continue to implement the Assessment Framework

· Improving the Directorates ability to provide practice placements for students on the Diploma in Social Work

This plan has a significant influence on the priorities and targets for staff development. Included within the third section of this report are the priorities for training activity for the next twelve months of this plan 
2.5. The Government White Paper - ‘Modernising Mental Health Services’, and subsequent    key documents                        

The White Paper provided the long term strategic vision for mental health services, in order that they would become ‘safe, sound and supportive’. In addition, the National Service Framework (NSF) was introduced in autumn 1999. This establishes national standards for the provision of services across health and social services. A Workforce Action Team was established to address the workforce, education and training implications of the NSF. A framework and list of the practitioner capabilities required to implement the NSF has now been published – “The Capable Practitioner”. The Mental Health Act White Paper (December 2000) sets out proposals to deal more effectively with the problems posed by people who refuse to accept treatment and pose a risk to themselves or others. Finally the NHS Plan (July 2000) proposes a radical shift in the way that mental health services are to be delivered.

From the above key, linked documents the following staff development implications are strongly indicated;

· A new legislative framework will be introduced which will impact on Approved Social Work training and include the need for more structured ‘refresher training’ for Approved Social Workers. Guidance, released in March of this year, is currently being considered.

· Greater emphasis on joint planning at a strategic level across Health and Social Services with an increase in multi-disciplinary/multi-agency teams.

· Integration of the assessment and service planning mechanisms for individual clients, namely the Care Programme Approach (Health led) and the Care Management Approach (Social Services led).

· Improving multi disciplinary and interagency communication, information sharing and team working.

· Focussing training on non-professionally affiliated staff – including those in the independent and voluntary sectors.

· Focussing training on effective Risk Assessment and Risk Management.

· Focussing training to carry out effective assessment of carers.

· Preparing staff to work in ‘Assertive Outreach Teams’

· Preparing staff who deal with complex and special needs; Forensic, Dual Diagnosis and people with personality disorders

Training Section is working with the Directorate, Mental Health Services of Salford NHS Trust and the Local Implementation Officer to further develop a Mental Health Training Strategy that responds to the above agenda. This year, a joint mental health training strategy/ training plan will have been produced by the end of April. This will influence the priorities and targets for training in the coming year. Further details are provided in the third section of this report.

2.6. National Training Strategy for Personal Social Services

The Social Services White Paper - ‘Modernising Social Services’, the National Priorities Guidance and ‘Modernising Health & Social Services: Developing the Workforce’ have made clear the Government’s determination to raise the quality of personal social services. The 1998 Comprehensive Spending Review identified the need to secure a quantitative and qualitative improvement in the qualification levels of the whole workforce.

The Training Organisation for Personal Social Services (T.O.P.S.S.) published “Modernising the Social Care Workforce – the first National Training Strategy for the Social Care Workforce in England” in April 2000. 

The Training Strategy emerged from a skill analysis, which attempted to look forward as well as at current needs, and which described the skill shortages, gaps and mixes. From this analysis, a clear framework of qualifications is emerging for the whole of the social care workforce. With this emerging framework, will come clear targets for achieving a qualified workforce. Priorities for training provision relating to the implementation of Government policy have already started to be identified and funding via the Department of Health’s Training Support Programme will assist the Directorate achieve the training targets. 

In turn, the priorities for funding via the Training Support Programme will significantly shape the Training Plan in this and subsequent years. Amongst other areas, it is clear that priority will need to be given to the following areas;

· Improving the quality of Children’s Services. A target has been set for ALL Residential Social Workers to achieve NVQ3 by 2004 (in anticipation of registration with the G.S.C.C.) and for 7000 staff (nationally) to have gained the P.Q. Accredited Child Care Award by 2006.

· Improving the quality of Foster Care by ensuring appropriate training for Foster Carers is available, including access to NVQ Level3.

· Improving the quality of the Domiciliary Care workforce, by ensuring staff have achieved NVQ Level 2. A target of 50% by 2004 has been identified.

· Improving the quality of Residential Care for Adults by ensuring appropriate qualifying training. The outcome of the consultation period on the DRAFT Occupational Standards for Registered Managers (Adults) is expected shortly. It is anticipated that National Minimum Standards will specify that Registered Managers should be appropriately qualified as practitioners and as managers. It is probable that the practice elements will be demonstrated by holding an appropriate nursing, social work or social care qualification, whilst the Registered Manager award will demonstrate managerial competence.

· Improving the safety of social care workers.

2.7. The Government White Paper – ‘Valuing People’, A New Strategy for Learning Disablity for the 21st Century.

This white paper establishes a vision for learning disability services in the 21st Century. Contained within it is a Government Objective around workforce training and planning which is “ to ensure that social and health care staff working with people with learning disabilities are appropriately skilled, trained and qualified; and to promote a better understanding of the needs of people with learning disabilities amongst the wider workforce”.

In order to address this, Learning Disability Partnership Boards will be required to develop a workforce and training plan. These plans should cover all sectors within the area of the board (including the needs of the independent sector) and demonstrate how service users and carers are being involved in training and workforce matters. 

In order to progress the content and quality of workforce training, the government (in April 2001) introduced the Learning Disability Awards Framework (LDAF), to provide a recognised route to qualification and career progression for care workers in learning disability services. It is based on two new vocational qualifications - to be extended to include a further two at a later date. 

The new qualifications provide a comprehensive summary of learning outcomes, mapped against occupational standards and so have a clear relationship with National Vocational Qualifications in this area.

Two ambitious Government targets around training are also detailed within this white paper;

· From April 2002, all new entrants to learning disability care services should be registered for qualifications on LDAF.

· By 2005, 50% of front line staff should have achieved at least NVQ level2.

Funding to address this agenda has been identified in Appendix 6 of this Training Plan.

2.8 . Health Act 1999./ Health and Social Care Bill

The Health Act 1999 provides a legal framework to enable joint delivery of services with the NHS through joint /lead commissioning, joint management structures, joint provision and pooled budgets. The Health and Social Care Bill introduces the concept of Care Trusts for delivery of social services in many areas. 

Together these will rapidly drive forward an agenda, which includes more integrated services.

Joint training between agencies will consequently feature far more prominently, and is expanded on in more detail in section 3.5.5. of this report.

2.9. In line with current Central and Local Government thinking, this training plan is designed to be transparent in its presentation, encourages accountability, is clearly targeted in its resource allocation and consistent in detailing how it will assist the Directorate in meeting its strategic and operational objectives through its training activity.

3. A staff development strategy - 2001 - 2004

3.1. Introduction

A staff development strategy for the future, to assist the Directorate in meeting its business objectives, was identified in the previous two years reports. Five priority areas have been identified for the Directorate. Four of these are encompassed in the need for the Directorate to enhance its capacity, through its staffing, to meet its business objectives. The need to develop leadership skills within the Directorate is identified as a separate area.

3.2. Enhancing the capacity of the Directorate through its staffing, to meet its business objectives

3.2.1 Work force Analysis /Planning

As noted earlier, workforce analysis and planning is clearly identified by the Government as a priority. “With a large, diverse workforce it is essential that employers have a clear sense of their workforce, have carefully analysed the sorts of skills and people they need to achieve their business objectives, and can plan and direct the available resources for training to where they are needed” (Modernising Social Services, Ch.5). The Training Plan needs to support the achievement of the emerging workforce plan.

3.2.2. Qualifications Framework

Alongside the General Social Care Council’s (GSCC) role in setting standards for training in social care, the Training Organisation for Personal Social Services (TOPSS) has established a national training strategy for social care which has defined the new agenda including;

· A qualifications framework – though further development work is needed by TOPSS in many areas

· Targets for achievement of a qualified workforce (highlighted in 2.6. of this report)

· The above to prepare for registration of staff with the General Social Care Council 

· Target of 3% of staffing budgets to be used for training leading to qualifications – by 2005

· Target of 15% of costs to be met by employees - in time or money – by 2005

3.2.3. Career Pathways

Staff career planning and development was identified in last years training plan as a priority for development. The National Training Strategy emerging from TOPSS will in most cases provide the framework.

3.2.4. Ensuring that individual objectives meet service objectives

Training Section continues to work closely with operational mangers to make sure that training resources are targeted effectively. This means increasingly that resources are targeted towards ensuring safe, effective and lawful practice. It also means (along with supervision and appraisal) targeting training resources to ensure that individual objectives meet service objectives. This is the rationale for programmes and activities being included in the courses planned for 2001 - 2002, identified in Appendix 6. 

Within this overall approach, it is useful to highlight four particular priority areas;

· 
Mental Health Training Strategy;

A strategy for Mental Health Development in Salford continues to be developed. Alongside this, funding via the Mental Health Grant details training priorities (identified in 2.5 of this report). Progress in this area will need to be a key priority for the coming year and is identified in Appendix 6. 

· 
Quality Protects - Transforming Children’s Services;

The recent ‘Management Action Plan’, approved by Cabinet, has been submitted to the Department of Health. Part of this plan includes a Human Resource Strategy. Priority in the coming years will be on NVQ3 Child Care, the Post Qualifying Child Care Award, NVQ3 for Foster Carers and appropriate skills based training to ensure that M.A.P. targets will be achieved. Details are included within Appendix 6. 

· 
National Vocational Qualifications;


The Community and Social Services Directorate continues to recognise that 
development of NVQ’s is essential to enabling quality care delivery, with all staff working to the same standards. Progress in this area has been significant. Assessment Centre status was achieved in 1999.

Resources have been identified within this training plan for supporting the assessment strategy and making adequate arrangement for delivering underpinning knowledge and Assessor training and support via dedicated resources from within the Training Section. In this way an effective partnership has developed which will ensure that Directorate targets can be achieved.

· 
Health and Safety at Work;

The Community and Social Services Directorate are committed to ensuring a safe working environment for staff. The Directorate has a comprehensive Health and Safety Policy. Over the coming year a comprehensive programme of training will continue to be offered to staff on various specific aspects of the policy (e.g. Moving & Handling training). In this coming year there will also continue to be a significant emphasis on the ‘Safety of Social Care Staff’.

3.3. Leadership skills of managers

Leadership skills of managers will be crucial in ensuring that the Directorate has the capacity to deliver on its strategic and operational objectives. Leadership skills are also highlighted in the White Paper ‘Modernising Social Services’ and ‘Quality Protects’: Transforming Children’s Services’.

As a corporate initiative, the City Council has developed competencies for middle managers. A management development programme supports this. The Directorate has already engaged with this process and intends to maximise the use of these competencies. 

For managers of service provision, training and assessment is now available in line with national guidance – NVQ4 in Care to be followed by the Registered Managers Award, once

this becomes available.

A Management Development Strategy will continue to be developed to encompass other areas of the Directorate through a number of initiatives, and further work will occur within this coming year.

Quality supervision and appraisal of staff are Directorate, Corporate, and Central Government priorities. The corporate Appraisal Policy was reviewed in 1999. The Community and Social Services Directorates Supervision Policy has been reviewed to incorporate a wider perspective of staff development, including Induction, Supervision and Appraisal. 

3.4. The Training Section in the context of an overall staff development strategy within the Directorate.

3.4.1. Through extensive consultations with the Directorate and in line with current Central and Local Government initiatives, it is evident that the most effective use of the resources of the Training Section can be made if they are placed in the context of good staff development practice generally.

Accordingly, it is recognised that the Training Section does not provide all aspects of staff development within the Directorate. Over the coming year the Training Section will continue to integrate the work of non-Training Section providers to ensure that they are fully incorporated in the production of the Community and Social Services Training Plan.

It has also been accepted that the overall effectiveness of staff development in the Directorate is improved, if managers continue to develop their ability to determine which learning needs are best met through a variety of learning methodology - not only off-the-job training, but others such as supervision, coaching, staff briefings, interest groups etc.

3.4.2. With such a clear agenda for change facing the Directorate, the Training Section will be most effective if it concentrates its efforts in the following areas where it has established expertise, and which is supported by its unique position as an out stationed section of he Personnel Services Directorate:

· The confidence and skills of managers in providing/encouraging learning through diverse methods, in order to develop a learning culture needs to be supported by the Training Section. 

· As noted earlier, the Directorate is facing unprecedented levels of change as it adapts to the new agenda for Social Services and Local Government in general. The Training Section is acknowledged as a change agent within the Directorate and has for a number of years been utilised in organisational development activities, assisting managers in change management, management consultancy and staff development consultancy.

· As identified previously, training programmes will need to be commissioned from external sources, such as those requiring specialist skills or qualifying training provided by Higher and Further Education establishments. The Training Section intends to be involved in developing these programmes with F.E./H.E., training management and the maintenance of high quality standards in the delivery of these training programmes, including ensuring that they remain sharply focused on the Directorates business objectives.

· Some training programmes are best delivered by staff who have a sound working knowledge of the Directorate, its staffing and its business objectives. Training Section, because of its relationship with the Directorate is well suited to deliver these programmes

· Continuous learning and development is a Directorate priority. The Training Section is able to assist the Directorate with mechanisms to facilitate this such as assessment for NVQ’s, Practice Learning, Practice Teaching, Action Learning, coaching, mentoring schemes, assisting with the Learning Resource Centre etc.

· As noted in 2.3, there is a need for the Directorate to continue its workforce analysis and planning mechanisms. The Training Section needs to develop its role to ensure that the Training Plan is clearly linked and supporting achievement of the workforce plan.

3.5. Other issues affecting the staff development strategy.

3.5.1. Staff.

The White Paper - ‘Modernising Social Services’ highlights that “staff themselves should feel included within a framework which recognises their commitment, assures high quality training standards and oversees standards of practice”. Developments to assist staff career planning and development has been detailed earlier. This coupled with a developing qualifications framework, offers further clarity in this area.

This report also recognises that large numbers of staff, working within a large complex organisation, will require access to training and development opportunities if they are to meet the challenges of delivering high quality social care with a commitment to continuous improvement. It demonstrates a commitment to expanding effective use of training needs analysis to ensure a strategic approach to planning for training with the senior management group and recognises the valuable contribution that operational mangers make to the planning process. By involving staff in planning processes, commitment will be given to the training programme ensuring that all training is seen as contributing to the Directorates business objectives, priorities and targets. Accordingly, Training Strategy Forums will be established in ‘Service Areas’ to assist this process.

This report will be made available to managers and staff in the Community and Social Services Directorate and other relevant agencies as a guide to the use of staff development resources over the coming one and three years.  

3.5.2. The Community Strategy in Salford

The White Paper – “Modernising Local Government – In Touch With The People” has had a major impact on Salford City Council, both in terms of structure and culture.

The City of Salford has a Community Strategy that has been progressing for a number of years and which makes Salford well placed to respond to the agenda of the White Paper. It should be recognised that the Community Affairs Division located within the Community and Social Services Directorate is key to progressing this agenda. 

Further developments of the Community Strategy will be needed. These will require a corporate response with a significant training agenda. Personnel Services Directorate have lead responsibility for assisting development of the Community Strategy.

3.5.3. Partnerships with Service Users and Carers
The National Training Strategy emphasises the need for agencies, employers, and users and carers to work together. The Directorates strategy for “Working Together” identifies ‘training and awareness’ as one of two priority areas. The Training Section has dedicated resources to this area over the past two years and worked with operational managers in the Directorate in achieving progress in two areas:

· The need to continue to promote the involvement of users and carers in the planning, development and provision of services and;

· The need to involve service users and carers in the training of professional/paid staff. 

In the latter area it is useful to highlight the progress of training for Foster Carers, whereby experienced Foster Carers are actively involved in the NVQ programme and in assessment.

3.5.4. Partnerships with Further and Higher Education Institutions.
The Community and Social Services Directorate has for a number of years;  been a primary partner with two Diploma in Social Work Programmes, been a partner with Salford/ Manchester Universities for the delivery of the Post Qualifying Accredited Child Care Award, and also a partner with the North West Mental Health Partnership for the delivery of Approved Social Work training. This year it has entered into a partnership with Stockport F.E. College for the delivery of NVQ4 in Care.

The National Training Strategy clearly emphasises the need for such partnership arrangements to flourish in order that quality training is delivered with assessment of competence clearly located within agencies. It is likely that the number of such partnerships will increase.

3.5.5. Partnership working across Agencies and Disciplines.
Salford Community and Social Services Directorate is strongly committed to the principle of multi-agency and multi-disciplinary training in partnership with a range of service purchasers and providers.

Similarly, the White Paper - ‘The New NHS - Modern and Dependable’, The White Paper - ‘Modernising Mental Health Services, and initiatives such as ‘Partnerships in Action’, Health Action Zones, Education Action Zones and ‘Tackling Drugs to Build a Better Britain’ continue to emphasise the need for both joint planning and joint training between agencies to maximise the effective use of resources.

Joint training has been a feature of the training plan for a number of years. This past year has seen an expansion and more formal arrangement of this area of work. For example, places on a range of short training courses have been taken by staff in statutory agencies, the private, independent and voluntary sectors. Certain programmes of training have been jointly planned and delivered (for example; Clinical Risk Assessment, Care Programme Approach, etc).

A number of places on the NVQ4 programme at Stockport College have been offered to the independent sector. A number of independent sector providers of domiciliary care have also joined the Directorates NVQ Assessment Centre, assessors have been trained and candidates registered for assessment. A range of agencies have also hired resources including equipment., or received advice on training and development. 

Within children’s services, and particularly in child protection, there is a long tradition of inter-agency training. The Area Child Protection Committee continues to develop and deliver a comprehensive annual training programme. Whilst lead responsibility is taken by the A.C.P.C. appointed Multi-Agency Trainer, she is supported by a multi-disciplinary panel of presenters, which includes social workers, health visitors, police and probation officers and a consultant paediatrician. 

Although there is a strong lead within the Quality Protects agenda about the new assessment framework for Social Services, the training was delivered through the A.C.P.C. to promote an inter-agency focus. A series of 6 one-day information  provision days and then six two-day training programmes were delivered to a large number of agency staff.

It is intended to develop a similar approach through the Child and Adolescent Mental Health Strategy and the Domestic Violence Strategy.

In addition the Welfare Rights Section delivers a comprehensive training programme to; social services staff, staff in other City Council Directorates, Health Service staff, and voluntary agencies. These are designed to provide practical skills for people who are not welfare rights specialists, but who come into contact with clients experiencing difficulties with benefits.

These successes will be developed in the coming years to ensure that joint training has planning mechanisms in place for it to be responsive and effective to the needs of both the service and other agencies. An inter-agency training group exists to facilitate this on an informal basis.

4. Resources and activity for 2000/2001
4.1. Introduction

Having outlined the key features of a staff development strategy for the next three years, this report will now focus on the coming year (2001 - 2002) 

4.2. The Training Support Programme

As in previous years, it is intended to make maximum use of the funding available under the Training Support Programme to substantially underwrite this training plan.

The Training Support Programme is made available by the Department of Health.

The Training Support Programme is now clearly targeted. Its aim is to raise qualification levels in line with Government Targets.

We are advised that T.S.P. funding will continue until at least 2003 and that the overall grant has been increased. The main grant available for training activity this year has been increased and many of the previous years sub-programmes have been subsumed under this main grant. 

4.3. Budget 1999/2000
Details of the funding available under the Training Support Programme for the coming year have very recently been issued in a Department of Health Circular. As stated previously, the main focus of the circular (and therefore funding) has now become the National Training Strategy and the acquisition of relevant qualifications. Access to monies under the remaining sub-programmes will be via submission of a costed ‘bid’ linked to targets, to be considered by the Department of Health. Accordingly the budget is based on a projection. Should the funding available vary from this projection – though this is unlikely- adjustments will be made to plans and a revised budget will be presented to Cabinet. 

Anticipated Income
· Community & Social Services Directorate


189,000

· Personnel Services Directorate (via C & SSD)

  23,000

· Misc. Income





     
    6,500

· T.S.P.;

Main Grant allocation ( includes an allocation for 

290,629

Dom. Care Workers, Reg. Man’s, Safety of 

S.C. Workforce)






NVQ3 – Residential Child Care – indicative allocation
  36,750


P.Q. Accredited Child Care Award (8 places)

  40,846 

Foster Carers





    
    6,109

Student Support





  11,200







   TOTAL

 604,034

Anticipated Expenditure;
Staffing







272,220

Overheads






  
  85,000

Supplies/Equipment



  

  
  35,000

Training Activity






119,100

Foster Carers






    
    6,109

Staff Cover Costs;

PQ Child Care




  

  
  24,000

Approved Social Work


  

  
  13,850

DipSW student support




  
  16,000

Practice Placement Support




  
  21,755

Peripatetic Assessor Support;

NVQ3 Child Care





   
  11,000










______

TOTAL
604,034



4.4. The Community and Social Services Training Section

The Community and Social Services Training Section is the responsibility of the Director of Personnel Services. It consists of staff from both Personnel Services and Community and Social Services
In order to effectively contribute to the overall strategy for staff development, staff of the Training Section will need to engage in a broad range of activities, but clearly linked to targets identified in the Training Plan. The types of activity include the following:
1.
Training Section has for a number of years been working closely with operational managers and been involved in staff development consultancy. It is intended that links will continue in the coming year and resources will be allocated to support this.
2. The National Training Strategy emphasises the need to focus considerable energy to the NVQ strategy – particularly in the targeted areas. It is intended that significant dedicated resources from the Training Section are made available to work closely with the Directorate to support and further develop the strategy.

3. Staff undergoing qualifying and post qualifying training are increasingly using ‘portfolio’ routes to demonstrate competence. Over the past year consideration was given to strengthening the support given to staff (and managers) who were building portfolios of evidence, particularly within the P.Q. framework. This has proved successful and it is intended to continue resourcing this level of support.

4. The Directorate is currently a primary partner in two Diploma in Social Work programmes, demonstrating its commitment to quality training for future Social Workers. Resources located in the Training Section have responsibility for Practice Placements organisation, Practice Teacher training and support for Practice Teachers and student placements, contributing also to a continuous learning culture in the Directorate. It is intended to continue this level of support as this is seen as important in ensuring a quality delivery of future social workers, however withdrawing as a primary partner with Manchester University DipSW programme is planned in this financial year.
5.
As identified under 3.5.3., dedicated resources have been made available to support the ‘Working Together’ strategy and it is intended to continue with the same level of support for this important area.
6.
The developing qualifications framework for staff in social care will demand improved links with H.E and F.E. providers and other agencies/providers. There is a need to ensure quality standards, and Training Section intends to adopt a training management role in this area.
7.
The Mental Health Training Strategy will be a priority area for the coming year in order that a proactive response is provided to the White Paper - ‘Modernising Mental Health Services’. It is intended that dedicated resources from the Training Section are made available to support this strategy.
8.
The Training Section also attempts to bring together a broad range of training activity requests in a way which identifies their contribution to the performance of the Directorate in meeting its business objectives.

    
Details of the requests for training activity are shown in Appendix 7 of this report, together with estimated costs of the identified activity
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APPENDIX 1 - Review of 2000/01

Once again, this year has seen a continuing period of transition for both the Directorate and the Training Section, as the national agenda for change facing all Social Services Departments gathers momentum. 

The arrival of the National Training Strategy for Personal Social Services in April 2000, with the emerging qualifications framework and targets, has presented significant challenges to the Directorate, and therefore to the Training Section if it is to fulfil its function. 

The Department of Health has also made clear that the Training Support Programme will be used as “a lever for modernising Social Services” and is clear that “its objective is to raise qualification levels”. This has meant that staff in the Training Section have needed to adjust to new roles, develop new skills and take on major pieces of development work.

All of the above has led to a radical re-focussing of the training budget. However, this agenda has been accompanied by recruitment difficulties within the Directorate in a number of service areas. This has meant that the Directorates capacity for delivering on assessment for NVQ’s, releasing staff for training courses and arranging staff cover where funding has been available has all proved difficult. The Directorate has also had to deal with a budget crisis and a major restructuring. Given these difficulties, the staff development achievements, in a number of key areas has been outstanding.

Within this change agenda, a number of initiatives should be highlighted as follows;

The Directorate saw 5 staff complete the Post Qualifying Accredited Child Care Award, with a further 8 completing PQ1. A further 4 staff commenced the Accredited Child Care Award in January 2001. Preparations for staff to complete PQ1 in Mental Health, in preparation for CCETSW requirements for Approved Social Work Training, are also underway. 

The Directorate continues to be a primary partner in two Diploma in Social Work Programmes demonstrating a commitment to, and influence on, future social workers and social work training. Agency Practice Teacher Co-ordinators, located in the Training Section have continued to provide a support system aimed at Diploma in Social Work students and Practice Teachers. Included in this support system are the following; the maintenance of a small library of resources, the training of Practice Teachers, direct work with students on placement, providing support and consultancy on an individual basis to ensure quality assurance in the process. For a number of reasons, the number of practice placements available declined at the outset of last year, and Practice Teacher Co-ordinators have worked with the Directorate in exploring how to open up more placements so assisting the Directorate to recruit qualified social workers. In line with the National Training Strategy, the work of the Practice Teacher Co-ordinators has expanded to encompass pre and post Diploma in Social Work training.

Resources were targeted in 2000/01 at an NVQ strategy for Residential Children’s Services. This area became a clear Directorate priority as the target for ALL employees in this area to be qualified by 2002, in preparation for registration with the General Social Care Council, was announced. The strategy commenced in October 1999, and just eighteen months on, the results show a remarkable achievement.

In Adult Services, the results are equally promising. This year, as well as extending NVQ’s into Day Care and Domiciliary Services within the Directorate, the independent sector (Domiciliary Care) were approached. Five agencies expressed an interest and the Assessment Centre has trained 6 assessors and registered 10 candidates.

The Training Section has continued to maintain its Assessment Centre Status with City & Guilds and is receiving excellent inspection reports and marks. 

The Training Section has also entered into a partnership with Stockport College for the delivery of NVQ4 in Care to Registered Managers (Adult Services). Nine staff began the programme in January – five of whom are from the independent sector.

Health & Safety remains a priority for the Directorate, and significant training activity has taken place over the past twelve months to ensure that managers and staff understand the Health & Safety Policy, and that training around the Codes of Practice is available. Extensive programmes of training around Moving and Handling and First Aid were delivered in 2000/01 ensuring that all staff have now had access to these important training areas.

The safety of the workforce has always been a priority consideration for the Directorate. Allocated funds for 2000/01 allowed a continued focussing on this important area. All the training has had active involvement of service users. The approach adopted in this training has attracted positive interest from the Department of Health as an exemplar of good practice. A independent evaluation of the impact of this training on practice has been commissioned this year.

Training to support the Anti-Discriminatory Practice Policy of the Directorate was identified as a priority for 2000/01. 8 courses have been delivered to staff in the Directorate, each with an in-built evaluation process to consider the impact of the training on practice. The waiting list of participants is still high and the training will remain a priority in the coming year. The training will also help the Directorate to meet its corporate commitments which may arise with the implementation of the Race Relations (ammendments) Act 2000, which comes into effect April 2001.

The Training Officer responsible for service user and carer involvement in training has worked with adult services/ learning disability services and childrens services in 2000/01. He has continued to work with the service user training pool and further develop user involvement in training courses. The perspective offered by service users often receives positive comments on evaluation forms.

Mental Health Training remains a clear priority for the Directorate. This year, dedicated resources have been allocated to this area, with a firm agenda to develop joint training activities. There are many examples of this having taken place, for example around C.P.A. training, Clinical Risk Assessment Training and NVQ3 – Promoting Independence. These joint initiatives will be developed further over the coming year.

The demands that will be placed on the Directorate over the coming years cannot be underestimated. Further progress in refining the role that Training Section can play in enhancing staff development will need progress in a number of areas.

APPENDIX 2 – Review of Targets and Performance Indicators 2000 - 2001

	TARGET
	PERFORMANCE INDICATOR
	

	Under 3.2.4. of  report

Develop the strategy for achievement of National Vocational Qualifications
	All targets identified in the Annual Training Targets Plan submitted to the Department of Health are achieved. 
	· Achieved

	Under 3.2.4. of report

Develop Post Qualifying Training
	· 5 staff achieve the P.Q. Accredited Child Care Award and a further 5 enter the programme in January 2001

· 10 staff achieve P.Q.1
	· Achieved

· Achieved 8

	Under 3.5.4. of report

Develop Practice Placements within the Directorate
	10 New Practice Teachers are trained and there is a 25% increase in the number of Practice Placements organised over 1999/2000 
	· Achieved

	Under 2.5. of report

Implement a Training Strategy for Mental Health Services, in consultation with Mental Health Services of Salford NHS Trust.


	· Recommendations for training programmes are approved and delivered

· Certificate in Community Mental Health Services is established for unqualified staff.
	· Achieved see Appendix 3

· Strategy moved to NVQ3 – promoting Independence in partnership with MHSS. 5 staff have started programme

	Under 3.5.1. of report

· Improved clarity on the business objectives of the Directorate continues. 

· Commitment is generated to the ‘National Training Strategy’ and the Training Plan
	· Training Strategy Forums are established which accurately inform next years Training Plan.
	· Partially achieved

· Achieved – Managers/staff committed to National Training Strategy targets 



	Under 3.5.3. of report

Service User and Carer perspective in training is further developed
	· A comprehensive evaluation of NVQ’s in Domiciliary Care is undertaken.

· An evaluation of the impact of  ‘Review of the Year’ is undertaken
	· Not achieved

· Achieved in part – will continue after current reorganisation

	Under 4.4. of report

To meet the requirements of the Training Plan.
	· Training Identified in Appendix 7 is delivered
	· Achieved as per Appendix 3


Appendix 3 – Review of Training Plan 2000 – 2001 
	ACTIVITY
	PLANNEDNUMBER

COURSES
	TARGET NO: STAFF
	NUMBER

COURSES

DELIVERED
	NO: STAFF

	1. Pre-employment
	
	
	
	

	Preparing people to work in Residential Services to Children 

(in partnership with M.A.N.C.A.T.) 
	2
	30
	1
	20

	
	
	
	
	

	2.  Early Career Training
	
	
	
	

	Welcome to Social Services
	4
	80
	2
	32

	Induction Training for Residential Social Workers with Children
	2
	30
	2
	27

	
	
	
	
	

	3. Continuing Skills Development/ Qualifications Framework
	
	
	
	

	Consolidation of Professional Practice (Adults) yr 1
	1
	15
	1
	9

	Consolidation of Professional Practice (Adults) yr 2
	1
	15
	1
	10

	Consolidation of Professional Practice (Children & Families)
	1
	10
	1
	14

	PQ1 – Registrations / Portfolio Support/Portfolio workshops
	
	15
	
	15

	Registrations for NVQ3 – Working with Children and Young People
	
	40 
	
	40

	NVQ2 in Care – Adults – continuing support
	
	32
	
	32

	Registrations for NVQ2 in Care – Domiciliary Care
	
	35
	
	35

	Registrations for D32/D33 – Child Care
	2
	12
	2
	24

	Registrations for D32/D33 – Domiciliary Care
	1
	10
	1
	16

	NVQ Strategy Learning Disability
	TBA
	TBA
	NIL
	NIL

	HNC in Social Care / NVQ 4 in Care – C.A.O.’s
	TBA
	
	
	2 places

	Recruitment & Selection
	
	32
	3
	18

	Sickness Monitoring Procedures
	3
	36
	
	NIL

	Minute Taking
	
	6
	
	NIL

	Report Writing
	
	4
	
	NIL

	Written Communication
	
	4
	
	NIL

	Harassment and Bullying in the Workplace
	
	5
	4
	16

	Assertiveness Training For Women
	
	15
	
	15

	Assertiveness Training for Men
	
	3
	
	NIL

	Training the Trainers/Presentation Skills
	
	24
	1
	12

	
	
	
	
	

	
	
	
	
	

	4. Specialist Skills Development/ Qualifications Framework
	
	
	
	

	Continuing support for staff involved in college based courses 
	
	
	
	7 places

	Foundation Practice Teaching Training
	2
	30
	2
	29

	Practice Teaching – Refresher Training
	1
	16
	1
	16

	Practice Teaching – Forum
	6
	72
	
	NIL

	Practice Teaching – Anti discriminatory Practice
	4
	48
	
	NIL

	Student support group
	6
	50
	
	NIL

	P.Q. Accredited Child Care Award
	
	5 places
	
	5 places

	Approved Social Work Training Course
	
	2 places
	
	2 places

	Contribution to ACPC training as follows; (Still  to clollate info)
	
	
	
	

	· Introduction to Child Protection Procedures
	8
	96
	
	NIL

	· Foundation Training
	6 
	72
	2
	37

	· Refresher Training
	2
	32
	
	NIL

	· Court Craft
	2
	32
	
	NIL

	· Pre Birth Risk Assessment Training
	2
	32
	1
	15

	· Assessment Training
	2
	32
	
	NIL

	· Effective Intervention in Neglect & Emotional Abuse
	1
	16
	
	NIL

	
	
	
	
	

	
	
	
	
	

	5. Mental Health Training Strategy .
	
	
	
	

	ASW Forum
	TBA
	
	2
	30

	Team Development – Core/Specialist skills
	
	
	
	

	Certificate in Community Mental Health (NVQ3 Promoting Independence
	
	5 places
	
	5 places

	D32/D33
	
	2 places
	
	3 places

	NVQ4 in Care
	
	
	
	2 places

	Clinical Risk Assessment/Risk management
	TBA
	
	3 x 2day 
	4 places

	Effective Integration of Care Programme & Care Management Approach
	TBA
	
	9 x 1 day
	38 places

	Training to carry out effective assessment of Carers
	TBA
	
	
	NIL

	Training in Multi disciplinary & interagency communication & information sharing
	TBA
	
	2
	26

	Short Course Budget
	TBA
	
	
	19 places

	Dual Diagnosis training
	TBA
	
	4 x 1 day
	40 

	
	
	
	
	

	6. Training to support Directorate policies
	
	
	
	

	Quality Protects: training to support M.A.P.- Primary Areas;
	
	
	
	

	· Training to implement new Assessment Framework
	TBA
	
	6, 1 x day
	275

	· Training to implement new Assessment Framework
	TBA
	
	6, 2 x day
	96

	· Towards Safer Care – launch
	TBA
	
	
	NIL

	· Sexual Health & Young People – basic awareness
	7
	30
	
	NIL

	· Sexual Health & Young People – specialist training
	1
	10
	
	NIL

	· Adoption Issues for Team Leaders & Reviewing Officers
	1
	14
	
	NIL

	· Mental Health & Young People
	
	
	
	NIL

	Quality Protects: training to support M.A.P.- Secondary Areas;
	
	
	
	

	· National Standards in Foster Care
	
	
	
	NIL

	· ‘Improving Life Chances’  through education
	12
	120
	
	NIL

	· Health of Young People
	
	
	
	NIL

	· Training around drugs and young people
	
	
	
	NIL

	(n.b. £5,000 allocated in  section 11, which can be used to underwrite activity for Quality Protects
	
	
	
	

	Health and Safety
	
	
	
	

	Moving & Handling Training
	TBA
	
	20
	114

	Moving & Handling Refresher Training
	TBA
	
	24
	82

	Moving & Handling Training –objects
	TBA
	
	6
	84

	Full First Aid Certificate
	
	6 places
	
	2 places

	First Aid – Appointed Persons 
	4
	60
	4
	64

	First Aid – Refresher Training
	
	
	
	N/A

	Risk Assessment
	
	
	2
	30

	Basic Food Hygiene
	3
	36
	5
	80

	Violence to Social Care Staff – See App. 5 – additional training delivered
	TBA
	
	
	96

	
	
	
	
	

	Major Incident Training – TACT Team P.T.S. Training
	1
	16
	1
	16

	
	
	
	
	

	Anti Discriminatory Practice Policy
	8
	96
	8
	91

	
	
	
	
	

	E.F.Q.M. / Best Value
	
	
	
	N/A

	
	
	
	
	

	7. Management Development
	
	
	
	

	NVQ4 – Registered Managers (Adults)
	
	
	
	7 places

	NEBSM
	
	
	
	5 places

	First Line Managers
	
	
	
	NIL

	Middle Managers – O.U. Managing Health & Social Services
	
	
	
	NIL

	Salford Management Competencies -  Development Pathways
	
	
	See append. 5
	

	
	
	
	
	

	
	
	
	
	

	8. Other
	
	
	
	

	Certificate Presentation
	2
	100 plus
	1
	70

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	10. Foster Carers – Awaiting Information
	
	
	
	

	· Induction/Pre Approval training
	
	
	
	

	· NVQ 3 – Caring For Children and Young People
	
	
	
	8 places

	· Units from appropriate NVQ’s
	
	
	
	

	· Looking After Children – Training Resource Pack
	
	
	
	

	· National Standards for Foster Care
	
	
	
	

	· Code of Practice on the recruitment, assessment, approval and training of Foster Carers
	
	
	
	

	
	
	
	
	

	11. Training to support Services Plan
	
	
	
	

	(See Additional Training Delivered – Appendix 5
	
	
	
	

	
	
	
	
	

	12 Short Course Budget
	
	
	
	 87 places

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	


APPENDIX 4 - Additional Training Delivered in 2000/01

· Development Days – Various teams -  (15)

· NVQ – ‘Rationale’ Training – (4)

· NVQ – Candidate Induction  (4)

· NVQ – Standardisation Meetings (6)

· NVQ – Underpinning knowledge training Child Care ( ? sessions)

· NVQ – Underpinning Knowledge Training – Adults (? Sessions)

· Debriefing Days (2)

· ADP Policy – Line Managers Briefings

· ASW Workshops

· PQ 1 Workshops

· Appointed Persons Training – First Aid (Dispersed Housing) -  20 sessions – 80 staff

· Disability Discrimination Act – 16 places

· Race and Cultural Awareness – 6 places

· Equal Opps Awareness – 12 places

· Race & Cultural Awareness – 6 places

· Safety of Social Care Workforce;

8 x 2 day courses – R.S.W.’s ch/fam

2 x 2day courses – mental health

2 x 1 day courses – Admin/support staff

1 x 2 day course + P.R.I.C.E. training – Foster Carers

1 x 2 day course + P.R.I.C.E. training – newly appointed R.S.W.’s Ch/fam

· Salford Management Development Programme;

Managing Performance – 24 places

Leading Your Team – 28 places

Managing Strategy Pathway – 3 places

Partnerships at Work Pathway – 1 place

Maximising Personal Effectiveness Pathway – 2 places

Managing Self Pathway – 1 place

Managing to meet Customer Needs Pathway– 1 place

· Welfare Rights Training;

Introduction to Benefits (2)

Incapacity (1)

Disability (2)

Carers (2)

Benefits for the 60+ (1)

Benefits in Residential Care (2)

Benefits for Children (1)

Benefits for 16-18 yr. Olds (1)

Benefits in work (1)

The Social Fund (1)

· Briefing Session – Dispersed Housing

· Solutions Based Training

· Induction Training – The Limes

· Consultation Exercises – Mental Health Strategy (4)

· Briefing Session – Children’s Services (1)

· Conference – ‘Better Care, Higher Standards’

· Safe Use of Lathes/Abrasive Wheels

Appendix 5 – Targets and Performance Indicators – 2001 – 2002

	TARGET
	PERFORMANCE INDICATOR

	Under 3.2.4 of this report

Continue to develop and implement the NVQ strategy in line with national and local priorities
	Targets identified in the Annual Training Targets Plan submitted to the Department of Health are achieved

	Under 3.2.4 of this report

Develop Post Qualifying Training in line with national and local priorities
	· 4 staff achieve the P.Q. Accredited Child Care award and a further 8 enter the programme either in Sep. 2001 or Jan. 2002

· 15 staff achieve P.Q. 1 across all areas (Adults, Children & Families and Mental Health)



	Under 2.5 of this report

Develop an integrated Training Strategy/ Training Plan on Mental Health between Social Services and Mental health Services of Salford NHS Trust
	· Joint Training Plan is approved by Local Implementation Team.

· Joint training programmes are approved and delivered

· A further 5 staff undertake training and assessment for NVQ3 – Promoting Independence

	Under 3.5.4 of this report

Address recruitment difficulties for qualified social workers
	· A strategy is developed and implemented which increases the Practice Placements provided by the Directorate by 33%

· A strategy is developed and implemented which better supports staff achieving the DipSW via the part-time route

	Under 3.2.1 of this report

Develop the capacity to produce relevant data needed to assist with workforce analysis and planning
	Investigate possibilities within S.A.P., compare with S.D.M.S. system. Implement most appropriate database.

	Under 4.4  of this report

To meet the requirements of the Training Plan
	Training identified in Appendix 6 is delivered


	APPENDIX 6 -  TRAINING PLAN 2001 – 2002 
	
	
	
	
	
	

	
	
	
	
	T.S.P.
	Committed
	M.H.G.

	ACTIVITY
	FORMAT
	NUMBER
	TARGET
	COST
	*=included
	COST

	   
	 
	COURSES
	NO: STAFF
	£
	in S.L.A.
	£

	
	
	
	
	 
	
	

	1. Pre-employment
	
	
	
	
	
	

	Preparing People to Work in Resi. Services for Children (in partnership with F.E)
	TBA
	2
	30
	500
	
	

	
	
	
	
	
	
	

	2.  Early Career Training
	
	
	
	
	
	

	Welcome to Social Services
	1 day
	4
	80
	400
	
	

	Induction Training for Residential Social Workers with Children
	10 day
	2
	30
	1,800
	
	

	
	
	
	
	
	
	

	3. Continuing Skills Development/ Qualifications Framework
	
	
	
	
	
	

	Consolidation of Professional Practice (Adults) yr 1
	10 days
	1
	15
	1,500
	
	

	Consolidation of Professional Practice (Adults) yr 2
	10 days
	1
	15
	1,500
	
	

	Consolidation of Professional Practice (Children & Families)
	10 days
	1
	10
	1,500
	
	

	PQ1 – Registrations / Portfolio Support/Portfolio workshops
	TBA
	
	10
	1,000
	
	

	P.Q. Accredited Child Care Award
	8 places
	
	
	12,000
	
	

	Approved Social Work Training Course
	2 places
	
	
	4,600
	
	

	Underpinning knowledge training – Child Care
	2hr session
	TBA
	40
	500
	
	

	Underpinning knowledge training – Adults
	2hr session
	TBA
	35
	500
	
	

	Registrations for NVQ3 – Working with Children and Young People
	
	
	30
	3,300
	
	

	Registrations for NVQ2 in Care – Domiciliary Care
	
	
	40
	2,700
	
	

	Registrations for D32/D33 – Child Care/Adults
	3 days
	2
	24
	1,000
	
	

	Qualification Strategy - Learning Disability
	TBA
	
	
	5,500
	
	

	NVQ 4 in Care – C.A.O.’s
	2 places
	
	
	3,000
	
	

	NVQ4 in Care - Registered Managers
	4 places
	
	
	5,000
	
	

	NVQ4 in Child Care 
	3 places
	
	
	4,000
	
	

	Joint Training to respond to NSF - Older People
	TBA
	
	
	1,000
	
	

	Recruitment & Selection
	3 days
	3
	12
	
	*
	

	Harassment and Bullying in the Workplace
	1 day
	3
	5
	
	*
	

	Disability Discrimination Act
	1 day
	3
	9
	
	*
	

	Assertiveness Training For Women
	2 days
	1
	6
	
	*
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	4. Specialist Skills Development/ Qualifications Framework
	
	
	
	
	
	

	Continuing support for staff involved in qualifying courses
	
	
	
	1,500
	£1,500
	

	Support for 'Specialist' Training ( by application to DMG)
	
	
	TBC
	5,000
	
	

	Foundation Practice Teaching Training
	5 day
	2
	24
	1,000
	
	

	Practice Teaching – Refresher Training
	2 day
	1
	16
	200
	
	

	Practice Teaching – Forum
	½ day
	6
	72
	100
	
	

	Practice Teaching – Anti discriminatory Practice
	1 day
	2
	48
	200
	
	

	Student support group
	½ day
	6
	50
	100
	
	

	Contribution to ACPC training as follows;
	
	
	
	4,500
	
	

	· Foundation Training
	2 days
	1
	30
	
	
	

	· Assessment Training
	2 days
	1
	25
	
	
	

	· Core Group Training
	1 day
	1
	25
	
	
	

	· Refresher Training
	1 day
	1
	30
	
	
	

	· Courtcraft Training
	1 day
	1
	25
	
	
	

	· Neglect Training 1.
	4 days
	2
	60
	
	
	

	· Neglect Training 2.
	1 day
	2
	70
	
	
	

	5. Mental Health Training Strategy (To be confirmed)
	
	
	
	
	T.B.C.
	M.H.G.

	ASWIG - Registration Costs
	
	
	
	
	
	235

	ASW Forum
	1 day
	6
	150
	
	
	1000

	ASW Refresher Training
	TBA
	
	
	
	
	1000

	NVQ3 - Promoting Independence
	
	
	5 places
	
	
	4600

	Clinical Risk Assessment/Risk management
	1xday
	3
	15
	
	
	0

	Clinical Risk Assessment/Risk management
	2xday
	2
	8 (for SSD)
	
	
	0

	Effective Integration of Care Programme & Care Management Approach
	1 day
	10
	
	
	
	3500

	Training Trainers re:Effective Integration of Care Programme & Care Management Approach
	
	
	
	
	
	1000

	Dealing with offending behaviour
	1 day
	3
	30
	
	
	1200

	Traing for Adult Placement - Carers
	Evening
	6
	60
	
	
	400

	Dual Diagnosis Training
	5 x day
	3
	12 (for SSD)
	
	
	0

	Training in communication / information sharing - CMHT's
	1 x day
	4
	60
	
	
	1000

	Working with survivors of sexual abuse
	
	
	
	
	
	2000

	P.A.C.E.
	1 x day
	2
	30
	
	
	400

	Introduction to P.S.I.
	1 x day
	5
	20
	
	
	1000

	C.O.P.E.
	
	
	1 x place
	
	(Staff Cover)
	4788

	Short Course Budget
	TBA
	
	
	
	
	2000

	E.D.T.
	
	
	
	
	
	1000

	Assertive Outreach Training
	TBA
	
	
	
	
	1000

	6. Training to support Directorate policies
	
	
	
	
	
	

	A. Quality Protects: training to support M.A.P.- Primary Areas (See section11);
	
	
	
	
	
	

	
	
	
	
	
	
	

	B. Health and Safety
	
	
	
	
	
	

	Moving & Handling Initial Training
	1 ½ days
	
	20
	
	*
	

	Moving & Handling Refresher Training
	1 day
	35
	200
	
	*
	

	Lifting & Handling – Objects
	1 day
	
	10
	
	*
	

	Full First Aid Certificate - Designated Officers
	3 days
	
	6
	
	*
	

	First Aid – Appointed Persons
	1 day
	4
	48
	1000
	
	

	Risk Assessment
	1 day
	2
	24
	200
	
	

	Basic Food Hygiene
	1 day
	2
	32
	300
	
	

	Basic Food Hygeine – Refresher Training
	TBA
	3
	48
	500
	
	

	COSHH Regulations
	TBA
	
	
	300
	
	

	Violence to Social Care Staff (see section D)
	1 day
	10
	150
	4,500
	
	

	
	
	
	
	
	
	

	C. Additional Directorate Priorities
	
	
	
	
	
	

	Major Incident Training – T.A.C.T. Team
	TBC
	
	
	1,750
	
	

	Major Incident Training – Training for Rest Centres
	
	
	
	750
	
	

	
	
	
	
	
	
	

	Anti Discriminatory Practice Policy
	2 ½  days
	6
	72
	2,300
	
	

	Anti Discriminatory Practice Policy - Line Managers Briefing
	1 day
	2
	24
	200
	
	

	
	
	
	
	
	
	

	Training to Implement 'Abuse of Vulnerable Adults' Policy
	TBA
	
	
	2000
	
	

	
	
	
	
	
	
	

	Data Protection - Briefing Days
	TBA
	
	
	500
	
	

	
	
	
	
	
	
	

	D. Violence to Social Care Staff (to cover the following);
	
	
	
	4500
	
	

	Staff working in Learning Disabilities Services
	2 days
	2
	30
	
	
	

	Staff working in Services to Older People
	TBA
	
	
	
	
	

	Staff working In Community Teams/Specialist Areas
	TBA
	
	
	
	
	

	Staff working in Resi. Children's Services (detailed in Induction-section 2)
	
	
	
	
	
	

	
	
	
	
	
	
	

	E. Attendance Management Policy
	1 1/2 hrs
	12
	240
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	7. Management Development
	
	
	
	
	
	

	NVQ4 Registered Managers - see Section 3
	
	
	
	
	
	

	NVQ4 Child Care - see Section 3
	
	
	
	
	
	

	NEBSM (Admin/Support Staff)
	
	
	6 places
	
	*
	

	Middle Managers – O.U. Man.Health & Soc. Serv./Other - by applic. To DMG
	
	
	2 places
	3,000
	
	

	Salford Management Competencies -  Development Pathways For First Line Managers
	
	
	
	
	*
	

	
	
	
	
	
	
	

	8. Organisational Development
	TBA
	
	
	10,000
	£3,850
	

	
	
	
	
	
	
	

	9. Other
	
	
	
	
	
	

	Certificate Presentations
	
	1
	100 plus
	1,000
	
	

	HIV/AIDS
	
	
	
	
	
	

	Support for Service Users and Carers in Training
	TBA
	
	
	2,000
	
	

	Support for Improving Performance and Customer Care
	TBA
	
	
	1000
	
	

	
	
	
	
	
	
	

	10. Foster Carers 
	
	
	
	
	
	

	Induction/Pre Approval training
	14 hrs.
	5
	60
	
	F.C. Grant
	

	Training for Approved Foster Carers
	8 hrs. 
	5
	60
	
	F.C. Grant
	

	Training for Foster Carers – general
	2 hrs.
	5
	60
	
	F.C. Grant
	

	NVQ 3 – Caring For Children and Young People
	
	
	I0 places
	
	F.C. Grant
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	11. Training to support Services Plan (see next page)
	
	
	
	12,800
	
	

	
	
	
	
	
	
	

	12. Short Course Budget (see next page)
	
	
	
	6600
	
	

	
	
	
	
	
	
	

	TOTAL
	
	
	TOTAL
	119,100
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	11/12. Training to support Services Plan/Short Course Budget+A93
	
	
	
	
	
	

	n.b. Money will be allocated to ‘Service Areas’ of the Directorate to fund activity related to Services Plan (partII). 
	
	
	
	
	
	

	Care Management and Commissioning – Adults
	TBA
	
	
	2,000
	
	

	Short Course budget
	TBA
	
	
	1,500
	
	

	Care Services – Adults
	TBA
	
	
	2,000
	
	

	Short Course Budget
	TBA
	
	
	800
	
	

	Children's Services / Quality Protects
	TBA
	
	
	4,500
	£1,800
	Ed.LAC 

	Short Course Budget
	TBA
	
	
	1,500
	
	

	Development & Customer Care
	TBA
	
	
	400
	
	

	Short Course Budget
	TBA
	
	
	400
	
	

	Community Affairs
	TBA
	
	
	500
	
	

	Short Course Budget
	TBA
	
	
	500
	
	

	Inspection & Registration Unit
	TBA
	
	
	400
	
	

	Short Course Budget
	TBA
	
	
	400
	
	

	Administrative and Support Staff
	TBA
	
	
	600
	
	

	Short Course Budget
	TBA
	
	
	600
	
	

	Contribution to Youth Offending Team
	TBA
	
	
	500
	
	

	Youth Offending Team – Short course budget
	TBA
	
	
	500
	
	

	Contribution to Drug Action Team
	TBA
	
	
	400
	
	

	Drug Action Team – Short Course Budget
	TBA
	
	
	400
	
	

	Training Section
	TBA
	
	
	1,500
	
	

	
	
	
	
	 
	
	

	
	
	
	
	 
	
	

	
	
	
	
	 
	
	

	
	
	
	(sub total)
	19,400
	
	


