
AGENDA ITEM NO.6

BRISTOL CITY COUNCIL

HUMAN RESOURCES COMMITTEE

For Resolution

24th March 2011

Joint Report of: Strategic Directors Corporate Services and 
C&YPS

Title: Child Protection Social Workers Pay: Recruitment 
and Retention 

Officers Presenting Report: Bob Phillips, HR Business Partner CYPS 
Anne Farmer, Area Service Manager

Contact Telephone Number:  0117 9036785

RECOMMENDATION

The Committee is asked to :

(1) Approve the implementation of a “responsibility allowance of £500 
p.a to be paid to designated Social Workers within C&YPS, in 
recognition of their childcare responsibility, as set out in paragraph 5.2;

(2) Agree that this payment, which is effective from 1st April 2011 is for 
a period not exceeding 3 years duration, pending the Review by the 
Government through the Social Work Reform Board (Section 4);

(3) Agree that this proposal constitutes an interim amendment to the 
Council's Pay Policy, pending the consideration of (2) above.

(4) Agree that the additional responsibility allowance will be subject to 
a performance criteria, as set out in paragraph 5.1.

Summary

There is a national shortage of experienced Child Protection Social 
Workers in safeguarding and child protection teams. Bristol needs to 



become more competitive in attracting and retaining experienced Child 
Protection social work staff and is implementing a local range of 
initiatives to support recommendations likely to arise from national 
reviews of the social work profession.  Currently Bristol employs 125 
Child Protection Social workers and retention of staff has been 
extremely difficult, particularly in the last five years.

The significant issues in the report are:

• The recommendation of an additional payment to Child 
Protection Social Workers

• Turnover and retention rates
• Measures other than pay to assist in retention.

1.  Policy

1.1 Lord Laming's report on “The Protection of Children” (March 
2009) identified that there is a national shortage of qualified 
Children's Social Workers skilled in safeguarding and child 
protection work. The implementation plan arising from that report 
stated that “Local Authorities find Social Workers with children 
and families their most difficult recruitment and retention 
challenge” (section 1.6.6). The subsequent reports from the 
Social Work Reform Board 'Building a Safe and Confident Future' 
and Eileen Munro's Interim Report on Child Protection Services in 
England have all supported this view. “Vacancies especially in 
child protection services remain very high and many Social 
Workers report they cannot spend as much time as they would 
wish with children, adults and families”.

Bristol, in-line with many other Local Authorities is having difficulty 
retaining experienced Child Protection Social Workers to work in 
this challenging area. 

1.2    Although Bristol's Pay Policy recognises that posts that are hard 
to fill and retain, and may need additional incentives (Section 5.5 
hard-to-fill post market supplements), the key purpose of this 
proposal is to address the issue of retention to a particular group 
within the Social Work workforce. This group of staff undertake 
“frontline Child Protection” work. However, it is considered that an 
amendment to the Pay Policy to facilitate the award of a 
responsibility allowance would be more appropriate than the 



award of a temporary “market supplement”.  The basis on which 
this responsibility allowance would be awarded, is set out in 
paragraph 5.2 below.

Although this report recognises this is a retention issue rather 
than a post defined as 'hard to fill' nonetheless consideration was 
given to the Pay Policy and as a consequence the 
recommendation of this report is that this proposal constitutes an 
interim amendment to the council's pay policy. However  the Pay 
Policy, has been referenced  to evidence the activity that has 
taken place to look at other options. Within the Pay Policy areas 
to be considered by the Service Director to address hard to retain 
posts have been noted. The areas identified within the policy for 
consideration  and discounted as effective solutions were : 

• Restructuring the service. This has been undertaken via review of 
safeguarding services in November 2007.  The new structure 
attempted to streamline roles to ensure duties and responsibilities 
of the posts met the needs of vulnerable children  by developing a 
specialist approach to service delivery. Despite this reorganisation 
retention has continued to be problematic.

• Measures have been put in place through recruitment and 
retention initiatives [as noted in appendix A + B] which have been 
systematically developed since 2005 however retention continues 
to be an issue. Should this be awarded, it will only relate to Social 
Workers identified as Child Protection Social Workers and if an 
employee moves to a post without this designation, normal 
payscale arrangements apply.

2.  Consultation
 
2.1 Internal
          
        Consultation was undertaken with staff through a series of  face to 

face meetings and questionnaires with children's social workers 
and managers as part of developing range of recruitment and 
retention initiatives contained within the final recruitment and 
retention report presented to the CYPS DLT in July 2010 (see 
appendix A). The report was commissioned because of the poor 
recruitment responses from experienced practitioners to both 
social work and management posts. Staff were largely in support 
of this proposal, recognising the poor retention amongst Child 
Protection Social Workers because of the demands of the role.   A 



quote from an Adult Care Social Worker who has recently joined 
Children's Services summarises the issues; “I chose to relocate 
to Children's Services to increase my face-to-face contact with 
service users. The work is challenging and I was surprised by 
the unpredictably and pressure, particularly in relation to the 
complex situations frequently presented to me. Even as an 
experienced social worker the pressures are much more than I 
anticipated.”

2.2 External

Two consultative meetings were held with representatives from 
UNISON and GMB .

3.  Context

3.1 A project was commissioned in C&YPS to review Child Protection 
social workers and team managers' pay and career 
progression criteria in order to make Bristol City Council a more 
competitive employer and improve retention. Although all Social 
Workers across Children's Services work to a standard job 
description, the responsibilities within the role vary considerably, 
and the Child Protection Social Worker has specific duties which 
as noted in paragraph 5.2, are challenging.  In total, Bristol 
employs approximately 250 Social Workers in Children's Services 
but the retention issues apply specifically to 125 of that group.

3.2 The retention issues identified in relation to Team Managers were 
resolved through a successful re-grading exercise, completed in 
December 2010.

3.3 There is no current national pay structure for Social Workers, and 
Local Authorities offer a range of conditions and incentives. To 
enhance Bristol's competitive edge, an additional £500 per 
annum for frontline child protection staff has been proposed for 
assessment team social workers, area based Social Workers and 
hospital Social Workers all who undertake similar duties and 
responsibilities.  As noted in Appendix E a supplement is used by 
some authorities [Swindon being the key example] to attract and 
retain Social Workers to the same posts as those discussed in 
this report. Local Authorities are increasingly using creative 
methods to attract and retain staff and Bristol needs to ensure it 
continues to be an employer of choice by developing similarly 
attractive arrangements. The recommendation for £500 is based 



on the amount equivalent to one increment and is within the 
budgetary framework for the recruitment and retention defined by 
the funding from Lord Laming.

3.4 Both Lord Laming's Report and the Social Work Reform Board 
recognise that pay is only one of the elements contributing to 
recruitment and retention of Child Protection Social Workers (also 
recognised in the Recruitment and Retention report of Anne 
Farmer see Appendix A), and some of the recommendations 
arising from the SWRB and through the recruitment and retention 
report and plan can be implemented prior to the implementation 
of national initiatives. 

3.5 In the report of the Services Manager, Anne Farmer 
(Safeguarding - East and Central) (see appendix A of the report), 
[and in anticipation of national recommendations] local action that 
can be taken to improve recruitment and retention include:  

• Improving training
• Review of career progression scheme for social workers 
• Enhancing supervision and support arrangements for 

'frontline staff '
• Promoting worklife balance arrangements 
• Identifying and implementing more effective support for 

frontline workers through the development of the social work 
assistant role.

The positive impact of these actions will only be realised over a 
longer period of time and should be viewed as work-in-progress.

3.6 However, in addition to the above Bristol needs to offer 
competitive pay rates to attract experienced Child Protection 
Social Workers to frontline posts and ensure recognition of the 
specific challenges of retention of staff in this role. Bristol's 
capacity to recruit staff has prevented the need to employ agency 
staff [unlike may of our neighbours and comparator authorities] 
which impact on both salary budgets and safe service delivery. 
The cost on one agency social worker is twice the cost of a 
recruited member of staff. Thus reducing turnover and retaining 
staff reduces the need for the employment of agency staff with  its 
inherent cost, impact on team stability and staff morale.

3.7 Appendix C1 - C3 notes the turnover rate of Social Workers in 
front line Child Protection posts in comparison to more specialist 
areas within the department. This equates to 



• 19% turnover in frontline posts child protection in January 2011, 
compared with 0% in Family Placement 

• 13% in Children in Care. 

This pattern has been reflected in the 2010 figures similarly,and is 
higher than other departmental averages across the City Council, 
[10% and below]

3.8 Whilst the recent OFSTED inspections {September 09/April 10} 
assessed Bristol's safeguarding practice as good both the 
unannounced and announced noted the high workloads. The 
impact of  undertaking the above high risk duties within the 
demands of  challenging workloads is an ongoing retention 
problem.

Service delivery affected by retention is high risk can have 
significant consequences as a result of inexperienced staff 
making inappropriate decisions which could lead to potential 
fatalities. Impact on both staff morale and the reputation of the 
City Council is inevitable. 

The analysis suggests that staff do not remain in frontline posts 
but move on to more specialist areas, or leave the Authority. 
Current vacancies within this area of service are 9 [approx 8%] 
see Appendix F and although this report largely concerns itself 
with retention active recruitment needs to be maintained if the 
council wishes to continue to provide a safe service.

Developing the knowledge and skills to undertake the role 
effectively can take up to two years and this is recognised through 
additional training support funded through the government 
training organisation CWDC (Children's Workforce Development 
Council) which recommends that Local Authorities have bespoke 
training for NQSW's (Newly Qualified Social Workers) and EPD's 
(Early Professional Development) to ensure skills and knowledge 
are being developed to deliver the service. Staff moving on either 
at or prior to the end of the two year period has a significant  
impact on effective use of departmental time and resources. 
Appendix D1 - D4 notes that the a significant proportion of 
NQSW's (inexperienced) staff are located in the social work 
assessment and area teams, which can impact on the quality of 
service delivery, as it requires management oversight and high 
levels of support.



4. Conclusion

The problems of recruiting and retaining Child Protection Social 
Workers have been documented at national level through the two 
key reports of Lord Laming and the Social Work Reform Board. 
Recommendations from the Social work Reform Board are that a 
national pay and career framework should be developed by 2014. 
Specific funding was allocated to the safeguarding budget to deal 
with the initial recommendations of Lord Laming's report in 
relation to the recruitment and retention of Child Protection Social 
Workers.  Bristol has two reputable academic institutions in UWE 
and Bristol University, with highly regarded social work training 
courses, and has developed a range of recruitment strategies 
thus recruitment of NQSW's has been less of an issue. 

4.2 However the failure to recruit experienced workers or retain  
workers in these posts has been a challenge and turnover data 
demonstrates this. This proposal seeks to address this through 
the additional payment.

5.  Proposal

5.1 That an additional £500 p.a is paid to frontline Child Protection 
staff  ie Assessment team Social Workers, Area-based Social 
Workers and Hospital Social Workers once they have completed 
one year post qualification employment for the Authority.  This 
allowance will be paid on a monthly basis with PAYE 
arrangements and subject to usual performance management 
arrangements, ie that staff are graded 3 and above in their annual 
PMDS appraisal.

This arrangement may need to be reviewed in 2014 when 
national pay and career structure arrangements for Social 
Workers are in place as recommended by the Social Work 
Reform Board.

5.2 It is proposed that the responsibility allowance will be paid only to 
Social Workers who are required to carry out the following 
responsibilities :

a) The assessment of vulnerable children, often resulting in Child 
Protection enquiries and investigations. Balancing the risk parents 
pose to their children against parents and children's rights to a 
family life call for fine judgement often made in situations of 



conflict and pressure;

b) Ensuring that children who have been identified as “at risk” 
through a Child Protection investigation receive services that 
reduce risk. This work is often conducted in the context of 
uncooperative and hostile attitudes from parents and carers;

c) The presentation of evidence to courts when children have been 
identified as experiencing significant harm. Representing the 
Local Authority in that setting, recommending permanent 
alternatives to children remaining in the care of their parents.

The above will be added to the generic Social Worker job 
description for this workgroup only.

6.  Other Options Considered

6.1 A range of other method measures to improve retention rates will 
be explored and implemented alongside the this recommendation 
but the responsibility allowance will enhance these measures 
significantly. Please see Appendix A.

6.2 The award of a market supplement was considered, but does not 
meet the full requirements of the Recruitment & Retention 
provisions for 'hard to fill posts'. It is not therefore recommended.

7.  Risk Assessment

7.1 It is recognised that to restrict an additional payment to specific 
work areas ie Social Workers in area and hospital teams, is 
potentially divisive, amongst the Children's and Adults Social 
Work Group as a whole. The Local Authority may face challenges 
from other areas of the workforce. Other authorities have similar 
arrangements with this element of the workgroup.

7.2 If Bristol does not improve pay rates and incentives to Social 
Workers in frontline services, the current difficulties in recruitment 
of experienced staff and retention rates will continue. Recent 
recruitment to vacant posts had 30 applicants but only two 
applicants shortlisted had more than 1 year current post 
qualification experience in statutory child care (Appendix D3 - 
D4). This is indicative of candidates response to recruitment in 
this role over the last five years.



7.3    Failure to provide an effective safeguarding service places 
vulnerable children at risk of harm though abuse or possible 
death. Recent inquiries [Baby P] demonstrate the impact of such 
failures. The effect for the City Council is a negative reputation 
and lack of confidence it this key services by Bristol Citizens.  

8.  Equalities Impact Assessment

8.1 A screening equalities impact assessment has been undertaken 
(Appendix G)

9. Legal and Resource Implications

The Council's Pay Policy allows for the award of a market 
supplement however this is limited to posts which are difficult to 
recruit to.  This Report details posts which have a specific 
retention issue and which therefore fall outside the scope of the 
Council's Pay Policy.

A responsibility allowance can be lawful under the Equal Pay Act 
1970 subject to evidence of a material reason for the post 
attracting a higher rate of pay than other posts which are graded 
similarly.  If the allowance is approved, a regular review of the 
evidence and the payment must be made to decide whether it is 
still justified and when or if it is no longer justified, it should no 
longer be paid.

Resource implications, see below in Financial.

(Advice from Husinara Jones for Head of Legal Services)

Financial

(a) Revenue: 

Following the review and report from Lord Laming of Child 
Protection services in England an additional £600.000 was 
specifically allocated to the base budget of Safeguarding to deal 
with the issues raised. The proposal would be funded from this 
additional budget and would not create any further strain on the 
staffing budgets. Approximately 9% of the additional budget 
would be used to fund the £500 payment. 



By improving retention and thus reducing turnover factor, savings 
will be made on recruitment campaigns and processes.

(Advice from Anne Sheridan - Finance Manager: Safeguarding 
and Complex Needs)

(b) Capital:

Not applicable.

(c) Land

Not applicable.

(d) Personnel

As set out in the report and Appendices

Appendices

A Report “Social Workers: Pay and Progression, Recruitment and 
Retention” (April 2010)

B Updated Action Plan (January 2011)

C Turnover Factor - CYPS Social Work Leavers (x3)

D Post-qualification experience and location of staff

E       Comparator Authorities pay supplements

F Child Protection Social Worker vacancies (February 2011)

G Equalities Impact Assessment

LOCAL GOVERNMENT (ACCESS TO INFORMATION) ACT 1985
Background Papers:

None



  Version 5
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15 June 2010

Pay and Progression
              Improving  the Recruitment and Retention of Social Workers

and Team Managers

April 2010

Introduction

This project was commissioned to review social  workers and team managers pay and
career  progression  criteria  and  related  issues,  to  determine  how to  make  Bristol  City
Council a more competitive employer and consider ways of improving retention. 

Research and benchmarking has been undertaken into the pay and conditions of other
local authorities to ascertain how competitive Bristol City Council is in the job market.

Local managers have been interviewed to give their views on retention rates, and Change
and Challenge Groups have been set up to get views from a range of staff on the project
issues.

Lord Laming’s progress report on “The Protection of Children" (March 2009) has
been considered, as have the final report of the Social Work Task Force (“Building a
Safe and Confident Future”, November 2009), and the subsequent implementation
plan “Building a Safe and Confident Future” (designated ‘BASACF implementation
plan’ throughout this report).

The background to the project is given below, along with the research findings and options
for discussion and action.

Background

Bristol  City Council  is  currently  facing several  challenges in the provision of  children's
social work services. The Laming Report (p44) identified that there is a national shortage
of  qualified  social  workers  able  to  undertake skilled  safeguarding  and child  protection
work,  and the BASACF implementation plan states "local authorities find social workers
with children and families their most difficult recruitment and retention challenge" (s1.6.6).

Team Managers pay has also fallen behind competitors, and 2 recent recruitment drives
received a poor response and lack of interest by candidates other than internal staff. 

There  is  concern  that  the  council  needs  to  be  more  competitive  in  order  to  retain
experienced  social  workers,  and  it  needs  to  provide  a  better  quality  of  employment
experience  including  the  provision  of  stronger,  more  consistent  supervision  practice,
improved  training  for  newly  qualified  social  workers  and  managers,  enhanced
development opportunities for managers and experienced social workers, a reduction in
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bureaucratic practices and more supportive IT systems.

The Laming Report acknowledges the inadequacy of the training and supply of front-line
social workers, and (amongst other things) recommends that the specialist training of child
protection teams, the vacancy rates and status of this work is urgently addressed.

The final  report  of  the Social  Work Task Force (SWTF final  report)  acknowledges the
current difficulties and challenges facing the profession.  The Task Force has made 15
core  recommendations  which  will  support  radical  change,  some  are  longer-term
aspirations requiring a national approach and cooperative working with other agencies eg
universities and other public sector bodies.  One immediate recommendation and action is
the  requirement  for  Bristol  City  Council  to  undertake  a  “health  check”  of  it’s  key
Safeguarding  staff  to ensure appropriate  recruitment  and retention mechanisms are in
place to support staff, with the assumption that there will be development in these areas as
a result of the health check.

Some of the strands identified in the SWTF final report can be taken on board to assist
Bristol  City  Council  meet  those  challenges,  including   better  training  and  support  for
managers of social workers, improved working conditions around support and supervision,
fair  pay  and good progression  routes.  These issues can be dealt  with  locally  prior  to
national measures coming on stream and given the change in government the extent to
which the more radical and national proposals are honoured is yet to be decided.

Information from other local authorities comparing social work and team
manager pay and conditions

Appendices A and B note the key benchmarking activity.

Benchmarking  information  on  Bristol  City  Council  and  other  local  authorities:  pay,
development, terms and conditions for social workers and team managers

From a review of other local authorities, key incentives include:

• Pay  offer  which  includes  additional  payments  for  staff  who  provide  front  line
services.

• Open  and  transparent  pay  and  progression  policy  which  allows  staff  to  move
incrementally up pay scale without significant barriers.

• Access to worklife balance and incentives (health club fees, access to supported
childcare)

• Comprehensive training and development.

Our  review concluded  there  was  no ‘standard’  offer  which  stood out  from other  local
authorities but clearly Bristol needs to ensure it is competitive with its additional incentives
to both recruit good quality staff and then retain.
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There  is  no  national  pay  structure  or  agreed  terms and  conditions  for  social  workers
although this is considered by Task Force. It is recognised implementation may be difficult.
Comparisons  between  local  authorities  will  be  part  of  any  social  worker  seeking
employment and therefore benchmarking our job often with other local authorities will be
crucial to ensure we remain competitive.

Currently Bristol employ 225 social workers which divide into:

• 106 – Area Assessment and Area Based Teams
• 21 Children in Care
• 21 Fostering and Adoption
• 10 Hospital Social workers
• 7 located in Support Services (FISS)

Appendix C locates where Newly Qualified Social Workers are employed and shows that
staff with significant experience are located in specialist roles, and more newly qualified
staff  are based in the front  line area based services.  This  element  of  the social  work
service has the highest turnover of staff – currently approximately 10%. Usually vacancy
rates run at a similar level although for Bristol as a whole the rate is about 7%.

Team Manager salaries have not been competitive with both neighbouring authorities and
on a more national scale. Although comparisons are difficult as often spans of control and
additional roles and duties determine the grade in looking at our closest neighbours we
remain uncompetitive.  See appendix B.

Information and feedback from existing staff

One of  the short-term actions recommended by the SWTF is  employers holding frank
discussions with front-line practitioners and managers, and steps have been made in this
direction. Change and Challenge Groups have been held with social workers at all levels,
and  individual  dialogue  with  a  small  sample  of  managers  identified  problems  and
generated suggestions:

• Employees are leaving to achieve promotion in a neighbouring authority where
there is no requirement to have completed PQ1

• There is a perception that more money may have encouraged them to stay
• There is insufficient investment in ongoing management training
• New managers need training in supervision, which is vital for supporting both

experienced and newly qualified social workers
• Despite the generic nature of the job descriptions, there is very little flexibility

and interchange amongst teams, which does not support those teams suffering
a temporary loss of staff (long-term sick leave, maternity leave etc) 

• Support from HR and OH could be improved
• Workloads continue to be of concern and a driver in staff considering other types

of social work roles.
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The social work survey of qualified social work staff in Bristol

The  Survey  conducted  by  OFSTED  through  Ipsos  Mori  whilst  not  receiving  a  a
comprehensive response [about 25% of those asked responded) key messages included

Managers were valued for their support and guidance
The PQ was seen as a valued learning and development activity
Workload pressures  were  a  source  of  concern  to  staff  and  compromised  good
practice.
When benchmarked with other departments Bristol staff were less satisfied in areas
such  as  work  load,  support  from managers  in  relation  to  managing  work  load,
training and development .
Senior managers needed to be more accessible to staff 

The way forward

Although very important,  increased pay is  only  one strand to improve recruitment  and
retention of social workers at all levels. If pay is the only issue addressed, there may still
be a high turnover if the quality of the employment experience is poor and employees feel
de-motivated and undervalued.

Transparent  and  comprehensive  recruitment  practices  ,enhanced  development
opportunities, strong supervision, ongoing training for managers and experienced social
workers will contribute to an improved work environment, which in turn will help improve
retention rates. 

The  BASACF  implementation  plan  states  that  a  career  framework  is  needed  "which
encourages excellent social workers to stay in front-line practice and is reflected in pay
arrangements, underpinned by a clear understanding of what should be expected of social
workers at each stage in their education and career" (s5).  Below are a range of options for
improving recruitment pay and the working environment for consideration.

Options

Recruitment

The current cycle of  recruitment has proved partially effective in countering vacancies
particularly in frontline posts. We have not used to any significant degree agency staff, the
vacancy rated has remained steady and it has given candidates some choice in where
their employment is located thus supporting retention. Currently a generic advert is usually
placed  on  the  city  council  web  site,  in  key  journal  and  and  evening  post  at  periodic
intervals. Usually June/July or September and then again at the end of the year. City wide
panels composing of team and area managers then recruit. However it lacks flexibility to
respond  to  sudden losses  of  staff  through   sickness,  promotion  or  changes  in  family
circumstances.  Team managers are  also not  able  to  recruit  quickly  if  there is  sudden
staffing shortage in their team. 
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The retainer scheme [now in its 6th year] has made a valuable contribution to ensuring
vacancy rates remain at a manageable level. Recruiting between 8-10 final year students
from primarily the two local HE establishments has meant  a guaranteed number of staff
can join the department in area based and assessment teams in a planned way with some
flexibility over their employment to meet both their needs as well as the department. 
However development is required within current practices both to recruit candidates of a
higher quality and also significantly candidates with  experience to compliment the cohort
of Newly Qualified Social Workers that join the department annually.

Current barriers to flexible recruitment :

● Current  advertising practices mean candidates only have 2 or 3 portals into the
department and thus experienced candidates may be missed

● The  city  wide  panels  mean  that  there  is  a  more  systematic  approach  to  the
recruitment  process  but  there  can  be a  perception  by  team managers  that  the
successful candidates are not spread equally and fairly across the city.

● Using  STS  recruitment  is  time  consuming  and  complex  combined  with  current
vacancy  management  processes  mean  that  on  frequent  occasions  staff  have
waited too long to start or have not been paid.

Given the above issues my recommendations would be as follows

Recommendations :

● The current retainer scheme is maintained. Its advantages is recruiting NQSW's of
a good calibre have been proved on numerous occasions. This scheme makes a
valuable contribution to ensuring we can guarantee a cohort of staff and thus keep
vacancy rates at a manageable level.

● We maintain the city wide panels but with a more transparent membership reflecting
the area teams. 

● A permanent advertisement which has information about opportunities rather than
vacancies is placed on the city council web site with a named manager who can
contacted to discuss vacancies and career opportunities with in the department. An
information pack is also developed to complement this to ensure candidates have a
good understanding of the roles, conditions, pay and career opportunities.

● We consider a more systematic approach to shadowing and learning opportunities
within  the  department  should  experienced  staff  form  other  specialisms  be
considering a move to Childrens Services we can offer experience to help them
make an informed choice.                                                 

                                                                                            
Grow your own" entry routes

The BASACF  implementation plan encourages employers to develop "grow your  own"
entry routes (s14). The Laming report p 47 recommends entry routes into social work for
unqualified staff who would like to progress into qualified social work roles.  
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In  line  with  this,  and to  relieve  fully  qualified  social  workers  of  lower-level  duties,  the
current social work assistants role could be better utilised in this respect with consideration
to funding training through retainers,  bursaries  or  secondments.  Recent  secondments
have not proves successful and of the last 6 'secondees' only 3 remain as the majority
originated from adult care roles. Having a cohort of unqualified staff but experienced staff
may lead to an increase in more appropriate applications for social work qualifications as
they have already been exposed to the challenges and demands of this work area.
Given the current economic climate, this may be an attractive option for people seeking
different  opportunities  for  using  those skills  and  experience.   Appropriate  training  and
development opportunities could be a very attractive recruitment tool. However the style of
the secondment  need not  necessarily  reflect  previous  agreements  and could  be more
flexible and creative.

● I would recommend that a scoping proposal is developed in line with workforce to
identify  a  qualification  route  that  could  be  for  example  jointly  funded  with  the
candidate or is part time or though OU. There exists a range of possibilities and this
needs further exploration.

Returners

The  BASACF  implementation  plan  reports  that  600  qualified  social  workers  have
registered an interest in coming back to working with children and families through the
Return to Social Work initiative and that training programmes has begun in several local
authorities. Bristol have currently engaged with CWDC and is working in partnership with
Somerset County Council to develop a programme for social workers who wish to return to
Children's  Services.  This  will  be  on  line  in  September  2010 and led  by  Safeguarding
Workforce Team.

● I  would  recommend  the  programme is  rolled  out  for  2010  and  then  evaluated
particularly in relation to its impact on vacancy rates.

Retention

Pay

Whilst often not the key driver for retaining staff the recognition of the impact of frontline
work on staff health and well being is reflected in the turn over of staff and need for team
mangers to ensure comprehensive support systems and work flow control. Recruitment
and retention of staff in front line posts has been a continued challenge reflected in the
turnover, and number of NQSW's that are recruited to the role because of the absence of
applications  from  competent  experienced  staff  when  front  line  posts  are  advertised.
Frontline posts are not perceived as posts in which staff remain for any significant period
of time and and thus the post qualification level of experience in teams is often significantly
lower than more specialist teams. Incentives to recruit and retain experienced staff has to
be  considered.  Increasing  pay  for  frontline  staff  is  a  strategy  which  may  support
recruitment and retention  thus ensuring that we retain those whom have developed skill
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and knowledge in this role.

Pay Proposal  for front line child protection social workers

Additional pay for staff involved in frontline child protection work. The amount which would
be linked to pay would be approximately £500 per annum.

It is suggested that retention bonuses should be be paid to social work assessment team
social workers, area based social workers, and hospital social workers. This differential will
reflect the recruitment and retention difficulties faced by area offices.

The advantages of this would be :

• Likelihood of retaining experienced staff in front line posts.
• Experienced  staff  from other  authorities  would  be  encouraged  to  apply  as  this

recognises the recruitment issues faces by the local authority .
• Good quality NQSW’s will also apply to Bristol above local competitors.

The risks posed :

• Disengagement and challenge by more specialist staff
• Impact of morale in specialist areas causing recruitment and retention difficulties in

those areas of the service.
• Pay differentials impacting overall on morale and may result in regrading claims

Recommendation :

Given Appendix C and the location of inexperienced staff in high risk front line posts, the
need to retain is pressing to ensure safe delivery of  front line safeguarding services. I
would recommend acceptance of this option.

Team Managers

Operational Team Managers pay is not competitive with other authorities in the region.
Recent recruitment of area team managers has proved extremely difficult, when compared
to the response to recruitment for more specialist posts.  Bristol will be facing the need to
recruit more regularly as a number of long established  managers approach retirement
over  the  next  3-5  years.  To  improve  pay  for  operational  managers  who  are  directly
responsible for delivery of front line services should be considered. 

Advantages :

• Improve  recruitment  and  ensure  managers  who  are  involved  with  challenging
operational  management  and  delivery  of  service  would  be  appropriately
recompensed.

• Make a clearer separation between Senior Practitioners and Team Managers
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Risks :

• Dissatisfaction amongst those currently graded at BG13 who would not be included
• Possible regrading applications
• Differential pay may cause low morale

Recommendation :

Despite the risks, the recommendation is that the operational managers (listed in appendix
D) being subject to a review of the JEQ, and thus regraded at BG14. The Programme
Director be asked to move staff on to their equivalent SCP from BG13 to BG14 in line with
experience.

Working conditions

The  BASACF  implementation  plan expects  all  employers  to  conduct  a  local  "Health
Check"  in  2010/  2011  to  review  the  working  conditions  they  have  in  place,  and  will
consider five key objectives (s3.2.1):

• effective workload management
• proactive workflow management
• having the right tools to do the job
• healthy workplace
• effective service delivery.

The check will consider the support that is in place and identify where improvements need
to be made, which will inform a training and development plan.  Reviewing and adjusting
workload and workflow will  reduce stress on employees, as will  training which enables
them to deliver an enhanced service.

The Health check will be incorporated into the recruitment and retention actions that arise
from this review.

Work loads 

In both  recent inspections by  OFSTED the workload of social workers was identified as a
key area for development. The report of the announced inspection in April 10 noted 'Some
social  work caseloads are still  too high,  which impacts  on their  capacity  to  close and
transfer  cases  in  a  timely  way'  Action  to  remedy  this  was  recommended  within  the
OFSTED action paln to be within a 3month timescale.  Further evidence from the social
work  survey  confirmed  the  view  that  work  loads  are  high  and  social  workers  have
insufficient  time to undertake the work allocated.     Of social  workers from the Bristol
survey 74% felt  they had insufficient time to work effectively with children and families
compared to 52% nationally. The social work survey complied through the Social Work
Task force also recognised this as a key driver for recruitment and retention challenges.
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This  will  need  to  be  considered  through  a  series  of  measures  which  should  include
additional staffing, a review of our current IT arrangements and the forthcoming review of
administrative support. An action plan is also in place following the inspection to address
these issues. 

However balanced and fair allocation of work across the city is also key in ensuring staff
feel work loads are equitable and manageable. 
A workload management system was introduced to the area teams in 2005 . It has been
refined  and  developed  over  the  last  5  years  but  currently  is  viewed  as  complex  and
anecdotal feedback from managers suggest it is not helpful in enabling them to manage
the work loads of staff or as tool to assess volume of work over the city. 

 I would recommend that the workload system is reviewed and amended with a view to
developing an easily understood transparent case load management system which can
accessed  by  all  staff.  Further  development  of  workload  system  which  includes  the
specialist team ie Family Placement should also be considered.

Progression

Research suggests  that  some social  workers leave Bristol  City  Council  to go to other
authorities who don't require them to have completed the PQ1 before moving to Senior
Practitioner posts. Bristol City Council considers that completing this qualification improves
practice and wishes it  to continue. If  the recommendations of the task force are taken
through then the post qualification award structure is likely to be strengthened through a
'Masters Level' qualification. It is important that we retain a pay structure that encourages
development, is in line with likely government recommendations about the development of
the profession.  Thus some form of post qualification award is essential  and should be
linked to financial reward. Within the current PQ structure

The current difficulties in completing modules include:

• Unit 1 can be gained by February each year; studying to gain Unit 2  begins the
following September, and is not completed until June  which is a considerable
barrier to moving up the incremental scale to the advanced grade.

• Studying for PQ1 is in the social workers own time, which it is a considerable
commitment  on  top  of  an  already  demanding  job   If  swifter  progression  is
possible,  reward  will  also  be  more  quickly  attained  and  there  will  be  more
incentive to stay.

A national career structure for social workers is under consideration but does not address
the immediate retention problems facing Bristol City Council.

The current recommendations by the SWTF consider moving to a post qualification award
that  is  equivalent  to  a masters award in  its  context  and standards.   The current  Post
qualification award is under considerable review and Bristol’s pay and progression policy
will  be  obsolete.  The  challenges  however  for  Bristol  City  Council  are  to  ensure  the
incentive remains for staff to embark on the post qualification award (assuming this does
not become a compulsory part of GSCC registration) with suitable financial recognition,
whilst this not becoming a disincentive or barrier to remaining with the local authority.
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Recommendation :

The current  Pay & Progression  Policy  is  amended for  Senior  Practitioners  and Social
Workers  to  allow  progression  to  advanced  award  at  20  credits.  This  is  viewed  as  a
temporary measure and reviewed in 2012 once the PQ arrangements are more clearly
established.
  
Professional development 

Induction

Continuing professional development will be consulted on nationally from the summer of
2010. In the meantime, a revised induction programme could be implemented that will: 

• Assess the current abilities of new social workers 
• Identify and address training needs and gaps in experience
• Emphasise continuing development
• Ensure that social workers are given a work load that reflects their development

with supervision and support.  

A more systematic  induction programme would be the initial step in ensuring that each
member of staff is sufficiently skilled to undertake the role. Induction is not systematically
approached  within  Safeguarding  and  an  improved  framework  which  considers  staff
development is needed. a An emphasis on continuing professional development is in line
with the BASACF implementation plan, and will assist social workers in the requirement
from 2016 to  periodically  demonstrate  that  they  are  maintaining  a  "licensed"  standard
(s28). Ensuring that the framework for CPD is in place will be an excellent motivator for
staff and improve practice.

Interviews with Bristol City Council staff revealed that many felt the Bristol City Council
PMDS was inappropriate for Social Workers, laying too much emphasis on the targets of
the organisation and leaving very little space for professional development of individuals.
This was a small sample, but a vociferous response.  Laming report s2.3 suggests that
focussing on processes and timescales is not helpful in creating safeguarding priorities.
Given the current PMDS process is an acknowledged tool of the city council significant
changes may not be appropriate however some adaptations would be beneficial to enable
managers to focus on development as well as measurement of staff performance.

The  current  PMDS  template  process  should  be  examined  to  ensure  that  it  is  fit  for
purpose in meeting organisational and service delivery needs and the development and
support needs of the staff.
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Support and supervision

Improved  and  ongoing  training  for  managers  need  to  be  considered,  especially  for
supervision. Laming (p32) states concern that there is an over emphasis on processes and
targets at the expense of reflective social work practice.  It goes on to say that "regular,
high-quality, organised supervision is critical as are routine opportunities for peer learning
and discussion".  

The BASACF implementation plan (s3.1.1) recommends "the new standard for employers
should be supported by clear national requirements for the supervision of social workers".

The SWTF report advised that it would expect supervision to be weekly during the first six
weeks of employment then a fortnightly for the rest of the first six months. After this, there
should be a minimum of monthly supervision, with each session lasting at least an hour
and a half.  The supervision policy should to a significant degree reclarify departmental
expectations  for  social  workers  and  managers.  However,  emphasis  on  reflective  and
qualitative supervision suggests that as part of professional development for managers,
training in supervision should be developed.

The Social workers Workload survey reported that a significant number of social workers
reported the beneficial links between the link between reflective supervision practices and
improvement in 'well being' and capacity to cope with the stressful and risk based  aspects
of the role.

Training

Currently training for front line managers is being commissioned for September 2010. The
commissioning brief will ensure areas covered will include:

• Risk management
• Supervision
• Working within a fluid and legislative and policy context
• Managing performance in front line services.

A Training Reference Group is currently being developed to act as a critical evaluator of
training development and delivery.

Access to Senior Managers

Although the guidance and direction provided by team managers was perceived positively
those managers above the 4th tier receives more 'mixed review's'. The social work survey
reported them and seeming distant and this impacted on the 'voice' many front line staff
felt they had in the development of both services and their own working conditions. This
too was reflected in the comments from NQSW's and the challenge and change groups. It
would appear important therefore in relation to recruitment and retention that staff have an
opportunity  to  discuss  with  a  designated  senior  manager  career  opportunities  and
concerns if they plan to look for post outside the authority. 

This would give the organisation and the member of staff time to consider options and look
at how we can retain those who are wanting to develop their career in Bristol. I would
recommend the appointment of 1-2 Third Tier managers who can act as advisor to staff

Page 11



should they be considering other options.

Social Work Assistants

The 5  Area  Social  Work  Assistant  posts  and  2  Children  in  Care  posts  created  on  a
temporary basis through specific grant funding have proved an excellent tool in supporting
social  workers in routine tasks thus freeing up social  work staff  for direct contact with
families. The range of tasks undertaken by SWA include:

• Reviewing CiN and P/O payments
• Case holding CiN cases which are moving to closure
• Undertaking routine tasks i.e. passport applications
• Supervising contact

The feedback has been positive in terms of raising morale amongst hard pressed social
workers who feel there is available practical support. But also in terms of workflow and
progression  (see  appendix  E)  the  SWA's  have  made  a  valuable  contribution.  My
conclusion from the report recommends the continuation of the role.

To maintain to posts will  certainly impact positively on retention particularly in the area
based posts.

Stress and health

The Laming report  (2.14) states "it is important to recognise the stressful and emotional
content of social work and to create an environment that enables social workers to show
their feelings and anxieties without being labelled as inadequate".

Steps can be taken to monitor  the well-being and stress levels of  social  workers.  The
current Stress Risk Assessment tools can be used, as can sickness absence information.
Appropriate action to reduce stress and informs health can be identified and implemented.
However  more  proactive  steps  need  to  be  taken  to  ensure  that  staff  have  access  to
independent support at times when work pressures are perceived as problematic.

● A recommendation and action from this report needs to include the development of a
specific service for social workers which easily accessed and can provide professional
support to enable workers to to have an opportunity to discuss the impact of the work
and thus develop strategies to manage the challenge of frontline work.

Cover for Permanent vacancies and long term sickness

One of the key issues arising from feedback from team managers and social workers is
the issue of first day cover for sickness. This aspect was raised though the challenge and
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change groups, the team manager interviews and NQSW group who were also consulted.
The impact on team morale and and work loads and workflow were areas of concern.
Whist sickness rates amongst the area staff are average within the city council staff there
have been a number of notable examples of staff who have been off for significant periods
of time without cover. Some form of first day cover needs to be developed. There are a
number of options which could be considered. 

● Use of  agency staff  -  this  may be costly  and the quality  and calibre  of  staff  is
variable, however there is flexibility for managers to recruit staff individually;

● Developing an  first day cover service through an outside provider - again as above
in respect of cost and variability, although with one provider and procured for this
purpose  a  better  financial  package  could  be  negotiated  rather  than  the  'spot
purchasing' arrangements as noted above;

● recruiting additional staff  in the form of a peripatetic team which can be used as
first day cover with the flexibility for them to remain within with a post permanently if
that is appropriate - This gives some flexibility and allows recruitment by Bristol so
quality and variability of staff can be controlled. It will require management capacity
to organise this service and clearly will have cost implications.

There are challenges with all these recommendations however I would recommend that a
proposal  that  the  Council  agree  a  requirement  that  vacancy  and   sickness   cover  is
essential  for  those  staff  who  are  identified  as  long  term  sick  and  or  have  left  the
department through a peripatetic team of approximately 5 staff to cover the area offices
and the children in care teams.

Improving the image of social work

The BASACF  implementation  plan (s26)  mentions  the  national  recruitment  campaigns
"Help  Give  Them  a  Voice"  and  "Be  the  Difference"  in  2009,  which  improved  an
understanding  of  the  profession  and  led  to  over  53,000  expressions  of  interest  in
becoming  a  social  worker.   Work  could  be  done  in  conjunction  with  Corporate
Communications to locally advertise and improve the image of social workers.

Ensure appropriate selection and satisfactory performance 

They have in the past been examples of borderline appointments made because of the
acute shortage of social workers.  Steps can be taken to ensure that only appropriate staff
or appointed and any subsequent performance issues dealt with:

• Train managers to fairly and honestly to assess staff through the PMDS process
and improve performance appropriately as necessary. It is in no one's interest to
allow poor practice to continue.

• Ensure through team manager  training  that  team managers are confident  in
using improving performance and sickness absence processes

Recommendation

That the performance management tools are incorporated into both the training for 4th tier
managers and are part of future team manager workshops.
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Review administration support

Administration is  an important  function in this  work area.  There is  a need to provide
continuity  and  consistency  in  administration  support  to  maximise  the  benefit  to  social
workers of  being freed up to concentrate on the focus of  their  work area.   There are
current examples of only temporary staff being recruited in some areas, which is wasteful
longer term as a series of employees needs to move through the learning curve but stay
for a relatively short time.

There is a current council wide review of administrative services , being undertaken  by
CYPS using a project based approach. It is important  that the particular needs of support
for social workers are fed into the project board for information, particularly at the 'To Be'
stage to ensure the needs of practitioners are accurately reflected and the out come of the
review compliments planning for  recruitment and retention of social workers. 

Conclusions

To recruit and retain staff particularly in front line posts planning needs to incorporate a
number of strands. Recruitment practices need to be comprehensive and reflect  a position
that  recruitment  of  front  line  staff  is  an  ongoing  challenge.  Retention  similarly  is  the
responsibilty  of  all  staff  whether senior  managers or  social  workers as a departmental
approach to ensuring that staff are appropriately managed ,developed and supported will
ensure  a  stable  and  knowledgeable  workforce  who  can  deliver  frontline  services  to
vulnerable  children  and  their  families.  In  considering  recruitment  practises,  pay  and
conditions alongside career development and progression  it hoped the building blocks are
in place to ensure Bristol can respond to the challenges both locally and nationally to the
recruitment and retention of social workers.

Recommendations

The recommendations  of  this  report  primarily  reflect  the  actions  that  can be taken to
provide a stable and experienced workforce for frontline Children's Social Care. However
the report has to be mindful of the recommendations of the Social work task force and
ensure flexibility  for implementation over the next period. Thus the detailed actions  in
appendix reflect the plans that can be within the authority of Bristol City Council and the
Safeguarding Programme area with a recognition that further developments from central
government may impact on future workforce planning.
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Recruitment and Retention Action Plan appendix b

Action (Social Workers) Who is responsible When Progress so far

Following a costed proposal, an
additional allowance of £500 for
frontline Social Workers
engaged in child protection high-
risk casework.

• Anne Farmer 
• SALT
• Anne Sheridan

• Following report and
agreement by : SALT /
DLT ; Union

• Consideration by HR
Committee - Feb 2011

Revision of current Progression
Policy to allow Social Workers to
access Advanced Grade status
through the achievement of 20
credit modules.

• Anne Farmer
• Bob Phillips
• Anne Sheridan

• Progression Policy to be
re-written by 31 August
2010.

• Impact on salary budgets
to be identified to DLT by
August 2010.

• Initial meeting with HSC
arranged, revision to be
completed by April 2011

Identification of a Senior
Manager who can act as a point
of contact to Social Workers
requesting career / progression
discussions and who may be
considering leaving the
Department.

• Anne Farmer • To be agreed by SALT
and communicated to all
staff by September  2010.

• Achieved.

Identification of an early access
route to Occupational Health for
staff experiencing workload
stress.  Negotiations with
Occupational Health to identify
an appropriately-trained
professional to provide
appropriate support.

• Anne Farmer to negotiate
with Occupational Health,
provision of this service

• September 2010 following
agreement at SALT./DLT

• Discussions have
commenced.
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Review and develop a
comprehensive induction
programme for all new staff.  The
induction to be developed and
used by 4th Tier Managers
across all areas of Area and
Specialist posts.

• Theresa Larke
• Anne Farmer
• Training Reference Group
• SALT

• Within six months • Induction package now
completed, due for sign-
off by SALT in March
2011.

Supervision Policy to be
developed and include training
for 4th Tier Managers to ensure
staff receive supervision of an
appropriate quality.

• Katrina Murphy to revise
Supervision policy and
develop in conjunction
with Recording and
Report writing Policy

• Theresa Larke to ensure
supervision is part of the
commissioned training for
4th Tier Managers.

• Within six months • Completed.

Development of a generic advert
with information pack for the
Bristol City Council website, with
appropriate post numbers for
efficient recruitment.

• Anne Farmer
• Lorraine Howells
• Bob Phillips

• Within three months • Advert held up due to
current vacancy
management
arrangements.



Action (Team Managers) Who is responsible When Progress so far

Review pay arrangements for
Team Managers, to increase pay
grade for frontline managers
from BG13 to BG14.
Actions to include :

• Revision of JDQ
• Costing of salary proposal
• Recommendation that

Team Managers SCP at
BG14, should reflect
current SCP at BG13.

• Anne Farmer

• Anne Farmer
• Anne Sheridan
• Ian McDowall

• September 2010 • Achieved.

Training to be developed for
frontline Team Managers for the
period 2010/2011 through newly-
commissioned training providers.

• Theresa Larke
• Anne Farmer

• July 2010 • Achieved.

Development of an accredited
training programme for 4th Tier
Managers with either UWE or
Bristol University.

• Theresa Larke
• Anne Farmer

• September 2010 -
January 2011

• Discussions with Bristol
University, proposal to be
sent to AF by February
2011.

Development of performance
management training to ensure
4th Tier Managers are supported
in the use of sickness absence
and improving performance
procedures.

• Theresa Larke
• Katrina Murphy
• Anne Farmer
• Bob Phillips

• December 2010 • Workshops for Team
Managers have
commenced.  More
bespoke training
programme being
formulated.

• Managers have attended
Corporate Sickness
Absence workshops.



Action (All staff) Who is responsible When Progress so far

Development of a Social Work
Assistant role to support the
work of frontline Social Workers.

• Anne Farmer to prepare a
report for SALT with
costings and evidence of
their value.

• July 2010 • 3 Social Work Assistants
are currently permanently
in post.  2 are being
recruited.

Development of a training
programme for Social Work
Assistants, to ensure
professional and consistent
service delivery

• Theresa Larke through
the commissioned training
providers.

• September 2010 • In progress

Engagement in the Return to
Social Work programme
sponsored by CWDC, as a
means of maintaining staffing
levels and developing a diverse
workforce.

• Theresa Larke
• Anne Farmer

• Programme to be
developed July -
September 2010.

• Programme to be run
October 2010

• Staff available for
employment from
November 2010.

• Achieved.
• Three members of the

programme recruited
recently.

Development of shadowing
opportunities within the Area-
based and Assessment teams to
encourage other specialisms to
consider a move to frontline
services.

• Anne Farmer
• Theresa Larke
• Designated Senior

Practitioners from Area
and Assessment Teams

• September 2010 • In progress.

Revision of caseload
management scheme in line with
OFSTED requirements.

• Richard Lingard with
support from Area
Managers

• Within three months • Achieved.



Bristol City Council CYPS Social Worker Leavers as at 31 Mar 2010
This report shows Social Worker leaver data for the last twelve

months within CYPS Area Teams.
Employees

(Headcount) 
(Note 1)

Leavers 
(Note 2) 

Turnover 
(Note 3)

Employees (Heacount) 
(Note 1)

Leavers 
(Note 2) 

Turnover 
(Note 3)

0 0.00%12Safeguarding & Specialist Services - B28YABJ

2 20.00%8Safeguarding & Specialist Services - B23YABM

2 33.33%4Safeguarding & Specialist Services - B24YABN

2 15.38%11Safeguarding & Specialist Services - B18YACH

0 0.00%10Safeguarding & Specialist Services - B11YACI

2 28.57%5Safeguarding & Specialist Services - B12YACJ

4 80.00%1Safeguarding & Specialist Services - B13YACK

0 0.00%9Children in Care - B61YAHA

1 12.50%7Children in Care - B62YAHB

2 22.22%7Children in Care - B63YAHC

0 0.00%7Family Placement Team 3YAGA

0 0.00%16Family Placement Team 2YAGB

0 0.00%8Family Placement Team 1YAGC

Produced by STS HR Systems Support Page 1 Data produced on 6 Jan 2011

Children Young People and SkillsCYPSK 157 29 18.47%

Safeguarding and Specialist Services 157CYPSC 29 18.47%
CYPSCA Area Services - South (Hartcliffe)

CYPSCB Area Services - East and Central

CYPSCC Specialist Commissioning and Services

CYPSCD Corporate Parenting

29157 18.47%Social Workers
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Employees (Heacount) 
(Note 1)

Leavers 
(Note 2) 

Turnover 
(Note 3)

3 27.27%8Safeguarding & Specialist Services - B38YAAH

2 28.57%5Safeguarding & Specialist Services - B31YAAI

0 0.00%9Safeguarding & Specialist Services - B32YAAJ

2 20.00%8Safeguarding & Specialist Services - B33YAAK

1 10.00%9Safeguarding & Specialist Services - B27YABI

2 40.00%3Safeguarding & Specialist Services - B21YABK

3 42.86%4Safeguarding & Specialist Services - B22YABL

1 14.29%6Safeguarding & Specialist Services - Redfield HouseYACF

Produced by STS HR Systems Support Page 2 Data produced on 6 Jan 2011

CYPSCF Area Services - North

CYPSCG Area Services - South (Knowle)



Bristol City Council CYPS Social Worker Leavers as at 6 Jan 2011
This report shows Social Worker leaver data for the last twelve

months within CYPS Area Teams.
Employees

(Headcount) 
(Note 1)

Leavers 
(Note 2) 

Turnover 
(Note 3)

Employees (Heacount) 
(Note 1)

Leavers 
(Note 2) 

Turnover 
(Note 3)

0 0.00%12Safeguarding & Specialist Services - B28YABJ

2 20.00%8Safeguarding & Specialist Services - B23YABM

2 33.33%4Safeguarding & Specialist Services - B24YABN

2 15.38%11Safeguarding & Specialist Services - B18YACH

0 0.00%10Safeguarding & Specialist Services - B11YACI

2 28.57%5Safeguarding & Specialist Services - B12YACJ

4 80.00%1Safeguarding & Specialist Services - B13YACK

0 0.00%9Children in Care - B61YAHA

1 12.50%7Children in Care - B62YAHB

2 22.22%7Children in Care - B63YAHC

0 0.00%7Family Placement Team 3YAGA

0 0.00%16Family Placement Team 2YAGB

0 0.00%8Family Placement Team 1YAGC

Produced by STS HR Systems Support Page 1 Data produced on 6 Jan 2011

Children Young People and SkillsCYPSK 151 28 18.54%

Safeguarding and Specialist Services 151CYPSC 28 18.54%
CYPSCA Area Services - South (Hartcliffe)

CYPSCB Area Services - East and Central

CYPSCC Specialist Commissioning and Services

CYPSCD Corporate Parenting

28151 18.54%Social Workers
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Employees (Heacount) 
(Note 1)

Leavers 
(Note 2) 

Turnover 
(Note 3)

3 27.27%8Safeguarding & Specialist Services - B38YAAH

2 28.57%5Safeguarding & Specialist Services - B31YAAI

0 0.00%9Safeguarding & Specialist Services - B32YAAJ

2 20.00%8Safeguarding & Specialist Services - B33YAAK

1 10.00%9Safeguarding & Specialist Services - B27YABI

2 40.00%3Safeguarding & Specialist Services - B21YABK

3 42.86%4Safeguarding & Specialist Services - B22YABL

Produced by STS HR Systems Support Page 2 Data produced on 6 Jan 2011

CYPSCF Area Services - North

CYPSCG Area Services - South (Knowle)



Bristol City Council CYPS Social Worker Leavers as at 31 Mar 2009
This report shows Social Worker leaver data for the last twelve

months within CYPS Area Teams.
Employees

(Headcount) 
(Note 1)

Leavers 
(Note 2) 

Turnover 
(Note 3)

Employees (Heacount) 
(Note 1)

Leavers 
(Note 2) 

Turnover 
(Note 3)

0 0.00%10Safeguarding & Specialist ServicesYAAH

1 14.29%6Safeguarding & Specialist ServicesYAAI

0 0.00%10Safeguarding & Specialist ServicesYAAJ

0 0.00%8Safeguarding & Specialist ServicesYAAK

0 0.00%9Safeguarding & Specialist Services - B27YABI

0 0.00%11Safeguarding & Specialist Services - B28YABJ

0 0.00%6Safeguarding & Specialist Services - B21YABK

0 0.00%8Safeguarding & Specialist Services - B22YABL

1 16.67%5Safeguarding & Specialist Services - B23YABM

1 16.67%5Safeguarding & Specialist Services - B2YABN

0 0.00%5Safeguarding & Specialist Services - Redfield HouseYACF

1 11.11%8Safeguarding & Specialist Services - B18YACH

0 0.00%5Safeguarding & Specialist Services - B11YACI

0 0.00%8Safeguarding & Specialist Services - B12YACJ

0 0.00%8Safeguarding & Specialist Services - B13YACK

Produced by STS HR Systems Support Page 1 Data produced on 6 Jan 2011

Children & Young People's ServicesCYPS 174 5 2.87%

Safeguarding & Specialist Service (old) 174YA 5 2.87%
YAA Area Management - North

YAB Area Management - South

YAC Area Management - East & Central

5174 2.87%Social Workers
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Employees (Heacount) 
(Note 1)

Leavers 
(Note 2) 

Turnover 
(Note 3)

0 0.00%8Family Placement TeamYAGA

0 0.00%17Family Placement TeamYAGB

0 0.00%9Family Placement TeamYAGC

0 0.00%9Children in Care - B61YAHA

1 14.29%6Children in Care - B62YAHB

0 0.00%13Children in Care - B63YAHC

Produced by STS HR Systems Support Page 2 Data produced on 6 Jan 2011

YAG Looked After Children

YAH Children In Care



PQ Experience by Area 
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PQ Experience by Offices 
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June 2010 Applications 
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December 2010 Applications 

**5 year +
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Social Work Application - December 2010                                        Appendix D4
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Appendix e 
 
 
 

Survey Re Social Worker Benchmarking (Jan 2011)   
 
With reference to the Social Worker job descriptions shown below for Bristol City Council (see page 4), do you have any 
comparable role(s) within your authority?  This includes adult and childcare social workers.  
 
 
 
SUMMARY OF RESPONSES 
 
Authority Job Title Min Max Other Payment Market 

Supplement 
Job Ref Grade 

  Social Worker £26,276 £28,636   Grade 10 
(Main Grade) 
 

SCP31-34 
Bristol City 
Council 

Social Worker £29,236 £30,851    Grade 11 
(Advanced 
Grade) 

SCP35-37  

Social Worker £25,472 £30,851 Post Qualifying Award in 
Social Work – receive 
annually a lump sum of 
£200 

No   JG7 to JM1  North 
Somerset 
Council 

 
Advanced Award for Child 
Care – receive annually 
£750 paid on a monthly 
basis. 

1� 
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Authority Job Title Min Max Other Payment Market 
Supplement 

Job Ref Grade 

Social Worker £28,634 £33,254   £1,500 pa for 
qualified social 
work staff within the 
Referral and 
Assessment Team. 

SO1203 Q Swindon 
Borough 
Council 

 
See note in full 
reply (below) re 
supplement for 
24hr cover post 

Social Worker 
Level 1, 
Childrens 
Services 

£24,646 £27,052  Under review 9514 7 Bournemouth
Borough 
Council 

Social Worker  £27,849 £30,011  Under review 9515 8 
Level 2, 
Childrens 
Services 
Social Worker 
Level 3, 
Childrens 
Services 

£30,851 £33,661  Under review 9514 7 

Newly Qualified 
Social Worker, 
Adult Services 

£24,646 £27,052  Under review 3022 7 

Qualified Social 
Worker, Adult 
Services 

£30,851 £33,661  Under review 3021 9 

2� 



Authority Job Title Min Max Other Payment Market 
Supplement 

Job Ref Grade 

Social Worker 
(trainee) 

£14,733 £15.444 We pay tuition fees for 
trainees 

   Unitary 1 

Social Worker 
(assistant) 

£19.126 £20,858     
Anonymous 

Social Worker £27,849 £30.011     
(qualified) 
Senior Social 
Worker – 
Children & 
Young People’s 
Services 

£29,236 £32,800 None  561 Grade G Devon 
County 
Council 

SCP35-39 

 
Social Worker £22,221 £33,661 None None HS405 

a/b/c 
Gr 9 - 11 Dorset 

County (generic JD for  
Adults & 
Children) 

Council 

 
Social Worker £27,052 £30,851   H0072 G10 
(Children & 
Families) 
 

Somerset 
County 
Council 

Social Worker £27,052 £30,851   H0068 G10 
(Adults)  
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FULL RESPONSES 
 
Authority Job Descriptions Salary Range Other Benefits 

The Main grade is paid at SCP 31 £26.276 to  Bristol City 
Council 

SW Job Description 
updated 09.rtf

34 £28636 and the Advanced at SCP 35 £29236 to 
37 £30851.  This applies to both adults’ and 
children’s social workers. 

SW Employee Spec 
updated 09.rtf  

Social Worker (Adult 
care) JD.pdf

Social Worker (Adult 
care) ES.pdf  

 
Details of North Somerset Council payments: See attached document  North 

Somerset 
Advanced Social 

Work Practitioner ~ C
Social Worker - 

Generic - 15 04 2009.

 
Council 

N Som Criteria and 
Pay for Social Work R

 

 
Comparison of pay in nearby authorities as at Oct 
2010:  
 

N Som Pay 
Comparison - app 4.d 
Team Manager - JD ref SO1225  - Grade R Team Manager - JD ref SO1225  We pay a market factor 

of £1,500 per annum for 
qualified social work staff 
within the Referral and 
Assessment Team  

Swindon 
Borough 
Council 

 (JD not supplied) 
 Assistant Team Manager - JD ref SO1137  - Grade 

Q - mid point to top of range  Assistant Team Manager - JD ref 
SO1137  

 
  

  Senior Practitioner - JD ref SO1242 - Grade Q - 
mid point to top of range There are alternative  

4� 



Authority Job Descriptions Salary Range Other Benefits 
 JDs for staff within the 

Emergency Duty service 
who also receive a 20% 
market factor 
supplement to reflect the 
24hr nature of cover 
required in this service 

Swindon 
Borough 
Council 
(contd.) 

Social Worker - JD ref SO1203 - Grade Q - bottom 
to mid point SO1137 Assistant 

Team Manager - April   
Senior Practitioner - JD ref 
SO1242  

Social Care Worker - JD ref SO1190 - grade M  
 

SO1242 Senior 
Practitioner Childrens Pay Scales.xls

 
    

Social Worker - JD ref SO1203 

SO1203 Social 
Worker, Refferal Tea 
 
Social Care Worker - JD ref 
SO1190  

SO1190.pdf

 
 
 Bourne- 

Salary info.xls ESSENTIAL CAR 
USER ALLOWANCE.do

Mouth 
Borough 
Council   

We do not release job descriptions Trainee ( £14,733-£15.444 ) We pay tuition fees for 
trainees 

Unitary 1 
Assistant ( £19.126- £20,858) Anonymous
Qualified ( £27,849 - £30.011 ) 

5� 



Authority Job Descriptions Salary Range Other Benefits 
Grade G = SCP 35-39  Devon 

County 
Council 

£29236 - £32,800 
Senior Social Worker 
(CYPS) (561) - Final  R As part of our work on the new Social Work Career 

Structure, we are introducing a lower grade 
Probationary Social Worker (for newly qualified 
SWs) grade in due course, and also a management 
grade Senior Social Worker (which we are calling 
an Advanced Professional). 
We pay our Social Workers on 3 levels:- We do not pay any 

additional supplements. 
Dorset 
County 
Council Grade 9 & 10 & 11 - 

Social Worker-Care M
Grade 9 & 10 & 11 - 
Social Worker-Care M

 
Level 1 - Grade 9 £22221 - £26276 

 Level 2 - Grade 10 £25472 - £29236 
The JD is generic and applies to 
both Adults and Childrens. 

Level 3 - Grade 11 £28636 - £33661 
 

 
 Social Worker (C&F) - H0072 - G10 - £27,052 to 

£30,851 
Not stated in reply. Somerset 

County 
Council 

H0072 Social Worker 
(C&F).doc

H0068 Social Worker 
(Adults) 170108.doc

Social Worker (Adults) - H0068 - G10 - £27,052 to 
£30,851 

  Senior Social Worker (C&F) - H0151 -G9 - 
£30,851 to £34,549  

H0151 Senior Social 
Worker (C&F) 260111

H0152 Senior Social 
Worker (Adults) 1701

Senior Social Worker (Adults) - H0152 - G9 - 
£30,851 to £34,549 
  

 
If you have any queries in connection with this survey, please contact: 
Michele Evans, HR & OD Support Officer, South West Employers 
Tel: 01823 270101.  Email: Michele.evans@swcouncils.gov.uk 
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Child Protection Social Work Positions Unfilled as at 28/02/2011
PostRef PostTitle Posn

Unfilled
SectionDesc SubSectionDesc

025208 Social Worker .81Area Services - South (Hartcliffe) Safeguarding & Specialist Services - B24

012832 Social Worker 1.00Area Services - East and Central Safeguarding & Specialist Services - Bristol Children's Hospital - 373

025156 Social Worker .50Area Services - East and Central Safeguarding & Specialist Services - Bristol Children's Hospital - 373

025073 Social Worker .50Area Services - East and Central Safeguarding & Specialist Services - B18

025095 Social Worker .50Area Services - East and Central Safeguarding & Specialist Services - B18

025395 Senior Practitioner .09Area Services - East and Central Safeguarding & Specialist Services - B18

025397 Social Worker .08Area Services - East and Central Safeguarding & Specialist Services - B18

028023 Social Worker .19Area Services - East and Central Safeguarding & Specialist Services - B18

025126 Social Worker 1.00Area Services - East and Central Safeguarding & Specialist Services - B12

025141 Social Worker .42Area Services - East and Central Safeguarding & Specialist Services - B13

025259 Social Worker .50Area Services - North Safeguarding & Specialist Services - B32

025269 Social Worker .50Area Services - North Safeguarding & Specialist Services - B33

025054 Senior Practitioner .09Area Services - South (Knowle) Safeguarding & Specialist Services - B27

025058 Social Worker 1.91Area Services - South (Knowle) Safeguarding & Specialist Services - B27

025170 Social Worker .41Area Services - South (Knowle) Safeguarding & Specialist Services - B21

012841 Social Worker (YP Drugs Treatment) 1.39Area Services - South (Knowle) Safeguarding & Specialist Services - Redfield House

9.90Total SW Positions Unfilled
STS HR Business Support

CYPS Safeguarding & Specialist Services
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Equality Impact Assessment (EqIA)
Stage 1: Initial Screening Form for New/Revised HR Policies or Functions

A: Summary Details

Directorate: C & YPS

Section: Social Workers

Person responsible for the assessment:  Annie Harris

Contact details: 0117 922 2856

Issue to be assessed: Social workers pay and progression

Is this a new or revised policy: Revision of existing arrangements

Date policy scheduled for Overview and Scrutiny/Cabinet/LAB:

B: Preparation
It is important to consider all available information that could help determine whether the policy could have any potential adverse impact.
Please attach examples of available monitoring information, research and consultation reports.

1. Do you have monitoring data available on the number of people (from different target groups) who are using or are potentially
impacted upon by your policy? Please specify what monitoring information you have available (your monitoring information should be
compared to the current available census data to see whether a proportionate number of people are taking up your service).

Data available by team/areas
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2. If monitoring has NOT been undertaken, will it be done in the future or do you have access to relevant monitoring data for this area? If
not, specify the arrangement you intend to make; if not please give a reason for your decision.

If the pay and progression scheme is approved, it will be applied for all front-line social workers C&YPS in future. Monitoring of
underrepresented groups across frontline social work will be undertaken.

3. Please list any consultations that you may have had and/or local/national consultations, research or practical guidance that will assist
you in completing this EqIA

Discussions with team managers, senior practitioners.

C: Your Policy or Function

What is the main purpose of the revision?

To consider an additional payment for frontline social work to aid recruitment and retention in this area; make Bristol City Council a more
competitive employer.



Are there any other objectives of the policy or function, if so what are they?

No.

Do any written procedures exist to enable delivery of this revision?

There are procedures to guide assessment of proposed action.

Are there elements of common practice in the service area or function that are not clearly defined within the written
procedures?

No.

Who are the main stakeholders of the policy?

Social workers in all teams/areas.

Is the policy associated with any other Council policy (s)?

Recruitment and selection.
Pay policy.

Are there any areas of the service that are governed by discretionary powers? If so, is there clear guidance as to how to
exercise these?

Varying pay grades for specific teams/areas is sought to address constraints of current job market.

Is the responsibility for the proposed policy or function shared with another department or authority or organisation? If so,
what responsibility, and which bodies?

Health and social care also employ social workers.



D: The Impact
Assess the potential impact that the policy could have on each of the target groups. The potential impact could be negative, positive or
neutral. If you have assessed negative potential impact for any of the target groups you will need to also assess whether that negative
potential impact is high, medium or low – see glossary in the attached guidance notes for definitions.

1.
a) Identify the potential impact of the policy on men and women:
Gender Positive Negative (please

specify if High,
Medium or Low)

Neutral Reason

Women x
Men x

b) Identify the potential impact of the policy on different race groups:
Race Positive Negative (please

specify if High,
Medium or Low)

Neutral Reason

x



c) Identify the potential impact of the policy on disabled people:
Disability Positive Negative (please

specify if High,
Medium or Low)

Neutral Reason

x

d) Identify the potential impact of the policy on different age groups:
Age Group (specify,
for example
younger, older etc)

Positive Negative (please
specify if High,
Medium or Low)

Neutral Reason

x

e) Identify the potential impact of the policy on lesbian, gay men, bisexual or heterosexual people:
Sexual Orientation Positive Negative (please

specify if High,
Medium or Low)

Neutral Reason

Lesbian x
Gay Men x
Bisexual x
Heterosexual x

f) Identify the potential impact the policy on different religious/faith groups?
Religious/Faith
groups (specify)

Positive Negative (please
specify if High,
Medium or Low)

Neutral Reason

x

g) As a result of completing Question 1 a-f above what is the potential impact of your policy?

High Medium Low ξ



If you have assessed the potential impact as HIGH you must complete a full Equalities Impact Assessment
2. Could you minimise or remove any negative potential impact that is of medium or low significance? Explain How. 

Race:

Gender:

Disability:

Age:

Sexual Orientation:

Religious/Faith groups:

3. If there is no evidence that the policy promotes equal opportunity– could it be adapted so it does? How?

Please ensure that all actions identified are included in the attached action plan and in your service plan.

Please sign and date this form, keep one copy and send one to Equalities Team.

Signed Signed
Lead Officer Departmental Equalities Contact
Date 03/03/2011 Date
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