
Executive Decision Making by an Officer with Delegated Powers 

 
Decision to be taken by: Pete Bungard, Chief Executive 

 

Report title:  Recruiting and retaining social workers in Children's 
Services - Proposals to pay recruitment and stability 
allowances 

 
 

The decision In accordance with delegated powers under s31 of the Council’s pay 
policy this report outlines details of a package of allowances to enable 
the recruitment and retention of children’s social workers and meet the 
business needs of the service. The details of the proposed allowances 
are as follows: 

 
1. Welcome payment: To continue with a one-off welcome payment for 

external candidates who commence employment with the Council in 
the following posts: 

• Newly Qualified Social Worker 

• Social Worker 

• Senior Social Worker 

• Advanced Practitioner 

• Team Manager 

• Child Protection Chair 

• Independent Reviewing Officer 

 

For candidates joining the following teams: 

• Locality Children’s Assessment and Safeguarding Teams 

• Multi Agency Safeguarding Hub (MASH) 

• Permanence 0 -11 Service 

• Permanence 11 - 25 Service 

• Disabled Children and Young People’s Service 

• TACS 

• Emergency Duty Team 

• Child Exploitation Team 

• Child Protection and Reviewing Service 

• Fostering 

• Early Help/Community Social Worker 

 

2. Stability allowance: To provide stability allowance payments of 
£2,000 (pro rata for part time staff) for qualified social workers who have 
worked in an eligible role for 12 months, up to and including Service 
Managers. Stability allowance payments will apply to the following teams: 

 

• Locality Children’s Assessment and Safeguarding Teams 

• Multi Agency Safeguarding Hub (MASH) 

• Permanence 0 -11 Service 

• Permanence 11 - 25 Service 

• Disabled Children and Young People Service 

• TACS 

• Emergency Duty Team 

• Child Exploitation Team 
• Child Protection and Reviewing Service 



 • Fostering 

• Early Help/Community Social Worker 

 

3. Relocation package: To continue with a relocation package of up to 
£8,000 for qualified social workers (up to and including Team Manager) 
within children’s services, providing the employee meets the eligible 
criteria (policy last reviewed February 2022). 

 
All these arrangements are agreed on a temporary basis and will be 
reviewed by 1 April 2023 and may be reviewed sooner as part of the 
children’s services remodelling. 

Background 
documents 

Ofsted Inspection Report (2017) 
Accelerated Improvement Plan (January 2021) 
Children’s Services Workforce Strategy (2019 – 2022) 
Longitudinal study of child and family social workers (DfE, 2021) 

Reasons for 
the decision 

To secure the recruitment and retention of key front-line social workers in 
Children's Services. Full details of the business case are detailed below. 

Resource 
implications 

The estimated additional cost for each decision in 2022/23 is as follows: 
 

1. Welcome payments – £293,792, based on £3,000 for newly 
qualified social workers, £4,000 for experienced social workers, 
£3,000 for Advanced Practitioners and £5,000 for Independent 
Reviewing Officers and Child Protection Conference Chairs and 
£5,000 for Team Managers in the teams identified above 

 
2. Stability allowances – £607,575, based on £2,000 for grades of 

staff and teams identified above 
 

3. Relocation Package – the estimated cost is £80,000 
 

4. (Already agreed) Enhanced stability allowance for locality 
safeguarding posts – the cost, based on additional £3,000 payment 
in May 2022 is £297,741 

 
Welcome payments and stability allowance payments subject to income 
tax and NI deductions in the normal way. Welcome payments are 
pensionable and stability allowances are not. 

 

Total estimated costs (including the already agreed enhanced stability 
allowance) are £1,279,108. Costs will vary depending on the numbers 
of starters and leavers in the year. The above costs will be funded 
through the cost centre 101005 and the MTFS funding 2022/23. 

Who has been 
consulted? 

The Senior Leadership Team in Children's Services, Human Resources 
Business Partner and Head of Finance have been engaged in the 
development of these proposals. 

 
The Children's Leadership and Management Teams and recognised 
trade unions will be briefed on this development in advance of any 
communications to staff. 

 
The Leader of the Council and the Cabinet Member for Children and 
Families have also been consulted. 

3 Background information 
 
3.1 Introduction 



 

In common with many other local authorities, Gloucestershire County Council (GCC) 
continues to face significant challenges in attracting and retaining high-quality employees 
to fill vital vacancies within Children's Services. This proposal forms part of the Children’s 
Workforce Development Strategy and aims to support the recruitment and retention of 
children’s social workers in order to grow, develop and strengthen our workforce to meet 
the needs of Gloucestershire’s vulnerable children and young people in receipt of statutory 
social work services. 

 
3.11 Agency Worker reliance 

 
It is important that we continue to position ourselves well to avoid over-reliance on agency 
social workers. Our agency rate has increased over the past year and sits at 109 (28.69%) 
as at 1 December 2021 compared to 91 (24.42%) on 1 December 2020. GCC continues to 
require agency social workers, without whom we would not be able to deliver the level of 
experience and expertise that is required to respond to the nature and level of safeguarding 
complexity we face. However, this does carry cost implications and potential issues for the 
continuity of service for children and young people. 

 
3.12 Social Worker recruitment and retention rates 

 
The recruitment pipeline of newly qualified social workers (NQSWs) has largely been very 
successful over recent years, with 32 new appointments in 2021. It is imperative that GCC 
continues to remain an attractive option for new graduates entering their first assessed and 
supported year in employment (ASYE). We also need to ensure we retain this group 
ensure the sustainable growth of the workforce. This year the number of ASYE leavers has 
increased significantly, rising from 5 in 2020 to 13 in 2021. However, many of our former 
NQSWs continue to take up more advanced roles in the establishment, including some 
front-line managerial positions. 

 
There continues to be a continuing national shortage of social workers, with many more 
experienced social workers leaving the profession after a few years. The recruitment and 
retention of qualified and experienced social workers, particularly in front-line teams, 
remains a challenge and only 6 were recruited to GCC in 2021 which is a reduction of 64% 
from 2020 (appendix A). Unfortunately, social work is a profession marked with high levels 
of stress, burn out and compassion fatigue which means the employment marketplace 
remains highly competitive. Therefore, GCC needs to ensure that it compares favourably, 
especially with near neighbours in the South West region (appendix C). While financial 
allowances will act as a valuable incentive and support for staff, it is also worth recognising 
the importance of creating the conditions within which social workers can flourish, which 
are informed by our exit interview data, annual health checks and employee voice groups 
alongside other routes. This points towards the requirement for manageable caseloads, 
visible leadership, learning and development, career opportunities, high quality supervision 
and supportive management. 

 
3.13 Summary 
To remain competitive and attractive in the sector, GCC needs to increase its offer in order 
to have a balance of new and developing social workers as well as more experienced and 
advanced social workers to manage the more complex practice. Whilst it is accepted that 
there is a significant cost to these proposals, the benefit of having a highly skilled, engaged 
and retained workforce outweighs these costs. Especially benefitting children and young 
people who will experience more continuity and quality of care because of less ‘churn’ in 
the system from fewer changes in their allocated social worker. By growing and 
strengthening the social work workforce with permanent and substantive social workers we 
will also be helping to build our social work managers and leaders for the future. 



 

3.2 Strategies to date 
 

To provide ongoing support to the recruitment of social worker roles, several activities have 
been delivered since April 2019. These include: 

 

• A streamlined recruitment process, including a robust assessment of candidates 

• A recruitment microsite promoting our offer 

• Advertising strategies including programmatics, job reach and social media 
advertisements 

• Increased use of social media: Twitter and Facebook 

• Improvements to the candidate experience, with a focus on their engagement during 
the recruitment process 

• Fast track programmes for graduates to qualify as social workers – Frontline and 
Step-Up 

• Continued payment of welcome and retention allowances 

• Overseas recruitment 

• Social work apprenticeships 

• Wellbeing initiatives 

• The NAAS social work accreditation scheme 

• Sponsoring employees to complete the Open University social work degree 

• Fully funded Social Work England Registration fees 
 

Outside the scope of this paper, it has also been agreed by Children’s SLT for 2022/23 that 
to address retention issues within Safeguarding Teams (Appendix B), there will be an 
uplifted retention payment in May 2022. This applies to Social Workers, Senior Social 
Workers, Advanced Practitioners, Team Managers and Service Managers in Locality 
Safeguarding Teams. The existing stability payment of £2,000 a year will be enhanced by 
an additional £3,000 (pro rata for new staff). 

 

These ongoing strategies will be reviewed through the new Children’s Social Care 
Workforce strategy. 

 
3.3 Starters and leavers 

 
As evidenced in Appendix A, between 1 January and 1 December 2021, we have had a 
total of 50 new starters within qualified roles. This includes 32 ASYE’s and 6 overseas 
social workers (full breakdown in appendix A). This indicates our welcome payments 
have been effective in helping us attract candidates into these roles. 

 
Levels of recruitment have been low across all roles apart from NQSW, indicating we 
are still facing significant challenges filling qualified social care roles. 

 
The turnover of social work staff in Children’s Services currently sits at 22.5% (as at 1 
January 2022) which is well above the target turnover of 13%. This has risen significantly 
in the past year. Refer to Appendix B to see a breakdown of the turnover rate over the 
past 3 years. Most leavers over the past 12 months went to work for another local 
authority, followed by moving to a different role within the public sector such as the 
NHS. 

 
In 2020, we saw 54 qualified social workers leave compared to 66 in 2021. This 
indicates the importance of our retention payment for all social workers and the need to 
review our targeted welcome payments based on leavers by role. 



3.4 Vacancy rates 

 
Our current vacancy rate for social worker roles is at 58.86 FTE (20.34% as at 1 January 
2022), compared to 12.68% in 2020. Vacancy rates are similar between all experienced 
Social Worker roles although slightly higher for Advanced Practitioners which are 
particularly challenging to recruit into in the current market. 

 
It is not uncommon for local authorities judged to be inadequate by Ofsted following an 
inspection to face additional challenges to recruit and retain social work practitioners and 
managers. 

 
These considerations are reflected in our proposal for future incentive payments. 

 
3.5 Social worker market 

 

Research across the UK consistently demonstrates that the key challenges in the retention 
of social workers are high caseloads, poor supervision and management, unclear career 
progression, poor work-life balance and pay. Pay becomes more of an issue for social 
workers once they become dissatisfied by other factors. 

 
However, it is important to ensure our pay and benefits package continues to place us 
competitively in the marketplace as there is currently a high demand but limited supply of 
potential employees. With substantial competition from neighbouring local authorities, 
ensuring we remain competitive is more important than ever. 

 
A salary benchmarking exercise was undertaken in December 2021 and this information 
can be found in Appendix C. This information is broken down by each role in 4.0 Proposals 
for 2022/23 section of the report. 

 

4.0 Proposals for 2022/23 
 

These proposals are consistent with recommendations from the 2019 children’s pay paper 
and should be viewed in the context of not only the continued challenges in recruitment and 
retention nationally, but also alongside rising cost of living increases and the impact of 
removing retention payments for longstanding staff at this point. 

 
4.1 Welcome Payments 

 
It is proposed that new starters continue to receive welcome payments to ensure we can 
recruit a high calibre workforce. The proposal is detailed below, split by role. 

 
 

4.11 NQSW’s 
 

NQSW’s commence on point 26 (£30,451) and will increase to point 27 (£31,346) in the 
following April as part of the council’s Salary Progression Policy. GCC is already one of 
the highest paying councils for NQSWs and has a starting salary above that of our main 
competitors, with only Torbay and Bath and North East Somerset having a higher basic 
rate. A list of neighbouring salaries and additional payments are detailed in Appendix 
C. 

 
It is proposed that we maintain our current position and continue to offer a welcome 
payment of £3,000. This will ensure we remain an attractive employer for potential 
graduate applicants and will continue to support our successful ‘grow our own’ strategy. 



 

4.12 Social workers and senior social workers 
 

The GCC social worker and senior social worker salary bands span from £32,234 to 
£39,880 (1 December 2021). To attract experienced social workers, we propose social 
workers commence on SCP 28 (or that we salary match where necessary to a maximum 
of the top of the grade) and that they can join us in senior social worker roles at Grade 
9 SCP 31 by meeting the required competency criteria. 

 
Our starting salaries are in line with our main competitors; however, Swindon, 
Worcestershire, Wiltshire, Cornwall and Birmingham offer higher earning potential for 
prospective candidates. 

 
We have appointed (external only) a much lower number of qualified social workers and 
senior social workers compared to last year; from 17 in 2020 to 6 in 2021 (excluding 
overseas programme and NQSW). Furthermore, we have seen an increase in the 
number of leavers (see Appendix B) which means that we are more reliant on agency 
workers to fill the vacancies. Most of our social work appointments are NQSW for the 
ASYE programme (32 in 2021), so it is important we remain competitive to attract more 
experienced social workers and create a stronger, more balanced workforce. 

 
It is proposed that the one-off welcome payment continues to be offered to external social 
workers and senior social workers. To ensure we can attract more experienced social 
workers, it is recommended that we continue to offer £4,000. This will both encourage 
new appointments and remain attractive to potential applicants who may otherwise 
choose to commute to other neighbouring local authorities. 

 
4.13 Advanced Practitioners 

 
It is proposed that the one-off welcome payment continues for the Advanced 
Practitioner role. Recruitment to these roles has remained steady, but the vacancy 
rate for this role has increased from 0.7FTE in December 2020 to 10.19 FTE in the 
same month in 2021 due to a slightly higher number of leavers this year, plus a few 
internal promotions away from the role. 

 
It is worth noting that we have one of the highest base salaries for the Advanced 
Practitioner role (Appendix C) at both starting salary and earning potential. Only 
Coventry has higher earning potential for this role. Even with the higher pay we are 
struggling to recruit to this role. 

 
For Advanced Practitioners it is recommended that the welcome payment remains the 
same at £3,000 to maintain successful recruitment across the service for that position. 

 
4.14 Team Managers 

 
It is proposed that the one-off welcome payment continues for the Team Manager role, 
but at a higher rate. Although our starting salary is similar our neighbouring authorities, 
the scope of progression is much lower. Most of our competitors offer a maximum 
salary of above £1,000 higher than GCC, and a few including Birmingham, 
Oxfordshire, South Gloucestershire and Swindon offer rates of above £50,000. 

 
Due to this increase in salary ranges for Team Managers and as a result of losing 6 
Team Managers in 2021 (plus an additional 4 moving away from the role due to internal 
promotion) and only externally recruiting 2, it is recommended that the welcome 
payment of £5,000 remains in place to ensure we remain competitive with other local 



authorities. 
 

4.15 Child Protection Chairs and Independent Reviewing Officers 
 

As we have seen retention remain stable for child protection chairs and independent 
reviewing officers, we propose that we continue to offer the one-off welcome payment 
for these roles at £5,000. 

 
4.16 Conditions of welcome payment 

 

• All one-off welcome payments will continue to be split into two payments. The 
initial 50% is paid with the individual’s first available salary payment (upon 
evidence of recruitment checks including Social Work England registration) and 
the remaining 50% is paid on successful completion of their probationary period. 

 

• Welcome payments apply to external staff only and are pro rata for part-time 
hours. 

 

• We are proposing an employee who is in receipt of the welcome payment 
would need to remain in an eligible role for two years from their start date to 
retain the payment. If the employee leaves within the two-year period, they will 
be asked to repay the full payment or a proportion depending on when they 
leave. 

 

• Employees who leave an eligible role and return within 12 months of their leave 
date will not receive another welcome payment. 

 

• Casual and agency workers will not qualify for the payment. 

 

4.2 Stability allowance payment 
 

Our focus now is to stabilise our workforce and retain our talent, particularly at a time 
of the “great resignation”. 

 
It is proposed that employees in qualified social worker positions continue to receive a 
stability payment of £2,000 over a 12-month period. This payment will ensure we 
remain level with neighbouring councils whilst being set at an affordable amount. 

 

These proposed payments would be provided in addition to the one-time stability 
allowance uplift of £3,000 for individuals in safeguarding locality teams. Refer to 3.2 
‘strategies to date’ for detail on . 

 
4.21 Conditions of stability allowance payment 

 

• For 2022/2023 the payment is to be split and paid £1,000 in October 2022 and 

£1,000 in April 2023. The upcoming payment in April 2022 will be paid as per agreed 
in previous paper. 

 

• Any new starters who are in receipt of a welcome payment will not receive a stability 
allowance payment until 12 months’ service with GCC. 

 

• The allowance will apply to all staff in qualified social worker roles up to and 
including Service Manager level. 



• The payment will be pro rata for part-time employees. 
 

• The payments will be non-consolidated (i.e. a discretionary lump sum in addition to 
normal contractual pay). 

 

• The payment will be withheld if the social worker resigns during the six months prior 
to the month of payment (i.e. 1st April or 1st October) or if a formal performance 
plan or disciplinary warning is live. The payment will also be withheld if the social 
worker moves to another team within GCC that is not already eligible for the stability 
allowance payment. 

 

• Casual and agency workers will not qualify for the payment. 
 

4.3 Relocation package 
 

The current usage of the relocation package is 13 employees (2021/22). This is made 
up of a mixture of people relocating in the UK and our overseas cohort. 

 
We need to continue to encourage applicants from outside of the county whilst 
remaining competitive amongst our neighbouring local authorities. Between 2018 and 
2019, one employee was using the relocation package; this increased to 16 people in 
2020/21 mainly due to the overseas recruitment cohort. 

 
The majority of local authorities offer an £8,000 relocation allowance with the exception 
of Worcestershire who are offering £10,000 across all roles, and Herefordshire who 
offer £10,000 for social workers only. Both Herefordshire and Worcestershire are direct 
competitors of GCC, but this is not considered to be enough of a risk to increase our 
relocation payment. 

 
It is proposed that the relocation allowance continues at £8,000. By limiting the amount 
to £8,000 there are no tax implications and whilst this is similar with many of our 
neighbouring local authorities, it enables us to remain competitive and attract 
applicants. 
5.0 Risk analysis 

 
Employee turnover had generally reduced since the welcome, retention, and relocation 
allowances were introduced. However, we have started to see this increase again to high 
levels similar to 2018/19 (now 22.5% as at 1 January 2022, see appendix B) and so the 
impact of removing or reducing these payments at this stage could negatively affect 
employee morale and our retention rate further. 

 
Failure to appropriately incentivise staff could lead to an increase in the number of potential 
candidates opting to apply for positions in neighbouring local authorities. There is also a 
risk of an increase in the number of current employees looking to leave their roles in favour 
of more attractive reward packages available within commutable distance of their homes. 
If this were the case it could seriously jeopardise the Council's ability to make continuous 
improvements to the service. Maintaining our recruitment and retention payments to 
support the stability of the workforce is considered an appropriate and proportionate 
response to that risk. 

 
These payments are not available to other GCC employees on comparable grades but 
meet the statutory defence available to employers under the equal pay provisions of the 
Equality Act 2010. This defence requires that the difference in pay can be shown to be 
due to a non-discriminatory 'material factor'. In this context 'material' has been interpreted 
through case law to mean 'significant and relevant'. If the Council is challenged in respect 



of equal pay, it is likely it could make a successful material factor defence based on the 
need to ensure the stability of the children’s social work workforce. Following the recent 
Ofsted inspection which rated the Authority as requiring improvement to be good but 
importantly no longer in intervention, the continuation of these payments is seen as key 
to both attracting and retaining staff and to stabilising the workforce. 

6.0 Equalities considerations 

The payments are available to all eligible employees on an equal basis, with the 
payments being made pro-rata to hours of work for part-time staff (in accordance with 
normal equalities principles) and therefore are not vulnerable to any potential challenge 
in respect of indirect discrimination. 

It is not considered that making these payments in the manner proposed will present any 
issues of concern in respect of the 'protected characteristics' under the Equality Act 2010. 

The position regarding equal pay under the Equality Act is as set out in the Risk Analysis 
section (above). 
Has a Due Regard Statement been completed? Yes/No 
If ‘Yes’, please attached the signed Due Regard Statement. 

Has any conflict of interest been 
declared by any Cabinet Member 
consulted on the decision? 
The Council’s Monitoring Officer should 
be consulted, in the first instance, if any 
conflict of interest is declared by a 
Cabinet Member. 
If any conflict of interest declared, was a 
dispensation granted by the Audit and 
Governance Committee of the Council? 

No 

Does this decision report form or 
any supporting papers provided 
contain confidential or exempt 
information? 
(Refer to Democratic Services Unit for 
advice if necessary) 

No 

Does this decision need to be 
published on the GCC website? 
(Refer to guidance on “Executive Decisions 
taken by Officers”). 

Yes 

In coming to this decision I have given due and full regard to the requirements of the Public 
Sector Equality Duty contained in section 149 of the Equality Act 2010 (“the Act”) by 
reference to the law itself. 

Having fully considered all available information, I have decided to reject any alternative 
options and take the recommended decision(s), for the reasons set out in this report. 

Signed: 



 

 

Date: 11 April 2022 

Contact details for further information: 

Officer for pay and recruitment: Mandy Quayle (Director of 
People) Tel: 01452 324303 
Email: mandy.quayle@gloucestershire.gov.uk 

mailto:mandy.quayle@gloucestershire.gov.uk


Appendices 

 

 
APPENDIX A: NEW STARTERS 

 
New starters 

 

Post Title New starters 2020 New starters 2021 

ASYE 37 32 

Social Worker 13 3 

Senior Social Worker 4 3 

Overseas Social 
Worker 

3 6 

Advanced 
Practitioner 

3 3 

Team Manager 4 2 

IRO 1 0 

Child Protection 
Chair 

0 1 

Service Manager 1 0 

TOTAL 66 50 

 
APPENDIX B: LEAVERS 

 
Leavers by month 

Year Jan Feb Mar Apr May June July Aug Sept Oct Nov Dec Total 

2021 8 5 2 4 3 3 2 9 6 8 7 9 66 

2020 2 7 4 5 3 1 7 1 3 9 7 5 54 

 
Leavers by post 

Job title Leavers 2020 Leavers 2021 

ASYE 5 13 

Social Worker 24 31 

Senior Social Worker 7 8 

Advanced Practitioner 4 7 

Team Manager 11 6 

IRO 1 1 

Child Protection Chair 1 0 

Service Manager 1 0 

TOTAL 54 66 

 

Leavers by team 

Team Leavers 2021 

Safeguarding 29 

Assessment 9 

Permanency 11-25 5 

Fostering (includes 1 leaver from 0-11 
permanency) 

12 

Independent Reviewing Service 1 



Emergency Duty 4 

Disabled Children and Young People Service 3 

MASH / Front Door 1 

Child Protection Team 0 

Community Social Work 2 

Total 66 
 

Turnover rate by quarter 
 



APPENDIX C: PAY BENCHMARKING 
 
 

Children’s Team Manager 

 
Organisation 

Minimum 
Salary 

Maximum 
Salary 

Welcome 
Payment 

Retention 
Payment 

Relocation 
Payment 

 
Notes 

Gloucestershire £44,863 £46,845 £5,000 £2,000 £8,000  

Bath & North East 
Somerset 

 
£44,863 

 
£47,945 

   
Ad hoc basis 

 
Refer a friend scheme £500 

 
Birmingham 

 
£44,863 

 
£56,075 

 
£3,000 

  
£8,000 

Welcome payment for those with over 3 years’ 
experience 

Bristol £43,857 £43,857     

Cornwall £48,978 £52,536     

 
 
 

Devon 

 
 
 

£43,857 

 
 
 

£47,841 

  
 

£2,000 after 6 
months’ service. 

 
 
 

£8,000 

Refer a friend scheme £1,000 
Market supplement 

£1,800 - £4,000 (inc in salary) 
Retention for permanency, children & families, 

initial response, disabled teams 

Dorset £41,881 £47,710   £8,000  

 
Herefordshire 

 
£43,857 

 
£48,117 

 £5,000 market 
supp 

 
£5,000 

 

North Somerset £45,859 £50,494   £8,000  

Oxfordshire £50,884 £53,936   £8,000  

Plymouth £44,863 £49,831   £8,000  

Somerset £38,890 £43,936     

South 
Gloucestershire 

 
£47,778 

 
£52,120 

 
£5,000 

  
£8,000 

 
Refer a friend scheme £1,000 

 
 

Swindon 

 
 

£51,375 

 
 

£51,375 

 
 

£3000 after 1 
years’ service 

£2000 after 2 
years’ service. A 

further £2000 
after 3 years 

 
 

£8,000 

 
 

Market Supplement £1,500 p.a. for roles in 
Assessment & Child Protection and MASH 

Torbay £43,857 £46,845 Yes Yes  Refer a friend scheme £1,000 

Warwickshire £42,821 £44,863   Yes  

 
 

Wiltshire 

 
 

£44,863 

 
 

£46,845 

   Market supplement of 15% - Support & 
Safeguarding 

Refer a friend £500 split between referrer and 
referee 

Worcestershire £44,389 £47,870 £3,000 £3,000 £10,000  



 

Children’s Advanced Practitioner 

 
Organisation 

Minimum 
Salary 

Maximum 
Salary 

Welcome 
Payment 

Retention 
Payment 

Relocation 
Payment 

 
Notes 

Gloucestershire £40,876 £43,857 £3,000 £2,000 £8,000  

Bath & North 
Somerset 

 
£39,880 

 
£42,821 

   
Ad hoc basis 

 
Refer a friend scheme £500 

 
 

Birmingham 

 
 

£35,745 

 
 

£43,857 

 £2,400 after 
completing 27 

months’ service 
(frontline only) 

  

Bristol £35,745 £38,890     

Cornwall £38,978 £38,978     

Coventry £37,890 £44,863   £8,000  

Devon £37,890 £41,881    Refer a friend scheme £1,000 

Dorset £36,922 £42,821   £8,000  

North Somerset £35,745 £39,880   £8,000  

Oxfordshire £38,890 £41,881   £8,000  

Plymouth £38,890 £43,857   £8,000  

Somerset £34,728 £38,890     

South 
Gloucestershire 

 
£37,890 

 
£40,876 

 
£3,000 

  
£8,000 

 
Refer a friend scheme £1,000 

 
 
 

Swindon 

 
 
 

£40,861 

 
 
 

£42,635 

 
 

£3,000 after 1 
years’ service 

£2000 after 
completing 2 

years’ service and 
a further £2000 

after 3 years 

 
 
 

£8,000 

 
 

Market Supplement £1,500 for roles in 
Assessment & Child Protection and MASH 

Torbay £39,890 £42,821 Yes Yes  Refer a friend scheme £1,000 

Warwickshire £36,992 £40,876   Yes  

 
 
 

Wiltshire 

 
 
 

£35,745 

 
 
 

£37,890 

   Market supplement 15% - Support & 
Safeguarding 

 
Refer a friend £500 split between referrer and 

referee 

Worcestershire £35,745 £38,890 £3,000 £3,000   



 

Children’s Social Worker and Senior Social Worker 

 
Organisation 

Minimum 
Salary 

Maximum 
Salary 

Welcome 
Payment 

Retention 
Payment 

Relocation 
Payment 

 
Notes 

Gloucestershire £32,234 £39,880 £4,000 £2,000 £8,000  

Bath & North East 
Somerset 

 
£31,346 

 
£38,890 

   
Ad hoc basis 

 

Refer a friend scheme £500 

 
 

Birmingham 

 
 

£27,741 

 
 

£43,857 

£3,000 (over 3 
years’ 

experience) 

 
 

£2,400 (frontline) 

 
 

£8,000 

 
 

Reimbursement of SWE fees 

Bristol £30,451 £38,890     

Cornwall £28,500 £41,881     

Coventry £32,234 £38,890   £8,000  

 
 
 

Devon 

 
 
 

£31,346 

 
 
 

£39,880 

  
 

£2,000 after 6 
months’ service. 

 
 
 

£8,000 

Refer a friend scheme £1,000 
 

Retention for permanency & transition, children & 
families, initial response & disabled teams 

 
Dorset 

 
£32,234 

 
£39,880 

   
£8,000 

Market supplement 2 increments beyond top of 
normal scale and accelerated start point 

 
Herefordshire 

 
£29,577 

 
£33,782 

 £5,000 market 
supplement 

 
£10,000 

 

Monmouthshire £34,728 £38,890     

North Somerset £32,234 £34,728   £8,000  

Oxfordshire £31,346 £37,890 £3,500  £8,000  

Plymouth £33,782 £37,890   £8,000  

Sandwell 
Children’s Trust 

 
£30,451 

 
£40,876 

   
£6,500 

 
Reimbursement of SWE fees 

Somerset £30,451 £34,782     

South 
Gloucestershire 

 
£29,577 

 
£36,922 

 
£3,000 

  

£8,000 
 

Refer a friend scheme £1,000 

 
 
 

Swindon 

 
 
 

£32,231 

 
 
 

£42,635 

 
 

£3000 after 1 
years’ service 

£2000 after 2 
years’ service and 

£2000 after 3 
years 

 
 
 

£8,000 

 
 

£1,500 p.a. for roles in Assessment & Child 
Protection and MASH 

Torbay £32,234 £38,890  Yes  Refer a friend scheme £1,000 

Warwickshire £29,577 £40,876   Yes  

 
 

Wiltshire 

 
 

£32,910 

 
 

£41,679 

   Market supplement 10% - Support & Safeguarding 
& MASH 



      Refer a friend £500 split between referrer and 
referee 

 
Worcestershire 

 
- 

 
£37,728 

£3,000 (frontline) 
£2,000 (others) 

£3,000 (frontline) 
£2,000 (others) 

 
£10,000 

 
Salary includes retention payment 

 

Children’s Newly Qualified Social Worker 

Organisation 
Minimum 

Salary 
Maximum 

Salary 
Welcome 
Payment 

Retention 
Payment 

Relocation 
Payment 

Notes 

 
Gloucestershire 

 
£30,451 

 
£30,451 

 
£3,000 

£2,000 after 1 
years’ service 

 
£8,000 

 

Bath and North 
East Somerset 

 
£31,346 

 
£33,782 

   
Ad hoc basis 

 

Refer a friend scheme £500 

Bristol £25,481 £27,741     

Cornwall £27,426 £27,426     

Devon £28,672 £32,234    Refer a friend scheme £1,000 

 
Dorset 

 
£29,577 

 
£31,346 

   

£8,000 
Market supplement two increments beyond top of 

normal scale and accelerated start point 

North Somerset £28,672 £31,346   £8,000  

Plymouth £30,451 £32,910   £8,000  

Somerset £30,451 £30,451   £8,000  

 

South 
Gloucestershire 

 
 

£29,577 

 
 

£32,234 

£3,000 on 
completion of 

ASYE 

  

£8,000 

 
 

Refer a friend scheme £1,000 

 
Swindon 

 
£29,900 

 
£29,900 

£3000 after 1 
years’ service 

  
£8,000 

Market supplement £1,500 p.a. for roles in 
Assessment, Child Protection and MASH 

Torbay £32,234 £34,728  Yes  Refer a friend scheme £1,000 

 
Wiltshire 

 
£30,451 

 
£32,234 

   Refer a friend £500 split between referrer and 
referee 

Warwickshire £28,785 £31,371     

 


