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Children’s Workforce Health Check 2019
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Report has been
considered by
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SEB

11 July 2019
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Recommendations for action:
The Panel is recommended to:
1.
Note and comment on the findings of the Children’s Workforce Health Check for 2019
2.
Provide comment and challenge on proposed actions to improve the health of children’s
service’s workforce
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1.0

Purpose

1.1

The City of Wolverhampton Council (CWC) carries out an online survey each year to
check the “health” of its social workers. This year the survey was also sent out to the
wider children’s workforce. This was an action from the engagement action plan in 2018.
This report presents an overview of the findings of this survey and concludes with areas
identified for improvement and to improve practice in the city.

2.0

Background

2.1

Good practice carried out by a “healthy”, motivated workforce can lead to improved
outcomes for people and families as well as reduced demand and costs. The national
Social Work Task Force final report, published in November 2009, recommended a
framework to assist employers and practitioners to assess the “health” of their
organisation on a range of issues affecting the workload of social workers and to support
the implementation of a set of national Standards for Employers and Supervision
Framework.

2.3

The framework identifies five key topics to support organisations to undertake a selfassessment to identify current strengths and areas that require improvement. The five
key topics are:
 Effective workload management
 Pro-active workflow management
 Having the right tools for the job
 A healthy workplace
 Effective service delivery

2.4

The survey was sent out to 301 employees between 1 April – 15 May 2019. Non-social
work qualified employees at grade five and above who work directly with children and
young people or manage teams that do were invited to complete the survey. This is a
very diverse workforce and is made up a variety of roles such as Educational
Psychologists, Family Support workers, the Virtual School team and Strengthening
Families Workers. There was a total of 173 responses (57%) from across all of the
service areas.
Respondent Service Area
Strengthening Families - Early Intervention Team

34.7%

Inclusion Support

13.9%

Specialist Support

12.7%

Children and Young People in Care

12.7%

Strengthening Families - Social Work Team

9.2%

Youth Offending
MASH

Other (please specify)

6.4%
4.6%
3.5%

Safeguarding

1.2%

Prefer not to say

1.2%
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3.0

Overview and key findings

3.1

The average number of people being supported (caseload) varies because of the variety
of job roles. As this is the first survey of the non-social work qualified workforce this will
provide a benchmark for monitoring future trends as it is not possible to draw
comparisons between the different service areas. Nearly 85% felt that their workload is
manageable and the majority never, rarely or occasionally experience stress. Sickness
due to stress at work was not particularly high. Most do not carry over annual leave
because of the demands of their job.

Average no. of people being supported (caseload)
Inclusion Support
Children and Young People in Care
Strengthening Families - Social Work Team
Strengthening Families - Early…
Specialist Support
Youth Offending
Other (please specify)

4.0

45.2

30.0

21.1
17.5
20.4
16.0
21.5
12.1
20.1
11.9

5.0

0
Full Time

10
20
Part Time

30

40

Workload Manageability
60.0%
50.0%
40.0%
30.0%
20.0%

48.5%
36.4%

10.0%

15.2%

0.0%
Yes

Just about

No, not at all

Stress and Leave Carry Over

61.5%

16.3%

% carrying over leave due to workload

% of people never, rarely or occasionally
feeling stressed

50
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3.2

There were a number of respondents who stated that they work over their contracted
hours to keep up with their workload. The average hours worked by full time employees
was 38.9 hours a week, however part time employees averaged 6.9 hours over their
contracted hours. Just over 12% of part time employees work between 38-42 hours,
which is high.
No. hours worked in average week
87.9%
60.0%
28.2%
12.1%
37 or less

38-42
2019 Full Time

3.3

9.1%

2.7%

43-47

48+

2019 Part Time

The average number of hours spent working directly with children, young people and
families is 16.5 hours for full time employees and 10.9 hours for part time employees.
Due to the diversity of roles it is difficult to draw conclusions about these results but will
provide a benchmark for future surveys. However, a number of respondents indicate that
they spend a large proportion of their time inputting data onto systems. When asked what
they would change about their job if they could common responses included:




More time for direct work
Less paperwork
Fewer systems
No. hours Direct Work

16.5
10.9

Avg no. hours per week direct work with
families (Full Time)

3.4

Avg no. hours per week direct work with
families (Part Time)

Almost all respondents said they receive regular supervision. The vast majority are
satisfied with the support they receive from their manager and with the quality of
discussions in supervision, with only 2% saying they are dissatisfied with this. Over 60%
have had an observation of practice as part of practice weeks and 85% of those who had
been observed said they found it a positive experience Some said that it provided them
with an opportunity for reflection and to get some independent feedback.
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Supervision and Support

90.4%

76.3%

% receiving regular % satisfied with quality
supervision
of supervision

3.5

85.9%
63.7%

% satisfied with
support from line
manager/supervisor

% who have had an
audit/observation of
practice

Over 70% felt that there is effective and appropriate communication between frontline
staff and management and responses indicate that team meetings are generally taking
place either monthly or weekly. Just over 90% said that they felt able to contribute to their
team meeting agenda. 33% agreed that they are involved in and consulted about
proposed changes and about the same number disagreed with this, with the majority
neither agreeing or disagreeing with this statement. A lot of work has taken place in the
last 12 months to improve communication with the children’s workforce, including the
introduction of coffee and conversation sessions, the publication of a fortnightly e-bulletin
and increased visibility of senior managers in teams. However, this is an area that will
continue to be developed as part of the Engagement Plan which was finalised in June
2019.
Communication and Consultation

72.6%
33.0%

% feel communication between management
and frontline staff effective and appropriate

3.6

% agree they are consulted and involved in
proposed changes

The majority of respondents (70%) said they are enthusiastic about their job, feel their
skills are being utilised effectively and are proud to work for CWC. Most are planning to
stay with CWC in the next 12 months, with only 18% thinking of leaving to start a new
job/career. Some comments about what made them feel positive this year included:



Good learning and development opportunities
Supportive colleagues
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“Senior managers are more accessible and seen at ground level (e.g. coffee
mornings)”
Pride and Retention

3.7

63.0%

60.0%

% thinking of staying with the council in next
12 months

% feel proud to work for CWC

Most agreed that CWC is a learning organisation with a positive learning culture and over
55% said they were satisfied with the learning and development opportunities available.
However, about 20% of respondents said they were not satisfied and would welcome
more learning and development opportunities and time to undertake training. A
significant number (35%) neither agreed nor disagreed.
Learning and Learning Opportunities

57.8%
55.7%

51.9%

% agree that CWC is a
learning organisation and has
a positive learning culture

% satisfied with learning
opportunities

% accessing articles/research

4.0

Recommendations and actions

4.1

An action plan has been produced as a result of this survey to address the key areas
highlighted in this report. This plan will be overseen and reviewed by the Children’s
Workforce development board. The findings of the Health Check and actions will be
shared with teams and will inform workforce development plans for the coming year. The
plan incorporates improvement actions including:
 Supporting the roll out Eclipse later in 2019 to reduce the amount of time spent
inputting onto systems and more proportionate recording which should help to
achieve a better work / life balance
 Ensuring robust workload discussions take place in supervision to ensure workloads
are managable and working hours are reasonable. The quantity and quality of
supervision will be monitored through audit and dip sampling.
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Implementing the Engagement Plan to further improve communication with the
workforce
The workforce development team will continue to work with Heads of Service to
explore training needs and further opportunities for the workforce. The introduction of
the social work apprenticeship programme offers the opportunity for those eligible
across the children’s workforce to apply to gain a professional / recognised
qualification.
The Principal Social Worker’s team will support with the delivery of a development
day for non-social work qualified roles and service areas

5.0

Financial implications

5.1

Sickness, unplanned absence from work and difficulties recruiting and retaining staff
could all result in additional expenditure for the Council. The total approved budget for
Children’s services is £51.5 million of which the staff related element is £31.1 million.
The expenditure on agency staff has reduced from £2.9 million in 2016-2017 to £2.4
million in 2018-2019.
[JB/06082019/T]

6.0

Legal implications

6.1

There are no direct legal implications arising out of this report.
[TC/02082019/X]

7.0

Equalities implications

7.1

Social Care is a diverse profession and the makeup of the social care teams in
Wolverhampton is largely representative of the local community. The diversity of the
children that are supported by Child in Need / Child Protection and Children and Young
People in Care teams are also largely representative of the diversity of the city as a
whole.

8.0

Environmental implications

8.1

There are no direct environmental implications arising out of this report.

9.0

Human resources implications

9.1

There are no human resource implications arising out of this report.

10.0

Corporate landlord implications

10.1

There are no specific corporate landlord implications arising out of this report.

11.0

Schedule of background papers

11.1

Appendix A: Children’s Workforce Health Check 2019 Dashboard
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Click link below to see full Children’s Workforce Health Check Survey Report 2019

Children's
Workforce Health Check Survey 2019 Results DRAFT v3.0 test.pdf

