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FOSTERING





organisation and management of staff
Incorporates Recruitment and Retention of staff and Staff Training
There is a safe, careful recruitment process for staff, fostering households, volunteers and the central list of persons considered suitable to be members of a fostering panel, and rigorous checks help to prevent unsuitable people from having the opportunity to harm children. (NMS 19)
Children and foster carers receive a service from staff, contracted and sessional, panel members and the decision maker, who have the competence to meet their needs (NMS 23)
Staff are supported to fulfil their roles and provide a high-quality service to children. (NMS 24)
OwnLife Fostering is guided by the mission and values statements of the agency.  All policies relating to the suitability to work with children are found within the HR policies.
Our aim is to care for those children, who either temporarily or permanently are unable to live with their families, engaging well trained and well supported foster carers and being governed by the well being of those children.
OwnLife will sustain a professional approach to the organisation and management of its staff group. The focus is the application of the guidelines that support staff in the effective delivery of their work, and which also respect their professionalism and experience. We will create a positive working environment.
We provide safe and healthy conditions for work and are mindful of the personal safety of staff on external visits when working alone.
Our policies and practices encourage equal opportunities and we do not tolerate any form of discrimination or harassment in the workplace.
All staff are advised to which line manager they are accountable to and of any staff they themselves manage.
Team meetings are held every month and staff members are invited to include topics for the agenda. Team members are encouraged to contribute their ideas and offer comments that will benefit the service

Team practice meetings are held monthly where social work staff can explore relevant practice issues.
Staff development is encouraged and discussed in supervision and at the annual appraisal. Team plans are discussed, and team members understand and know where they fit in to the overall performance targets.
The principles within this policy are subject to review and reflect the current social attitudes and legislative changes.  Guidance 4.14, 4.15

All OwnLife Fostering policies, procedures and guidance will accurately reflect the statement of purpose and be reviewed annually by the Registered Manager.
To be read in conjunction with tri x 2.1. 2.8
Recruitment and Retention.

Recruitment and Retention are strongly influenced by organisational practice.
This is informed by the following:
· Experienced social workers leaving the profession impacts on the quality of services to children overall, and we have a duty to protect against that.
· We need to protect and retain social workers who have the expert knowledge and analytical skill that entails vital elements of complex child protection work.
· We have a duty to protect the continuity of relationships for children which is compromised by staff turnover. This instability damages relationship-based practice and will have a negative effect on children’s outcomes.
· We believe that the organisational culture must be positive and supportive for social workers in a profession where holding risk is a constant and difficult reality to manage.
· Social workers will be empowered to make decisions and exercise professional judgement to enable higher job satisfaction, confidence and a widening breadth of knowledge.
· The organisation will build systems to support collective accountability, shared commitment to supervision and support, and promote continuous learning and development.
· The organisation will be proactive in its attempts to promote and protect the wellbeing of staff.
· Organisational practice will encourage workers to stay, by acknowledging the need workers have, to make a difference and feel satisfied that they do.
· High quality supervision and support to all staff is a vital element of retaining staff.
· Quality management systems and good organisational outcomes improve the quality of services experienced by children.
· The team as a unit is very important to a sense of collective work.
· Staff need to feel valued

The organisation adopts the HSE Management Standards for good practice in terms of managing stress and wellbeing.
1  Demand: Feeling able to cope with your workload. 

2  Control: Having a say about the way in which you carry out your work. 

3  Support: Feeling supported by  managers and colleagues. 

4  Relationships: Working in an environment free of bullying or intimidation. 

5  Role: Having clarity over your role. 

6  Change: Receiving sufficient information to manage necessary organisational change 

Recruitment: 

OwnLife Fostering has an overriding responsibility to safeguard and promote the
welfare of young people. 
Safer recruitment means a rigorous assessment of all potential staff.
All people working in or for OwnLife, and the central list of persons considered suitable to be members of a fostering panel, are interviewed as part of the selection process and have references checked to assess suitability before taking on responsibilities.  Telephone enquiries are made to each referee to verify the written references.  They will be of integrity and good character and suitably qualified and skilled. (NMS 19.1)
All personnel responsible for recruitment and selection of staff are trained in, understand and operate these good practices.  All information complies with schedule 1. (NMS 19.2)
We hold a record of the recruitment and suitability checks which have been carried out for foster carers and those working for the fostering service which includes:

· Identity checks

· Photograph

· DBS Disclosures, including the level of the Disclosure, and the unique reference    number (in line with eligibility to obtain such checks); Guidance 4.13
· Checks to confirm qualifications which are a requirement and those that are considered by the fostering service to be relevant, and show experience of working with children
· At least two references, preferably one from a current employer, and where possible a statement from each referee as to their opinion of the person’s suitability to work with children
· Checks to confirm the right to work in the UK
· Documentary evidence of full employment history (explanation of gaps)

· Reasons for ending employment in previous situations in relations to children
· Full name, date of birth, sex, home address
· Whether on a contract of service or for service
· Hours of work, full or part time
· Where the person has lived outside of the UK, further checks, as are considered appropriate, where obtaining a DBS Disclosure is not sufficient to establish suitability to work with children 
(NMS 19.3)

The record shows the date on which each check was completed and who carried out the check.  The DBS Disclosure information must be kept in secure conditions and be destroyed by secure means as soon as it is no longer needed in line with the DBS Code of Practice.  Before the Disclosure is destroyed, records need to be kept as described above. (NMS 19.4)
The responsible person’s system for recruiting staff and others includes an effective system for reaching decisions as to who is to be appointed and the circumstances in which an application should be refused in the light of any criminal convictions or other concerns about suitability that are declared or discovered through the recruitment process.  (NMS 19.5)
Recruitment Procedures
All respondents to adverts and other enquirers are sent an application form.  The application form includes the requirement for a full employment history, two references including their most recent employer and a declaration of offences.

OwnLife seeks satisfactory explanations as to any gaps in their employment history +/or education.

Members of the management team then shortlist the applicants against the job specification


The short-listed applicants are then invited for interview. 

Members of the interviewing panel score the candidates separately and before discussion. Candidates are required to be passed by all panel members.


If candidates are successful, the information detailed in Schedule 1 of The Fostering Services Regulations 2002 is taken and recorded. Thereafter, DBS checks are undertaken and renewed every three years.      

Only when these checks are completed can staff commence their induction training.


All staff are required to serve 6 months probation. 

Learning and Development of Staff; Standard 23.  23.1 – 23.12
Staff Training and Development

Standard 23.  23.1 – 23.12

Policy

Our staff are our greatest asset, and this learning and development policy is designed to evidence our commitment to supporting our staff to thrive and grow and feel valued as they do so. 

This policy sets out our commitment and our practice and is designed taking full account of the regulatory and legislative accountabilities in fostering. We must ensure that children and carers receive a service from staff who are 

competent. (NMS Outcome)

OwnLife Fostering has a training strategy, which aims to provide excellent training on a wide range of topics related to social work, foster care, and the management of a fostering agency, and is appropriate to the individually assessed needs of the staff.  The aim is to provide an excellent quality of care, which enables the foster carers to meet the needs of the young people placed with them and to keep up to date with professional and legal developments. 

The programme equips staff with the skills required to meet the needs of the children, keeps them up to date with professional, legal and practice developments and reflects the policies, legal obligations and business needs of the fostering service (NMS 23.1)

OwnLife Fostering recognises that staff development and learning is an integral part of the organisation’s responsibility so that all members of staff can perform their individual jobs effectively and in doing so ensure that the organisation meets its’ aims, objectives and responsibilities.

OwnLife Fostering recognises that providing social and emotional support to carers and vulnerable young people is a challenging and rewarding career which demands high standards from its staff group. 

The foundations of high-quality professional foster care are built upon dedicated and committed staff who receive rigorous and robust support and training. 

Aims and Objectives

The aims and objectives of this policy are to:


· Ensure that employees are supported and enabled to meet the changing demands of the organisation and its service users.

· Provide a working environment where continuous learning, reflection, and development take place.
· Facilitate employee development at work and/or personal development through assisting employees to broaden, deepen and thereby further enhance their existing skill base.

· Provide learning opportunities within a learning culture that are relevant and credible.

· To offer opportunities for individual, shared and group learning.

Equal Opportunities

The organisation is committed to ensuring equality of learning opportunity, hence no employee will be excluded from learning on the grounds of protected characteristics, including:  age; disability; gender (including gender reassignment); marriage and civil partnership; pregnancy and maternity; race (including colour, nationality and ethnic or national origin); religion or belief; sex; sexual orientation; trade union membership or part time employment status. 

Part time and fixed term employees will have equal access to learning and development opportunities.

Responsibilities

Employees

· Employee development is most effective when the individual employee takes responsibility for identifying any opportunities for self-development which will enhance work performance through increased skills and knowledge.

· Ownlife Fostering expects all employees, through the support and supervision and appraisal process to take a pro-active approach to identifying and fulfilling continual professional development. 

Line Managers

· Are responsible for assisting staff to broaden and deepen their skills during support and supervision sessions. 

· Have a responsibility to monitor and evaluate the effectiveness of learning for employees who have undergone training and development.

· Should seek feedback on internal and external training programmes, including their quality and cost effectiveness. 

· Should ensure that employees implement the skills that they have gained through training.

Routes to Learning & Development

Options for learning & development may include:

· “On the job” training including learning from other members of staff via shadowing, mentoring, in-house skill sharing, staff away days, team meetings, and team practice meetings.

· An external course of study 

· Attending internal learning groups or events

· Attending internal or external training days/ workshops

· Attending conferences, forums 

· Web based e-learning 

· Joint training between foster carers, staff members, consultants and    

     panel members will take place during each year.

· Central list members will be able to attend a joint annual training day with OwnLife team members. (NMS 23.10)

· Central list members have access to any training and skills development that is provided by the agency (NMS 23.11)

Key Professional and Skills Based Learning

Ownlife Fostering aims to prioritise learning that focuses on areas which:

· Are essential to ensure the quality of service provision is child   

     Centred

· Pertain to our organisational statutory obligations

· Enable effective responses and management of legislative

     Changes

· Enable employees to meet their responsibilities in completing

                continuous professional development required by relevant 

                professional bodies

· Enable management development in relation to those who have managerial/supervisory responsibilities

· Ensure IT skills are at a basic level of competency and developed in accordance with work needs

Procedure

Induction

All new employees, whether managerial, social work or administrative, are given a six -month programme of induction as this is regarded as an essential part of staff learning and development and integration into the working environment. It is important that new employees are given guidance and support on the organisation, its work and practices and their individual duties and responsibilities. Central list members have a separate induction process.

The six-month induction for all staff includes the HR Citation Induction checklist.

Managers must evidence the Chartered Management Institute core competencies for managers within this period, Administrators must cover the NVQ level 2 core competencies, and social workers, the CWDC Induction standards for social workers in addition to the occupational standards.

(NMS 2.3)

Post Induction 

All staff are subject to a probationary period. 

Thereafter, there are specific areas of learning which are essential for all employees and cover a rolling programme of needs which have been identified as part of a continuous programme of learning and development. 

Core learning within the agency, available to all staff and central list members, covers the following areas:

· Safeguarding Children and Child Protection 

· Health & Safety.

· First Aid

·  Equality and Diversity

· Working Alone

· Data protection and confidentiality

These topics are repeated annually as updates.

General expectations

The expectations around fostering as part of the wider field of social work is always changing, and so our training and development must be flexible and responsive to changes in practice and legislation. Training opportunities are dynamic.

All Social Workers and other specialists (e.g. medical, legal, educationalists, psychologists, therapists) are professionally qualified and, where applicable, registered by the appropriate professional body.  They are appropriately trained to work with children, their families and foster carers, and have a good understanding of foster care and the policies and purpose of the fostering service. 

All workers have a job description. (NMS 23.4)

Any staff involved in assessing the suitability of persons to be foster carers are social workers who have the experience of foster care and family placement assessments under the supervision of an appropriately experienced social worker who takes responsibility for the assessment. (NMS 23.6)

Where unqualified staff carry out social work functions, they do so under the direct supervision of experienced social workers who are accountable for their work. (NMS 23.7)

Identifying & Assessing Learning Needs

There are a number of ways that learning, and development needs are identified, these can be as follows:

· Occupational:  As a result of introducing new technology, work methods, systems or practices (internally or externally).

· Promotion: As a result of an increase in responsibilities within the organisation.

· Developmental:  Is vocational in nature and provides the employee with additional skills that can be applied at present or increases the individual’s potential for further growth.

· Organisational:  Affects a particular function or department as a result of changing work methods, procedures or practices and/or supports the overall strategy of the organisation. 
· App Appraisal: This is an essential component of our performance management framework and is supported with regular supervision sessions between line managers and their team members throughout the course of the year. The appraisal scheme allows for every employee to be formally appraised with their line manager through a structured discussion on work performance over the previous year and which, must also incorporate the employee’s learning and development needs.  This is an opportunity to build on strengths and address areas which require support, thereby enhancing the potential skill base of the employee. (NMS 23.5)

· Every staff member has a personal and professional development plan, and we recognise that people learn in different ways, so training can be offered in a variety of forms to meet individual styles.

Recording, Monitoring & Evaluating Learning

The Line Manager is responsible for ensuring that a central record of employee learning is created and maintained, and that all learning and development activities are monitored and evaluated in terms of suitability, effectiveness and value for money.

Training programmes are reviewed and updated annually.

Related Policies

· Supervision Policy

· Appraisal policy

· Induction Programme

· HR Policy  

The learning and development programme is evaluated for effectiveness at least annually and is updated where necessary. It reflects the needs both of individuals and the staff team as a whole. (NMS 23.2)

SUPERVISION AND SUPPORT
NMS 24: FSR 19+20


Effective supervision is an integral part of social work practice and an important component of the OwnLife performance management framework. We recognise the value of supervision for all staff, which enables workers to contribute to the work of the agency and to be clear about expectations and how they can improve practice competence and skill.
OwnLife Fostering follows a strengths based approach to supervision and has endorsed the SCIE key messages, and taken key points form the Department of Health and Social Care Report of February 2019. We believe that in following this in supevision we can use these skills when working with indoviduals.
The Values Underpinning Supervision

In order to ensure that supervision genuinely supports staff any issues that may interfere with the establishment of a meaningful supervision relationship should be discussed and acknowledged.  These might, for example, include race, gender and equality issues.

The values that underpin supervision must enable:

· The establishment of ground rules which reflect language and behaviour which does not discriminate.

· Sensitivity to issues which may affect the supervision relationship, e.g. gender, race, age, sexuality.

· Learning from mistakes.

· Feelings being shared without any implication that there is weakness or failure to cope.

· Willingness to be open about practice and performance.

The principles underpinning supervision are:

· Supervision is an integral element of good practice, vital for developing professional skills and improving outcomes.

· Supervision is a partnership between the supervisor and the supervisee

· Supervision should underpin and promote anti discriminatory practice

· Supervision practice should reflect the values of a learning organisation

Supervision has three functions.
Management

The aims of the management function are to ensure:

· The overall quality of the work

· That polices and procedures are understood and followed, and staff are accountable (NMS 24.2)
· That workers understand their role, responsibilities and competencies and that work is carried out in an acceptable standard.

· That workloads are manageable and reviewed regularly

· That action plans are in place and implemented

· That case records are maintained

· That targets are set and monitored

· That practice is consistent

· That poor performance is identified challenged and addressed

· That organisational evidence is available that OwnLife is a fair and competent employer (NMS 24.1)

Education
The aims of the education function are to develop:

· A positive approach to learning together as a team

· The performance of workers so they deliver a quality service

· An assessment of each worker’s competence and skills, training needs and how they can be met

· An understanding of each workers value base and its impact on their work and the work of the team.

· Targeted use of research and other learning materials to meet the needs of the team

· The use of feedback and reflective discussion within the team
· Access to professional consultation and other sources of information outside the team

· Regular and constructive feedback

· Personal development plans including an annual appraisal

Support

The aims of the support function are to:

· Clarify boundaries between professional development and personal needs

· De brief and support, enable discussion about feelings 

· Support workers if they have experienced abuse or violence or discrimination

· Monitor emotional and physical health with particular regard to stress

· Assist workers to reflect on and resolve difficult professional relationships.

· Promote the welfare of all staff

· It will always be carried out by appropriately qualified and experienced staff 

(NMS 24.4)

Good Practice Aims

Supervision involves establishing a process for understanding those pressures within the context of the professional task and in developing each worker’s capacity to manage them in a positive way for both them and the foster carer, and ultimately the child or young person in placement.
The focus of supervision should always be on the professional task although the process will recognise the personal circumstances of the worker and how these may impact upon, or be impacted by, that task.

Supervision is a two-way process and the establishing of the relationship between supervisor and supervisee will be an individual matter for negotiation although the framework in which this occurs has an organisational dimension which cannot be ignored.

Staff should be offered the opportunity to express their feelings invoked by the task of supporting carers and children and be helped to understand those feelings.

All staff will receive individual supervision from their allocated supervisor at least once per month.

Pressing matters may be taken to supervision when and if they occur.

Supervision should be on a one-to-one basis, in private and as far as possible uninterrupted.

A record is kept by the line manager of the content of the supervision and of progress made. Supervision will be planned and held on an agreed day and week of each month. (NMS 24.5)

All staff and other people working for the agency have access to specialist advice that is needed to provide a comprehensive service for children (NMS 24.7) 

The frequency of supervision should be defined in writing and a written record of supervision sessions and decisions made kept by both supervisor and supervisee. (See supervision contract).

Decisions regarding work with a child must be recorded on the child's case file.

Expectations of the Manager

· To plan sessions in advance and ensure a supervision agreement is signed

· Maintain confidentiality within agreed boundaries

· Ensure supervision is in private

· To keep supervision uninterrupted

· Explain cancellation and re organise immediately

· To record the content of the session and decisions made

· To see evidence of work including audit of files

· To offer and accept constructive e criticism relating to work issues

· To promote anti discriminatory practice.

Expectations of the supervisee

· To make available records

· To attend supervision regularly

· To share responsibility for making supervision work and participate actively

· To prepare for supervision

· To seek and use guidance information and support

· To identify training needs and be active in pursuing them

· To reflect, think through and explore options which arise through practice

· To maintain agreed boundaries of confidentiality

· To promote anti discriminatory practice.

Procedure

The following procedure is an outline of the areas and topics that should be covered in the supervision process.  Not every topic will be covered in every session and from time to time the focus of sessions will concentrate on particular themes.  It is the responsibility of the supervisor to ensure a balance is achieved over a period of time and that all areas, however difficult, are discussed.

The list is not intended to be an exhaustive list of what may be discussed in supervision or of what constitutes effective performance.  Supervision is intended to be experienced by all staff as a positive reinforcement of their work and to provide a vehicle for exploring and developing practice.

An agenda should be drawn up for supervision, which may include the following:

At each session

· Identify key tasks.

· Review tasks and give feedback on performance.

· Review work and targets through discussions and examining records, where appropriate.

· Agree action plans.

· Provide an opportunity for staff to reflect on their experience of, and feelings about work.

· Give and receive constructive feedback.

· Examine the development of skills, knowledge and an appropriate value base.

· Identify appropriate and achievable ways to meet developmental needs of the individual member of staff.

· Discuss ideas for service improvements and developments.

· A review of the supervisee's other responsibilities and issues arising.


· Supervisee's personal response to the work. 

· Team working. 

· Recording.

· Training needs

· Legislation or company updates

Areas to be checked.
· Difficulties with specific young people in placement

· Difficulties with other staff or foster carers

· Equalities and anti-discriminatory practice issues

· What is causing the supervisee most difficulty at the moment?

· What areas does the supervisee wish to look at in terms of their development?

At regular intervals - as appropriate

· Dealing with specific behaviours, i.e. bullying, withdrawn behaviour, racism or sexism. 

· Knowledge of procedures.

· Annual appraisals

· Health and safety issues

Conflict resolution

In the event of a dispute between the two parties, the supervisor’s manager will be involved in a three-way meeting. There is a disciplinary and grievance procedure if needed.

Written agreement

There will always be a signed written agreement.
Appraisal (NMS 24.6)
Assessment and appraisal of all staff involved in fostering work takes account of identified skills needed for particular roles and is used to identify individuals learning and development needs.  Appraisals take place every year and are reviewed at the six-month point. Staff are consulted about their progress and their manager also completes an assessment summary. The appraisal is undertaken by a Director, and an agreed appraisal of the years work with targets for the coming year are made.

An independent person will be invited to gain feedback from children in placement and foster carers which will be used in the appraisal process.

Updated August 2023.
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