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Executive summary The impact of leaders, both political and officers is key in 
supporting a stable and confident workforce, and an 
environment where effective social work can occur.  

 
Effective social work and early help systems and services 
improve the life chances of the most vulnerable children in 
our community.  

 
Critical to this is that the local authority social care workforce 
is sufficient, suitably qualified and supported to deliver high-
quality services to children and their families. 
 
The market is challenging, which is linked to the national 
shortage of qualified social workers, the difficulty of the role, 
the volume of need in a community and how effectively this is 
owned across the whole system and how competitive the 
regional market is. 
  
 

Recommendations It is RECOMMENDED that: 

 The Committee consider and note the details in the 
report. 
 

Reason for 
recommendations 

To assure the Committee that the service is prioritising the 
recruitment and retention of staff and has a line of sight as to 
the current social work staffing position across the service. 
 
The recruitment and retention of skilled, motivated and valued 
staff underpins the delivery of good outcomes for children. 
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1. Background 

 
1.1 The impact of leaders on social work practice is likely to be good if there is 

evidence that leaders (both professional and political) and managers are 
confident, ambitious and influential in changing the lives of local children, 
young people and families, the regulator Ofsted validates this view. 

 
1.2 Critical to this is that the local authority social care workforce is sufficient, 

stable, suitably qualified, valued and motivated to deliver high-quality 
services to children and their families. 

 
1.3 To enable this there must be evidence that there is effective 

organisational support for the recruitment and retention of social workers 
and managers and that leaders and managers have created an 
environment where good social work can flourish. 

 
2. Details 

 
 

2.1 The context within which a workforce is operating is key. BCP children’s 
social work services are working to create a simpler model which enables 
more effective relationships with families to be supported. The model we 
believe will for the majority of front line workers enable more space and 
time to enable effective and impactful work with children and families. 

2.2 The restructure of the children’s social work teams is in train and we are 

aiming to ‘go live’ in October. 

2.3 Post restructure we will still have to work through accommodation issues 

to maximise the benefits of the new team approaches and services to be 

realised. 

2.4  To enable BCP to realise the ambitions of a good Local Authority, our as 
Workforce Development Strategy looks to: 
 
‘Foster a passionate and skilled workforce that is well-led and 

committed to working alongside children and their families. 
 

2.5  Recruiting and retaining good social workers and an early help workforce 
is the bedrock of a good authority. More importantly the consistency in 
those workers is the main factor that families point to in being able to build 



 

relationships. Effective relationships enable positive change to be 
facilitated to ensure children are safe and secure within their family 
networks or alternative forever families if in our care. 

 
2.6 The market within which BCP recruits and seeks to retain social workers 

is highly competitive. There are several factors which a Local Authority 
must pay attention to if it wants to both recruit and retain social workers. 

 
2.7 The factors include: 
 

a. salary 

b. support to progress and develop 

c. the number of children that an individual social worker is asked to 

work with at any given time 

d. the effectiveness and ease of case work recording management 

systems 

e. how the wider system operates and supports children, as well as 

f. how supported they are by the line managers and senior leaders. 

 
2.8       The need to support more people to become social workers is a national      

and regional issue. BCP is continuing to be a member of the national ‘step 
up to social work ‘programme in partnership with Bournemouth University. 
This local partnership will support 10 to 12 students between 2020 and 
2021. 

 
2.9  The market for qualified social workers has more newly qualified social  

workers within it, who need to compete their Assisted and Supported Year 
in Employment Local Authorities need to have a planned approach to 
respond to this, so that the individuals feel supported to progress and 
learn, but also the induvial teams within which they work still have enough 
experience within them to manage and work with very complex and risky 
situations alongside families. 
 

    2.10   Some Local Authorities have joined national schemes to recruit and  
support this newly qualified cohort of social workers, called ASYE’s, 
others have developed a targeted local programme of support. BCP will 
be in 2019/20 developing a local approach. 

 
2.11 The current staffing situation in the children’s social work services is : 
     

Permanent Social Worker    80.3% 

Agency Social Worker           7.5% 
Real vacancy personnel      12.2% 

 
2.12 Our current pressure points in staffing include several social workers on 

maternity leave or about to go on maternity leave, and some long-term 
sickness.  Additionally, there are higher number of agency workers due to 



 

the creation of a new team for Christchurch as no Social Workers TUPE 
across from Dorset Council and a higher rate of agency (50%) in our 
Assessment teams. The increase in the vacancy rate is consistent with 
the establishment of a new social work team for Christchurch. 

 
2.13     There are some teams within BCP which have experienced acute staffing 

shortages arising from the range of issues below and the lac of response 
from the agency market, which has been more acute over the summer. 
The service put in a whole service response to this situation to ensure the 
managers and children in need open to those teams continued to be 
supported effectively over the summer. 

 
2.14  We are not yet able to provide a combined turnover rate for BCP. This will 

be available in October as part of the workforce census. 
 

    2.15  The range of individual children allocated to Social Workers is from 7 – 26     
in Child in Need teams. Caseloads can vary depending on the amount of 
individual work required with each child. 

       
2.16 In terms of social work feedback, we have made changes in response to 

the pressure and issues that our front-line colleges in the front door teams 
(MASH and Assessment) told us in May. 

 
2.17 We have heard feedback from some of our new ASYE that the planned 

support model is not as strong as it needs to be, the service has 
responded to this and by September / October a new approach will be 
trailed. 

 
2.18 This approach will sustain our highly commended offer to our students, as 

well as building a longer-term support and career development pathway 
that not only develops future leaders, but also develops the skills, 
knowledge and expertise of our workforce. 

 
2.19 Evidence of the importance of longer-term support has been recently 

captured in a national report from DFE. The report identified that 
Children’s social workers moving on from their assessed and supported 
year in employment (ASYE) need more help whilst they adjust to 
expectations placed on them as experienced practitioners, government-
backed research has concluded.  The IFF Research agency identified the 
period two to three years after qualification as a pinch-point for social 
worker stress. “The qualitative research identified a shift in perception 
among some social workers, who began to feel less positive about the 
role as they moved out of the ASYE and encountered “more of the ‘reality’ 
of the job,” the report said. 

 
2.20  Key elements of the Workforce Development Strategy will be: 
 

a. Continuing to offer a high level of student placements 

b. Considering the effectiveness of bursaries for final year 
students, secondments and a range of qualification routes 

https://www.iffresearch.com/


 

c. Continuing to be a key partner in the National ‘step up to social 
work programme’ 

d. Trailing approach to the line management and support of the 
individual ASYE 

e. A planned programme of learning for the ASYE cohort 

f. Ensuring we remain competitive regarding salary and the 
market 

g. Harmonising case loads across the whole service 

h. Implementing and embedding the practice model - signs of 
safety 

i. Ensuring front line colleagues are supported through effective 
individual and group supervising and be clear of ‘what good 
looks like ‘in this regard 

j. Ensuring managers are supported to be effective and impactful 
leaders 

k. Ensuring the training and development model for the service is 
simple, coherent and targeted so hat our whole staff group are 
working in appropriately consistent ways 

 
3. Summary of financial implications 

 
None at this stage in the development. We aim to refocus    resources to 
support our ASYE cohort 
 

 
4. Summary of legal implications 

 
      None. 

 
5. Summary of human resources implications 
 

      None. 
 

6. Summary of environmental impact 
 

      None. 
 

7. Summary of public health implications 
 
     None. 
 

8. Summary of equality implications 
 

Equality and diversity are key areas of training and development in the 
children’s social care and early help workforce. Of consideration is how 
we deliver a collaborative approach with families. This is to ensure that 
we gain a thorough understanding of the lived experience of children; 



 

to understand that good is not defined by a narrow perception of family 
life; and to support families to build on their strengths and understand 
why we have identified risks to children’s safety.  
 

9. Summary of risk assessment 
 

    Not applicable. 


