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Executive Summary

The production of a county workforce development strategy and costed action plan are a Sport England requirement of each of the 49 County Sports Partnerships across England and must be in place by end of March 2007. 

In order to produce the workforce strategies, research was commissioned across all sectors within the West Midlands and therefore also within Shropshire, Telford & Wrekin using a questionnaire (on-line and telephone interview). In addition to this survey data, Energize STW designed and developed an individual training needs analysis survey tool to carry out assessments of core CSP team, Local Authority Delivery team and Community Sports Network (CSN) Leaders.

Importantly, the IFF research and training needs analysis has highlighted that the following key issues facing Shropshire, Telford and Wrekin with regard to workforce development:

· Management and sports specific skills were mentioned by about half of respondents as in short supply but communication, planning and preparing work and working with disabled people were also frequently mentioned as needing improvement. 

· With regards to current knowledge and understanding of key issues within their roles, 100% of staff felt they have a poor or very poor understanding of how to engage with and increase participation of Black, Asian and Ethnic Minorities, whilst 70 % felt they lack understanding of how to provide opportunities to people with disabilities.

· The ability to develop productive working relationships with external partners and organisations was cited as a need by 20% of staff surveyed.

· A shortage of available volunteers was reported by many with an 81% increase in numbers required to meet the needs of the sub-region. 

· Within the paid workforce, more coaches with NGB Level 1 and Level 3 are needed. Within the volunteer workforce, more coaches with NGB Level 1 and Level 2 are needed across all sports.

· Just under a quarter of organisations sampled report that their workforce has a skills gap with coaches/ instructors coming top as having the biggest skills gaps. 

These issues provide a basis for the delivery of 2007/08 objectives as follows

· Improve Management, Sports Development & CSN leader skills and knowledge.  These includes personal effectiveness, project management and engagement with hard to reach groups (particularly people with disabilities and BME communities)

· Improve coach and volunteer recruitment and education by working with local employers / sports and physical activity clubs (through CSN’s and appropriate training providers) to identify and deliver specific subsidised programmes and activities.

Future success for the sub-region will also depend on further investment in CSN area specific action plans that recognise local needs, are clearly linked to NGB, Community and Local Authority priorities and that deliver solutions at a local level. Therefore year one of the strategy will also focus on the following activities

· Develop methods to gather further CSN level data to inform future local level action plans that are embedded into annual processes, therefore sustainable, and link with Learning & Skills Council & Sector Skills Council requirements to access funding.

· Work with CSN’s to identify volunteer shortages and propose solutions and particularly target hard to reach groups.

The action plan for years two and three will be driven by the CSNs and will therefore be an accumulated plan representing the six CSN area needs, as they will be tasked with identifying workforce issues that are presenting barriers to widening participation and will target hard to reach groups at a local level. The 2nd and 3rd year plans will also involve much more delivery than year one and will focus on delivering holistic learning opportunities (apprenticeships) as well as sports development qualifications.

Background
The production of a county workforce development strategy and costed action plan are a Sport England requirement of each of the 49 County Sports Partnerships across England. 
Development of the strategy will provide an avenue to access community investment funds (CIF) which can then be used to build capacity and train the sporting workforce and must be in place by March 2007. The workforce development strategy and therefore key themes within the action plan must address the main partnership aim of ‘increasing participation in sport and physical activity by 1%’.
County Workforce Development Plan Introduction
The term workforce is used to describe all of the individuals involved in delivering the activities of an organisation. In the context of the Shropshire and Telford & Wrekin Sports Partnership it is all individuals, both paid and unpaid, who are involved in the planning, delivery and promotion of Sport & Physical activity. 

For the purposes of this plan, the following members of the workforce are recognised and engaged in contributing to the achievement of STW CSP business objectives.
· CSP core team

· Local Authority Sports Development Managers & Officers 

· National Governing Body of Sports Development Officers

· Sports Coaches

· County Sports Association and Sports Club Officials and Organisers

· Sports Facilities Managers & Staff 

· sports coach UK Coach Development Officers & Tutors

· Sports Staff in Sports Colleges & School Sport Partnerships (Directors of Specialism, Partnership Development Managers, School Sport Co-ordinators, Primary Link Teachers).

· Sports Staff in Higher & Further Education establishments

· Staff working for Private Sports Organisations

· Sports Leaders, primarily, but not exclusively young people

 “Energize” Shropshire, Telford & Wrekin is the brand name for the Shropshire and Telford & Wrekin County Sports Partnership (STW CSP) and is hosted by Shropshire County Council. 

Recent national research has shown the need for greater regional prioritisation with regard to workforce development of the sporting sector. A research project, commissioned by Sport England, sportscoach UK and SkillsActive has produced sub regional workforce statistics to support workforce development planning, in particular to inform the development of this County Workforce Development Strategy & Action Plan.
The purpose of this strategy is to build capacity within the workforce, enabling an increase in participation in sport and physical activity by 1% per annum. Key to this is identifying any participation barriers that are clearly linked to the workforce having the capacity to deliver the new demand, to identify the specific skills needs of the sport & physical activity sector and identify and develop sustainable solutions for the future across Shropshire, Telford & Wrekin.

Energize STW recognises that without supporting and developing the active professional paid and volunteer workforce it will be impossible to offer increased participation or better access to sport.  We acknowledge that the availability and quality of coaches, managers, officials, administrators and others is fundamental to a participant’s enjoyment of sport and ability to develop and succeed.  In many instances there is a shortage of qualified personnel, but there are also other barriers or challenges that need to be addressed.  Many members of the sporting workforce are inactive, or are unable to commit more time or unavailable at the time required, or unwilling to take on lead responsibility due to lack of confidence or competence or are not up-to-date with current sports development practice.  Whilst finding and developing new members of the workforce, including volunteers is important, it is expected a significant focus will be on supporting and developing the existing workforce.
Methodology of research to develop the strategy
Using a questionnaire developed by SkillsActive as part of the national Sports, Fitness and Outdoors Survey in 2005, new research carried out by IFF has sought to boost survey responses within each sub-region/County in the West Midlands. The sample frame was created for each region covering all businesses within the following sectors:
· Local Authorities
· Education

· Voluntary Sports Organisations

· National Governing Bodies

· Health

· Private Sector

Interviews were conducted using a combination of online and CATI (Computer Aided Telephone Interviewing) methodologies. Although much research has been undertaken there is still a need to develop our understanding of sub-regional issues in the form of organisational and individual training needs analysis down to Community Sports Network level. Interviews were sought with those with knowledge of human resources (the number and type of people employed or volunteering) at the site, recruitment difficulties and the skill needs for the paid or volunteer roles. Fieldwork was conducted between January 4th – February 9th 2007. 
Approximately 25% of organisations with whom contact was attempted via the CATI approach in the West Midlands participated in the survey. Approximately 17% of organisations sent an email in the region took part in the online survey. In total 629 organisations participated in the West Midlands. No weighting has been applied to the final dataset because of a lack of known population data within the sporting sector. 
All results detailed within this report are based upon all respondents able to provide an answer. ‘Don’t know’ and ‘Not answered’ responses were therefore excluded from the analysis.

In addition to this survey data the STW CSP have designed and developed an Individual Training Needs survey tool (utilising Embrace Software systems) to carry out assessments of core CSP team, Local Authority Delivery team and Community Sports Network Leaders to feed into the strategy findings. 
This TNA survey will be widened and made available to all partners from August 2007 onwards to directly feed into the updating of the annual action plan and will be broken down into CSN cohort groups for more targeted use.
In addition to the research and training needs survey tool, key partners across Shropshire, Telford & Wrekin were invited to a Workforce Development update and ‘brainstorming’ workshop at the Energize conference in February 2007. This started the process of partners engaging with the County Sports Partnership, identifying potential barriers and issues for the sub-region as well as identifying current areas of good practice and key providers who are integral to the success of developing the workforce strategy and annual action plan.
National and Regional workforce background
The Sport, active leisure and learning sector has consistently out-performed the rest of the economy over the last decade, forecasts show that this growth will continue despite an overall slowdown in the economy.
In the last five years, employment growth has soared almost four times that of all industries in the UK with an average annual growth rate of 3.9%.

· Active Leisure and Learning has contributed to £8.6bn over the last ten years, and has therefore outperformed the UK economy in gross value added (GVA) output. The sector is still expected to outperform the UK by 1% to 1.5% year on year until 2014, despite the general slowing down.

· The growth is particularly fuelled by sport, health and fitness and the outdoors industries.

Scope of the UK Sector
· There are 634,000 paid employees in the sector working in sport & recreation, health and fitness, playwork, the Outdoors and the caravan industries

· The sector includes paid workers, self employed, and unpaid volunteers working in over 36,500 public, private, voluntary and not-for-profit organisations across the UK.

· There are an estimated 5.8m volunteers at the heart of the sector. (SE: Sports Volunteering Study)

In January 2006, on the back of the successful London 2012 Olympic Games and Paralympic Games bid, the National Board of Sport England agreed a significant investment into Building Capacity and Talent Development to further Sport England commitment to provide a ‘community sport’ legacy to the 2012 Games. This investment recognised that amongst other areas, the current and future skills of the workforce are critical to ensuring that the sector has a world-class workforce that is fit to deliver the 1% p.a. increase in participation.
At the same time, SkillsActive (the Sector Skills Council for the Sport & Active Leisure and Learning Sector) has developed a national Sector Skills Agreement (SSA) for the sector. In brief, this agreement sets out the national priority skills issues that employers have identified are critical to ensuring the future growth and sustainability of the sector. Equally importantly, the SSA is also an agreement between the key funders and planners of skills and business support (i.e. DfES, LSC, DTI, RDA etc.) and identifies how they will ensure that their funding (and their suppliers e.g. FE colleges and work based learning providers) is suitably aligned to address the sector’s skill priorities.
In anticipation of the SSA, over the past year Sport England regions have been working with SkillsActive Regional Development Managers and other key partners such as the Regional Development Agencies (RDAs) to develop Sector Skills Agreement Regional Action Plans (SSARAP).  These plans will act as the regional interface to the national SSA. This recognises that whilst national priorities will be common across the country there may be significant regional variations in terms of skills/workforce priorities. 
Following this process down to a sub-regional CSP level, there may again be considerable variations in terms of workforce / skills priorities for the sector. In the absence of a robust credible workforce development plan, CSPs will struggle to convince key strategic partners such as Learning + Skills Councils and RDAs to align their budgets and resources to address the sector’s workforce needs. It is therefore essential that each CSP has a plan in place which clearly highlights and articulates how the sector’s workforce development needs will be addressed to ensure that as part of the Delivery System for Sport, there is a fit for purpose workforce to deliver the 1% p.a. increase. 
It is important to note that alongside the development of CSP workforce development plans, NGBs are also being engaged and supported to provide individual workforce development plans to support their whole sport plans. Whilst these will be national documents identifying NGB national workforce development priorities, it is critical that they are developed utilising the research undertaken for, and compatible with, CSP workforce development plans. SkillsActive will be supporting the development of NGB plans at a national level and through the network of Regional Managers and will play a key role in ensuring that there is no unnecessary duplication of effort between CSPs and NGBs throughout this process. 
The NGB plans will be much more strategic and will not focus on the ‘where and how’ but much more on national capacity and forecasting of the NGB workforce (e.g. national and regional employees and volunteers). The CSP plan will identify the areas where the Skills Gaps and Shortage exist, and will then look at putting a plan in place to deliver against the need. It is therefore essential that NGBs at a county and local level support the development of CSP plans, as they are key partners in determining and forecasting the perceived needs of their workforce both paid and voluntary at a very local level.

Shropshire, Telford & Wrekin Research findings:
The organisational and workforce profile for the Sport, Fitness and Outdoors sector in Shropshire largely matches that of the wider West Midlands region.  A variety of sports are offered across Shropshire; Walking, Cycling, Cricket, Football, Tennis, Bowls and Swimming being the most prevalent. The Active People results provide evidential information that only 21% of the population currently participate in the recommended 3 X 30 minutes exercise weekly within the sub-region.
Type of organisation: The vast majority of organisations within Shropshire, Telford & Wrekin are sports/membership clubs or voluntary / charity / non profit organisations.
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 (Base: all organisations 145)
Type of employment: Two fifths of the respondents in Shropshire are from organisations made up solely of volunteers (with no paid employees) which is in line with the overall split for the West Midlands.
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Base: all organisations (145)
Total number of paid employees and volunteers: Looking at the occupational categories of paid employees, the Shropshire profile is similar to that of the West Midlands, with permanent staff making up two thirds of the sample and most paid staff working in full time roles.
	
	
	County
	Region

	Paid
	Total number
	2,143
	11,950

	
	Mean
	26
	31

	
	Median
	10.0
	11

	Voluntary
	Total number
	1,863
	10,410

	
	Mean
	19
	25

	
	Median
	11
	13


Occupational profile – paid and volunteer workforce: Overall, staff within the organisations in Shropshire are largely made up of Managers/Supervisors/Senior Administrators and Coaches/Teachers/Instructors and non-managerial support staff. A greater percentage of the employed workforce is made up of coaches/teachers/instructors when compared to the voluntary workforce.
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Base: All organisations with paid staff (74) / All organisations with volunteers (100)

Age & gender profile – volunteer and paid workforce: Paid employees within Shropshire are younger than the volunteers, with 71% falling under the age of 35. (This is similar to the West Midlands picture). The workforce is fairly equally divided between male and female in both the paid and voluntary sectors. (This is different to the West Midlands picture which has a larger split in male (63%) and female volunteers (37%).
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Number of volunteers: Organisations that already have a voluntary workforce were asked how many volunteers they have and how many they need. These numbers are displayed below.
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Base: All organisations with volunteers (100)

The number of volunteers that are needed by organisations sampled in Shropshire is 3374. However, we believe that a number of organisations may have misinterpreted this part of the questionnaire and answered about the number of additional volunteers that they require as opposed to the total number of volunteers they require. We would therefore prefer to see this figure as the minimum number of volunteers that are needed by these organisations.

The data only includes those able to provide a figure for the number of volunteers that they currently have and a figure for the number that they require. Clearly – considerable more volunteers are required and this is our primary focus within this strategy and is therefore highlighted within the action plan
Number of coaches, teachers, instructors and activity leaders: The data below only includes those able to provide a figure for the number of coaches that they currently have and a figure for the number that they require.

[image: image6.emf]229

229 256

463

0 100 200 300 400 500 600 700 800

Number of coaches

teachers, instructors

need

Number of coaches

teachers, instructors

have

Number of coaches, teachers etc

Paid

Volunteer


Base: All organisations with paid staff (74) / All organisations with volunteers (100)

Qualification level of current coaches, teachers, instructors and activity leaders: There is a good split of qualifications amongst both the paid and volunteer coach workforce, although more than 1 in 10 volunteers coaches has no qualifications. It demonstrates that paid coaches are more likely to be qualified to a higher NGB level (29% of paid coaches have NGB Level 3 qualifications, compared to 13% of volunteer coaches). Within the paid workforce, more NGB Level 1 and 3 coaches are required, in comparison, more Volunteers with NGB Level 1 and 2 Coaches are needed.
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Base: all organisations with coaches, teachers, instructors and activity leaders (paid = 32 / voluntary = 71)
Qualification level needed by employers – All coaches

[image: image8.emf]17%

9%

18%

12%

7%

36%

27%

21%

29%

17%

13%

26%

7%

6%

4%

8%

34%

31%

27%

30%

5%

1%

11%

4%

0%

10%

20%

30%

40%

50%

60%

70%

80%

90%

100%

Have Need Have Need

Paid Volunteer

% of coaches, teachers. instructors & activity leaders

No Quals

Other 

NGB L3+

NGB L2

NGB L1

Leader/CSLA/JSLA


Base: all organisations with coaches, teachers, instructors and activity leaders (paid = 32 / voluntary = 71)
Main reasons for job vacancies being ‘hard-to-fill’ – Paid & Volunteer workers: Volunteers are more likely to leave and need replacement with 61% of organisations having replaced at least one volunteer in the past 12 months. Of those volunteer vacancies, 45% have been hard to fill compared to 15% of paid vacancies described as hard to fill. Coaches in both voluntary and paid roles are top of the list as being the most vacant post and hardest to fill, with Office/Admin staff next hardest to fill in voluntary and support staff (cleaners etc) in paid.
Main skills lacking: Organisations were asked to indicate which skills are lacking or need improving in the roles they identified as hard to fill. Management and sports specific skills were mentioned by about half of respondents but communication, planning and preparing work and working with disabled people were also frequently mentioned as needing improvement. By contrast, professional IT skills, numeracy and life saving were less commonly seen as lacking. 
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Base: all organisations experiencing a skills gap (33)

Key Research Findings: Importantly, the key findings from the IFF research, has highlighted that the key issues facing Shropshire, Telford and Wrekin with regard to workforce effectiveness impacting on a sustainable and increased participation by 1% annually are:
· Volunteer coaches are severely lacking with a minimum 81% increase in numbers required to meet the needs of the sub-region.

· 99% of paid staff and volunteers within those organisations sampled are white which is greater than the STW population as a whole at 97%.
· Within the paid workforce, more coaches with NGB Level 1 and Level 3 are needed. (Specifically more L1 swimming, Bowls, Cycling, Rowing, and Golf coaches are needed)

· Within the volunteer workforce, more coaches with NGB Level 1 and Level 2 are needed across all sports.
· Just under a quarter of organisations sampled report that their workforce has a skills gap with Coaches/ instructors coming top as having the biggest skills gaps. Office/admin staff were also mentioned, as were sports development officers and General Managers. Management and sports specific skills were mentioned by about half of respondents but Communication, Planning and preparing work and working with disabled people were also frequently mentioned as needing improvement. 
· Over two thirds of the respondents also mentioned more local provision of training and cheaper training courses as a barrier to the workforce being upskilled.

· Only one in five sporting organisations in Shropshire have achieved “Clubmark” (or the NGB equivalent), slightly lower than the West Midlands average.
Importantly, the key findings from the Individual Training Needs Analysis (TNA) survey conducted with the CSP Core team, the Local Authority Sports Department and Community Sports Network Leaders, has highlighted that the key issues facing Shropshire, Telford and Wrekin with regard to workforce effectiveness impacting on a sustainable and increased participation by 1% annually are:
· With regards to current knowledge and understanding of key issues within their roles, 100% of staff felt they have a poor or very poor understanding of how to engage with and increase participation of Black, Asian and Ethnic Minorities, whilst 70 % felt they lack understanding of how to provide opportunities to people with disabilities.
· The ability to develop productive working relationships with external partners and organisations was citied as a need by 20% of staff surveyed.

· Understanding of current sports development initiatives (including PESSCL, NGB whole sport plans, School Sports Partnerships or Local Authority Community Plans) is poor at present.
In order to target resources at the issues raised within the individual TNA survey, the answers have been rated and therefore any ‘poor’ or ‘very poor’ responses to questions have been targeted with solutions in the action plan. 
County Objectives

Based upon the key research and individual TNA findings the first year of the workforce action plan will look specifically at gaining greater data on the workforce needs across Shropshire, Telford and Wrekin broken down into CSN area, to enable individual targeted CSN action plans to be written and funding to be accessed with implementation to begin from April 08 onwards. The current information available enables a broad strategy to be written covering the sub region and initially focuses on building the skills of the key staff involved in rolling out workforce development implementation. 
Key to success for the sub-region is to have CSN area specific action plans that meet local needs, which are clearly linked to NGB, Community and Local Authority priorities that deliver solutions at a local level. This in turn will make a difference to the capacity of CSN’s to deliver and therefore impact on participation levels of sporting and physical activity opportunities through resolving workforce issues and barriers.
The key objectives within the first year’s action plan are therefore:

· Development of the skills and knowledge within Office, Administrative, Sports Development,  Manager & CSN leader, roles within the partnership.
· Develop methods to gather further CSN level data to inform future local level action plans that are embedded into annual processes, therefore sustainable, and link with LSC & SSC requirements to access funding.
· Work with CSN’s to identify Volunteer shortages and propose solutions and target hard to reach groups.
· Work with local employers (through CSN’s and appropriate training providers) to identify and deliver specific subsidised coach and volunteer education.
The action plan for years two and three will be driven by the CSN and will therefore be a accumulated plan representing the six CSN area needs, as they will be tasked with identifying workforce issues that are presenting barriers to widening participation and will target hard to reach groups at a local level. The plans will also involve much more delivery than year one and will focus on delivering holistic learning opportunities (Apprenticeships) as well as traditional sports development qualifications.
Implementation
The STW CSP core team will link with a delivery team hosted by Shropshire County Council and Telford & Wrekin Borough Council to deliver the outcomes of the workforce development action plan. 
The responsibility for the implementation of the workforce development action plan lies with the Sport & Physical Activity Manager within the core CSP team.

The delivery team has within it a planned staff member that is dedicated to workforce development delivery, who will co-ordinate training delivery on a daily basis. The Sport & Physical activity Manager and workforce development officer will work closely together to co-ordinate an effective delivery.
A workforce steering group will be set up during the first year to guide and monitor the development of CSN level action plans for years two and three, which are linked with local training providers and key stakeholders.

Resources


The STW action plan aims to access CIF funds with workforce development being included within the portfolio of projects submitted by the sub-region. 
During the first year it is planned that the CSP will work closely with the Sector Skills Council (SkillsActive) to identify full fundable qualifications (Full width NVQ’s through Train to Gain and Apprenticeships at both Foundation & Advanced Levels etc) that address the workforce skills gaps and can be funded through the Learning Skills Council. 

The CSP will engage with both local FE providers and private training organisations to explore what agreements could be drawn up, whereby the FE Provider or specialist private training organisation would hold an LSC funding contract that could deliver the training needs either free or at a subsidised cost to all those that require it across the sub-region. (Where Skills for Life or short course needs are identified, courses and programmes deliverable through the Open College Network West Midlands will be explored.)

The STW Sport and Physical Activity Delivery team Plan 2007 – 2009 for has accessed funds from Local Authority, National Governing Bodies of Sport and CIF funds and is heavily targeted towards building capacity to deliver outcomes identified within the workforce action plan.
Monitoring and Evaluation

Energize STW are the key driver of this Workforce Development Plan. Therefore the annual action plan will be monitored, evaluated and reviewed by the Sport & Physical Activity Manager within the Energize core team and the Workforce Development Officer within the Local Authority delivery team against the Sport England Performance Framework to ensure that training and workforce development activity fundamentally addresses the issue of contribution towards the target theme of increased participation. 
It is assumed that the County Sports Partnerships quarterly reporting will be the means by which progress is reported to Sport England and the Partnership Management Board.
Where other groups or organizations have responsibility for delivering parts of this Workforce Development Plan a Partnership Agreement will be put in place at the outset of any work and will be drawn up by the Sport & Physical Activity Manager and contracted party. 
Workforce Development Action Plan April 2007 to March 2008
(Costs highlighted in red font have been funded as part of the 2007 - 2009 Delivery Plan and don’t require partnership or CIF funding.)
	Objective 

	Training/Action Required
	Timescale
	Responsibility
	Cost (Est)
	Funding Options
	Outcome 

& 

Impact on 1%
	Review Date

	Work with CSN’s to identify Volunteer shortages and propose solutions and target hard to reach groups
	Build effective links with Community Volunteering Service and other appropriate partners
Identify sporting and Physical activity ‘volunteering’ gaps within STW and produce /send monthly list to CVS to plug gaps

Link with priority groups to identify potential coaches from communities “Hard to Reach” to train as coaches and utilise as role models

Explore and identify local University work placement student opportunity to research “Volunteering” best practice, share ideas, identify any barriers, with a focus on hard to reach groups, and research the potential of an Incentive Scheme for Volunteers 


	April 07 -Dec 07

June 07 onwards

Aug 07 -Dec 08
Sep 07 onwards

	Sport & Physical Activity Manager
& 

Communications Officer

Sport & Physical Activity Manager

Business Development Manager


	      ---

---

25 X 250 = 6250

2500

Research, travel, host costs
	
	Increasing number of volunteers will provide capacity to deliver increased opportunities of participation across the sub-region

Development of coaches from a minority group and increased participation within a ‘hard-to-reach’ community.
Discover the barriers to volunteering and approximate cost of ‘incentive scheme’ especially issues within priority groups.
	Dec 07

Dec 07

Dec 08

March 08


	Objective


	Training/Action Required
	Timescale
	Responsibility
	Cost (Est)
	Funding Options
	Outcome 

& 

Impact on 1%
	Review date

	Develop the skills and knowledge of Office, Administrative, Sports Development staff, Managers, Core CSP Team and CSN Leaders within the Partnership
	Personal Effectiveness Training X 4 
Project Management Training X 3 

Working effectively with internal & external partners Training X 4 

Effective Communication skills Training X 4 
Introductory workshops on:

· PESSCL

· NGB Whole Sport Plans

· Local Authority Plans

· School Sport Partnerships

Workshops/Training:

Child Protection Best Practice X 2 (£500)

Equality Best Practice 

X 2 

Consultation workshops for CSN Partners & CSP:

· How to engage with hard to reach groups X12 (£750 X 2 workshops)

· How to engage with women and girls X 12 £750 X 2 workshops)

· How to engage with disabled people/groups X 12 (£750 X 2 workshops)


	April 07 – April 08
April 07 – April 08
April 07 – April 08
April 07 – April 08
April 07 – April 08
April 07 – April 08
Apr 07 - Dec 07

Apr 07 - Dec 07

Apr 07 - Dec 07


	Sport & Physical Activity Manager

& 

Workforce Development Officer

Sport & Physical Activity Manager

&

Business Development Manager

Workforce Development Officer


	Included within a Strategic West Midlands Management Development Programme
1500
1500
1500

	2000 

(In-Kind)


	Leadership & Management training develops key staff to link and work more effectively with all partners leading to improved working relationships and engagement with organisations, hard to reach groups and deliver SMARTer plans & projects to target 1% objective.

Increased knowledge & understanding of key initiatives and synergy between them to enable  more effective working between partners

CSP achieves intermediate and advanced levels of standards and influences best practice across Safeguarding and Equity agenda’s within sub-region.

CSP/CSN’s engage with targeted groups in an efficient and targeted manner to improve participation opportunities to hard to reach groups. CSN’s will have the ability to develop a ‘critical friend’ when targeting projects to hard to reach groups.


	Apr 08


Dec 07

Dec 07

Dec 07




	Objective


	Training/Action Required
	Timescale
	Responsibility
	Cost (Est)
	Funding Options
	Outcome

& 

Impact on 1%
	Review Date

	Work with local employers (through CSN’s and appropriate training providers) to identify and deliver specific subsidised coach and volunteer education
	Sports specific courses, deliver 65 courses across 10 sports with 20 places on each

Generic courses delivered 35 courses with 20 places on each

Support for clubs to achieve Clubmark

Deliver a Coach & Volunteer Awards night recognising and rewarding coach and volunteer contribution

Deliver Anti-Bullying Training & Safeguarding Training in partnership with Safeguards through Sport Group

Utilise CPSU and NSPCC ‘Categories’ system to accurately identify which training is relevant for different posts and levels across the sub-region/CSN area through Safeguards through Sport Group
	Apr 07 - March 08

Apr 07 - March 08

Apr 07 - March 08

Apr 07 - Dec 07

Apr 07 -March 08

Apr 07 - Dec 07


	Workforce Development Officer

Workforce Development Officer

Club Officer

Events Officer

Workforce Development Officer 

& 

Sport & Physical Activity Manager

Workforce Development Officer

+

Sport & Physical Activity Manager
	7500
Included above

2000

1000

500

500

Travel costs
	
	Increase number of qualified coaches to deliver sport across the sub-region

As above

Increase clubs with Clubmark accreditation, proving to parents level of quality reached by club

Utilise new categories of awards to promote and recognise achievement of coaches/volunteers working with hard-to-reach groups

Providing support to anti-bullying training will help remove invisible barriers and promote access to sport & PA

The right people on the right training for their job role demands. Improved Safeguarding impact.
	March 08

March 08

March 08

Dec 07

March 08

Dec 07


	Objective 

	Training/Action Required
	Timescale
	Responsibility
	Cost (Est)
	Funding Options
	Outcome
& 

Impact on 1%
	Review Date

	Develop methods to gather further CSN level data to inform future local level action plans that are embedded into annual processes and link with LSC and SSC requirements to access funding.


	Survey updated in-line with LSC priority indicators to access funding and break down data to CSN cohort areas (all 6 CSN’s to complete 50 TNA’s) 

Widen Training Needs Analysis On-line survey to all working within Sport & PA within sub-region, publicised via CSP E-News letter 

Develop a Workforce Development Steering Group with attendance from CSN and priority groups

Collect data from NGB’s of Sport on workforce development priorities that  link with sports that will impact on 1% increase
	August 07

August 07

Sep 07 

Dec 07


	Sport & Physical Activity Manager

&

SkillsActive

Communications &

Marketing Officer

Sport & Physical Activity Manager 

& 

Workforce Development Officer

Sport & Physical Activity Manager & 

Workforce Steering Group
	---

3000

for maintenance & registration costs

2000

Facility booking and travel costs 

Time

& 

travel expenses

2000


	
	TNA CSN survey results to be compiled into annual action plan and access LSC funds, through local FE or Private Training Provider 

Accurate and current information available to update workforce development action plans 2008 / 2009 that will be able to access funding 

Workforce Action plans will be developed in line with CSN and priority group influence 

Link NGB workforce development needs into sub-regional annual action plan process. Working with those NGB’s that will impact on 1% increase.


	September 07

September 07

September 07 

Dec 07



	
	Work collaboratively with Amateur Swimming Association to develop a sub-regional swimming strategy


	Sep 07


	Sport & Physical Activity Manager

+

Health & PA Officer
	Time

& 

travel expenses

500


	
	Sub-regional strategy will draw together key barriers and solutions to widening access to swimming and CSP will use to target hard to reach groups.
	Sep 07
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