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Workforce Development Matters was the theme of the Workforce Unit’s 

2007 national Conference. Over 120 delegates, speakers and exhibitors were 

welcomed to Stirling, to an event which offered the chance to share ideas, tips 

and thinking around the key development areas of recruitment, retention & 

registration. This conference report  highlights some of the main themes raised 

during the event. Further information and copies of all the presentations from 

the day can be found on the  Workforce Unit’s Website:

www.ccpscotland.org/workforceunit/events/conference 
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Developing a Workforce Fit for Changing Lives...
Setting the scene for the conference, 

SSSC Registrar Geraldine Docherty 

provided an overview of the current 

workforce and registration situation, and 

highlighted key areas for development. 

Geraldine invited delegates to think about 

the vision for the workforce that was set 

out in the Changing Lives document - a 

workforce that will need to work smarter, 

developing new roles and new ways of 

working if it is to meet changing demands; 

a workforce where workers are supported 

and developed by their employers to 

take on new responsibilities, to be 

innovative and to strive for excellence.

In terms of registration, Geraldine 

reported that although phase 2 is now 

well under way, the pace of registration, 

in terms of individuals applying to join 

the register is currently slower than it 

should be.  Organisations were asked to 

encourage workers to register with the 

SSSC as early as possible. If the rate of 

registration does not improve, there may 

be calls for compulsory registration.

Geraldine acknowledged that, for some 

people, undertaking the qualifications 

required for registration can be a daunting 

prospect. While some may require help 

to improve their core skills in literacy 

or numeracy for example, others may 

have had a poor educational experience 

in the past. The role of strong leadership 

and management within organisations 

is crucial in helping people develop 

skills, gain qualifications, and provide 

excellent services.  The workforce needs 

managers who can lead the way, inspire 

and enthuse people about learning and 

developing their skills; qualifications for 

registration are just one part of the 

learning culture that we must develop.

In terms of recruitment, the message 

was simple; “recruitment practices are 

still not good enough”.  Employers have 

a clear responsibility, set out in the 

SSSC’s Codes of Practice, to implement 

rigorous and through recruitment and 

selection procedures. Guidance on “Safer 

Recruitment” was published earlier in the 

year. The onus is now on employers to 

continually improve recruitment in practice.

Workforce 
Development 

Matters to each 
and everyone of 
us who work in 
social services 

in whatever role 
- frontline, back 
office, managers, 

planners...

Leadership in Workforce Development
For Zoe van Zwanenburg, Chief Executive 

of the Scottish Leadership Foundation, 

leadership and learning are inextricably 

linked. When thinking about leadership, it 

is important to consider both the role of 

leaders, and the development of leaders. 

Our leaders need to take the time to learn 

and to train, and to show others that this 

development is important, and to nurture 

the leaders of the future. Training isn’t just 

about courses; it’s also about taking the 

time to learn from others and to reflect 

on and learn from experience. Leadership 

requires a clear belief and vision in what 

you want to achieve, and in having the 

ability to inspire others about this vision.

It’s about building relationships, and 

inspiring confidence. For social work 

services, leadership is vital at all levels 

within an organisation; a management 

board must show leadership in terms of 

governance, for example, but it may be 

supervisors or support workers who 

need to show leadership in working 

with service   users on a daily basis.

Measuring the success of leadership 

can be a difficult area, however, Zoe 

highlighted the following thoughts from 

Larry Bossidy, CEO of Allied Signal:

How am I doing as a leader? This answer 

is how are the people you lead doing? Do 

they visit customers? Do they manage 

conflict? Do they initiate change? Are 

they growing and getting promoted?...

When confused as to how you’re doing 

as a leader find out how the people you 

lead are doing.  You’ll know the answer.

People Management and Workforce Development
How can we develop person centred 

staff management? This was one of the 

questions posed by Addie Stevenson, 

Chief Executive of Aberlour Child Care 

Trust, in her session about the importance 

of people management and workforce 

development.  After all, like the users 

of services, workers all need the same 

quality, but delivered in different ways. 

Good people management can help 

achieve a workforce that is enabled and 

empowered, safe and healthy, flexible and 

diverse and competent and confident. 

Managers can’t demand commitment 

and loyalty, but they can create the 

conditions for it to grow - that’s what 

good people management is all about. 

Addie suggested that a move towards 

outcome focused management could 

really improve services - we need to 

be able to say that this is the service 

outcome that we want; now go and 

achieve it in the best way possible. 

Of course it’s easy to talk about good 

people management, but how do we turn 

the rhetoric into reality? Addie suggested 
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the following key areas for development:

recognise the business case

belief & trust; start with yourself

challenge, compare, consult, 

collaborate & compete

project plan

communicate, communicate, 

communicate!

More info about People Management 

can be found in “Improving Front Line 

Services; A framework for supporting front 

line staff” available to download from 

www.ccpscotland.org/workforceunit/links 

•

•

•

•

•
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Highlights from the Workshops....
In his session on “Recruitment in 

Partnership”, Bill Sim from Scottish 

Borders Council talked about the 

experience of organisations in the 

Borders working together together 

to develop partnership approaches to 

recruitment - this included partnership 

between voluntary sector providers, 

Jobcentre Plus and Scottish Enterprise 

to develop a joint recruitment campaign 

with a single application form in 2006. 

Further partnership with Borders 

College to develop a pre-employability 

course called “Prepare to Care” was 

targeted at applicants from areas of 

disadvantage, and includes basic skills 

training and a work placement to help 

applicants become more employable. 

Colin McIntosh and James Rankin from 

Key Housing Association led a session 

on “Involving Service Users in 

Recruitment and Retention”. James 

talked about his own experience of being 

a member of the interview panel for 

his own staff. The importance of good 

support and preparation was highlighted 

as essential - Key Housing has a “choosing 

staff” course for service users, as well 

as an interview preparation pack and 

tailored support for participants to allow 

time for scanning information, thinking 

about what they are looking for, and 

ideas about how to frame questions. In 

the discussion session, confidentiality 

and the impact of the data protection 

act which has implications of liablity for 

the organisation were seen as significant 

challenges, while the need to explore 

alternative models to suit different groups 

of service users needs was also a priority.

Nasra Bibi, Dina Sidhva and Mo McPhail 

led a workshop on “Encouraging a 

Diverse Workforce”, which highlighted 

the experience of Multicultural Family 

Base and the Open University’s project 

to encourage more people from BME 

communities to enter into social 

services training and education. Targeted 

information encouraged participation at 

preparation for study group sessions, and 

learners were supported by mentors who 

were themselves from BME backgrounds. 

Success has been shown in the increased 

confidence of the learners, and the 

fact that many are now acting as role 

models within their communities.

“Recruitment and Retention 

Lessons from Beyond the Social 

Services Sector” focused on research 

commissioned by the Workforce Unit 

and undertaken by Marion Lacey and 

Theresa Lavery. In the discussion 

session, delegates felt developing joint 

approaches to recruitment could be 

worthwhile, while taking a more flexible 

approach to retention (eg by retraining 

people to take up other roles within 

the organisation) could help keep good 

employees. Representatives from smaller 

organisations suggested that it was more 

challenging for them to provide a wide 

range of CPD opportunities - this might 

be addressed through secondments paid 

for by other organisations or by offering 

“shadowing opportunities” elsewhere. 

 

“Planning for Learning and 

Development” was the theme of 

Maureen Anderson’s Workshop, which 

drew on tools from SIRCC’s Workforce 

Development Handbook. Engaging workers 

in the process of planning, and encouraging 

people to talk responsibility for learning 

was a key theme - while it’s important 

to strengthen support for learning, it’s 

also essential to make clear that it is 

necessary and not optional. Providing clear 

information, and ensuring that all workers 

have a chance to speak, and be listened to, 

in confidence, (eg in supervision) can help 

to address any fears, and prevent inaccurate 

rumours. Leading by example, finding 

champions for learning, and letting others 

know that everyone is going through the 

same process can also help enthusiasm.

Alison Harold (SSSC) and Sheila Scott 

(Inclusion Glasgow) showcased the new 

toolkit for Recognising Prior Learning in 

their session on “Valuing Skills and 

Building Confidence”. The toolkit 

includes guidance for mentors, a resource 

pack and a profiling tool, and helps learners 

recognise and reflect on how skills learned 

in the past can contribute to their current 

work. It is particularly helpful in boosting 

confidence of new or reluctant learners, 

and can contribute to  performance 

interviewing and gaining qualifications.

Neil Ballantyne and Madeleine Sclater 

(SIESWE) focused on “E-learning and 

Workforce Development”, highlighting 

ways in which IT can be used to better 

support learning within organisations. 

Suggestions included “online learning 

communities” which can assist in sharing 

practice or collaborating on particular 

projects, and can bring people with shared 

values and vision together to share 

resources and ideas. Such communities 

work much in the same way as social 

networking websites such as ‘Facebook’. 

“Supporting and Retaining Migrant 

Workers” was the theme for Liz Willet’s 

(SCA) workshop. The discussion session 

asked participants to imagine themselves in 

the position of a migrant worker, and think 

what would seem strange or different, or 

need explaining. One delegate shared her 

own experience of working abroad, and 

the important part that other migrant 

workers who had been in the country for 

longer played in helping her understand 

the local culture and expectations.

Morag Robertson from the Scottish 

Government was one of the speakers 

in the “Funding for Learning and 

Development” session. Morag provided 

an update on the Government’s ‘funding 

for learning and development review’. 

The review will assess what we want the 

workforce to look like, what resources 

we have to develop it, and examine 

whether we are currently making the 

best use of the resources we already 

have in place. The visioning will not be 

done by the Scottish Government on its 

own but will involve key stakeholders.




