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	Strategic planning guide

	Victorian assistant workforce model – Element 5, all activities


Overview

The strategic planning process will result in a framework for informed and strategic action within the organisation. The AHA workforce strategic plan gives your organisation an evidence base for growing the AHA workforce over the next five years. 
Your organisation may already have a number of resources that can assist with developing the AHA workforce strategic plan, including:

· organisational strategic goals for implementing the VAWM
· organisational priorities and organisational strategic goals and plan
· data collection and the data analysis conducted during the VAWM
· broader VAWM aims
· discussion of strategic goals and plans with stakeholders.
Key components in the AHA workforce strategic plan

Goals

The strategic goals should be informed by the priority areas identified in the data analysis (Element 4), organisational goals established for VAWM implementation (Element 1), and stakeholder consultations. Strategic goals should be consistent with the overall aims of the VAWM and provide a foundation for determining more specific objectives. Goals designed utilising the SMART goal framework will clarify exactly what is expected and the measure used to determine if the goal is successfully achieved (see Activity 1.2).  
Objectives 

Each goal is broken down into specific objectives. Objectives refer to specific measurable results for the goals and describe what will be accomplished and by when. It is also recommended that objectives follow the SMART framework.  

Action required to achieve strategic goals and outcomes

The action will detail how each objective/goal will be accomplished. 
The action will need to include an action plan, the resources required and the people responsible for the action, the key partnerships required in the action and the timeframe for the action to be completed.
Key outcomes or outputs
Successful implementation of the AHA workforce strategic plan will be measured by monitoring progress against the goals and objectives included in the AHA workforce strategic plan. In order to measure success, key outcomes or outputs need to be defined and included in the plan.  
Outcome measures support evaluation of effectiveness which can provide the basis for further organisational change and improvement. Data analysis may detail information to assist in the development of meaningful measures of outcomes or outputs. 
Documenting the successful outcomes may also provide evidence to gain support and/or funding for further progression of the goals/objectives, while documenting unsuccessful outcomes may help identify further threats and barriers in achieving the goals as outlined in the AHA workforce strategic plan.  

The AHA workforce strategic plan may include two different types of measures: outputs and outcomes.  
· Outputs are the direct and measurable products or results of activities, and often expressed in terms of units (hours, number of people or completed actions). Outputs lead to desired outcomes (Olsen 2012). Outputs often refer to the activities that are conducted and the number of people reached, and can provide information about the efficiency of a program or service delivered (Olsen 2012). Outputs can include: number of training sessions or education provided, increases in AHA FTE, number of competency tools developed and implementation of governance structures.  
· Outcomes measures are the results or impact of outputs and are often expressed in terms of an increase in understanding, and improvements in desired behaviours or attitudes. The outcome measures should refer to the short-term, mid-term, and long-term goals in the strategic plan. Outcomes measure whether changes (or outputs) meet proposed targets or standards and demonstrate impact and benefit (Olsen 2012, Innovation Network 2010). Outcomes may include productivity and effectiveness (Government of Newfoundland and Labrador 2005), improvements in staff competence, increased responsiveness of care (i.e. reduced wait-list times), improved quality of healthcare and increased staff satisfaction. 
Table 2 outlines three example strategic goals that were identified by organisations during implementation of the VAWM in 2012–15.

Table 2: An AHA workforce strategic plan example
	Goal 1: To increase use of AHAs across Greenfields Health allied health, such that 12 per cent of the allied health workforce is made up of AHAs by December 2016, and 15 per cent by December 2017

	Objective
	Outcome/output measure
	Action plan
	Key partners
	Responsible
	Resources Required
	Timeframe

	Implement two new AHA roles in Paediatric and Community Rehabilitation Services by July 2016
	· Position descriptions x 2 endorsed by executive management

· Available resources identified

· Submission for funding proposal completed for one to two relevant internal and external funding grants (including 2015–16 budget)
	· To develop a clear position description for a multi-disciplinary AHA in Paediatric and Community Rehabilitation Service by June 2015

· Identify available resources for recruitment to two new roles
	· Human Resources

· Other organisations involved in the VAWM

· Allied health managers

· AHAs

· AHPs


	Allied managers
	· Funding for recruitment

· Supervision/ governance structure (refer to Goal 2)
	July 2015

	Objective
	Outcome/output measure
	Action plan
	Key partners
	Responsible
	Resources required
	Timeframe

	Implement AHA roles in intake for risk screening and demand management by December 2015
	· Priority tool developed

· Procedure for risk screening and triage by AHAs developed

· Competency tool and skills training for role developed

· Reduced waiting list times for high-risk clients accepted onto programs.
	· Develop priority tools for use by AHAs to triage clients via telephone

· Develop procedure/pathway for risk screen and referral to AHP from AHA

· AHP to provide appropriate training and competency assessment 

· Evaluate developed model
	· Human Resources

· Other organisations involved in the VAWM

· allied health managers

· AHAs

· AHPs


	· Allied health manager
· Occupational Therapy
	· Procedures and guidelines

· Competency skill examples

· Benchmarking with other organisations
	December 2016


	Goal 2: To ensure 100 per cent of the AHA workforce is appropriately skilled, competent and accountable in their provision of patient care by November 2016

	Objective
	Outcome/output measure
	Action plan
	Key partners
	Responsible
	Resources Required
	Timeframe

	To implement standardised Continuing Professional Development guidelines for the AHA workforce by September 2015 
	· Continuing Professional Development procedure developed

· 100 per cent of AHA participating in supervision structure 
	· Benchmark and consult

· Review and implement standard supervision procedure
	· Professional associations

· Other health organisations


	Allied managers and community executive
	· Supervision and delegation framework for AHAs

· Time to consult and benchmark
	May 2015–Sep 2015

	Objective
	Outcome/output measure
	Action plan
	Key partners
	Responsible
	Resources required
	Timeframe

	To develop and implement evidence of competency and scope of practice guidelines for the AHA workforce by June 2016


	· AHA competency and scope of practice guidelines document

· 100 per cent of AHAs complete individual scope of practice  document
	· Review current guidelines, recruitment, competencies and procedures 

· Benchmark and consult

· Conduct focus groups with a range of AHAs to develop document 
	· Other health organisations

· Credentialing and Scope of Practice Committee


	AHA operational leader
	· Supervision and Delegation Framework
	March 2016–Nov 2016

	Objective
	Outcome/Output Measure
	Action Plan
	Key partners
	Responsible
	Resources Required
	Timeframe

	To develop four AHA competency assessment tools in high risk areas by December 2015
	· Competencies developed

· Relevant training program provided
	· Scope, consult and determine AHA high-risk areas

· Develop specific competencies as identified through consultation/ and or that addresses National Standards

· Roll out training to relevant AHAs via a training program
	· AHPs

· AHAs

· Allied health and program managers
	Grade 3 AHP in clinical areas and allied health managers
	· Supervision and Delegation Framework

· Internal and external training packages

· Time
	April 2015–December 2015


	Goal 3: To implement clinical and operational governance structure for the AHA workforce by September 2016

	Objective
	Outcome/output measure
	Action plan
	Key partners
	Responsible
	Resources Required
	Timeframe

	To develop appropriate accompanying policies, procedures and guidelines by December 2016  
	· Completed updated and appropriate AHA Policies, procedures and guidelines 

· Plan to implement policies, procedures and guidelines 
	· Collect and collate internal and external resources to support Policies, procedures and guidelines  development

· Development of templates to support documents

· Review and prioritise existing  policies, procedures and guidelines

· Policies, procedures and guidelines implementation and evaluation 
	· AHA working party

· Project Lead

· Allied health and executive managers

· External organisations
	AHA operational manager/ leader
	· Existing policies, procedures and guidelines 

· Internal and external resources
	April 2016–December 2016
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