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Introduction
The Children and Family Services department has a number of key roles. On the
one hand it has a statutory duty to deliver services to children and young people in
accordance with the Children Act 1989. This Act requires the provision of services to
those children and young person’s deemed Children in Need and those at risk of
significant harm. It also contributes to the range of early help services provided
within the County which focus on tackling the root causes of problems as soon as
they arise which is pivotal in improving a child’s life chances throughout childhood,
adolescence and adulthood. Our early help offer recognises that prevention and
early intervention is more cost effective and successful than later or more formal
intervention. Furthermore, early help interventions can reduce demand on our
specialist and statutory services.
On the other hand, the department also retains an educational focus, through three
strategic areas: education quality; education sufficiency and achievement of
vulnerable groups. This includes specialist support for those children and young
people with specific learning needs and Special Educational Needs (SEN) and/or
disability. The changing relationship between the local authority and educational
settings (such as schools and academies) means an evolving agenda in terms of the
way that the department supports school improvement.
These roles will continue to evolve and develop as the way that local authorities are
funded and services are provided changes. A significant amount of work has already
taken place within the department as part of Leicestershire County Council’s
Transformation programme1 to put in place some of the processes required to
underpin new ways of working and future service delivery and work. This work will
continue for some time to come and it will undoubtedly have an impact upon our
workforce.
The purpose of this refreshed Children and Family Services Workforce Strategy,
2016/172 is, therefore, to set out the actions we intended to take as a department to
ensure that our workforce is supported through this period of change and that our
staff have the confidence and competencies to embrace new ways of working and to
continue to deliver high quality support resulting in the best outcomes for children,
young people and families in Leicestershire.
Whilst the delivery of the recommended actions in this strategy will be overseen and
managed by the department’s Organisational Planning team, it is recognised that the
success of the strategy relies on a number of different people, teams and services
enacting and taking responsibility for many of the actions listed. Indeed, many of the
1

For information about the Council’s approach to Transformation see: Leading Leicestershire:
Transforming Public Services, Leicestershire County Council Strategic Plan, 2014-18
(http://corpedrmsapp:8087/Intranet%20File%20Plan/Management/Corporate%20Communication/Cam
paigns/leading%20leicestershire%20transforming%20public%20services.pdf)
2
This strategy represents a refreshed version of the Children and Family Services Workforce (People)
Strategy, 2014-17
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actions require linking in with existing pieces of work or training opportunities, some
of which are not directly the responsibility of the department but are relevant to our
work. The approach taken to the refresh of this strategy has therefore had an
emphasis upon on consultation and discussion with a wide variety of people from
within Children and Family Services and other departments within the council. This
has ensured that the actions developed are realistic and that where responsibility for
actions sits with individuals or teams outside of the department, that actions are
understood, agreed and there is already a commitment to undertaking them as part
of the implementation of this strategy. Discussion and consultation has taken place
with the following:
• Strategic Leads (responsible for the Transformation programme and
department’s Commissioning Plans)
• Organisational Planning Team Manager (Children and Family Services)
• Human Resources (HR) Business Partner
• Principal Social Worker
• Service Manager, Development and Support Services
• Children and Family Services lead from Corporate Communications Team
• Manager, Corporate Resources - Organisational Development Services
This strategy has also been refreshed taking into account feedback from the
Leicestershire Peer Challenge Review, November 2015 (as part of regional sectorled improvement arrangements).
Scope
Although it may be some time before the vision of an integrated Workforce Strategy
is fully implement, we have a long standing commitment to our staff and the children,
young people and families in Leicestershire which provides us a firm basis upon
which to move forward.
This Workforce Strategy will play an important part in ensuring that we are able to
respond to an evolving agenda and have a coordinated and planned approach to
workforce planning. It is broad and inclusive in scope. Staff may be professionally
qualified, or may be qualified by virtue of life experience, but all have an important
role to play in ensuring excellent outcomes for local children, young people and
families.
In the context of this strategy, the ‘workforce’ is taken to mean those directly
employed by the department. This includes a ‘core’ of people whose primary
purpose is to work with children and young people and families, or have
responsibility for their outcomes, and a ‘wider’ workforce which have indirect contact
with children and young people and families, or who support front line services.
However, the strategy recognises that the delivery of our vision for children, young
people and families in Leicestershire is only possible though an increasing
collaborative and partnership working approach. For example, this is particularly the
case in terms of educational outcomes due to the new and evolving relationship
between local authorities and educational providers. Whilst it is recognised that we
may not have direct influence over the workforces of our partners and providers (in
the very broadest sense – including, for example, voluntary organisations,
educational providers and the community organisations), the actions within this
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strategy have been developed so that where appropriate we are developing
strategies to ensure that we are supporting and influencing the ‘wider’ workforce
working with children, young people and families in Leicestershire.
The timescale for the implementation of this strategy is the period 2016/17,
acknowledging that some actions are ongoing. The decision to limit this refreshed
strategy to a twelve month period reflects the fact that we remain in period of
considerable change and uncertainty. Whilst the department’s overarching vision is
unlikely to change, there is likely to be a refinement of our commissioning intentions
and priorities and the way we work with partners. This will, undoubtedly, impact
upon our workforce. Accordingly, this refreshed strategy will focus on the a small
number of specific actions in order to lay solid foundations for further workforce
development aligned to the departments evolving agenda and priorities. It is noted
that within the strategy there are a number of key actions which, once completed, will
lead to further actions – whilst some of these will, out of necessity, be developed
during the life of this strategy, others will form part of future refreshes of this strategy
(i.e. 2017/18) and will be aligned again to the department’s commissioning plans.

The remainder of this strategy is split in to two main sections. The first part - Section
1 - provides contextual and background information for this Workforce Strategy,
including:
• the department’s strategic vision, mission and overarching principles
• key drivers (National and local)
• information about children, young people and families in Leicestershire
• current information about our workforce
The second part of the strategy - Section 2 - provides detail about the key outcomes
that we want for our workforce and lists the recommended actions for realising those
outcomes. As a result of these outcomes for the workforce, we will be better able to
deliver the best outcomes for children, young people and families in Leicestershire.
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Section 1 – Contextual and Background Information
This refreshed Workforce Strategy does not exist in isolation. It is informed by: the
department’s strategic vision, mission and overarching principles, National and local
drivers (including legislation, policy and guidance, and other strategies and strategic
plans), information about children, young people and families in Leicestershire (as
this informs the services we need to deliver), and current information about our
workforce. Each of these influences will now be discussed in order to provide some
contextual and background information for this strategy.
Children and Family Services – Vision, Mission and Overarching Principles
The Children and Family Services department has an agreed vision, that:
Leicestershire is the best place for children, young people and
their families
Accordingly, the department’s mission is to ensure that:
Children and young people in Leicestershire are safe and can live
in families where they can achieve their potential and have their
health, wellbeing and life chances improved within thriving
communities
Our vision and mission are supported by a set of values which describe the
essence of how we work and which define our culture and core beliefs, which
are set out in the department’s Commissioning Strategy:
• Being open, inclusive and accountable in our actions
• Valuing children and getting it right from early childhood and in
adulthood
• Ensuring children, young people and families are central to decisions
about them and their voice and experiences are heard and responded
to
• Planning and delivering the best services based on the voice of
children, young people and their families and evidence of what works
• Creating a confident and effective workforce that improves outcomes
for children, young people and families
• Supporting children, young people and families and their communities
to be safe, independent and responsible for their own wellbeing
• Establishing meaningful, strong and effective partnership working to
secure improved outcomes
National and Local Drivers
The strategic context for this strategy is set by a mixture of national and local drivers
and these directly influence the desired outcomes set out in this document.
National Drivers
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The National strategic context for this strategy is set by a range of legislation,
guidance and regulatory frameworks. In terms of legislation, the following Acts are of
note:
• The Children Act 2004 amended the Children Act 1989
• The introduction of The Children and Young Person Act 2008
• The Academies Act 2010 and the Education Act
• The Children & Families Act 2014 and the Care Act 2015
• Working Together to Safeguard Children (2015)
Significant changes in the departments work and arrangements have also been
driven by national and well-publicised child protection tragedies. For example, there
has been increased government attention on adoption processes and outcomes as
well as increased awareness of Child Sexual Exploitation (CSE). These sorts of
drivers are likely to remain strong influences on the work that the department
undertakes and resources, including a competent and skilled workforce, will need to
be made available. As evidence by our changing approach to CSE, this is also likely
to mean closer working with other agencies, such as the police and health.
The international and national financial situation has led to a programme of austerity
and deficit reduction. This has led to significant changes and reductions to funding
for Local Government. As a result, the department is working in the context of clear
budgetary restrictions and this has obvious implications on service delivery and,
therefore, for the workforce. In particular, it will mean exploring further ways in which
to work more efficiently and flexibly, new approaches to the commissioning and
delivery services, and, a continued emphasis on the benefits of (and further work to
ensure a move towards) greater integration with our partners.

Local Drivers
The reduction in funding for Local Government is expressed in the Council’s Medium
Term Financial Strategy 2015-19. This sets out the funding available and savings
targets for all of Council’s departments. Children and Family Services have already
made significant savings in light of the MTFS and this has had an impact on our
service delivery and the commissioning of services for children, young people and
their families within Leicestershire. Revisions to the MTFS are expected and further
budget reductions impacts on the department are likely.
The increased expectation of seeing more integration between Health and Social
Care applies to children’s services as it does to adult services. We will actively
explore all opportunities to commission and deliver more joined up services with
partners in Health. The Leicestershire Health & Well-being Strategy and the local
Better Care Together strategy are both overseen by the Health & Wellbeing Board
which provides a mechanism for driving forward this integration. Furthermore,
existing examples of joint and integrated working, including opportunities for
workforce development across organisations, will continue to be developed and
utilised.
The Council’s strategic plan provides the broader framework for the work of Children
& Family Services. It recognises the need to work more closely with communities
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and partners and to transform the Council’s existing services by some of the
following:
• Reducing and replacing some services and support
• Making some services and support more targeted
• Exploring new ways of commissioning
• Expecting greater value for money and better quality services from providers
• Exploiting a more commercial approach
• Developing a workforce that is more flexible, multi-skilled and which embraces
modern employment approaches and new service models.
Other corporate strategies such as the council’s Commissioning Strategy and the
Community Strategy, with its focus on building on and growing community capacity
will also influence the direction of our work.
These Corporate drivers for change feed directly into the Children and Family
Services Commissioning Strategy, 2015-19 and the emphasis on new service models
and new ways of working as a department remains evident. The strategy will inform
commissioning decisions and the work programme for Children and Family Services
over the next four years. The strategy sets out a number of key principals integral to
the way that the department will work, including:
• Making commissioning choices that recognise and improve the journey of the
child through services and life stages
• Moving from control to influence and promoting independence (promoting,
enabling and influencing more autonomous communities)
• Collaborating through partnerships;
• Maintaining commitment to early help services that divert need, providing the
right support at the right time, and managing the demand to specialist
services;
• Retaining what works locally and recognising where we need creative and new
ways of working to improve outcomes;
• Integrating service planning and delivery to maximise impact;
• Listening and responding to the voice of the child and young person;
• Promote customer self-service by ensuring services are simplified, transparent
and easily accessible.
Children and families will have access to different levels of county council support
and service provision based on the severity and complexity of their needs.
• Prevent need– universal services, supporting wellbeing;
• Reduce need – intervening early for those who may be at risk of needing
support in the future;
• Delay need– supporting recovery and reablement for those who have
experienced a crisis or who have defined illness or disability;
• Meeting need – promoting maximum independence and the use of community
and individual resources for those with long term needs.
Alongside the commitment to early intervention, a range of universal services will
continue to be offered:
• to ensure fair access to educational opportunity
• to ensure that the right number of places is available to meet pupil needs
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•

to secure sufficient childcare for parents who are working, studying or training
for employment

Sitting under the departments Commissioning Strategy are three commissioning
plans which cover Early Help; Children’s Social Care; and, Education, learning and
skills. . The commissioning plans set out the approach to be adopted to develop our
approach to early intervention, Children’s Social Care and education, learning and
skills. These plans will underpin much of the department’s work in the coming
months and years and they link and respond to departmental strategies for social
care services, vulnerable learners, and those with special educational needs or
disability (SEND). Across the commissioning plans (which share a number of
interdependencies) a set of further principles around the way in which the department
will work in the future can be identified:
•
The increasing focus on delivery of services and support targeted at early
intervention and prevention
•
The shift from the department as a provider to a commissioner
•
Staff roles which are more flexible, multi-disciplinary and adoption of new
ways of working
•
The need to ensure we adopt outcomes-based and person-centred
practices, focussing on risk factors and root causes in order to meet the
needs of children, young people and families in Leicestershire
•
Supporting school improvement and address gaps in educational
attainment
A further level of planning documentation, which sits under the commissioning plans,
are service delivery plans. These are completed by service managers and represent
the way in which the strategic priorities and commissioning intentions set out in the
Commissioning Strategy and Commissioning Plans feed into and inform service
delivery. In turn, the service delivery plans will inform and be informed by individual
team work plans (where appropriate) and supervisions and PDRs with members of
staff.
Children, Young People and Families in Leicestershire – Demographic
Overview
Comprehensive information about the demographic profile of the population of
Leicestershire (excluding Leicester city and Rutland) is available in the ‘Background
and Demography’ chapter of the Leicestershire Joint Needs Assessment (2015)
(http://www.lsr-online.org/leicestershire-2015-jsna.html). However, the following key
points can be extracted to provide some demographic context for this strategy:
• Mid-year estimates made in 2013 indicate that Leicestershire has a resident
population of 681,608 people. Of these, 20% are aged under 18 years of age
(equating to 136,322 children and young people)
• The county’s population is expected to increase by 20% over the next 20
years (to 2037) but growth will not be uniform across all age groups. For
example, the population of people aged 85 and over is expected to increase
by 190% (29,700 people) whilst those aged 0-24 years is expected to rise by
only 7% (14,400 people) and those aged 25-34 years is expected to reduce by
2% (6,000 people).
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•

•

•
•

Although physically a predominantly rural county, 43.2% of the current
resident population live in an urban area (compared with 23.6% for the whole
of England). Much of this urban-based population lives in the north and northwestern parts of Leicestershire.
Overall, Leicestershire is an area of relative affluence and the county is ranked
137 out of 149 top tier authorities in England in the National Index of Multiple
Deprivation (2010). However, notable pockets of deprivation exist - for
example, 1% (7,640 people) of the resident population live in areas that are
categorised within the most deprived 20% of areas in the country (based on
the English Indices of Deprivation (2010)). These most deprived areas are
found in the Charnwood and North West Leicestershire districts and there is
consequently a clear correlation between deprivation and urban
concentrations of population in the county.
An estimated 10.9% of the local authority’s children are living in poverty. The
national average is 18.6%
Children and young people from minority ethnic groups account for 13.7% of
all children living in Leicestershire, compared with 24.6% of all children living
England & Wales. The largest minority ethnic groups of children and young
people in the County are from the following backgrounds: Indian (6,707), Other
White (2,020) and Mixed White & Asian (1,968).

In terms of child protection and looked after children in Leicestershire, the following
key points can be made, based on data correct as of 31 March 2015:
• 2,082 children had been identified through assessment as being formally in
need of a specialist children’s service.
• 398 children and young people were the subject of a child protection plan.
• 476 children were being looked after by the local authority (of these, 87 (or
18%) live outside the local authority area).
• Between March 2014 and March 2015 there were 45 adoptions in the county.
The department’s Children’s Social Care Market Positon Statement, 2015/163
included an assessments based on the analysis those children, young people and
families referred to Early Help services or who had an assessment for children’s
social care. This analysis identified a number of common factors which are resulting
in people coming to the department and our services for help and support:
• Abuse –sexual; physical and emotional
• Domestic abuse
• Substance misuse
• Housing needs
• Unemployment
• Mental health issues
• Unstable parenting
• Caring responsibilities (i.e. young carers)
• Behavioural issues

3

Children and Family Services – Children’s Social Care Market Position Statement, 2015/16 - http://www.lsronline.org/uploads/cfs-childrens-social-care-mps-2015-16.pdf consulted 08.12.15 at 09.00 am
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Most local services for children and young people are seen by independent bodies
(such as Ofsted and HM Inspectorate) as being of high quality. However, we believe
that our services should be even better: we want to move from ‘good’ to ‘great’.
Children and Family Services – Workforce Information
As of March 2015 there were a total of 2,647 people working for the County Council
and of these 1,208 (18.6%) work within the Children and Family Services department
(as of March 2015).
Staff within the department are located across three main directorates - Children’s
Social Care, Education & Learning, and Commissioning & Development. These
directorates are further subdivided in to the following service areas:
Targeted Early Help and Children’s Social Care
Supporting
Leicestershire
Families, Supporting Leicestershire Families
Youth Offending Service and Community Youth Offending Service (YOS)
Safety
Children’s Centres
Safeguarding Assurance
Safeguarding Improvement Unit
LSCB
First Response
Child Sexual Exploitation (CSE)
Social Care
Child Protection
Disabled Children’s Service
Children in Care and post-permanence
support
Fostering, Adoption and Sufficiency
Welland House and Greengate House Children’s Homes
Education, Learning and Skills
Education Sufficiency
School Place Planning and Organisation
Admissions
Education Quality
0-5 Learning
16-19/25 Learning
School Effectiveness
Achievement of Vulnerable Learners
Early Years and SEN and Inclusion
Oakfield PRU
Autism Outreach
Vision Support, Physical Disability,
Medical Needs and ICT Assessment
Hearing Support
Learning Support
Education of Children in Care
(SEND)
Psychology Service
SEN Assessment and Commissioning
Menphys
Wigston
and
Sketchley
Menphys – SEN Nurseries
Commissioning and Procurement
Commissioning
Commissioning and Procurement
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Business Support

Development and Support Service
Organisational Planning
Music Services

Currently it is difficult to provide detailed information about the composition of the
workforce because a workforce planning exercise, including production of an up-todate workforce profile, has not recently been undertaken. Some information about
qualified social work staff is available from the Local Authority Social Work Workforce
Data Collection (for example, for the year ending 30th September 2015, there were
227 qualified social workers working within the department (equivalent to 200.39 fulltime equivalents [FTEs]). However, this information is obviously limited to our social
work staff. More holistic information about the composition of our workforce is
currently held in a number of different locations, including HR, FAIT and with service
managers. The need for an up-to-date and accurate workforce profile which pulls
together currently disparate information is highlighted in the actions below and it will
be essential in ensuring that our workforce is suited to and ready to meet our
strategic priorities and deliver positive outcomes for children, young people and
families in Leicestershire.
Staff Engagement
Whilst specific information about the composition of our workforce may be limited at
present, we have a wealth of up-to-date information about how our workforce feels
about the work they do and what it is like to work for the department. This feedback
is valuable when considering specific actions for supporting and developing the
workforce.
The Council’s Staff Survey 2015 received a total of 2,647 responses, 327 (13.4%) of
which came from staff within the Children and Family Services department
(representing a response rate of 27.1% for the department compared to a Council
response rate of 40.7%).
Analysis of the survey results showed that on average departmental responses to all
questions in the survey were more positive than for the Council as a whole and, by
section, the responses to the ‘My Manager’ section were significantly more positive
than for the Council as a whole. There were only three questions where responses
from Children and Family Services staff were less positive than for the Council as a
whole and none of these differences were significant.
Compared with previous Staff Surveys (where questions in the different surveys are
comparable) there were two notable questions where there has been noticeable
change over time in terms of Children and Family Services staff. The first was the
question ‘I feel the reasons for change are well communicated to me’ which has
continued to improve each year. In contrast, the second question, ‘Stress at work
does not affect my job performance’, continued to decline - this was a similar trend
for the Council overall but at a much larger scale.
Of note were the following questions and responses:
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•
•

•

A significant increase in the number of Children and Family Services staff
stating satisfaction: with opportunities for flexible working; the way change is
managed; and, the way that the reasons for change are communicated
An increase in the number of Children and Family Services staff stating
satisfaction with: being treated with fairness and respect at work; feeling safe
to speak up and challenge in the workplace; being encouraged to show
initiative; and, managers being clear about what is expected of staff and
providing constructive feedback
A decrease in the number of Children and Family Services staff who feel that:
the Council is committed to equality and diversity; they have got the work/life
balance about right; there manager does not keep them well informed; and,
stress at work does not affect their job performance

Feedback specific to staff within the department during 2015 was also provided by
the Staff Healthcheck which was completed by practitioners and managers in Early
Help and Children’s Social Care (the Healthcheck does not currently get completed
by staff within the education side of the department). Analysis of the results of the
Healthcheck by the department’s Principal Social Worker revealed the following
headline results:
• Staff are concerned about how to achieve a good work/life balance
• It is important that the department looks at ways of making sure that staff feel
their opinion is valued and is taken notice of
• There is a need to make sure we are articulating a clear vision about
departmental and service priorities
• For social work, it is important to address the issue of getting right the balance
between face to face work with admin and recording
• We need to make sure that ICT systems help rather than hinder
• We must ensure that supervision is regular, helpful and focused
Summary

This background information provides a framework and a set of parameters to guide
the development of this strategy for it highlights a number of factors that have
implications for our workforce:
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Implications for our workforce development:
•

•

•
•

•
•

•
•

Changes to national legislation and continuing financial restraints require new models of
working locally. A renewed emphasis on the move from being a provider to a
commissioner, the shift to early intervention and prevention, more targeted support and
greater partnership working will have obvious impacts on the workforce, the way in which
it works and the skills it requires.
The department’s commissioning plans set out the broad approach that Children and
Family Services in Leicestershire will be taking – our workforce will need to be able to
respond to these changes and this will mean new training requirements, engaging with
new ways of working and working more closely with partners and providers
In order to continue to improve local services we need a high quality, confident and
appropriately trained workforce delivering those services
Changing demographics mean changing health and social care needs in the local
population. Our workforce will need to be able to respond to these changing needs and
changes to service delivery
We need to better understand the composition of our workforce in order to effectively
guide its development and increasing its effectiveness
It is important that our workforce understands the departments vision and mission in
terms of the delivery of support and achieving outcomes for children, young people and
families in Leicestershire. A shared vision and purpose is essential and the role of leaders
and managers in managing changing and supporting the workforce is critical
There is a need to manage the health of the workforce – we must consider the work/life
balance and expectations of staff
The systems and processes we use need to be effective and efficient
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Section 2: Workforce Strategy – Overarching Principles and Recommended Actions
The second part of this strategy will set out our overarching principles and recommended actions for this Workforce
Strategy.
Workforce Strategy - Overarching Principles
Taking into account the contextual and background information provided in Section 1, it is recognised that our workforce
works with a range of children, young people and families who need access to support and services. Some of these are
delivered directly by our workforce; others will be delivered by the workforce of our partners and providers from whom we
will commission services.
This strategy also acknowledges that building a workforce for the future is influenced by a number of factors and has two
distinct strands:
• We must create and lead opportunities for generating and sharing new knowledge about how best to tackle the
delivery and workforce challenge of Local Government changes over the next few years (as captured in our
departmental commissioning strategy and commissioning plans)
• We will need to continue to deliver high quality training and learning opportunities to our workforce (both those we
directly employ as well as considering how we can support training for those staff who are employed by our partners
or those from whom we commission services and who it is advantageous or necessary to provide training to) and
which directly relates to the work we are doing now and will be delivering in the future
We therefore want this Workforce Strategy to lead to the following outcomes:
•
•
•

Our workforce clearly understands and is able to articulate the department’s vision, priorities and desired outcomes
for children, young people and families in Leicestershire
We are continually seeking ways of ensuring that we attract, retain and develop our workforce. We want our
workforce to feel confident, competent, healthy and valued and fully-supported to do the job that they need to do.
Within our workforce there are strong, inspirational and visible leaders. Our managers are able to support and
motivate teams during change and work across organisational boundaries
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•

Our workforce is embracing new ways of work, in particular partnership and integrated working. This includes
utilising existing and exploring new opportunities to develop our workforce in conjunction with that of our partners,
such as health and the Police (such as joint training initiatives and shared development opportunities).

It is around these four outcomes that the recommended actions forming the core of this Workforce Strategy are structured.
Below is a diagrammatic representation of the way in which these four outcomes for our Workforce link to the departments
vision and mission and the principles embedded in our department commissioning strategy and commissioning plans:

Page 15 of 41 version 4

Throughout the remainder of this section, each of the workforce outcomes and associated recommended actions will be
considered out for the period 2016/17. For each action the criteria or measure by which we will know an action has been
successful has been cited and where appropriate to the action, a specific indicator or target of success has been added.
This will enable more effective monitoring of the strategy as actions are implemented.
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Workforce Outcome: …a workforce with a shared vision and purpose
It is important for all organisations to have a clear vision and purpose. It will set out why the organisation exists and what it
is about the work that it does that really matters. The department’s vision and mission is set out in our Commissioning
Strategy (see above, Section 1). Aligned to this vision and mission are the department’s Commissioning Plans, which
describe how we will achieve this vision and mission. However, it is important that our workforce understands this vision
and mission – how it affects the work that they do; how and why it will mean changes to the way that we work; and, how the
work that they do (and the work of other teams and services provide within and outside of the department) lead to the best
outcomes for children, young people and families in Leicestershire. We need to be sure that all of our staff understand and
can articulate this vision and the direction of travel that we are taking as a department. When this is accomplished we will
have a shared vision and purpose.
A shared vision and purpose will help guide the behaviour of employees and will help build loyalty from staff through
involvement and a shared commitment. Furthermore, during ongoing periods of change to the way that we work, a clear
understanding of the department’s vision and our aims for children, young people and families in Leicestershire is vital
across our workforce. It also follows that a shared vision amongst our workforce will encourage greater working together –
across teams and services within the department and across the ‘wider’ workforce, including those people that we work
with in partnership or as the result of commissioning services. This will also be critical to supporting more flexible and
multi-disciplinary staff roles and ways of working, including partnership and integrated working arrangements.
The main action for this workforce action is the development and implementation of a Workforce Engagement Plan. The
purpose of this plan will be to provide a structured and co-ordinated approach to ensuring that our workforce is provided
with the information about:
• The department’s vision, mission and priorities
• The department’s commissioning intentions and progress to achieve them
The Workforce Engagement Plan will also aim to ensure a more coordinated approach to the messages that staff are
receiving. It will therefore seek to compliment and draw together in a more planned away communications to staff through
existing channels such as yammer feeds (such as those used to inform staff about improvement activities and
developments with Children’s Social Care) and the Wikileaks newsletter (Children’s Social Care). The plan does not aim to
substitute these existing communication channels but will aim to ensure that there is consistency in the way messages are
being promoted and that these communication channels are being used to their full potential. This will require cooperation
from staff from other services who manage these existing channels of communication. The potential for this will be
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explored initially through a scoping exercise and further consultation with relevant staff/teams responsible for existing types
of communication.
However, the success of the Workforce Engagement Plan will be dependent on the way in which key messages are
communicated to staff. Consultation with the Corporate Communications team has revealed that there is a strong intention
to remodel the LCC Intranet so that it becomes more of a communication platform for staff. Part of this will include pages
though which key messages can be communicated to staff through ‘feeds’ and these can be for specific parts of the
workforce (i.e. all Children and Family Services staff only). Although the details of how this will work in practice are yet to
be settled, it is felt that if such a reorganisation of the LCC intranet was implemented, this could form the channel through
which the Workforce Engagement Plan is largely implemented and managed. Accordingly, a member of the Organisational
Planning team will seek to be involved in the stakeholder consultation and focus groups that will take place as part of the
Corporate development of the LCC intranet, in order to ensure that the department has a hand in influencing its design in
terms of its use as a method of communication and source of information for staff and so that we are aware of the
timescales involved in the intranets redesign. At the point at which the intranet is relaunched, it will (ideally) become the
key communication channel for implementing the Workforce Engagement Plan.
The hope is that this will result in a workforce that is able to articulate how the strategic focus of the department relates to
their work (and the work of other teams within and outside of the department) and outcomes for children, young people,
and families. They will understand the drivers for change and understand the impact of this on them and working practices.
In this way, a shared vision will be promoted and it will be evidence by feedback from our staff, partners and the outcomes
of external scrutiny (such as peer review and Ofsted inspection).
The main tasks involved in the realisation of this recommended action, include:
• Scoping, development and implementation of the Workforce Engagement Plan
• Participation in the consultation around the redevelopment of the LCC intranet
• Ensuring that there are better mechanisms for findings from improvement activities undertaken as part of the
department’s Quality Assurance and Improvement Framework (QAIF) to inform and respond to the key messages to
staff set out in the Workforce Engagement Plan. The QAIF should provide information to drive change and
workforce development but also respond to, check and evaluate issues arising. Regular meetings will be held
between the Organisational Planning and Development and Support Services team to ensure relevant information is
shared effectively.
• Exploring opportunities and options with education colleagues in terms of developing a staff Healthcheck for
education staff (to be comparable to the existing Staff Healthcheck Survey for Social Care staff). This will initially be
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•

developed by the Organisational Planning team (with support from Education Heads of Strategy) but over time
opportunities for this annual activity to be owned and managed by education staff will be explored.
Ensure that feedback from ongoing staff engagement

The Workforce Engagement Plan will be written by and maintained by the Organisational Planning team.
The details of the recommendations to enable a workforce with a shared vision and purpose are as follows:
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We want…

We Will…

Why we will…

How we will…

Who will…

When will
we…

Theme

Recommendations

Outcome(s)

Actions

Lead Team(s)

Timescale

Scope out and write Workforce
Engagement Plan - ensuring that
development of strategy includes
input from Corporate
Communications team, Principal
Social Worker and Organisational
Development)

Organisational
Planning

March-April
2016

Ensure involvement in
development of new LCC Intranet
- through focus groups and as a
key stakeholder, ensuring that
opportunities to influence the
design of staff communication
and resources are compatible
with aims of Workforce
Engagement Plan

Organisational
Planning

JanuaryFebruary 2016

Implementation of Workforce
Engagement Plan through use of
new LCC Intranet

Organisational
Planning
Corporate Comms
Team

March 2016
(and ongoing contingent on
development
of LCC
Intranet)

The department's Quality
Assurance and Improvement
Framework (QAIF) will inform and
be informed by key workforce
messages within the Workforce
Engagement Plan To this end,
information will be shared during
quarterly meetings between
Organisational Planning and
Development and Support
Services

Organisational
Planning
Development and
Support Services

Ongoing

…a workforce with a shared
vision and purpose
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…develop and implement a
Workforce Engagement Plan

A Workforce Engagement Plan will
provide a framework to ensure that
the workforce is provided with a
variety of information, including
information about changes within
the department; visions and aims;
and, commissioning intentions. The
plan will ensure that there is a
coordinated approach to the key
messages that staff are given. Key
to the development and
implementation of the plan will be
changes to the LCC intranet and the
opportunities this will present for
effective communication with staff.
The plan will also set out how staff
will be communicated with and
opportunities for engagement (i.e.
surveys and healthchecks). This will
help ensure that all staff are being
provided with consistent and up-todate key messages. The strategy
will complement existing sources of
information for the workforce, such
as Staff Matters and Wikileaks
(Children's Social Care)

How we know it has worked...

Measure of Success

All staff will be able to
articulate how the
strategic focus of the
department relates to
their work and how and
the work of individual
services and teams across
the department leads to
outcomes of children,
young people and families
in Leicestershire

Indicator of Success

Feedback from staff Staff Survey; Staff
Healthcheck (Children's
Social Care and Early
Help)
Positive feedback from
external scrutiny inspections; sector-led
peer review
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Develop a mechanism for
ensuring that there is a
consistency in the messages
being sent to staff through
existing communications (such as
yammer feeds and Wikileaks
newsletter). Initially a scoping
exercise will need to be done to
establish the different
communications and how best to
coordinate them

Organisational
Planning
Development and
Support Services
Principal Social
Worker

Ongoing

Explore opportunities for
developing a staff Health Check
for education staff (to be
comparable to the existing Staff
Health Check Survey for Social
Care staff)

Organisational
Planning (with support
from Education Heads
of Strategy)

March 2016
(with survey to
take place later
in 2016)

Where feedback is provided
through staff engagement,
actions are taken (where
appropriate) to inform key
messages to be given to staff and
to influence change in things
such as the Departmental
Training Plan (see below)

Organisational
Planning

May 2016 (and
then ongoing)

Workforce Outcome: …attract, retain and develop our workforce
For any organisation, the workforce is one of its most valuable assets. It is therefore important that the right people are
recruited and retained and the workforce is continually developed through the provision of relevant training. This is
particularly important in the context of significant changes to the way that we work as a department and provide services –
our workforce will need to be more flexible and we will need to support staff, particularly through training and learning, to
adapt to this change. For a public sector organisation, it is also important that our approach to the workforce builds
capacity to meet the future needs and demand for services from that local population.
It is noted that there are a number of potential actions regarding recruitment, retention and workforce development that are
undertaken corporately (such as Strategic HR actions). Through consultation with relevant individuals, where actions are a
corporate responsibility they have not been listed in this strategy. However, through existing links between the
departments Organisational Planning team and Strategic HR and Organisational Planning business partners, we will
continue to be informed of progress against these corporate actions and where they impact on the actions listed below or
the department in general, appropriate actions can be taken.
In order to undertake activities successfully it is important to understand the composition of the existing workforce, trends
and issues regarding recruitment and retention of staff and to compare this to future needs and requirements of the
workforce. This requires production of a workforce profile and this forms the principal part of any workforce planning
exercise. Within Leicestershire County Council, a corporate workforce planning model/toolkit has been developed and it is
recommended that a workforce planning exercise is undertaken in order to provide a workforce profile and detailed analysis
of the Children and Family Services workforce. This forms the main recommendation for this workforce outcome and the
results of that workforce planning exercise will enable and influence other actions within this strategy. Existing sources of
information, which are currently held by different teams across the Council (i.e. HR and FAIT teams) will be requested and
drawn together to assist in the workforce planning exercise. Initially, the workforce planning exercise will be undertaken by
the Organisational Planning team with assistance from the Organisational Development Team but the aspiration is that
future workforce planning exercises (on an annual basis or as required) will be led by Heads of Strategy and accordingly
training around workforce planning is recommended for these managers as part of this strategy (see ‘strong and
inspirational leaders’ section, below).
The information and analysis derived from the workforce planning exercise will be used to identify the need for any targeted
work with specific parts of the workforce where issues or opportunities for improvement are identified (including issues
around recruitment, retention and training needs). It will also provide an opportunity to think about how our current
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workforce needs to change in order to meet future demands and needs. Documents such as the Joint Strategic Needs
Assessment (JSNA) for Leicestershire and needs assessments produced by the department will therefore need to be
consulted alongside the analysis arising from the workforce planning exercise. Any actions arising from the workforce
planning exercise will be managed by the Organisational Planning team but is likely to also need involvement from
Strategic HR and Organisational Development. Further involvement from other individuals and teams will be determined
upon completion of the exercise.
In addition to undertaking a workforce planning exercise, the other recommended actions for this workforce outcome are as
follows:
• Develop an understanding of the qualifications, skills and experience of the workforce through regular monitoring
and engagement. Central to this will be utilisation of the Learning Management System (LMS) being introduced by
Organisational Planning in February 2016
• Exploring potential to better use information collected from Professional Development Reviews (PDRs). It follows
therefore that upon completion of delivery plans and PDRs that any identified needs are captured and enacted as
appropriate.
• Development of a comprehensive Departmental Training Plan that will reflect the department’s vision, mission and
priorities – particularly those development needs identified in the department commissioning plans. This training
plan will enable our staff to do the things that they need to in order to fulfil their job roles and deliver the department’s
priorities and outcomes for children and young people in Leicestershire. The plan is likely to need to be reviewed
over time in response to the findings from the proposed workforce planning exercise (see above) and changing
departmental priorities Initially it is proposed that the plan will include as a minimum, training around:
o The principals of early intervention and prevention
o The basics of commissioning and procurement and the relationship and roles of commissioners and providers
o Outcomes-based and person-centred approaches
o Knowledge enabling staff to identify key risk factors and root causes most commonly associated with working
with children, young people and families
o Understanding of emotional behaviour, mental health issues, substance misuse, domestic abuse etc and the
role this plays in the needs of children, young people and families
o Approaches to supporting school improvement
o Working with vulnerable learners (and closing the educational attainment gap)
o SEND reforms (what this means for our workforce and the services we deliver)
o Information Management responsibilities (including skills and competencies)
o Safeguarding
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o Voice work

•

•

•

The Departmental Training Plan will be led by the Children and Family services lead in Organisational Development,
who will link back in with strategic leads, Heads of Strategy and other relevant members of staff to scope out and
develop the plan and to ensure it links to current service needs. The plan will also link in to other existing training
programmes which are relevant to the department’s priorities and commissioning intentions. This will include
recognising the training that our staff access from organisations outside of the department and Council (i.e. from
external organisations) and will also consider training offered by the department that is offered to our partners and
providers but which our own staff would benefit from attending. Some initial consultation has taken place with the
individuals or teams responsible for these existing training and development programmes to ensure that our staff
will, as required, be able to access them during 2016/17. They include:
o National and regional programmes – including policy and best practice updates
o Corporately delivered training around commissioning (delivered by the Commissioning Academies. There will
be an opportunity to request the development and delivery of specific modules from the Commissioning
Academies to suit the needs of the department’s workforce)
o Growing Safety training programme
o ICT and systems training (including information management responsibilities, skills and competencies)
A mechanism for getting better feedback from Organisational Development about the impact of training so that we
better understand the difference that the training we are commissioning is making, what courses should continue,
which should be changed and which should not continue. It is proposed that quarterly reports from Organisational
Development to the Organisational Planning team would be a suitable option.
Influence the development of the Corporate Recruitment and Retention Strategy so that department needs are
represented in this corporate policy. This will be overseen by our Strategic HR business partner and although this
action relates to a corporate action it has been included because the department has specific requirements in
relation to corporate guidelines and processes for recruitment and it is important we are able to influence these. By
including this action in this strategy, progress against this action can be monitored throughout 2016/17.
Ensure that the workforce is healthy and safe so that staff remain motivated, committed, engaged and productive.
Staff will also feel safe. This will include ensuring that monitoring of absenteeism at a corporate level is supported
and any relevant information is fed back to the department, ensuring that all staff are aware of policy and procedure
around our working arrangements (such as the flexible working policy), and that as a department we continued to be
involved in the development and implementation of the Health and Wellbeing Programme. An additional action is
the continued promotion of policy, procedure and guidance relevant to staff safety - including the department's Lone
Working Polices and Corporate Health and Safety policies by Heads of Strategy and Service Managers.
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Details

of

the
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recommended

actions

with

regards

to

this

workforce

outcome

are

as

follows:

We want…

We Will…

Why we will…

How we will…

Who will…

When will
we…

Theme

Recommendations

Outcome(s)

Actions

Lead Team(s)

Timescale

How we know it has worked...
Measure of Success

Evidence
Workforce profile and
analysis completed and
used to drive workforce
development

Workforce planning is an
integral part of the
planning and delivery of
services, service
restructuring and informs
plans for training for staff

…to attract the right people to
jobs, to retain staff and
develop the workforce

…undertake a detailed
workforce planning exercise
based on the workforce
planning tool developed
Corporately. This will include
production of an accurate and
up-to-date current workforce
profile

By undertaking a workforce
planning exercise we will have
detailed information about the
current workforce (a 'workforce
profile') and be able to make
decisions about what our 'future'
workforce looks like and how to
achieve any change.

Undertake Workforce Planning
Exercise

Organisational
Planning

February March 2016

As a department, we are
able to demonstrate a
thorough understanding
of the composition of our
workforce now and what
it needs to look like in the
future
Children, young people
and families in
Leicestershire feel that our
staff are confident,
competent and the best
people to meet their
needs

Feedback from staff Staff Survey; Staff Health
Check (Children's Social
Care and Early Help)
Feedback from children,
young people and
families - through voice
work and other
engagement work. Out
staff are the right people,
in the right positions and
helping to deliver the
best outcomes for
children, young people
and families
Positive feedback from
external scrutiny inspections; sector-led
peer review
More accurate and
readily available data for
statutory returns (i.e.
Social Work Workforce
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Collection)

Use findings from the Workforce
Planning Exercise to undertake
targeted work with specific parts
of the workforce where issues or
opportunities for improvement
are identified - this may include
issues such as recruitment and
retention, and training needs
Utilise Workforce Profile to
collaborate statutory Social Work
Workforce Collection data and to
provide supporting evidence for
Annex A (Ofsted SIF Inspection
documentation)

…better understanding of the
qualifications, skills and
experience that the
Department's workforce
through regular monitoring
and engagement

Page 27 of 41 version 4

By understanding the qualifications,
skills and experience of staff across
the Department it will be easier to
plan for future change and meeting
the needs of the children, young
people and families in
Leicestershire. It will support
ongoing workforce development by
allowing us to be sure that staff
have the right skills and experience
to carry out their roles effectively.
This in turn will facilitate the

Make use of the Learning
Management System (LMS expected February 2016) to
provide regular information
about learning activities
completed by staff. Where gaps
are identified (i.e. staff not
having completed mandatory
training) targeted action will be
taken to ensure compliance with
mandatory training schedule

Organisational
Planning; Strategic HR;
Organisational
Development

April 2016

Organisational
Planning;
Development and
Support Services

April 2016
(and then ongoing)

Organisational
Development;
Organisational
Planning
Development and
Support Services

February
2016 (and
then monthly
reports)

Increase in the number of
staff from Children and
Family Services
completing mandatory
training
Ongoing training needs of
staff are better addressed

Training Reports (via LMS
and Organisational
Development Annual
Reporting) - greater
proportion of staff
(target 100%)
Positive feedback from
staff - Staff Survey; Staff
Health Check (Children's
Social Care and Early
Help) about availability,

planning of training plans and
implementation of actions arising
from the proposed Workforce
Planning Exercise to address any
gaps. These are all essential to the
development of a flexible, highquality, efficient and well-supported
workforce

..develop a Departmental
training plan that reflects the
results of our workforce
planning exercise and
addresses the skills and
learning needs required to
support the implementation of
the Department's
Commissioning Strategy and
Commissioning Plans. It will
enable our staff to do the job
that they need to do in order
to fulfil their job role and
deliver the departments
priorities and outcomes for
children and young people in
Leicestershire. Within the plan
there will be specified a core
minimum set of skills,
knowledge and behaviours
expected of all staff as well as
training opportunities for
specific parts of the workforce
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Because of significant change within
the department and the way in
which services are offered there is a
need for a Departmental Training
Plan which will specify the training
that staff should attend (core
minimum expectations) and other
courses that they may wish to apply
to attend (optional) - this will
ensure that all staff are competent
and confidence in their roles..
Ensuring that the skills base of staff
is right and supports development
of a more flexible and multidisciplinary workforce. These will
be essential to the successful
implementation of the changes
specified in the Department's
Commissioning Strategy and
Commissioning plans.

Explore further opportunities for
using information from
Professional Development
Reviews (PDRs) to inform
training and development plans

Organisational
Development
Organisational
Planning

Scope out and implement a
Departmental Training Plan
which responds to our vision,
mission and priorities particularly development needs
identified in the department
commissioning plans. These
include: emphasis on early
intervention and prevention;
outcomes-based and personcentred approaches; risk factors
and root causes; understanding
emotional and challenging
behaviour, mental health issues,
substance misuse, domestic
abuse etc.; supporting school
improvement (see also below,
specific actions under 'Focus on
Outcomes'); preparing for school,
adulthood and making choices
(stages approach); Growing
Safety, SEND reform (what it
means for our workforce and the
way we deliver all services),
information management
responsibilities (including skills
and competencies), safeguarding,
and voice work (these will form
the core set of skills, knowledge
and behaviours)

Organisational
Development (with
input from Strategic
Leads and Heads of
Strategy)

Incorporate National guidance
and good practice into the
Departmental Training Plan

Organisational
Development

ease of access and
usefulness off staff
(including Training
Evaluation feedback and
through PDRs)

March - June
2016

JanuaryFebruary
2016

Staff have received the
training and have
increased knowledge of
key areas enabling them
to better undertake their
work and delivery
outcomes for children,
young people and families
in Leicestershire
Growing knowledge and
skills (including systems
and processes) base
across the workforce
enabling a more flexible
approach to the service
delivery

JanuaryFebruary
2016

Feedback from staff Staff Survey; Staff Health
Check (Children's Social
Care and Early Help) staff are receiving the
training they need to feel
competent and confident
in their roles
Positive feedback from
external scrutiny inspections; sector-led
peer review
Feedback from children,
young people and
families - through voice
work and other
engagement work - our
staff are knowledgeable
and competent to
undertake their roles and
deliver the best
outcomes for children,
young people and
families in Leicestershire

Ensure good links to the
Corporate Commissioning
Academy training and ensure
that the Departmental Training
Plan considers how information
from the academy is cascaded
down to all staff. Where specific
training requirements for CFS
staff around commissioning are
identified, liaison with the
Organisational Development
Service should take place to
explore creation of new
commissioning training modules

Organisational
Development Service

JanuaryFebruary
2016

Ensure links to training
programme for sustained roll-out
of Growing Safety methodology

Organisational
Development;
Principal Social
Worker

JanuaryFebruary
2016

Ensure links to training plan for
ICT and systems (i.e. Frameworki
and Capita)

Organisational
Development

JanuaryFebruary
2016

Organisational
Planning;
Organisational
Development

March 2016

Organisational
Planning;
Organisational
Development

March 2016

Review content of Departmental
Training Plan in response to
findings from the Workforce
Planning exercise (see above)
Develop a mechanism for getting
better feedback from
Organisational Development
about the impact of training (i.e.
quarterly reporting) so that we
better understand the difference
that the training we are
commissioning is making, what
courses should continue, which
should be changed and which
should not continue.
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…influence the development
of the Corporate Recruitment
and Retention Strategy

….ensure that our workforce is
healthy and safe

By being involved in the
development of the Corporate
Recruitment and Retention Strategy
the department will be able to
ensure that issues affecting the
department (i.e. issues with the
recruitment portal - ability to add
non-standard options and access to
advice and information specific to
the department) are addressed.
The Corporate approach will
therefore reflect the needs of the
department.

The workforce will be
motivated, committed, engaged
and productive. Our staff will feel
safe.

Involvement in the development
and implementation of the
Corporate Recruitment and
Retention Strategy, with
Departmental needs represented

Strategic HR

Ongoing

Information about attendance
and causes of absenteeism
(collated by the Corporate
Absence Management Group) is
monitored and where issues are
identified actions are taken to
help improve attendance

Strategic HR

Ongoing

Ensure all staff understand
Corporate policy, such as flexible
working; illness; return to work
(this will also be addressed in the
Workforce Engagement Strategy
- see above)

Heads of Strategy;
Service Managers

Ongoing

Fewer procedural issues
and greater ease with use
of recruitment processes
for staff

Greater productivity; less
absenteeism; health of
workforce improves and
greater awareness
amongst the workforce of
health issues

Corporate Recruitment
and Retention Strategy
completed and
represents interests of
Children and Family
Services department

Feedback from staff Staff Survey; Staff Health
Check (Children's Social
Care and Early Help) they feel healthy and
safe and well supported
at work; they are aware
of policy and procedure
around Health and Safety
etc. (to be included in
Staff Health Check)
Reduced absenteeism
rates (look at as part of
Workforce Profile and
monitor across year )
Feedback from children,
young people and
families - through voice
work and other
engagement work

Support development of and
implement actions arising from
the Health and Wellbeing
Programme
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Head of Strategy,
Business Support

Ongoing

Positive feedback from
external scrutiny inspections; sector-led
peer review

Continue to promote policy,
procedure and guidance relevant
to staff safety - including the
department's Lone Working
Polices and Corporate Health and
Safety policies
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Heads of Strategy;
Service Managers

Ongoing

Workforce Outcome: …strong and inspirational leaders
Good leadership is essential to the success of an organisation and for achieving organisational goals and priorities. Within
our workforce we want to develop and support strong and inspirational leaders who will be able to manage change, work
across organisational boundaries and who are increasingly commercially aware with a good understanding of
commissioning and procurement practices and traded services. Our managers and leaders will also provide excellent
support for their teams, particularly through times of change, and will be able to articulate clearly the department’s vision
and priorities. Transforming services requires leaders who are expert people and change managers who can energise and
enable the ideas necessary to achieve a major shift in organisational culture.
Our managers will also increasingly become responsible for their own workforce planning, so that they better own decisions
about the composition and development of their sections of the workforce.
There are a number of recommended actions in order to make this happen:
•
•

•
•
•
•
•

Ensuring that the proposed Departmental Training Plan (see above) includes dedicated training opportunities for
leaders and managers, particularly around: business planning; quality assurance; information management
responsibilities; performance monitoring; commissioning and commercial awareness
Ensure continued promotion of opportunities and access to leadership and management training (such as ILM and
the Modular Leading for High Performance Programmes). This will be led by Organisational Development but will
require support/communications from Heads of Strategy and Service Managers. Managers, in particular, will need
to use opportunities such as supervisions and PDR meetings to raise these sorts of opportunities with staff.
Training for managers around workforce planning (linking into training provided Corporately) so that they can
increasingly take responsibility for workforce planning and development within their own teams
The Principal Social Worker continuing to identify practice issues and develop actions to resolve them. This will
need to feed back in to the Department Training Plan and Workforce Engagement Plan (see above) as necessary.
Good use of Corporate and Departmental guidance around supervisions to ensure that staff are well supported; this
will be reviewed through QAIF improvement activities
Ensure that all staff (particularly new starters) are supported to access and understand service specific policy and
procedure. Where improvement activities (undertaken as part of the QAIF) identify issues concerning staffs
understanding of policy, procedure or systems, this will be fed back to service managers
Ensure that managers understand and are competent at using the Departments Planning Framework to plan and
monitor service delivery
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Details of the recommended actions with regards to ensuring our workforce has strong and inspirational leaders are as
follows:
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We want…

We Will…

Why we will…

How we will…

Who will…

When will
we…

Theme

Recommendations

Outcome(s)

Actions

Lead Team(s)

Timescale

Managers and leaders will be
empowered with an appropriate
set of skills to prepare for and
manage change in terms of new
ways of working and approaches.
They will have a clear vision and be
confident articulate changes
occurring within the department,
and convey these to their staff
providing inspiration during times
of change. They Managers will also
become increasingly responsible
for undertaking workforce planning
exercises. Managers will be
committed to working
collaboratively, working across
organisational boundaries and
building partnerships. They will
also become more commercially
aware. All of these actions will
help drive change and ensure the
Department remains highperforming.

Ensure that the content of the
Departmental Training Plan (see
above) includes dedicated
training opportunities (or links to
training) for managers in terms
of business planning; quality
assurance; information
management responsibilities;
performance monitoring;
commissioning (including
partnership approaches); SEND
reforms; and, commercial
awareness
Ensure continued promotion of
opportunities and access to
leadership and management
training (such as elm and the
Modular Leading for High
Performance Programmes)
Managers will access training
provided Corporately around
Workforce Planning to enable
them to take increasing
responsibility for this activity
The Principal Social Worker will
continue to identify practice
issues and develop appropriate
actions to address them
Implement Corporate and
Departmental Guidance
concerning supervision and
review progress against this
through QAIF activities
Staff (particularly new starters)
will be supported to access and
understand service specific
policy and procedure. Where
improvement activities
(undertaken as part of the QAIF)
identify issues concerning staffs
understanding of policy,
procedure or systems, this will
be fed back to service managers

…strong and inspirational
leaders
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…develop and support
managers to ensure that they
have the skills required to plan
for and manage change

Organisational
Development

How we know it has worked...
Measure of Success

Ongoing
Improved training
opportunities for
managers and senior staff

Organisational
Development (with
support from HOS and
Service Managers

Ongoing

Organisational
Development Service

Ongoing

Principal Social
Worker
Heads of Strategy and
Service Managers;
Development and
Support Services

Service Managers
Development and
Support Services

Ongoing

Ongoing

Managers who
understand and can
undertake workforce
planning according to the
Corporate model
Leaders have a better
understanding of their
workforce and workforce
issues (i.e. training
requirements; turnover;
career progression)
Managers can support
staff effectively through
change (both in terms of
changes to the way we
work and deliver in
services)
Managers are more
proficient in service
planning and performance
monitoring

Ongoing

Evidence

Feedback from staff Staff Survey; Staff Health
Check (Children's Social
Care and Early Help) - to
be addressed in findings
from Staff Health Check)
Training reports
(evaluation feedback
from Organisational
Development)
Supervision audits and
Annex F Audits (lead by
Development and
Support Services and
QAIF activities) show that
supervision guidance is
being followed and
results in successful
outcomes for staff and
the children, young
people and families
Numbers of managers
having completed
workforce planning
training/familiar with
Corporate workforce
planning tool kit during
2016/17
In 2017/18 managers are
undertaking or
contributing to workforce
planning to a greater
extent

Ensure that all managers
(including Heads of Strategy and
Service Managers) understand
the Departments Planning
Framework 2016/17 and are
competent in completing
planning exercises and using
plans to inform and review
service delivery.
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Organisational
Planning

December
2015 (and
then ongoing)

Workforce Outcome: …a workforce prepared for and embracing partnerships and integrated working
A key element of the way in which the Department is transforming the way that it works concerns greater collaborative working and
the move towards integrated working practices with our partners, particularly health. Indeed, this is a dominant theme in the
department’s Commissioning Strategy and Commissioning Plans.
The department, along with our partner organisations, needs to ensure that our workforce and our processes enable working
across organisational boundaries so that we can address the needs of children, young people and families in a flexible and
responsive way.
As already acknowledged above, it may be some time before a fully integrated workforce strategy is effective, but there is a firm
commitment within the department to build the foundations to support integrated working in the future. Therefore, this strategy,
whilst focussing mainly on the workforce that we employ directly, recognises that:
•
•

Our workforce needs to continue to embrace and develop further partnership and integrated working arrangements
It is important that that this Workforce Strategy aims to influence our partners in terms of workforce development so that we
begin to explore and get some consistency in approach to core skills and knowledge, training opportunities and shared
processes. Where existing workforce development opportunities exist or are being explored (such as shared training), these
be fully utilised and/or developed further to the benefit of both our workforce and that of our partners, such as health
colleagues and the Police.

Recommended actions for this theme are:
•
•

•

Build on existing and identify new inter-professional and multi-agency training opportunities
When services are commissioned or shared working arrangements are agreed with partners, workforce implications should
be fully explored and included in contract specifications (and subsequently monitored as part of contractual compliance) and
joint working agreements/protocol. This should include consideration of things such as colocation of staff, sharing of
systems and information sharing, and shared responsibility for training.
Scope out our local offer in terms of SEND training, Organisational Planning. As a lead organisation with responsibility for
children with Special Educational Needs and Disability (SEND) we have a responsibility for contributing to the local offer for
training, Organisational Planning. This includes training for our own workforce and that of our providers and partners
(including Early Years settings, schools/colleges, and Further Education settings) and is particularly relevant in respect of
supporting the work of SEN Coordinators, for example. It is important that we understand what the current local offer is,
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what gaps there may, the contribution to be made by LCC and other partners, and any issues with people accessing this
support. This action will link to the action around creating a Departmental Training Planning (see above).
Details of the recommended actions with regards to ensuring our workforce has strong and inspirational leaders are as
follows:
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We want…

We Will…

Why we will…

How we will…

Who will…

When will
we…

Theme

Recommendations

Outcome(s)

Actions

Lead Team(s)

Timescale

Organisational
Development; LSCB

Ongoing

New models of working will
increasingly be based on
partnership working arrangements
and joint commissioning. All staff
and managers will be supported to
think about the implications of
these new arrangements and ways
of working and to consider them
fully when planning for change.
Staff from across the workforce will
understand better the role of
partners in the delivery of
outcomes for children, young
people and families in
Leicestershire

Build on existing interprofessional and multi-agency
training opportunities to identify
further opportunities for shared
training between partner
organisations
Where partnership arrangements
are considered or commissioning
under are considered, workforce
implications (such as joint
working arrangements, sharing
of information, compatibility of
systems) should all be considered
fully
Scope' local offer' for training
around SEND (as offered by LCC
and partners) - what already
exists and can be accessed by
LCC and partners staff (including
Early Years settings,
schools/colleges and FE). As a
lead organisation for SEND it is
important that we understand
what Organisational
Development around SEND is
offered, how this can be
developed, kept up-to-date and
rolled out to staff. This will
involve liaison with the SEND
Board and Head of Strategy for
SEND

Heads of Strategy;
Service Managers;
Commissioning and
Procurement

Ongoing

…a workforce which is
prepared for and embracing
partnerships and integrated
working
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…maximise opportunities for
collaborative working which
support closer working
between staff in partner
organisations

How we know it has worked...
Measure of Success

Evidence

Shared training
opportunities that CFS
staff participate in

Departmental Training
Plan

Specifications for
commissioned services
and joint working
arrangements include
workforce issues

Organisational
Development; SEND
Board; Head of
Strategy SEND

Ongoing

CFS is a lead organisation
in the local offer of
training, particularly for
SEND

Commissioned service
specifications - include
specific reference to
opportunities for joint
training; shared
workforce development
needs
Joint Working
Arrangements (i.e. MOU;
protocols)

Risk Analysis and Controls
This refresh of the Workforce Strategy has sets out what is considered a realistic set of recommended actions to achieve
during 2016/17. However, as with any programme of change, opportunities also carry risks. Some of the main risks
identified in relation strategy and the controls required to mitigate against their effects, are listed below:
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Risk
Further development of the
department’s Commissioning Plans
may result in some training and
learning actions becoming obsolete
and further, new actions required
during the year
Commercial interests or perceived
financial challenges could make
providers unwilling to invest in anything
other than mandatory/minimum staff
development.
The LCC intranet is not developed as a
platform for communicating with staff,
preventing this being a key channel of
communication for the proposed
Workforce Engagement Plan
Funding at the present level (and as a
result of future budgetary constraints)
may be insufficient to meet the
workforce redesign and support
required.

Control
Continued dialogue with strategic leads
(who are responsible for the development
of the commissioning plans) and
Organisational Planning to ensure that
training and learning remain relevant

Finance and commissioning
Strategies/Plans may not give
sufficient clarity to workforce

Medium term financial strategy will allow
us to develop responsive workforce
options. Commissioning approach agreed

Continued dialogue with in-house and
external providers. Continued
strengthening of existing partnerships to
ensure that the provider voice is
understood.
Involvement in the development and
design of the intranet and exploration of
alternative or complementary
communication channels
Managers to be transparent and
accountable, demonstrating their use of
funding is value for money and innovative
in methods of learning, recruitment and
retention.

development impacts and
considerations.
Putting in place a wide ranging
strategy at a time of economic
uncertainty in public services.
Safeguarding vulnerable people with a
less regulated workforce.
Skills gap/workforce remodelling may
not be addressed quickly enough in
order to support the transformation and
delivery of savings.

to include workforce considerations and
communicated.
Pursue an active communication strategy
that involves and informs all about how it
aims to manage the emerging political and
financial situation.
A robust Safeguarding Policy that is
communicated to all.
Co-ordinated approach to the
transformation programme

Delivering the Strategy
Successful delivery of this refreshed Workforce Strategy will not be a one-off exercise. It will be an evolving process and it
will need to respond to change and new opportunities, particularly as the department’s Commissioning Plans are developed
further. Its success will also depend on a range of cross cutting issues being identified and actively managed. These
include:
•
•
•
•
•

The development of the Workforce Engagement Plan which will act as a communication plan underpinning many of
the actions in this Workforce Strategy, keeping all who have an interest in the Strategy and workforce issues
informed about all that is happening and promoting a shared vision and purpose
Working closely with partner organisations across the County
A determination to ensure that the Strategy compliments and contributes to current and emerging health and social
care issues
Identifying resources available both within the department, Council and partner organisations
Ensuring that the principles underpinning this Strategy are embedded in new commissioning activities so that, where
appropriate, the department’s approach to developing its workforce extends to our providers.

The success of this workforce strategy will also require commitment and senior management support to succeed. It must
be adopted by and embedded at all levels of the department, both strategically and operationally.
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Implementation of this strategy will be managed by the Organisational Planning Service working in conjunction with
identified leads. The Departmental Management Team (DMT) will receive quarterly progress reports to ensure that the
workforce development priorities and recommended actions within this strategy are appropriately addressed and
implemented across the department.
The challenge for this Workforce Strategy will be to respond to the changing environment and to give clear direction to a
diverse workforce that is delivering care and support in a personalised system, to a high standard and in ways that assure
the control and self-determination of Leicestershire families. The strategy will be reviewed and refreshed within a 12 month
period to ensure that it continues to respond to the key drivers for change and to ensure that the workforce working with
children, young people and families in Leicestershire continues to be competent, confident and high-performing.
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