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Executive Summary

Introduction and purpose
On 28 January 2009, a large and receptive group of educators, managers, trainers and practitioners met together at the Village Hotel, Walsall, for the second of two events in which participants debated how higher level skills might meet the needs of changes to service delivery. The second event built on the first event held on 8 October 2008 (whose recommendations included developing a regional requirement for a graduate skills framework with a Foundation Degree and forming planning partnerships) by turning its attention to the transformation agenda in adult social care and considering what its implications might be for educational provision.  

Learning outcomes
1. Debate how higher level skills will meet the needs of changes to service delivery and the transformation agenda in adult social care

2. Consider what the implications of the transformation agenda will be for education provision

3. Develop a shared understanding of the range of approaches to flexible education and training delivery

4. Consider the implications for an emphasis on work based learning and assessment for the learner, the employer and the education provider.

5. Explore the components of planning partnerships for employers and education and training providers – working relationships and collaborative structures.

Participants
Approximately 85  people took part in the event, comprising 6 people from statutory councils, 1 from the NHS, 1 from probation, 31 from further education colleges, 8 from universities, 34 from private, voluntary and independent organisations and 4 from Skills for Care.

Programme of the day

The event’s morning session was chaired by Janet Sharples, chair of Skills for Care West Midlands, who introduced Jill Ward (Director of Staffordshire, Stoke on Trent, Shropshire, Telford and Wrekin Lifelong Learning Network).  Jill acted as chair of the afternoon session.  Next, Pat Higham (independent consultant) presented an overview of recommendations from the first Better the Workforce, Better the Business event held on 8 October 2008.  The first keynote speaker, Karen Palmer (county manager, organisational development, Staffordshire County Council) explained how higher level skills will help meet the challenge of the transformation of adult social care.  Dr. Elaine Ballard (sector leader, health, care & early years, Life Long Learning Network) introduced the first workshop which engaged participants in examining job roles and the link to Foundation Degree level skills.  The last event of the morning was a panel interview, chaired by Mary Keating (Regional Development Officer, Skills for Care West Midlands) that debated strategies for using degree level training and education to address transformation.  Following lunch, the second keynote speaker, Gary Spolander (principal lecturer, Coventry University) presented the challenges of delivering flexible work based learning and assessment.  Anne Longbottom (health and care discipline coordinator, Lifelong Learning Network) facilitated the second workshop, which explored how to overcome the challenges of delivering flexible work based learning. Next, participants joined in a discussion of planning for partnerships between employers and education and training providers, introduced by Mary Keating.  The event’s proceedings were summed up by Jan Burns (regional development manager, Skills for Care West Midlands) before the closing comments by Jill Ward. 
Throughout the day, speakers and participants sought to arrive at a shared understanding of how different approaches to flexible education and training delivery (including work based learning, assessment and planning partnerships) might help to bring about transformation. 
Recommendations for further action

· Form a regional partnership of educational providers and employers to develop a Foundation Degree in Social Care.
· Develop the Degree as a hybrid model which is constructed around a regionally agreed core of modules, with specialist modules developed sub regionally to suit specialist roles.

· Ensure that the credit frameworks and module sizes are agreed regionally to ensure transferability. 

· A previous successful project that set up a regional PQ credit framework and structure could provide some guidance for achieving agreement. 

· Ensure that core modules comprise transferrable generic knowledge and skills, with priority given to communication skills; empowerment and critical thinking; knowledge of legislation, services, and policy frameworks (including personalisation and safeguarding; and gathering and evaluating information, decision making, problem solving and emotional intelligence.
· Include IT skills in the curriculum.
· Values, enabling others, partnership working, risk assessment, and aspects of leadership and management are other key generic areas for the curriculum.
· Specific knowledge and skills relevant to particular service user groups and specialist roles can be selected for the development of specialist elective modules, provided the number of students for each elective module is viable.  
· Consider establishing an initial free standing module (whose credits count towards the degree) that can serve as a ‘taster’ module to test out motivation and readiness. 
· Focus discussion on how flexible delivery can be achieved in a realistic and cost effective way
· Explore the potential of using on-line learning by asking specific questions about sources of learner support.
· Consider carefully the resourcing issues of providing mentoring, placements, assessment of work based learning, shadowing, day release, and sufficient support; and determine the funding available so that the Degree will be affordable and viable.
· Prepare prospective mentors for engagement at degree level.
· Scope the numbers of students to be sponsored for the degree to ensure viability.
· Discuss in detail the issues of ‘ownership’ and decision making for designing the curriculum and assessment.
· Determine how the Foundation Degree will fit with other qualifications and how it is part of workforce planning.
· Establish a clear selection policy so that prospective learners’ levels of literacy, numeracy and motivation enable them to benefit from higher education.
· Ensure that workers from small social care organisation have opportunities to attain a Foundation Degree
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Addressing the changes of the Transformation agenda:  Better the education & training.  Better the workforce, better the business (stage two)

1. Introduction and purpose
On 28 January 2009, a large and receptive group of educators, managers, trainers and practitioners met together at the Village Hotel, Walsall, for the second of two events in which participants debated how higher level skills might meet the needs of changes to service delivery. The second event built on the first event held on 8 October 2008 (whose recommendations included developing a regional requirement for a graduate skills framework with a Foundation Degree and forming planning partnerships) by turning its attention to the transformation agenda in adult social care and considering what its implications might be for educational provision.  
2. Learning outcomes
1. Debate how higher level skills will meet the needs of changes to service delivery and the transformation agenda in adult social care

2. Consider what the implications of the transformation agenda will be for education provision

3. Develop a shared understanding of the range of approaches to flexible education and training delivery

4. Consider the implications for an emphasis on work based learning and assessment for the learner, the employer and the education provider.

5. Explore the components of planning partnerships for employers and education and training providers – working relationships and collaborative structures.

3. Participants
Approximately 85  people took part in the event, comprising 6 people from statutory councils, 1 from the NHS, 1 from probation, 31 from further education colleges, 8 from universities, 34 from private, voluntary and independent organisations and 4 from Skills for Care.
4. Programme of the day
The event’s morning session was chaired by Janet Sharples, chair of Skills for Care West Midlands, who introduced Jill Ward (Director of Staffordshire, Stoke on Trent, Shropshire, Telford and Wrekin Lifelong Learning Network).  Jill acted as chair of the afternoon session.  Next, Pat Higham (independent consultant) presented an overview of recommendations from the first Better the Workforce, Better the Business event held on 8 October 2008.  The first keynote speaker, Karen Palmer (county manager, organisational development, Staffordshire County Council) explained how higher level skills will help meet the challenge of the transformation of adult social care.  Dr. Elaine Ballard (sector leader, health, care & early years, Life Long Learning Network) introduced the first workshop which engaged participants in examining job roles and the link to Foundation Degree level skills.  The last event of the morning was a panel interview, chaired by Mary Keating (Regional Development Officer, Skills for Care West Midlands) that debated strategies for using degree level training and education to address transformation.  Following lunch, the second keynote speaker, Gary Spolander (principal lecturer, Coventry University) presented the challenges of delivering flexible work based learning and assessment.  Anne Longbottom (health and care discipline coordinator, Lifelong Learning Network) facilitated the second workshop, which explored how to overcome the challenges of delivering flexible work based learning. Next, participants joined in a discussion of planning for partnerships between employers and education and training providers, introduced by Mary Keating.  The event’s proceedings were summed up by Jan Burns (regional development manager, Skills for Care West Midlands) before the closing comments by Jill Ward. 
Throughout the day, speakers and participants sought to arrive at a shared understanding of how different approaches to flexible education and training delivery (including work based learning, assessment and planning partnerships) might help to bring about transformation. 

5. First workshop: the skills, knowledge and roles required of Foundation Degree graduates
Participants, who were in ten small groups, were given a question sheet and asked to use the resource information provided on job roles and attributes to choose two suggested job roles for discussion within their small group.  After considering these roles, they were asked to discuss and list what they considered to be the job descriptors and the knowledge and skills that would be expected of someone working at this level.
The ten small groups chose some job roles that were, on the face of it, familiar roles, and others that reflected changes.  The roles were: advice, guidance, and advocacy worker; care worker; senior care worker; senior care worker in the community e.g. working with direct payment recipients; senior care worker with a professional practice development role relevant to a service specialism; long term carer with an eye to quality assurance; care management worker moving into a care management role; support broker; manager (unqualified, not a social worker who undertakes less complex casework with individual service users); manager and leader of an integrated team; supervisor; registered manager; supervisor/registered manager; and registered manager with a changing role.  Participants identified long lists of knowledge, skills and attributes they thought suitable for these roles.  The key issue for thinking about how to design Foundation Degree as a suitable vehicle for social care workers who are in specialist roles is to try to find commonalities of knowledge and skills that span all the roles.  It is apparent that such commonalties exist.  For example, all respondents placed a high value on 
· communication, listening, reporting, recording and interpersonal skills;
· empowerment skills, critical thinking, reflection and evaluation skills;

· knowledge of legislation, services, and policy frameworks (including personalisation, safeguarding, independence, choice, control, involvement of carers) and the ability to use the knowledge to develop the service; and
· gathering and evaluating information to make decisions, problem solving; emotional intelligence.
These areas of knowledge and skills suggest that it is possible to design a core curriculum for a Foundation Degree. Analysing the feedback from the groups suggests that aspects of skills that formerly were the province of management and leadership now may be required more widely across the workforce because personalisation demands more individual working.   Below are lists of additional attributes, knowledge and skills that respondents also thought were important role attributes, however lists cannot capture the levels at which graduate level workers will be expected to use their knowledge and skills.  The skills and knowledge listed below cross the boundaries of the role attribute headings and arguably could be duplicated under more than one role attribute.  Ultimately, decisions will need to be taken about choices for the curriculum, but this workshop activity illustrates the cross cutting nature of skills and knowledge, and therefore supports the notion of a core curriculum that spans all specialisms, as long as the curriculum includes specialisms as well. 
· Creativity and change: offer creative ideas for service and business delivery and development; take responsibility for own professional development to implement change; produce action plans for the area of service; entrepreneurial skills to develop innovative/individualised services that people who use services and carers want; tenacity. 
· Enabling others: practice assessment and enabling others to make decisions and manage their situations.
· Quality assurance: setting up and implementing quality evaluation frameworks; working within specific codes of practice; working to improve external and internal services.
· Core entry skills and knowledge: sufficiency in English and maths to benefit from higher education; attitudes and values that are consonant with the Codes of Practice.
· People who use services and carers: specialist knowledge dependent on area of practice; knowledge and understanding of the history and current situation of provision for service users within the particular specialism; providing support, advice, engagement to PWUS and carers and including them in decision making; involving PWUS and carers in training and development. 
· Values: understand and promote equality and diversity; develop a common language for terminology; work towards shifts in power balance; observe data protection; practice appropriate values and ethics; empathise with service users; challenge what is provided and how it is provided.
· Partnership and collaborative working: ability to network partnership working; how to work with other agencies.
· Risk: risk analysis, assessment, and management; balance management of risk with allowing people to do things against safeguarding.
· Management skills: managing a budget, marketing, networking; recruitment, employment, and retention; health and safety; delegation skills; strategy planning; business planning; change management; creativity with financial models to support development.
· Organisational skills: team working; working in multi disciplinary teams; negotiating skills; reviewing and analysing services offered; time management; project management skills.
· Leadership and development skills: people management; mentoring; coaching; supporting training opportunities; confidence building; providing supervision and support; up-skilling the workforce; stress management; individual leadership working with people who use services and carers; the community and the team; bringing about culture change; people skills; negotiating skills; problem solving; inspiring, getting other people to change without crushing ideas; transparent in own motivations; practicing  emotional intelligence; monitoring and encouraging people within Equal Opportunities.
· Information technology: IT skills; assistive technology skills, 
6. Second workshop: overcoming challenges in the delivery of flexible work based learning
For the second workshop, Anne Longbottom (Health and Care Discipline co-ordinator, Lifelong Learning Network) introduced discussion on overcoming the challenges for employers, students, education and training providers in the delivery of flexible work based learning.  Ten small groups pondered the questions ‘what are the challenges for employers in supporting their staff who are undertaking work based learning, and who are studying for graduate knowledge and skills?  What are the challenges around flexible work based learning from the perspectives of employers, employees/students; educational providers and what are some suggested resolutions?  

Two frequent concerns

Two of the most frequently mentioned issues were, first, the need to ensure sufficient funding for the Foundation Degree and to supply clear information about available funding; and second, concerns that releasing staff from busy work environments for a study day might not fit well with the demands of formal study.  The first concern, about money and resources, is a tacit recognition that the process of learning and release from work, as well as covering for the learner when they are away from the work base, will be an expensive endeavor.  One respondent thought that it important to recognise that forward planning must realistically take costs and resources into account through shared agreements that did not put too much pressure on one employer.  Another respondent thought that too many options would not be cost effective; implying that there must be some compromise about how much flexibility can be provided.
The second concern, about release from work, links with the most frequently raised concern, which is anxiety about whether the Foundation Degree could be flexible enough to enable employees to learn and achieve the qualification.  Employers were anxious about how they might ensure sufficient day release and study time in the context of demands on service delivery, particularly when there are staff vacancies and illnesses.  One respondent expressed concern that learners may be put under too much pressure to achieve academic success.  Nearly all respondents mentioned flexibility, saying that they wanted flexible delivery and expressing some anxiety about whether universities and colleges could be sufficiently flexible.  It is worth querying the meaning that was intended.  ‘Flexibility’ can mean different things to different people.  For example, some respondents wanted flexible teaching times – dusk to dawn and weekend teaching.  Others mentioned flexible tutor support – e.g. being available at different times outside the normal working day.  Support could also be interpreted as overall strategic support from the employer, not just for the designated learning, but also for the rest of the team who potentially might benefit from a cascade of learning. Although on line delivery was mentioned, many respondents were ambivalent about its benefits as a flexible learning tool, being unsure of how this kind of delivery might work in practice and fearing that the loss of face to face contact would be detrimental.  

Other frequently cited concerns

High in the order of concerns was the need to provide IT skills and facilities to learners, respondents admitting that IT skills might constitute a prior deficit for many intended learners.  Other wide ranging concerns included their wish for employer involvement and ownership of the degree (here again it will be important to explore what ‘ownership’ means); provision of placements and shadowing arrangements, ensuring sufficient support both to learners and to those who mentor learners at higher education levels (it was feared that traditional mentors may not be prepared for mentoring at higher education levels); worries that staff with aspirations for career development who achieve a Foundation Degree may not remain with their employer; that the Foundation Degree would stimulate new ideas and might be a challenge to management.  
Selection of learners was mentioned by some as important for ascertaining that suitable levels of literacy and numeracy had been attained before beginning the degree.  Others discussed learners’ needs for study skills, and providers’ ability to meet special needs, although it was not stated what these needs might be.  One respondent said that selection was important because the Foundation Degree would not be suitable for all workers, and employers must acknowledge this, as well universities finding ways to recognise the skills and knowledge that people already possessed.  Overall, the responses revealed a need for employers to share their wants and needs for a Foundation Degree in a developmental partnership with provider universities.  Some of the concerns were about needing to know more about how certain processes might work and what might be provided – for example, how the Foundation Degree fits with a range of qualifications.  The concerns about support could be addressed through an exchange of information about how the Disability Discrimination Act is implemented in universities on behalf of students with special needs, and the role of student support services.

Strategies for addressing concerns

Strategies for addressing the concerns included setting up learning agreements between the learner, the employer, and the educational institution, and providing stand alone modules - perhaps a ‘starter’ module to test out learners’ readiness for the degree.  Employers’ other possible actions could include gaining the commitment of the line manager, ensuring that the Foundation Degree becomes part of over all work force planning; providing some on-line delivery mixed with days of face-to-face contact at the university; providing laptops to learners, and learning lessons from previous models of learning on the job – e.g. the experience of CSS (Certificate in Social Services).  It was acknowledged that issues would differ depending on whether the employer organisation was large or small.  Gaining support from the Life Long Learning Networks (LLN) was cited by some.  The funding issue could be mitigated by gaining tax breaks for employers who sponsored staff.  Employers were concerned about ensuring sufficient specialisms (mentioning dementia and adoption) and some saw the solution as a delivery model comprising core and elective modules. Respondents saw the Foundation Degree as an investment in the future, but recognised that its development should propose a sustainable model of delivery, thus reiterating their anxiety about whether resources would be sufficient.
7. Planning activity for partnerships
During the afternoon, time was spent on planning activity between employers and educational and training providers, undertaken in ten small groups. Mary Keating (Regional Development Officer, Skills for Care West Midlands) introduced the activity which asked respondents to select their preferred model for a Foundation Degree, and discuss its concomitant strengths, weaknesses, opportunities and threats: model 1 being a regional planning model, where employers and providers across the region plan a shared curriculum and associated strategies; model 2, a sub regional planning model, that might result in several different Foundation Degrees provided across the region; and model 3, a regional subject based model that would incorporate subject specialisms into a regional format. The findings clearly indicated that respondents preferred a regional model that incorporates aspects of the other two models – as one group indicated, a hybrid model is preferred.  

Model 1 - Regional model

Strengths

The regional model’s strengths include setting up collaboration between employers and universities; the curriculum having the same learning outcomes across universities, thus ensuring consistency and transportability of learning; contributing to better working relationships between health and social care; enhancing progression routes; supporting recruitment, retention, employability and career options; ensuring a cohesive learner journey; and making it possible to share expertise of university staff and others across the region.  
Weaknesses

Its weaknesses include some uncertainty about how to engage with National Occupational Standards within the curriculum (and the need to do so was acknowledge); doubt about whether the numbers of different provider universities are truly compatible, because they are heterogeneous autonomous organisations with different quality systems; lack of certainty about what employers need, want and understand; apprehension that a generic curriculum may not attract sufficient learners, whilst the market may not be large enough to sustain specialisms. 
Opportunities

Opportunities include the possibility that the Qualifications and Credit Framework (QCF) could make the structure of a Foundation Degree ‘more elegant’; the creation of employer-led programmes that involve partnership working with stakeholders, including people who use services and carers; establishing social care’s identity; increasing recruitment to social care; and possibilities to join up funding opportunities and make partnership bids for funding.  One group suggested that universities could come together to agree the programme but validate the programme separately.  Others thought there would be an opportunity to recognise special interests and expertise in different areas.
Threats

Threats include the possibility that some potential learners may just want to deliver day-to-day care to a high standard rather than study – how might employers incentivise, value and reward them? Prospective learners may not be ready for a Foundation Degree because they lack basic skills and appropriate study skills. The competition between universities was viewed as a threat that might sabotage efforts to get providers to adopt the same credit system. Other possible threats might be a failure to understand the sources of funding and find sufficient funding; the changing economic climate a likely forthcoming change in government that might dampen efforts to develop a Foundation Degree. One group commented that trying to respond to policy distracts stakeholders from the business of training.  The changing ethnic mix of prospective learners and people who use services has resulted in changed demands and needs, so that it would be a mistake to offer a ‘one size fits all’ degree. The Foundation Degree was seen as training people out of roles, as well as into roles. Respondents acknowledged that a plethora of Foundation Degrees in social care already exist across the region. Recruitment might be low, and changes in policy might result in early obsolescence of the curriculum.  Some respondents wondered whether there might be a market for linking or joining the Foundation Degree in social care to health.  Respondents recognised a need to move quickly to establish partnerships, because loss of impetus might become a threat.  
The hybrid model

Most respondents specified that they wanted a hybrid model that features sub regional delivery of an agreed core regional framework.  Respondents liked the idea of transferability and transparency of a regional model and the standardisation of qualifications.  They wanted the idea of having an over arching framework for the degree, but also wanted opportunities for local specialisms to develop within it.  A common core across the region, perhaps with a common first year, would still encourage people to access specialisms locally.  This could be called a regional subject based model that incorporates a variety of specialisms across the region but still retains core modules and an agreed structure and credits.  
Strengths

The strengths of this hybrid model were similar to those cited for the regional model: positive collaborative partnerships to work with, but with more of an emphasis on employer sub regional partnerships, ensuring a ‘win-win’ situation that gains over all regional support; Lifelong Learning Network support and funding; and forming interpersonal relationships at various levels.  Core modules would be agreed across all universities in the region, and regional planning would be valued. Retention would improve.  Sub regional partnerships were seen as helping to engage with further education around the degree and ensuring employer links.  The hybrid model could provide a flexible choice of specialities to more learners, allowing different universities to work to their subject strengths and available resources, and would be more viable and cost effective. The model might be more likely to get employer support for the concept of discrete continuing professional development (CPD) modules rather than whole awards.  It was seen as easier to develop local modules to meet specific local area needs.  However, advocates of this model wanted more inter area working and sharing of ideas, to create area based centres of excellence through inter-programme working that would attract other professions.  
Weaknesses

The weaknesses of the hybrid model are that learners might not be enabled sufficiently to be clear about what is not working; intelligence about workforce needs might not be available, because there could be a major difficulty in aggregating workforce planning across statutory and independent sectors.  In reality, many learners are not able to travel very far from base, and so there are practical issues associated with requiring learners to travel a distance.  Too much specialism could possible reduce inter professional learning.  Planning over the whole region was seen as being potentially very challenging, and an unwieldy process. The hybrid model challenges tutors to deliver work based support, but some respondents wondered who has the final say.  As with the straightforward regional model, respondents saw potential weaknesses in trying to get universities to agree a core approach to a hybrid model, and stakeholders to agree core modules, support for travel, resources and money – who gets it?   Respondents liked the likely transferability and transparency of a regional model and establishing standardised qualifications.  Respondents recognised that regional needs might not be met, and that sub regional models might differ if there is no common core.  There could be too much choice, making it difficult to know what to choose.  A possible risk might lie in focussing all provision in one part of the region, thus limiting choice.  Respondents were concerned to establish useful relationships with local educational providers, wanting universities to be ‘more accepting’.  The hybrid model might be more costly to supply.  Some learners might ‘fall through the net’ by attending different universities, so there would be a need to identify which is the key university for the learner who will be responsibility for monitoring their progress.   Employers may not understand how Foundation Degrees fit within the qualifications framework.  
Opportunities

Opportunities were perceived in being able to think through issues in regional events and workshops that guide change; adopting a proactive approach to the model; and using information technology better as a sector – e.g. to support workforce planning.  Respondents saw higher level graduate skills as means to raise the profile and image of social care through a bottom-up push to improve pay and recognition.  The social care sector should respond strategically to raise workforce diversity, pay, and its profile through higher level graduate skills.  A regional hybrid approach, providing regional coursework with local flexibility, would allow ‘more than one person to dictate the future’ and provide blended learning that could remove barriers to learning at geographically distant places and provide transferable skills and knowledge.  The hybrid model would provide an opportunity to develop inter professional working, and would allow learners to develop new specialist skills.  Regional planning would increase employer confidence in the quality and portability of modules. Resourced could be shared; core modules could be delivered locally; a blended learning approach could be encouraged; a regional model could meet strategic design needs, whilst sub regional delivery could provide specific specialisms. Some respondents had the vision of establishing a national network for a Foundation Degree in Social Care that would draw together the different regions.  Opportunities should be provided to improve the continuing professional development of university staff and tutors.  Information, advice and guidance should expand to help sort out the range of choices.  Increased competition among providers might improve quality, but on the other hand, collaboration between providers would probably increase.  
Threats 

Threats included the risk that commissioners might not be clear about what they want, or might not give honest messages at all stages of the development and delivery processes.  Funding problems might arise from the ELQ (Equivalent or Lower Qualifications) regulations of HEFCE (Higher Education Funding Council) which would prevent the availability of standard fees for certain potential learners.  Train to Gain (T2g) might have funding restrictions.  Stakeholders might not fully support the Foundation Degree.  It was thought that regionalisation of the degree could constitute a threat to further education providers who are current developing or have developed  Foundation Degrees.  Other possible threats include the size of the regional geographical area that must be covered; resistance to change, and a need to ensure national recognition.  
8. Discussion
Throughout the day, speakers and participants sought to arrive at a shared understanding of how different approaches to flexible education and training delivery (including work based learning, assessment and planning partnerships) might help to bring about transformation. During the event, amply opportunities for networking and informal exchanges of information proved beneficial.  The conclusions of the day included a clear acknowledgement that changes in service delivery will require appropriate use of graduate skills to meet the transformation agenda, and that collaborative planning partnerships for flexible provision are essential to achieve the desired outcomes.  The first workshop provided some suggestions for areas of skills and knowledge that could be incorporated into the curriculum of a foundation degree and supported the idea of a core curriculum with transferable knowledge and skills across specialisms, accompanied by specialist modules available according to the specialism.  

The second workshop about flexible learning revealed respondents’ ambivalence about whether on line delivery of the curriculum would be sufficiently supportive.  A need for more knowledge sharing about how this method might work was clear.  Employers were concerned about costs and how to release workers for study.  The need to improve learners’ IT skills was agreed.  Respondents recognised the importance of careful selection of learners with the requisite prior literacy and numeracy skills.  More knowledge is needed about how the Foundation Degree fits with other qualifications.
The planning activity established that most respondents want a hybrid model of a regionally planned Foundation Degree that contains core modules with specialist modules designed and delivered sub regionally within an agreed credit framework. 

9. Recommendations for further action

· Form a regional partnership of educational providers and employers to develop a Foundation Degree in Social Care.
· Develop the Degree as a hybrid model which is constructed around a regionally agreed core of modules, with specialist modules developed sub regionally to suit specialist roles.

· Ensure that the credit frameworks and module sizes are agreed regionally to ensure transferability. 

· A previous successful project that set up a regional PQ credit framework and structure could provide some guidance for achieving agreement. 

· Ensure that core modules comprise transferrable generic knowledge and skills, with priority given to communication skills; empowerment and critical thinking; knowledge of legislation, services, and policy frameworks (including personalisation and safeguarding; and gathering and evaluating information, decision making, problem solving and emotional intelligence.
· Include IT skills in the curriculum.
· Values, enabling others, partnership working, risk assessment, and aspects of leadership and management are other key generic areas for the curriculum.
· Specific knowledge and skills relevant to particular service user groups and specialist roles can be selected for the development of specialist elective modules, provided the number of students for each elective module is viable.  
· Consider establishing an initial free standing module (whose credits count towards the degree) that can serve as a ‘taster’ module to test out motivation and readiness. 
· Focus discussion on how flexible delivery can be achieved in a realistic and cost effective way
· Explore the potential of using on-line learning by asking specific questions about sources of learner support.
· Consider carefully the resourcing issues of providing mentoring, placements, assessment of work based learning, shadowing, day release, and sufficient support; and determine the funding available so that the Degree will be affordable and viable.
· Prepare prospective mentors for engagement at degree level.
· Scope the numbers of students to be sponsored for the degree to ensure viability.
· Discuss in detail the issues of ‘ownership’ and decision making for designing the curriculum and assessment.
· Determine how the Foundation Degree will fit with other qualifications and how it is part of workforce planning.
· Establish a clear selection policy so that prospective learners’ levels of literacy, numeracy and motivation enable them to benefit from higher education.
· Ensure that workers from small social care organisation have opportunities to attain a Foundation Degree
10. Appendices 

Findings from ten small groups that participated in workshop 1 JOB ROLES: Dr. Elaine Ballard, Sector Leader: health, care & Early Years, Lifelong Learning Network: Transformation Agenda – examining job roles and the link to higher/foundation degree level skills; Workshop 2 FLEXIBLE WORK BASED LEARNING:  Anne Longbottom (health and care discipline coordinator, Lifelong Learning Network) Challenges around flexible work based learning; and the PLANNING ACTIVITY - WHICH MODEL?  (Model 1 – regional planning model; model 2 sub regional planning model; model 3 regional subject based model) Mary Keating, Regional Development Officer, Skills for Care West Midlands. Planning for partnerships between employers, education and training providers.  
Group 1
JOB ROLES: WORKSHOP 1 
Job role:  support broker

Communication skills – understanding of terminology – knowledge of range of communication skills – framework to understand range of skills/who adopts what methods/why? – body of knowledge assists critical thinking/reflection. Empowering – framework of empowerment skills. – reflection of how to and how much to - knowledge of local policy frameworks.  Gathering information: framework for evaluating info sources. As well as knowledge of range of information sources. – persistence/tenacity skills – how to deliver this information objectively (fits with empowering/communication) – understanding choices/implications of these choices – need framework for reflection.

Job role: Support broker/senior care worker in community e.g. working with direct payment recipient.

Job descriptors: Communication skills – understanding of terminology –inter professional skills – higher level of verbal skills.

Critical.  Body of knowledge – knowledge re range of communication skills/levels; understanding of frameworks.  Advocacy skills: understand choices/implications of those choices; empowerment skills – do I need to; Enabling and evaluating information – framework for evaluating services – understanding information; research skills/persistence/ tenacity.
Job role:  senior care worker

Job descriptors: Communication skills. Reporting, recording skills.  High level verbal skills.  Knowledge base: promoting independence, choice and controls.  Knowledge: personalisation of services, and the involvement of carers.  Empowering – knowledge of local policy frameworks. 

Job role:  senior care worker Working in the community, independently, perhaps with a personal budget, senior personal assistant

Job descriptors: Level 4 skills.  Body of knowledge/theoretical framework.  Tenacity! Inter professional communication skills.  How to gather information.  Research skills – how to be critical.  Advocacy skills – evaluation skills.  Empowerment skills.
FLEXIBLE WORK BASED LEARNING WORKSHOP 2:  Challenges around flexible work based learning
	Employers
	Employees/student
	Education Provider
	Suggested resolutions

	Being able to release learners – e.g. if someone else is sick, operational polices come first.                                                                     
	Same
	Same
	More flexible, blended learning but employers must have ownership and learners need good IT skills.

	
	Dusk/dawn teaching/placements, weekend or holiday teaching/placements
	
	Upfront information.  Tutors available flexibly e.g. evenings/weekends

	Provision of placements/shadowing
	
	
	

	
	Aspect of course which isn’t currently part of role
	
	Placement/work shadowing

	Providing appropriate/adequate support to learners especially SMEs.
	
	
	Access other help e.g. LLN skills brokers, training providers

	Retention – employee may be aspirational, get aspiration and move on.
	Employer won’t invest in me because they think I will move on.
	
	Re adertise! Evidence based findings around this not being an issue.  NB: Small employers have different issues from big employers.

	Knowing what funding is available
	Same
	Same.  Also changes in the way courses are funded.
	Access information e.g. colleges, SMEs, brokers, LLN, etc.

	I don’t know what training my staff need.
	
	
	Skills brokers can do a training needs analysis

	I don’t know what training my staff will need in 5 – 10 – 15 years.  Current training may become obsolete.
	
	
	Same as above.

	Need specialist roles e.g. dementia, adoption.
	Need specialist training.
	
	Common course modules with specialist (discipline specific?)  modules (IATs – routes with different providers)

	
	
	This type of course is much more difficult to organise than 3 year traditional degrees.
	More work based learning.  Employer engagement.

	Operational priorities are first.  Releasing people on a regular basis – same time every week.
	
	Challenges to staff development to change styles/ attitudes/approach to teaching.
	Out of hours sessions e.g. Saturdays

	Providing level of mentorship/support/supervision – especially if no financial incentive. 
	 Non employed students face difficulty in finding support mentors.
	Might be too flexible in mentor/employer support requirements as they are aware of demands put on employer
	

	Providing work experience/placements may assist workforce but could be tricky to cope with capacity.
	Non employed students face difficulty in finding work experience/placements
	
	

	Funding issues for employers
	Funding?
	Funding models for HEIs?
	

	
	Aspirations higher than current role – not supported from employer 
	
	


It is important teachers are recognised for teaching. And evidence (not just research excellence).  Teachers need to get appropriate staff development around teaching vocational/work based learners. Issue of what society will become.

PLANNING ACTIVITY:   Workshop 2 Model: 
Regional planning model
Strengths Learning outcomes are the same across universities (or at least they should be).  Consistency/transportability; specialist modules.
Weaknesses How does the OS get involved – is a national body?  Are universities truly comparable?  Heterogeneity of providers.  What do employers need, ant and understand?  The number of training providers that all need to agree.
Opportunities  QCF should make things more elegant. Be employer led/involve stakeholders/user and carer involvement.  Partnership working.
Threats Some people just want to deliver day to day care to a high standard – how do we incentivise/value/reward them?  Funding and understanding funding.  Changing ethnic mix. Changing demands.  Changing economic climate. Undervaluing the importance of certain roles. Trying to be one size fits all. Training people out of roles.  Change in government. Trying to respond to policy distracts us from the business of training.  Lack of basic skills and study skills.

Group 2

FLEXIBLE WORK BASED LEARNING WORKSHOP 2:  Challenges around flexible work based learning
JOB ROLES: WORKSHOP 1 
 Leadership system, social care worker.

Roles: potential tension can be restricting; ‘pigeon holes – status quo service rather than visionary; must reflect ‘personalisation’ agenda; developing current skills: developing people.  Transition is important; values and attitude core; ‘advocate’; navigator; really understanding/empathising with service users; critical thinkers; informed decision makers; It literature; analyse and use evidence to make a case; market, tell and sell; risk manager; enabling others to make decision, manage their situations, financial management.

Challenges:  Employers:  proactive and strategic investment linked to individual and service development needs (business development; staffing capacity linked to workforce planning to incorporate flexibility to support and enable educational development; selecting the right staff for education  (Solution: challenge); business delivery strategy that recognises the need for ‘spare’ capacity; infrastructure, resource, staff mentoring resource; opportunity for reflection and critical incident review; resistance of professional staff; training providers to listen and respond to their needs.  

Solution: building partnerships/consortia for cross-fertilisation – mentoring, shadowing

Employees: time, opportunity to put learning into practice – facilities, employer support and belief in them; family support; readiness – pre-entry support, confidence and self belief; likelihood of success; understanding what is required.

Solutions:  linked to selecting right people, infrastructure support, employer philosophy (learning organisation).  Incremental learning opportunities – build up, rather than all or nothing.  IAG.

Educational providers:  tensions – government policy, employer requirements, PSRB etc. bodies, regional and local issues, commissioner requirements; sector ‘savvy’ – new fields and approaches for education staff; sustainability and viability of education offer.

Solutions:  work in partnership with region to prioritise and ensure regional relevance; opportunities for education to work more closely with employers – in FD development but shadowing, providing mentorship support in the workplace; regional strategic approach – business for all; build good employer relations.  Build up to the qualification – CPD opportunities.

What are the challenges around flexible work based learning?

	Employers
	Employees/student
	Education Provider
	Suggested resolutions

	 Not being an empowering group. Sanctions – regulations. Not being applied.  Sustainability                                                                    
	Investment in others
	
	

	Small business? Finance driven.  Build in development as aid to sustainability.  
	
	
	  .


WHICH MODEL?  PLANNING ACTIVITY 

Would like model 1 and 3 – hybrid.  Systems and over arching framework, but also opportunity for local specialisms to develop within.

Strengths  Positive collaborative partnerships to work from – HEI/FE based and the employer sub regional partnerships.  LLN support and funding.  Inter personal relationships at various levels.
Weaknesses  Candidates not enabled sufficiently to be clear about what is not working for any intelligence about workforce needs – major difficulty in aggregating workforce planning across statutory and independent sectors.

Opportunities:  Regional thinking through events and workshops to guide change; proactive approach to model using technology better as a sector –e.g. to support workforce planning.  Higher level and graduate skills as a means to raise profile/image/bottom up push to improve pay/recognition.  Strategic response as a sector to raise workforce diversity/pay/profile via higher level/graduate skills.
Threats Commissioners being clear about what they want and giving honest messages at all stages in a development/delivery process.  ELQ problems/HEFCE cap on student payments/T2g funding restrictions  

Group 3

JOB ROLES: WORKSHOP 1 
Role 1 Care manager (unqualified, not a social worker)

Focus: less complex casework with individual service users’

Skills and competences:  c-g all vital (could be appointed showing potential; a, b, and d are more difficult.  Should be acquired by completion of L4.

Knowledge:  h-o will be needed; not p-u.

Role 2: senior care worker – professional practice development role, relevant to a service specialism.  Core and cluster approach to j.d./ skills/ knowledge.
Skills Box III as above.
Knowledge: h-o, plus specialist additional modules – e.g. Palliative care/dementia care.
Key issues:  1. consortium working for workforce panning (especially with health) will be critical to make supply side provision viable. 2. Modularity, especially core and cluster approach, will be important.  Core to be designed to meet needs across health and social care (and possibly children?  3.  Lots interest and aspiration to have a professional practice development type role in adult social care (cf. Early Years Professional in children’s services settings) BUT issues of cost; employer uptake and hence viability.  May need a regional workforce strategy.  3. Interesting point regarding language in integrated social work teams. Need to move away from ‘unqualified’ tag.  Pejorative.  From skill mix of differently qualified staff.

Group 4
JOB ROLES: WORKSHOP 1 
Leadership and management of an integrated team.

Responsibilities, Quality – (External – Internal); Taking steps to improve quality – how do you evaluate? Responsibilities for design – look at staff, look at service users. And Implementation.
Specialist knowledge and ability to use it to develop the team and service (this links with staff development - mentoring and performance). It also links with recruitment selection. Develop business skills – managing a budget, marketing, extensive networking. Highly developed organisational skills, IT skills.
Ability to offer creative ideas for service and business delivery and development, with communication and recognising and using strengths.

Ability to take responsibility for own professional development to implement change.  Reviewing policies/procedures – implementation.  Specialist knowledge on funding, legislation. Ability to contribute to business planning. Produce action plans for area of service.  Monitor and encourage people within Equal opportunities. Health and safety – ability to manage ‘risk’.
FLEXIBLE WORK BASED LEARNING WORKSHOP 2:  Challenges around flexible work based learning
What are the challenges around flexible work-based learning?

	Employers
	Employees/student
	Education Provider
	Suggested resolutions

	Time resources, providing mentors, confidence, workplace, dealing with challenging issues
	Support from the workplace
	Manages structural issues.
	Convincing employers that there are benefits throughout, although staff may not be retained



	Risk of losing staff
	Pressure to achieve academic skill. Worry
	What to offer to individuals
	Modules vs. full award. Link module/specialism to attract staff.   Entry module.

	Mentoring. Support for mentors.

Making sense of programmes
	
	Resources ad numbers for person centred, APEL, Credit transfer
	Order of modules to develop confidence and retain students



	Can they be flexible to learners?
	Flexibility.  Prioritising.
	Offer specialist modules or specialist awards
	On line learning vs. face to face

	Are they in a position to mentor?
	Confidence and understanding
	Meeting the needs of employees/employers in terms of assessment, working hours.
	Support from mentors and educators and college/ university  role

	
	Having to learn a range of skills
	Slow moving process to provide what is needed.
	Making credits transferable.


WHICH MODEL?  PLANNING ACTIVITY 

Regional model – Generic core and specialism
Strengths – better working relationship between health and enhances progression routes. Cohesive learner journey. Sharing expertise of university staff and others across the region.  Specialisms will engage with candidates and employers. Regionally agreed core everyone knows content and better information available and marketing.
Title  Social Care (and Health) with Dementia etc.
Strengths: Increase recruitment and retention to social care.  Enhances employability and career options –can move service user group and build in other specialisms.
Weaknesses – generic course may not attract candidates. Can’t offer specialism local or regional. Is the market large enough to sustain specialisms?  University autonomy and difficulty of bringing different quality systems together.

Opportunities  Social care identity established.  Universities come together to agree the programme but validate separately.  Increase recruitment to social care and FDs.  Think about joining up funding opportunities, partnership bids for funding.
Threats – should it be social care or joined/linked to health – is this a market of not? Competition between universities.   Plethora of FDs in social care across the region. Changes and low recruitment- need to move quickly to establish partnerships – threat to loss of impetus.
Group 5

JOB ROLES: WORKSHOP 1 
supervisor role 

Key point: know what jobs look like at the moment but need to have people who can visualise the future.

· need people who have a different knowledge and skills who have a level  of critical/analytical  thinking skills that explore/question what am I doing that for, how might we do things differently?

· Need skills and knowledge to balance management of risk allowing people to doing things vs. safeguarding, protecting taking account of legal aspects.

· Business management skills to mange budget, finance, marketing.

· Project management skills

· Understanding of policies and procedures, legal issues, what they are and how them might be put in place.

· Understanding of what is available locally (thinking about what people might want e.g. leisure activities).

· Provide opportunities for lower level managers to access modules from FD for career progression. – challenge for universities – silo mentality etc. new integrated working 

· have to go with it and try it out – gradually people will get a way forward.  On-line                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                   

Know what jobs look like at the moment.  People who have level of complexity:  what am I doing for that individual – balance between risk management and safe guarding/protecting.  Risk assessment – how do you manage the risk?

Job roles: Supervisor/RMA

Job description:  entrepreneurial skills to see what people might need (slide showed leisure)

Creativity, understanding and knowledge of wider environment, health, leisure, housing, care; managing relationship with other professionals; terminology of any other professional groups; leadership – inspire, get other people to move, not crush ideas; transparent in own motivations; business management, understand delegation. Budgeting, marketing, - if people coming odd days rather than all week – how do you do it? Understanding of locality, demand management, people skills, negotiating skills, problem solving, knowledge –NVQ 2, 3, show people can do; basis concepts of social care – look at how to approach issues – look for ideas, not an area that stands still. Emphasise safeguarding adults. Thinking skills and critical analysis. Practice assessment. Enabling others; risk assessment – legal responsibilities, health and safety; how to balance legal requirements - both need to promote independence  Coventry and Warwick 4 day project. Residential care management APL Year 1, and then go to year 2.  Consequences of risk; managing the consequences; legislation – very different- project management skills – how to work with other agencies – e.g. leisure services; ability to carry out problem solving – we’ve never done it before.  What might happen – what would we do, cost vs. benefits – how might overcome. Team working/dynamics. Understanding policies/procedures. Legal issues.  What they are and how they might be put in place?  Risk Assessment:  Vulnerable adults – getting people to think about what might need. Threat to employers if people gain skills. Getting managers on side, get pulled back to work.  Protocol of joint working.  Closer working e.g. probation service – getting people back into the community – e g. Minor offences – nature of convictions.  Still be allowed to work in the community.  Learning re skills in prison very high on agenda.

Need to tailor courses.  Need understanding of policies and procedures.  How to put in place.  Appointing for attitude.  Care worker.  Supervisor/RMA – just got new standards  deeper understanding.  at moment need NVQ.  Sense no want people constantly reviewing, turn excellent services to innovative/individualised services. Challenging what provide/how provide.  Increase range, entrepreneurial skills.  Also consider what service users/carers want.  Creativity with financial models – to support development.
Planning model: What do I want to achieve: consistency across sub-regions; finance – self funding; economies of scale; ability to provide specialism; long term incentive for people to progress; upping skills levels; retention; how do you get people to move on to a FD? Juggling with work.  Value for money; raising profile/case studies.  Facilitating link of people along.  Link NVQs to prepare people to go on.  

FLEXIBLE WORK BASED LEARNING WORKSHOP 2:  Challenges around flexible work based learning
What are the challenges around flexible work-based learning?

	Employers
	Employees/student
	Education Provider
	Suggested resolutions

	Allow candidates of student in a local home environment                                                                     
	Would they be able to do it live – home – kids or at work
	On line skills candidate has – do they have them.  Internet connection, webcam
	

	IT facilities – which is actually doing it.  Is the person who does it the person who should?
	
	Support from educational institution
	  .

	Could put employee on something that did not.  How can you check people doing learning – physically doing it
	
	
	

	Opportunities  to demonstrate skills and learning on the job 
	How do you look after me if I have special needs – employer – cost to them
	How flexible is flexible?  If too rigid and people get stuck.  
	

	Programmes specifically bite sized that can allow people to step off if not right for them or employer
	Mental switch – e. g management thinking about what you or your manager might or might not do.
	If too many options then how do you cover costs?

Challenge – develop structure – what you want people to do /have when finished?
	Clear outcome

	Probation services – CRB issues – people having second changes
	Being done on time not easy – does it still give ability to talk, discuss in a secure environment.  E learning recorded – words can get taken out of context.


	If out of classroom situation/group work can see and discuss if not got it.  More difficult if online.  How does tutor check learning?
	On line tests

	Sometimes they don’t have expertise and knowledge to support student or IT availability.

ICT support – employers often use IT in very basic way.  Idea of sitting in home with headphones and talking to some in another area – scary.
	Miss social interaction  -– closed blog group. resolution?  

Mentorship – support mechanism – is that online?  Not quite sure what letting yourself in for – if hit a problem what did you do? How do you build up the rapport?  Could have mentor meetings.  Often not willing mentors how deal with that?
	
	Clear on what mentor role is.  What support is available?


WHICH MODEL?  PLANNING ACTIVITY 

Work out what the core is – could that be set regionally?  Common first year and then look at were specialised.  RSRM work based learning – managing lots of different relationships with different institutions.  How engaged are partnerships – L3 building block for management – already on road towards FD.  HE – now included in delivery at FE colleges and training partnerships.

Regional model actually think that could be regional model but use the sub regions for delivery

Strength:  people don’t always live where they work.  Regional raise kudos/image of social care.

Regional planning model – needs strong sense of what required for outcomes  get collaboration.

Regional model with sub regional delivery.
Strengths:  common core across region but still encourage people to access specialisms locally – not just about K and SW outcomes around social care but also the academic learning opportunities and developing people that come after you.

Weaknesses:  needs to tie into occupational standards – so could dictate what can be done in system.

Opportunities:  Could be opportunity to recognise special interests/expertise in different areas.

Threats:  credit rating – how get everyone to think and work on same credits. 
Group 6
JOB ROLES: WORKSHOP 1 
Skills:  Leadership, mentoring and coaching.  Time management/delegation (basic management skills). Reviewing, analysis of services offered.  Quality assurance role.  Working within specific codes of practice.  Communication – to a higher level.  Emotional intelligence – to a higher level –Employability skills.  Team working.  Good/high level core social care skills.

Senior care worker

Vocational skills assessment as an element of the FD.  Two entry routes. 1. Experienced working in social care. 2. Those entering from secondary – HE.  How do you then ensure both have strong foundational skills in practice.  Quality of placements whilst undertaking the WB element.  Placement supervisors with specialist skills, funding for this.

FLEXIBLE WORK BASED LEARNING WORKSHOP 2:  Challenges around flexible work based learning
What are the challenges around flexible work based learning?

	Employers
	Employees/student
	Education Provider
	Suggested resolutions

	Financial cost.  Time cost. Releasing staff. Time of delivering high quality mentorship.                                                                     
	How can they integrate their need to learn with still doing their job effectively and challenge?
	How do you deliver the learning to learn independently skills in a WBL environment
	How can we learn from previous WBL experiences e.g. CSS?

	Managing the introduction of new ideas of concepts into the workplace.
	If you are not ‘away’ from the work environment, how do you protect learning time?
	How can education providers ensure quality placements and ensure that learners can learn positive things in situations?
	Pulling in learning from other places – action learning/research – enquiry and action learning – NVQs/apprenticeships

	Size of unit covering range of people available.  How do you manage people doing things outside their normal work role?
	How do you cope if you are on night duties where no cover is available?
	Both above required.
	Build into pure online course a ‘meet each other day’ to break down barriers – build into course requirements. 

	Lack of sufficient IT within the social care settings.
	How does this work if you are a student but not an employee?
	High level of tutor input, which HE isn’t funded for.  How do you check that people are keeping up and following?
	Support employers to be real learning organisations.

	How do you manage multiple learners e.g. mentoring large numbers?
	
	How do you ensure structure and motivation?
	Explore how resource issues can be resolved without putting undue pressure on any one of the partners.



	How do you manage and support the rest of the team?
	
	
	


WHICH MODEL?  PLANNING ACTIVITY 
model 3  Regional subject based model
Strengths  Can help to engage with FE around degree and ensure employer links; In theory, give flexibility and speciality choice to more people.  More likely to get employer buy in to specialist course than generic.  Fits better with concept of discrete CPD modules than whole awards.  Easier to develop local modules to meet specific local area needs.  More inter area working and idea sharing. Area becomes a centre of excellence – inter programme working.  Will attract other progressions.
Weaknesses  In reality people cant travel any distance, practical issues with travelling.  Too much specialism can reduce can reduce interprofessional learning.  Planning over whole region will be very challenging.  Unwieldy process.  Challenges tutors to deliver work based support.  Who has the final say?
Opportunities Allows more than one person to dictate future; Regional coursework with local flexibility; new way of doing things and/or HESC HEI provision; blended learning can remove barriers to learning at geographically distant places.  Support inter professional working, opportunity allows people to develop new specialist skills; regional planning would employer confidence in quality and portability of modules.  Allow people to develop new specialist skills.
Threats  Incomplete buy in from stakeholders.  Regionalisation is threat to current FE develop foundation degrees.  Big geographical area to cover.  Resistance to change and doing new and different things.  Need to ensure national recognition.  

Group 7  

JOB ROLES: WORKSHOP 1 

Care management worker (moving into care management role).  

Job description: underpinning knowledge; already working in sector/experiences; minimum level 3 in care sector; knowledge of current legislation; team working; communication skills; report writing; sufficiency in English, maths 

FLEXIBLE WORK BASED LEARNING WORKSHOP 2:  Challenges around flexible work based learning
What are the challenges around flexible work-based learning?
	Employers
	Employees/student
	Education Provider
	Suggested resolutions

	 Staff resource limited; therefore supporting work base may be day to day problematic.                                                                    
	Need to be extremely self-motivated.
	Not cost effective to run programme with too few numbers – credibility of education provider
	Partnership around balancing demand, cost, and need.

	Supporting sickness in releasing staff to study – how to continue support with staff shortages
	Not always suitable for all employees – some just not self-directed
	
	Right number of people, right courses.

	Funding for programmes for staff
	
	Wide ranging list of what’s available does not meet the reality of provision.
	Criteria for employee to remain working (after completion) in the organisation.

	Employer consultation – being involved with education development
	
	Flexibility does not mean on-line.
	Employers understanding of ‘blended’ ‘flexible’ needs bettering.

	Need for adequate support for employers – so much demand for them to support various training roles and government directives
	Health and safety implications of on-line earning.
	How does communication/assessing fit with on line – no direct face to face.
	Make clear to employers what their commitment is.

	Constantly playing ‘catch up’; and constantly reassuring staff of worth of qualifications
	
	Same as at left
	

	How to include development for ancillary workers.
	
	
	


Group 8 
JOB ROLES: WORKSHOP 1 
Registered manager changing role
Leadership skills, core skills, specialist skills.  Individual leadership working with pwus, community, team. Culture change. Education/mentoring/coaching. PWUS – workforce – community. Working with PWUS – Support, advice, engagement include in decision making. Core competences – SC and H. Integrated at different levels – but common theme – employee currency. Common language.  Values – equality, diversity. Shift in power balance.  Change management –negotiating skills. Recruitment and retention.  People management.  Participation – involving PWUS in training and development. Service specific skills.  Financial and resource management. Legislation/law/policies procedures.  Ability to network/partnership  working Specialist.  Standard Award – core – pathways.  Opportunities for lower level managers to access modules from Foundation Degree.

Registered manager – new role – new title – integrated across health and social care. Leadership.  Education, mentoring. Coaching. Working with people who use services. Core competences – link health and social care.  Values – identified shared  health and social care change management.  Recruitment and retention.  Participation – training and development.  Financial and resource management.  Service specific skills.  Legislation, policies, etc.  Ability to network.

FLEXIBLE WORK BASED LEARNING WORKSHOP 2:  Challenges around flexible work based learning
What are the challenges around flexible worked based learning?

	Employers
	Employees/student
	Education Provider
	Suggested resolutions

	 Resources – additional to support cover                                                                    
	Time allocation in workplace; support from employer
	 Time to support; ICT skills, etc.
	Implement flexible working patterns to meet needs of employer work problems

	Providing opportunities to do research and develop skills and releasing employee to attend university.
	
	How to ensure/replace benefits of group learning/sharing
	Framework around FD – so employers/employees know what is delivered, agreed.

	Understanding of where qualification is about and the benefits are to organisation and employee
	Understanding benefit to employee; career progression.
	Reduced access to special support needs
	Regional approach, offer pick and mix across region. No duplication

	Funding
	Funding
	Working patterns of individuals
	Integrated health and social care provision; availability of stand alone CPD modules

	Employer confidence to mentor someone on high level qualification who may challenge.
	Local provision; flexible provision; 
	Cost of delivery into work places; competitive costs.
	

	Retention issues; people leave once qualified – no opportunities
	Engaging in study after a long period; confidence
	Challenge to support aspiration; lack of basic skills. – provide study skills training.
	

	Challenge to management thinking – ‘academic’ etc.
	
	
	

	FD may be opportunity rather than challenge with flexible approach.
	
	
	

	Bridging gap between vocational and academic  level.
	
	
	


Workshop 2

Q1: Employers: additional resources to cover worker; providing opportunities to do research and develop skills in workplace; understanding what FD is all about and what the benefits to organisation are; funding; employer confidence to support and mentor someone doing higher qualification; retention issues – will leave when qualified; creating opportunities for career progression; challenge to management thinking ‘academic is work based; FD may offer opportunity rather than challenge with flexible approach; bridging gap between vocational and academic levels.

Employees:  time allocation in workplace; support from employer and other staff; understanding benefits to careers aspirations; funding; local provision ‘people won’t travel’; flexible provision; engaging in study after long period – confidence; study skills;

Educational provider: Time to support ‘face to face’ i.e. ICT skills, etc.; how to replace benefits of group learning/sharing; reduced access to support for specific needs; working patterns of individuals; cost of delivery into workplaces; competitive costs; supporting lack of study skills; basic skills etc; 

Resolutions:  implement flexible working patterns to meet needs of individual work pattern; common framework for FD – agreed regional approach; collaborative working to avoid duplication; offer ‘pick and mix’ approach across regional education providers;  integrated health and social care provision; availability of stand along CPD units/modules.

WHICH MODEL?  PLANNING ACTIVITY 

Regional Planning model, with sub regional planning; mix of 2.

Strengths:  win –win; regional support from key stakeholders; different universities work to their subject strengths and available resource; more viable and cost effective; core modules would be agreed across all universities in region; regional planning would be valued. Retention improves.
Weaknesses: getting universities to agree approach; core modules etc., travel; money – who gets it; sub regional needs may not be met; regional models may differ.
Opportunities: Sharing resource; delivery of core modules locally; build on blended learning approach; regional would strategically meet design needs; sub regional could deliver specific – specialism; establishing national network for region to meet; improve CPD of staff/tutors; enhance of staff/skills between education provider.
Threats:  May be more costly to supply; competition; costs; people fall through net – by attending different university – who is key core university for individual  who will monitor student; Redundancy, efficiencies – senior management at institution; reduced choice.

Group 9
JOB ROLES: WORKSHOP 1 
Work role: (note: no employer in group)

Registered manager: Core base values. Leadership and management staff; financial – budget; recruitment – employment; health and safety – risk analysis; strategy planning; business planning; quality assurance framework, including mentoring evaluation.  Change management; legislation.  Stress management; delegation skills; communication skills; problem solving; organisational skills; knowledge of services; mentoring skills. Specialist knowledge; mentoring skills. Up skilling the workforce.

Work role: Advice, Guidance, and Advocacy.  Core base values, organisational skills, working knowledge of legislation; working knowledge of what is needed; knowledge of services; communication skills; listening skills; delegation; problem solving; team working (multi-disciplinary teams); mentoring; support training opportunities; budgets and finance; specialist knowledge.

Common themes for both roles.  Vital requirements; specialist modules e.g. dementia – learning disabilities; autism.

Challenges for education and training providers
Being flexible; establishing individual and employer learning needs; funding; preparation and technology; small student numbers; communication and collaboration with employers; supporting the individual; transferability and commonality of approach; collaboration between providers; IT access and skills; linking theory to practice/relevant and timely material; APL/APEL; CPD for diverse audience; supporting work based mentors and assessors,

Resolutions:  Establishment of progression routes; closer links between all parties and development of partnerships; some shared/common material for forming a framework; clear ‘shopping list’ of needs.

Q1: RMA Direction sector should move towards- requires leadership and management skills.

Advice and guidance – role – would support individuals and organisations –i.e. transformation agenda.  A developing role.

Q2 Knowledge: delegation skills, organisational skills, problem solving and team working.

Challenges for employers:  fining appropriate provision (FE/HEI); time and financial commitment; support for learners in workplace; lack of personal experience of education; being receptive to challenge and change; need IAG; staff turnover and mobility; taking the long view; valuing the whole team; enabling people to utilise new skills.

Challenges for employees: time management; outside commitments/work; confidence to engage with education; information overload; development of new skills.

WHICH MODEL?  PLANNING ACTIVITY 
Model One – with a variation of speciality across region  (autism)
Strengths  Transferability, transparency; standardisation of qualifications.  Open evening.  
Weaknesses  Employees – relationships with local providers; need to be more joined up; universities to be accepting; no taster course; where is the finishing post?
Opportunities  To be transferable; reaching out.
Threats Customer service within providers; students threatened by providers; employers understanding; funding – identifying it.  Pay.

Group 10  
Workshop 1  
JOB ROLES: WORKSHOP 1 
Purpose: to consider the different job roles, personal attributes and higher skills that may be required in the future in light of the transformation agenda for adult social care.

Question sheet  Part 1, using the resource information provides on job roles and attributes and writing in the summary table consider the suggested job roles and choose two to discuss in your group.  Having considered these roles, now please discuss the following question and ensure key points are listed on the table provided.  In light of the Transformation Agenda and using the resource pages provided and summary table, discuss and list what you would consider to be the job descriptors and the knowledge and skills that would be expected of someone working at this level. 
Long term care with an eye to quality assurance
Start with basis of NVQ core competences at Level 4; Ability to reflect; ability to work collaboratively with other service users, professionals, other carers and family; understanding limits of autonomy; emotional intelligence; focus on outcomes – what you’re doing and trying to achieve; knowledge – IT skills, assistive technology skills, basic anatomy and physiology – awareness of not practical implementation.  Data protection.  How to strategise – leadership and management focus – supervision and support.  Perception of role.  Giving confidence through qualifications and improved pay.  Confidence building – breaking into bite size chunks – improvement of communication and offers career progression.

End of life in care homes is a potential legal nightmare – need people who understand the issues and can work appropriately to avoid litigation.  (WM Care Association)  Wolverhampton University offers Higher Education Modules in Schools (HEMIS). 15 credits to start people on HE road – delivered as 1 afternoon per week.  This type of ‘bridge’ could help build confidence to have a go at HE.  Issues around how people (College/employers) get together to share what they already know works to save time in overcoming barriers – such as workload planning, etc.  More knowledge about actual costs of studying (e.g. what grants/loans are available to individuals and overcoming perceptions that fees still need to be paid up front).

FLEXIBLE WORK BASED LEARNING WORKSHOP 2:  Challenges around flexible work based learning
	Employers
	Employees/student
	Education Provider
	Suggested resolutions

	Need to recognise skills staff already have                                                                     
	Cost of studying.  IT facilities and competence.
	Mapping provision to regulatory need – recognising NVQ.
	Educate employers and they recognise benefits and understand the HE process.

	Time for studying.  Organisational cover/backfill, etc.
	Having sufficiently knowledgeable people to support you in workplace.
	Is flexibility offered by provider going to be expected through rest of work/study covered.
	Provide laptops to overcome problems with IT as example.

	Workplace as learning place.  Resources to support?
	Workload management.
	Commitment from employer.
	Learning agreement and agreement of roles right at the start – commitment

	Meeting bottom line still remains a priority.
	Can employer be as flexible as you want/have been led to expect: 
	Work loading staff and FE/HE differences in the way they operate.
	Publicise ‘truth’ about fees/costs of studying.  Loans/grants.



	Selecting people to go on FD – how is this done?
	Literacy/ESOL need?  Can this be met in WBL? Numeracy skills.
	Work patterns – 24/7 support needed somehow for 24/7 learners.
	Regional FE sector working group to address issues/share experiences.

	See longer term benefits of investments.
	HE learner skills.
	IT assessment in place support Learning agreements.
	Lobby governments (DH/DIUS) to give tax breaks to employers.


WHICH MODEL?  PLANNING ACTIVITY 
Model 3 Regional subject base.
Strengths Relevant to job that needs doing.  Development of centres of excellence.  Build on regional policy and need.

Weaknesses Can be too much choice – difficult to know what to choose.  Could focus all provision in one part of region – limiting choice.

Opportunities  IAG to expand to help sort out choices.  Increased competition among providers may improve quality.  Could increase collaboration between providers.
Threats:  Getting buy-in from employers – need to make ends meet.  Too many providers offering the same programmes.  Employers not understanding the place of FDs within qualifications framework.  Need acknowledgement of regulatory bodies.
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