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Introduction
The Government's vision for social care, A Vision for Adult Social Care – Capable Communities and Active Citizens, published in November 2010, gives the National Skills Academy for Social Care (“the Skills Academy”) the responsibility for producing a Leadership Strategy for the sector.
Following on from its leadership work over the last year, the Skills Academy is now holding a brief engagement exercise, which this document is part of, to develop the strategy and ensure that it represents the views of the sector and that it is something the whole of adult social care can contribute to, participate in and benefit from.

This document provides a summary of the issues that need to be addressed in the Leadership Strategy if it is to have a workable action plan.

We are seeking your opinions and views on a range of questions relating to the strategy and these are set out in the text that follows on the pages below. There are three over-riding questions we are seeking responses to:
1. Will employers, staff and national organisations sign up to a common approach to leadership development, progression and learning?

2. How can improved leadership be supported and delivered in the context of scarce and highly-constrained resources?

3. Is there a unique and distinctive leadership approach in social care and what can be done to strengthen it and develop it further? 
Your views on these issues will be very welcome. Each section that follows (there are five in total) contains one or more questions that we would like you to answer. There are 17 questions in total.
The ways you can send this feedback to the Skills Academy are listed at the bottom of each page. The deadline is 5pm on 28 April 2011.
Section 1
Leadership and social care

For the purposes of the Leadership Strategy, leadership means the behaviours, attributes and actions carried out to promote and deliver care. Everyone has some level of leadership responsibility in social care – whether it is responding directly to the needs of a person receiving support to make sure that they get what they need or whether it is making sure that organisations delivering care services are doing the best job they can.
At the heart of the strategy’s approach to leadership will be a simple and clear explanation of what it means to lead in care work. The Skills Academy believes that it is just as important that personal assistants, care assistants or residential staff show leadership and authority in the way they provide care as it is for the chief executive of a large private sector provider or the director of a local authority adult services department. Viewed from the perspective of someone who needs care support it is, of course, highly important that people delivering direct care understand their leadership role – perhaps even more so than senior managers.
The strategy will talk about leaders but this doesn’t just mean the most senior managers or people in national leadership roles. The strategy aims to provide front line managers, middle managers and senior managers with an agreed framework to develop leadership capability. 
Consultation questions (Section 1)
1. Do you agree that leadership is something that everyone can display?

2. Can you provide a short example of good leadership?

Section 2
A national leadership framework for the sector?

Recent research from the Skills Academy and the Work Foundation on outstanding leadership in social care shows that there are some distinctive features of leadership in the sector. 
The research demonstrates that outstanding leaders in social care show particular strengths around personal commitment, a focus on whole system impacts, strong values and a strong desire to leave a legacy. However, the research also shows that there should be more work done to explore and support the emotional elements of leadership. Finally it also indicates that there is a need to develop greater levels of empowerment for teams and the greater devolution of responsibility by comparison with outstanding leadership in the private, commercial sector.

On this basis of this research, and subject to this consultation, the Skills Academy proposes to develop:
1. A national leadership qualities framework which encodes the particular qualities needed in social care

2. A national framework of competencies for leadership across all roles in the sector

3. A range of leadership development tools including a 360-degree assessment tool that can be used by all employers and staff.

Consultation questions (Section 2)
3. Will a national framework of leadership qualities and competencies be helpful in strengthening leadership and management in social care?

4. Can leadership skills and abilities be developed for everyone who works in social care?

Section 3

The challenges ahead

To create a social care sector that is capable of meeting the challenges of the future, it is proposed that the strategy focuses on three broad domains.

1. Leading social care

Firstly, there is a need to strengthen the capability, capacity and focus of leadership development in order to develop the people the sector will need to deliver quality care. 

· Providing clear pathways for leaders at all levels so that people who work in care understand the importance of personal leadership and ways to learn and improve their practice.  

· Developing a clear leadership framework for social care so that care workers, managers and senior managers can build leadership development into their careers and advocate the services they deliver.
· Building confidence and aspiration in the service to aid recruitment, improve retention and attract the best.
· Ensuring that employers of all sizes understand their responsibilities for advancing management and leadership development.
2. Leadership for new challenges

There are a number of new and emerging challenges that social care leadership must encompass, engage and lead.  

· Delivering personalisation and person-centred services. 

· Creating greater market diversity through the leadership of commissioning, working with users and carers to create new forms of service and working together across the private, not-for-profit and statutory sectors to identify quality. 

· Leading commissioning partnerships between communities, local government and third sector organisations to create a more resilient and sustainable services.
· Working creatively to develop social enterprises which represent residents, communities and those that use care support as well as enterprises that represent the interests the workforce and provider.
· Engaging and shaping GP/local commissioning to promote the interests of social care and those who use care support.
3. Leadership for partnership and collaboration

Finally, the sector must continue the work to develop stronger and more effective joint working and to drive the integration of services. 

· Leading the drive to improve preventative services in partnership with the NHS and drive the development of new community-based support to vulnerable people.
· Fully participating in the creation of effective local public health services and the development of commissioning which focuses on prevention, independence, re-ablement and ordinary life principles.
· Creating effective joint working across adult and children’s services to ensure safeguarding is effective and that transitions work smoothly and positively. 

· Promoting and sustaining positive working with users and carers, including the development of greater levels of user control, co-production and engagement.
· Ensuring that the governance of care is transparent, effective and accessible.

Consultation questions (Section 3)

5. What is your view of this summary of the leadership challenges facing social care? 

6. Are there other leadership issues that should be included?

Section 4
The Leadership Strategy work-plan

The strategy and its work-plan are built on the following principles:
· Social care leadership is distinctive and it can be codified and strengthened

· That better co-ordination and agreement between employers, practitioners and other agencies will bring greater focus and enable resources to be expended more effectively

· That there is a leadership deficit in care that can be addressed simply and will result in dramatic improvement in care quality

· That leadership is for everyone: leadership development can be productively integrated across the spectrum of roles from practitioner to chief executive

· That the greater proportion of this development will need to be integrated to the workplace, will be modular, and will take place over an extended period in order to be effective and sustainable.

The work-plan will be divided into three broad areas of activity, each tackling a specific leadership development need (see sections 4a, 4b and 4c, from pages 12 to 17).
Consultation question (Section 4)

7. Do you support these principles? 

Section 4a
Action to raise the status and profile of leadership and management in social care (leadership of leadership)

There are development needs that apply more generally to the sector as a whole. They are:
· The need to strengthen and share a distinctive analysis of what leadership in social care means and why it is different from other sectors and professions
· The creation of a focal point for discussion and debate about social care
· The facility to enable leaders to express the sector’s position 

· The creation of an environment where people, ideas and solutions come together for the betterment of the sector as a whole. 

Actions

· Create a national fellowship scheme for social care leaders.
· Create national leadership seminar programmes.
· Research and discussion paper publication.
· ‘Chatham House’ style discussion and events.
· Social care leadership engagement with other sectors (conferences, consultation events etc). 

· Leadership development activity drawn from the consultation with personal employers. 

· Development of joint learning and knowledge transfer opportunities with other sectors – particularly the NHS and local government. 

Consultation questions (Section 4a)

8. Are these the right actions?

9. What else can be done?

10. Are there other resources and partnerships the sector can draw on?

Section 4b
Activity to increase the capability, capacity and resilience of leadership and management (learning pathways)

The strategy will need to support specific development programmes and to identify and fill gaps and emerging needs. This activity will be centred upon the agreement of common approaches to development programmes. For instance, one question to consider is whether it is feasible and desirable to agree a national requirement to complete a specific leadership programme for very senior leadership positions.

Actions

· Develop a common spine of leadership development activity at director level, aspiring leader, middle management and introductory levels.
· Sustain a national graduate management trainee scheme.
· Develop a core curriculum/programme outline for leadership and management training at all levels, including leading partnership and service integration.
· Joint learning and development programmes with other sectors and other professions. 

Consultation questions (Section 4b)

11. Are these the right actions?

12. What else can be done?

13. Are there other resources and partnerships the sector can draw on?

Section 4c
Resources to improve the quality of leadership and management (systemic development)
There is a need to develop greater capacity in the sector through the provision of support and resources. This might include the development of coaching and mentoring, accreditation of development pathways, accreditation of providers and programmes, the creation of a leadership qualities framework, and the provision of advice and guidance. Activity is focused on the development of resources for the whole sector.

Actions
· Endorsement of management and leadership programmes, materials and providers.
· The development of clear pathways across leadership strategies from other sectors.
· Illustration and promotion of leadership and management career pathways.
· Coaching and mentoring register.
· Coaching and mentoring advice, guidance and development.
· Development of leadership development tools (e.g. a sector-wide leadership qualities framework, capabilities framework, a 360-degree assessment tool for social care, etc).
Consultation questions (Section 4c)

14. Are these the right actions?

15. What else can be done?

16. Are there other resources and partnerships the sector can draw on?

Section 5
A national leadership council for social care
Currently the Skills Academy is charged with developing leadership and management for the social care sector but there no single body that brings together leadership development work for the whole sector. Should social care have a national leadership council equivalent to the leadership council in the NHS, with responsibility for pulling togther a wide range of interests, identifying gaps and needs, and ensuring greater co-ordination and agreement between employers, staff, service users, training providers and universities?
Consultation question (Section 5)

17. Should employers and key representative bodies form a national leadership council to oversee the development of leadership in the sector and co-ordinate activity?

Please send your comments by 28 April 2011 to 

· leadership@nsasocialcare.co.uk
· Freepost RSRE-BZUU-EZCC, National Skills Academy for Social Care, Goldings House, 2 Hays Lane, London SE1 2HB
· 020 7397 5621 (Fax)

