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Introduc�on

This �mely report examines a number of cri�cal ques�ons about the experiences of 
social workers:

■ How well do employers deliver the refreshed Standards? 

■ How do employees perceive their working environment? 

■ What factors influence them to remain engaged with their work and minded to stay 
with their organisa�ons? 

These ques�ons feature prominently in regional and na�onal news, as it is recognised 
that good social work can transform people’s lives and protect them from harm. In order 
to achieve consistently high-quality outcomes for service users and their carers, social 
workers must have and maintain the skills and knowledge to establish effec�ve 
rela�onships with children, adults, families, and professionals in a range of agencies and 
se�ngs, and be the key connectors in communi�es. 

The lessons that flow from the evidence in this report can and should shape the way 
leaders and managers in both the private and public sectors think about the people who 
work for them. They will also help to take forward the debate about what government 
and other policy makers can do to help promote a be�er environment to a�ract, 
develop and retain professional, compassionate and engaged staff who deliver high 
quality social work. 

At the �me of wri�ng this report, with the country in the grip of the Covid-19 pandemic, 
the reliance on their services has never been greater. 

Lastly, enormous apprecia�on is extended to all organisa�ons that encouraged their 
staff to take part in this piece of research. 
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Refreshed Standards

The employer standards for social workers in England were last refreshed in 2020. They set out the key 
components of whole systems approaches, and employers can use them, along with an appropriate 
supervision framework, to help develop a working environment where social work prac�ce and social 
workers can flourish, in turn suppor�ng recruitment and reten�on. They are explained in headline 
detail below:

Standard 1 - Strong and clear social work framework
This standard is about promo�ng a clear statement about the principles that cons�tute good social 
work prac�ce, and how those principles func�on across the full range of social work se�ngs.

Standard 2 - Effec�ve workforce planning systems
This standard is about using effec�ve workforce planning systems to make sure that the right number 
of social workers, with the right level of skills and experience, are available to meet current and future 
service demands. 

Standard 3 - Safe workloads and case alloca�on
This standard is about ensuring employees do not experience excessive workloads, resul�ng in 
unallocated cases and long wai�ng �mes for individuals.

Standard 4 - Wellbeing
This standard is about promo�ng a posi�ve culture for employee wellbeing and suppor�ng social 
workers to have the prac�cal tools, resources and the organisa�onal environment they need to 
prac�ce effec�vely and safely.

Standard 5 - Supervision
This standard is about making sure students and qualified prac��oners can reflect cri�cally on their 
prac�ce through high quality, regular supervision being an integral part of social work prac�ce.

Standard 6 - Con�nuing professional development (CPD)
This standard is about social workers being provided with the �me and opportunity to learn, keep their
knowledge and skills up to date, and cri�cally reflect on the impact this has on their prac�ce.

Standard 7 - Professional registra�on
This standard is about suppor�ng social workers to maintain their professional registra�on with the 
regulator.

Standard 8 - Strategic partnerships
This standard is about crea�ng strong partnerships and good collabora�on between employers, higher 
educa�on ins�tu�ons and other training providers.

More informa�on about these standards can be found at h�ps://www.local.gov.uk/standards-
employers-social-workers-england-0

The survey items used to measure these standards can be found in appendix 2.
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Purpose of the Research

Research Ques�on 1

How well do employers of social workers 
deliver the refreshed Employer Standards?

Research Ques�on 2

How do social workers perceive their 
working environment?

Research Ques�on 3

What factors influence them to remain in 
their organisa�ons, or choose to leave?

3
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Halton Borough Council
 

1.1: Consolidated Findings

Research Ques�on 1: Delivery of
refreshed Employer Standards

Highest rated Standards overall: 

Lowest rated Standard overall:

Strategic Partnerships

CPD - Con�nuous Professional
 Development

Resources (including 
staffing)

Employee voices
Most frequent themes: 

Training & development

Management

Equality & diversity
I.T., Technology & 

Equipment

Research Ques�on 2: Percep�on of Workplace
Experience

Top three survey items having biggest impact on social 
worker contribu�on: 

I feel cared for by my managers and/or supervisor.

My organisa�on has a well-defined framework/approach to
social work prac�ce so I am clear about my role and

accountability
I have been supported by my organisa�on to con�nue to

work safely and effec�vely within a clear social work
prac�ce framework.

Research Ques�on 3: Factors influencing
Desire to Stay

Top three survey items having biggest impact on desire to 
stay: 
 
Supervision helps me reflect on how I meet professional

regulatory standards

I iden�fy my learning needs and access professional
development opportuni�es and training through

supervision

Supervision helps me cri�cally reflect on my work including
working rela�onships, emo�ons and use of evidence
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The insights gained from this study provide a lens on the workplace environment experienced by employees 
involved in the delivery of social work by social workers in Halton Borough Council. Some important features of 
the analysis are set out below in an ‘at-a-glance’ style. More granular details can be found in the report, with 
links to the relevant material.
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Halton Borough Council 1.1: Consolidated Findings 
(cont)

5

The evidence set out in this report provides an opportunity for your organisation and related agencies involved in 
the delivery of social work to undertake conversations for change about how to improve the engagement and 
retention of staff through the adoption and delivery of the refreshed Employer Standards.

The research revealed a number of key themes, which have been examined in some detail within the main body of 
the report. These findings are broadly and succinctly summarised below:

1: Perception of Employer Standards

While the overall results should be a source of encouragement to your employer, ongoing efforts will be required to 
sustain and improve those levels. It is also important to note that views of employers’ COVID-19 responses were 
well received overall – with employees reporting that they had received good levels of support to work remotely 
and opportunities to maintain enough high quality, safe contact with colleagues. The most challenging downsides 
of the pandemic were reported as an increase in severity of need of people being referred and able to cope with 
workload and ability to work in a strength-based way. These findings should be explored further and the lessons 
infused into the ‘new normal’ opera ng environment ‘post Covid-19’.

2: Biggest impact on staff engagement

The quality of the employment relationship is shaped by the reliable delivery of obligations and promises by the 
employer. For example, the expectation that as an employee you will have access to adequate support, be treated 
fairly and offered the training essential to one’s job role. In the narrative analysis, there were many positive 
comments regarding the existence of strong support structures helping to encourage a sense of wellbeing and 
safety. Good conversations – having quality time and space to meet supervisor and colleagues to discuss work 
outcomes – were also revealed as important.  

3: Biggest impact on staff retention (desire to stay)

The desire to stay with an organisation is an expression of organisational commitment. The evidence pointed 
strongly to key shaping influences such as employees having quality supervision and support in provision of 
personal learning and development opportunities. 

Please note that where appropriate this report contains data imported from the 
North West Region report, to inform the reader of insights emerging from analysis 
of a larger data sample. This is par�cularly prevalent for Key Driver Analysis of 
sta�s�cal data and thema�c analysis of free text responses. The data from your own 
organisa�on has been used to provide a faithful representa�on, as best as possible, 
of how your own employees perceive their workplace experience.    
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1.2: Demographics

22
Total Responses

         of respondents were female82%

Responses by Ethnicity
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Respondents by Gender

Gender
Female

Male

100%         of 
respondents 
were White
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1.3: Research Ques�on 1

How well do employers of social workers deliver the refreshed Employer Standards?

Figure 1 provides a visualisa�on of the mean scores across all Employer Standards.  A more granular 
analysis of the survey items for the region can be found in appendix 2.

Figure 1: Standard Scores
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1.4: Research Ques�on 2

How do social workers perceive their working environment?

Key Driver Analysis (KDA) was used to discover which aspects of the Employer Standards were most 
potent (impac�ul) in driving employee contribu�on in the workplace. These aspects are highlighted 
below in figures 2 & 3. The model used in this research – The Employment Deal Diagnos�c (TEDD®) - and 
the technique behind KDA are explained in more detail in appendix 1. 

Key Driver Analysis requires large volumes of data. As such, the key drivers for the North West Region 
have been used in this report but importantly the values shown are for Halton Borough Council.

Improvements in these elements and others shown in figures 2 & 3 have the highest impact on employee 
contribu�on.

 (75+)
Good score / outcome 

to be celebrated. 

 (51-74)
Moderate score / outcome. 
Capable of improvement. 

 (50 or less)
Rela�vely poor score / outcome A 
clear sign to take steps to improve.
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Figure 3: Employee Contribu�on at the More Granular Level
Ques�ons Standard Mean i

 

I feel cared for by my managers and/or supervisor.

My organisa�on has a well-defined framework/approach to social work
prac�ce so I am clear about my role and accountability
I have been supported by my organisa�on to con�nue to work safely and
effec�vely within a clear social work prac�ce framework.
I feel safe in my role & the work I am expected to do.

I have �me and space for suppor�ve peer to peer and team discussion

4

1

Covid

4

4

83

83

83

80

73

3.5
7

2.6
7

2.5
3

2.4
3

2.0
2

Figure 2: Employee Contribu�on at the Standard Level
Standards Standard Mean i

 

Covid
Strong and Clear Social Work Framework
Professional Registra�on
Strategic Partnerships
Wellbeing

Covid
1
7
8
4

73
85
85
90
82

8
4
3
3
2



4/22/2021 Research Question 3

1/1

Halton Borough Council
 

1.5: Research Ques�on 3

What factors influence employees to remain in their organisa�ons, or choose to leave?

Key Driver Analysis (KDA) was used to discover which aspects of the Employer Standards were most 
potent (impac�ul) in driving desire to stay in the workplace. These aspects are highlighted below in 
figures 4 & 5. The model used in this research – The Employment Deal Diagnos�c (TEDD®) - and the 
technique behind KDA are explained in more detail in appendix 1. 

Key Driver Analysis requires large volumes of data. As such, the key drivers for the North West Region 
have been used in this report but importantly the values shown are for Halton Borough Council.

Improvements in these elements and others shown in figures 4 & 5 have the highest impact on desire to 
stay.

 (75+)
Good score / outcome 

to be celebrated. 

 (51-74)
Moderate score / outcome. 
Capable of improvement. 

 (50 or less)
Rela�vely poor score / outcome A 
clear sign to take steps to improve.

Figure 4: Desire to Stay at the Standard Level
Standards Standard Score i
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Supervision helps me reflect on how I meet professional regulatory
standards
I iden�fy my learning needs and access professional development
opportuni�es and training through supervision
Supervision helps me cri�cally reflect on my work including
working rela�onships, emo�ons and use of evidence
My organisa�on understands, supports and provides condi�ons for
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I have been able to con�nue to access relevant learning
opportuni�es and training through my organisa�on
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1.6: Employee Voices

Respondents were given the opportunity to provide free text comments throughout the survey. The 
bubble chart below outlines the frequency rank of the top five themes from the free text comments 
collected from respondents at Halton Borough Council. There are free text examples colour 
coordinated to the relevant theme.

Figure 6: Key Themes Bubble Chart
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2.1: Reasons for Working in 
Social WorkFree Text Analysis

Survey respondents were given an opportunity, via the use of free text, to provide more insights into 
their reasons for being a social worker. A selec�on of responses collected from Halton Borough Council 
are provided below in figure 7.

I feel a valued member of the team.  I am 
encouraged to take �me to cri�cally reflect on
 my work, in order to highlight my strengths 

or need for further training and development. 
 My employer ac�vely encourages employees 

to develop and engage with changes to 
legisla�on and guidance.

Staff and teams are suppor�ve, team 
focused and dedicated to improving the

 lives of people living in the borough

Training opportuni�es

Suppor�ve line management and peers

Small, easy to contact people, 
responsive, listens to its staff

Suppor�ve team

Figure 7: Reasons for Working in Social Work Free Text Comments 
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Clear policies, good access to management,
 con�nued development of staff. 

Informa�on provided has always been 
reliable and accessible.
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2.2: Biggest Challenge 
Free Text Analysis

Survey respondents were given an opportunity, via the use of free text, to provide more insights into 
challenges faced in the workplace. A selec�on of responses collected from Halton Borough Council are 
provided below in figure 8.

As a social worker I prefer to carry out assessments with 
individuals face to face.This has not always been possible, but I 
believe this has also given me opportuni�es to learn different 

ways of working.

No staff and increase in work 
demands constantly and complexity 

of cases is increasing.

Induc�ng new starters, managing staff
 morale and suppor�ng social work 

students when there is so much 
remote working

Not enough resources to 
deal with the increase in 

referrals

Senior management 
ideologies

There are some�mes hiccups with the 
intranet and connec�on being lost but 

overall no real challenges

Figure 8: Biggest Challenge

12

Maintaining sense of team 
iden�ty and posi�ve wellbeing 
of staff with remote working.
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2.3: Organisa�onal Personality 
Free Text Analysis

Survey respondents were asked the ques�on: If your organisa�on came to life as a person, what single 
word would you use to describe it? 

Due to Halton Borough Council having a small number of responses, the regional posi�ve and nega�ve 
responses have been converted into clouds, shown in figures 9 and 10. The size of the word reflects its 
frequency of use.

Figure 9: Posi�ve Sen�ment Word Cloud
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Figure 10: Nega�ve Sen�ment Word Cloud
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3.1: Na�onal Ranking
Organisa�onal Ranking

Figure 11 provides a visualisa�on of the organisa�on's overall mean scores for each standard compared 
to other par�cipa�ng organisa�ons. The purple circle represents the specific organisa�on while other 
par�cipa�ng authori�es are shown by the grey circles with their response numbers dicta�ng the size of 
the circle.

Figure 15: Na�onal ranking by Overall Standard Score
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Figure 11: Na�onal Ranking by Overall Standard Score
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3.2: Regional Ranking
Organisa�onal Ranking

Figure 15: Na�onal ranking by Overall Standard Score
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Figure 12: Regional Ranking by Overall Standard Score
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Figure 12 provides a visualisa�on of the organisa�on's overall mean scores for each standard compared 
to other par�cipa�ng organisa�ons within the region. The purple circle represents the specific 
organisa�on while other par�cipa�ng authori�es are shown by the grey circles with their response 
numbers dicta�ng the size of the circle.
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4.1: Gender
Demographic Scores

Figure 13 - Overall Average by Gender
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Figure 13 displays the overall mean scores for each standard as reported by gender for  
Halton Borough Council.
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4.2: Ethnicity
Demographic Scores

Figure 14 - Overall Average by Ethnicity
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Figure 14 displays the overall mean scores for each standard as reported by ethnicity for 
Halton Borough Council.
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5.1: Comparison tables
Demographic Comparison

18

The figures below provides a visualisa�on of the organisa�on's overall mean scores for 
each standard across different demographic categories along with their regional and 
na�onal ranking.

Figure 15: Demographic Na�onal and Regional Ranking Table

Demographic
Category
 

Mean
Score

Na�onal
Rank

Total Na�onal
Organisa�ons*

Regional
Rank

Total Regional
Organisa�ons**

Female
White

81
82

45
31

118
126

9
7

22
23

*Number of organisa�ons na�onally that had 10 or more responses for the specific demographic 
category.

**Number of organisa�ons within the region that had 10 or more responses for the specific demographic 
category.
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Survey Design
Appendix 1

The new Employer Standards were refreshed most recently in 2020. The Local Government 
Associa�on hosts the standards on its website on behalf of the sector and con�nues to work with 
stakeholder partners on their regular review through the Standards for Employers Working Group. 

Supplementary items specifically related to the impact of Covid-19 and job/organisa�onal 
engagement were added. The la�er were drawn from TEDD® – an approach based on the concept 
of Social Exchange Theory (SET), which places the no�on of reciprocity and mutuality at the heart 
of the employment rela�onship (also called the employment deal). This is used to create an 
expression of how employee engagement is encouraged, experienced and personified 
(Cropanzano and Mitchell, 2005; Conway and Briner, 2009; Francis et. al, 2012; Guest, 2014; 
Reddington and Weber, 2016). 

A simplified illustra�on is shown in the figure below. For a more detailed explana�on see – 
Developing a New Employment Deal for Local Government (2017) 1. 

The model allows the delivery of the employer standards and Covid effort to be regarded as 
Employer Contribu�ons, thereby permi�ng key driver analysis when viewing Employee 
Contribu�ons and Desire to Stay as targets of interest. 

Figure 16: The Employment Rela�onship
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https://kinetiq-uk.co.uk/publications/developing-a-new-employment-deal-for-local-government/
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Methodology: Survey Items 
and Data Collec�onAppendix 1

The survey comprised the following elements: 

a. 59 rateable items using a 5 point Likert scale ranging from ‘Strongly Agree’ through ‘Strongly Disagree’ 
covering percep�ons of the 8 Employer standards, the impact of Covid-19 and job/ organisa�onal 
engagement. 

b. Respondents had an opportunity to enhance their answers to the rateable ques�ons with free text. 

c. A single free text item specifically requested a one-word answer about the ‘personality’ of the 
organisa�on. 

d. Demographics seeking informa�on about a respondent’s job role, length of service, employment status, 
work loca�on, age, gender and ethnicity. 

The survey ques�on set can be found in appendix 2. 

The data collec�on phase for social services provider organisa�ons in England was ini�ated through an 
email campaign managed by the LGA. These emails were sent out between 16th – 20th November, before 
the official launch date of the survey on 23 November. Further email reminders were sent out un�l the 
closing date on 22nd December 2020 to all contacts that had given permission via GDPR to be approached 
for marke�ng purposes. The emails were sent out centrally, region-by-region. Various social media 
channels were also used to raise awareness of the exercise, supplemented by newsle�ers (such as Social 
Work England). 

All of these ini�a�ves were designed to drive enquiries to a specific LGA workforce email address. The LGA 
team assumed ownership of the rela�onship with each par�cipa�ng organisa�on and provided further 
support and guidance to facilitate par�cipa�on in the project, supported by the Kine�q research team as 
appropriate. 

All organisa�ons that expressed a willingness to par�cipate were checked for eligibility to do so by the LGA 
and the successful ones were then provided with a link to an online survey home page and a unique code 
that would allow more granular analy�cs to be performed on the data. 

The LGA published regular response level updates to encourage maximum engagement with the exercise. 
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The quan�ta�ve (numeric) data was exposed to a variety of sta�s�cal analysis techniques:

■  Cronbach’s Alpha – a test for internal consistency and reliability of the responses.

■  Test for Significance – a formal procedure for assessing the confidence of claims made
from the analysis of the data

■  Mul�ple Regression - a formal procedure to predict the value of a variable based on the value
of two or more other variables. This is the basis of key driver analysis, explained in more detail on page 22.

The results for the rateable items were calculated using mean values, as illustrated below. The thema�c 
analysis of the qualita�ve data (free text) was conducted individually then collec�vely by the research 
team. Numera�on (i.e. the frequency in which a theme appears within the data) was used to pull together 
the final set of themes, since numera�on is one way of indica�ng their rela�ve importance (Smith, Flowers 
& Larkin, 2009) and is widely used by researchers where this type of evidence is a significant source. The 
other technique used was sen�ment weigh�ng. Employees’ responses to the free-text ques�ons were 
analysed using NVivo (a qualita�ve so�ware analysis package), which helped to iden�fy and extract 
opinions, emo�ons and a�tudes from the qualita�ve data.

The research team were then able to blend sta�s�cal and free-text data to provide an enriched 
interpreta�on, with the rela�ve importance of the different themes revealed when matched with the key 
drivers. 

Respondent 1
Respondent 2
Respondent 3
Respondent 4
Respondent 5
Respondent 6

Score
100
0
25
75
75
50

Total = 325
Divided by total respondents (6)

325 ÷ 6 = 54 
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Standards Standard Mean i
 

Covid
Strong and Clear Social Work Framework
Professional Registra�on
Strategic Partnerships
Wellbeing

Covid
1
7
8
4

73
85
85
90
82

8
4
3
3
2

Key Driver Analysis

Key Driver Analysis (KDA) helps to focus on those features of the employment rela�onship that 
have the greatest impact on how employees contribute at work, expressed as job engagement, 
organisa�onal engagement and capability – see figure 18 below. Using an analysis technique 
known as mul�ple regression, the key drivers (predictor variables) are shown as ques�ons from 
the survey with their associated mean scores and arranged in descending order of potency on 
employee contribu�on (outcome variable). The relevance of these results is explained in more 
detail in the discussion sec�on of this report.

Employee 
Contribu�on 

Employer 
Contribu�on 

Figure 18: Illustra�on of Key Drivers impac�ng Employee Contribu�on

 (75+)
Good score / outcome 

to be celebrated. 

 (51-74)
Moderate score / outcome. 
Capable of improvement. 

 (50 or less)
Rela�vely poor score / outcome A 
clear sign to take steps to improve.
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The tables below outline the scores for each ques�on. 

Strong and Clear Social Work Framework
Ques�ons Score

1. My organisa�on has a well-defined framework/approach to social work prac�ce so I am clear
about my role and accountability
2. I am able to use my professional judgement, crea�vity and autonomous decision making where
appropriate
3. I receive an appropriate balance of professional support and reflec�ve challenge (e.g. through
supervision) to keep learning and developing my prac�ce.
4. I have access to support and advice from senior social work leader/s within my organisa�on (e.g.
Principal Social Worker or Senior Managers)

83

89

81

88

Effec�ve workforce planning systems
Ques�ons Score

1. Through my organisa�on, I can access the post-qualifying training and development support I
need to do my role and keep progressing
2. My supervisor and/or manager encourage and mo�vate me in my career development.
3. My organisa�on ensures fair and equal treatment of all staff.

91

82
69

Safe Workloads and Case Alloca�on
Ques�ons Score

1. I am usually allocated (or otherwise pick up) work through a fair process that takes account of my
workload, my capabili�es/skills and my health and wellbeing.
2. I can discuss workload and stress issues helpfully with my supervisor or manager and agree
sa�sfactory ways forward
3. I know where to go to get help in my organisa�on if I am concerned about my wellbeing in
respect of amount or nature of work I am expected to do
4. I would feel able to contact my Professional Associa�on and/or Trade Union if I am concerned
about safe working
5. I usually have a sa�sfactory level of control over my workload and the resources I need to fulfil my
responsibili�es

76

83

80

83

80

 (75+)
Good score / outcome 

to be celebrated. 

 (51-74)
Moderate score / outcome. 
Capable of improvement. 

 (50 or less)
Rela�vely poor score / outcome A 
clear sign to take steps to improve.
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Wellbeing
Ques�ons Score

1. I am encouraged and empowered by my organisa�on to make �me for my own self-care and
wellbeing ac�vi�es
2. I have �me and space for suppor�ve peer to peer and team discussion
3. My organisa�on recognises the emo�onal demands of social work and provides me with the
supervision, support and tools I need to deal with this
4. My organisa�on takes appropriate ac�on to prevent and deal with risks of violence, bullying and
harassment in any aspect of my work.
5. My organisa�on is ac�vely commi�ed to an�-racism and a posi�ve, inclusive culture of
opportunity for members of staff of all backgrounds and protected characteris�cs
6. My organisa�on facilitates my access to my Professional Associa�on, Trade Union and other
suppor�ve organisa�ons.
7. I feel cared for by my managers and/or supervisor.
8. I feel safe in my role & the work I am expected to do.
9. I have access to private, quality space in order to meet my supervisor & people I work with.
10. My employer has in place caring and effec�ve systems for repor�ng and responding to concerns
I raise, and will act to ensure I am able to work safely.

76

73
78

82

91

89

83
80
82
83

Supervision
Ques�ons Score

1. I have uninterrupted, scheduled supervision at a suitable frequency with an appropriately skilled
social work supervisor
2. Supervision helps me cri�cally reflect on my work including working rela�onships, emo�ons and
use of evidence
3. I iden�fy my learning needs and access professional development opportuni�es and training
through supervision
4. Supervision helps me reflect on how I meet professional regulatory standards
5. My supervisor coaches me in the development my professional judgement, crea�vity and
autonomous decision making
6. I can raise concerns about the quality and suitability of my supervision with an appropriate
person in the organisa�on if I need to

85

80

83

74
85

85

 (75+)
Good score / outcome 

to be celebrated. 

 (51-74)
Moderate score / outcome. 
Capable of improvement. 

 (50 or less)
Rela�vely poor score / outcome A 
clear sign to take steps to improve.
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 (75+)
Good score / outcome 

to be celebrated. 

 (51-74)
Moderate score / outcome. 
Capable of improvement. 

 (50 or less)
Rela�vely poor score / outcome A 
clear sign to take steps to improve.

Professional Registra�on
Ques�ons Score

1. I have found the registra�on/re-registra�on process with Social Work England straigh�orward
2. My organisa�on supports me in keeping my CPD record up to date on the Social Work England
website
3. My organisa�on understands, supports and provides condi�ons for social work prac�ce that help
me meet my professional standards
4. My organisa�on promotes a working environment that upholds ethical prac�ce and quality
standards
5. I am aware of the circumstances under which I could be referred to the regulator
6. I am confident my organisa�on would support me if I challenged unsafe prac�ce or reported
other concerns about services

89
83

83

84

90
83

CPD - Con�nuous Professional Development
Ques�ons Score

1. My organisa�on provides effec�ve induc�on for all social workers when they join the organisa�on
2. (If you completed the ASYE in the last three years in your current organisa�on) My ASYE
programme was effec�ve in helping me learn and develop as a social worker and be more confident.
3. My organisa�on provides regular/annual appraisals (or performance reviews) that are relevant for
social workers.
4. Within my organisa�on, I have an up to date plan of my professional development needs and how
I and my employer will contribute to them (review)
5. I have dedicated �me, resources, opportuni�es and support to carry out my CPD and record my
learning in line with regulatory requirements
6. My organisa�on has non-discriminatory and transparent systems to enable all social workers to
develop their professional skills, knowledge, specialisms and careers including access to accredited
courses
7. I take ac�on to ensure I am up to date with my CPD

88
66

52

49

72

85

93

Strategic Partnerships
Ques�ons Score

1. I have good and effec�ve rela�onships with key partners such as in the NHS, wider social care,
educa�on, housing, the third sector etc
2. My employer has a clear policy for recrui�ng, training and suppor�ng social workers to train as
prac�ce educators, and prac�ce supervisors.

90

91
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Covid
Ques�ons
 

Score

1. I have been supported by my organisa�on to con�nue to work safely and effec�vely within a clear
social work prac�ce framework.
2. I have had access to the prac�ce guidance and technology I have needed to work online/remotely
with people using services and colleagues
3. My organisa�on has ensured all staff are appropriately protected from the risk of infec�on by the
virus and taken account of different individual risks of infec�on on grounds of (e.g.) age, ethnicity, prior
health condi�ons, caring for others etc.
4. I have been able to maintain enough, high quality, safe contact with the people I work with to ensure
their welfare and to meet my statutory and/or organisa�onal responsibili�es
5. I have experienced an increase in severity of need in people being referred to me and/or my team*
6. I have felt posi�ve and able to cope with work most of the �me
7. I have con�nued to have sa�sfactory one to one supervision
8. My supervisor has helped me manage my overall wellbeing and work life balance.
9. I have been able to con�nue to access relevant learning opportuni�es and training through my
organisa�on
10. Changes during the pandemic have enabled me to work in a more strength based way with my
clients.

83

83

85

87

83
75
82
76
81

57

Employee contribu�on
Ques�ons Score

1. I am confident in carrying out my role
2. I feel a sense of pride about my job
3. I would recommend my employer to a friend

89
83
74

Tensions
Ques�ons Score

1. I am o�en required to do more with less resources* 86
Desire to stay
Ques�ons Score

1. As I see currently see things, I do not intend to leave my employer over the next 12 months 77

26

 (75+)
Good score / outcome to be celebrated. 

 (51-74)
Moderate score / outcome. 
Capable of improvement. 

 (50 or less)
Rela�vely poor score / outcome A clear sign to 

take steps to improve.

 (50 or less)  (51-74)  (75+)
*Indicates reverse logic i.e. a higher score is a rela�vely poor outcome. 

Overall sa�sfac�on
Ques�ons Score

1. Overall, I am sa�sfied with my employment ‘deal’ – what my employer provides for me and what I
am expected to provide in return
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The following tables outline the scores across different types of demographics. 

Note that demographic categories with less that 10 respondents are hidden from the tables. 

 (75+)
Good score / outcome 

to be celebrated. 

 (51-74)
Moderate score / outcome. 
Capable of improvement. 

 (50 or less)
Rela�vely poor score / outcome A 
clear sign to take steps to improve.

Standard scores by Gender
Standard Female

 

Strong and Clear Social Work Framework
Effec�ve workforce planning systems
Safe Workloads and Case Alloca�on
Wellbeing
Supervision
CPD - Con�nuous Professional Development
Professional Registra�on
Strategic Partnerships

84
79
79
80
81
72
83
90

Standard scores by Ethnicity
Standard White

 

Strong and Clear Social Work Framework
Effec�ve workforce planning systems
Safe Workloads and Case Alloca�on
Wellbeing
Supervision
CPD - Con�nuous Professional Development
Professional Registra�on
Strategic Partnerships

85
81
80
82
82
72
85
90

27




