
       Page 1 of 6 
 

 
 
 
 
 
 

 
 

                                                               
 

PPMA 
 

Excellence in People 
Management Awards 

 
 

ENTRY FORM  
 
 

Submission Details 

 
Organisation or individual to which this submission relates (if 
different from overleaf): Wiltshire Council 
 
 
 

 

 



       Page 2 of 6 
 

Approximate size of organisation (number of employees) if 
applicable: 5000 (non-school) + 7522 (schools) = 12,522 
employees 
 
Number of employees covered by the initiative if applicable: 
N/A 
 
 
Taking a new approach: children’s social work recruitment and retention  
 

 
 
 
 
One of the council’s three priorities in the Business Plan 2013–2017 is to protect the 
most vulnerable in Wiltshire’s communities. Our social work teams have a key role in 
delivering that priority so being able to recruit and retain high calibre staff is critical. 
 
Reflecting the national position, Wiltshire Council has faced a particular issue with 
recruiting and retaining experienced social workers in operational children’s services, 
most notably in safeguarding and assessment.  
 
In the summer of 2014, to address these challenges, and to give Wiltshire Council a 
competitive edge against neighbouring authorities it was agreed to take a new innovative 
approach to recruitment and retention.  
 
This saw a move away from traditional recruitment techniques used in the past to one 
which has required a more intelligent, marketing approach: 

• being clear and articulating our brand 

• identifying and understanding target audiences 

• focusing communications and advertising activities and; 

• using analytics to develop a more intelligent understanding to inform the 
campaign’s direction of travel 
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Working with Penna, a children’s social work campaign was developed starting 
September 2014. We have: 
 

• Created and implemented a Wiltshire Council Employer Value Proposition or 
brand throughout the campaign which is now being rolled out to the development 
of the Council’s new careers website 

• Identified the Council’s Unique Selling Points to understand what makes us 
different from local competitors in order to attract high quality candidates – in 
particular introducing an '18 caseloads' promise  to new recruits and phasing in 
the reduction for existing staff 

• Redeveloped a dedicated social work microsite and social media pages, 
providing a ‘one-stop’ shop for prospective candidates 

• Created single point of contact within our Children’s service and HR to ensure a 
smooth and timely candidate experience  

• Used a robust set of management information which has enabled us to monitor 
microsite and social media traffic, and the effectiveness of advertising and 
promotional activities  

• Developed and implemented a bespoke set of standardised questions which are 
gathered at interview and exit stage for prospective candidates, permanent and 
agency social work staff. These are used to inform improvements both to the 
campaign and organisational processes  

• Engaged with service users and staff to create a range of branded marketing 
resources including the making of 3 films, develop social media channels, 
posters, info-graphics and blogs which have been used on the social work 
microsite and at careers fairs.  

• Advertised vacancies across a range of media, banner impressions and pay-per-
click adverts across a range of relevant blogs using keyword optimisation and 
recruitment marketing in job search engines 

• Delivered tailored social media training, using locally developed guidance 
(recognising the issues around social workers using social media) to a range of 
operational social workers, managers and learning and development leads 

• Created sponsored features and activities across a range of media – including 
the Guardian and Community Care 
 

Social work staff at all levels have been engaged fully with the development of the 
recruitment campaign which has in turn supported retention; recognising that caseloads 
and personal development are some of the key factors in retaining high performing staff, 
work has started to reduce caseloads to 18 for existing staff through the increase in 
establishment in the Safeguarding and Assessment teams and we plan to launch the 
Wiltshire Institute of Health and Social Care (WIHSC) in September 2015. The WIHSC 
will provide a range of career pathways to support individual personal development 
across the Professional Capabilities Framework; this will help ‘grow our own’ staff which 
will aid succession planning, reduce vacancies and agency:permanent ratios.  Reducing 
caseloads will also give existing staff the capacity to undertake personal development; 
something which has not been fully addressed in the past. 
 
An analysis of the results of this transformational activity shows that we have been more 
successful at recruiting, especially ‘hard to fill’ managerial vacancies than previous 
‘traditional’ recruitment campaigns. Since September 2014, we have: 
 

• Filled all Head of Service and Service Manager posts.  

http://www.theguardian.com/wiltshire-council-partner-zone/2014/nov/12/fewer-cases-better-outcomes-we-want-our-social-workers-to-have-the-time-to-be-unrivalled-as-child-protection-professionals
http://www.socialcarematters.co.uk/favicon.ico
http://www.facebook.com/wiltsccareers
http://www.youtube.com/watch?v=fZuiQejkPeM&feature=youtu.be
https://www.facebook.com/WiltsCCareers/photos/pb.1547819355435186.-2207520000.1424353553./1572542042962917/?type=1&theater
http://www.wiltsccareersblog.co.uk/favicon.ico
http://www.theguardian.com/wiltshire-council-partner-zone
http://www.communitycare.co.uk/2015/01/14/ringing-new-transformation-wiltshire-childrens-services/
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• Vacancy rates have fallen. 

 
 

• Our permanent to agency staff ratio continues to move in the right direction; in 
January this stood at 1.8:1 and in February it was 2.3:1 and is closely monitored 
as part of a suite of service performance information: 

• Reduced the length of the recruitment process with the introduction of dedicated 
points of contacts within HR and Children’s services. Understanding the 
importance of a timely process, managers now shortlist before an advert ends – 
this is unique to social care applications and was not done previously. This has 
had a significant impact; enabling a more personal dialogue with prospective 
candidates through our dedicated points of contacts, and also by not losing 
quality candidates to other local authorities because of a slow and bureaucratic 
process 

• Actively engaged with a range of people via social media and improved 
awareness of Wiltshire Council and its social care opportunities has been 
increased in the passive and active job seeker marketplace; 317 Twitter 
followers, 163 Facebook ‘likes’. In particular, our children’s film has had many 
views. By reviewing campaign management information, we can use feedback to 
improve our social media presence going forward  
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Example of social media analytics 
 
 
Our staff survey 2014, when compared to the 2012 results gives us an indication of the 
benefits being felt by existing children’s social care staff and reconfirms the direction of 
travel we are taking: 
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For the council, the campaign has not just been about filling vacant posts and reducing 
agency spend; an important factor has been ensuring the longer term sustainability and 
ownership within the service. There has been significant culture change within 
operational children’s services which has seen: 
 

• A greater understanding of campaign management 

• More robust performance management particularly around vacancy rates and; 

• Improved collection and use of qualitative information from prospective 
candidates and staff leaving to build service improvements.  

 
This will ensure that the council remains on a strong footing to continue learning and 
improving when the contractual relationship with Penna ends March 2015 
 
As Terence Herbert, Associate Director for Operational Children’s Services concludes: 
“Whilst we still have more to do, we have felt the real benefits of the campaign. The 
relationship with HR has been invaluable – with their support we have made significant 
changes within the service and are now in a much stronger place to deal with the 
challenges ahead”  
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