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1.
Purpose 

Workforce Development makes a significant contribution to the development of organisational and individual competence through the provision of opportunities for skills enhancement, improved recruitment and retention of people – right people in right jobs, delivering the right outcomes – career and workforce planning.

  

It provides people in Barnardo’s with workforce development designed to help them undertake current jobs to agreed standards and to fill arising gaps in the workplace within a consistent and coherent framework which applies across the whole organisation.

2.
Outline of Policy

This document outlines the supported types of learning & development, how associated costs are allocated, study leave, selection criteria and conditions applying to learning & development

3.
Conditions Applying to all Study

a) Process

Annual Performance Review:  Learning & development needs should be discussed and agreed as part of the annual performance review / agreement process.

During the APR the manager and the employee should evaluate the employee’s ability to perform their tasks and achieve their performance targets, identifying any development needs.

The individuals’ line manager will assess the employee’s eligibility and discuss with their region/nation Learning & Development/People unit the nature of the identified need and any relevant development opportunity, identifying a cost efficient and effective solution.  Where extra support is needed by the employee, for example where an employee has not studied for a lengthy period of time, this should be discussed and appropriate solutions should be sought.

(i) Written Agreement:  When support for qualification training and assessment has been agreed a formal written agreement outlining the responsibilities and commitments for the individual, team and region/nation/directorate will be drawn up by People and signed by the staff member, line manager and R/NMT member/UK Director. This will include payment of fees, study time and examination leave, placement arrangements, staff replacement arrangements, responsibilities following course completion and may include a requirement to work for Barnardo’s for a specific period of time or the repayment of course fees etc.  Prior to entering into the written agreement the employee and their line manager will meet to discuss issues surrounding possible changes in the individual’s workload.  The written agreement will specify that this has been discussed and will be reviewed periodically.
(ii) Study:  The employee will then undertake the course/qualification in line with their written agreement and organisational policy.  Full attendance of the course of study is mandatory, and individuals are expected to take required examinations and complete assignments at the appropriate stages.

(iii) Examination:  All members of staff will be expected to take the examinations at the appropriate stages.

(iv) Evaluation:  All study courses are to be evaluated upon completion (or once it becomes apparent that a course cannot be completed).  The employee and their line manager will meet to evaluate the identified development.  They will also identify any further action required, as specified in the Written Agreement, such as knowledge sharing and placing materials in the Barnardo’s library.

(v) Review:  The Line Manager will discuss with their region/nation/directorate People unit the effectiveness and cost efficiency of the completed course/qualification, to ensure that it is meeting previously identified need.
b) Organisation Wide Selection Criteria / Priorities

To ensure equality of opportunity for staff to workforce development opportunities, it is recommended that regions/nations have a written priority list, available on request to all staff. This priority list will be dependant on regulation, legislation and National Service Standards.

Regions/Nations will be required to provide data on the take up of Required/ Non-Required.  Selection is made in accordance with Barnardo’s Basis and Values and the Promoting Equality / Valuing Diversity policy.

Eligibility
· The course of study must be identified as a Required or Non-Required need, and fall within the organisational selection criteria/priorities.
· Employees must be accepted by the external organisation running the course/programme, if applicable.

· Specific benefits to Barnardo’s must be identified.

· The relevance of the course/qualification to the department’s current/developing work can be shown.

· The course/qualification contributes to the individual’s Continuous Professional Development and is part of their agreed individual development plan.

· The proposed course/qualification should not be of a contradictory nature to any preferred route/qualification that is defined centrally by Barnardo’s.

· The employee should have a high priority need in relation to departmental colleagues and have not received any significant training in the preceding two years.

· Employees will not generally be funded to undertake a significant course/qualification whilst they have an existing commitment to another course or qualification.

· The employee must have completed his/her probationary period, except where;

· The course/qualification is a requirement of the post and has been agreed as part of offer of employment.

· The course/qualification relates to PQ requirements/competencies.

· The course/qualification commenced prior to employment and was agreed as part of the offer of employment. 

· Selection is made in accordance with Barnardo’s Basis and Values and the Promoting Equality / Valuing Diversity policy.

· In considering a request for study support, consideration will be given to issues that may impact on the individual’s ability to successfully complete the course, e.g. disciplinary, performance or absence issues. 

Any appeals or complaint should be made to the region/nation/directorate Director or to the relevant UK Director in writing within fourteen days of the decision. 

3.
Supported Types of Workforce Development
For the purposes of this policy, there are two types of workforce development within the supported priorities. 

· Required

· Non-Required.

Each of these can be further broken down into Structured and Un-structured Learning.

a)
Required Workforce Development
Some workforce development is required.  This could be due to Barnardo’s internal policies, (e.g. Enacting our Vision).  Barnardo’s requires all employees to receive a basic level of training in certain areas e.g. Equality & Diversity, Safeguarding, and Health & Safety.  More information on this can be found in the induction area in livelink.

Some qualifications are required for certain roles.  Occasionally this is because of Barnardo’s internal policies, but more often it is due to external requirements e.g. national minimum standards.  It is expected and normally the case that applicants for posts which require relevant qualifications will apply ready qualified, clarification on this is available from your region/nation/directorate People team and there will be reference to this in your Job and Person Profile - in situations of redeployment practice may vary.

Some professional organisations require their members to undertake continuing professional development (CPD) to remain registered for example these include but are not limited to:

· General Social Care Council requirement 

· Scottish Social Services Council

· Care Council for Wales

· Northern Ireland Social Care Council

· Association of Chartered Certified Accountants 

· Chartered Institute of Marketing.

· Chartered Institute of Personnel and Development

If membership of professional organisations is an essential requirement for a role, for example; social care workers, teachers and nurses, the necessary workforce development to remain registered as a member will be regarded as required and is a matter for agreement between the staff member and their line manager.  
Most CPD in these situations will be achieved through a variety of routes and may not incur additional cost.  
The cost of registration or membership of professional bodies will continue to be met by the individual.

b)
Non-Required.

All other types of workforce development are non-required as they are not regarded as essential for the performance of the role.  This includes courses/qualifications/cpd required for succession planning.

For payment of fees for both Required and Non-required Learning – see S.8.1.12 (Expenses and Fees – Expenses, Workforce Development).
For leave entitlement for both Required and Non-required Learning – see S.4.1.4 (Annual, Study, Additional & Extended Leave - Study and Examination Leave).
c)
Structured or Un-structured Workforce Development
For the purposes of this policy, workforce development can also be further divided as structured or un-structured.

Structured workforce development includes the following:

· Courses, including e-learning courses, correspondence courses and revision courses

· Attending interviews for courses

· Exams

· Attending communities of practice

· Attending action learning sets

· Coaching and mentoring sessions

· Assessment sessions

· Pre course preparation, this will vary in line with the requirements of the course and will be determined and communicated in advance.   For example this could include; specified reading, e-learning or completion of profiles/questionnaires. 

· Post course follow up.

Un-structured workforce development includes the following:

· Coursework (duration as recommended by course)

· Reading

· Private Study

· Revision
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