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This model plan has been produced by Cernis Limited for the NCSS Workforce
Programme, to demonstrate how the workforce planning template can be populated
to provide an evidence base for decision making about the CAMHS workforce in a
typical setting. The model plan was produced using lessons learned from the
national pilot programme and subsequent roll out of the CAMHS workforce planning
tool.

The tool, which was initiated in 2006, has been updated and the Word version is
available from the NCSS Workforce Programme team. The team is currently
developing a web based version of the tool, which is being trialled, aiming to be fully
functional by the end of 2010.

For more detail go to http://www.chimat.org.uk/resource/view.aspx?RID=83517

The advent of the National CAMHS Mapping in 2003 provided public data sets,
enabling benchmarking and comparison, which made CAMHS the ideal starting point
for an evidence-based approach to workforce planning. Since that time mapping of
child health and wider children’s services has also developed and the web based
tool will build upon the earlier version, incorporating wider services than specialist
CAMHS, encompassing more of the children’s services workforce.

This model plan, therefore, should be seen as the starting point for the next stage in
which integrated workforce planning will be the key to developing the whole
children’s workforce towards the competence required to deliver positive outcomes
in psychological health and well being for children, young people and families.
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5.1.5 Create new roles

Values and principles
We are committed to:
Create new roles on the basis of evidence of need

Aims

We aim to:

Investigate extended roles — e.g. nurse prescribing
Consider ‘support worker’ type roles

Identify core training required

Actions/outcomes

Our measurables will be to:

Analyse skills gaps in order to advertise for mental health workers with particular skill sets
Introduce a range of bandings to include newly qualified and unqualified.

5.1.6 Develop leadership and change management skills

Values and principles

We are committed to:

Emphasise that leadership is a real issue and is connected to but separate from change
management

Aims
We aim to:
Offer change management skills at ‘team managers’ level

Actions/outcomes

Our measurables will be to:

Identify knowledge and skills to fill the gap left by WDC and Modernisation Agency
Identify and/or develop training which equips us for the speed of change

5.1.7 Develop the workforce through revised education, training and development

Values and principles

We are committed to:

Complying with the NSF in leading training education and development of colleagues in
wider children’s services to promote psychological and emotional well being.

Aims

We aim to:

Develop a range of accessible courses at all levels, including distance and open learning,
interactive web based learning and facilitated/taught courses.

Encourage research at the coalface by all practitioners

Actions/outcomes

Our measurables will be to:

Develop and run practical skills courses
Validate good quality in-house training courses
Develop local courses to sell to others
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5.2 Implementing this plan

5.2.1 Action plan (see pages 26-7)
The aim of the workforce planning group in compiling this action plan is to promote a more
corporate approach across the directorate in workforce planning and service improvement.

The actions are not in any priority order, as each is linked into the others to form an
integrated plan.

5.2.3 Goals and milestones
= All staff have signed job plans
= Trust wide training strategy in place and training in place for universal services/Tierl
= All teams benchmarked for ethnicity, caseload, disciplinary mix,
= CAMHS good practice conference scheduled and organised
= All directors and managers graduated from leadership programme
5.2.2 Monitoring and review

At the action planning meeting it was agreed that service managers will be responsible for
disseminating the workforce plan to each service area/team, so that staff can become
involved in its implementation.

It was also agreed that a provider-commissioner dialogue needs to take place over the
coming months so that commissioners are aware of and can support the implementation of
the plan in achieving better outcomes in mental health and emotional well being for children,
young people and families throughout the whole workforce.

Review date: 6 months post publication, reviewed with CAMHS strategy

Data refresh: 12 months post publication

Model plan Page |25



National CAMHS Support Service

National Workforce Programme
ACTION PLAN

Task

| Rationale

| Resources needed

Lead

CAREER PATHWAYS AND PERFORMANCE

Introduce job planning for all staff. Integrate with Joint
Development Review (JDR) process — in which Personal
Development Plans (PDP) are already established. Add
to the core dimensions a forward looking section on job
and career planning.

This also links to succession planning, looking at
where we are today and where we are going.
Helps to target development opportunities better
rather than scatter gun approach (energies and
resources).

Relies on 100% appraisal target
being met. Needs HR support in
conjunction with training and
development

HR presence at local directorate

Summarise and analyse PDPs, produce a local training
plan and informing wider HR plans

Training development needs are already
recorded, but need to be aligned to Trust
objectives and priorities.

Close the loop on PDPs, be more robust

workforce planning group

Service Director
Coordinated by

Local directorate
workforce group

Local directorate
workforce group

Create training framework, linked to core competencies,
including mandatory, generic, specialist (may need
something different for inpatient — link into national T4
training programme)

Ensure training is aligned to Trust priorities and
reflects best practice against the evidence base.

Service Director

Introduce work plans to supplement job descriptions

More day to day and achievable than JDs.

Service managers

Initiate succession planning by using specialists to train
generalists.

Local directorate
workforce group

ROLES AND FUNCTIONS

Introduce e-diary exercises to assess time commitments
and usage, build data to help capacity planning. Links to
work planning (above).

Need baseline to establish the ratio of direct to
non direct (including training) clinical time which
in turn informs the provider-commissioner
dialogue

Use patient database

Service managers

Introduce a range of bandings to include newly qualified
and unqualified

Look at parity in responsibility between in patient and
community sectors (Use Agenda for Change
competencies to bring people to the same level).

Address the current imbalance that leads to
large turnover in Tier 4, thought to be due to
inequities in responsibility and banding.

HR support

Service
management team,
HR

Extend Creating Capable Teams Approach (CCTA) to all
staff.

Use mapping analysis from this plan to take
benchmarking to each team — eg caseload ratio, case
mix, productivity.

Service
development
officer with service
management team,
HR
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TRAINING AND MARKETING

Train the trainers in Everybody’s Business. Deliver group
training to Tier 1 and support e-learners.

Identify and/or develop training which equips us for the
speed of change

Develop and run practical skills courses

Validate good quality in-house training courses

Develop local courses to sell to others

Investigate whether money saved from efficiency savings
can be reinvested in training

Identify core competencies to meet needs (using the pie
charts as the starting point with each team)

Investment in training and development to
support better outcomes for children, young
people and families

Link into directorate education
and training group.

Service
development
officer with service
management team

Service managers.

Service managers

LEADERSHIP

Develop leadership skills — aligned to the objectives of the
organisation and using the Trust staff charter. Be clear
what leadership means (already started)

Support Trust leadership management and
development programme

Management team

Establish full representation from all professions of the
local workforce group

Be explicit about role and function of membership
(promote partnership between professional leads and
‘management”’) eg engage SpRs

(Two levels — getting participation, then promoting
leadership).

Set leadership goals via focus groups and awayday
programme for all staff (already established by Service
development officer)

Redress the balance from profession-led
membership and have clarity about the remit of
the group

Local directorate
workforce group

Service
development
officer
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