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I. Introduction 
 
This strategy provides a road map on how we can achieve a stable and dynamic workforce 
which can deliver our ambitions for children and families in Tower Hamlets. We want Tower 
Hamlets to be known as a place where children and families thrive, where quality practice 
flourishes and every child has every chance to have a happy, healthy childhood which sets 
them up for future success.   
 
The workforce strategy sets out four priority areas to ensure that the workforce is equipped 
to be able to deliver the vision. 
 
• Developing the service – Undertake service redesign which supports good practice, 

management and supervision. 
 
• Developing our people – Provide a learning and development offer that supports 

practice improvement, the shift to a new organisational culture, recruitment and 
retention, and is evidence based.  

 
• Developing our leaders - Restore an effective leadership, governance and 

management culture that gives clarity of purpose and motivates the workforce to 
achieve the service aim. Develop leaders who are confident and able to successfully 
drive service transformation to deliver improved organisational outcomes. 

 
• Resourcing the service – Establish a sufficient and stable workforce through the 

implementation of the recruitment and retention packages. Have in place a workforce 
which has good health and wellbeing. 

 
This report will look at each of these areas in turn setting out the significant progress and 
the plan for the following year which will be regularly monitored and reported to the 
Corporate Leadership Team (CLT) and the Children’s Services Improvement Board (CSIB). 

II. The Context 
 
The Ofsted Inspection report in April 2017 indicated ‘A significant challenge facing the local 
authority is instability in the children’s workforce. The report consistently highlights the need 
to improve practice standards and establish effective management and leadership. Staff 
turnover overall has reduced slightly in Feb 2018 to 24% (75% in MASH and A & I); the 
vacancy factor remained at 44%. The improvement plan therefore identified the following 
objectives as priorities 
 

• An effective workforce strategy that ensures a qualified and skilled permanent 
workforce and reduces reliance on agency staff (Paragraph 90) 

 
• Achievement of a workforce wide understanding of statute, policy and practice 

requirements 
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• The training and development strategy reflects the needs of the service and 
workforce and is based on an analysis of developmental needs. (paragraph 91) 
 

As a result an ambitious and aspirational programme of service transformation and 
improvement was put into action on the following strategic priorities 
 

Our 
workforce strategic priorities and outcomes 
 
Key outcomes to achieving our aspirations for children and families relies on the following 

• To have in place a highly skilled, confident and child focused workforce that are 
deliberate in their intention to deliver good outcomes for children and are aspirational 
for children and families in Tower Hamlets.  
 

• A workforce that is sufficient and stable to enable continuity of support to children 
and families, who understand the Tower Hamlet’s practice approach  
 

• Are ambitious to contribute to the outcomes for children and young people as set out 
in our Ofsted Improvement Plan.   
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III. Developing the service 
 
 
Vision: The service has a fit for purpose structure that embeds an effective practice 
framework to deliver high levels of performance through the delivery of a joined up service 
that improves the life chances for children, young people and their families. 
 
Where do we want to be? 

• A structure that enables effective practice and achieves excellent outcomes for 
children and families 

• Managers and staff perform their duties to a consistently high standard 
• Teams across the service work together within the service practice framework 
• Everyone in the service feels safe at work 
• There are high levels of engagement and communication 
• There are opportunities for career progression 
• Workload is manageable and consistent across the service. 

 
 
 
 
 
 
 
 
 
 
 
 
Key Activities 
 
 
 
 
 
 
 
 

 
• Service redesign – CSC business units were restructured to create smaller teams. 

Basic team structures now consists of 1 Team Manager, 1 Advanced Practioner and 5 
Social Workers. This was done primarily to ensure better management and 
accountability, increase in the numbers of social workers and teams able to work with 
families and ensure reduced caseloads.  This restructure is now in place and is critical 
to delivery of the vision and ensuring improvement work is sustainable. This has 
resulted in an increase in the number of front-line teams and social workers thereby 
reducing case-loads consistently. 
Specialist teams and partnerships such as the ‘Exploitation Team’, ‘Early Help Service’, 
Edge of Care Team’, wider ‘MASH partnerships’ and ‘Integrated Commissioning Teams’ 

What our workforce told us 
• Caseloads are high which limits the scope for other activities and innovation, also 

noting sufficient time should also be provided for reflective practice. 
• You would benefit from improved technology, and business support, which would 

enable you to be more effective and spend more time working directly with children, 
young people and carers. 

• You want and value a positive and safe environment to work in 
• You value the support of team members and managers 

 

What we will do 
 

1. Redesign our structure to facilitate improved practice, management and supervision 
2. Make sure that social workers have manageable caseloads 
3. Establish specialist teams to support social workers working with complex cases 
4. Monitor throughput of cases and staffing data to streamline work flow  
5. Implement evidence based practice models which promote good outcomes 
6. Review Social Work pay and Retention packages to ensure  
7. Undertake and deliver on findings of social work health assessment 
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have been created to ensure children and families who have complex needs receive 
timely and efficient support.  
The objective is to ensure low and manageable caseloads that enable social care 
professionals the time and space to offer excellent services to children and families. The 
department will continue to monitor service user feedback and data to further streamline 
services to achieve this objective. The Workforce development board chaired by the 
Divisional Director will ensure 

- Monthly monitoring of workforce and staffing data 
- Throughput of cases and case loads 
- Feedback from service users and professionals 

 
These new arrangements will also support a greater focus on early help, and new ways 
of working which will be supported through the implementation of evidence based 
practice models which promote good outcomes for children and families. 

 
• Establish Practice Model- Tower Hamlets, moved away from the ‘signs of safety’ 

model, which during the inspection had received mixed ratings, due to inconsistent 
application throughout the social care system. Social workers were consulted and 
restorative practice, and the work of Leeds was widely accepted as the practice model 
to be implemented.  

 
 

 
 
Using restorative approaches is a key element of Tower Hamlets’ ambition to give every 
child every chance to be successful. These approaches provide staff with the professional 
confidence to use a range of language, behaviours and tools that strengthen their 
relationships with children, young people and families, empowering them effectively to 
share responsibility by using a solution-focused approach, which supports positive change. 
Relationship based approaches are widely established and accepted both nationally and 
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internationally as a highly effective way of achieving better outcomes for children, young 
people and their families. 

 
All the social workers professionals working with children and families shall be trained in 
Restorative Practice and assisted in embedding and evidencing it in their practice. Given its 
focus on relationships, relationship based practice has broad applications across the range 
of agencies working with people a clear Implementation Plan shall be devised to embed the 
practice model across the organisation.  

 
• Retention strategy –our work force retention strategies were benchmarked and revised 

with leading authorities to ensure they are effective and competitive. An action plan was 
put into place to review our training and development offer to ensure effective and highly 
skilled, practitioners, managers and leaders.  

 
• Ofsted improvement programme -  The improvement programme has driven through 

practice improvement and effective leadership and management  

Developing our people 
 
 
 
 
 
 
Vision: To develop people in all roles across the service to ensure they have the skills and 
capacity to undertake their duties and progress their careers. 
 
Where do we want to be? 

• Everyone in the service has access to learning and professional development 
activities relevant to their role 

• The workforce is supported on their career pathways and progression routes which 
are aligned with service needs 

• The workforce has the skills and resources required to undertake their duties 
efficiently, effectively and with purpose.  

 
 
 
 
 
 
 
 
 
 
 
 
 
 

What our workforce told us 
Staff responses elicited through Training Needs Analysis undertaken in 2017 and 
2018 indicated: 
1. Training is required as a priority for social workers on a number of areas including 
‘Court Work’ and ‘Working with Adolescents/Transition’, ‘Private Fostering’ and 
‘Exploitation’.  
2. Agency Social Workers report more confident practice than permanent staff.  
3. Experienced social workers (8+ years) are low on motivation; they need focused 
support.  
4. Supervision should be closely monitored and strengthened to ensure social workers 
benefit from reflective practice.  
5. Staff responses in 2018 explicitly asked for training around Trauma based approaches 
(80%), Systemic Practice (73%), Reflective supervision (68%), Managing stress and 
resilience (68%), Motivational interviewing (61%), Neglect (67%), Restorative Practice 
(66%), Direct work tools (65%) and Permanency (61%) 
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The Tower Hamlets Social Work Academy was established in September 2018.  The 
fundamental objective of the Social Work Academy is to develop social work practice to 
achieve excellent outcomes for children and families. The key deliverables of the Academy 
are:- 

• ensure that relationships are at the heart of our practice; embedding the restorative 
model of social work 

• deliver a unique three year wraparound support programme for Newly Qualified 
Social Workers (NQSW) – ‘Steps to Success’ 

• build partnerships with universities to facilitate accredited training programmes and 
evidence based practice 

• develop an innovative and tailored learning and development offer for Children’s 
Social Care staff 

• implement robust quality assurance systems and facilitate relevant learning 
opportunities to improve practice 

• a programme of recruitment that reflects our values of relationship based practice 
and seeks out excellence 

 

 

What we will do 
 
The Children’s Service Improvement Plan identified several areas of focus for learning 
and development that would strengthen the quality of the service: 
 

• The establishment of a Social Work academy to spearhead learning and staff 
retention 

• To develop and implement a ‘back to basics’ programme to be attended by all 
staff responsible for the delivery of services to children  

• Establish professional development program that is relevant to professionals 
and delivered by accredited and credible providers. 

• Establish a unique 3 year support program for NQSWs 
• Review and strengthen career development pathways and opportunities 
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Based on the Learning Needs Analysis undertaken with the staff, the training and 
development offer will be structured as follows:- 

 
1) Practice Learning Seminars 

a) Bedfordshire University led Half-day seminars 
i) 6 seminars a year 
ii) Key Practice Issues 
iii) Invitation open to neighbouring local authorities as well 

b) Group Supervisions co-facilitated by Experts 
i) 4-6 Group Supervisions on ‘stuck cases’ or themes 
ii) Co-facilitated by PSW and academic experts particularly from partner universities 

c) Practioner led Lunch time seminars 
i) Led by PSW and A.Ps 
ii) 6 a year 

 
2) Restorative Practice Training 

a) Courses for beginners 
b) Action Learning Sets 

 
3) Training Offer 

a) Theoretical Training 
i) Attachment/DDP (TBC) 
ii) Trauma Informed Practice  
iii) Systemic Training  

b) Core Training  and Specialist Training 
i) Beginners and Basics 
ii) Advanced Training  

c) Improvement Consultants 
i) Neglect (in play) 
ii) Domestic Abuse (TBC) 
iii) Exploitation and youth violence 
iv) Could add more 

d) Leadership Courses 
i) Be-spoke Action Learning Set for Team Managers 
ii) Firstline Program 
iii) Coaching, mentoring and Buddying programs 
iv) Corporate Leadership Programs 
v) Aspiring Leaders course for budding managers 

e) CPD 
i) ASYE Program 
ii) Post Qualifying Diploma 
iii) MSc in Social Work 

 
4) Podcasts/ webcasts/Print Media 

a) Social Work Practice (Holloway) (TBC) 
b) Leadership (assorted) 

 
5) Subscriptions  

a) MRC 
b) RIP  
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IV. Developing our leaders 
 
 
Vision: Everyone with management and leadership responsibilities in the service possess 
the right skills, knowledge and behaviours to enable them to support staff to perform to a 
consistently high standard. 
 
Where do we want to be? 
 
All managers will have the knowledge, expertise and skills, required to effectively manage a 
social care workforce as set out in the knowledge and skills statement for practice 
supervisors. 
 
Mangers will engage with the workforce and contribute to creating a positive work 
environment and culture 
 
Support and challenge is provided to enable the right staff to progress into management 
and leadership roles 
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Managers are collaborating with colleagues across the wider organisation and with key 
partners to share information that will safeguard children and ensure a seamless service 
delivery. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
We will ensure senior leaders are visible and set the tone for other leaders who need to 
ensure that the workforce is supported through the change process and given advice and 
guidance to carry out their roles effectively.   
 
We believe leaders need to be seen as open to new ways of working and be flexible to 
support staff at difficult times during their professional and personal lives.  We will provide 
increased opportunity for reflective supervision and reflective discussion on practice.  
 

What our workforce has told us 
 

• Good management and strong leadership are important to you    
• Effective supervision is a key and you want more reflective supervision  
• The current Personal Development and Review (PDR) process is not an 

effective tool to review performance and assess measurement against 
professional frameworks and standards.  

• 46% of managers have less than 3 years of experience and need a programme 
of training and development  

• Team Leaders need support around performance management and 
improvement  

• Managers may also benefit from a refresher on social work models of 
intervention for example systems theory, ecological approach, task-centred 
approach, CBT, solutions-based and so on.  

 

What we will do 
In order to develop leaders who are confident confident and able to successfully drive 
service transformation to deliver improved organisational outcomes the following 
measures have been put in place  
 

• Restorative and relational practice shall be established as the primary ethos of 
leadership  

• Provide a leadership and development programme which is multi – faceted and 
establishes Restorative and relational practice as the primary ethos of 
leadership 

• Coaching, Mentoring and Buddying programs offered by senior leaders across 
the organisation to support new managers 

• Corporate Leadership courses and programs to be made available to leaders 
within Children’s Social Care 

• Bespoke action learning sets for managers on practice models and key 
theoretical models. 
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Providing our workforce with the ability to progress through the management structure is a 
priority for the service.  The redesign of the service will take this into account and will reflect 
the Knowledge and Skills statements so there continues to be a clear progression route up 
to senior management level.  The corporate leadership and management development offer 
also supports this approach. 
 
 

V. Resourcing the service 
 
 
Vision: a stable workforce is in place to deliver high quality services, with plans in place to 
ensure the future needs of the workforce are identified and action taken to address them. 
 
Where do we want to be? 
• Exceed the national benchmark of 85% permanent social workers in post 
• Staff are committed to and want to continue to work in the service 
• The service offers pay and benefits that supports recruitment and retention 
• Entry routes and effective succession planning are attractive 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

What our workforce has told us 
 
Focus Group discussions and staff feedback identified the following important factors in 
recruitment and retention 

• Induction   
• Development opportunities for social workers  
• Competitive pay and reward  
• Training offer 
• Career progression 
• You value a positive and safe environment to work in 
• You value the support of team members and managers and want continuity of 

social workers and managers.  
• You want improved wrap around support for ASYE’s  
• You are concerned about the lack of incentive for experienced Social workers to 

stay with LBTH 
• You have made a positive choice to remain in Tower Hamlets because the 

Council recognises diversity and has put in place facilities which support 
religious diversity  
 

The vacancy factor for social worker posts in August 2017 was at 38% and the 
turnover rate across the service in August was 28%; in Feb 2018 the turnover raiot had 
reduced to 24% (75% in MASH and A & I); the vacancy factor remained at 44%; in Jan 2019 
the turnover had reduced to 11% and the vacancy factor had reduced to 26%  
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Improve Retention (+8) 
 
The workforce strategy sets out the views of staff, why they like working in Tower Hamlets 
that the things that were important to them. Analysis has demonstrated that there are two 
critical points of the employment lifespan when social workers leave to gain additional 
professional experience, at three and eight years of employment. The development offer is 
important in improving retention and the service is now working with the individuals at this 
critical time to ensure they have tailored development plans that meet their aspirations. 
  
In 2017 the LGA reported a total turnover rate of 13.2%; our goal over the last two years 
has been to reduce the staff turnover to under 15%.The turnover rate across the service in 
August was 28%; in Feb 2018 the turnover rate had reduced to 24% and in Jan 2019 the 
turnover had reduced to 11%.   
 
It should also be remembered that with a 15% turnover on current numbers this means 28 
people will leave during the year and with an 85% (269 FTE) target of directly employed 
staff a 15% turnover means 40 people will leave during the year. There must be a 
programme to replace these numbers before there can be any net gain which means a 
recruitment of 107 staff. 
The workforce strategy established the aim of exceeding the national benchmark of 85% 
permanent social workers. During the period 2018/19 the goal is to match the national 
benchmark. 
 
Social Worker recruitment is a national problem; this is particularly true in central London 
where staff can easily move from one authority to another within a very small geographical 
distance and to even match the national benchmark would be a significant improvement. 
There will be a multi-strand approach to meeting this target. Set out below is an analysis of 
the current workforce numbers and the impact that each initiative is forecast to deliver.  
 
To meet the target of an 85% permanent workforce we need to increase our total number of 
directly employed staff from the 190 full time equivalent (FTE) as of March 2018 to 269 FTE 
an increase of 79 staff. Set out below is a plan operationalised by the Social Work Academy  
 

What we will do 
• A review of salaries to ensure market comparability – currently LBTH has one of the 

most attractive salary packages available 
• A review of benefits and establish clear progression routes to support retention  
• A recruitment specialist post to drive the maximum pool of available candidates 
• Agreement from CLT to use the ‘grow your own’ approach to developing a stable 

workforce and to over-establish with agency staff during the development period 
• A clear strategy to manage caseloads and supervision to minimise stress and turnover 

and maximise retention and reputation 
• On-going recruitment campaigns to maximise the available pool of applicants 
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Direct Recruitment (+ 40) 
 
In 2017-18 there have continued to be blockages in the process and better statistics were 
needed to be able to identify where action is needed to speed up the process. 
Consequently we have lost good candidates to other employers. The council has now 
introduced a Social Worker Recruitment Specialist to focus attention on our processes and 
the forecasted increase of 40 recruits is a pragmatic estimate based on an improvement on 
2017/18.During the previous twelve months the council has managed to recruit 62 
permanent workers of which 11 have been the conversion of existing Agency Workers who 
have chosen to go become permanent employees.  
 
 
Job Fairs and Open Days (+ 4) 
The council attended the several job fairs and although there was considerable interest in 
the council this did not result in any permanent employees recruited. Following an analysis 
of the 2017 experience the lessons learned will be applied and we plan on attending at 
least one job fair with a target of four direct recruits. The Job Fairs are also important for 
promoting our employer brand and what we have to offer. 
 
The change to the budgets enabling the progression to Advanced Practitioner has had a 
very positive effect with an increase in qualified social workers from 164 in March to 184 in 
April. 
 
 
Agency recruitment for permanent staff (+ 20) 
Several agencies offer a targeted search for social workers charging 15% of the first years’ 
salary as a ‘finder’s fee’, around £7,000 per placement. Although this is not a long term 
strategy for the council it is acknowledged that there needs to be additional action to bridge 
the current deficit of permanent workers. There have been initial meetings with possible 
suppliers which indicate that other councils have used the strategy successfully and those 
20 additional recruits are achievable. It is likely that the staff recruited through this route 
would be allocated to the ‘front door’ as this has remained the area with the highest rate of 
agency workers. 

Description Year	  0 Year	  1	   Net	  cost Year	  2 Net	  cost Year	  3 Net	  cost Year	  4 Net	  cost
Recruitment	  of	  ASYE	  via	  SWA 0 35 991,488	  	  	  	  	  	  	   20 456,534	  	  	  	  	  	  	   20 959,787-‐	  	  	  	  	  	  	   1,123,469-‐	  	  	  	  	  	  	  	  	  	  	  	  
Conversion	  of	  agency	  worker	  to	  permanent 0 11 99,220-‐	  	  	  	  	  	  	  	  	  	   8 72,160-‐	  	  	  	  	  	  	  	  	  	   2 18,040-‐	  	  	  	  	  	  	  	  	  	   See	  note	  below
Direct	  recruitment	  of	  Experienced	  SW 21 16 39,910-‐	  	  	  	  	  	  	  	  	  	   30 74,832-‐	  	  	  	  	  	  	  	  	  	   30 74,832-‐	  	  	  	  	  	  	  	  	  	   See	  note	  below
Total	  Recruited 21 62 852,357	  	  	  	  	  	  	   58 309,542	  	  	  	  	  	  	   52 1,052,659-‐	  	  	  	   -‐	  	  	  	  	  	  	  	  	  	  	   1,123,469-‐	  	  	  	  	  	  	  	  	  	  	  	  
Projected	  annual	  staff	  turnover	  @	  15% 33 37 39
Net	  SW	  recruited 29 21 13
Total	  Perm	  SW 161 190 211 223
Total	  SW	  vacancy 101 72 52 39
Total	  %	  Agency	  Staff 38% 27% 19% 15% 0%

Note

Based	  on	  HR	  Dashboard	  (262	  social	  work	  posts)
Three	  pronged	  recruitment	  approach	  to	  Workforce	  Strategy	  -‐	  Option	  2	  (revised	  9.4.19)

The	  cost	  reductions	  from	  'conversion	  of	  agency	  SW'	  and	  'Direct	  recruitment'	  has	  intentionally	  been	  omitted	  in	  years	  4	  and	  going	  forward.	  This	  is	  to	  avoid	  
overstating	  our	  cost	  reduction	  as	  the	  total	  of	  75	  posts	  over	  the	  3	  years	  via	  ASYE	  and	  the	  71	  post	  from	  'conversion'	  and	  'direct	  recruitment'	  will	  take	  CSC	  
over	  it's	  establishment	  posts
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Frontline Social Work Education Program (+6) 
LBTH support two cohorts of Frontline students.  Frontline is aimed at fast tracking 
graduates into the social work profession and training them to become future leaders and 
champions of social work. Tower Hamlets currently has 8 Frontline participants (trainees). 
The WFD SC team will continue to support the Frontline program as required particularly in 
the recruitment of CSW (Consultant social workers) RCSWs (Reserve Consultant Social 
Workers) and making arrangements for systemic training for the people in these posts.  The 
lower number forecasted is a pragmatic estimate given that some trainees may not choose 
to stay in the profession or the council. 
 
Step Up to Social Work 
LBTH has now agreed to take on a cohort of Step-up to Social Work candidates in January 
2020. Step Up to Social Work is an intensive full-time, fully funded, training programme that 
could train a social worker in just 14 months. The North-East London Social Work 
Development Partnership is working with The University of East London to deliver the Step 
up to Social Work Programme.  The recruitment process will begin in spring 2019, with the 
training commencing in January 2020.   
 
ASYE Programme (up to 35) 
The recruitment of the ASYE is a longer term investment process. The council is developing 
a programme to give additional support for the first three years of employment.  
 

 
 
This means that in three years’ time with a turnover rate of 15% the 35 ASYE’s recruited 

two or three years earlier will be 
the experienced social workers to 
fill the vacant posts. With this 
approach the council’s workforce 
should be self-sustaining. To 
achieve this, the council has 
committed to employ a number of 
agency staff over the established 
posts so that the caseloads may 
be reduced during the training 
period. 
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Options for resourcing in the future 
 
BA Hons Social Work Open University 
As part of our recruitment strategy we offer support to unqualified /alternatively qualified 
staff to gain an entry level social work qualification i.e. a BA Hons in Social Work through 
the Open University. We offer as part of this package of support the flowing provisions 

• £1,000 part payment towards fees per 120 credits 
• 18 days study leave pa  
• Continued salary while undertaking placement 1 of 70 days and the other of 90 days. 
• The 70 day placement can be taken in the employee’s current position but they have 

as maximum case load of 6 cases as stipulated by the university. 
 
Social Work Apprentice ship scheme  
The possibility of running the social work apprentice ship programme from January 2019 is 
currently being scoped by the Work force Development Team. This programme is still being 
developed. University have yet to formally tender for the academic compliment of the 
programme and decisions have yet to be made by Skills for Care and the Social Work 
Education Network about the financial modelling and the form that the apprenticeship itself 
should take. If the apprenticeship scheme is viable this would produce a long term cohort of 
qualified social workers over a four to five year period which is consistent with the ‘grow 
your own’ philosophy, consistent with the council’s aspirations to increase apprenticeships 
in the borough and the learning component will be paid for from the apprenticeship levy. 
The development of the social work apprenticeship may result in a revision of the forecast 
number of ASYE’s each year.   
 
Return to Social Work  
 
The Return to Social Work program run by the Department for Health. This program 
offers free training to prepare former social workers to return to their careers. This involves 
12 weeks of training with hands-on work placements   and provides candidates with 
comprehensive coaching and mentoring. This includes dedicated interview preparation 
once they are registered and ready to re-enter social work.  
Qualified social workers with a minimum of two years' experience (and not out of the field 
for more than five) with a right to work in the UK are eligible for the program.  
 

VI. Delivering the strategy. 
 
Our Priorities 
 
• Developing the service – Undertake service redesign which supports good practice, 

management and supervision. 
 

• Developing our people – Provide learning and development offer supports practice 
improvement, the shift to a new organisational culture, recruitment and retention, and is 
evidence based.  

 
• Developing our leaders - Restore an effective leadership, governance and 

management culture that gives clarity of purpose and motivates the workforce to 
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achieve service aim. Develop leaders who are confident and able to successfully drive 
service transformation to deliver improved organisational outcomes. 
 

• Resourcing the service – Establish a sufficient and stable workforce through the 
implementation of the recruitment and retention packages. Have in place a workforce 
which is in good health and wellbeing. 

 
Actions to be undertaken through this strategy and supporting action plan align with the 
Council’s HR strategy which includes: 
 

• Reviews of HR policies, provisions procedures, guidance and practice 
• A new learning and development offer including e-learning 
• A new leadership development programme 
• A review and clarification of the role of Tower Hamlets’ managers and a range of 

activities to support and enable managers 
• A recruitment and resourcing review 
• A review of the wellbeing offer for staff 
• A review of terms and conditions and pay issues, including use of market 

supplements and job evaluation. 
 
The work undertaken and embedded on management and leadership development and 
recruitment with Children’s Social Care will be shared to inform and shape these projects 
and new ways of working.   
 
The actions to deliver on our strategic priorities are set out below
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Workforce Strategy Action Plan Update – Achievements in 2018/19 
 

Priority Area Outcomes  we are seeking 
to achieve 

What we are going to do How we will know if we have 
succeeded 

Update Jan 2019 

 
Developing the 
service 

Service redesign which 
supports evidence based 
practice , management and 
supervision 

Consult and engage staff in the 
redesign and implementation 
of a new structure for 
children’s social care. 

Have in place a new structure 
which facilitates smaller teams 
and reduced caseloads, with 
improved management 
oversight 

New structure 
implemented  and 
embedded since Sept 
2017 
Average caseload reduced 
consistently under 18 in 
most teams 

Developing the 
service 

Improved quality of practice Engage with staff and practice 
leaders in the implementation 
of a practice model which is 
embedded in what we do from 
elected member to practitioner 

Our workforce and elected 
members understand the 
Tower Hamlets practice model 
of intervention and routinely 
apply it in their work with CYP 
and families.  
Members use it as a tool to 
support their scrutiny of 
services. 

291 Social workers, 
managers, senior leaders 
(including Mayor and 
Corporate Leaders)trained; 
Action Learning sets being 
launched to embed 
practice 

Developing the 
service 

Improved outcomes  for 
children and their families   

As set out above Staff report satisfaction in the 
changes and can see 
improvement in what they do 
Our performance re outcomes 
for children shows a trajectory 
of improvement 

Performance outcomes 
have improved in all areas 
and are regularly 
monitored in detail at the 
CSIB 

Developing our 
people 

Provide a learning and 
development offer that 
supports practice 
improvement is evidenced 
based  and equips staff to 
work with current and 
emerging needs 

Ensure our progression routes 
and criteria for assessment are 
clearly understood by the 
workforce. Maintain our 
alignment of our learning and 
development offer to the 
progression scheme. 

There is an increase in 
approach and success for 
advanced practitioner role 

Advanced Practitioners 
have increased from 11 to 
23 

Developing our Provide a learning and Through our learning from The comprehensive learning Details of the L&D offer are 
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people development offer that 
supports practice 
improvement is evidenced 
based  and equips staff to 
work with current and 
emerging needs 

training needs analysis (TNA), 
social work health checks and 
Ofsted recommendations; 
provide a training offer which 
addresses skills gaps, 
performance 
 

and development offer is well 
attended by the target groups. 

at Appendix Two 

Developing our 
people 

Provide a learning and 
development offer that 
supports practice 
improvement is evidenced 
based  and equips staff to 
work with current and 
emerging needs 

Provide management training 
which includes reflective 
supervision. 

Staff report an improvement in 
supervision, turnover reduces 

Turnover has reduced from 
24% to 11% in Jan 2019 

Developing our 
people 

Provide a learning and 
development offer that 
supports practice 
improvement is evidenced 
based  and equips staff to 
work with current and 
emerging needs 

Provide mandatory core 
training which will include  
‘back to basics ‘training 

Programme provided, well 
attended and positive feedback 
received. Our performance re 
outcomes for children shows a 
trajectory of improvement 

All social workers and 
managers provided with 
Back to Basics Training 

Developing our 
people 

Provide a learning and 
development offer that 
supports practice 
improvement is evidenced 
based  and equips staff to 
work with current and 
emerging needs 

Introduce a Learning 
Management System to 
provide access to an 
interactive  learning platform  
and high quality e-learning 
opportunities for all staff and 
elected members 

LMS available with relevant 
programmes accessible and 
used by staff and members. 

Social Workers and 
managers able to use LMS 
to book training  

Developing our 
people 

Provide a learning and 
development offer that 
supports practice 
improvement is evidenced 
based  and equips staff to 
work with current and 

Monitor and report on 
opportunities for skill and 
capability development, 
satisfaction and take up by the 
workforce 

Staff report that the training 
and development offer has had 
a positive impact on practice. 
Our training and development 
opportunities are highly valued 
and given as a reason for 

Staff Feedback on new 
training offer is positive; an 
evaluation expected at end 
of the year 
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emerging needs remaining in TH. 
Developing our 
Leaders 

Restore effective leadership, 
governance and 
management culture that 
gives clarity of purpose and 
motivates the workforce to 
achieve service aims 
 

Ensure  elected members and 
senior Leaders and others 
involved in the scrutiny of 
services are equipped to carry 
out their duties and 
responsibilities 
 

Member involvement in 
Children’s Services 
Improvement Board and 
informative scrutiny committee 
involvement 

Cabinet member attends 
all CSIB meetings Mayor 
and Cabinet participate in 
Practice Week to observe 
practice and service 
delivery 
 

Developing our 
Leaders 

Managers are clear about 
their role, and are enabled to 
perform their duties and 
responsibilities confidently 

Put in place leadership and 
management development 
programmes  
Provide coaching and 
mentoring opportunities 
 

Staff report leaders ‘walk’ the 
TOWER values. Understand 
the challenges staff face and 
are approachable, inclusive 
and honest in their 
communication with staff 

Turnover has reduced from 
24% to 11% 

Developing our 
Leaders 

Our workforce is aware of the 
strategic direction of the 
organisation and understands 
their role in contributing to its 
success. 
 

Review how we apply the 
changes corporately to 
processes for managing 
employee performance, to 
ensure it is used as a 
management tool to effect 
continuous performance 
improvement and 
development; and is routinely 
used in supervision 

  

Resourcing the 
service 

Establish a sufficient and 
stable workforce through the 
implementation of the 
recruitment and retention 
packages. 
 

Promote LBTH as an employer 
of choice, enhancing the 
recruitment process to include 
assessment against our 
values, and where appropriate 
our management 
competencies 

Application numbers increase 
Applicants are aligned to the 
values 

 

Resourcing the 
service 

To recruit and retain the best 
calibre of staff from a wide 
and diverse field of applicants 

Engage in targeted recruitment 
activities 
Regularly review  pay and  
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 reward  package offered by 
LBTH to ensure it remains 
competitive, appropriate and 
meets the needs of the service 
 

Resourcing the 
service 

A workforce which is in good 
health and has good 
wellbeing 

review the provision of 
occupational health service to 
the workforce to ensure 
effective and timely health 
interventions to support staff to 
return to and remain in work 

We will provide a holistic 
response to wellbeing. By 
2018 all our staff will have 24/7 
access to support programmes 
and wellbeing initiatives. 
 

Employee Assistance 
programme introduced 
from XX 2017. 
Physiotherapy service 
introduced. 
New Occupational Health 
provider identified to be 
implemented by July 2018 
Sickness figures XX 

 
 




