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Report Summary
The Recovery Funding awarded to London has catalysed progress across core LIIA activity and the numerous priority projects understanding directly by or with the support of our Sector Led Improvement arm in driving London’s recovery for the benefit of children. The interlacing nature of LIIA’s work support the region across myriad projects has been further highlighted through these projects which has served to strengthen activities whilst also cementing the significance of working collaboratively in achieving sustainable change.

It is increasingly recognised that the individual interests of any one borough can only be served through investing in collaboration with others and securing support from our national partners to deliver sustainable change at scale.
This document presents the collated final report for projects under the Recovery Fund that LIIA have led and or significantly supported in relation Recovery Fund investment. We have reported six-weekly to DfE colleagues throughout the delivery period. Whilst we have referenced each project across each of the strands, the level of detail reflective of LIIAs’ role in the project. 

Strand 1: RIIA Core Activity 
	Ref
	Project
	Lead 

	1.7
	Preparation of the national dataset
	LIIA

	1.8
	Self-assessment & Peer Challenge which includes all LAs in the region
	LIIA

	1.9
	Family hubs regional lead
	Kensington & Chelsea

	1.10
	Small packages of sector-led improvement support
	LIIA

	1.11
	Developing regional arrangements to support the Unaccompanied Asylum-Seeking Children (UASC) National Transfer Scheme (NTS)
	LIIA



1.7: Preparation of the national dataset - LIIA
This is a core area of work for the LIIA Intelligence analyst. In the last quarter a Strategic Intelligence Lead has been recruited to oversee development of this area and data for the LIIA more broadly.
A LIIA data & intelligence strategy for 2022/2023 is in place, drawing together the different areas of data support for the LIIA, core products and innovative programmes, with a delivery plan spanning 2022/23 and setting out the aspirations for 2023/2024.
The LIIA Strategic Intelligence lead has been working with the ADCS SPI committee, DfE, other NPIMG colleagues and the d2i project on the revision of the RIIA dataset set to be implemented in 2022/23. Feedback from colleagues in the London Information Exchange Group (LIEG), data professionals working in children’s services data across London, has been fed into this process and a LIEG data sub-group will be working with the LIIA Intelligence Analyst to implement the changes to the quarterly data collection for the Q1 2022/2023 period, which will be shared with DfE at the end of August 2022 and then in subsequent quarters.
A recruitment process for another Intelligence Analyst is well advanced with a candidate expected to be in post by June if all goes according to plan.
	Project Impact/Highlights

	Appointment of Strategic Intelligence Lead – January 2022

	LIIA data & intelligence strategy 2022/2023 in place – March 2022

	Data support provided for Commissioning peer review – January 2022



	Next Steps
	Timeframes

	Q4 reporting of existing RIIA datasets – sharing csv with DfE
	6th June 2022

	Develop new templates for the revised RIIA datasets – to London LA colleagues
	End April 2022

	Q1 reporting from new RIIA dataset – sharing csv with DfE
	5th September 2022



1.8: A self-assessment and peer challenge programme which includes all LAs in the region 
LIIA
Peer challenge days have been completed for all sub-regions to positive comments about the benefits. Whilst some regions chose to focus on a key topic, the methodology for each has been a coaching model that have allowed for helpful challenge in an appreciative and supportive environment.

We have developed a peer challenge repository area on the LIIA website, which acted as a helpful resource for colleagues to source LIIA data and Self Evaluations to support preparation. Each authority has been provided with a report highlighting key discussion points and a sub-regional workplan has been developed for shared discussion as part of ‘wash-up’ events. Areas for support or development have been linked with the small packages of support funding. 

The peer review event run with colleagues across the Children’s Services has provided a blueprint for future approaches to LIIA leading these events, where in addition LIIA have committed to developing a toolkit to enable authorities to take forward these exercises independently. 

Evaluation gathered from all sub-regions has enabled us to identify opportunities for the refinement of future events.Evaluation Snapshot
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· “It was helpful to hear reflections, discussions on common themes as well as what other areas were doing to take forward priorities: this aided comparison, benchmarking and ideas” 

· “I think we acknowledged that there were challenges with the data set; however, this in itself is learning as it does make you question what data should we be developing to aid our thinking and response to adolescent safeguarding.” 

· “It was incredibly helpful to have a reflective yet appropriately challenging space with peers to evaluate progress so far and focus in on key improvement areas.” 

· “Very useful process and exercise. particularly enjoyed the 3 roles being taken. Well set up and supported.”



	Project Impact/Highlights

	Engagement of 33 authorities in the peer challenge events sharing practice and developing sub-regional workplans for collective action

	Development of a peer challenge and peer review repository and resource for future activities



	Next Steps
	Timeframes

	Final ‘wash-up’ event in the South to refine workplan
	April 2022

	Update resources to ensure all planning documents, correspondence and templates are collated to support future events
	Q1 2022/23

	Development of a peer review toolkit
	Q3 2022



1.9: Family Hubs Regional Lead – Kensington & Chelsea
Bi-borough children’s services (Kensington & Chelsea and Westminster) lead on this project and are working with the department’s policy team and national centre to develop plans for a wider regional roll out of the model.  This also includes liaison with the other regional FH leads.  Bi-Borough have utilised the funding to instate a Regional Family Hub Advisor (Jayne Vertkin), to provide information, advice and guidance through a range of workshops, focused meetings and resources depending on the need determined by each participating LA. The aim will be to bring participating LA’s together to share their learning and experience of the change process. The Regional Lead will also help oversee the successful delivery of the Strand 2 Family Hub bids.

Key achievements to date include: 

Information, advice and guidance to funded LA’s as part of Regional Plan
We have set up monthly meetings for the five LA’s and LIIA to come together to support journey and share learning.  These have been extended to include the DfE in the learning and to cover the monitoring function for bid delivery. 

Individual meetings have taken place with the funded boroughs to support their journey, work with these boroughs to date has included;
· Supporting applications to the DfE innovations,
· Advising what to include when considering feasibility
· Attending LA’s to present to leadership meetings and boards to provide overview of FH model and approach
· Practice guidelines, project plans and governance protocols
 
Wider reach and Co-ordination of FH Activity

· Set up monthly meetings with Family Hubs Network and National Centre (Anna Fraud) to co-ordinate activity and information share
· Signposting LA’s to National Centre and FH Network and promoting activity through the National Centre
· Attended Early Help Network to test appetite for FH Network and ensure alignment – all 23 LA’s present supported FH Network 
· Continuing to outreach by having the events in a FH in Westminster – 4 open to all and 2 bespoke. One planned for leaders across London on 19th April and another open one 7th June.  Now reached 70% of London LAs who are successfully engaged in a FH conversation.  Of the nine LA’s still to be engaged, Anna Freud has been in contact with one and Regional Lead with another.  LIIA will assist in engagement with the remaining LA’s. 
· The first regional event took place on-line at beginning of March.  The next one is planned for June and will be in person at London Councils.   We are linking across thematically with developmental work in SEND and Early Years. 
· Working on co-production in LAs using the EIF / AF tool-kit
· Planning some short lunch/breakfast and learn sessions on topics i.e. – SEND, governance, volunteering Theory of Change, parental involvement 
· Engaging with the National Regional Leads meeting

	Project Impact/Highlights

	Engagement of 24 authorities in FH practice sharing/development

	Westminster Hub events showcasing FH approaches and providing discussion forum

	Regional event held and next event scheduled for June

	Integration with regional SEN and EY development strategies

	Integration with national FH development strategy



	Next Steps
	Timeframes

	The next step will be delivery of the remaining scheduled events and sustainability planning for the regional network beyond the scope of the recovery funded role. Bi Borough have agreed to top up funding to allow regional lead to continue in role for remainder of 2022. 
	Q3 2022/23



1.10: Small packages of sector-led improvement support - LIIA
LIIA has approached all boroughs, and utilised peer challenge events to identify areas of need as part of small packages of SLI support and are developing a list of areas that have emerged through sub-regional meetings and Peer Challenge events.  We have drawn upon peers and external subject matter experts using peer reviews, diagnostic work and case audits to ensure that individual and collective priorities can be positively progressed. 

Some example of projects in development include;

Stop & Search Review – North Central London are working jointly with the police to review stop and search activities and resulting safeguarding actions. Haringey have now partnered with Enfield (share a Borough Command Unit) on this work.  The Small Packages funding has enabled continuation of a data analyst post and for learning around safeguarding responses to stop and search episodes to be shared both sub-regionally and regionally.   The learning outcomes were shared at ALDCS in a joint presentation with the police on 21.03.22.

Quality Assurance Framework (QAF) - An East sub-regional QAF network is already meeting to undertake peer moderation of internal audits. Once this has reported, DCSs will consider whether there is value in wider practice sharing/development of QAF. 

Staying Mum – Funding challenges mean that boroughs in East London have struggled to sustain programmes such as PAUSE which are intended to reduce recurrent care proceedings in families.  Small packages funding is being used to undertake a feasibility study for a sub-regional equivalent.  Tower Hamlets had already undertaken local demand and cost/benefit analysis as well as research of national best practice.  They will take a lead in building on this to identify options for the East sub-region.  

International Recruitment Learnings – A scoping exercise of approaches and impact have been gathered from 3 LAs that have taken different approaches to international recruitment. Alongside discussions to gather interest in international recruitment approaches and liaison with partners and other regions, we plan to organise an international recruitment event for all LAs. 

An international recruitment webinar was offered via Home Office colleagues. Due to popular demand they have indicated they will offer another event in coming months.

Recruitment Campaign Support - LIIA held a workshop with Waltham Forest as a ‘review and challenge’ of their revised recruitment campaign to attract Children’s Social Workers. There were several items that have been progressed for further development including; target to convert agency workers to move into permanent roles. In partnership with the South East region, LIIA ran an Agency Worker Focus Group and Survey conducted for which learnings have been shared to inform events, alongside introductions to other boroughs who have conducted similar events in the past. In March 2022 Waltham Forest held a webinar for agency workers to promote the permanent opportunities for which 30% of agency workers were in attendance and impact will be shared in coming weeks/months as conversion efforts progress.

	Project Impact/Highlights

	Stop and Search – improved information sharing and safeguarding responses across sub-region and region to stop and search episodes

	Staying Mum – a sub-regional, financially viable option to reduce recurrent removals

	Recruitment Campaign Support – shared learning and impact gathered to support the conversion of agency workers and wider recruitment and retention activities



	Next Steps
	Timeframes

	Organise a pan-London international recruitment event gathering learnings from boroughs who have taken different approaches
	Q1 2022/23

	Recruitment campaign learnings from Waltham Forest to disseminate approach and impact to other boroughs 
	Q1 2022/23




1.11: Developing regional arrangements to support the Unaccompanied Asylum-Seeking Children (UASC) National Transfer Scheme (NTS) - LIIA
LIIA has worked closely with Home Office colleagues to ensure consistent engagement in regional arrangements, this includes scoping up a specification to build on previous research to improve understanding of asylum-seeking children’s needs, to support the improvement of social work practice for this cohort. We have held regular meetings and ensured support has been consistently provided. Alongside this, through requests for additional support, we have developed opportunities to train social worker teams in undertaking age assessments across the London Boroughs through an established training provider. 

LIIA have therefore commissioned 6 additional 2-day training courses for social work staff with London Asylum Seeking Consortium (LASC). Places have been taken up by a range of authorities and allocations have being carefully managed. Training will cover: 

· How to conduct a robust & fair Merton Compliant age assessment 
· Law and practice regarding short form assessments in obvious cases 
· Case law and underpinning guidance 
· Principles of completing a Merton compliant assessment. 
· Recording of information and evidence. 
· The rights of the asylum seeker 
· Who should attend to make the assessment compliant? 
· The questions to ask during an age assessment. 
· Cultural competence regarding interviewing. 
· The importance of translation and the appropriate adult 

Additional support was provided to Hillingdon to provide training for a further 12 social workers, due to their UASC intake increasing exponentially in December with the reception of 71 UASC, 50 of whom arrived between 15th and 24th. 

	Project Impact/Highlights

	Increased capacity across region to undertake age assessments

	Skills development of social workers across London
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	Next Steps
	Timeframes

	Delivery of courses 
	March 2022 – August 2022



Strand 1: Proposals to Support Regional Priorities (Optional) 
	Ref 
	Projects
	Lead 

	1.1
	1. Regional Safeguarding Adolescents Practice Guidance manual
	Waltham Forest

	
	2. London Adolescent Safeguarding dataset
	

	
	3. Adolescent safeguarding in education curriculum
	LIIA

	
	4. Adolescent Safeguarding project resource 
	

	1.2
	Workforce - Business case for a social work bank for London
	LIIA

	1.3
	Workforce - Leadership in Colour Programme extension
	

	1.4
	Workforce - Social Worker Apprenticeship model development
	Greenwich

	1.5
	London Care Leavers Compact
	Lambeth/LLIA



1.1: Adolescent Safeguarding 
In order to enhance regional work that is underway, specific proposals were made to address London’s acute needs relating to the safety of young people.  Waltham Forest and LIIA have taken ownership of each of the proposals respectively, although LIIA maintain an oversight role across all elements;

Waltham Forest have taken forward work aligned to:
1. Regional Safeguarding Adolescents Practice Guidance manual; based upon the highly regarded Waltham Forest Safeguarding Adolescents Practice Guidance, this will be a resource which will provide a framework for regional practice and can be drawn from nationally. Work is underway to develop the pan-London guidance. A number of workshops have been undertaken to support development of the pan-London guidance and the consultant writing the document has a clear plan to ensure delivery by April 2022. The draft London Adolescent Safeguarding Framework can be found below.
Safeguarding Dataset; to improve our understanding of impact and risk mitigation of our multi-agency adolescent safeguarding work through improved data collation and analysis supporting the development of a London Adolescent Safeguarding dataset. The work will be piloted in Waltham Forest and will support data development for the London Adolescent Safeguarding Oversight Board. A data development workshop between LIIA, WF and Social Finance has been booked for January to progress this work.
LIIA has taken forward work aligned to:
2. Development of an adolescent safeguarding in education curriculum; LIIA is developing activities and working with leaders in further education, LA maintained schools and multi-academy Trusts. This work is developed through London Adolescent Safeguarding Oversight Board with education leaders and is supported by a dedicated project officer.
· A joint pan-London Education and Children’s Services workshop has been held around AS in education, which was jointly developed by LASOB, Research In Practice and The Children’s Society. Outputs from the workshop are being collated to inform the LASOB work plan.
3. Adolescent Safeguarding project resource; the LASOB project officer is supporting the delivery of the LASOB adolescent safeguarding work plan, including providing oversight of the three projects. Specific activity aligned to LASOB requests is to collate innovative and effective adolescent safeguarding practice in London. LIIA is currently developing and updating the LIIA website as a good practice repository from January 2022, which will be continually supplemented thereafter. The additional resource has also been used to undertake a review of the multi-agency child exploitation (MACE) arrangements in London.
· Contribution to this area has recently been achieved through a WLDCS and Practice Lead Peer Challenge event that LIIA recently led, which focused specifically on Adolescent Safeguarding, where practice examples have been identified and circulated.  
· The official launch of the ‘Your Choice’ programme has also contributed to further development of engagement at practice levels through bringing practitioners together and creating working groups, including the development of the LIIA website and restricted areas as platform for disseminating programme updates and materials, aligned to AS priorities.



	Project Impact/Highlights

	Project scoping workshop completed with LIIA and WF to establish project aim(s) and potential workstreams 

	The development of workstreams and tasks focused on ensuring WF can measure the impact of social care interventions for each child 

	Establish shared learning network through the London Adolescent Safeguarding Oversight Board with other participating Local Authorities to review and understand what informs their adolescent data



	Next Steps
	Timeframes

	Recruitment of a business intelligence resource to lead on the development of a reporting and data collection tool/product 
	Q1/2 2022/23

	Project plan will be finalised 
Ongoing project catchups to review the progress of the tool development against impact measurements specific to WF social care interventions
	April 2022
Monthly




1.2: Workforce - Business case for a social work bank for London
A wide range of activities have been undertaken to address London’s high reliance on agency staff and the overall candidate shortage of social workers across the market, which is driving up the cost of agency workers. The market is challenging for all regions and there is urgency to act quickly to address inflating costs and increasing departures from the permanent workforce.

While this work set-out to consider the feasibility of a social work bank, and was focused on managing the agency market, it quickly became apparent that any approach to the agency problem needed to go hand-in-hand with a renewed focus on attraction and retention of the permanent workforce. 

London is working collaboratively with neighbouring regions, namely the South East, East of England, East Midlands and West Midlands to ensure that shared learning and opportunities for development are progressed in partnership wherever possible, recognising that this is an unprecedented time for the social work profession that requires a collective approach to achieve impact and protect the future of social work and care for children. Initially this pertains to the implementation of our revised Memorandum of Cooperation (MoC) for London, where we hope to reciprocate protocols with other regions to strengthen our control of the market. We are also supporting the development of a national MoC and hope to maintain close engagement with DfE’s national efforts to address market challenges both in relation to the agency market and the permanent workforce.

The Executive Summary outlining proposals to ALDCS due for decision in May is in the below document. The rationale for twinning these proposals is that the benefits that accrue from the shared recruitment microsite will be enhanced by the discipline, trust and collaboration provided by the London Pledge. 



Agency Worker Focus Group & Survey
In order to allay assumptions, we held two concurrent events to engage directly with agency workers to understand push and pull factors. Both the focus group (invitation below) and the survey were held in partnership with the South East region and received a good response in both cases, with 34 attendees from 8 London Boroughs to the focus group, and 80 responses to the survey (65% London based social workers).

Key themes discussed included;

A summary of the survey results and workshop event with Practice Leaders are being developed, with design and facilitation support from Practice Leaders and DCS from across London boroughs. This is intended to inform recruitment and retention practices, for which Waltham Forest have begun to utilise learnings as part of their approach to converting existing agency workers (as detailed in Small Packages of Work).

We have offered to share findings cross-regionally and nationally to support recruitment and retention activities.




	Project Impact/Highlights

	Development of a new governance structure to implement the revised MoC, with future opportunities for alignment and reciprocation with other regions

	Reignited cross-regional collaboration and engagement with national partners to support the workforce priority



	Next Steps
	Timeframes

	Secure commitment for LAs to the revised MoC and implement effective June 2022
	May 2022/June 2022

	Host an agency supply chain event to promote the revised protocols and exploit existing technology
	May 2022

	Develop the sub-regional governance structures and leads
	May 2022



1.2: Workforce – Leadership in Colour Programme Extension
The Leadership in Colour programme is an ALDCS sponsored initiative to redress the racial disproportionality in senior children’s services leadership across the capital. 

DFE funding has enabled the extension of the Leadership in Colour Programme through funding two further cohorts of staff to join the Black and Asian Leadership Initiative (BALI) programme run by Staff College.  This has received strong evaluation in the first year (100% of candidates felt their career had progressed or had the potential to progress because of their attendance).

The full evaluation of the 21/22 programme is contained within the attached report. A particular area to highlight is the Reference Group continue to act in consultation with ALDCS in addressing wider workforce issues and are identifying opportunities to address disproportionality through proposed recruitment and retention priorities. Their role as a critical friend has been particularly beneficial to workforce progress described within the social worker bank feasibility and aligned activities.

Anti-Racist and Disproportionality practice also featured in all of the peer challenges. Each LA has initiatives (mostly already documented via the LIIA website).  The Pan-London work in this area in ongoing through the Leadership in Colour programme (workforce), MOPAC’s Tackling Disproportionality in Youth Justice plan, and the CELC Tackling Racial Inequalities programme.  DCSs may wish to consider additional practice-sharing on a sub-regional level.  

The full 2021/22 report and 2022/23 proposals are below:



	Project Impact/Highlights

	40 London Global Majority Managers have been able to access the BALI course

	Wider evaluation of project in the attached document.  



	Next Steps
	Timeframes

	Delivery of DfE funded BALI courses (x 2) scheduled for 2022
	May 2022




1.3: Workforce – Social Worker Apprenticeship model development
Greenwich is taking forward the development of a social work apprenticeship model and has conducted a review of existing approached within London and ASC counterparts, and has then begun to explore opportunities outside of London through engagement with other regions and training partnerships. LIIA is supporting engagement across London’s LAs and other RIIA to ensure existing models and learnings are captured as part of the development work. 

Recruitment activities are underway, and LIIA are also supporting market engagement to secure the right candidate. LIIA continue to support engagement and introductions with other boroughs and teaching partnerships and hold monthly progress meetings on this project.




	Project Impact/Highlights

	Produced a Business Plan and shared with University of Greenwich to be presented at their Faculty meeting in March 2022

	Neighbouring local authorities have expressed a strong interest in the bespoke Children's SW apprenticeship being proposed

	Secured a commitment from Greenwich schools to offer placements to Children’s social work apprentices



	Next Steps
	Timeframes

	Share programme proposals with other London Boroughs in order to explore further interests
	April 2022

	Advertise SW apprenticeship to potential students/ Local Authorities - commence in January 2023
	Q2/3 2022

	Advertise for potential placements for Social Work placements including assess and confirm placements using suitability criteria
	Q2/3 2022




1.4: London Care Leaver Compact
ALDCS is working with the National Care Leavers Improvement Adviser to develop a London Care Leavers Compact similar to that in operation in Greater Manchester. This work is being led by Lambeth, LIIA, Partnership for Young London, and the GLA. LIIA provides support to enable effective engagement and collaboration across a broad spectrum of networks and groups to deliver all aspects of the proposal. Progress is underway across all items identified in the proposal, with positive advancements such as with TfL to provide a care leavers’ travel concession and the sourcing of free prescriptions for care leavers. 

There is a wide range of existing activity around securing improvements to the care leaver offer. Early meetings have focussed on bringing together key stakeholders and mapping/co-ordinating existing activity.   Specific progress includes: 
· ​Securing an oversight group (Care Leavers Trust Board) consisting of Lambeth and LIIA leads, the Children in Care Council, the National Care Leaver Advisor and DCSs from each of the sub-region.  The Board oversees project delivery and assist in securing pan-London support.   It will also link with leaders of London's Youth Mission and Youth Offer projects, both of which have cross-over with this area of work. 
· London Councils will support the work, in particular around securing the political endorsement that is needed to achieve a Pan-London agreement. 
· The proposals were presented to the London Children in Care Council, with young people endorsing them and agreeing a participation structure for the work. 
· Strategic Leads will be assigned from the Care Leavers Network to lead each of the core items in the proposal.  They will develop working groups around their item, to include other key sector leads (for example health partners for the securing of a free prescription offer).
· The project plan and budget has been approved by the Trust Board.  
· ALDCS have been briefed on the CLC
· The CLC has been presented at the CYP Health Strategic Forum and received support in principle for the free prescriptions offer. 
· 6 Thematic areas for delivery have been identified (Health, Finances, Housing, Transport, Mentoring, ETE), each of which will have a bespoke working group and delivery plan.   A data group will provide overarching support to each area on building the demand, cost and business case for each element.  
Next steps will focus on: 
· The finalisation of the thematic groups to deliver on each of the core elements of the programme.  These will draw together key stakeholders in that sector, plan how the ambition can be delivered, build the business case to secure agreement, and see the work through to completion.  They will report back to the Trust Board via the Care Leavers Network. 

The final briefing is below:



	Project Impact/Highlights

	Trust Board established and project plan approved and underway

	Range of stakeholder and partner engagements

	Negotiations around travel and free prescriptions offer in progress



	Next Steps
	Timeframes

	Finalise thematic group memberships and individual project plans
	May 2022.  Delivery of each individual element of the project will vary but will arrive in stages throughout 2022. 




Strand 2: Practice
	Ref
	Projects
	Lead 

	2.1
	Accelerating opening more family hubs (Project 1 - Option A)
	Hammersmith & Fulham

	2.2
	
	Enfield

	2.3
	
	Hillingdon

	2.4
	Accelerating opening more family hubs (Project 1 - Option B)
	Camden

	2.5
	
	Redbridge

	2.6
	Adolescent safeguarding from extra-familial harms (Project 2)
	Hillingdon

	2.7
	
	Redbridge

	2.7
	
	Waltham Forest

	2.7
	
	Enfield

	2.8
	Safeguarding CYP from risk of FGM (Project 4)
	Hillingdon

	2.1
	Reducing court back-logs (Project 5)
	Hillingdon

	2.11
	
	Waltham Forest

	2.12
	Digital Capacity (Case Management System) Project 6a)
	Bi-Borough

	2.13
	Digital Capacity (Digital Maturity) (Project 6b)
	Bi-Borough

	2.14
	
	Achieving for Children



All Strand 2 projects are led by the respective boroughs awarded, and progress reports will be provided directly by them to DfE. 

LIIA provides a supporting role where beneficial and has worked closely with Camden to ensure that all funds are released and continues to supported engagement between the boroughs across the range of interconnecting projects both Recovery Fund led and BAU.

Strand 3: Scale and Spread of Innovation Projects
	Ref
	Projects
	Lead 

	3.2
	Regional LAC Commissioning
	Ealing

	3.2
	
	LIIA/London Councils

	3.3
	Signs of safety re-boot
	Enfield (Signs of Safety)

	3.5
	Improving care leaver outcomes
	Bexley (Keep)



The Regional LAC commissioning programme is led by LIIA and is reported on separately by agreement with DfE colleagues.

Strand 3 projects 3.3: Signs of Safety re-boot and 3.5 Improving care leaver outcomes are led by the respective Local Authorities detailed. 
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Workforce Executive Summary 


London’s shared challenge 
London faces acute challenges in attracting and retaining a permanent social work workforce where 22% of roles 
are currently filled by agency staff. The mechanism developed to control the cost of agency spend and to manage 
the market, the memorandum of cooperation (MoC), has not been effectively implemented. In this context 
ALDCS, through the LIIA workforce priority workstream, committed to a period of exploration to identify 
approaches to reform the London social work landscape. The proposals in this paper are the outcome of that 
work and represent an opportunity to reset our ambition for our social work workforce and to improve services 
to children and families in London. 
 
Two sides of the same coin 
While this work set-out to consider the feasibility of a social work bank, and was focused on managing the agency 
market, it quickly became apparent that any approach to the agency problem needed to go hand-in-hand with 
a renewed focus on attraction and retention of the permanent workforce. We have also repeatedly heard of the 
need to be ambitious and for a new framework to build trust and foster collaboration, which goes beyond a 
review of the existing MoC. While for reasons outlined in the paper, London is not (yet) ready for a social work 
bank, the proposals which have been developed, nonetheless, represent an ambitious programme which 
provide the basis for effective pan-London collaboration.  
 
The proposals in this paper bring together: 


1. A London Pledge which promotes transparency and accountability in the management of the agency 


social work market and equips system leaders (notably children’s services leaders) with the 


mechanisms to improve cost and quality in their recruitment of agency social workers.  


2. The development of a shared recruitment platform/microsite, Together for London’s Children (TLC) 


(working title), which acts as a shop window for London social work jobs, builds a shared candidate 


pool, provides a profile for social work in London, and works with others to support the pipeline of 


future social workers in the capital. Evidence from Yorkshire and Humber’s Children’s Social Work 


Matters platform demonstrates the financial and reputational benefits that such an approach can bring. 


There is interest nationally regarding the scalability of a microsite to be used cross-regionally/nationally 


that London could pilot. 


The rationale for twinning these proposals is that the benefits that accrue from the shared recruitment microsite 


will be enhanced by the discipline, trust and collaboration provided by the London Pledge.  


Manage and disrupt 
We have drawn on expertise to establish mechanisms of 
control for the agency market and engaged closely with all 
the ‘players’ in the supply chain to ensure early 
communication of objectives, to support operational 
effectiveness. We have also scoped the market for 
alternative solutions, gathering intelligence and learnings 
from across our fellow regions and other sectors to influence 
the design of an ambitious longer-term solution that 
recognises London’s diversity and distinctiveness. 
 
The success of both initiatives’ rests on a commitment by all 


London’s authorities to work cooperatively and to 


collaborate; only through such a shared London purpose can 


the interest of any one authority be served. 


 


 







 


 


Proposals 
ALDCS commitment is sought for the following proposals: 


• To initiate the London Pledge and its supporting mechanisms on a pan-London basis from June 2022, 
including confirmation of responsible person(s) at each borough to enable governance arrangements.   


• To procure a partner to develop the microsite TLC: Together for London’s Children with a view to going 
live in January 2023. Development costs will be supported by existing LIIA funding but a separate 
subscription by LAs to the site will be required from April 2023 (likely to mirror CSWM £7.5K pa). 


• It is an expectation that LAs commit to both aspects of the proposal. 
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Understanding the Agency Children’s 


Social Worker Experience: Focus Group 


 


How can we learn from the agency Children’s Social Worker 


experience to improve outcomes for children? 


Please register here 


The Children’s Social Worker workforce is increasingly reliant on agency resource and whilst there 


is a desire to build and strengthen the permanent workforce, it is recognised that agency workers 


are important members of the workforce. 


The Regional Innovation and Improvement Alliance therefore wish to explore the experience of 


agency workers and how Children’s Services can enhance their relationships with agency workers to 


improve opportunities for individuals, ensure an inclusive culture, provide adequate support in the 


role and address disproportionality of the workforce. 


A Key theme of the focus group will be to explore what attracts people to agency work and 


exploring the barriers that prevent social workers wanting to join the permanent local authority 


workforce. 


This event is being run in full participation with Children Services management and leadership, as 


well as the agency supply chain who are all supportive of the learnings to be gained from 


understanding the agency Children’s Social Worker experience. 


This event is for a Social Workers who are currently working on an agency or locum basis through a third party. 


The session will not be recorded, and all learnings will be kept confidential. 



https://www.eventbrite.co.uk/e/262701536367
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A note on language



The choice of language when discussing race frames both the conversation and the change this programme aims to effect.  The stakeholders in the Leadership in Colour programme consider the term BAME to be inaccurate and pejorative.  We instead use the following language: ‘Black’ is used as an inclusive term for anyone who experiences discrimination (either overt or covert) based on the colour of their skin. ‘Racism’ refers to discrimination against individuals or groups because they are black or for their black heritage. Unless stated otherwise, this is how the terms are used within this report.



Introduction



The Leadership in Colour Reference Group was created in August 2020, at the request of ALDCS, to help address the under-representation of Black staff in senior leadership positions within London’s Children’s Services.  The Reference Group consists of Black middle and senior leaders from across London and currently numbers around 65 people.   It was chaired initially by Rachael Wardell (Merton) and now by Merlin Joseph (Lambeth) and operates through the London Innovation and Improvement Alliance (LIIA).   Previous initiatives to address under-representation had not been successful and the involvement of affected staff was considered critical to bringing about real change.  There was frank acknowledgement that systemic racism has been a factor in workforce disproportionality and that both developmental opportunities for staff and organisational change were needed.   At ALDCS’ request, LIIA funded £50,000 towards the development of a Leadership in Colour work programme, run by Staff College to a co-produced design with the Reference Group.  

 

Overview of Programme



The 21/22 programme had four complimentary elements: 



· Two cohorts of the BALI (Black and Asian Leadership Initiative) were funded for London CS staff, with a place offered to all London boroughs and some boroughs electing to purchase additional spaces. 

· Two Cultural Competence workshops for DCSs and LA senior leaders

· A Pan-London Staff Conference

· The development of the Reference Group as a Critical Friend resource on racism/disproportionality across policy development in children’s services



Achievements and Impact



BALI



BALI is a 3 day development programme for middle managers run by Staff College.  40 LA participants were offered a free place, with the intent of supporting their development into senior leadership.   The core components of the programme are: 



· Explore some of the key features of successful leadership of Children’s Services at a senior level;

· Build awareness of the personal and professional challenges associated with being a Black or Asian leader;

· Provide an opportunity for participants to develop strategies for successfully dealing with these challenges and become a more confident leader;

· Introduce concepts relating to other styles of leadership from around the world;

· Consider how Cultural Competence can support improvement for individual leaders, organisations and communities;

· Inspire authenticity in leadership;



BALI participants benefit from ongoing support and networking opportunities via the BALI Network, which is also open to the wider children’s services workforce. 



On completion of the programme, Leadership in Colour BALI participants were asked about the programme and whether it had helped their progression or potential to progress, to which 100% (30/30 participants) answered yes.



Cultural Competence Workshops



The Cultural Competence Workshops were designed for DCSs and other senior strategic leaders across Local Authorities, with a view to supporting the organisational change required to redress disproportionality in senior leadership.   This was also an opportunity to develop shared understandings and approaches across London.  The workshops covered the following subject areas: 



· Understand what cultural competence is and how it: 

➢ supports continuous learning and development for all staff 

➢ can be used promote more inclusive organisations 

➢ dovetails to Workforce Race Equality Standard (WRES) and Integrated Care Systems (ICS) 

• Be able to articulate what cultural competence is and its relevance to organisations, communities and self 

• Consider where you think your organisation’s level of cultural competence is currently 

• Begin to understand your own personal level of cultural competence 

• Commit to actions to take away from the session



The workshops were attended by 16 of the LA’s and 12 DCSs.  They resulted in a series of individual commitments from the DCSs who attended and a set of recommendations to ALDCS which were discussed and agreed on 22.11.21.  DCSs committed to reading the evaluation report, requested a further workshop for the 17 LA’s who were unable to attend, and agreed to further explore collective steps and a pan-London commitment.   A number of boroughs are adopting the Workplace Race Equality Standards and this will feed into the exploration of a commitment.  





The full report from the workshops can be read here: 



Staff Conference



The Leadership in Colour staff conference bought together 200 members of the children’s workforce in an online conference on 02.12.21.  Every borough was represented. The agenda, which had been co-designed with the Reference Group, brought together an extraordinary collection of talent and leadership in this field.   Keynote speakers included: 



· Merlin Joseph, DCS Lambeth and sponsor of the LinC programme

· Meera Spillett, Associate Staff College, co-author of Leadership in Colour – The Fierce Urgency of Now

· Kim Smith, CEX Hammersmith and Fulham and sponsor of the Tacking Racial Inequality Programme

· Dr Nishma Manek, National Medical Director’s Clinical Fellow

· Rosemary Campbell-Stephens MBE, author of Educational Leadership and the Global Majority



Alongside the keynote speeches and plenary, were a series of workshops, some of which were led by LA’s (Newham and Islington), which focussed on practical solutions to tackle racism and disproportionality across workforce and childrens’ experience.  Individuals made personal commitments and developed ideas for change within their organisations to take away and grow. Participants were asked if the conference had met their personal objectives, 100% (60/60 participants) answered ‘Yes’. 



Comments from the conference included:

· “This was one of the best conferences of this nature that I have attended for a very long time. Thank you.”

· “I would like to see more regular Conferences / workshops like this as they are very empowering. Making this virtual event interactive was fantastic”

· “As a white leader, I felt it was a really important space for me to be in, to hear people's stories and to reflect on what I can do differently and where I can achieve or make changes”

· “It was great, I was disheartened and ready to give up, but this conference was exactly what I needed. It has lit a fire in me, given me hope and direction...I see brighter things ahead in my career journey.”





Critical Friend Role



The creation of the Reference Group has bought together a talented and knowledgeable group of CS leaders from across London, who are uniquely placed to comment collectively on issues of race and disproportionality in children’s services.  ALDCS and wider partner organisations have responded positively to an offer from the Group to act as a critical friend on certain areas of policy development, making use of their insights around race to develop more inclusive policies.  To date, the Reference Group have provided critical friend feedback on the workforce sufficiency challenge, co-facilitated focus groups on why social workers may opt for agency rather than permanent positions, and supported research on the under-utilisation of child placements in London.  Further critical friend activity will include comment on the stop and search data sharing arrangements developed as part of the MASH review. 



LinC Quantitative Measures



The funding of the first year’s programme has not been sufficient to undertake a data gathering exercise to measure change (or absence of) in the racial profile of children’s services senior leadership, something which is further complicated by the varying LA approaches in collating such data.  Evaluation of this year’s programme is therefore weighted towards stakeholders’ qualitative experiences.  However, LinC has close links with the CELC Tackling Racial Inequality programme, which has done a data snapshot on the composition of LA services by pay and ethnicity.  This snapshot from 2020 is currently being repeated, so it will be possible to comment on whether change is happening, including around any difference in the children’s directorate as compared with the wider LA.  





DCSs are encouraged to read this PowerPoint on the data snapshot which makes a powerful case around the need for change.  





Leadership in Colour 2022/23 Proposals



Building on the success of the 21/22 programme, the following is proposed for this year’s programme: 



1. BALI  



Evaluations of BALI suggest it is highly regarded by both participants and Local Authorities.  The first year’s provision enabled every LA to access a funded place, with the offer of additional paid places being heavily over-subscribed.   The proposal is therefore to increase capacity and run three BALI courses over this year.   LIIA has secured DfE funding for two of these, so the cost is for one course at £13,115 to Staff College.   



2. Practice Leaders



Practice Leaders have expressed their wish to work together on a range of anti-racism and disproportionality initiatives.  Supported by Andrew O’Sullivan, they have drafted a programme of work that includes close cross-over with the LinC programme.  The Practice Leaders are regarded as a key network by the Reference Group due to their bridge between high level strategy and workforce/childrens experience on the ground.  It is therefore proposed that Staff College, supported by the Reference Group, deliver two Cultural Competence workshops and four subsequent workshops around leadership of workforce/services to children.   The cost is £7,900 to Staff College.  The draft of this work is in this outline: 







 

3. Staff Conference  



A repeat of last year’s successful annual conference with a brief to widen attendance to senior leadership and parallel work programmes.  To be co-designed by Staff College and the Reference Group.   The cost is £10,000 to Staff College. 

 

4. DCS Cultural Competence Workshop 



The wash-up workshop as requested by ALDCS for DCSs who were unable to attend last year’s events.    This session is included in last year’s funding, so no additional cost. 

  

5. Critical Friend and Practice Development

 

To continue and grow the critical friend role, in line with ALDCS and Reference Group wishes.  This is currently focussed on the ALDCS workforce and placement commissioning work programme, with likely next areas of involvement in the MASH review and the YJ system.   This element is not costed per se, although DCSs are asked to note and support the time their staff members offer in this role, which is often on top of their regular work role.   The approach is to convene a focus group of volunteers from the Reference Group to analyse a policy area which is then captured by either LIIA or the partner seeking feedback. 



6. Draw-down days  



Ten days of Staff College draw-down support.  This supports the Reference Group in their meetings, the co-design work of key elements of the programme (such as the Staff Conference or Cultural Competence workshops), and wider elements such as building links with the TRI and other programmes.   The cost is £8,000 to Staff College. 



7. Wider Ambitions



Leadership in Colour has additional developmental ambitions that are not costed but will be advanced through the Reference Group and wider stakeholder resource.  These include development of a communications and engagement strategy to better promote the work of the programme and its integration with similar initiatives, such as the TRI programme and other programmes of national research and development.  As part of this we wish to present the work of the programme to ADCS this year.   We also wish to develop more mentoring opportunities and have received offers of DCS support in this regard.  Finally, and in recognition of the gross disproportionality that continues to affect both workforce and multiple children’s outcomes, we wish to continue a dialogue with ALDCS around pan-London ambition in this area, including whether a pan-London ALDCS disproportionality plan is warranted.  An example of pan-London strategy can be seen in the London Directors of Public Health plan, attached. 



[image: ]



Total Cost 22/23:  £39,017.



DCSs are asked to agree the design and funding of the 22/23 programme and also the ongoing contributions of their colleagues through the Reference Group. 









Merlin Joseph, DCS Lambeth

Matt Raleigh, Progamme Lead, LIIA

14.03.22
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Sessions for practice leaders: anti-racism and tackling disproportionality





The plan for four sessions has been developed following discussions within the practice leaders steering group, the Leadership in Colour Reference Group, discussions with the ALDCS lead, LIIA lead and with members of the Staff College. The sessions will draw on Leading in Colour – the fierce urgency of NOW and align with the LIIA work programme on Anti-Racism and Disproportionality. The sessions:





Cultural competence workshop led by the Staff College.





You in the practice leader role – the Staff College will be involved in facilitating this session. 





What you have done, what you have learnt and, what you plan to do to strengthen your systems leadership as powerful key players within your partnerships, local authority, department and services you lead. 





Workforce leadership -  the Staff College will be involved in facilitating this session. 





What you have done, what you have learnt and, what you plan to do listen to your staff who experience racism based on the colour of their skin or Black heritage, address specific issues raised about organisational attitudes, behaviours, systems and processes. How is your leadership securing and maintaining a work place where all staff feel and are valued, can develop their career ambitions and contribute to a learning improving organisation.





Understanding and addressing disproportionalities and disparities within the local community you serve 





What you have done, what you have learnt and, what you plan to do to understand and address the disproportionalities and disparities within the local community you service. How has your leadership  developed and sustained appropriate professional services to children and families according to need and risk, effectively addressing processes, attitudes and behaviour that amount to discrimination through unwitting prejudice, ignorance, thoughtlessness and racial stereotyping.





Each session would be run twice to maximise the number of practice leaders who could attend. The final three sessions would each last 1 hour.





The intended outcomes are that practice leaders individually and collectively:





· have understanding and capacity to show through their actions as leaders their commitment to actively support those experiencing discrimination and inequality of outcomes based on the colour of a person’s skin or their identification as such.





· through their actions more effectively addressing institutional racism within their organisation .





· as organisational and system leaders are more effectively addressing the impact on institutional racism on the communities they service including the people using children’s social care services.
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Leadership in Colour Programme 
Report on Cultural Competence DCS Sessions July 2021 



Background  



With the support and backing of the Association of London Directors of Children’s Services (ALDCS), 



some ADASS colleagues and London Innovation and Improvement Alliance (LIIA) the London 



Leadership in Colour programme has been launched. ALDCS agreed the programme in August 



2020 with the aim of redressing the racial disparity in senior leadership across London’s Children’s 



Services.  



The Leadership in Colour reference group, comprises of staff representatives from across the city, 



and the programme of events is being delivered in partnership with The Staff College, this has the 



dual aims of supporting: 



➢ London’s Black and Asian leaders working in children’s services to thrive and grow as effective 



leaders within the context of a sector where they are disproportionately under-represented at 



senior levels by running a London Black and Asian Leaders Initiative (BALI); 
 



➢ Councils in their work to address the wider issues of discrimination, disproportionality and 



inequality and to offer the best environment in which those staff can continue to progress and 



add value. 



Merlin Joseph (Lambeth Director of Children’s Services (DCS) and ALDCS workforce lead) oversees 



the development of the programme, Matthew Raleigh is the LIIA lead and The Staff College (TSC) 



leads are Associates Mike Bowden and Meera Spillett (both former DCS’s, Associates with ADCS, Mike 



is the lead for the national programme for aspirant Directors, Meera leads the BALI programme, 



Alumni and Network, she is TSC representative on the DHSC Social Care WRES Advisory Board). 



The programme has been designed by a Pan-London Reference Group now called ‘London Leadership 



in Colour’ of Black1 staff working with TSC. The programme has three elements working together to 



effect change:   



 
1 Inclusive definition for those experiencing racism. 
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1) Support and development of individuals through a London Black and Asian Leadership 



Initiative (BALI), Cohort 1 commences 8 & 9th September 2021 with a third day 2 February 



2022, Cohort 2 commences 27 & 28th September with a third day 16 February 2022 



2) Cultural Competence workshops for ALDCS to enable wider organisational change 



3) Pan-London conference for the workforce 2nd December 2021 



Beyond the programme, the Leadership in Colour Reference Group has a wider role advising ALDCS 



on anti-racist and disproportionality practice across the delivery of Children's Services. This will 



include a critical friend role in reviewing key ALDCS policies. The reference group will use an 



appreciative inquiry approach.  



The Task and Finish Group (described below) have set out a number of recommendations for ALDCS 



to consider on page 7. 



Cultural Competence Sessions for London DCS’s 



A task and finish group of volunteers from the reference group helped Meera to shape the session, 



create some of the real-life materials, content and facilitated the session delivery. After each of the 



sessions reference group members debriefed on key messages from the sessions and any areas 



where themes were emerging or content needed to be tweaked.  



The Task and Finish Reference Group:  



➢ Collaborated and co-designed the sessions 



➢ Took an active role within the sessions including contributing and gathering feedback for 



group activities, particularly considering:-  



o What aspects of engagement and discussion went well 



o Any key themes from feedback and actions committed to by Directors 



o What could enhance their learning 



o Emerging ideas to share good practice and offers to support Leadership in Colour 



programme 
 



This group should be thanked for their work and engagement with the design and delivery of the 



sessions. They all made time, including at times outside of their working day, in co-creating the 



sessions. This group were:  



Ernest Evwaraye   Merton 



Kathi Gittens  Waltham Forest 
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Ritu Gupta    Hillingdon 



Teresa Poulose Hills Wandsworth 



Paula Royal   Lambeth 



Nasheen Singh   Westminster 



Khushali Supeda   Hammersmith & Fulham 



Nashan Wilson   Sutton 



The group would also like to thank Becky Illsley from TSC for supporting them in this task.  



Session Outline and Aims  



Two sessions were offered to London DCS’s and took place on 2 July and 14 July 2021. The aims 



of the 3-hour sessions were for participants to:  



• Understand what cultural competence is and how it:  



➢ supports continuous learning and development for all staff  



➢ can be used promote more inclusive organisations 



➢ dovetails to Workforce Race Equality Standard (WRES) and Integrated Care Systems 



(ICS) 



• Be able to articulate what cultural competence is and its relevance to organisations, 



communities and self 



• Consider where you think your organisation’s level of cultural competence is currently  



• Begin to understand your own personal level of cultural competence 



• Commit to actions to take away from the session. 



Attendance  



➢ 12 Directors of Children’s Services covering 13 London Boroughs attended a 



session. 



➢ 17 DCS’s who did not attend had no other representative from their borough at either session. 



➢ 4 DCS’s who did not attend had other representation from their borough at a session. 



➢ Total for both sessions: 46 participants signed up, 31 attended. (Of those 14 who did not 



attend after signing up, we received 6 apologies, 3 of the apologies received were as a result 



of an Ofsted visit). 



➢ One London Borough had 11 participants including their Chief Executive, DCS and DASS.  



Outputs and Evaluations from the sessions  
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We captured the activities and outputs from group activities, polling questions and final completion of 



actions they as a senior leader would be taking.  



19 of the 32 attendees completed an online evaluation at the end of the session. We are following up 



with those attendees who didn’t complete their evaluation to see if they could complete it.  



➢ 19 attendees wanted further support/training for their organisation 



➢ 16 expressed that they wanted to do their own Cultural Competence self-assessment 



➢ 9 wanted to know more about Cultural Competence 



The majority of participants: 



➢ agreed (who completed an evaluation) the session had given them a greater understanding of 



how racism affects both their staff and communities 



➢ found the discussion about the fluidity of language and terminology about ‘race’ helpful 



➢ committed to actions that they would be taking after participating in the training.  



Further information on these areas is in Appendix 1 at the back of this report  



The following themes were drawn out from the two sessions:  



1. Cultural Competence  



Participants generally welcomed the model and how it could be used individually, organisationally and 



with their communities.  



2. Making Connections 



Participants made varying connections to actions they needed to take personally and in their 



organisation: workforce policy was most commonly cited for action, exit interviews and concept of 



staying interviews. The task and finish group have made some additional recommendations on how 



these issues can be progressed.  



3. Window and Mirror  



Participants were in different places around accepting that the practice exercise examples we gave 



were occurring in London, in their organisation. Some recognised their first instinct was to say ‘that 



wouldn’t happen in my organisation’ and rightly noticed and amended their thinking.  Some gained 



insight into issues of white social capital and some inciteful reflections on this concept were made. 



Others found it easier to, in a sense, ‘look out of the window’ and see racism and had more 



difficulties in ‘looking in the mirror’ at themselves and their organisation.  
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The task and finish group would like Directors to accept that whilst they may not want issues of 



racism to be affecting their staff, they are the lived experience of those from across London. 



Acknowledging such issues does not mean white DCS’s are racist it is simply accepting that perhaps 



in spite of their values racism at an institutional and structural level exists.  



4. Commitment  



There was a recognition of issues, desire to change, reflection and importantly commit to and 



complete action on issues of racism.  



Engagement and Discussion: What went well? 



a. Participants generally engaged well in the activities - poll, Mentimeter and group sessions - 



showed some deep reflections 



b. Across both sessions getting them to consider their own culture/traditions and rituals worked 



well to connect them early on 



c. Some participants recognised their impulse to minimise issues within a practical exercise by 



stating ‘that wouldn’t happen here’  



d. Participants shared good practice, wanted to see more examples of good practice across 



London and some had ideas about how they could support the Leadership in Colour 



programme 



e. Some participants recognised the potential issues of multi-dimensional racism affecting their 



front-line staff  
 



Engagement and Discussion: What would have enhanced participant 



learning? 



f. Additional reflection on understanding in more depth the dynamics of Psychological Safety 



versus white Psychological Denial around issues of racism   



g. Considering how they are involving their staff in ‘What an inclusive organisation looks like and 



feels like and behaves like?’  



h. Internally supporting staff with creating safe environments  



i. Supporting them to examine congruence of behaviours around white social capital – reflecting 



on their networks and how diverse they were 



j. Considering how the social capital of their Black staff could be improved  



k. Having a shared learning discussion between DCS’s about what their staff are actually feeling 



and experiencing and what good looks like. Then taking action to implement good practice 



with the aim of having improving the consistency of support across London.  
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All participants were asked at the end of the session to record their actions by 



completing the sentence below: 



As a Senior Leader I will … 



And this is what they said:- 
 
• Be relentless in challenging racism in the 



organisation through action at all levels 



• Genuinely listen to my staff and encourage 
dialogue initiated by myself as a white leader 



• Review our workforce strategy - recruitment, 
retention and succession planning 



• Agree a process for mentoring black staff 



• Listen, learn and act 



• Lead action not just give people a voice  



• Continue my commitment to ensuring that the 
black workforce see their value 



• Stop talking and start doing! 



• Push others to allow their confidence to shine 



• Continue (more actively) to offer the 
mentoring and interview practice 



• Make sure I am asking the right questions 



• Be braver 



• Continue to push through my discomfort 



• See it through 



• Lead by example - being my authentic self  



• Ensure I speak regularly about activity to 
address disproportionality in every comms I 
send to staff for the next 12 months  



• Ensure my leadership cross council on 
disproportionality is driving real change to our 
communities  



• Continue to support through coaching 
emerging black future leaders  



• Ensure my workforce strategy provides 
positive opportunities and through 
recruitment and retention we are proactive 
and open about values and commitment to 
anti-racism 



• Strengthen mechanisms for staff to have a 
voice and champion that voices at all levels 
of the organisation 



• Do more procrastinate less. Review our 
models to ensure our values are culturally 
competent, hear and act 



• Be race inclusive in everything I do and be 
relentless in tackling racial disparities within 
the organisation and in service delivery 



• Think about each meeting and each strategy 
and each one to one in the context of racism.  



• Talk about race and publish data and 
outcomes about equity. Voice question black 
colleagues want asking. Give soft 
development opportunities to black staff 



• Challenge with consistency and message by 
example  



• Be the best possible version of me to help 
others 



• Challenging what you feel is wrong 



• Increase diversity amongst my senior 
leadership team  



• Continue to learn  



• Create an environment to have honest 
conversations 



• …take responsibility for championing the 
needs of black staff and residents  



• Listen and lead 
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• Share learning with my colleagues and direct 
reports contact others to challenge our 
approach to challenging racism - keep it alive 



 



 



There were some creative and positive ideas including:  



Recruitment and Retention 



• Recruitment - anonymised answers to online questions where system records each question 



answered in bulk and then correlated at the end to individual person  



• Application forms – there was discussion about how these could be improved  



• Interviews – with proper feedback as to why other candidate more successful and 



commitment to develop staff member in areas for improvement  



• Staying interviews – what can I do to make it better for you to stay  



• No-one leaves without an exit interview with the DCS 



• Recognition that “people leaving well is so important” and “people should leave feeling valued” 



• Senior leaders actively telling staff about opportunities 



• Developing a clear approach for boroughs on positive action in line with the Equality and 



Human Rights Act 2010 
 



Sharing Good Practice and Increasing the Social Capital of Black Aspiring Leaders 



The Task and Finish Group have added to the ideas from participants and have also discussed the 



parallel programme ‘Tackling Race Inequality’ led by London Chief Executives and how 



collaboration with ALDCS could be used to best effect in some of these areas. Existing groups within 



the CEX programme including London Heads of Human Resources, Sub Regional Group are 



developing mentoring and support groups and the Large Employers Working Group are looking 



at the development of mandatory training and creating a cultural competency training across the 



boroughs. The group agreed that joining up some of the CEX work streams would be helpful.  
 
 



Recommendations to ALDCS from the Task and Finish Group on 
Cultural Competence (7) 



1. Consider whether to offer a further session for the Directors who were unable to attend the 



Cultural Competence Training.  



2. Consider how to share the learning with partners on tackling racism including Police, Health, 



Community and Charity/voluntary sectors. 
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3. Encourage Directors and senior leaders to deliver on their action commitments from the 



training and reflect on the feedback from the group. Directors may also wish to consider 



whether to take further collective steps, e.g., the shared learning discussion suggested by a 



workshop participant (See page 5, (k) above), and the development of pan London 



commitment to actions they will take. The Leadership in Colour Reference Group will be asking 



for updates on actions to share at the December conference. 



All Directors are encouraged to:  



a. Recognise that racism is experienced by their staff both at and within their work and 



outside of work;  



b. Understand that racism occurs in their organisation, this may happen without their 



knowledge. Resist maintaining that ‘this wouldn’t happen here’. Without Black staff 



feeling psychologically safe to speak up, it is naïve to expect that every Director, even 



when meeting with Black staff will be told about the racism staff are experiencing. The 



features of white psychological denial should be understood in order to tackle them;   



c. Acknowledge that, as Sir William Macpherson identified, institutional racism can be seen 



in ‘processes, attitudes and behaviour’ and this discrimination can be through ‘unwitting 



prejudice, ignorance, thoughtlessness and racial sterotyping’; 



d. Accept that acknowledging racism exists in their organisation is not admitting they 



personally are racist - it does, however, require them to recognise uncomfortable truths 



about racism and act to tackle it;  



e. Reflect on white social capital, its impact and manifestation - in networks, for example - 



and how to support the growth of Black social capital for staff and communities.  



4. Identify and share good practice on policy, training, recruitment, retention, exit/staying 



interviews and recognising the potential of existing and aspiring leaders;  



5. Consider using the model of training on Cultural Competence across boroughs, including 



potential of ‘train the trainers’ approach; 



6. Use their combined expertise and resources (including linking to the London Chief 



Executives ‘Tackling Racial Equality’ Programme, for example with the Heads of HR 



group) to offer practical learning and development sessions for Black aspiring leaders on:   



 



a) Recruitment – how to prepare statements, research areas, tackle questions and 



exercises; 



b) Establishing opportunities to expand and develop current knowledge and 



skills to broaden experience i.e., leading on projects, shadowing, supporting 



experience of other areas of the organisation etc.;  
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c) Communication and media – upskilling staff using existing expertise from across 



Boroughs to support staff understanding how to write and present communications and 



media statements; 



d) Finance and commissioning – helping to give information, improve understanding of 



the key skills and demands in these areas, to promote personal development; 



e) Working with Councillors – enabling a greater understanding of Council 



constitutions, how Councillors and officers work together;  



f) Offering to mentor participants on the London BALI cohorts – using a common 



framework and feedback on learning outcomes for mentor and mentee. The task and 



finish group were interested in the work on creating a tool kit for inclusive/reverse 



mentoring. They would like the issues of psychological safety to be included in any 



framework shared across London. They recognise the preparation for achieving these 



methods will be different in each borough and that if undertaken without appropriate 



groundwork can be damaging to Black staff.  



7. Ask The Staff College (BALI/UPON), Practice Leaders Programme, London Leadership 



Programme and Skills for Care (Moving Up) to invite Black alumni that would be interested in 



joining a London wide network of alumni. This could also be extended to partners with similar 



training programmes.  



Leading in Colour Reference Group (Task and Finish sub-group) 



Meera Spillett, Associate The Staff College  
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Appendix 1  



 



  



 



17 participants agreed or strongly agreed  



2 somewhat agreed 
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Appendix 2 



 



 



 



 



17 participants agreed or strongly 



agreed  



2 participants somewhat agreed  
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Appendix 3 



 



BAME: Black, Asian, Minority Ethnic 4  



Black: Inclusive & Political 11  



Black & Asian 3  



BME: Black Minority Ethnic 1  



Global Majority 5  



Person of Colour 9 
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Ethnicity of Employees in London boroughs by Pay Band and Service Group -  Key Findings – Dec 2020


Overall, the percentage of BAME staff working at London local authorities exceeds the BAME population – 45% vs 41%, suggesting an increased likelihood to work in local government. Inner London has a lower BAME population compared to outer London (37.6% inner vs 44.4% outer) but a higher BAME proportion of staff (46.2% inner London vs. 43.7% outer).


Asian/ Asian British are underrepresented in all pay levels compared to the population they serve.  Indicating they are less likely to work in local government.


Black African/ Caribbean/ Black British show better representation than London population in all pay bands up to £60k.  Representation tails off more markedly in pay bands above £70k. 


The results suggest a ‘glass ceiling’ exists at around the £50-60k pay band, where representation of ethnic minority staff reduces dramatically.  Individual authorities should consider the extent to which BAME staff are applying for roles and not being successful above this pay level against deciding not to apply because of perceived bias. 


There is a similar pattern to representation of staff in all main service areas with proportionately more ethnic minority staff in lower grades than in high pay levels. 


There are more Asian staff working in Corporate Services than other services and more Black staff working in Adults and Children’s services than other services. 


No borough has data on their full workforce. The average percentage of unknown/prefer not to say staff (hence force called ‘Not Known’) is 12.2% - this means that 10,648 of 87,007 local government staff ethnicities are not known. The lowest percentage was 1.5% (Greenwich) followed by Tower Hamlets (3.5%) and Southwark (4.4%). The highest percentage of Not Knowns was 41%. 














Ave BAME staff % = 45%





London BAME pop. 41%








% Bame All Boroughs





Workforce	


£10,000 to £20,000	£20,001 to £30,000	£30,001 £40,000	£40,001 to £50,000	£50,001 to £60,000	£60,001 to £70,000	£70,000 to £80,000	£80,001 to £100,000	£100,001 to £120,000	£120,001 to £140,000	£140,001 to £160,000	Over £160,000	0.47799999999999998	0.47662408263114975	0.50781958295557572	0.41744318562713684	0.3342414438957943	0.26394628099173556	0.21935483870967742	0.18214716525934863	0.1417004048582996	0.1888111888111888	0.18666666666666668	0.11538461538461539	Population	£10,000 to £20,000	£20,001 to £30,000	£30,001 £40,000	£40,001 to £50,000	£50,001 to £60,000	£60,001 to £70,000	£70,000 to £80,000	£80,001 to £100,000	£100,001 to £120,000	£120,001 to £140,000	£140,001 to £160,000	Over £160,000	0.41799999999999998	0.41799999999999998	0.41799999999999998	0.41799999999999998	0.41799999999999998	0.41799999999999998	0.41799999999999998	0.41799999999999998	0.41799999999999998	0.41799999999999998	0.41799999999999998	0.41799999999999998	











Breakdown by Ethnic Groups in Pay Bands and London Ethnic Population Estimates 2016


Overrepresentation of white staff in pay bands above £50k.


Asian/ Asian British are underrepresented in all pay levels compared to the population they serve.  Indicating they are less likely to work in local govt.


Black African/ Caribbean/ Black British show better representation than London population in all pay bands up to £60k.  Representation tails off more markedly in pay bands above £70k. 


Multi heritage staff follow a similar pattern to Black staff.  


Other ethnic groups are underrepresented at all pay levels.












































Breakdown by Ethnicity and Service areas


Asian/Asian British


Underrepresented in all service areas (compared to London demographics), indicating they are less likely to work in local govt.


Glass ceiling for this ethnic group is at the £40-50K pay band, excluding Public Realm where there is higher representation at higher pay bands.


Overrepresented at lower pay bands – e.g. 22.2% in £10,000 - £20,000 in ASC.


Appears to be a higher proportion working in Corporate Services.
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Children’s Services


Corporate Services


Public Realm


Technical Services


























Breakdown by Ethnicity and Service areas


Black African/Caribbean/Black British


Overall, compared to London population (13%), this group is proportionally overrepresented in all service areas (averaging 26.14%) – highest being Adults’ Services (35.5%). Suggesting that this group are more likely to work in local govt.


However, representation declines as you move up through the pay bands. Glass ceiling is varied across service areas (£30-40K; £40-50k; £50-60k).


ASC and Children’s Services have a noticeably higher representation compared to London population and across pay bands. 


Corporate Services starts at 36.2% representation for the lowest pay band (£10,000 - £20,000) but this declines significantly to 6% for the top pay band (over £100,000).
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Breakdown of Findings by Ethnicity


Multiple Heritage


Underrepresentation in all service areas except Children's Services, but less variation across pay bands (possibly due to lower overall representation).


Overrepresentation in bottom pay band (£10,000 to £20,000) for all service areas .


Decreased representation in top pay bands – percentage change in Technical Services is noticeably stark.
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Breakdown of Findings by Ethnicity


Other Ethnic Group


Consistent underrepresentation compared to London population.


Representation doesn’t decline as much in each service group, throughout the pay bands, compared to other ethnic groups.


No representation in top pay band in Children’s Services and Public Realm
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Breakdown of Findings by Ethnicity


White


Opposite trend in all service areas compared to all other ethnic groups – representation increases as you move up the pay bands.


Lowest representation for this group is in ASC and Children’s Services.


Overrepresentation in top pay band for all service areas, noticeable increase across service areas once examining from the £40-50k. 


























Adults’ Services


Children’s Services


Corporate Services


Public Realm


Technical Services














Ethnicity by Pay Band v Staff group % – London boroughs














Ethnicity group % in Pay band v All Population 2016 Estimate – London boroughs
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BAME All 



Staff



Up to 



£30,000



£30,001 



£60,000



Over 



£60,000



Asian 



Staff



Up to 



£30,000



£30,001 



£60,000



Over 



£60,000



Black 



Staff



Up to 



£30,000



£30,001 



£60,000



Over 



£60,000



Barking & Dagenham 37% 32% 43% 19% 10.4% 10.3% 11.0% 4.6% 21.1% 19.1% 23.4% 13.0%



Barnet 38% 37% 41% 24% 12.9% 13.2% 13.3% 8.0% 21.2% 19.0% 24.4% 11.6%



Bexley 16% 13% 19% 16% 3.9% 3.2% 4.5% <10% 10.2% 7.6% 12.4% 10.5%



Brent 66% 76% 66% 33% 25.7% 29.1% 25.6% 13.6% 34.5% 41.2% 33.8% 15.5%



Bromley 28% 22% 32% 25% 4.5% 3.6% 4.5% 9.2% 20.0% 13.8% 23.9% 11.8%



Camden 46% 58% 45% 20% 12.5% 13.6% 12.7% 7.3% 26.0% 34.9% 25.4% 8.7%



City of London 23% 48% 26% 12% 8.9% <10% 9.5% 6.6% 10.0% 33.3% 11.1% 3.5%



Croydon 47% 51% 48% 21% 7.6% 7.8% 7.8% <10% 29.6% 30.8% 30.3% 11.3%



Ealing 56% 66% 55% 24% 25.3% 27.2% 25.7% 11.1% 23.9% 30.6% 22.6% 8.1%



Enfield 44% 49% 42% 29% 7.6% 6.3% 8.7% 6.6% 24.2% 30.0% 21.1% 12.8%



Greenwich 34% 31% 36% 21% 7.2% 6.5% 7.8% 4.9% 22.0% 19.2% 24.3% 13.0%



Hackney 55% 63% 54% 26% 12.1% 12.0% 12.6% 6.9% 36.5% 43.8% 34.7% 13.8%



Hammersmith & Fulham 47% 60% 45% 25% 9.7% 11.9% 9.3% 5.4% 29.6% 38.3% 28.4% 12.0%



Haringey 56% 67% 52% 26% 10.9% 11.6% 11.2% 4.2% 38.1% 46.6% 35.3% 16.9%



Harrow 51% 52% 51% 31% 28.2% 30.5% 27.2% 15.8% 17.9% 16.9% 19.6% 11.9%



Havering 11% 6% 14% 10% 2.7% 1.7% 3.4% <10% 5.8% 2.9% 8.1% <10%



Hillingdon 34% 30% 39% 16% 17.2% 15.6% 19.3% 11.5% 12.1% 9.9% 15.1% <10%



Hounslow 49% 52% 48% 25% 27.0% 30.1% 25.5% 19.1% 15.4% 15.6% 15.9% <10%



Islington 44% 49% 43% 18% 8.7% 7.8% 9.4% 4.8% 28.7% 33.3% 27.7% 9.0%



Kensington & Chelsea 41% 51% 39% 27% 8.7% 9.2% 8.4% 10.3% 23.1% 30.8% 22.1% 8.2%



Kingston 23% 25% 23% 9% 9.4% 10.8% 9.3% <10% 8.0% 8.8% 7.8% <10%



Lambeth 60% 58% 62% 36% 8.7% 4.2% 9.1% 10.2% 44.9% 46.6% 47.1% 18.0%



Lewisham 48% 51% 47% 24% 4.2% 2.4% 4.9% 6.9% 37.2% 41.5% 36.4% 15.5%



Merton 34% 44% 30% 13% 8.4% 10.4% 7.1% 8.5% 21.4% 27.7% 18.5% <10%



Newham 57% 56% 60% 31% 25.7% 26.0% 26.9% 10.7% 27.0% 25.2% 29.2% 14.1%



Redbridge* 42% 44% 25% 25% 21.2% 25.4% 18.5% 10.1% 16.7% 15.7% 17.7% 12.4%



Richmond & Wandsworth 40% 46% 40% 18% 8.6% 10.8% 8.2% 4.0% 25.5% 27.7% 26.1% 11.1%



Southwark 51% 56% 51% 20% 7.1% 5.2% 8.2% 4.9% 37.6% 43.5% 37.1% 11.5%



Sutton 26% 27% 27% 15% 7.3% 8.9% 6.5% 7.6% 15.5% 15.0% 17.0% <10%



Tower Hamlets 60% 60% 62% 31% 32.7% 26.3% 36.3% 14.3% 23.1% 29.8% 21.1% 10.4%



Waltham Forest 58% 68% 55% 28% 15.4% 16.6% 15.2% 9.2% 35.1% 43.9% 31.7% 10.8%



Westminster 39% 54% 38% 22% 11.7% 13.3% 11.8% 8.3% 19.6% 28.3% 19.1% 9.2%



Grand Total 45% 48% 46% 23% 13.1% 13.1% 13.6% 7.8% 25.7% 27.9% 26.0% 10.2%



Borough



BAME Asian/ Asian British Black African/Caribbean/ Black British 



All % values for which the numerator was a value of 3 or less employees, have been set to <10%. 



Green and Orange shading is calibrated to be distinct for users with red-green colour-blindness    -    * Note - Redbridge data added later
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ALL POP. 



2016
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£30,000



£30,001 
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£60,000
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2016



Up to 



£30,000



£30,001 



£60,000



Over 



£60,000



Black ALL 



POP. 



2016



Up to 



£30,000



£30,001 



£60,000



Over 



£60,000



Barking & Dagenham 51% 32% 43% 19% 18.2% 10.3% 11.0% 4.6% 24.4% 19.1% 23.4% 13.0%



Barnet 32% 37% 41% 24% 14.5% 13.2% 13.3% 8.0% 5.5% 19.0% 24.4% 11.6%



Bexley 21% 13% 19% 16% 6.9% 3.2% 4.5% <10% 11.0% 7.6% 12.4% 10.5%



Brent 65% 76% 66% 33% 33.4% 29.1% 25.6% 13.6% 17.5% 41.2% 33.8% 15.5%



Bromley 17% 22% 32% 25% 6.1% 3.6% 4.5% 9.2% 6.4% 13.8% 23.9% 11.8%



Camden 35% 58% 45% 20% 13.7% 13.6% 12.7% 7.3% 8.9% 34.9% 25.4% 8.7%



City of London 31% 48% 26% 12% 14.5% <10% 9.5% 6.6% 3.9% 33.3% 11.1% 3.5%



Croydon 42% 51% 48% 21% 15.4% 7.8% 7.8% <10% 19.3% 30.8% 30.3% 11.3%



Ealing 54% 66% 55% 24% 31.3% 27.2% 25.7% 11.1% 9.9% 30.6% 22.6% 8.1%



Enfield 39% 49% 42% 29% 11.2% 6.3% 8.7% 6.6% 18.1% 30.0% 21.1% 12.8%



Greenwich 37% 31% 36% 21% 14.0% 6.5% 7.8% 4.9% 16.8% 19.2% 24.3% 13.0%



Hackney 47% 63% 54% 26% 8.4% 12.0% 12.6% 6.9% 21.6% 43.8% 34.7% 13.8%



Hammersmith & Fulham 30% 60% 45% 25% 8.3% 11.9% 9.3% 5.4% 12.2% 38.3% 28.4% 12.0%



Haringey 39% 67% 52% 26% 8.8% 11.6% 11.2% 4.2% 16.5% 46.6% 35.3% 16.9%



Harrow 57% 52% 51% 31% 42.6% 30.5% 27.2% 15.8% 5.6% 16.9% 19.6% 11.9%



Havering 13% 6% 14% 10% 5.1% 1.7% 3.4% <10% 4.3% 2.9% 8.1% <10%



Hillingdon 44% 30% 39% 16% 25.8% 15.6% 19.3% 11.5% 8.7% 9.9% 15.1% <10%



Hounslow 50% 52% 48% 25% 35.1% 30.1% 25.5% 19.1% 5.6% 15.6% 15.9% <10%



Islington 34% 49% 43% 18% 7.3% 7.8% 9.4% 4.8% 11.6% 33.3% 27.7% 9.0%



Kensington & Chelsea 33% 51% 39% 27% 8.9% 9.2% 8.4% 10.3% 9.6% 30.8% 22.1% 8.2%



Kingston 26% 25% 23% 9% 13.4% 10.8% 9.3% <10% 2.9% 8.8% 7.8% <10%



Lambeth 34% 58% 62% 36% 3.4% 4.2% 9.1% 10.2% 23.2% 46.6% 47.1% 18.0%



Lewisham 38% 51% 47% 24% 8.1% 2.4% 4.9% 6.9% 23.2% 41.5% 36.4% 15.5%



Merton 41% 44% 30% 13% 19.3% 10.4% 7.1% 8.5% 12.1% 27.7% 18.5% <10%



Newham 68% 56% 60% 31% 43.8% 26.0% 26.9% 10.7% 14.5% 25.2% 29.2% 14.1%



Redbridge* 57% 44% 25% 25% 44.2% 25.4% 18.5% 10.1% 7.0% 15.7% 17.7% 12.4%



Richmond & Wandsworth 23% 46% 40% 18% 9.9% 10.8% 8.2% 4.0% 5.0% 27.7% 26.1% 11.1%



Southwark 46% 56% 51% 20% 9.3% 5.2% 8.2% 4.9% 26.4% 43.5% 37.1% 11.5%



Sutton 26% 27% 27% 15% 12.9% 8.9% 6.5% 7.6% 4.5% 15.0% 17.0% <10%



Tower Hamlets 61% 60% 62% 31% 45.5% 26.3% 36.3% 14.3% 7.0% 29.8% 21.1% 10.4%



Waltham Forest 45% 68% 55% 28% 20.4% 16.6% 15.2% 9.2% 16.1% 43.9% 31.7% 10.8%



Westminster 42% 54% 38% 22% 12.4% 13.3% 11.8% 8.3% 7.6% 28.3% 19.1% 9.2%



Grand Total 41% 48% 46% 23% 18.4% 13.1% 13.6% 7.8% 12.5% 27.9% 26.0% 10.2%



Green and Orange shading is calibrated to be distinct for users with red-green colour-blindness    -    * Note - Redbridge data added later



Borough



BAME Asian/ Asian British Black African/Caribbean/ Black British 



All % values for which the numerator was a value of 3 or less employees, have been set to <10%. 
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1 Activities Undertaken 


1.1 Design a new specialist Children’s Social Work Apprenticeship 


• Reviewed current ASYE induction programme to align to a Social Work (SW) 


apprenticeship.  


• Networking and discussions with local authorities (LAs) currently providing SW 


apprenticeships (Medway and Suffolk) and Kingston University (SW Apprenticeship 


lead organisation) & Middlesex University to scope out what is already in this market 


and to understand how different LAs are implementing SW apprenticeships. 


• Regular discussions with LAs and delivery partner and confirmed the need to develop 


a specialist Children SW Apprenticeship (current apprenticeships are generic 


adults/children). 


• Explored course content from Middlesex University (approved by Social Work 


England - SWE), Step Up to SW programme (SELTP) and University of Greenwich 


Degree programme to inform our course development and held ongoing discussions 


with apprenticeship leads within the University of Greenwich with a view to co-


producing an apprenticeship programme with them (our local university). 


• Course being developed using the successful partnership of the Teacher Training 


already delivered in RBG schools by the University of Greenwich. The University of 


Greenwich is uniquely placed to co-design and co-deliver the course to a high quality.  


It combines RBG’s apprenticeship expertise with the teaching knowledge of the 


University of Greenwich to allow learners to achieve their qualified Social Work 


status.  Local authority and University of Greenwich staff have held monthly meetings 


(since October 2021) to enable/ensure progressive discussions around this 


programme. 


• Met with Southwark, Lewisham and Bexley Social Care to explore their delivery 


(neighbouring LAs) 


• Established the criteria for apprenticeships that would apply in Greenwich (English 


Language & Maths GCSE minimum Grade C/4 or equivalent), experience of caring or 


supporting children or adults at risk. This may be in relation to paid or voluntary work 


and might be combined with caring in a personal capacity. Applicants would be 


required to complete a suitability declaration, an enhanced DBS and an occupational 


health check. 


• Identified cohorts of staff across sectors to undertake apprenticeship and received 


strong interest, these range from School based professionals/ staff and local authority 


staff within Children’s Services such as Personal Advisors in the Leaving Care Service, 
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Family Support Workers, Administrators and Professionals from Early Help and the 


Youth Offending Service   


• Regular meetings with London Innovation and Improvement Alliance that has enabled 


us to network with other authorities and sharing from information to support with 


design, promotion and delivery of programme.  


 


1.2 Identified delivery partners including the commissioning of the university 


to deliver teaching elements of the course 


• Used existing RBG commissioning framework/exemption reporting process to identify 


university partner. 


• Co-designed course mapped to the Social Work integrated degree apprenticeship 


standard with plan to seek approval from SWE. 


• Discussions held with RBG Commissioning services to ensure that all necessary 


commissioning standards are met. 


• Explored elements of the course which can be delivered by Greenwich Council. 


 


1.3 Build on the productive relationships with neighbouring local authorities. 


• Fostered relationships and strong interest from 3 other LAs in Southeast London to 


deliver and explore recruitment to the apprenticeship programme.   


• Drafted initial marketing materials.  Also exploring dedicated page on RBG website. 


• Initiated initial discussions with Southwark, Lewisham and Bexley. We are in a teaching 


partnership with Lewisham and Southwark and part of a Tri-borough safeguarding 


children partnership with Lewisham and Bexley. 


• Taken inspiration from other models such as Kingston University to design an effective 


Children Services Social Work programme. 
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2 Allocated time/costings 


• Total budget of £52,449 from which Management and overheads would cost £10,000 


and the remaining £ 42,449 to cover the salary of a Project Lead. 


• Faced challenges in recruiting to the Project lead and therefore other senior LA staff 


have been involved in developing the apprenticeship have had to devote time to 


scoping out and development of the project.  


• Principal Social Worker, Service Lead for Workforce Development, Children’s 


Services, Training & Development Manager and Head of Direct Services to Schools 


contributed 4 hours, per staff member, per week since onset i.e. October 2021.   


• Monthly meetings with University of Greenwich and Local Authority Staff in order to 


design and agree programme content. 


• Designing of project/business plan in order to have clarity of roles, training content 


and responsibilities of delivery partners. 


 


3 Challenges 


• There has been a delay in recruiting to a Project Lead within Greenwich. 


• The internal processes at the University of Greenwich did not align with our timeline 


as by the time RBG had received confirmation from the DfE re the Regional recovery 


fund, the university was already working on their courses due to start in September 


2022.  
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4 Success Measures 


• Identified a feasible route to upskill staff who currently work in Children’s Service and 


would like to progress to social work. 


• Have been overwhelmed by the interest shown in this apprenticeship through our 


consultation, especially by staff looking for a realistic way to progress in this area. 


• Identified a viable way of filling a gap in this service to families and children whilst 


growing the potential of people already employed by Greenwich. 


• Completed market testing 


• Completed a feasibility study 


• Produced a Business Plan and shared with University of Greenwich to be presented at 


their Faculty meeting in March 2022. 


• Neighbouring local authorities have expressed a strong interest in the bespoke 


Children's SW apprenticeship being proposed. 


• Secured a strong commitment from Greenwich schools to both offer placements and 


to identify potential staff to be put forward for the Children’s social work apprentices. 


 


5 Range of duties undertaken 


• Advertised and confirmed development opportunity for Senior Social Worker to 


support/oversee the apprenticeship programme.  


• Shared programme proposals with other London Boroughs such as Bromley in order 


to explore further interests. 


• Completed commissioning framework process and confirmed University partner. 


• Designed and agreed CS apprenticeship programme. 


• Promoted/ Advertised SW apprenticeship to potential students/ Local Authorities - to 


commence in January 2023. 


• Advertised for potential placements for Social Work placements including assess and 


confirm placements using suitability criteria. 


• Prepared for January 2023 – commencement Children’s SW apprenticeship training 


programme. 
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The London Care Leavers Compact

‘I am excited to be taking the lead on behalf of ALDCS to develop a pan London offer for our care leavers in partnership with our London Boroughs and wider stakeholders. Our ambition is to build on existing good practice, create new ways of working across leaving care services in Greater London and to adopt a common core offer for our care leavers, with cross border collaboration and multi-agency working to amplify their potential and improve outcomes. We are collaborating with our Pan London Children in Care Council to co-produce this work. I look forward to working with you on this important programme’  

Merlin Joseph, Director of Children’s Services, London Borough of Lambeth

 ‘We are delighted to introduce our new and developed Pan London Offer. What does this mean for the future for young care experienced people? It means no matter where you go or which borough you are in, you should be entitled to the same resources to have an easier experience and most importantly that your voice is heard, your voice is the power we use to creating and building better futures for our young people. On behalf of the Pan London Children in Care Council, we are working with everyone to try make sure that London is the best place for all care leavers. Get in touch with us if you need more information or want to be involved!’

 Louisa Foyle and Zhane Decembre, Pan London Children in Care Council Development Leads, Partnership for Young London.



Introduction



This briefing relates to the provision of services to care leavers, who are young people who have previously been children in the care of their Local Authority.  Children come into Local Authority care for a variety of reasons but will often have experienced significant trauma, the breakdown of family relationships and a range of challenges and disadvantages.  They are entitled to the nurture, support, and opportunities that parents provide for their children as they transition to adulthood.  As corporate parents, partners, and society, we have a duty to ensure that children who have not been able to live with their parents receive this.  As understandings around the extended nature of adolescence deepen, this is increasingly recognised as a critical transitional stage of life.  For the purposes of this project, care leavers are 18–25-year-olds who have been in the care of a Local Authority. 









What will the Care Leavers Compact Deliver? 



The London Care Leavers Compact will provide a framework for a consistent and high-quality offer across the capital. The project is sponsored by Lambeth and the London Innovation and Improvement Alliance (LIIA), working to the Association of London Directors of Children’s Services (ALDCS), and has secured £110,000 of Department of Education funding to help delivery.  Key leadership partners include the London Children in Care Council, Partnership for Young London, and the GLA. 



It is a duty under the Children and Social Work Act 2017 that England Local Authorities must publish information about the services offered for care leavers.  Each London borough therefore has a care leaver offer, but these are individual to each area and do not provide a consistent and shared offer for our care leavers.  Care leavers do not always live in the borough responsible for them, which poses further challenges with the variation in offers.   It is also important that the offer to care leavers reaches beyond services provided by Local Authorities.  Partners such as health, education and transport have important roles to play, as do the private and voluntary sectors. 



This project builds on successful work undertaken in Greater Manchester to develop an agreed care leavers compact.  We will also build on a substantial body of existing good practice and development work in London.  Due to the make-up and geography of the London boroughs, there are many cross-cutting public services, business and commissioning frameworks that can be utilised to build an offer that spans all London boroughs.  Delivering the compact will have the added benefit of developing new ways of working across leaving care services to strengthen our regional approach and establish a better infrastructure for collaboration.



By adopting a common core offer, with cross border collaboration and multi-agency working, we will improve outcomes for our care leavers and reduce risk for young people, which in turn reduces demand on the local system. The core areas (which are expanded on below), will be:

· Health 

· Education, Training and Employment

· Housing

· Financial support (including connectivity)

· Mentoring

· Transport

Whilst the goal of the project will be to develop an offer across all of these areas, they are not mutually dependent, and agreements can be reached in stages as progress is made.  This is also not the limit of ambition for our care leavers, but should be viewed as a baseline of support, with work continuing to build opportunities with partners and the voluntary/private sector beyond the scope of this project. 



How the Care Leavers Compact will be delivered

Securing support and agreement across these multiple areas requires a strong and wide-reaching partnership.  A Care Leavers Trust Board has been brought together to oversee the work.  This is led by Merlin Joseph, Lambeth DCS, with DCS representation from all four sub-regions, the London Children in Care Council, Partnership for Young London, LIIA, and the GLA.   Mark Riddell, the National Care Leavers Advisor advises the Board and brings both experience of the Manchester agreement and the ability to advocate across London and nationally.  An existing Care Leavers Network (bringing together care leaving representation from the LA’s) will be the reference group for delivery.  Political support for the agreement will be critical and both young people and officers working on the project will look for engagement, advice and support from Members, Chief Officers, City Hall, and national government.  

As each thematic area has its own specific ambitions, partnership, and delivery requirements, six thematic delivery groups will be convened.  These are joint chaired by a member of the London Children in Care Council and a Sector Lead and have core partner representation as well as specialist sector input.  These will cover the following areas, with a data group providing support to all the groups: [image: ]

Progress to date and next steps

Membership of the thematic groups is currently being finalised.  Work is already underway in some of the themed areas, for example a sector lead in health (Kath Evans, St Barts) has arranged for the free prescription case to be presented at the Health Partnerships Board.  Conversations are underway with TFL around a travel offer and how this could be administered.  Mentoring will be linked with existing work in that area from the Youth Mission and Youth Offer.  

Our next steps are to continue to build and engage with the wide stakeholder network required to deliver across these areas.  Alongside that, we will build detailed delivery plans for each of the thematic groups, which will be based on young person and stakeholder feedback, data, finances, existing best practice, and the cost/benefit of action and inaction. These plans, in turn, will allow us to provide a more comprehensive update around delivery of the compact after the May local elections. 



On behalf of the Care Leavers Trust Board, we welcome your support of this initiative. 





Merlin Joseph, Director of Children’s Services, London Borough of Lambeth

Louisa Foyle and Zhane Decembre, London Children in Care Council and Partnership for Young London

Matt Raleigh, LIIA

Cath Millington, Lambeth project lead

Sharon Long, Partnership for Young London

Dan Rowson, GLA
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