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Out of School Services Advisory Group
Notes from the Fifth Meeting on Wednesday 4 June 2008
1. Presentation of the Cabinet Paper, and time-line for future report-backs
· A summary of the background to MSD’s recommendations to Cabinet to (a) enhance the existing OSCAR standards and (b) not introduce legally enforceable minimum standards was presented to the Group.
· Priorities were outlined for OSS under the Five-Year Action Plan, given the current evidence of unmet demand and need for increased funding for the sector.
· There are two further dates where MSD will report back to the Cabinet Social Development Committee (SDC): 29th August (on higher level quality standards and workforce development), and 28th November (on how barriers to the OSCAR Standards have been addressed).
· The following issues and concerns were raised by the Advisory Group:
· the Cabinet Paper did not appear to reflect the Advisory Group recommendations, specifically:
· that he introduction of legally enforceable minimum standards had been supported
· that provision of an  information service was so important that it needed to run through all parts of the strategy
· that higher-level quality had been the least preferred option.
· The Group was reminded that:
· consultation for the Cabinet Paper had also included input from other groups
· issues around cost, supply, and the tension between enforcing minimum standards and widening access to services given funding constraints (ie increasing quality increases compliance costs which increases barriers to supply), were significant contributors to the Cabinet Paper recommendations
· information provision was in fact given a high priority in the detail of the proposed Five-Year Action Plan
· because of the changes in staff after the Cabinet paper had been drafted, it was difficult to give detailed feedback re the background to the Paper.
· The question of the professional integrity of the Advisory Group was raised. It was noted that because the Cabinet Paper had not stated where its recommendations had differed from those of the Advisory Group, there could be public perception of a lack of professional integrity and misrepresentation by the Group.   It was requested that there be some formal acknowledgement that the Advisory group had not endorsed the recommendation not to introduce legally enforceable minimum standards.
· It was noted that the Group notes reflecting their recommendation were posted on the MSD website and it was agreed that this recommendation be acknowledged in the next report. 

· The question of the purpose of the Advisory Group, maintaining its integrity and reflecting its input in future reports was raised. It was also noted that there was a need to focus on the problem of widespread access to programmes for children, rather than focusing on developing the quality of existing programmes.
· It was agreed that for future reports:
· the Advisory Group will be sent early drafts for comment
· MSD will provide more transparent feedback from the consultations with other groups
· future reports will acknowledge where and how there are differences with advice from the Advisory Group.
· The group was given copies of the following papers:
· the Five-Year Action Plan for Out of School Services

· the review of Administration and Funding for Out of School Services

· the latest report on Extended Services and update on the Five-Year Action Plan for Out of School Services.

2. Future meetings

Two further meetings of the Advisory Group are proposed, to be timed for the Advisory Group to input into the next two MSD reports to SDC, and to allow Group members to comment on draft reports. The proposed dates are 23 July and 8 October.

· These dates will be to be checked with absent members and confirmed with the Group.

3. Definitions of formal and informal care
The following definitions of formal and informal care were presented to the group as they appeared in MSD documentation:

· Formal care is: Before-school, after-school, and school holiday programmes (including residential camps) for children aged five to 13 years, where the care of the child has formally been handed over from the child’s parent or caregiver to the OSS provider.  Programmes usually require fees to be paid but do not include education extension activities such as music lessons or sports practice. 

· Informal care is: Care where the child is looked after by someone other than a parent outside school hours but the care is not in an organised programme. It includes the provision of care by adult relatives (eg grandparents), siblings older than 13, babysitters, childminders, friends or neighbours. The care may be paid or unpaid.
The following questions were raised during discussion around formal and informal care:
· what are the financial implications for informal after-school care services? Will they get funding?
· how do we get children who don’t have access, into programmes?
· can we make changes to advice provided to Cabinet through this group? How can we reflect our thinking back in the documents?
· how can we make changes in communities at risk of poor outcomes?
· where are the gaps in the Action Pan?
· could we make success of the Action Plan an indicator?
· could we make access for disabled children an indicator?
· could we make ‘access’ an indicator, ie explicitly state it in every piece of work?
· what are we doing about criteria – we need to build criteria into all aspects of the plan?
· whose needs are we trying to meet – is there a danger of just meeting the needs of current programmes?
· how can the Group have further input on questions of access, especially when the next meeting is to focus on higher-level quality standards?

· It was agreed to:
· send out a timeline of future meetings and reports
· give the Group opportunity to make comments and requests for the next meeting’s agenda
· circulate relevant research on higher-level quality standards prior to the next meeting.
4. Workforce Development Action Plan

The consolidated outputs from the discussions around Workforce Development at the previous Advisory Group meeting were presented to the group. The consolidated outputs are summarised in the following table.

	Vision
	A stable and skilled OSS workforce, in sufficient number, that is supported and committed to the delivery of quality OSS programmes

	Outcomes
	All OSS providers & staff have the necessary skills & competencies to deliver quality programmes

OSS is a recognised career choice

	Objectives
	1. Minimum & desirable skills & competencies for all staff are identified

2. Staff and providers have access to flexible, paid training & development (T&D) that meets the needs of staff, sector & individual children

3. Barriers to recruitment & retention of OSS staff are removed

4. Qualifications, skills, competencies & experience are recognized & valued

5. Competitive reward packages and progression routes are introduced

	Short-term actions
	a) identify the mix of qualifications, skills, competencies and experience needed for OSS workers

b) create a profile of an OSS worker

c) provide a set of basic guidelines for employers to use during interviews

	Medium-term actions
	a) undertake a workforce survey to investigate job benchmarking, wages, the common language among services and identify success stories

b) develop a common framework for incremental pay scales related to qualifications, skills, competencies and experience

c) market OSS across a variety of media and to local councils, youth workers, refugee/migrant service, Teacher Training Colleges, year 10-13 students, Duke of Edinburgh, new-entrant parents, teacher aides, Greypower, Te Mana, Early Childhood Education services at careers fairs, National OSCAR Week

d) develop networks of communication/information sharing between providers/staff, families and specialists (eg DHB/PHN/RTLB/GSE, Strengthening Families)

e) provide a pool of funding for T&D which is available to all and set and monitor a minimum training requirement (eg 10 hours per year)

f) link into other training providers

g) establish a regional T&D coordinator with national links

h) establish sector approved trainers and training

i) establish on-the-job learning

j) support providers to develop better employment practices for OSS workers

	Long-term actions
	a) seek national agreement to a common framework for pay scales

b) create a transferable points/accreditation system that recognises qualifications, skills, competencies and experience

c) develop accessible career paths and encourage portfolio working and joining up with other providers (eg ECE and schools) to increase working hours


Comments/suggestions from the Group included:
· the need to ‘know our audience’, ie defining it as ‘part-time casual’ also needs to acknowledge that part-timers may often be involved in a number of other jobs
· is there too much under ‘medium term actions’?

· the actions should be taken out to employers for further consultation
· actions (f), (g) and (i) could be tied together as tiers of professional development
· out-of-school time is critical as this is when children are vulnerable
· it is important to find out more about staff, eg how many are doubled up? There needs to be a workforce profile/audit as a medium-term action
· the real question is what % of the population should be in after-school programmes, not what % is currently attending.
5. Profiling and Benchmarking of OSS workers
The following tasks were carried out in two separate groups and each group was asked to:
· Task 1 – draw an organogram for their organisation or from their experience of another organisation, covering key roles and responsibilities
· Task 2 – look at the commonalities between their diagrams and if possible, draw an organogram for a ‘typical’ organisation
· Task 3 – design a job description for each role in their organogram
· Task 4 – benchmarking person specifications –describe the type of people in the key roles in their organisations, ie what makes them good at their jobs?

· Task 5 – present actual and proposed salary ranges for each role that they had identified. 

Group 1 presented a comparative analysis of structures, roles, responsibilities and hourly pay for each person in the group as follows:
	Job description
	KASP
	Gateway
	Musselcare

	Staff

Hands on with children

Set up and pack away daily

Prep snacks

Initiate games/activities

Undertake delegated tasks
	Ground staff

$13.00 – $16.00
	Ground staff

Kitchen person

Drivers

$12.00 – $14.50
	Care workers
$12.56 – $15.00

(support staff CEC)

	2nd in Charge/Assistant supervisors

Fill in for supervisor


	Before-school programme supervisor

Sounding board

	Responsible for programme ideas

Designated first aider or delegated responsibility in emergency
$13.00 –  $15.00
	N/a

	Supervisor
Programme planning

Staff meetings

Policy/procedure review

Point of contact for parents
	All admin bar managing money

WINZ forms)

$18.00 – $20.00
	Staff meetings at Centre

$14.00 –  $17.00
	$14.40 –  $17.50 (support staff CEC)

	Administrator

All finance
	All WINZ finance

(see above)
	Bad debt recovery

Marketing/PR

Staff training

Office Management 

$15.00 –  $19.00
	All WINZ
$13.00 –  $20.00

	Management Level
	Parent Management Cttee.
	
	Principal

Board of Trustees


Group 1 person specifications
	· Staff
· enthusiastic

· engaging

· TEAM workers

· genuine interest

· hands-on

· fun, sense of humour

· creative

· knowledge of children

· communications: listener, open

· like children

· mature

· extras: guitar, musical, sporty, cultural, role model
· Proposed pay – $15.00 per hour


	· Supervisors – as for staff and:
· communicator

· organised

· planned

· responsible

· adept with people

· experienced with children

· knowledge of child/adolescent development

· health and safety knowledge

· adaptable

· vision

· approachable

· leader/delegator

· committed to values of organisation

· shared kaupapa

· Proposed pay – $20-30 per hour


Group 2 noted a wider variation than Group 1 in management/accounting roles in the individual organograms. However, they provided a ‘typical’ general managerial analysis, which was also supported by Group 1.

Group 2 person specifications
	· Supervisor
· empathy for children 

· child focused

· can relate to children

· communication skills, esp verbal

· initiative

· pro-active

· enthusiastic

· be a role model

· team worker (experience)

· previous child care experience

· personnel management

· punctual!

· presentation

· good planning skills

· outside influences (arts, crafts, sports, dance)

· Proposed pay, $15-20 per hour
	· OSCAR coordinator
· proven time management skills

· thick skinned

· good mentoring skills

· good communication skills

· computer literate

· financial knowledge for budgeting

· can work independently

· empathy for children, their background and development

· creativity in designing programmes

· problem solving

· interpersonal understanding

· minimum qualification OSCAR certificate, or degree in Rec. teaching


Additional individual observations on benchmarking wages:
· hourly rates offered for staff may just be for a set number of hours per week, eg 10 hours
· specialists (eg music and drama) will need to be paid at a higher rate to ensure that ‘you don’t just get any old body’
· ‘HIRE THE PASSION, TEACH THE SKILL’
· if we’re serious about establishing OSS as a career base, pay has to be benchmarked alongside pay in other areas
· need to pay also for non-contact time.
6. Recruiting OSS workers – scenario based work

The following task was carried out in two separate groups (different composition from previous tasks). Each group approached the task from the viewpoint of a different scenario. The task was to design a package containing best-practice guidelines for MARKETING, INTERVIEWS, INDUCTION and TRAINING. Guiding questions were as follows:
· How would you market your vacancy?
· How would you ensure your organisation appealed to the widest possible audience?
· How would you structure the interviews?
· What questions would you ask prospective employees?
· What selection criteria would you use?
· How would you structure the induction?
· What training do you currently offer, what training would you like to be able to offer?
Group 1, Scenario 1:  a provider in central Auckland with 50 kids 
· Marketing
· Ad brief – flexible, Professional Development offered, opportunity, $$

· Vocab points to Equal Employment Opportunities

· Plan/timeline

· Job pack and info sent out via email and snail mail

· network the vacancy (email trees, student job search, newsletter, local papers)
· Market to widest possible audience

· centre/school newsletter

· email trees

· local networks

· staff/jungle drums

· website

· WINZ work brokers

· Student Job Search

· newspaper advertising (localised)

· Trade Me/Seek

· Supermarket white card board
· Interview structure
· phone contact (screening)
· application forms (disclosures

· workplace visit 

· referees

· the interview

· set of prepared questions

· scenario questions

· personal information

· let them ask questions

· never appoint at interview
· Interview questions
· What makes you think you are the person we are looking for?

· Tell us about yourself

· By way of introduction, can you tell us a little about yourself and your work life up to this point?

· Why did you leave your last job?

· What strengths would you bring to the programme?

· What Professional Development would you like us to provide you with?

· Scenario – tell us about a time when…
· Talk about a recent success

· How do you cope with stressful situations?

· How do you engage with kids?

· Have you learned some new skills recently?

· Is there anything that might make it hard for you to do your job?

· Is there a question you want to ask?

· Selection criteria
· weighted attributes matrix

· person spec

· referee checks pre/post interview

· boxes to be ticked (permits, age disclosed, police vets, permission to contact referees,  license)

· professional judgement

· Induction
· welcome pack
· need to know/nice to know, productive, instructive
· don’t overload
· induction checklist

· buddy-worker
· orientation: intro to the kids
· team into and welcome
· health and Safety Induction
· induction programme booklet/checklist
· feedback – 2, 4, 6 week review
· policy Manual

· Training
· current training
· first aid (mandatory)

· health and Safety
· child safety (CYF can assist)
· team building

· would like…
· behavior guidance
· computer (EXCEL, Word, e-mail, etc) skills

· OSCAR Conference every 18 months

· Open Poly/Massey courses
· OSCAR Certificate

Group 2, scenario 2: a small rural provider in Takaka or Raetihi with 7 kids
· Marketing
· be aware of  the town profile when marketing

· neighbours down the road

· through school/parents

· word of mouth

· school care-taker (jack of all trades)

· school volunteers

· different skill set depending on the community, and nature of transient populations

· region-specific

· returning school kids for holiday programmes (maybe market to separate staff group for holiday and after school programmes)

· want kids to be charging eagerly to after-school programmes

· look for experts (singer, dacer, sportsperson, seamstress, storyteller, creative artist, visual,performing artists)

· HIRE THE PASSION, TEACH THE SKILL
· Market to widest possible audience

· promote friendly, homelike programme

· warm and welcoming – everyone an ‘aunty’

· for holiday programmes, go to employers (eg orchards)?

· it’s about knowing your community, and knowing who’s in it

· talking to the right people, eg shop people

· programme might take on what the capability of your staff would be

· may have to job split to maintain flexibility – can’t get all the skills in one person

· have to know the community, to maintain safety
· Interviews structure
· low-key

· still have standard questions – important for self-worth and professionalism

· depends on who you’re interviewing

· key things (2 referees and a police check)
· Interviews questions

· Why are you applying for the job? (though they may not in fact be applying)

· What are your interests and passions?

· What would you do if….scenarios relating to behavior or other things that came up (eg if you saw two children arguing…, if a child swore at you…)

· What would you like to do with the kids?

· Tell me of a time when….and how did you go about it?

· What could you share with the children?
· Selection criteria
· geography/natural resources/culture are important influence on who you go for, ie reflect the living circumstances and environment

· you might not get a choice! (especially for a job 700 hrs a year, $20.00per hour

· the one you have to work with – it’s about the personal relationship

· will he/she get on with the children

· interested in the outcomes of the children

· Induction structure
· have key points to get across/document

· at interviews, highlight specific needs of the person. What does this person need?

· talk through policies and procedures

· divide the info into (a)what do you need to know before the programme? (b) what do you need to know 2 weeks down the track?

· HIRE THE PASSION, TEACH THE SKILL
· Induction content
· Health and Safety

· safety and environment

· keeping yourself safe

· keeping children safe

· policies and procedures

· the philosophy I work with

· site induction (this is where we keep…)

· behavior management

· what happens operationally

· any paperwork re the children (eg allergies, info re the kids, but be careful of pre-judging)

· tell importance of complying with policies etc (could be too casual in small communities)

· Training

· What training do you currently offer?

· behavior management and Child Protection training twice a year

· First Aid and Programme Planning once every two years (ie minimum CYF training)

· What training what you like to offer?

· transport costs to get to Nelson for training (eg once a term, and let them know up front) and attendance at SCAR conference every 18 months

· programme planning in-house

· professional development in core areas: performing arts, singing, musical instruction, etc
· training and development courses available to all

· be able to offer for them to select a course each year that they could go to

· use training opportunities specific to the region (eg pottery) if they’re interested.

· General comments
· very area specific in this scenario

· maintain flexibility according to the kind of context

· need for a different style of recruitment, including inter-generational when people in communities know each other.
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Responsibility; grant applications (funding), review policy document, planning (weekly), disciplinary actions on staff





OSCAR COORDINATOR





COMMUNITY





GOVERNANCE





MANAGEMENT





ACCOUNTS





STAFF









Page 2 of 9

