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Flipchart Notes

Questions:

· What workforce planning is currently taking place within various boroughs?

· Which elements work well or not so well?

Feedback

Group 1

· Workforce information/directorate profiles, eg annual reports (age profiles, turnover).

· Business unit report (budgets, performance).

· Trying to address certain issues eg high vacancy rate for children’s social workers, demand/supply and shortfall.

· Workforce plan written.

· Some boroughs more advanced/some beginning the journey, but not a massive range in workforce planning. 

· Managers not taking actions they should be.  No engagement.
· Directors feel it’s a HR problem – they need to take action on some components as the ‘line’ needs to come from them.

· Budget implications – should be grounded in numbers as most boroughs would lose 10% of staff each year.  

· Get departments to take note of their own workloads eg social workers – how many cases they have – is it because of turnover or they have more cases to deal with.

· Range of experiences in group – some had written plans in place, some trying to link discussions to business plans.

· Some good discussions at Chief Executive and Director level.

· Data not always working well eg qualifications/skills side of staff – using information from appraisals.

· Regular monthly reporting.

· Management engagement due to lower level reporting.

· Finance colleagues – joint working needs to be done.

· Training sections not always engaged.

· Regular monthly reporting works well.

Group 2

· Government legislation on children’s services is driving workforce planning (ECM).

· Link to performance measures and volumes of work to validate demand.

· Workforce planning should be ‘grounded’ in numbers to combat/work in line with budget implications

· No scenario planning yet.

Group 3

· Integrating with business planning.

· All do or have something in place but no consistency with departmental information.

· Some structured governance.

· Some forecasting with demographics.

· Projects – R&R, L&D, succession planning.

· Some written plans in place.

· Some culture of appraisal ratings and use for succession/career development.

· Lots of adhoc activity.

· Chief Executive/Director buy-in working well

· Scenario planning helped to get buy-in from managers.

· Awareness of retirement profile.

· Use of data to forecast.

· Adhoc activity working well.

· Some departments work better than others.  Some do not see the added value of collecting data.

· Managers have a lack of understanding of workforce data.

· Poor workforce data – establishment cleanse.

· Box ticking – CPA, CAA, CSCI

· Capturing qualifications and development/skills.

· Linking business planning with workforce requirements.

· Limited int. of ‘resourcing’ as part of annual planning.

GROUP 4

· All at difference stages – some areas work well, some don’t.

· Managers usually look at operational planning and not workforce, which has different goals and status.

· Working to model but may not be followed rigorously.

· Action plan reviewed annually.

· Children’s social care critical area.

· Variable take up – not always seen as important by some areas.

· Not always linked with service plans.

· Service plans exist, information available but not a lot of requests for it.

· Management information available – usage variable.

· Amount of work done on workforce planning by different departments varies.
· Lack of focus and understanding within HR.

· Lack of consistency between departments.

· Need to help managers understand the information available to analyse and recognise critical areas.  Lack of strategic focus – mainly tactical, not influencing regional/national agenda to influence supply side eg colleagues.

· Looking at different aspects/local markets – retraining eg other care areas to children’s social workers.

GROUP 5

· Corporate workforce plan

· Business partners more heavily involved with departments.

· Work with PCT

· Analysis worked well – easy to engage

· Workforce planning group across the organisation.

· Directorate specific.

· Secondments in social work apprenticeships.

· Future leaders.

· Disjointed approach.

Questions

· What do the participants perceive are some of the barriers to successfully implementing workforce planning in their boroughs?

· Who needs to be engaged/involved within the organisation to ensure a successful process?

Feedback

Group 1

· Resources a barrier for data.  Need a good IT system – sophisticated.

· Doesn’t help if data held in different systems.

· Quality of data.

· Manager buy-in if they do not buy-in to the whole process its difficult to them to engage.  Need to look forward.
· Middle/Senior Managers not always good at collecting/looking at data unless they have an urgent request.
· Some problems with big directorates – good discussions at Board level but group underneath not good.

· Middle Managers/Directors etc. need to be engaged.

· Separate systems for certain information eg recruitment, agency, learning and development information.

· Poor strategic planning/communication plans.

· Need to be engaged: Members, directorates, chief officers, middle manager, finance, performance management, training and HR consultancy staff.

Group 2

· Getting workforce planning profile raised.

· Need to overcome communications barrier.

· Include in service plans that workforce issues needs to be considered.

· Corporate strategy link to workforce planning.

· ‘Carrots’ for managers to plan.

· Joined up working/communication.

· Commitment from senior management.

· Workforce planning in business planning process.

· Reactive planning – lack of.
· Performance stats.

· Need to be engaged: partnership buy-in and senior management.

Group 3

· Reputation of HR – one authority on a HR improvement programme.  Also people line management culture – trying to change. Two potential barriers.
· Data needs to be as ‘right’ as possible.

· Lots of projects on the go to improve HR – are they going to improve?
· Managers saying workforce planning is not in their remit to do and haven’t got the time – HR should be doing!

· There can be a tendency to have a less than honest appraisal in place to recruit roles – some data doesn’t fit to what HR is told.

· Numbers in finance being driven – get people to accept workforce planning.

· Structure of HR

· Data

· Trying to do too much at same time.

· Perception of workforce planning as an add-on – not integral.

· Resources to do – not my job/where does it sit?

· No headspace for managers to think long-term – short-termism

· HR seen as ‘experts’ in workforce planning but NOT in what all the issues/answers are.

· Changing role of line manager

· Tendency to treat HR as surrogate 

· Perception overwrites reality (hard to recruit)

· Budget driving workforce requirements – not past performance.

Group 4

· Lack of knowledge of technical skills in HR to support the process.

· Lack of understanding from managers – fear of the process.

· IT systems are barrier – in adequate reporting systems in place.

· Budgets to get an IT supporting system in place.

· Workforce planning not a priority within the organisation.

· Operational focus on certain areas.

· Local authority mindset – not business focussed, fear of change.

· Fear of complexity of workforce planning – lack of engagement.

· Investment/budgets.

· Who needs to be engaged: HR, senior managers, partners, line managers and Members.

Group 5

· No leadership of central facilitation for workforce planning.

· Managers engaged in process.

· People not seeing critical to their role.

· Departments working in silos.

· Pressure from different areas – KLOE puts workforce planning on the agenda but can become a tick box exercise.
· Some pockets of good work (CW strategy).  Need leaders and doers. Get those who are going to do the work get involved.

· Avoid duplication.

· Recording of data – qualification levels, reporting.

· No ownership/facilitation.

· Managers need to be engaged.

