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Introduction    

1. We are committed to developing a high-skilled and high-performing permanent workforce, 
fostering an environment where good to outstanding front-line practice can flourish. 

Workforce Planning is of great importance in a challenging national and local context of 

increasing demands and decreasing resources. In response to this context our strategy 

commits to strengthen our position in BCP Childrens Services as a Learning Organisation 

through the BCP Partnership Academy. 

 



 

 

 

We want BCP to be a place where people want work. We value our workforce and recognise 

that they are our most valuable asset so we want to deliver high quality, professional 

development opportunities for all our staff.  

 

Overall, our workforce priorities are: 
 

 Embedding and sustaining good practice right from the start; getting the basics right.
 

 Developing career pathways and staff that are committed to best practice standards.
 

 Embedding a strengths-based model of practice and ensuring the child is at the 
front and centre of everything we do in BCP Children’s Services.

 

 Delivering services that keep children and young people safe 

and help families achieve positive outcomes.

2. To achieve this aspiration the ‘BCP Partnership Academy’ led by BCP Council is in its first 
phase supporting our workforce planning and a dedicated website has been launched. The 
overall aim of the Academy is to focus on delivery of Best Practice and to provide and 
deliver high quality children’s services by encouraging a learning culture across all local 
agencies who provide services to children, young people and their families.  

3. We are doing this through ambitious and aspirational workforce planning and development 
supported with investment funding via the DfE and through our own resources. The 
opportunities and strategies we have in place (see below) include.  

 

4. Learning and Development BCP Partnership Offer  

The BCP Partnership Academy, has a learning and development offer supporting learning 
and development needs that go beyond a single agency. (See Appendix 1 Partnership 
Training Offer) The Academy model aims to strengthen partnership arrangements and 
interventions in line with the improvement and transformation programme for children’s 
services. As it develops it will promote consistent multi-agency delivery of best practice to our 
most vulnerable children and families and enable a wider understanding of roles and 
responsibilities across partnerships. 

As well as reaching out to the wide range of children’s practitioners, the Academy will also 
continue to work in partnership with Bournemouth University to support social work students, 
ASYEs and the continuing professional development of social workers. The BCP Partnership 
Academy Board meets regularly to oversee the workforce planning needs and delivery of the 
Partnership.  

5. Learning and Development Offer - Childrens Service Training Programme 2021-2023 

(Appendix 2) 

The offer aims to share both national and local best practice through a range of digital and 
face to face workshops and learning events. We have also developed bite sized learning 
sessions over MS Teams, designed to fit into the working day easier (from 1.5-hour 
workshops up to a maximum of 3-hour workshops).  

New Children’s Services colleagues are offered Induction training with protected time in 
their first 2 weeks of employment. They are also required to attend all of the Practice 



 

 

fundamental Workshops in the first 4 weeks of employment. Practice Fundamental training 

is also mandatory for existing staff. The aim is to support new staff and remind existing 
practitioners of best practice standards to ensure that our workforce are equipped with the 

knowledge and skills to safeguard children and young people in BCP. 

 

6. Development of Leaders  

(i) Leadership Mentoring  

Through the Partners in Practice arrangements, Hampshire County Council has provided 
mentoring for 8 future leaders within BCP, expanding to 12 in January 2022. This has 
supported us to build a strong permanent senior leadership team. Feedback from the 
managers' taking part has been positive. Leaders report increased confidence, greater 
understanding of the impact of leading an improvement journey and building networks for 
support in the future. 

(ii) Management Development  

The Institute of Public Care have worked with us to provide leadership training to team and 
service managers. As a result, the managers attending are currently designing and 
developing a Brighter Futures conference for all staff in Spring. The feedback from the 
training was summarised under the following headings:  

• Personal qualities of managers - resilient, thoughtful, child-centred, caring, motivated, 
reflective and open to learning.  

• Behaviours and action - managers are adaptive, flexible, they seek engagement and 
empowerment, are solution focused, committed to embracing change, creating stability 
and manage uncertainty well. They are motivated to be ‘conscious’ leaders. 

• Relationships and participation - managers are looking for a shared vision and one 
BCP culture, they are motivated to be connected as leaders and managers, and they 
are motivated to strengthen collaborative working and look for innovative and creative 
solutions to problems arising. 

 

7. Recruitment and Retention – to improve workforce stability  

This has been a significant challenge for us as it has been within the region and nationally. In 
particular, we are receiving feedback from recruitment agencies that they are experiencing a 
lack of appetite for permanent contracts, especially amongst senior leaders. The same is true 
in our front-line partner agencies.  

Despite all efforts, we have experienced a higher level of staff turnover which has impacted 
on the pace of improvement. At times we have lost large numbers of social workers and 
team managers in a short space of time, particularly to neighbouring authorities, and we 
have been concerned that people will not want to come to work for BCP Council because 
news of our challenge’s travels.  

A recruitment and retention strategy is in place, regularly reviewed and the percentage of 
social work posts filled by permanent staff has been on an upward trajectory across 
Children’s Social Care over the last 6 months, with some strong appointments to key 
permanent roles. 



 

 

We aim to recruit a permanent workforce by April 2024 reducing our current reliance on 
agency staff to 30% by April 2022 and 20% by April 2024. Our workforce profile will be 80% 
permanent staff, 30% who will be our ASYEs.  

To achieve this our recruitment and retention approach includes. 

 a dedicated recruitment website, working with 2 national agencies to support the 
recruitment of permanent staff,  

 an additional £3,000 payment to enhance the salary package for existing and newly 
recruited children’s social workers, 

 additional market supplement payments  for Team Managers of £7,000 pa 
commencing in Quarter 4 to attract permanent workers,  

 supporting some agency workers with accommodation costs,  

 a highly competitive relocation payment of £8,000 for permanent workers .  

 In addition, we continue to support a high number of ASYEs, so that we can grow our 
own future workforce. 24 ASYEs graduated in October, and each adds present and 
future value to our workforce.  

 The appointment of a permanent Director of Children’s Services to start in January 
2022 provides a vital building block for future leadership strength and stability.  

 During Covid we continued to interview and recruit permanent and agency staff and 
enabled, where required, contingency over establishment to ensure that children were 
properly safeguarded.  

 We have been successful in moving some staff from agency to permanent contracts, 
on a “try before you buy” basis.  

 We have recruited 15 international Social Workers through partnership working with a 
reputable recruitment agency. They start with us in February and March 2022 (delayed 
from January due to Covid)  

 For those staff who would like one, we carry out exit interviews when colleagues leave, 
to understand the reasons for their departure and their experience of working with us. 
Over the last year, 31 exit interviews have been carried out in Early Help and Social 
Care, and the top three reasons for leaving were unmanageable workloads, not feeling 
valued, and culture. These findings triangulate with those of the Progress Forum, and 
with that give us clear priorities to about how to improve staff wellbeing across 
Children’s Services 

 

8. Progress Forum  

The Lived Experience of staff is tracked on a bimonthly basis through the staff-led initiative 
the ‘Progress Forum’. This seeks the views of staff on a regular basis through a 
questionnaire in order to measure impact and inform learning. The current main priorities are 
below, and each priority has a group leading on tasks to coproduce a response and feed into 
the learning and development programme:  
 

i. Staffing capacity and numbers  
ii. Clarity and communication  
iii. Workforce stability  

 



 

 

 

9. Childrens Services Toolbox   

       Our Children’s Services Toolbox describes the way we do things in BCP – our operating 
manual. It was created to support the rapid improvement required and sets out what good 
looks like for BCP Children’s Services. It highlights good practice and sets out how we build 
on this to be good, or better than good, at everything we do. Each section was coproduced 
with colleagues and partners, to capture how each service works, the big issues, and good 
practice. We have launched the Toolbox at a series of events, where teams have 
showcased their services, tools and experience. Despite this, there is more to do in 
embedding the Toolbox and achieving a consistency is practice across the service. The 
Toolbox is updated and added too at regular intervals in order for it to stay current. 

Summary of financial implications 

10. There are currently no identified financial implications. The team will be subject to Smarter 
Structures planning later in the year. 

Summary of legal implications 

11. There are currently no identified legal implications. 

Summary of human resources implications 

12. There will be human resources implications as we continue to develop the Academy to include 
learning and development opportunities for wider staff groups and our partner agencies.  

Summary of sustainability impact 

13. The Council has signed up to the climate change emergency and as such we are delivering 
many of our training offers online to minimise travel of our workforce to training venues and 
the reduction in printing costs from learning materials/handouts as all material is now shared 
electronically with participants. 

Summary of public health implications 

14. The staff in our team who provide face to face support, mentoring and observations of practice 
have all received the Covid vaccines, are provided with suitable PPE and use buildings/office 
space where social distancing and good ventilation can be maintained. 

Summary of equality implications 

15. There are no current equality implications. As the Smarter Structures work begins there are 
likely to be equality implications that will need to be assessed. 

Background papers 

The Learning and Workforce Development Team Annual Report 2020 2021 

The Learning and Development Policy 2021  

Appendices   

Appendix 1 Partnership Training Offer  

Appendix 2 Childrens Service Training Programme 2021-2023  
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