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1. Presentation from the Quality Services Manager, OSCAR
This presentation gave brief feedback from the National After School Association (NAA) Conference in San Francisco and provided resources of interest to the Advisory Group’s work.

2. Presentation from the Project Team


This presentation gave an update on the various OSS work streams.  It also outlined the Cabinet paper process, and its associated timeline.  The Group noted three areas of consultation feeding into the MSD paper:
· the Advisory Group
· the Interdepartmental Group 

· the MSD Internal Group.
3. Presentation from the Sports Opportunity Adviser, Canterbury
This presentation outlined OSS service provision and the lack of access for children with disabilities. 
The Group discussed and agreed that:
· most  services would want to be inclusive if possible but that there are major difficulties around disability provision and access to OSS (including funding and getting children to the programmes)
· disability access should be a mandatory standard requirement and this issue therefore falls within the Terms of Reference of the Group.   
The Group felt that the issues raised were complex and required more expertise than was available within the Advisory Group. A number of related issues were also being worked on by Government and NGOs. The Group asked for disability provision and access to OSS to be given urgent priority in the Cabinet paper.

4. OSCAR standards and feedback
The Advisory Group had a preliminary discussion about possible minimum standards and performance measures which should be met for an OSS provider to be allowed to ‘open its doors’.  This exercise will be revisited at a further meeting.
5. Legal definition of OSS
The Group discussed the issue of legally defining an OSS provider.  The Group was unable to come to agreement on a final definition but raised a number of issues.
· an initial suggestion for defining an OSS provider related to the concept of ‘formally accepting the care of a child’. This could be useful in dividing OSS programmes from more informal options such as a friend of the family looking after a child
· the boundary between ‘formality’ and ‘informality’ is difficult to define (eg how do you define a formal arrangement?) and there are possible child protection issues if ‘informal’ groups are not included  
· formally accepting care includes types of arrangements generally not considered to be OSS (eg some sports clubs and church groups may formally accept care of children but would not generally be considered to be OSS)

· issues related to timeframes and whether the care would be: 

· short or long periods of care – is there a difference between children staying for short or long periods (the general feeling was ‘no’)
· regular or casual – whether the care was on a regular basis (eg after school every weekday) or on a more casual basis

· weekend care – would someone looking after children in the OSS age range at weekends due to parents working non-standard hours be considered to be an OSS provider?
· the question of using payment of fees (or some other form of recompense) as a criterion was discussed but not generally favoured
· it was agreed that numbers of children would have to be taken into account, particularly in relation to home-based care. For example, if a provider was only caring for 1-2 children should that be considered to be a formal OSS programme?
· the question was raised as to whether all providers, formal or informal, would have to be registered, regardless of whether they were required to meet minimum standards (eg  should all people who look after children be registered with a central organisation). This was not generally thought to be desirable
· it was agreed that a legal definition of OSS was a difficult issue which could not be resolved immediately. The Group agreed to email any further thoughts on this issue to the Project Team.  

6. Presentation from the Project Team on a Workforce Development Strategy
A discussion paper on a Workforce Development Strategy for OSS had been circulated prior to the meeting and the Group discussed the contents of the paper. In the initial discussion it was noted that the existing OSCAR Standards incorporate more training than was referred to in the discussion paper. It was also noted that there were certain commonalities across the general ‘childhood workforce’ (eg OSS workers, youth workers, childcare workers, etc). The possibility of portfolio working where an individual has a number of part-time positions was also briefly discussed. 
The Group discussed and agreed the following proposed vision for a Workforce Development Strategy:
‘A stable and skilled OSS workforce, in sufficient number, that is supported and committed to the delivery of quality OSS programmes’.
The Group proposed that benefits from the vision were that:

· the quality of OSS would be improved resulting in better outcomes for children

· parents/caregivers would have confidence and trust in using OSS for their children

· OSS providers would be able to access and retain the workers they needed
· OSS staff would be skilled, feel valued and motivated.
The discussion paper suggested six key principles to help achieve the vision and these were agreed as follows:
· Fitness for purpose – the Strategy addresses 
· the workforce development needs of the OSS sector, ensures it is relevant and enhances OSS programme quality 

· Accessibility – the Strategy 
· provides a relevant and flexible learning environment and career pathways that recognise existing skills, experience and diversity, and has the potential for stair-casing to higher levels of education and training
· Diversity
·  – the Strategy recognises and values cultural diversity, eg children with special needs, and is able to respond to individual circumstances
· Equality – the Strategy 
· ensures that work-related standards or regulations are fair to all parties and includes equal employment opportunities
· Efficiency – the Strategy 
· provides a positive net benefit (ie the benefits exceed the costs) with minimal effects on supply and costs to parents and carers
· Partnership – the Strategy 
· ensures that the OSS sector, industry and other social partners are working together with Government to develop and deliver solutions.
7. Outcomes for workforce development
The Group broke into two small groups to discuss and identify a list of three high-level outcomes and objectives to meet these outcomes, which they felt an OSS Workforce Development Strategy could aspire to.   

GROUP 1
· Paid training and development available and accessible to all staff:
· recognised minimum skills/competencies for supervisors and 2IC 

· pay commensurate with level of training resulting in demonstrated improved capacity
· diverse modes of training qualifications available – 80% completion rate.
· Improved rates of staff retention:
· competitive pay rates

· paid training and development (set minimum of hours per annum)
· better employment practices

· increased pool of people to recruit from (to include male applicants and diversity in culture, gender, age, skill sets).
· Workforce participation:

· development of collegial body to support all aspects of OSS workforce
· workforce leadership programmes.

GROUP 2

· OSCAR as a career of choice:
· development of a qualification framework
· increased positive awareness of OSS
· development of career path
· improvement in employment packages
· increased funding.
· All OSCAR staff have the necessary skills and competencies:
· all staff have access to professional development and training

· personal experiences and skill sets are recognised and valued

· staff are trained to meet the individual needs of children, eg inclusion.

· OSCAR providers/organisations are equipped to deliver a quality service:
· professional development opportunities for management.
Further isssues that arose during the discussion included:

· training for OSS staff should be encouraged but should not be compulsory (eg not every staff member should be obliged to undergo a set number of hours of training per year)

· there was a need for an increased awareness of OSS generally throughout society

· there was a need for somewhere for OSS managers to go to for advice and support (eg for advice relating to new health and safety regulations) 

· there was a discussion about whether one professional OSS body could support both OSS workers and OSS employers. The Group felt that while this did not often happen in other industries, there was no reason why it could not work. 

The Group felt that the exercise needed more work and time at the next meeting to ensure that the correct outcomes were identified.   
8. Presentation from the OSCAR Foundation on “Making OSCAR Matter”
This presentation gave a brief presentation on the ”Making OSCAR Matter” workshop and its outcomes. Copies of the outcomes were provided for the Advisory Group. It was noted that the results have not yet been analysed but that the material is not confidential.
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