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PERSON CENTRED APPROACHES

A CHECKLIST FOR PROVIDERS
Introduction:

The checklist is structured around 5 characteristics of person centred organisations (four of them are about how the organisation works and one about what it achieves for people) 

· Visionary leadership  
· Real partnership working 
· Continuous learning and development 
· Effective organisation 
· Making it happen – outcomes for people 
The outcomes for people that the checklist focuses on are taken from Keys to Citizenship (2003).  These are namely 

· Self-determination - when someone speaks for themselves and gets the support they need to represent them 

· Direction -  having a purpose and plan for your life 

· Support - having help which is really helpful, flexible and individual 

· Home - a place that belongs to you and which you can call your home 

· Money - maximising income and controlling your money 

· Community life - working, playing, learning or praying with fellow citizens and making friends along the way 

In using the checklist, you continually need to ask yourself ‘what is the evidence for this’.  Just thinking that the organisation does (or wants to do) some of these things is not enough.  Be honest. Please circle the descriptions that most accurately reflect your organisation – if none apply in a section please leave it blank. We want this check list to be useful for you and easy to complete.
Each feature is broken down into a number of characteristics, written as outcome statements that Providers should be achieving.  We set measures for different levels of achievement: 

· Getting started 

· Making good progress 

· Aiming High 

DETAILS OF ORGANISATION
NAME OF ORGANISATION……………………………………………………………………………………………………………….
CONTACT PERSON:……………………………………………………………………………………………………………………….
ADDRESS:……………………………………………………………………………………………………………………………………

…………………………………………………………………………………………………………………………………………

…………………………………………………………………………………………………………………………………………
TELEPHONE:………………………………………………………………………………………………………………………………..
WEB SITE:……………………………………………………………………………………………………………………………………
EMAIL:………………………………………………………………………………………………………………………………………..
TYPE OF SERVICE:………………………………………………………………………………………………………………………...
HOW MANY STAFF:………………………………………………………………………………………………………………………...
HOW MANY PEOPLE WHO USE THE SERVICE ……………………………………………………………………………………….
1. Visionary Leadership 

There is clear direction set by leadership which reflects Valuing People principles and is focused on outcomes for people with learning difficulties. 
	Getting started
	Making Good Progress
	Aiming High

	All staff know what Valuing People is and the key elements of what it says. 
	Managers have knowledge of key Valuing People expectations (e.g. Direct Payments, person centred approaches, using mainstream and community facilities, all means all) and the organisation has an action plan around these. 
	The Chief Executive of the organisation take personal responsibility for communicating the vision of Valuing People and reports progress on achieving these objectives to all stakeholders 

	There is a clear and simple mission statement, focused on outcomes for people. 
	The mission statement is known by all staff and used to shape decision-making. 
	When new opportunities arise or key and difficult decisions are made they are always referenced back to the mission statement. 



	There is a beliefs/values statement for the organisation stating the beliefs/values and principles which underpin its work. These include those from Valuing People: rights, inclusion, choice and independence.  
	These are embedded in the recruitment, induction and ongoing training for all staff.  Staff are appointed with a focus on their values and beliefs, not just experience. 
	There is clear evidence that values and beliefs are used every day to shape detailed and strategic decision-making and every aspect of what the provider does. 

	
	
	

	The Chief Executive keeps the board informed about Valuing People and motivates them to take a strong interest. 
	The senior leadership spend time with all levels of staff in the organisation and has contact with people with learning difficulties and their families who recognise her/him as a champion of the mission and values. 
	The leaders are known for challenging the status quo and standing up for the rights of people with learning difficulties in difficult times. 


2. Real partnership working 

The Provider works closely and effectively with people with learning difficulties, family members and organisations inside and outside of learning disability services 
	Getting started
	Making Good Progress
	Aiming High

	People with learning difficulties and family members are listened to by the agency – there is accessible information explaining how to have your say 


	There is a documented, simple and formal mechanism for consulting with people with learning difficulties and family members 
	People with learning disabilities and family members are on the Board and have the necessary support to participate. 

	Information is drawn together for people with learning difficulties about their rights, entitlements, services and processes (e.g. The Human Rights Act, Direct Payments etc) 
	People with learning difficulties and their families are supported to understand this information and told where they can get more information 
	Where information is not available, the organisation develops its own, paying attention to other languages and accessibility  The information includes information about mainstream entitlements as well as learning disability specific ones 

	The organisation is aware of the mainstream organisations which can help deliver Valuing people objectives (e.g. Health, transition, leisure, education etc) 
	The organisation receives information from key partner mainstream organisations 
	The organisation has an active link with those mainstream organisations (i.e. jobcentre plus, PCTs or Learning and Skills Councils) that have a potential of assisting people with learning disabilities. 

	The organisation is a member of a provider forum. 
	Knowledge and expertise which will benefit the people they support is shared with other local organisations. 
	There is collaborative work underway on projects, i.e. TOPSS funding applications, joint training, sharing of facilities and infrastructure. 

	Information from the Partnership Board is distributed to staff, people with learning difficulties, families and partner organisations 
	A senior member of staff has a link with at least one member of the Partnership Board 
	A member of staff, someone who is supported or a family member is a member of the Partnership Board or one of its subgroups 

	The gaps of provision in the local service market are understood, and in particular links are made with people from minority ethnic communities. 
	The organisation works with Commissioners to respond to the unmet demand from people in minority ethnic communities. 
	The organisation celebrates and uses the diversity of its staff to enrich the lives of people it supports. 

	The organisation is aware of local commissioning priorities 
	A manager attends provider meetings where/if they are called by Commissioners 
	The provider has periodic contact with a member of commissioning staff 


3. Continuous Learning and Development 

There are processes and a culture within the organisation which promote learning and development. 
	Getting started
	Making Good Progress
	Aiming High

	The organisation has a clear statement about its philosophy in relation to staff development and participation (its culture). 
	The organisation has identified ways in which its culture needs to change and has clear action plans to ensure these happen. 
	Staff have a high level of ownership and belonging, and are actively involved in shaping the organisation’s future.  Working groups are led by and include ‘junior’ staff to develop new initiatives. 

	The organisation provides opportunities for people with learning difficulties, their families and staff to learn about good practice  
	Staff and managers are up to date with good practice (particularly in areas of choice, control and community) 
	 There is demonstrable increase in the implementation of good practice

	Team meetings are used to generate ideas for how the service can improve. 
	There is learning from things that go wrong, or go well.  Incident forms, complaints and praise are reviewed for what can be learnt from them. 
	The learning cycle (think-plan-act-review) is used at individual, team and organisational levels to ensure regular service improvement. 

	There is a straight forward risk assessment policy which reflects person centred principles 
	All staff are aware of the risk assessment policy and have a simple mechanism to know when to use it. 
	Senior Managers promote an absence of a blame culture and well-managed risk is encouraged, with managers participating in the most difficult decisions. 

	Core training is identified for all levels of staff in the organisation. 
	All staff have Personal Development Plans which identify key areas for learning and development. 
	The Personal Development Plans reflect personal responsibilities in line with Valuing People objectives, the organisations priorities and the needs of people they support. When staff go on training they report back in supervision how they plan to use their learning to improve the service to people they support. 

	Managers understand LDAF and NVQ requirements and this information is available to all staff
	There is a plan to meet requirements for a qualified workforce which enhances staff effectiveness and makes the greatest possible difference to people they support


	Training extends beyond LDAF and NVQs to a more person centred framework.  All staff have regular opportunities to attend this training

	There is a clear and effective Equal Opportunities Policy which promotes maximising the potential of all people. 
	The organisation employs people from minority ethnic communities and disabled people into all levels of their organisations. 
	The organisation has a diverse workforce which reflects the local community, monitors progress and opportunity uptake (e.g. attending training) and purposefully encourages participation from underrepresented groups. 

	Staff have job descriptions which reflect person centredness and Valuing People objectives. 
	The induction and training for staff clearly reinforce the job description and the ‘listening and enabling’ emphasis of person centredness. 
	.  Job descriptions are shaped by the people the staff member will support as well as organisational needs. 


4. Effective organisation 

The Provider has clear and simple structures, systems and processes to enable it to be systematic and comprehensive about implementing person centred approaches 
	Getting started
	Making Good Progress
	Aiming High

	All existing services and any plans for new services are meet Valuing People principles and objectives. 
	There is a plan  to change those services most needing change – because they are not meeting the wishes of the customer or the needs of the organisation. 
	There is a long-term and public plan to bring services and support to reflect what people want. 

	There is a plan in place for every person who wants one to have a Person Centred Plan 
	Person Centred Planning information and experience are used to shape the work of all teams. 
	There is clear evidence that the development/strategic plan is informed by information from PCPs 

	There is a basic organisation development plan to move the organisation forward in line with its mission. 
	There is a strategy and action plan to address shortcomings relative to the mission and which identifies major objectives, actions, by whom and by when. 
	The development plan shapes the activities of the organisation, all staff know the key objectives which involve them and progress is regularly reviewed. 

	All income and expenditure is recorded in a clear and simple way and made available to people with learning difficulties and their families. 
	There are checks and controls on expenditure and income which are managed locally by operational staff. 
	The organisation regularly reviews the approach it has around finances to ensure that the right balance between a system of checks and allowing greater freedoms because they trust staff. 

	The organisation has identified all potential funding that can be attracted in to extend opportunities and supports for people. 
	The Budget has been increased by claiming mainstream funding (i.e. EC funding, ILF, Learning & Skills Council). 
	There is an action plan for each pot of mainstream funding that has potential to come in and improve the quality of life of people with learning difficulties. 

	All staff have monthly recorded supervision. 
	Supervision training is provided for all staff, and more comprehensively for line managers so they can support staff well. 
	Supervision is an opportunity to really shape the skills and effectiveness of both supervisor and supervisee. 

	There is an organisational chart with clear job descriptions for the different roles. 
	The organisation is working to reduce the tiers of management (operational and infrastructure) to the minimum so that resources are focused on people being supported 
	The organisation has no more than five levels of staff, who understand each other’s roles and responsibilities.  Infrastructure (personnel, finance, IT and admin) serves the operational services. 


5. Making it happen - outcomes for people 

There is a strong commitment to and focus on achieving positive outcomes for people with learning difficulties and ensuring that all supports and opportunities reflect their wishes, needs and aspirations 
a. Self Determination 
	Getting started
	Making Good Progress
	Aiming High

	Support staff and managers know about the different forms of advocacy and know how to access independent advocacy 
	Self Advocates, family carers and significant people in the person’s life know about the different forms of advocacy and know how to access independent advocacy 
	The organisation supports a self advocacy group and offers help to find independent facilitation. 

	Each person has a named person outside of the organisation to help them make decisions If they need someone 
	The organisation promotes the development of different methods of representation (e.g. Trusts, Circles of Support, Advocates) 
	No person is put in the position of making a key life decision without access to representation and support 

	Staff training includes information about the rights of people whom the organisation supports 
	There is easy to read information explaining the basic rights of people whom the organisation supports – this is always given to prospective new people and their families. 
	Training and support is offered to people whom the organisation supports and their family carers which details the rights they have 

	Each person has an easy to read contract of support (including tenancy documents where relevant) detailing their rights and responsibilities 
	Staff support people to understand their rights and responsibilities in these documents 
	Such documents are developed and reviewed in partnership with people with learning difficulties 

	There is evidence that all support staff are aware of how the people they support communicate 
	Person Centred Plans include clear communication information for a person and there is evidence that it is reviewed and updated regularly 
	All staff receive training in enhancing people’s communication and use their learning in their work with people. 

	Decision-making is reviewed to give more control to people with learning difficulties. 
	There is a purposeful focus on driving decision-making as close to the person being supported as possible. 
	Decision-making around support lies with the person with a learning disability, with support from staff. 


b. Direction & Support 
	Getting started
	Making Good Progress
	Aiming High

	All support staff have had awareness training in Person Centred Approaches and Person Centred Planning (including it in induction for new starters) 
	Awareness training has been offered to people with learning disabilities and family carers 
	Partner agencies and other stakeholders are offered access to awareness training and encouraged to go 

	People are listened to through Person Centred Planning and some action taken to support them to achieve what they want. Family and friends are involved in the process. 
	Outcomes from people’s PCPs shape and drive service delivery through organisational, team and individual action plans, and in staff selection, rota production, and resource prioritisation 
	There is a comprehensive integrated planning system which links organisational objectives, team objectives, person centred plans and budgeting systems 

	There are people who are making small changes to their service through PCPs 
	There are some people who are making fundamental changes to their service 
	There are many people who are making fundamental changes to their service 

	People with interest and an aptitude have been offered facilitators training in PCP 
	People with learning difficulties and their families are offered support to facilitate their own plans if they want to. 
	There is ongoing training and support for people who are facilitators to develop their practice and learning 

	People have access to a trained facilitator for their PCP 
	People are supported to choose their own independent facilitator (who is skilled at facilitation) for their PCP. 
	People with learning difficulties and family carers are supported to facilitate people’s PCPs where a person wants this 

	People who have complex needs or want to make changes in their lives are prioritised for Person Centred Plans 
	The PCP process is adapted around individuals to ensure that it really addresses what is most important to them in way they can understand and engage in 
	Some PCP’s are documented on alternative media such as video and CD Rom. 

	The barriers to people having the lives they wish are recognised and explored 
	Managers support people to solve barriers to people’s plans and take problems they cannot solve to senior managers 
	The organisation can answer yes to the four questions in the DH PCP guidance • Is Person Centred Planning happening? • Is it happening well? • Are people’s lives changing? • Are services changing as a result? 

	People with learning difficulties have individualised packages of support. 
	People with learning difficulties increasingly have mixed support arrangements including natural, community and informal supports as well as paid staff. 
	An increasing number of people with learning difficulties use their own Direct Payment to employ staff and fund informal support initiatives. 

	Organisations record how well they are doing in supporting people to get what they want 
	A comprehensive review process is used to measure success based on ‘Keys to Citizenship’, Reach, the 5 Service Accomplishments, SEQA or similar. 
	Leaders spend sufficient time with people supported to allow those relationships to shape their practice and actions. Success is measured by all staff primarily in terms of outcomes people have been supported to achieve. 

	People with learning difficulties are involved in the recruitment of their own staff 
	People with learning difficulties are always involved in the recruitment of all staff 
	People with learning difficulties are trained and supported in staff recruitment and selection 

	Teams have an implementation plan to ensure that PCP’s are put into practice 
	Team members interest and talents are matched to the people whom they are supporting 
	Team members use their own personal connections to support people getting better connected into their community. 


c. Home 
	Getting started
	Making Good Progress
	Aiming High

	There is a separation of housing and support 
	The landlord is different to and independent of the support provider 
	There is evidence of the housing provider advocating for people’s support rights with the support provider and vice versa. 

	The organisation ensures that people have access to information about their housing rights 
	The organisation builds up good relationships with housing staff 
	The organisation actively supports people to find better accommodation when they want to move 

	There is a clear policy which recognises the privacy of people with learning difficulties in relation to staff entering the house and individual’s bedrooms 
	Staff do not have keys to the house, unless the person/people living there has expressly authorised it 
	Staff do not enter a house when the person living there does not give their permission and the organisation has a contingency plan for when this happens 

	The organisation has the bare minimum of paperwork and notices in the house 
	Staff are encouraged to challenge Inspectors over the need to have paperwork or notices in the house 
	The bare minimum paperwork is kept discretely in a domestic piece of furniture. 


Please return to:  Mike Dennis Contracts  Manager, 3rd Floor Bartholomew House , Bartholomew Square , Brighton , BN1 1JP
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