Training and Development

Introduction

Consideration of training and development needs should be a regular event and/or prompted by changes in service design/delivery and identification of a gap in knowledge and practice if identified service objectives are to be realised. That is, a training and development programme has to be responsive to the clearly identified training and development need linked to attaining organisational and/or service objectives. This will be the focus and reference point for devising purposeful training and development activities. For the training and development activities to be purposeful then they have to produce identifiable and quantifiable outcomes to the relevant standards. For example, the purpose of the activity may be to provide underpinning knowledge and practice of a new intervention method, or the purpose of the training may be to disseminate practical guidance on achieving service standards. Furthermore we have to know who needs the training, to what level and how soon. And last but not least, what resources will be made available?

A more systematic approach to TNA incorporates organisational, individual and professional requirements for continuous professional development while also addressing service standards requirements. This entails assisting operational managers to explore a number of areas of the service that in the main give rise to most training and development needs (appendix one). An obvious area is that of legislation, policy and practice, assessment and care planning is another. So, within each of these areas one has to explore the impact of change on service delivery and social care practice. From this exploration, and with an eye to the service skills mix, one can devise a responsive T&D plan (appendix two) inclusive of a pathway of relevant training and development activities (appendix three).

To conclude, we can easily identify the competencies and skills mix that will meet individual and service standards (appendix four). In turn we can establish a pathway of activities (probably best undertaken as part of PRD) that will address identified training and development needs while facilitating continuous development (appendix four); from induction and core skills to development of basic practice, Professional, supervisory and management skills. It is then a simple matter of setting a specification: what, who, learning objective(s) and method of evaluation (appendix five).

Competent Practice and Continuous Professional Development

The modernising of social services and changes in Social Work education have placed  greater emphasis on worker competence and quality services. That is, the performance of all Social Care Staff to a standard of competence, not just professional Social Workers. We now have to meet service standards, occupational standards (SVQ) and professional standards (DipSW).  Also the increased interest in developing ways of working and learning inter-professionally and with service users, carers and communities.

The Scottish Social Services Council was established in October 2001. It aims to promote high standards of conduct and practice among social service workers and high standards in their training. As part of this process SSSC has recognised the need for workers to demonstrate knowledge and competence in carrying out particular functions. Hence the importance of SVQs which focus on the knowledge, skills and values that workers require to carry out particular functions and what levels of SVQ relate to particular ranges and combinations of required skills. With the establishment of SSSC social care staff and social workers will be required to evidence continuous development.

The framework for CPD for qualified social workers adopted by SSSC is the PQ framework. This framework delivers two UK-wide recognised awards in social work - the Post Qualifying Award (PQSW) and the Advanced Award (AASW) - built on to different levels of competence. This framework concentrates on the recognition, by assessment against set competencies, of a worker's professional competence as a result of learning. This includes learning from formally assessed courses, informal learning in the workplace, distance and open learning. In addition, the system allows professional credits to be put towards academic awards. 

Continuous Professional Development has to be considered in the context of organisational needs, service objectives, occupational standards, professional and personal aspirations. A local authority Performance Review and Development Scheme is primarily concerned to ensure continuously improving services by such objectives as:

1. Ensuring that the employee clearly understands what is expected of them, i.e. key tasks and performance standards.

2. Linking employee development activities to policies and service objectives.

3. Identifying the required skills and knowledge for effective performance.

4. Providing a forum for identification of career and personal development needs.

Core Competencies and a Pathway to Continuous Development

In any client service area we can easily identify the Core Skills or competencies, these will include aspects such as, fire safety and other relevant areas of health and safety, first aid, personal safety, communication skills, helping/caring skills, anti-discriminatory practice, assessment skills, Care First and basic IT, report writing, minute taking, care planing, etc. (see appendix ). The next stage is to develop this practice further,  Practice Development, so that basic communication skills might progress to a counselling course and/or more advanced or creative methods of intervention, CBT, family work, and/or formal courses including HNC, SVQ, Cert.Com., Dip.Com.Care, MSc., PQ1, PTA, MHO, CCP, etc. An area of possible development is, Professional, Supervisory and Management; SVQ4, DipSW, A1, A2, V1, TDLB, PTA (which includes supervisory modules), First-Line Management, CLAM, MBA.  Continuous Professional Development, can embrace the pathway described this far or similar results can be gained from a specific CPD programme.  In terms of the requirements for continued registration with SSSC this may be met by evidencing the learning from a series of short courses and conferences.

Training & Development Process

Establishing A Training and Development Plan

Internal Consultation 

Explore with operational staff what knowledge, skills and attributes are required to achieve service objectives (appendix one). Consider also issues raised at PRD including CPD.

Draft Training Plan

Establish a draft T & D plan for service area (appendix two) outlining optimum training and development activities then back to operations for a decision on priorities and numbers.

Course Specification

Establish a course specification including why this course, learning objectives/learning, provider and cost, and finally date of event and location of event. Expressions of interest may be sought before confirming arrangements.

Finalise Training Plan
Agree with operations managers final training and development plan; what events, when and for whom (appendix two).

Organising Training Event

First things first

Where the training section is delivering or has commissioned an event then they will book the venue, equipment and arrange catering. Where operations are organising an event then they are responsible and may wish to involve the training section in assisting in the organisation of the event. 

Venue

The practice has been for T&D administration to make these arrangements, however,  while this will make sense for courses that training staff have been involved in designing, presenting and commissioning; where this has been done elsewhere then those concerned in that process should also take responsibility for finding a suitable and available venue. This is usually arranged via Lets Department at 3902.

It is worth noting that one has (in good time) first to locate available and suitable venues for the dates the presenter is available rather than decide a date for the event and then find a venue.

Course information

Training section will endeavour to advise interested parties of proposed training events 6 to 8 weeks in advance. This will include a brief description of the course, the learning outcomes and who will benefit most form the course, the date(s) of the event, where it will be held and who to contact (roles and responsibilities within section) for further information.

Nominations

A nomination form will be attached to course information sent by e.mail. This should be completed and signed off by the line manager before being returned to training section. Nominations will be collated and where there is over subscription allocation of places will be decided by operation managers.

Joining Instructions

Training section will endeavour to send out joining instructions two weeks before the event.

Attendance

Course organiser/training contact should be advised in good time if a candidate/delegate is unable to attend. Failing this the line-manager will be contacted and asked for an explanation.

Evaluation

A post course evaluation will be completed on the day of the course. And 6-8 weeks later a further evaluation will be brought from  the line manager. Managers might find it useful to establish a folder for each worker with original details of course & the evaluation

Performance Review and Development

During the process of PRD, 'reviewer' and worker will explore the latter's development needs and a training and development action plan should be recorded  and sent to T&D section. This will be included in discussions at the internal consultancy stage. 

