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research into the workforce, workforce planning and learning provision in Social Services 

organisations in Tayforth.  

The Research was conducted by a partnership of Jan Miller (Workforce Matters) and Adrian 

Snowball (Adrian Snowball Consulting) in collaboration with and on behalf of the Learning 

Network. 

  



 

FOREWORD 

 

The Learning Networks have a unique contribution to make to supporting the workforce learning 

and development of the Social Services sector. We are funded specifically to enable partnerships, 

share knowledge and experience, and facilitate the sharing of resources across the sector. One of 

our aims is to act as a key mechanism for employer engagement with the objectives of the Sector 

Skills Council.  In Tayforth we have had the opportunity during 2008/9 to devote a significant 

proportion of our Network resources to supporting this piece of research to find out more about 

ŜƳǇƭƻȅŜǊǎΩ ƴŜŜŘǎ ƛƴ ǊŜƭŀǘƛƻƴ ǘƻ ǿƻǊƪŦƻǊŎŜ ǇƭŀƴƴƛƴƎΦ 

In order to facilitate a strategic approach to supporting the needs of both employers and training 

providers, Tayforth partners decided to commission this research so that Network plans and work 

priorities are based on sound knowledge of the sector. 

We are keen to emphasise that workforce planning and development need to be part of 

ƻǊƎŀƴƛǎŀǘƛƻƴǎΩ ǎǘǊŀǘŜƎƛŎ ōǳǎƛƴŜǎǎ ŀƴŘ ŦƛƴŀƴŎƛal planning processes, in order that plans include the 

development of the whole workforce. 

This research supports the continuing roles of the Learning Network in achieving our aims, and we 

particularly welcome the range of responses which tell us how employers and training providers 

wish to engage with us and have us support their work in developing their workforce. 

We are confident that the results of this research, and the separately published Literature Review 

and Learning Provider Guide, will provide us with robust information to take forward the work of 

Tayforth.  In the spirit of partnership working, our hope is that you will also find the information 

beneficial in thinking about how to take forward the challenge of workforce planning in the 

development for your staff group.  

  

Pam Linton 

 

Pam Linton 

Chairperson 

Strategic Management Board 

Scottish Social Services Learning Network-Tayforth 

31st March 2009 
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1: EXECUTIVE SUMMARY 

The Tayforth Learning Network Workforce Planning Project 2008-9 was established to improve the 

bŜǘǿƻǊƪΩǎ ƪƴƻǿƭŜŘƎŜ ƻŦ ǘƘŜ ǿƻǊƪŦƻǊŎŜΣ ǿƻǊƪŦƻǊŎŜ ǇƭŀƴƴƛƴƎ ŀƴŘ ƭŜŀǊƴƛƴƎ ǇǊƻǾƛǎƛƻƴ ƛƴ ǎƻŎƛŀƭ 

services and learning provider organisations in Tayforth.  It is the first large-scale study of this kind 

ǘƻ ŦƻŎǳǎ ǎǇŜŎƛŦƛŎŀƭƭȅ ƻƴ ǘƘŜ ¢ŀȅŦƻǊǘƘ ŀǊŜŀΦ  ¢ƘŜ ǊŜǎǳƭǘǎ ƻŦ ǘƘŜ ǇǊƻƧŜŎǘ ǿƛƭƭ ƛƴŦƻǊƳ ǘƘŜ bŜǘǿƻǊƪΩǎ 

work plan for the next 3 years. 

¢ƘŜ ǘŜǊƳ Ψ¢ŀȅŦƻǊǘƘ [ŜŀǊƴƛƴƎ bŜǘǿƻǊƪΩ ƛs used throughout the document as a shorter version of the 

bŜǘǿƻǊƪΩǎ Ŧǳƭƭ ǘƛǘƭŜΥ {ŎƻǘǘƛǎƘ {ƻŎƛŀƭ {ŜǊǾƛŎŜǎ [ŜŀǊƴƛƴƎ bŜǘǿƻǊƪ ¢ŀȅŦƻǊǘƘΦ 

The objectives and outcomes of the project are set out as follows:  

Objectives 

1. To develop a Tayforth wide picture of workforce planning activity across social service 

employers, in relation to initial and continuing registration with SSSC (Scottish Social Services 

Council), including post-professional /post-registration learning 

 

2. To develop a current picture of the resources to support initial and continuing registration with 

the SSSC, including post-professional/post-registration learning, who the providers are and the 

ways in which this learning is delivered. 

Post-professional/post-registration learning refers to learning undertaken after initial registration 

ǿƛǘƘ {{{/ ǿƘƛŎƘ ŎƻƴǘǊƛōǳǘŜǎ ǘƻ {{{/Ωǎ Ǉƻǎǘ-registration training and learning requirements, other 

than the qualifications for registration for post. 

Outcomes: Objective 1 

a) To identify the extent to which Tayforth employers have developed workforce plans to 

support registration and post-professional/post-registration learning, and their 

understanding of the workforce planning process   

b) To identify where shared priorities exist across these plans 

c) To develop a picture of the workforce requiring to register over the next 3 years 

Outcomes: Objective 2 

a) To identify the current assessment centres across Tayforth supporting workforce 

registration and post professional/post registration learning 

b) To identify their capacity and potential capacity to support identified registration 

requirements and post professional/post registration learning over the next 3 years   
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The Organisations 

Of the service provider organisations surveyed just over half (54%) operate only in Tayforth; just 

under half operate in two or more network areas.  25% employ fewer than 25 people whilst nearly 

half employ more than 250 people.   

Implication:  One implication of this is that the Learning Network needs to balance support for 

very small to very large organisations, and support organisations operating locally and regionally, 

as well as those operating in more than one Learning Network area, possibly through collaboration 

with other Learning Networks and support organisations.  

Workforce Planning 
70% of organisations told us that they undertake some form of workforce planning, but many 

commented that this is not entirely satisfactory because of:  

¶ A lack of strategic thinking in workforce planning 

¶ Data not kept in one place or using one system 

¶ Responsibility for workforce planning not clear 

¶ Inconsistent understanding of workforce planning 

¶ A lack of involvement at all levels of the organisation 

¶ A lack of collaboration between organisations or between sections of the same 
organisation 

¶ A lack of knowledgeable administrative support 

Critical skills shortages 

38% of organisations anticipate critical skills shortages in the next 3 years, 32% are uncertain.  

Organisations report:  

¶ Not enough skilled support workers or qualified nurses 

¶ Skills shortages in: communication; IT; reflective practice; leadership; recruitment 

Funding 

The most common statements about funding are:  

¶ not enough funding to support the huge registration and CPD agenda 

¶ For 94% of organisations their own budget is the main source of funding for workforce 
development and planning   

¶ Half of responding organisations are unsure of the proportion of their organisational 
budget spent on learning and development; 30% state that the spend is between 3 and 5%, 
and 20% between 1 and 2% 

¶ The funding situation is complex, especially for learning providers who obtain their funding 
from a variety of sources  
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Issues 

Both service providers and learning providers listed issues, the most common for both being: 

¶ Funding and resources 

¶ Developing a learning culture 

¶ Time, especially for learning, assessment and planning  

¶ Keeping up-to-date with new developments  

¶ Candidates for whom English is not their first language 

¶ Workforce planning, including the need to understand the market 

Other issues and the achievement of outcomes are discussed more thoroughly in the text.   

One of the most important implications of the research is the on-going need for the Learning 

Network to: 

¶ provide up-to-date information and advice,  

¶ support workforce planning and development,  

¶ promote networking and collaboration in the social services sector in Tayforth.   
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2: BACKGROUND 

The Scottish Social Services Learning Network Tayforth has been established, as one of four 

regional learning networks in Scotland, to provide an effective forum to enable workforce learning 

ŀƴŘ ŘŜǾŜƭƻǇƳŜƴǘΣ ǿƘƛŎƘ ƛǎ ŀ ƪŜȅ ŎƻƴǘǊƛōǳǘƻǊ ǘƻ ƛƳǇǊƻǾƛƴƎ ǎŜǊǾƛŎŜǎΦ  Ψ¢ŀȅŦƻǊǘƘ [ŜŀǊƴƛƴƎ bŜǘǿƻǊƪΩ ƛǎ 

used throughout this document as a shortened version of the full title.   Tayforth is the 

geographical area covered by the following local authorities: Angus, Clackmannanshire, Dundee, 

Falkirk, Fife, Perth and Kinross and Stirling.   It is illustrated in green on the map below. 

Tayforth is a hugely varied area with a mixture of urban and 

rural communities, and thriving and often enterprising 

educational and service provision.   There are two cities, Dundee 

and Stirling, and many fairly substantial towns the largest of 

which are Kirkcaldy, Perth, Dunfermline and Falkirk.  There are 7 

local authorities (see above) and seven Further Education 

Colleges: Adam Smith, Angus, Carnegie, Dundee, Elmwood, 

Forth Valley, and Perth.  There are four universities in Tayforth: 

Dundee, Abertay, Stirling and UHI (the University of the 

Highlands and Islands, one of whose bases is at Perth College). 

Distance leaǊƴƛƴƎ ǘƘǊƻǳƎƘ wƻōŜǊǘ DƻǊŘƻƴΩǎ ¦ƴƛǾŜǊǎƛǘȅ 

(Aberdeen) and the Open University is also accessible to 

candidates in Tayforth.  The total population is over a million, of which over 440,000 are located in 

urban centres of over 20,000 people (Census 2001). 

2.1: TAYFORTH LEARNING NETWORK 

The aims of the Learning Network are as follows: 

1. To bring together appropriate stakeholders to agree and take forward strategic priorities 

and shared solutions for workforce development 

2. To enable social services organisations to engage with and inform national initiatives 

affecting social services workforce learning and development 

3. To act as a key mechanism for employer engagement with the objectives of the Sector 

Skills Council 

4. To facilitate effective communication of policy, knowledge, information and good practice. 

In order to inform its work plan  for the next three years and as part of its work in contributing to 

objective 3 above, the Learning Network commissioned research into the workforce, workforce 

planning, and service and learning provision in social services in its area.  This is the first attempt 

by Tayforth Learning Network to inform its work plan with a major piece of research.   It presents 

an initial model for such research which can be refined as a result of lessons learned and feedback 

on this report.   
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2.2: RESEARCH SCOPE, OBJECTIVES AND OUTCOMES 

This research had the following scope, objectives and outcomes: 

Scope 

This project covered social service providers and learning providers / assessment centres 

operating within the Tayforth Learning Network area.  Service providers are defined as 

organisations that provide services to service users.  They are also sometimes referred to as 

ΨŜƳǇƭƻȅŜǊǎΩ ƛƴ ǘƘƛǎ ŘƻŎǳƳŜƴǘΦ  [ŜŀǊƴƛƴƎ ǇǊƻǾƛŘŜǊǎ ŀǊŜ ƻǊƎŀƴƛǎŀǘƛƻƴǎ ƻǊ ǇŀǊǘǎ ƻŦ ŀƴ organisation 

that provide learning, training, and/or assessment/verification to support the learning and 

development of the workforce.    Contact was made with agencies using a variety of methods.   

The focus was on workforce planning and learning associated with registration with SSSC. 

Objectives 

1:  To develop a Tayforth-wide picture of workforce planning activity across social service 

employers, in relation to initial and continuing registration with SSSC (Scottish Social Services 

Council), including post-professional /post-registration learning.   

2: To develop a current picture of the resources to support initial and continuing registration with 

the SSSC, including post-professional/post-registration learning, who the providers are and the 

ways in which this learning is delivered. 

Post-professional/post-registration learning refers to learning undertaken after initial registration 

ǿƛǘƘ {{{/ ǿƘƛŎƘ ŎƻƴǘǊƛōǳǘŜǎ ǘƻ {{{/Ωǎ Ǉƻǎǘ-registration training and learning requirements, other 

than the qualifications for registration for post   

Outcomes: Objective 1 

a) To identify the extent to which Tayforth employers have developed workforce plans to 

support registration and post-professional/post-registration learning, and their 

understanding of the workforce planning process 

b) To identify where shared priorities exist across these plans 

c) To develop a picture of the workforce requiring to register over the next 3 years 

Outcomes: Objective 2 

a) To identify the current assessment centres across Tayforth supporting workforce 

registration and post professional/post registration learning 

b) To identify their capacity and potential capacity to support identified registration 

requirements and post professional/post registration learning over next 3 years  

This report is supplemented by a glossary (Appendix 1).  A Literature Review of major related 

workforce documents in Scotland, and a Guide to Learning Provision for Social Services in Tayforth 

are published as separate documents.  
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3: METHODOLOGY 

At the outset of this project a decision was made to commission research through a tendering 

process and to use Prince2 Project Management Tools and methods.   

Once researchers had been selected a Project Initiation Document was prepared outlining a 

detailed project plan and how the project would be managed and monitored.  A Project Board was 

appointed to oversee the work of the project.  The Learning Network Manager took on the task of 

Project Executive, whilst those undertaking the main research of the project took on the roles of 

project manager and researcher.   

It was decided that research would be conducted through the use of an on-line survey, using 

Survey Monkey tools.  Survey Monkey provides a useful way of gaining and analysing a large 

amount of information on-line.   

The link to the surǾŜȅ ǿŀǎ ǎŜƴǘ ǘƻ ŀƭƭ ƻŦ ¢ŀȅŦƻǊǘƘ [ŜŀǊƴƛƴƎ bŜǘǿƻǊƪΩǎ ŜȄƛǎǘƛƴƎ ǎǘŀƪŜƘƻƭŘŜǊǎ ŀǎ ǿŜƭƭ 

as an additional mailing list of contacts, together with a short explanation of the project.   

The on-line survey was supplemented by 38 detailed interviews with 32 different organisations 

covering a range of service and learning providers.  Most of these interviews were face to face.  

Although this was a very time consuming process, the information gained was extremely valuable 

in acquiring a qualitative picture of the issues related to workforce development and workforce 

planning in Tayforth.  
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4: SURVEY RESULTS 

There were 64 responses to the on-line survey representing 55% of Tayforth Learning Network 

Stakeholder organisations and 36% of the organisations with which the network was in contact at 

the beginning of the survey.  For a survey confined to one Regional Learning Network this was a 

very credible and statistically significant response rate.  38 interviews were conducted with 32 

different organisations.  This report selects significant quantitative and qualitative information 

from the responses.  

4.1: THE ORGANISATIONS REPRESENTED IN THE SURVEY 

4.1.1: Area covered 

The survey asked respondents to select the most appropriate category for area covered using the 

following scale: 

¶ Very local (one small identifiable geographical area in Tayforth) 

¶ Local (just in one local authority area of Tayforth) 

¶ Regional (working throughout a large part of Tayforth) 

¶ National Scotland (working throughout Scotland) 

¶ National UK (working in Scotland and other parts of the UK) 

¶ International 

Of the organisations that responded to the survey, Figure 1 shows how they defined themselves:  

Figure 1: Area covered by organisations 

 

On a broad scale just over half (54%) of organisations surveyed operate predominantly in Tayforth 

and just under half (46%) also operate beyond Tayforth.  The two largest groups are local 

organisations (23%) and national Scotland organisations (27%) 

Implication: One of the implications that can be drawn from this is that just over half of the 

Learning Network stakeholders work locally or regionally emphasising the need for regional 

support, whilst just under half work nationally or internationally, providing a case for Learning 

Networks to do much more collaboratively to serve the needs of these organisations 
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4.1.2: Organisation type 

The organisations which responded to the on-line questionnaire were asked to categorise 

themselves as one of the following: service providers only, implying that they purchase most of 

their learning and development requirements from outside agencies; learning providers only i.e. 

these organisations do not provide direct services to service users; both service and learning 

providers.   Figure 2 illustrates their distribution.  

Figure 2: Organisation type 

 

4.2: INFORMATION ABOUT SERVICE PROVIDERS 

4.2.1: Organisation sector 

The pattern of who is employed within the sector is complex.  17% of service provider respondents 

are in the statutory sector, 55% in the voluntary sector and 20% in the private sector.   

LƴǘŜǊŜǎǘƛƴƎƭȅ у҈ ƻŦ ƻǊƎŀƴƛǎŀǘƛƻƴǎ ŀƴǎǿŜǊŜŘ ΨƻǘƘŜǊΩ ǘƻ ǘƘŜ ǉǳŜǎǘƛƻƴ ŀōƻǳǘ ǎŜŎǘƻǊΣ ǊŜǇǊŜǎŜƴǘƛƴƎ ŀ 

range of social enterprises, and independent organisations and schools with charitable status.   

Figure 3 : Organisation sector 

 

4.2.2: The Workforce  

Although the voluntary sector has the largest number of organisations it does not have the largest 

workforce.  Many voluntary organisations are small and local with 36% of these organisations 

employing fewer than 50 people and 23% employing more than 1000.  In the statutory sector 

there are no organisations employing fewer than 250 people, and 57% employ over 1000.  

Although our sample of private organisations was small it indicates that 50% employ fewer than 

50 people whilst 25% employ more than 250, half in organisations up to 1000 and half in 

organisations with over 1000 employees.    
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Over 75% of the workforce can be defined as social service workers who need now or at some 

point in the future to register with SSSC.   The total workforce represented in the survey is 

estimated to be approximately 26,000 people; of these approximately 60% (15,600) work in 

Tayforth. 

Figure 4: Distribution of workforce ς numbers employed within Tayforth 

 

In terms of workforce almost 40% of organisations surveyed have over half of their workforce in 

Tayforth, most of this 40% having over 75% of their workforce in Tayforth.  It is apparent 

comparing these figures with information above about the area covered by organisations, that 

some organisations that regard themselves as local or regional often still have a percentage of 

their workforce outside Tayforth.  

Support workers and practitioners (based upon SSSC definitions) comprise the largest proportion 

of the workforce with managers and supervisors comprising fewer than 25% of the workforce in 

86 and 73% of organisations respectively. 

Half of organisations report that fewer than 50% of support workers currently have SSSC 

registration qualifications, with 30% of organisations reporting fewer than 25% of their workforce 

qualified.  More than 80% of organisations have over 75% of their managers with qualifications for 

registration.  However between 26% and 50% of support workers and practitioners are 

undertaking qualifications at the moment in 29%and 15% of organisations respectively.   

Organisations report a fairly low level of registration among support workers and practitioners.  

This is understandable since this group containǎ ŀ ƘƛƎƘ ƴǳƳōŜǊ ƻŦ ŜƳǇƭƻȅŜŜǎ ǿƘƻ ŘƻƴΩǘ ȅŜǘ ƴŜŜŘ 

to register.  In almost half of organisations over 75% of managers are registered.  There was a 20% 

uncertain rate in answering this question indicating that information about registration may not 

be very readily available. 
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Organisations are registered with the whole range of Care Commission categories.  It should be 

noted that many organisations register under more than one category.  The most common are 

shown in figure 5 below.  

Figure 5: Care Commission registration categories 

 

4.3: INFORMATION ABOUT LEARNING PROVIDERS 

4.3.1: Learning Providers  

The spread of learning providers is somewhat different, with 38% in the statutory sector (including 

Further and Higher Education), 34% in the voluntary sector and 22% in the private sector. 

Figure 6: Learning Providers by sector 
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Figure 7: Learning Providers and Learning Providers with service provision 

 

45% of learning providers are also service providers, whilst 55% are learning providers only.   38% 

of those learning providers that are also service providers offer assessment and/or learning 

provision not only to their own staff but also to candidates outwith their organisation.  This 

indicates that there is some sharing of learning provision among organisations which has the 

potential to spread cost and to provide learning by some larger organisations to smaller ones 

which would struggle to establish learning and assessment of their own.  Only 33% of learning 

providers operate exclusively in Tayforth, with the remaining 68% covering a wider area.   

80% of learning providers provide learning to the categories of support worker, practitioner, 

supervisor and manager.  47% provide learning to social work degree students either as placement 

providers or directly as university social work departments.  15% also provide learning to other 

categories of worker.  For example, universities also provide learning to post-graduates in social 

work, and in child care and protection, community education and a range of other subjects.  Other 

categories of learner include those undertaking induction, foster carers, assessors and verifiers.   

60% of learning provider organisations have over 75% of their candidates in Tayforth in the 

categories of support worker, practitioner, supervisor and manager, whilst this figure falls to 54% 

for social workers.   

4.3.2: Capacity and Collaboration  

The statistics in this section are approximate in so far as they are represented as a mean from the 

range of responses.  Learning providers surveyed currently have approximately 1600 support 

workers and practitioners registered to undertake qualifications, with 60% of these candidates in 

Tayforth. However when we asked about the capacity of organisations to assess candidates this 

represented only 85% of their capacity, spare capacity being fairly evenly distributed among the 

sectors. 

Approximately 370 supervisors and 200 managers are currently registered to undertake 

qualifications, of this number about 60% work in Tayforth (222 and 120 respectively). This 

represents only 65% of capacity of organisations to assess candidates for supervisors and 40% of 

capacity for managers.  Spare capacity for supervisors and managers is mainly in the statutory, 

including the Further Education, sector and in the private sector.   

The numbers of social work students currently undertaking a qualification is in the range 50 - 100, 

though this figure is difficult to gauge since we included placements and university provision in our 

question.  Organisations said that they anticipated that they may have slightly less capacity to 

provide social work placements in the future, whilst the number of social work students is 

estimated to remain fairly stable.   

45%

55%

Learning Providers and Service Providers

Learning Providers only
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When we asked how many people had completed qualifications in the year to April 2008 the 

numbers were very similar to the numbers currently registered to undertake qualifications. 

Implication: There does appear to be some spare capacity among learning providers, especially in 

providing qualifications for supervisors and managers.  Tayforth Learning Network could play a 

role in matching those seeking to register candidates for qualifications with those organisations 

with spare capacity.  There is a question of quality that would need to be weighed up by 

organisations, but there is certainly the potential for action on this.  On the other hand most spare 

capacity is for groups where qualification rates are already high and there may be a role for the 

Learning Network in encouraging learning providers to focus provision where need is greatest. 

Since there appear to be marginally fewer potential placements for social workers in the future, 

the Learning Network could play a role in encouraging and supporting organisations to take social 

work students. 

Just over half of assessment / learning provider staff undertake training and assessment duties as 

part of their substantive care/social services post.  39% of assessors have between 11 and 20 

candidates at any one time, whilst 46% have fewer than this (26% have fewer than 5) and 16% 

have more.     

Learning providers report fairly high levels of collaboration with service providers (50%).  About 

40% of organisations which offer learning to candidates in the categories of support worker, 

practitioner, supervisor and manager have all of their candidates within Tayforth, whilst this figure 

is 22% for those offering learning to social work degree students.   

Implication: As with service providers, there are implications for Learning Networks to collaborate 

in the provision of support to learning providers, over 60% of whom in this survey work beyond 

the boundaries of one regional learning network. 
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The following table indicates the provision of learning to different Care Commission categories and 

to local authority social work departments.  This ranges from 63% of providers providing learning 

to Housing support services, to over 50% to care homes, 40% to local authority social work 

services and 7% to hospices.   

Figure 8: Provision of learning to different Care Commission service categories  
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Care homes for people with drug and alcohol misuse problems 

Services for people in criminal justice supported accommodation 

Care homes for people with mental health problems 

Care homes for people with physical and sensory impairment
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4.3.3: The Qualifications available 

As a result of this research project a separate guide has been produced which outlines a range of 

learning provision available in Tayforth.  However our on-line survey has produced some 

considerable information about this learning provision.   

Figure 9: Qualification Availability 

 

A range of other learning provision was identified by learning providers, and guidance to this is 

provided in the separate Learning Provider document.  This includes degrees in Social Science, 

Nursing, Mental Health, Counselling, MHO qualifications, Assessor and Verifier awards, modules in 

leadership and management and child protection, and a range of learning for CPD (Continuing 

Professional Development).   

There appear to be a number of qualifications that are not delivered by many learning providers.  

These include several Scottish Progression Awards, Professional Development Awards and some 

SVQs.  This raises questions about whether these qualifications are either insufficiently known 

about or whether they are sufficiently relevant to the current needs of the sector.  From this 

research it was not possible to establish the reasons but there may be scope for looking at this in 

the future.  
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4.4. WORKFORCE PLANNING 

The importance of workforce planning has been highlighted by the Workforce Development group 

of Changing Lives (Scottish Government, 2006) and by the Scottish Social Services Council.  SSSC 

has established an on-line workforce planning toolkit (SSSC, 2006) to facilitate the process for 

organisations, and various other tools have also been developed to enable organisations to 

undertake workforce planning.   These include the VSSSWU (Voluntary Sector Social Services 

Workforce Unit) Workforce Planning Toolkit and the EC¢b! ό9ŘƛƴōǳǊƎƘ ±ƻƭǳƴǘŀǊȅ hǊƎŀƴƛǎŀǘƛƻƴǎΩ 

Council Core Training Needs Analyser). 

Workforce Planning is defined in the glossary for this project as follows:  

A structured process to optimise ensuring that the right people are in the right place with the right 

skills at the right time. 

One of our aims in conducting this research was to gain information about workforce planning in 

social service and learning provider organisations operating in Tayforth.  We wished to know how 

far the language, theory and concepts of workforce planning are understood, the extent to which 

workforce planning is undertaken by organisations, the tools used, the extent of collaboration in 

workforce planning both within and between organisations, whether service provider 

organisations have comprehensive information about their workforce, the extent to which 

learning  provider organisations are included in and support workforce planning, and what the 

Learning Network can contribute to the process.  There were relevant questions both in the on-

line questionnaire and in the more qualitative interview formats. 

Our findings are detailed below.  

4.4.1: Workforce Planning - Service provider on-line responses 

A high proportion of service provider organisations are either actively using or developing 

workforce planning processes as shown in Figure 10.   

Figure 10: Workforce planning 

 

25% of respondents use workforce plŀƴƴƛƴƎ ǘƻƻƭǎΦ  hŦ ǘƘŜǎŜ ƘŀƭŦ ǎŀƛŘ ǘƘŀǘ ǘƘŜȅ ǳǎŜ {{{/Ωǎ 

²ƻǊƪŦƻǊŎŜ tƭŀƴƴƛƴƎ ¢ƻƻƭƪƛǘΣ мф҈ ǳǎŜ ǘƘŜ ±{{{²¦ ǘƻƻƭƪƛǘΣ с҈ ǳǎŜ 9±h/Ωǎ core training needs 

analyser and 50% use other tools, usually those developed by their own organisation.   

38% of organisations keep information about the destination of all workers when they leave and a 

further 21% keep information about some workers.  41% keep no information at all about people 

who leave the organisation.  

  

24%

42%

% of organisations actively developing workforce 
plans

% of organisations with a workforce plan in place
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Implication: Not keeping information about people who leave may not seem a great oversight, but 

it does have implications for workforce planning.  For example it would be useful in planning for 

recruitment and retention to know if those who leave one organisation go to work for another one 

in the Social Services sector or move out of the sector altogether, whether they go to work for a 

voluntary, statutory or private sector organisation, and their reasons for leaving.   

We asked respondents to provide us with some information about their understanding of some of 

the tools and services that organisations use in planning for their workforce.  The extent to which 

organisations indicated familiarity with these tools and services is indicated in Figure 11 below. 

Figure 11: Familiarity with workforce planning tools and services 

 

 

It is encouraging that most respondents were familiar with the concepts, the least recognised 

being talent management, Sector Skills Agreement and succession planning.  These present 

possible areas for the Learning Network to pursue in future information and training workshops. 
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4.4.2: Understanding of workforce planning 

In our interviews we were able to explore some issues related to workforce planning in greater 

depth.  We asked respondents whether their directorate and managers all have a consistent 

understanding of what workforce planning is ς language, theory and practice.   

Figure 12: Understanding of workforce planning 

 

Three main themes emerged from our discussion about this statement, indicating differing 

degrees of understanding and the relatively recent nature of thinking in relation to workforce 

planning. 

Inconsistent understanding:  

There is some understanding in specific parts of the organisation, but this is not consistent. 

Our diǊŜŎǘƻǊŀǘŜ Ƙŀǎ ŀ ƎƻƻŘ ǳƴŘŜǊǎǘŀƴŘƛƴƎ ōǳǘ ƻǳǊ ƳŀƴŀƎŜǊǎ ŘƻƴΩǘΦ 

Managers are more reactive and focused on what they see as their role to support front-line 

services rather than planning. 

Some people in the business group have a good knowledge but the owner doesƴΩǘ ƘŀǾŜ ŀ ƎƻƻŘ 

understanding.  There is no overall strategy. 

The recent nature of understanding: 

Our understanding has developed recently, mainly as a result of Learning and Development section 

input. 

The manager has some understanding of workforce planning but this is a relatively recent area of 

her development.  Other senior staff are not familiar with the concept. 

The lack of a strategic approach to workforce planning: 

We still have a distance to go in terms of seeing workforce planning as part of strategic planning 

...there is a need for strategic thinking at Board level. 

The intention is to have an over-arching approach to workforce planning.  Currently it is on a 

section by section basis... 

Learning plans are not always integrated with service plans...  

15%

50%

25%

10%

Strongly Agree

Agree

Uncertain

Disagree

Our directorate and managers all have a consistent understanding of what 
workforce planning is ςlanguage, theory and practice
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4.4.3: Collaboration in workforce planning 

²Ŝ ŀǎƪŜŘ ŀōƻǳǘ ŎƻƭƭŀōƻǊŀǘƛƻƴ ƛƴ ǿƻǊƪŦƻǊŎŜ ǇƭŀƴƴƛƴƎΦ  wŜǎǇƻƴǎŜǎ ǘƻ ǘƘŜ ǎǘŀǘŜƳŜƴǘ ΨWithin our 

organisation, workforce planning is undertaken collaboratively i.e. relevant departments and 

individuals working togetƘŜǊ ǘƻ ŘŜǾŜƭƻǇ ŀ ǇƭŀƴΩ show that 74% of respondents agree that 

workforce planning is undertaken collaboratively  

Figure 13: Collaboration in workforce planning 

 

However collaboration meant different things in different organisation as indicated in the 

following statements: 

With such a small organisation we can all sit round on an annual basis to develop the plan, which is 

what we do. 

At senior level there is collaboration but there is a limit to contact and a lack of an overall plan and 

direction for people management and development...there is a lack of feedback on learning 

activity. 

Our service plan is driven by self-assessment tools and this is done collaboratively; what could 

improve is closer collaboration with different services and also everyone looking at the whole 

organisation. 

Workforce planning is done mainly by the management team but we also consult senior staff; but 

ǿŜ ŘƻƴΩǘ ǎƛǘ Řƻǿƴ ǿƛǘƘ ǎǘŀŦŦ ŀƴŘ ŀǎƪ ǘƘŜƳ Ƙƻǿ ǘƻ Ǌǳƴ ǘƘŜ ƻǊƎŀƴƛǎŀǘƛƻƴ. 

All of the managers are party to discussions about workforce planning.  We have recently 

restructured; we promoted planning, spoke to people, listened to what they had to say and this has 

helped us through our restructure. 

...the recent appointment of an Improvements Manager has helped.  He points out the impact of 

other things going on and integrates the results of Care Commission reports. 
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¢ƘŜǊŜ ǿŀǎ ŦŀǊ ƭŜǎǎ ŎƻƭƭŀōƻǊŀǘƛƻƴ ƻǳǘǿƛǘƘ ǊŜǎǇƻƴŘŜƴǘǎΩ ƻǿƴ ƻǊƎŀƴƛǎŀǘƛƻƴǎΣ ŀǎ ǘƘŜ ǊŜǎǇƻƴǎŜǎ ǘƻ ǘƘŜ 

ǎǘŀǘŜƳŜƴǘ ΨWorkforce planning is undertaken collaboraǘƛǾŜƭȅ ǿƛǘƘ ƻǘƘŜǊ ǎŜǊǾƛŎŜǎ ƻǊ ƻǊƎŀƴƛǎŀǘƛƻƴǎΩ 

show. 

Figure 14: Collaboration with other organisations 

 

Many felt that they could collaborate more, not only because this would be cost effective but also 

because this could ultimately benefit service users.  There was a wide interpretation of what such 

collaboration means.  This included some actions not strictly to do with workforce planning but 

which have an influence on it e.g. trading placements for college places.  The most common 

collaborations were between service providers and learning providers, especially colleges, and 

between voluntary services and local authorities where they were in partnership to provide a 

service.  This is what some respondents said: 

Consideration is being given to working with other social work providers.  We are looking at some 

joined up thinking around training for recruitment. 

The organisation works with local FE colleges to meet identified learning needs, which are 

identified through the employment review process...there is also collaboration with other service 

providers to help these agencies understand our specialist area...this has a workforce planning 

element as it leads to the identification of learning needs. 

Collaboration is done in pockets but mostly the organisations we commisǎƛƻƴ ŀǊŜƴΩǘ ƛƴǾƻƭǾŜŘ ƛƴ 

planning...there are some problems that then come up... 

Strongly agree that we collaborate where there is partnership e.g. with the local authority.  The 

Council commissioned us to provide a service and they are also looking at their own service and 

including us in future planning for that service. We are doing this because collaboration is the 

essence of good partnership.  We need to get it right first time.  Joint workforce planning 

contributes to continuity of service and irons out any issues at an early stage. 

We have never done it.  One reason is that we are in a rural location and there are not other 

services nearby to collaborate with. 

¢ƘŜǊŜ ƛǎ ƎƻƻŘ ǿƻǊƪ ƛƴ /ƘƛƭŘǊŜƴΩǎ ǎŜǊǾƛŎŜǎ ŀƴŘ some collaboration with the NHS.. but there is much 

more to do on workforce planning in the future, where we get people and redesigning jobs. 

We do some work with HEI and FE to look at learning needs using a partnership model. 
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4.4.4: Workforce Data 

We asked organisations about the workforce data they keep to support workforce planning.  A 

very high 90% of organisations see themselves as keeping accurate and comprehensive workforce 

data.  However the extent and accessibility of this data, often kept in different locations on 

different systems, sometimes means that it cannot be used to best advantage in workforce 

planning.  Employers point out that keeping accurate and comprehensive data has huge 

advantages for workforce planning.  Knowledgeable administrative support is one of the keys to 

the success of these systems. 

Positive responses included: 

We use CMDS (Core Minimum Data Set) and our data-base is up-to-date and maintained.  It is all 

accessible on one site.  We created a post a year ago that straddles training and staffing...this has 

made a difference in creating our people strategy and qualifications strategy...We can develop our 

workforce development plan and CPD plan informed by the data and can do profiling in terms of 

e.g. gender, age, ethnicity... 

There is a data base and a lot of effort has been put into this.  Learning and Development is on the 

main data base which triggers learning needs.  2 staff members administer the data base. 

Other responses illustrated work in progress:  

A lot of work has been done on this, cross-referencing HR information, payroll, training and 

developmentΦΦΦƛǘΩǎ ƴƻǘ ǇŜǊŦŜŎǘ ȅŜǘΦΦΦmanagement information systems need to be accurate, 

relevant and simple. 

Data is extensive but there are some gaps.  It is also kept in several data-bases that are not 

integrated...the need for an integrated approach is acknowledged, and consideration is being given 

to developing a system whereby each worker can update their CPD record on the system. 

In the past one and a half years we have set up a workforce development data base because 

ƛƴŦƻǊƳŀǘƛƻƴ ǿŀǎƴΩǘ Ŝŀǎƛƭȅ ŀŎŎŜǎǎƛōƭŜΦ  Lǘ ƛǎ ǇƭŀƴƴŜŘ ŦƻǊ ǘƘŜ ŦǳǘǳǊŜ that there will be one data 

baseΦΦΦǘƘŜǊŜΩǎ ŀ ƴŜŜŘ ŦƻǊ ŀŘƳƛƴ ǘǊŀƛƴƛƴƎ ƛƴ ǘŜǊƳǎ ƻŦ ƛƴ-putting information for workforce planning. 

We have the data but unless it iǎ ǊŜǉǳŜǎǘŜŘ ƛǘ ƛǎƴΩǘ ƎŀǘƘŜǊŜŘ ƛƴ ŀ ǿƻǊƪŦƻǊŎŜ ǇƭŀƴƴƛƴƎ ŦƻǊƳŀǘ 

therefore it is a separate exercise to analyse it...ǘƘŜǊŜΩǎ ŀ ƭƻǘ ƻŦ data we have to pull up manually... 

Resources have only recently been made available for managing data, which is the main reason for 

not having better data. 

Implication: There is a potential role for the Learning Network to coordinate and facilitate 

collaborative work to develop more effective administrative approaches to collecting workforce 

data. 
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4.4.5: Re-design of job groups 

Many organisations are undertaking job evaluations and re-designing jobs as part of their 

workforce planning activity.  We asked interviewees if they had re-designed any job groups.  The 

ǊŜǎǇƻƴǎŜǎ ǘƻ ǘƘŜ ǉǳŜǎǘƛƻƴ ΨHas your organisation re-designed any jƻō ƎǊƻǳǇǎΚΩ are shown below. 

Figure 15: Re-design of job groups 

 

The reasons given were 

¶ To optimise the use of resources 

... we will have a slightly different model in future with slightly fewer staff to service users; 

this is mainly financially driven in a competing market.  We have to stay within comparable 

costs of other organisations. 

¶ As part of organisational change to meet changing service user needs 

Assistant manager and senior care assistants jobs have been changed recently, in order to 

provide better service and improve line management reporting and accountability...  

¶ As a result of reviews or inspections 

¢ƘŜ ōŜǎǘ ǾŀƭǳŜ ǊŜǾƛŜǿ ƻŦ ƻƭŘŜǊ ǇŜƻǇƭŜΩǎ ǎŜǊǾƛŎŜǎ ƛǎ Ƨǳǎǘ ŜƳŜǊƎƛƴƎ ŀƴŘ ǘƘŀǘ ǿƛƭƭ ƴŜŎŜǎǎƛǘŀǘŜ ŀ 

re-design of posts. 

All of the residential care services have been re-designed... prompted by a Care Commission 

report and a change of leadership. 

¶ To rationalise the organisational structure and meet registration targets 

Several different training roles undertaken as part of substantive duties are being made 

into one job.  ¢ƘŜ ŘǊƛǾŜǊ ŦƻǊ ǘƘƛǎ ƛǎ ǘƘŀǘ ōȅ ŎǊŜŀǘƛƴƎ ŀ ŘŜŘƛŎŀǘŜŘ ǘǊŀƛƴƛƴƎ Ǉƻǎǘ ǇŜƻǇƭŜ ǿƻƴΩǘ 

have divided loyalties and learning and development activity will be more focused and 

targeted at registration... 

¶  As a result of change in leadership 

We are about to do a job evaluation.  There has been some organisational restructuring 

with a move to regional rather than area managers and more specialist posts.  We have a 

new CEO who has initiated a lot of this... 

¶ As part of the personalisation agenda 

We are in the process of re-designing learning disability services in the context of the 

personalisation agenda...  
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Has your organisation re-designed any job groups?
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4.4.5: Jobs of the Future 

²Ŝ ŀǎƪŜŘ ƻǊƎŀƴƛǎŀǘƛƻƴǎ ǿƘŜǘƘŜǊ ǘƘŜȅ ƘŀŘ ƛŘŜƴǘƛŦƛŜŘ ΨƧƻōǎ ƻŦ ǘƘŜ ŦǳǘǳǊŜΩ ŦƻǊ ŎǳǊǊŜƴǘ ǿƻǊƪŜǊǎ ǘƻ 

coƴǎƛŘŜǊΦ  пр҈ ǎŀƛŘ ǘƘŜȅ ƘŀŘΣ рл҈ ƘŀŘƴΩǘ ŀƴŘ р҈ ŀƴǎǿŜǊŜŘ ǇŀǊǘƛŀƭƭȅΦ   

Figure 16: Jobs of the Future 

 

Comments included: 

¶ The importance of succession planning 

Everyone has a personal development plan and there is succession planning included in this 

and strategically...  

¶ Reviewing services 

We have reviewed services rather than jobs, which means that job groups may change as a 

consequence.  The review was intended to make sure services were delivered in the context 

of policy developments and needs 

¶ Improving the service by introducing new roles 

The new activities co-ordinator role is seen as a development that will enhance the quality 

of care; also planned is the development of a handyman role linked to activity development 

We are introducing new regional manager posts and more specialist posts to meet needs of 

service users 

¶ Developing champions 

The organisation is establishing champions for areas of practice in each unit.  They will 

receive training and have changed responsibilities, and ultimately there may be a move to 

allocating overall responsibility for certain functions to one person.  This is an example of 

first steps towards developing a workforce planning approach. 

¶ Providing different work experiences and secondment opportunities 

Workers have been afforded the opportunity to work in senior posts and to take part in the 

day to day running of the organisation...this experience should make the organisation more 

Ŧƛǘ ŦƻǊ ǇǳǊǇƻǎŜ ŀƴŘ ŀŎƘƛŜǾŜ ǘƘŜ ƻǊƎŀƴƛǎŀǘƛƻƴΩǎ ŀƛƳǎ ŀƴŘ ƻōƧŜŎǘƛǾŜǎ ƛƴ ŀ Ƴore structured 

way. 
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4.4.6: Growing your own workforce 

We asked whether organisations had developed any initiatives to grow their own workforce.   

Figure 17: Growing your own workforce 

 

Comments included: 

¶ Traineeships  / learning and development opportunities 

We do traineeships to grow our own social workers and we support people through the 

social work degree. 

¢ƘŜǊŜΩǎ ŀ ǘǊŀƛƴŜŜ ƳŀƴŀƎŜƳŜƴǘ ǎŎƘŜƳŜ ŀƴŘ ǘƘŜ ƻǊƎŀƴƛǎŀǘƛƻƴ ƻŦŦŜǊǎ ƻǇǇƻǊǘǳƴƛǘƛŜǎ ŦƻǊ 

workers to work in different locations.  This will enable people to step into management 

positions and we shall hopefully retain staff. 

¶ Encouraging internal promotion 

We try to encourage internal promotion and good development for staff in their roles. 

¶ Establishing an Academy 

We are looking to have our own Academy like the Health and Social Care Academies, 

providing intensive induction and possibly SVQ assessment.  

¶ Creating attractive posts 

To retain practitioners we have developed a senior practitioner role for those who wish to 

remain at the front line. 

4.4.7: Attracting new workers to critical job groups 

²Ŝ ŀǎƪŜŘ ƛŦ ǊŜǎǇƻƴŘŜƴǘΩǎ ƻǊƎŀƴƛǎŀǘƛƻƴǎ ƘŀŘ ŘŜǾŜƭƻǇŜŘ ŀƴȅ ƛƴƛǘƛŀǘƛǾŜǎ ǘƻ ŀǘǘǊŀŎǘ ƴŜǿ ǿƻǊƪŜǊǎ ǘƻ 

critical job groups.  

Figure 18: Attracting new workers to critical job groups 
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¶ Offering employment to students 

We take full advantage of HNC students who come to us on placement.  We offer the best 

of them appointments. 

We take OT students which has helped us to overcome the shortage of Occupational 

therapists. 

¶ Recruitment fairs and visits 

We hold a recruitment fair every year and we guarantee job interviews for graduates. 

HR go to job fairs and we also have a manager who goes out to schools and colleges to 

ŎƘŀƴƎŜ ǇŜƻǇƭŜΩǎ ǇŜǊŎŜǇǘƛƻƴǎ ƻŦ ǿƻǊƪƛƴƎ ƛƴ ŎŀǊŜ. 

We work with job centres and colleges.  We recently worked with the local job centre to 

attract ex Woolworths staff; we also hold open evenings to help attract new recruits. 

¶ Refer and reward schemes 

Refer a family member or friend for employment and gain a financial reward for this. 

¶ Encouraging younger workers to enter the workforce 

The organisation has just started a young worker.  This is part of an initiative to bring 

younger workers into the organisation to help recruitment and improve staff retention.  The 

worker will be doing VQ2 after probation... 

4.4.8: Defining a learning environment and career development pathways 

We asked if organisations had defined a learning environment and career development pathways 

for workers.   

Figure 19: Defining career development pathways 
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Figure 20: A learning environment and career development pathways 

 

When we discussed actions with interviewees they often gave a mixture of positives and 

negatives, so that even those who agreed often qualified this.     Among the answers organisations 

gave were: 

Learning environment 

Agree for both learning environment and career development.  For career development we could 

do better but lack of resources is a problem.  There are job shadowing opportunities.  Anyone can 

do this including the Director. 

The section has defined an internal learning portal and we are trialling the care knowledge portal 

(SSKS)....all staff have individual learning / development plans. 

We have practice champions who have areas of specialist knowledge that they have the 

opportunity to develop and share with other workers.  This gives workers the chance to develop 

outwith or alongside the conventional promoted post route. 

We try to use a variety of ways to develop a learning culture...there is a lot of shadowing and 

mentoring; we organise visits to other agencies; we have team development days and we are 

hoping to set up a staff conference; we have practice groups and group supervision with students. 

A lot is in place but this is driven by Learning and Development, not managers.  There is a lack of 

joined up working and a lack of strategy.  There are also competing priorities within the 

organisation and not everyone recognises the value of learning, despite some good practice being 

in place. 

Creation of a career structure 

¢ƘŜ ƳƛŘŘƭŜ ƳŀƴŀƎŜƳŜƴǘ ǎǘǊǳŎǘǳǊŜ ǿŀǎ ǘƘŜ ƪŜȅΦ  ¢Ƙƛǎ ŘƛŘƴΩǘ ŜȄƛǎǘ ōŜŦƻǊŜΦ  ²Ŝ ŀƭǎƻ ƴƻǿ ƘŀǾŜ ǎŜǊǾƛŎŜ 

specific permanent posts and fewer temporary, sessional posts.  The structure is more fit for 

purpose. 

Succession planning 

People are aware of the routes for progression, the pathways are there and we have succession 

planning in place in social care.  However this is not clearly articulated. 

  

33%
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10%

10%

Strongly Agree

Agree

Uncertain

Disagree

Our organisation has defined a learning environment and career 
development pathways for workers
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Career pathways in place for some employees but not others 

For care assistŀƴǘǎ ǘƘŜ ŎŀǊŜŜǊ ǇŀǘƘ ƛǎƴΩǘ ǘƘŜǊŜ ȅŜǘ ōǳǘ ǿŜ ƘƻǇŜ ƛǘ ǿƛƭƭ ōŜΦ  ¢ƘŜ ƴŜǿ Ib5 ǿƛƭƭ ƘŜƭǇ. 

...in terms of moving towards management there is not a lot of opportunity. 

There is a career structure in place for practitioners and managers, but not for everyone e.g. there 

is no career structure for admin or finance workers.  It was recognised that not looking at all 

workers was potentially detrimental to the organisation and this was seen as a key workforce 

planning issue. 

4.4.9: Monitoring and evaluating workforce development initiatives 

We asked if organisations monitored and evaluated workforce development initiatives.  The 

responses are shown below. 

Figure 21: Monitoring and evaluating workforce development initiatives 

 

This is a very encouraging percentage, and organisations were often very positive about the 

benefits of this process.  Responses included: 

Every training course we deliver has an evaluation which decides what will happen in future.  We 

are trying to make learning fun.  We have done filmed evalǳŀǘƛƻƴǎ ƻŦ ΨōŜŦƻǊŜΩ ŀƴŘ ΨŀŦǘŜǊΩΦΦΦpeople 

have to fill out fact finders before they come on an event... 

Yes, we evaluate training and development days.  We are undertaking research on the impact of 

learning on practice to provide evidence of what helps the process of learning, what makes a 

difference... 

Yes, we want to ensure training is relevant; we have post course contact to see if people achieved 

what they wished to achieve.   
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4.4.10: Workforce planning priorities 

We also asked about workforce planning priorities. 

Figure 22: Workforce planning priorities 

 

Organisations gave a variety of drivers in deciding their priorities, though getting the workforce up 

to registration standards was linked to most responses in one way or another:  

Registration  

On the learning front we have a strategy for the next three years, with priorities and action plan 

around VQs and registration... 

Registration qualifications are a priority.  This is sometimes a shame and takes the focus away 

from what could be done. 

Qualifications (very closely linked to registration) 

Our priority is to get as many as possible through SVQ2 and 3.  We want to exceed the 

guidelines...the figure can fall very quickly in a period of high staff turnover.  

Improving the quality of service (very closely linked to qualifications and registration) 

The current priority is to get everyone inducted to the same level then to ensure everyone is VQ 

qualified.  The drivers are both legislative (Care Commission and SSSC) and also organisational, to 

improve quality and develop staff 

Workforce planning is currently driven by legislative priorities e.g. registration and local authority 

criteria (for extra payment).  However there is also a recognition that the need to improve quality 

of service is an important driver 

Developing particular skills 

Risk assessment is a priority.  We have also identified several care related tools for certain grades 

to use with individual service users, so that these people are trained to meet specific needs 

Workers need to have more responsibility for care planning  

Being more strategic 

We now need to be more strategic.  We should be nurturing talent for the future and investing in 

these people to retain them. 

81%

5%

14%

Yes

No

Partially

Does your organisation have clear workforce planning priorities?
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4.4.11: Recording information about recruitment and retention 

Figure 23: Recording information about recruitment and retention 

 

This information can be useful in the workforce planning process to indicate factors that are 

important in recruiting staff and why they stay or go.   

Respondents said:  

We do exit interviews and these are analysed 

There is a pre-leaving interview to find out why people wish to leave 

Exit interviews and other trends are monitored by HR to identify skill shortages 

There is informal evaluation of both recruitment and retention, but this is not a formal or 

structured process 

We probably do have the informatƛƻƴ ōǳǘ ǿŜ ŘƻƴΩǘ ŎƻƭƭŀǘŜ ƛǘΦΦΦ 

Implication: The responses we had in relation to recruitment and retention indicate that 

organisations usually have information that would be relevant to workforce planning but it is often 

not used to maximum advantage.  This is an area where the Learning Network may be able to 

provide guidance. 
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4.4.12: Rewarding and valuing workforce experience and achievement 

Organisations that do this see it as good practice and usually do it to demonstrate how much they 

value their workforce in a variety of ways. 

Figure 24: Rewarding and valuing workforce experience and achievement 

 

Examples of what is done include: 

Award Ceremonies  

A lot of time, effort and money goes into making a wonderful awards ceremony day.  There is 

mention in our newsletter and a roll of honour, people can bring a guest to the ceremony; we have 

a lovely lunch and a special pen.  We use this to recognise internal trainers too.  We also encourage 

outside recognition e.g. in the Learning Network newsletter 

We have an award ceremony, pay incentives and excellence awards recognising initiatives to 

provide qualifications.  We regard it as good practice to reward people who get qualifications. 

Supervision and Appraisal  

Supervision is used to recognise and share good practice; people will have their ideas piloted and 

maybe adopted; the appraisal system recognises efforts. 

Pay incentives 

We link completion of the VQ to a pay rise... 

We always verbally congratulate people and they are rewarded financially (go through the pay 

bar). 

We are just going to introduce payment for people who gain SVQ as well as have certificate 

presentation.  This will give more recognition for learning. 

Newsletter 

The newsletter is used to recognise achievement. 

Some organisations felt that they could do more 

SVQ candidates do not receive a pay increase on achieving their award.  There is not a clear overall 

strategy for reward and recognition... 

L ŘƻƴΩǘ ǘƘƛƴƪ ǿŜ Řƻ ǘƘŀǘ ǿŜƭƭΦ  L ǿƻǳƭŘ ƭƛƪŜ ǘƻ ǘƘƛƴƪ ƛǘΩǎ ǎƻƳŜǘƘƛƴƎ ǿŜΩƭƭ ŀŘŘǊŜǎǎ ŀǎ ǇŀǊǘ ŀƴŘ ǇŀǊŎŜƭ ƻŦ 

making people feel valued. 

19%

52%
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5%

5%

Strongly Agree
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Uncertain
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experience
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4.4.13: Workforce Planning ς Interviews with Learning Providers  

As part of our research we also conducted interviews with 17 Learning Providers, 5 of which were 

also service providers.    

4.4.14: Understanding of workforce planning 

We asked whether learning providers had a good understanding of workforce planning, language, 

theory and practice. 

Figure 25: Understanding of workforce planning 

 

Responses included: 

The college needs to negotiate with employers and know what the drivers and context are for 

them.  We need to understand workforce planning language.  This also applies to our own 

ǿƻǊƪŦƻǊŎŜ ƛƴ ǘƘŜ C9 κ I9 ǎŜŎǘƻǊΦ  ¦ƴŘŜǊǎǘŀƴŘƛƴƎ ǿƻǊƪŦƻǊŎŜ ǇƭŀƴƴƛƴƎ ŦǊƻƳ ŀƴ ŜƳǇƭƻȅŜǊΩǎ ǇŜǊǎǇŜŎǘƛǾŜ 

will ensure that our workforce planning is in accord with the sector 

We work directly with managers of services to plan Learning and Development.  We can provide 

different ways to do SVQs...and can advise managers about ways to work with learning 

Understanding of workforce planning varies ...We need to get the organisation as a whole to 

commit resources to this and do it as a whole rather than piecemeal 

The key people in the organisation have an understanding and we all work together 

Although understanding was apparently high, some organisations were unable to illustrate what 

they were actually doing in terms of workforce planning and others saw it in the fairly narrow 

context of their own organisation and a small range of qualifications. 

  

Strongly Agree
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Our Learning/Assessment Centre has a good understanding of what 
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4.4.15: Work with service providers to support workforce planning 

We asked if learning providers worked with service providers to support workforce planning. 

Figure 26: Work with service providers to support workforce planning 

 

Responses included: 

Yes we work with employers on this.  There is a history of partnership...we know local 

organisations and employers. 

We take information from employers about their learning needs which influences what, where, 

which courses we deliver; a good example is the Health and Social Care Academy working with 

employers to support people who have been unemployed for some time... 

We can and we do.  We run seminars to help people develop underpinning knowledge and one of 

these is about workforce planning...we refer people to ƻǳǊ ƻǿƴ ŀƴŘ {{{/Ωǎ ǘƻƻƭƪƛǘΦΦΦ 

Partially, but it is peripheral to our main activity.  Understanding and discussion are important but 

we are more likely to be reactive. 

bƻ ǿŜ ŘƻƴΩǘ ōǳǘ ǿŜ ŎƻǳƭŘ...the Learning Network could perhaps provide a steer on this and about 

what is changing. 

4.4.16: Re-design of learning programmes 

We asked whether learning providers had re-designed any learning programmes to align them 

with workforce planning needs in the sector.  

Figure 27: Re-design of learning programmes 
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Responses included: 

Absolutely...our collaboration with the Council to provide an HNC around the needs of employees is 

a good example.  We have blended learning and attendance at college only once every 2 weeks.  

We hope to open this out to other employers... 

We are in the middle of re-ŘŜǎƛƎƴƛƴƎ ƛƴŘǳŎǘƛƻƴ ǘƻ ƳŀƪŜ ƛǘ ǎƘƻǊǘŜǊ ŀƴŘ ƳƻǊŜ ƛƴ ƭƛƴŜ ǿƛǘƘ ǇŜƻǇƭŜΩǎ Ƨƻō 

roles, rather than everyone doing everything.  We have made other changes because of SSSC 

requirements and the re-design of SVQs. 

Because we work with people one to one we adjust everything to what is going on in that 

workplace.  One example is where a manager was struggling to show leadership.  We put an 

assessor in to work alongside her to support level 2 and 3 candidates in the organisation whilst she 

undertook a leadership unit for her leadership and management award.  This helped her to 

implement a supervision programme so that she could provide support to her workers. 

Yes, we are planning to do SVQs with foster carers. 

4.4.17: Initiatives to attract new workers to critical job groups 

We asked whether learning providers had developed any initiatives to attract new workers to 

critical job groups.   

Figure 28: Initiatives to attract new workers to critical job groups 

 

The Health and Social Care Academies were again quoted as a good example of this.  Two 

organisations quoted cost as a limiting factor.  Other responses included:  

We do joint work with a voluntary organisation to promote access to social service training for 

BME communities and we work with the Change Academy to widen participation... 

We are a very busy organisation with little time to think strategically... 

We have done a pay review and won a case for accelerated increments for practice teachers to get 

people to be practice teachers and stay practice teachers... 

We are looking to introduce Intermediate 1 Health in partnership with schools; the NHS has offered 

some support... 

²Ŝ ƘŀǾŜ Ǝƻǘ ƎƻǾŜǊƴƳŜƴǘ ŦǳƴŘƛƴƎ ǘƻ Ǌǳƴ ŀ мн ǿŜŜƪ ΨtǊŜǇŀǊŀǘƛƻƴ ŦƻǊ 9ƳǇƭƻȅƳŜƴǘ ƛƴ /ŀǊŜΩ ŎƻǳǊǎŜ 

and are developing partnerships with employers to provide practice experience to participants... 

We had a discussion about this, whether we could help managers to get workers, but there is no 

funding for this, so no. 

64%

36%
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No

Has your learning centre developed any initiatives to attract new 
workers to critical job roles
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4.4.18: Supporting career paths 

²Ŝ ŀǎƪŜŘ ΨŘƻŜǎ ȅƻǳǊ ƭŜŀǊƴƛƴƎ ŎŜƴǘǊŜ ǎǳǇǇƻǊǘ ŎŀǊŜŜǊ ǇŀǘƘ ŘŜǾŜƭƻǇƳŜƴǘǎΩ ŦƻǊ ǿƻǊƪŜǊǎ ƛƴ ǘƘŜ 

ǎŜŎǘƻǊΩΦ   

Figure 29: Supporting career paths 

 

Responses included: 

Yes, we begin with introductory courses right through to access to degree courses.  We have a new 

framework which encompasses Child /health/social care under one umbrella with placements in 

each section, then students can choose which route they want to go next... 

²Ŝ ƘŀǾŜ ŀ ƎǊƻǳǇ ǘƘŀǘ Ƙŀǎ ƭƻƻƪŜŘ ŀǘ ŎŀǊŜŜǊ ǇŀǘƘǿŀȅǎΦ  ²Ƙŀǘ ǿŜ ƘŀǾŜƴΩǘ ŘƻƴŜ ƛǎ ƭƻƻƪ at how many 

we need of what... 

²Ŝ ǘŀƭƪ ǿƛǘƘ ŎŀƴŘƛŘŀǘŜǎ ŀōƻǳǘ ǿƘŀǘ ǘƘŜȅΩƭƭ Řƻ ǿƘŜƴ ǘƘŜȅ ŦƛƴƛǎƘ {±v, but we are dependent on 

employers having a career path...we spend a lot of time with managers looking at where the VQs 

fit in... 

We work with nurseries to support career progression. 

4.4.19: Monitoring and evaluating workforce development initiatives 

We asked if learning providers monitored and evaluated workforce development initiatives.  

Figure 30: Monitoring and evaluating workforce development initiatives 

 

Responses included: 

There was a very formal evaluation of the Health and Social Care Academy between the Council 

and ourselves.  The Academy is also monitored according to outputs by Job Centre Plus and our 

financial contributors. 

...there is an evaluation culture leading to quality enhancement... 
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Does your learning centre monitor and evaluate workforce 
development initiatives in relation to the learning programmes you 
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Responses continued: 

...we have learner engagement in evaluation; self-evaluation of each programme, end of unit 

questionnaires, programme team meetings, employer liaison groups, student feedback sheets, as 

well as inspections... 

We are seeking better methods for evaluation and would like guidance from the Learning Network 

on this... 

We have conducted research in relation to developing people.  We are now funding more research 

to assess people before and after an SVQ.  We want to find out what factors affect learning...good 

assessment is not just down to the learning provider... 

²Ŝ ŘƻƴΩǘ ŦƻǊƳŀƭƭȅ ŜǾŀƭǳŀǘŜΦ  ²Ŝ Řƻ Ŧƻƭƭƻǿ {±v ǇǊƻŎŜŘǳǊŜǎ ōǳǘ ǘƘŜǎŜ ŘƻƴΩǘ ǘŜƭƭ ǳǎ ǿƘŜǘƘŜǊ ǿŜ ƘŀǾŜ 

actually changed anything; anyway, this depends to a large extent on factors in the organisation as 

well... 

4.4.20: Implementation of Workforce planning into learning programmes 

We asked if centres were implementing workforce planning concepts into learning programmes; a 

high proportion indicated that they were 

Figure 31: Implementation of Workforce planning into learning programmes 

 

Responses included: 

Strongly agree; we engage in strategic planning to identify drivers that impact on service providers 

and ultimately on us.  This will shape the curriculum and staffing and resources. 

When we are putting in our CPD strategy we (the training section) are doing this in partnership 

with operations (in our service provider organisation) and in line with council and SSSC 

requirements... 

One issue is knowing which qualifications are going to be best for students to get a job ς perhaps 

there is a role for the Learning Network to provide a guide... 

We are minded about the business case for our programmes, but this is not as coherent as it could 

be... 

We build into courses their application to the workplace; even when a course is not practical we 

still build in employability and citizenship... 
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70%

15%

Strongly Agree

Agree

Uncertain

Our learning centre is implementing workforce planning concepts 
into our learning programmes
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4.4.21: Workforce planning - benefits and barriers 

From our responses the main benefits of workforce planning are seen as:  

¶ Cost effective 

¶ Leads to better services 

¶ Compliance e.g. with SSSC registration requirements and Care Commission Inspections 

The barriers to good workforce planning identified were:  

¶ Practical restrictions e.g. rural location 

¶ Whose responsibility is workforce planning? Often unclear about who should be involved 

¶ Lack of knowledgeable administrative support 

¶ Not having data in one place / one system 

¶ Very recent introduction of data handling 

¶ Workforce planning not resourced adequately 

¶ Day to day pressures of running the service 

¶ Time lag between planning and getting a competent workforce ς ǘƘŜ ŀŘǾŀƴǘŀƎŜǎ ŀǊŜƴΩǘ 

always obvious 

¶ Workforce planning not seen as a priority 

¶ Being a small organisation 

53% of respondents said they would welcome support with workforce planning, and 61% would 

welcome working with other agencies to develop collaborative approaches to workforce planning 

in Tayforth.   

Implication: The main implications of this for the Learning Network is the potential for the 

network to support workforce planning in the sector through the provision of support, learning 

opportunities and through facilitating networking and collaboration among organisations. 
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4.4.22: Critical skills shortages 

We asked if there was an expectation of critical skills shortages in the next three years. 

Responses are shown below: 

Figure 32: Critical skills shortages 

 

²Ŝ ǘƘŜƴ ŀǎƪŜŘ ǘƘŜ ǉǳŜǎǘƛƻƴΥ ΨLŦ ȅƻǳ ŜȄǇŜŎǘ ǎƪƛƭƭǎ ǎƘƻǊǘŀƎŜǎΣ ǿƘŀǘ ŀǊŜ ǘƘŜ Ƴƻǎǘ ƭƛƪŜƭȅ ŀǊŜŀǎΩΦ  ²Ŝ 

purposely left this as an open question since we did not wish to presuppose categories of skills 

shortage.   We followed up these answers with those organisations we interviewed, both service 

providers and learning providers.   Responses were interesting, often detailed and were given both 

in terms of roles where workers were in short supply and/or lacked skills and in terms of actual 

skills that were anticipated to be in short supply, often because they are in short supply at the 

moment.  

In terms of a shortage of people to fill roles, more than half of respondents who anticipated skills 

shortages said that they had difficulty in recruiting front line social service workers, especially 

workers with suitable experience, qualifications and personal attributes.  This includes workers in 

residential care for both children and young people and adults, home care and housing support.  

This places a huge onus on organisations to provide learning and development once they have 

appointed to support worker and practitioner posts.  Sometimes these workers lack the skills to 

undertake SVQ qualifications.   

A shortage of qualified nurses was also mentioned by a number of organisations, especially private 

sector homes with nursing responsibilities in rural areas.   
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These shortages have been categorised by role or job and skills in the table below.  These areas 

are illustrated in the quotes from interviews that follow. 

1. ROLE CATEGORIES 

Social Service Workers Home Care Workers  

 Housing Support Workers 

 Qualified Nurses 

 Residential Child Care Workers 

 Support Workers and Practitioners 

 Mental Health Officers (MHOs) 

 Occupational Therapists 

 Social Workers  

 

Ancillary / support workers Cooks 

 

Learning and Development Qualified Assessors And Verifiers For SVQ 

 Practice Teachers / Practice Educators  

 

2. SKILLS CATEGORIES 

Generic  Team Working 

(across all jobs categories /roles) Reflective Practice 

 Information Technology 

 Leadership 

 Communication 

 Innovation 

 

Role Specific Palliative Care 

 Foster Carers 

 

Management / Leadership Job Re-Design 

 Leadership 

 General Management 

 Succession Planning 

 Communication 
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In interviews with both service and learning providers it was possible to gain much more 

information about the skills that people lack, and which are now or are anticipated to become 

critical if not tackled.  Interviewees also gave information about how they had tackled skills 

shortages and this is also included in this section.   

A shortage of underpinning knowledge and skills among social service workers was mentioned by 

several interviewees.   This includes:  

¶ Issue of candidates not having enough knowledge or skills prior to starting an SVQ 

This is linked to people who have significant life experience not understanding or accepting 

that SVQ requires more.  They assume that life experience is enough for SVQ 

knowledge...This requires work based training and on site induction, which is a resource 

heavy in terms of staffing. 

New recruits are not able to hit the ground running.  They need significant input to get 

ǎǘŀǊǘŜŘΦ  9ǾŜƴ ǇŜƻǇƭŜ ǿƛǘƘ {±vн ƻŦǘŜƴ ŘƻƴΩǘ ƘŀǾŜ ǘƘŜ ǎƪƛƭƭǎΦ 

For ƻǳǊ {±v ŎŀƴŘƛŘŀǘŜǎ ǘƘŜǊŜΩǎ ǎƻƳŜǘƛƳŜǎ ŀ ƭŀŎƪ ƻŦ ǳƴŘŜǊǇƛƴƴƛƴƎ ƪƴƻǿƭŜŘƎŜ. 

¢ƘŜǊŜΩǎ ƴƻǘ ŜƴƻǳƎƘ ŀǘ ŀ ǾŜǊȅ ōŀǎƛŎ ƭŜǾŜƭΣ ǎǳǇǇƻǊǘƛƴƎ ǇŜƻǇƭŜ ƛƴǘƻ ǘƘŜ ǿƻǊƪŦƻǊŎŜΣ ƎŜǘǘƛƴƎ 

people ready to start learning. 

¶ Communication skills 

The numbers of those whose basic communication skills are lacking is scary.  This affects 

the quality of life of the people they are working with.  This is at all levels.  This is not just a 

ǇǊƻōƭŜƳ ŦƻǊ ǘƘƻǎŜ ǿƘƻǎŜ ŦƛǊǎǘ ƭŀƴƎǳŀƎŜ ƛǎƴΩǘ 9ƴƎƭƛǎƘΣ ǘƘƻǳƎƘ ŀ ŎŜǊǘŀƛƴ ǇǊƻǇƻǊǘƛƻƴ ƻŦ ǘƘŜǎŜ 

ŎŀƴΩǘ ŎƻƳƳǳƴƛŎŀǘŜ enough; getting an interpreter for SVQ assessment misses the point.  

These people need to be able to communicate with service users. 

¶ Reflective practice 

We are working towards people being more reflective and looking for more evidence-based 

practice.  TheǊŜΩǎ ŀ ǎƪƛƭƭǎ ǎƘƻǊǘŀƎŜ ƛƴ ǘƘŜǎŜ ŀǊŜŀǎΦ   

¶ Innovation 

One issue is lack of innovation.  The workforce is competent and confident, but the culture 

is one that can inhibit innovation...training and development is a key factor. 

¶ Leadership and management.  The new SVQ awards, whilst they are welcomed are also 

seen as very demanding 

{ƻƳŜ ǇŜƻǇƭŜ ŀǊŜƴΩǘ ǊŜŀŘȅ ŦƻǊ ǘƘƛǎΦ  ¢ƘŜȅ ŘƻƴΩǘ ƘŀǾŜ ǘƘŜ ǎƪƛƭƭǎ ƻǊ ŜȄǇŜǊƛŜƴŎŜΣ ŀƴŘ Ƴŀȅ ƴƻǘ ōŜ 

best suited for a management role, but they have been promoted / appointed and put 

forward ŦƻǊ ǘƘŜ ŀǿŀǊŘΦ  ¢ƘŜȅ Ƴŀȅ ƘŀǾŜ ōŜŜƴ ŘƻƛƴƎ ǘƘŜ Ƨƻō ōǳǘ ŘƻƴΩǘ ƘŀǾŜ ǘƘŜ ŎŀǇŀŎƛǘȅ ǘƻ 

meet demands of the new award.  The old RMA was easier...what is asked in the new 

ŀǿŀǊŘ ƛǎ ŀǇǇǊƻǇǊƛŀǘŜΣ ƛǘΩǎ ƳƻǊŜ ŀ ǉǳŜǎǘƛƻƴ ƻŦ ǘƘŜ ǎǳƛǘŀōƛƭƛǘȅ ƻŦ ŎŀƴŘƛŘŀǘŜǎΦ 
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¶ Recruitment skills 

¶ Skills related to working with teams and redesigning posts 

Would like those tackled through coaching and team development days. 

¶ IT skills 

¢ƘŜǊŜΩǎ ŀ ƘǳƎŜ ƛǎǎǳŜ ǊŜ L¢ ǎƪƛƭƭǎΣ ŜǾŜƴ ƳŀƴŀƎŜǊǎ ǿƘƻ ŀǊŜ ŦǊƛƎƘǘŜƴŜŘ ƻŦ ǘƘŜ ŎƻƳǇǳǘŜǊΤ ŀ ƎƻƻŘ 

30 -35% of SVQ candidates struggle with this.  We expect level 4 candidates to word 

process.  They do improve.  Younger staff handle it better. 

¶ Report writing 

¶ Succession planning 

There is a need but not enough understanding about process 

¶ Employability and citizenship 

¶ Post registration training needs 

¶ People with long term practice wisdom and ability to deal with complexity 

Problems and issues around skills shortages 

¶ 9ƴǎǳǊƛƴƎ ŀŎŎŜǎǎ ǘƻ ƭŜŀǊƴƛƴƎ ŦƻǊ ǇŜƻǇƭŜ ǿƘƻ ŎŀƴΩǘ ŀŦŦƻǊŘ ŦŜŜǎ ŀƴŘ ǿƘƻǎŜ ŜƳǇƭƻȅŜǊǎ ŀǊŜƴΩǘ 

paying but who need to be qualified 

Some of the things that have helped and/or are helping organisations to overcome skills shortages 

¶ Auditing the workforce, workforce planning and prioritising to meet statutory 

requirements for registration with SSSC 

¶ The establishment of government funded Health and Social Care Academies specifically to 

tackle skills shortages by offering training, placement and a guaranteed job interview to 

unemployed, usually young people interested in health and social care e.g. one academy 

takes 3 cohorts a year of 13 or 14 candidates, most of whom are successful in either 

gaining employment or going on to further education 

¶ Collaboration between learning providers and service providers e.g. FE college working 

with NHS in the area of mental health and learning disability, university and service 

provider working to widen participation in social work 

¶ Nursing is looking at new level of practitioner with shorter training as one way of tackling 

skills shortage 

¶ Organisations establishing their own training to fill gags e.g. setting up induction, IT and 

report writing courses 

¶ Taking students.  One rural organisation, for example, had found that taking OT students 

had given them a source of qualified Occupational Therapists once they had completed 

their training 

¶ Mentoring and supervision ςone organisation gave the example of IT training where 

workers requiring skills were paired with an IT mentor and were enabled to work in a 

relaxed atmosphere at their own pace 

¶ Employment review 
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On the other hand a significant proportion (30%) of organisations felt that they did not anticipate 

skills shortages.  They were not having difficulty in recruiting and had learning and development in 

place to support any potential skills shortages. 

Implication: There is a need to examine how service providers, learning providers and the learning 

network can work together to optimise learning, workforce planning, manage succession planning 

etc. 
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4.5: FUNDING FOR LEARNING AND DEVELOPMENT 

4.5.1: Service providers 

The main source of funding for learnƛƴƎ ŀƴŘ ŘŜǾŜƭƻǇƳŜƴǘ ƛǎ ƻǊƎŀƴƛǎŀǘƛƻƴǎΩ ƻǿƴ ōǳŘƎŜǘΦ  {ǘŀǘǳǘƻǊȅ 

organisations also mentioned that they gain funding for providing learning opportunities for social 

work students on degree courses and some help from the Unions to support learning.   

45% of voluntary organisations also mentioned the voluntary sector development fund, 10% 

mentioned Section 9 funding and other organisations mentioned assistance in kind from local 

authorities.   Private sector organisations mentioned fees for placements and some NHS funding 

for learning.   

Figure 333: Sources of funding for learning and development 

 

Organisational spend on learning and development is shown below.   

Figure 344: Organisational spend on learning and development 

 

In services commissioned by local authorities, organisations are more likely to spend over 3% of 

their budget on learning and development where money is clearly indicated for learning and 

development in their contract. 
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4.5.2: Learning Providers 

The sources of funding for learning are more varied among learning providers than among service 

providers, with the Scottish Funding Council providing substantial funding to the Further and 

Higher Education sectors.  For service providers who are also learning providers, their 

ƻǊƎŀƴƛǎŀǘƛƻƴΩǎ ƻǿƴ ōǳŘƎŜǘ ǿŀǎ ǘƘŜ ƳŀƧƻǊ ǎƻǳǊŎŜ ƻŦ ŦǳƴŘƛƴƎΦ   hǘƘŜǊ ǎƻǳǊŎŜǎ ƻŦ ŦǳƴŘƛƴƎ ƛƴŎƭǳŘŜ 

fees from participant organisations (over 75% of budget for 21% of respondents), external 

additional local authority funding (over 75% of budget for 15% of respondents), fees from 

university degree courses (42% of organisations, but less than 10% of their total training budget), 

voluntary sector development fund (less than 10% for 36% of respondents), SSSC disbursements 

and small amounts of EuǊƻǇŜŀƴ ŦǳƴŘƛƴƎΦ   Lƴ ƻǳǊ ƛǎǎǳŜǎ ǉǳŜǎǘƛƻƴǎ ΨŦǳƴŘƛƴƎΩ ǿŀǎ ƛŘŜƴǘƛŦƛŜŘ ŀǎ ƻƴŜ ƻŦ 

the major issues in relation to learning and workforce planning and this was further substantiated 

in our interviews.   
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5: ISSUES FOR SERVICE PROVIDERS AND LEARNING PROVIDERS  

In both the questionnaire and the interviews conducted for this project we asked respondents 

what the main issues were for them.  We also asked respondents to identify areas of work that 

Tayforth Learning Network could facilitate to improve the current situation.  These responses are 

summarised in the table in section 6 and are dealt with in some detail below.  Service Provider and 

Learning Provider responses are combined where this seems appropriate, since on some issues 

they were saying very similar things.  In many cases issues were linked with one another.  

Discussion of them separately clarifies what these issues are, but in reality funding and resources 

are inextricably linked with issues about learning and qualifications, workforce planning and other 

issues.   

5.1: FUNDING AND RESOURCES 

 For more than half of the service provider and two thirds of learning provider organisations 

surveyed funding and resources are mentioned specifically as a major issue.  The main themes 

centre around not having sufficient funding to fund all workers who need to register with SSSC, 

the cost of backfill whilst staff members are training, and a general reduction in Learning and 

Development budgets, partly because of organisational cut-backs but sometimes also because the 

value of Learning and Development is not recognised at a strategic level.  Examples of responses 

illustrate how issues are linked with one another and include:  

From service providers 

¢ƘŜǊŜΩǎ ŀ ƭŀŎƪ ƻŦ ŦƛƴŀƴŎŜ ŀƴŘ ǎƪƛƭƭŜŘ ǊŜǎƻǳǊŎŜǎ Ŝ.g. assessors and verifiers...this is to do with the 

volume of staff who need to do qualifications. 

Our main issues are time, money and availability of training.. the owner of the business is reluctant 

to spend on training. 

A large group of care workers need SVQ but there is not enough funding from the organisation or 

externally.  There is an associated question of not having the human resources to deliver what is 

needed... 

From learning providers 

A secure funding base for training would make planning easier and more effective... 

Agencies are reducing their spend on Learning and Development which impacts on our ability to 

provide training.  This will have an impact on the future development of the workforce... 

Scottish Funding Council is not increasing our funding.  Although we are trying to provide more 

interactive and blended learning, students at Intermediate 2 and even HNC often need a lot of 

support which is expensive. 
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5.2: LEARNING AND QUALIFICATIONS 

Closely related to funding issues are those that mention learning and qualifications.  There was an 

almost universal acceptance of the importance of improving the skills of the workforce, but 

intentions are sometimes thwarted not just by a lack of money.  

The main issues for service providers centre around: 

¶ finding good quality affordable SVQ and HNC providers,  

¶ developing a learning culture,  

¶ a lack of training opportunities at evenings and weekends that are widely accessible,  

¶ time for candidates to manage learning and assessment without adversely affecting service 

delivery,  

¶ keeping up-to-date with new developments  

¶ a lack of skills e.g. communication and IT skills that impede staff from even getting started 

with qualifications. 

Responses included: 

We would like to know about training opportunities at evenings and weekends; bite sized training 

that we could access, perhaps with other organisations... 

One problem is non-attendance at SVQ events.  This maybe down to not having a learning culture, 

with managers more accountable for the delivery of the service than for learning and 

development... 

²Ŝ ŘƻƴΩǘ ƘŀǾŜ ŀ ŦƻŎǳǎŜŘ ŀƴŘ ŘŜŘƛŎŀǘŜŘ ǘǊŀƛƴƛƴƎ ŘŜǇŀǊǘƳŜƴǘΦ  [ŜŀǊƴƛƴƎ ŀƴŘ 5ŜǾŜƭƻǇƳŜƴǘ ƛǎ ǎǇǊŜŀŘ 

across the organisation ... there is a need for this to be improved and for an HR /Learning and 

Development  strategy to be developed that is coherent and covers all areas 

The issues for learning providers include review processes for qualifications which are often very 

time consuming, finding good staff, competition with other providers, developing a learning 

culture, the number of students for whom English is not their first language, students who need a 

lot of support, and frustration at the lack of commitment from some managers to invest in 

learning and development.   

Quotes include:  

The review processes for qualifications are often very time-consuming e.g. the review of the Social 

Work Degree 

We have a problem finding staff with the right qualifications and experience to teach at levels 

required, especially for new awards. 

{ƻƳŜ ǇǊƻǾƛŘŜǊǎ ǳƴŘŜǊŎǳǘ ǳǎ ŀƴŘ ŘƻƴΩǘ always seem to work to standards...and some employers will 

take the cheaper option and not worry about quality... 
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We have a number of students for whom English is not their first language.  These students have to 

be persuaded to undertake language support.  They are often reluctant even though we have ESOL 

funding to support them. 

There is a lack of consistency in funding for learning and development with resultant variations in 

the workload of learning providers.  This makes it very difficult to employ staff or plan for growth. 

5.3: WORKFORCE PLANNING 

Workforce planning was dealt with in some detail in other parts of the questionnaire but was 

mentioned again by some respondents. 

Issues mentioned by service providers include; 

¶ Being unable to predict future patterns of care delivery 

One difficulty with workforce planning is not knowing the future requirements in detail.  

¢Ƙƛǎ ƳŜŀƴǎ ǘƘŀǘ ǇƭŀƴƴƛƴƎ ƛǎ ǘŜƴǘŀǘƛǾŜ Χ  

¶ Demographic changes in workforce  

Ageing workforce 

More new young workers coming into social service 

¶ Unpredictability of working environment as a consequence of competitive tendering 

process and retendering of services 

¶ Recruitment and retention 

o Poor responses to recruitment adverts 
o Competitive labour market 
o Care services competing for the same workforce 
o Competition with tourist industry 
o Competing with local authority terms and conditions of service 

One difficulty we have is recruitment, getting ǇŜƻǇƭŜ ǿƘƻ ŀǊŜ ǊŜŀŘȅ ǘƻ ǿƻǊƪΧ 

We have an issue around staff turnover and not being able to replace workers who leave 

after being trained 

¶ Lack of defined career pathways across the organisation 

¶ The need for a flexible workforce  which creates a tension between the needs of the 

service, and staff and personal needs 

¶ Succession planning - Ensuring staff have suitable qualifications to move on to promoted 

posts 

¶ Resources and time for workforce planning 

¶ Absence management 
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Issues mentioned by learning providers include: 

¶ Understanding the market so we can plan 

¶ Matching resources to need 

¶ Achieving quicker throughput 

¶ Changing sector 

¶ Developing sufficient capacity 

¶ Demographics 

¶ External markets 

¶ Research regarding future demand for SVQs 

5.4: TIME  

Time was mentioned as an issue by many organisations, especially in terms of time to manage, 

time to do qualifications, time for assessment of SVQs for both assessors and candidates and time 

ǿƛǘƘƛƴ ǘƘŜ ƻǊƎŀƴƛǎŀǘƛƻƴΩǎ ǎǘǊǳŎǘǳǊŜ ǘƻ ƳŀƪŜ ŀƴŘ ŀŎǘƛƻƴ ǇƭŀƴǎΦ   

5.5: RE-TENDERING 

Re-tendering of services has caused some areas of uncertainty for organisations. 

For service providers: 

¶ There is unpredictability in our working environment as a consequence of competitive 

tendering process and retendering of services 

For learning providers 

¶ Re-tendering takes such a long time and could lose some of our learning; we may get less 

qualified staff from other organisations 

5.6: LEADERSHIP 

Some respondents felt that leadership, or rather a lack of it, was an issue 

We would like to promote the notion of leadership throughout the organisation 

5.7: OTHER ISSUES  

Other issues for service providers included meeting the needs of migrant workers and coping with 

organisational change.  Other issues for learning providers centred around finding ways to 

collaborate and work in partnership with other agencies, meeting the sometimes short time scales 

for registration deadlines, competition with other providers,  and the changing roles of workers 

with the complexity of service user needs. 
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6: IMPLICATIONS AND RECOMMENDATIONS FOR TAYFORTH LEARNING NETWORK  

There was support from the organisations that participated in this research for the work that the 

Learning Network is already undertaking, and recognition (not universal) of the limits and 

ōƻǳƴŘŀǊƛŜǎ ƻŦ ǘƘŜ [ŜŀǊƴƛƴƎ bŜǘǿƻǊƪΩǎ ŀŎǘǳŀƭ ŀƴŘ ǇƻǘŜƴǘƛŀƭ ŎŀǇŀŎƛǘȅΦ  ¢ƘŜ ƻǾŜǊ-arching implication 

ŀǊƛǎƛƴƎ ŦǊƻƳ ǘƘŜ ǎǳǊǾŜȅ ƛǎ ǘƘŀǘ ƻŦ ǘƘŜ [ŜŀǊƴƛƴƎ bŜǘǿƻǊƪΩǎ ǊƻƭŜ to continue to support region- wide 

workforce development and planning. 

Over 50% of organisations who responded to the survey indicated that they both wanted help 

with workforce planning and were willing to work collaboratively with others.  A common theme 

ŀǊƛǎƛƴƎ ŦǊƻƳ ōƻǘƘ ǎŜǊǾƛŎŜ ǇǊƻǾƛŘŜǊǎ ŀƴŘ ƭŜŀǊƴƛƴƎ ǇǊƻǾƛŘŜǊǎ ǿŀǎ ǘƘŀǘ ƻŦ ΨƪŜŜǇƛƴƎ ǳǇ-to-date with 

ƴŜǿ ŘŜǾŜƭƻǇƳŜƴǘǎΩΦ   hǾŜǊ ƘŀƭŦ ƻŦ ǊŜǎǇƻƴŘŜƴǘǎ ǎŀǿ ǘƘŜ [ŜŀǊƴƛƴƎ bŜǘǿƻǊƪ ŀǎ ŀ ŦŀŎƛƭƛǘŀǘƻǊ ƛƴ ƎŜǘǘƛƴƎ 

people to network and share, with many hoping that this could be expanded in the future.   The 

Learning Network is well placed to fulfil these roles, being in contact with social services and 

learning provider organisations across Tayforth, as well as having regular contact with other 

Learning Networks and national bodies. 

The nature of this role is likely to focus on: 

¶ the dissemination of relevant information 

¶ coordinating development events and activities 

¶ mediating with other agencies (SSSC / Scottish Government / other Learning Networks / 

Workforce units) 

This typŜ ƻŦ ŀŎǘƛǾƛǘȅ ǿƛƭƭ ŎƻƴǘǊƛōǳǘŜ ǘƻ ƳŜŜǘƛƴƎ ǘƘŜ [ŜŀǊƴƛƴƎ bŜǘǿƻǊƪΩǎ ŀƛƳǎΦ 

The table below summarises issues raised in the research, the implications of these issues, and 

recommendations for Tayforth Learning Network in relation to: workforce planning; learning, 

qualifications, critical skills and registration; funding and resources.  In reality the issues are 

interconnected and not as discrete as they appear in the table. 
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WORKFORCE PLANNING 

ISSUES AND IMPLICATIONS RECOMMENDATIONS Page ref. 

Lack of understanding and strategic 

thinking in relation to workforce planning 

often means that use of information is not 

optimised and workforce planning is not 

given its due place in strategic thinking and 

planning. 

Provide workshops and other learning 

opportunities to share information, tools 

and examples of workforce planning; 

provide basic practical support in relation 

to workforce planning theory and practice. 

19 

Data not kept in one place or using one 

system means that use of data in planning 

is not optimised; makes it difficult to plan. 

Promote CMDS (core minimum data set) 

as a useful way to categorise data. 22 

Lack of clarity about who is responsible for 

workforce planning can mean that it 

ŘƻŜǎƴΩǘ ƘŀǇǇŜƴ as well as it might and all 

those with the potential to participate are 

denied the opportunity. 

Promote and publicise workforce planning 

tools; promote the idea that workforce 

ǇƭŀƴƴƛƴƎ ƛǎ ŜǾŜǊȅƻƴŜΩǎ Ƨƻō. 

 

19 

Inconsistent understanding of concepts 

associated with workforce e.g. succession 

planning and talent management may 

mean that some of the potential in 

organisations is lost. 

Provide information and guidance about 

succession planning, talent management 

and other concepts associated with 

workforce planning. 

19 

Lack of collaboration between sections of 

the same organisation or between 

organisations may mean that the potential 

of the workforce is not maximised. 

Facilitate opportunities for organisations 

to collaborate in workforce planning 

processes. 
20 

Lack of knowledgeable administrative 

support can mean that data is not 

correctly categorised and that plans are 

made on the basis of incorrect data. 

Facilitate / co-ordinate the provision of 

training for administrators in relation to 

the in-put of information for workforce 

planning purposes. 

22 

A lack of information about recruitment, 

retention and those who leave the 

organisation means that the potential to 

use this information for future planning is 

lost. 

Provide opportunities for organisations to 

share information and case studies about 

recruitment, retention and leavers. 

 

25 

22 

30 
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WORKFORCE PLANNING continued 

ISSUES AND IMPLICATIONS RECOMMENDATIONS Page ref. 

Re-tendering makes it difficult for 

organisations to plan for the long-term; it 

can create uncertainty for workers;  it can 

have a negative impact on willingness of 

organisations to collaborate. 

Publicise guidance and research in relation 

to re-tendering; facilitate collaboration 

through providing opportunities for 

organisations to discuss issues on neutral 

ground. 

48 

 

LEARNING, QUALIFICATIONS, CRITICAL SKILLS AND REGISTRATION  

ISSUES AND IMPLICATIONS RECOMMENDATIONS Page ref. 

Inability to find good quality, affordable 

SVQ, HNC and other learning provision can 

hamper organisations optimising learning 

and development budgets. 

Learning Network will produce and 

publicise guide to Learning and 

Development opportunities in Tayforth as 

a product of the Tayforth Workforce 

Planning Project.  Publicise and promote 

ƎǳƛŘŀƴŎŜ ƻƴ Ψ/ƘƻƻǎƛƴƎ ŀƴ {±v ǇǊƻǾƛŘŜǊΩ. 

33 

43 

Insufficient Assessor, Verifier and Learning 

Opportunity capacity can reduce the 

number of people able to undertake 

qualifications and consequently maintain 

SSSC registration. 

Support and promote the development of 

sufficient capacity in the sector. 

 38 

Lack of a learning culture.  Development 

of a learning culture can enhance the 

value of learning and development. 

Explore with organisations a variety of 

ways to promote a learning culture e.g. 

development of on-line fora linked to the 

network website and database; 

development of communities of practice ; 

use of learning culture tools. 

26 

Lack of learning opportunities at evenings 

and weekends impedes ability of some 

sections of the workforce in gaining 

qualifications. 

Work with Learning Providers to look at 

optimum ways to provide Learning and 

Development. 

33 

43 

46 

Not keeping up-to-date with new 

developments can result in misuse of 

resources and loss of competitive edge. 

Continue to provide newsletters, e-

bulletins and events to keep people up-to-

date; produce regular briefings on current 

developments. 

46 

 


