
CONFIDENCE IN PRACTICE LEARNING
1
INTRODUCTION  
1.1
Practice learning is at the heart of developing a competent, confident social work profession, able to deal with an increasingly complex and changing world.  If we are to meet current, let alone, future demand we need to radically change the way we view, organise, fund and deliver practice learning.  
1.2
There are compelling reasons to change.
1.3
The job of a social worker is changing.  People who use services have increasing expectations. They expect to access services quickly and easily, at a time and in a manner that suits them. For social workers, as for any other professionals, this has profound implications for the way they work, and therefore for the way they must learn. Social work education, including the new degree, must prepare social workers to deliver services in integrated settings, to work – and learn – alongside other professional groups from health, criminal justice, education, housing and other services.  

1.4
The practice learning element of the degree plays a vital role in this process. Just as social workers are being asked to work differently so we also need to ensure their learning experience prepares them to deal with the new challenges facing them. Initiatives like the Risk Management and Assessment Authority, implementation of The same as you? and the Child Protection Reform Programme are just a few examples of the new demands being placed on social workers. 
1.5
To meet these demands requires a new and different approach to providing practice learning. Building confidence amongst all social service professionals is the foundation for helping clients and users in building their confidence and self esteem. 
1.6
The new degree creates new demands.  The new degree requires a minimum 200 days practice learning of which at least 160 days must be spent in supervised direct practice in a service delivery setting.  The Standards in Social Work Education are rightly very demanding in the range and depth of the new courses and this means increasing the quality, variety and quantity of practice learning – as part of a continuum of professional development throughout their working lives
.  The line between so called ‘classroom learning’ and ‘learning in practice’ needs to be blurred.  It is a fundamental principle of the new framework that learning can take place anywhere – such as the office, an academic institution, or a residential home.
1.7
We need to train more social workers.  The Executive has invested in measures such as the Incentive scheme, recruitment campaigns and, in partnership with Convention of Scottish Local Authorities (CoSLA), the Fast Track scheme to attract more people into the sector.  The Executive and CoSLA have committed to further expansion of the Fast Track scheme in 2004 and again in 2005 and 2006. Employers have also taken steps to increase the numbers of trained social workers in the workforce. Expanding the courses to meet the demand means an increased demand for practice learning.
1.8
Overall we need to expand practice learning provision by 44% by 2005.  We know that we cannot meet existing demand.  To meet the new demands requires a completely new framework as set out in this paper.

1.9
 The development of a new framework gives us an opportunity to develop learning opportunities which reflect the rapid development of the sector. Social workers have never been more in demand, never had so many opportunities to work in so many different settings, never had so much investment in their development, never had the chance to learn more skills.  Social work is an expanding, exciting and fast developing profession. We must now seize the opportunity to develop a practice learning framework fit for such a profession.

1.10
 This paper sets out that new framework for practice learning. Mindful of the immediate pressures to expand practice learning provision it concentrates on the practice learning requirements of the new honours degree and equivalent postgraduate courses. However, the key features of the framework outlined below apply to practice learning experienced by social service professionals at all levels.

2
A LEARNING CULTURE

2.1
 The new practice learning framework aims to provide a foundation for developing a learning culture throughout social work.  Social services are changing and will continue to change.  This means social workers will need to continually update their skills to meet the changing demands of service users.  Learning will need to be an intrinsic part of a social worker’s experience which in turn will require agencies to become learning organisations, able to move and flex with new demands.  

2.2
 The practice learning requirements of the new honours degree provide a unique opportunity to spearhead a revolution in the way social workers approach learning – as part of a continuum of professional development throughout their working lives.  

3
PRACTICE LEARNING:  KEY FEATURES
3.1
If practice learning is to deliver competent, confident practitioners able to operate in an increasingly complex environment the framework must have the following features.  These are derived from the Standards for Social Work Education. 

3.2
The new framework must be: 

Grounded in cutting edge practice:  practice learning experiences must be informed by cutting edge practice and delivered by those directly engaged in practice.  That practice must give them the opportunity to develop and reflect on new perspectives on service delivery so they are fit to meet the challenges facing them after qualification. Challenges like the Learning with Care initiative which sets new aspirations for the educational experience of looked after children. In essence students should have the opportunity to hone their understanding and skills in practice which fits them to deliver the best possible practice from qualification onwards.  

Everybody’s business to support:  practice teachers have played a fundamental role in delivering practice learning and will continue to play a critical – but different role.  Every worker needs to see supporting practice learning as part of their job, with, for example; a practice teacher, link worker, manager, and team colleague, taking on complementary roles to provide a rounded practice learning experience.  Employers must see practice learning as their corporate responsibility, not just the responsibility of a few individuals within the organisation and peripheral to practice and service delivery.

Offered through a wide variety of settings:  it is vital that practice learning prepares students to work effectively in integrated settings and that they understand the distinctive contribution he or she makes as a social worker alongside other professionals.   It is equally important to understand the challenges involved in integrated working and to develop the skills and approach to meet these challenges.  This means both ensuring a broad range of settings and a broad range of providers of practice learning opportunities.  Relying on conventional social work settings will not be sufficient.  Strenuous efforts need to be made to involve other providers, like hospitals and new community schools, who can provide new experiences and the opportunity to develop skills in integrated settings.  It will also be important to involve the private sector more and any other providers from any sector who can bring innovation into practice learning.  Voluntary sector opportunities will continue to be vital but it will also be important to ensure that students have experience of statutory work, such as child protection, so that they are properly prepared for such work.

Offered through a variety of methods and approaches:  practice learning can take many forms other than the traditional work based placement.  Students should be enabled to learn about practice through a variety of methods and approaches. Practice learning is as much a ‘way’ of learning as a ‘setting’ and should take place both in service delivery settings and in Higher Educational Institutions (HEIs).  This should include live and simulated practice learning and include techniques increasingly used by the medical sector such as problem based learning.  Students should also have the opportunity to undertake experiential practice learning in service delivery settings as well as shadowing experienced social workers and other professionals.   HEIs also need to ensure students have demonstrated basic skills such as communication and inter-personal techniques before working in supervised practice involving service users.  In essence practice learning must be a broad spectrum of connected but diverse learning experiences designed to enable social work students to demonstrate and achieve the learning outcomes set out in the Framework for Social Work Education.

An integral part of the learning process:  ‘practice placements’ have too often been seen in isolation, divorced from academic learning.  We need to see practice learning as a fundamental process in the development of personal skills and abilities and the ethical practice and personal commitment which should characterise every social worker.   It is therefore essential it provides sufficiently challenging yet supported opportunities to develop the critical thinking and reflective approach required of a competent, confident worker.  It is equally essential, as stated above, that this learning is grounded in excellent practice to engender the very best of practice by future workers.

Involve individual responsibility:  the collective responsibility to support learning highlighted above, whilst important, does not absolve an individual of responsibility for their own learning.  The requirements for the new degree make students responsible for mapping and planning their own future learning needs in and beyond the degree.  The Scottish Social Services Council (the Council) Code of Practice for employees stresses the individual’s responsibility for ensuring they have the skills they need to do the job and to contribute to the learning of others
.  This is reflected in the training and learning requirements set down by the Council for successful re-registration with them.  
Delivered in Partnership:  the new framework will only work if every individual and organisation plays their part.   Effective practice learning must be a collaborative venture and this paper sets out the complementary roles of each stakeholder.   
4
DEVELOPING THE FRAMEWORK

4.1 
Many students experience the kind of high quality and challenging practice learning opportunities identified above. Equally we know that too many students do not get the experience they need, either because of poor quality or insufficient numbers or variety of opportunities being available.  In addition, as identified in the introduction, we need to train more social workers and that means we need more practice learning opportunities.

4.2 
This paper identifies the need for a radically new approach which meets all the key features identified in Section 3.  

4.3
 We need to  develop a coherent framework based on effective mapping and planning of learning demands and opportunities, new funding arrangements, clear quality controls, new ways of delivering and supporting practice learning and enhanced roles for higher educational institutions, employers and individual workers.  Fundamental to the effectiveness of the framework is the development of a learning culture involving a much broader range of people and providers involved in supporting practice learning.

4.4
 This framework is set out below. HEIs will take the new arrangements for the organisation and delivery of practice learning for professional qualifying education into account when seeking approval from the Council for the new degree and equivalent postgraduate courses. Other stakeholders, in particular, service provider agencies need to plan now and make arrangements with HEIs for the provision of practice learning opportunities for the new degree to be introduced from autumn 2004.

5
STRATEGIC PLANNING AND NATIONAL OVERVIEW

5.1
Practice learning opportunities need to be developed within a coherent national framework.  The Scottish Social Services Council, the national body charged with developing education and training of the social services workforce will have a key role in this
.  In particular it will be responsible for providing a national overview of the new framework and carrying out strategic planning to predict and map demand against supply.
5.2
The Council will lead on:
· calculating demand for practice learning days year on year;

· setting national targets for demand; and

· ensuring that a wide range of staff can contribute to practice learning. 

5.3
The Council will also work jointly with the Scottish Institute for Excellence in Social Work Education (the Institute) which has a key complementary role in practice learning to encourage all stakeholders to contribute effectively to the framework
. This includes:

· working with HEIs to stagger demand for practice learning;

· engaging with stakeholders to assist them in finding ways of meeting demand;

· encouraging the development of innovative practice learning opportunities;

· disseminating best practice; 

· enhancing the quality of practice learning; and 

· determining the feasibility of a national database of practice learning opportunities to improve the planning process.

5.4
The Council will report annually to the Scottish Executive on the operation of the framework and bring to the attention of the Executive any areas of concern.
Information And Mapping
5.5
The Council will be responsible for collecting and analysing accurate data from HEIs to identify and plan for future demand.  As a minimum, the Council will collect information about numbers of students undertaking qualifying social work courses, progression rates, deferments, withdrawals and numbers requiring to repeat practice learning in service delivery settings.

5.6
The Council has already begun to refine and update the current data available set out in the table below.  This shows that between 2003 and 2010 the demand for practice learning days is projected to increase from just under 87,000 to just under 112,000, an increase of just over 28% peaking in 2005 at 125,040 days – a 44% increase.  This includes employment-based routes and the fast track trainee schemes. The figures highlight there will be a short term increase of just over 38,000 days from 2003 to 2005/06. These figures will be reviewed annually to ensure accuracy and that they take account of future policy affecting the social services workforce.
	
	2003
	2004
	2005
	2006
	2007
	2008
	2009
	2010

	Practice learning days required
	86774
	111818
	125040
	113693
	130109
	114008
	111636
	111344


5.7
The planning data will need to take account of local differences.  Demand for practice learning by individual HEIs for the same period indicate differing pressures across the country. Whilst Robert Gordon University has the greatest single demand, the combination of the 4 HEIs in the west of Scotland offering social work qualifying courses also poses particular challenges. The Council will need to work with HEIs and employers to meet the demand for practice learning opportunities of sufficient quantity, quality and diversity. 

6
ORGANISATION AND DELIVERY OF PRACTICE LEARNING 

6.1
An effective practice learning framework can only be delivered if every stakeholder plays their part and works together in partnership.  This section identifies the role of the key stakeholders.

HEIs

6.2
HEIs need to ensure they have access to a sufficient range and quality of practice learning opportunities in a wide variety of service delivery settings that meet the key features outlined in Section 3 above. They are legally accountable for the provision of practice learning of sufficient quality and quantity. They need to match students to available practice learning opportunities ensuring that learning outcomes are maximised for individual students. This needs to be done both locally and across the country given the variety of routes including distance learning routes that now exist and that students need to have a breadth of experiences. 
6.3
Under a new financial framework outlined in Section 7 HEIs will be responsible for contracting with service provider agencies for practice learning opportunities.  To fulfil this responsibility HEIs will require the active support of employers.
Service Delivery Agencies

6.4
Employers have a responsibility to provide learning opportunities of sufficient quality and quantity to develop practitioners capable of working in increasingly complex and integrated settings.  At present the current shortage of such learning opportunities seriously affects the quality of qualifying social work education and if this situation continues it will inhibit any expansion in such courses.  This has an obvious knock on effect on employers needing to recruit and retain good quality staff.

6.5
Scottish Ministers regard employers, as the main providers of practice learning opportunities, as having a critically important role in the new practice learning framework.    Employers will need to give higher priority to supporting practice learning so that the sector can meet the expanding demand for practice learning.  This will be reflected in the conditions for Specific Grant to local authorities for 2004/05 onwards and will require employers to demonstrate they are carrying out their responsibilities to support practice learning.  The Council will agree the required level of practice learning to be met by employers as a condition of Specific Grant.
6.6
The Employer’s Code of Practice reinforces the employer’s role in practice learning
.  Under the Code employers are required to provide training and development opportunities for staff to strengthen and develop their skills and knowledge. This includes the need to contribute to the provision of social care and social work education and training, effective workplace assessment and practice learning.

6.7 
Under the new framework practice learning needs to be supported by those involved in practice delivery and this means a much broader range of support from the workforce than has been the case to date.  In essence it is everybody’s job to support practice learning.  This is reinforced by the Codes for social service workers which include the responsibility for maintaining and improving the required knowledge and skills for their role as well as contributing to the learning and development of others.
6.8
Practice learning therefore should not be seen in isolation but should be seen as part of a continuum of continuous professional development both for the student and the workers supporting the practice. Once qualified, social workers must remain up to date in their knowledge and practice and will be required to meet the training and learning requirements set by the Council to achieve successful re-registration.  An increasing number of employers are requiring practitioners to support practice learning as part of their career development and this should be encouraged.
6.9
Employers, managers and individual staff need to recognise that supporting practice learning offers mutual benefits: it supports student learning, brings new perspectives on practice, contributes to an individual’s continuing professional development and strengthens the learning culture in an organisation.   Moreover an increasing number of organisations are finding that providing good practice learning opportunities to students serves as an excellent "shop window" for recruiting staff.

6.10
In fulfilling their responsibility for practice learning employers need to broaden the range of settings for practice learning.  They must reflect the way social work services are delivered and the diversity of social work practice such as prisons, new community schools, hospitals, housing, GP practices, SureStart, community health services, and the private sector amongst others.  This may involve directly subcontracting with these organisations or working with HEIs and other organisations to develop a collaborative approach to providing a range of practice learning settings.
6.11
Employers need to ensure, if they have not already done so, that the job descriptions 
of all social work qualified staff take account of the codes of practice and embed the 
principle that all staff should contribute to the learning and development of others
.  In the 
longer term other social services staff should expect this to be included as part of their job 
description.  Employers need to ensure that their human resource strategies and workforce 
planning are designed to encourage high quality and well supported practice learning
 opportunities which equip practitioners to meet the challenges facing them.

Scottish Institute for Excellence in Social Work Excellence.
6.12
The Institute has a key role to ensure that the new degree is of high quality and is relevant and responsive to the needs of the sector.   In particular the Institute is seeking to promote effective interchange between agencies and the HEIs providing social work education. This approach is central to practice learning for the new degree. 

6.13
The Institute, through its member HEIs, is undertaking 3 major areas of work to underpin the introduction of the new degree. This includes developing e-learning, integrated assessment and learning for ethical and effective practice (LEEP). LEEP is designed to contribute to improving the quality, quantity and diversity of practice learning. The demonstration projects set up as part of LEEP are designed to explore and evaluate differing models of provision for practice learning.
6.14
The Institute will work in partnership with social work agencies to identify possible solutions to problems associated with or arising from the supply of agency based practice learning opportunities. This includes establishing arrangements at a local level between HEIs and service provider agencies to ensure effective partnership arrangements for the delivery of practice learning opportunities of sufficient quantity, quality and diversity. 
Scottish Social Services Council

6.15
The Council’s role to undertake the national overview and strategic planning in respect of practice learning is set out at Section 5. This includes their complementary responsibilities with the Institute. The Institute and Council will work closely together to ensure effective implementation of the framework. 
7
FUNDING PRACTICE LEARNING 

Daily Fee per Student 

7.1
To assist HEIs and agencies fulfil their responsibilities the Executive will set a daily fee per student for the practice learning days to be spent in service delivery settings. This fee will be set by the Scottish Executive and will be paid to HEIs.
7.2
The advantages of the daily fee are that it is simple and transparent. It places funding with HEIs with whom legal accountability rests to secure adequate provision of practice learning opportunities.  HEIs must ensure that the daily fee is used to deliver both the quantity and quality of practice learning opportunities in a broad range of settings.   Ensuring high quality is critically important and Section 8 sets out the complementary responsibilities of HEIs and other stakeholders to provide quality assurance.  
7.3
HEIs must use this funding to secure the required number and quality of practice learning opportunities for their students which meets the key features identified in Section 3.    Contracts drawn up between HEIs and agencies should clearly identify delivery against the key features of the framework.  HEIs should now plan with whom they will need to contract to secure the required practice learning opportunities. This fee will be paid by the HEIs to agencies. HEIs and agencies should look not just to the immediate academic year but also to the longer term in planning for the provision of practice learning opportunities. 

7.4
HEIs must ensure that students receive a sufficiently diverse experience of practice learning which properly equips them for the range of settings they will be required to work in.  HEIs should therefore encourage agencies with which they are contracting to provide practice drawn from a range of settings.  HEIs should contract – or agencies may subcontract - with organisations such as housing associations, prisons, commercial providers and so on to provide new, more diverse opportunities, which existing agencies cannot deliver by themselves.    HEIs and employing agencies need to work together with the Council and the Institute to encourage innovative ways of delivering practice learning.

7.5
The fee for local authorities in 2004/05 and 2005/06 will be £12 per student per practice learning day. This takes into account monies already paid to local authorities as part of their GAE. The fee for the voluntary sector in 2004/05 and 2005/06 will be £20 per day. Where practice learning is to take place in other settings - e.g. the private sector, they will also be eligible to receive a fee per student per practice learning day.  This is likely to be based on the voluntary sector rate but will negotiated by the HEI at the time of agreeing the contract.
7.6
The daily fee per student per practice learning day will commence in autumn 2004. This fee will also be paid for those students who had already commenced DipSW programmes prior to the introduction of the new degree replacing current arrangements. This will include employment based routes. The level of fees will rise in 2006/07 to £18 per student per practice learning day for local authorities and £28 per student per practice learning  day for the voluntary sector. Guidance on the funding arrangements will be issued in the near future.
7.7
Part funds will be distributed by the Council at the start of each academic year. Each HEI will be expected to confirm figures for students in each year and the numbers of practice learning days they will require. HEIs will be expected to account for this money including the split between numbers of practice learning days spent in local authority settings and others. The balance of funds should be claimed by each HEI retrospectively based on actual spend.


Costs for HEIs
7.8
In recognition of this increased role for HEIs a daily fee per student per practice learning day will also be paid to HEIs. In 2004/05 this will be £2 per student per practice learning day subject to a minima  and maxima amount per HEI. The minima will be £18,000 per annum per HEI and the maxima will be £40,000 per annum per HEI. This will be reviewed in 2006/07.
8
QUALITY 

8.1
This paper has repeatedly emphasised the importance of the choice, variety and quality of experience required for students to become confident, competent practitioners of the future.  We cannot leave this to chance.  Each of the responsible bodies identified below must use their quality assurance role, wherever possible, to ensure that these expectations are met.
8.2
The Quality Assurance Agency for Higher Education’s (QAA) mission is to safeguard sound standards of higher education qualifications and to encourage continuous improvement in the management of the quality of higher education. The work of the QAA includes undertaking reviews of institutions, publishing codes of practice and standards. These include standards for practice learning which set out what students can expect and the responsibilities of HEIs
.

8.3
HEIs will address quality in commissioning and purchasing practice learning from service delivery agencies. Contract management between HEIs and agencies must include the expectations of agencies by HEIs, how the HEI intends to monitor quality and what will happen where concerns arise. A model contract will be developed to support this process.
8.4
Employers need to use their internal quality assurance processes to ensure they can meet their contractual requirements with HEIs.  It is also in an employer’s interests as a future recruiter to ensure that students have a positive experience with them.  

8.5
The Council’s Rules for Social Work Training set out the criteria for the approval, monitoring, review and investigation of social work courses. When considering approval of courses leading to the honours degree in social work and equivalent postgraduate programmes the Council must scrutinise the arrangements HEIs have or intend to put in place for securing practice learning opportunities of sufficient quantity and quality, i.e. that meet the key features of the framework. 

8.6
The Institute will assist quality through dissemination of best practice. The Institute will also develop an audit tool designed to help all stakeholders, particularly those new to providing practice learning opportunities, to have a clear understanding of their responsibilities and what constitutes quality practice learning.  The audit tool will incorporate the outcomes from the LEEP projects.
9
DEVELOPING A LEARNING CULTURE: SUPPORTING LEARNING
New practice based approaches
9.1
The new practice learning framework involves the development of a variety of approaches to support practice learning which includes a much broader range of people in delivering, supporting and assessing practice learning.   We must move away from a situation where practice teachers are often sole deliverers of all aspects of the practice learning opportunity.  This is not sustainable in terms of the numbers of opportunities required but, more importantly, it cannot deliver the diverse range of learning, grounded in practice, which students need to become effective practitioners. 


9.2
These approaches must ensure that practice learning experiences are informed by cutting edge practice and are delivered by those directly engaged in practice.   Practice teachers will continue to have a key role but they will need to operate differently.  The model, frequently used in the voluntary sector of a practice teacher and “link worker” from the service provider reinforces the link between practice and learning.  This kind of approach needs to be adopted across other sectors.  In addition, as part of a learning organisation, employers need to encourage a broader range of staff to support that learning alongside the link worker.  For example, some employers encourage teams to support practice learning. 

9.3
Employers should also capitalise on the experience and qualifications they already have in their workforce from staff involved in assessment of SVQs.  These staff already have skills in supporting and assessing workplace which could - and should - be used to support practice learning,   

9.4
Practice Teaching Units (PTUs), practice teachers, employers and managers need to examine the role of current practice teachers and the operation of practice learning within the organisation.  Practice teachers should take on new roles to support and develop practice learning across the whole workforce.  They should also explore new ways to support practice learning in other settings such as health and education.

9.5
Practice teachers should work with employers to develop models which make best use of the practice teacher’s expertise.  These could include group supervision and problem based learning supported by qualified practice teachers.  Practice teachers should also be encouraged to support a network of practice learning opportunities taking responsibility for the overall learning and assessment of a student across a range of settings/agencies.

New Qualifications

9.6
As part of the framework the Practice Teaching Award will be replaced with a range 

of new, accessible and flexible qualifications which are more suited to the new approach to 

              practice learning.  The Council will develop this new approach which will be put in place during 2005. The new qualifications will be designed to support and encourage a wide range of people to contribute to the learning of others at all levels throughout the organisation. The new qualifications will be modular allowing people to develop their skills to a particular level dependent on their involvement in the learning process.  They will be designed to underline the importance of learning for practice throughout the profession. 

9.7
The new qualifications will enable more people to have support and training in 

recognition of their contribution to students’ learning in practice, whilst making more focused 

use of the most highly trained staff.  They will designed to be accessible, involving a wide 

range of people including people from other professions, tutors, link workers etc.  The 

qualifications will need to be academically accredited and professionally recognised with 

links with the Post Qualifying Framework and robust arrangements for quality assurance.  The development of the qualifications will incorporate the outcomes of the integrated assessment projects being undertaken by the Institute.

10.
LEARNING CULTURE AND WORKFORCE DEVELOPMENT 

Learning Centres

10.1
This paper has set out the key features of a new practice learning framework, based on 

the development of a learning culture.  The Scottish Executive will support the development 

of a number of learning centres which will provide a vehicle for collaborative work between 

key stakeholders to meet those features.  They will therefore support at a local level the work 

being carried out at a national level by the Institute and the Council associated with implementation of the framework.

10.2
The initial focus of the Centres will be on the provision and support of practice learning for the new degree. In the longer term these Centres will support the continuing professional development of the whole workforce, create and support a learning culture within agencies and enable a wider range of staff to contribute to learning both for and in practice.   Such Centres should engage other agencies and disciplines who work alongside social work including health, justice and education to maximise opportunities for inter-professional learning. 


10.3
There is no single model for a Learning Centre which will meet the needs of urban, rural and remote areas of Scotland.  Proposals will be invited involving collaboration between HEIs, the Further Education sector, existing and new providers, PTUs and other stakeholders to set up learning centres which support innovative approaches to practice learning. This will be taken forward by the Implementation Group to be set up (see Section 11).  There are already encouraging signs from work in South Lanarkshire and Falkirk, Clackmannan and Stirling of collaborative partnerships pushing ahead new models of practice learning.  


10.4
The Centres must complement existing arrangements for the support of learning and assessment and should contribute to meeting the National Training Strategy which is currently being developed.    Learning Centres will also need to work with a range of training providers at all levels.  They will also need to have strong links with the emerging work of the Change and Innovation Unit.
10.5      Learning Centres’ functions should include: 

· increasing the quantity, quality and diversity of practice learning opportunities to support the new degree;
· establishing workforce development including student support as a priority for agencies;
· supporting the development of work based learning and development of a learning culture;
· providing practical support for work based learning, mentoring and assessment;
· promoting new approaches to work based learning in the context of the joint future, criminal justice and integrated children’s services agenda  including inter-professional learning;
· supporting evidence based practice and disseminating best practice across the social care sector; and
· increasing the quantity and quality of staff in supporting work based learning.

10.6
Funding will be available to support the development of Learning Centres.  The exact level of funding to be made available will be determined following agreement on the approach to how Learning Centres will be developed (see Section 12).
11
IMPLEMENTATION OF THE FRAMEWORK 

11.1
This paper has set out the key features of a new practice learning framework and has 

set out the responsibilities of each stakeholder in delivering that framework.  We recognise 

that this framework will require considerable changes by all those involved in practice 

learning.  We will therefore set up a high level Implementation Group to oversee and support 

the developments required to deliver the framework.   In particular the Group will be required 

to develop and manage a detailed plan to move from the current position to the new

arrangements.   The Implementation Group will start work in March 2004 for two years and

report biannually to Scottish Ministers on the progress of the Implementation Plan.  
11.2
The Council will be charged with setting up the Implementation Group which will include representation from the Institute, Association of Directors of Social Work, CoSLA, Scottish Organisation of Practice Teachers, NHS Education for Scotland, education and justice interests, voluntary sector and private sector employer interests and the Scottish Executive.  The Group will be supported by a small implementation team to be located jointly with the Council and the Institute which will work with and support HEIs and agencies to make the changes required to meet the requirements of the new framework.
11.3
Transitional funding for the consortia and fora (until March 2005), and the practice 

teaching units (until March 2006) has already been put in place to ensure practice learning 

opportunities are delivered in the transitional period.  The Implementation Group will oversee 

the move to the new arrangements, encouraging existing organisations to develop new approaches and new organisations to be involved in offering practice learning.

11.4
The Implementation Group will: 

· develop and manage a detailed transition plan for the change from existing arrangements to the new;

· ensure all stakeholders understand and can meet their particular responsibilities to deliver a new approach to practice learning; 

· support agencies in planning the way they will provide practice learning opportunities for the new degree and  meet the increased demand;

· explore with other professionals ways to develop cross professional practice learning;

· advise on the need for induction for agencies new to practice learning;

· develop plans for existing practice teachers to update their knowledge and practice for the new degree; 
· develop criteria and funding arrangements for Learning Centres; and
· oversee the development of new qualifications to support learning in place of the Practice Teaching Award.
12
NEXT STEPS

12.1
The Implementation Group will meet in March 2004 with their first task to develop a detailed Implementation Plan with clear timescales.

12.2
Key milestones should include:
· March 2004: targets set for numbers of additional practice learning opportunities required; 
· April 2004: agreement on date of the last intake to the current Practice Teaching Award;

· May 2004: agreement setting out the approach to how Learning Centres will be developed;

· June 2004: Plan agreed for involving agencies new to practice learning;

· September 2004: new per diem funding arrangement start;
· October 2004: first progress report to Ministers by the Implementation Group; and

· June 2005: the new qualifications to support learning to be finalised.
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� Framework for Social Work Education – Scottish Executive January 2003. This document sets out both the Standards in Social Work Education and the requirements for the new honours degree in social work and equivalent postgraduate programmes.


� Scottish Social Services Council Codes of Practice for social services workers and employers – 2003.


� This is in accordance with their responsibility under the Regulation of Care (Scotland) Act 2001 “to promote training and education for persons wishing to become social workers and social service workers with the intention of ensuring the consistency and quality of that education.


� Further information on the Scottish Institute for Excellence in Social Work Education can be found at www.sieswe.org


� See Section 3 of the Codes for Employers, Scottish Social Services Council 2003. 


� See Section 6 Codes of Practice for social service workers, Scottish Social Services Council 2003.


� QAA for Higher Education – Codes of Practice for assurance of academic quality and standards in Higher Education: placement learning – July 2001. This document is available at: www.qaa.ac.uk
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