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ABSTRACT

This is a case study which evaluates the Education and Learning Programme for newly qualified social workers in Education & Children Services in a Local Authority in Wales.  A mixed methods approach was used to gather quantitative and qualitative data from a survey and focus group. A Snap survey was used to disseminate the survey questionnaire and analyse the data.  Microsoft Excel was used to store the data and produce charts and diagrams for analysis. The data was collected from a sample of 27 and analysed using a themed and comparative analysis to report the experiences of newly qualified social workers. The study concluded that 80% felt valued and that they were likely to remain with the Organisation, having received appropriate mentoring, learning opportunities and structured supervision, providing valuable opportunities to support skills development and competence.  Nevertheless, the study did highlight areas of practice which did not comply with the recommended arrangements for newly qualified social workers and recommendations are made to improve this. The Education and Learning Programme for newly qualified social workers can be viewed as a success and recommendations are made to further strengthen the programme to continue supporting professional development and retention.

C O N T E N T S
																			             Page
List of Figures, Charts and Tables	6
List of Abbreviations	7
Chapter One – INTRODUCTION	8
	Rationale and Aims	8
	Background and Context	10
	Commentary on the Theoretical Underpinning of Support for NQSWs	12
	Summary	16
Chapter Two – LITERATURE REVIEW	17
	Introduction 	17
	Caseloads 	17
	Induction	18
	Supervision 	19
	Mentoring 	21
	Burnout and Stress 	22
	Media	23
	First Year in Practice Programmes (FYIP) in UK	24
	England	24
	Scotland 	26
	Northern Ireland 	27
	Wales 	28
Chapter Three – Methodology	31
	Introduction 	31
	Ontology and Epistemology	31
	Case Study	32
	Mixed Methods	33
	Survey	33
	Focus Group	34
	Other Methods Considered	35
	Sample	36
	Data Analysis	36
	Time Frame 	37
	Ethical Considerations	37
	Approval to Undertake the Research	37
	Informed Consent: Participants 	38
	Confidentiality and Anonymity 	38
	Limitations of the Study 	39
	Costs 	39
Chapter Four – Analysis and Discussion	40
	Introduction	40
	Background and Qualifying Training	41
	Workforce Monitoring Data 	43
	Induction 	43
	Personal Development Plan (PDP) 	47
	Mentoring 	48
	Protected Caseload 	50
	Supervision 	51
	Learning and Development Opportunities 	52
	Conclusion	55
Chapter Five – Conclusions and Recommendations	58
	Introduction 	58
	Conclusions 	58
· Personal Reflection and Learning	59

· Dissemination	60

· Recommendations	60

	Bibliography	62


APPENDICES

Appendix 1                Consent from the Organisation                                       	71
Appendix 2	Notes for Participants & Survey Questionnaire	73
Appendix 3	Focus Group Participant Information Sheet	82
Appendix 4	Consent Form to Participate in Focus Group	85
Appendix 5	PG2/El Form	86
Appendix 6                	Ethical Approval                                                                        104    


	


LIST OF FIGURES, CHARTS AND TABLES

FIGURES	Page
Figure 1 – Model of Support for NQSWs	13
Figure 2 – Components of an Education & Learning Programme	14
Figure 3 – Kolb’s Experiential Learning Model	15 & 46

CHARTS
Chart 1  – 	Which factors influenced your choice of employment?	42
Chart 2  – 	Sex: by Age	43
Chart 3  – 	Ethnic Origin	43
Chart 4  – 	As part of your induction, please tick which of the following you 
	received	45
Chart 5  – 	Please rate the quality of your induction	47
Chart 6  – 	Please rate the quality of mentoring support received	48
Chart 7  – 	How long have you been given protection for?	50
Chart 8  – 	Please state which case work you were given protection for	50
Chart 9  – 	Please rate the quality of your supervision	51
Chart 10 – 	Please rate the quality of the learning and development opportunities	52

TABLES
Table 1 -	Upon commencement in your qualified social work role did you receive a
	Personal Development Plan?	47
Table 2 -	When did you have a Personal Development Plan completed?	47
Table 3 – 	Have you had sufficient opportunity to attend training courses as part 
	of your continuous professional development?	53
Table 4 -	Most helpful learning experiences during FYIP/Other experiences
	Important for FYIP but not received	54	
	

LIST OF ABBREVIATIONS

AL	-	Analysis of Learning
ASYE	-	Assessed and Supported Year in Employment
BERA	-	British Educational Research Association
CCW	-	Care Council for Wales
CoPP	-	Code of Professional Practice
CPEL	-	Continuous Professional Education and Learning
CSSIW	-	Care and Social Services Inspectorate Wales
CWDC	-	Children’s Workforce Development Council
ELP	-	Education and Learning Programme
FTYIP	-	First Three Years in Practice
FYIP	-	First Year in Practice
LGA	-	Local Government Association
NISCC	-	Northern Ireland Social Care Council
NOS	-	National Occupational Standards
NQSWs	-	Newly Qualified Social Workers
OFSTED	-	Office for Standards in Education, Children’s Services and Skills
PACEC	-	Public and Corporate Economic Consultants
PCF	-	Professional Capabilities Framework
PDP	-	Personal Development Plan
PLOs	-	Practice Learning Opportunities
PRTL	-	Post Registration Training and Learning
ROA	-	Records of Achievement
SCWWDP	-	Social Care Wales Workforce Development Programme
SSSC	-	Scottish Social Services Council
SSWBWA	-	Social Services Well Being Wales Act
WAG	-	Welsh Assembly Government
UK	-	United Kingdom


CHAPTER ONE - INTRODUCTION 
This chapter sets out the rationale and aims of the research being undertaken, including the research question, as we determine the impact of the Education & Learning Programme (ELP).  It also provides the background and context to the research which enables the reader to understand the requirements and changes in Social Work education and learning, along with its importance in the workplace.  The key theoretical concepts and principles outlined in this chapter, will provide the framework for this study. 
RATIONALE AND AIMS
We live in a devolved Wales where Welsh Government set the legislative requirements for social work education and practice.  Post qualifying social work education is funded through Social Care Wales (SCW) via the Social Care Wales Workforce Development Programme grant (SCWWDP). Annual reporting mechanisms require local authorities, who implement the Social Care Workforce Development Programme for the social care workforce, to evaluate the effectiveness of learning provision supported by the grant (SCW, 2017).
This research measures the impact of the ELP on retaining and professionally developing newly qualified social workers (NQSWs) and is conducted in a local authority which covers a large geographical and rural area in Wales. For the purpose of this research I shall refer to the local authority as the ’Organisation’. There are over 250 social workers practising in the Organisation with at least 10 NQSWs joining the workforce each year.  In April 2010, I moved from a management role in frontline social work to a Learning & Development role for Professional Practice in the Organisation. I promote professional standards for social work, manage a team who provide education and learning opportunities to qualified social workers and actively participate in social work curriculum development.  
My first project was to develop the ELP for NQSWs and embed the programme into practice in line with the requirements of the regulatory body (CCW, 2013). The issue of retention across the region and nationally remains an issue.  This study is important as it provides vital information on the effectiveness of the ELP and its impact on the retention of social workers in this Organisation. 
A literature review was conducted to provide a comprehensive summary of previous research undertaken in this area. This is important to highlight any gaps in knowledge and build on the foundation of existing knowledge (Cohen et al, 2011).  This literature review surveyed scholarly articles, peer reviewed journals, books, surveys, and other sources relevant to this area of research which considers factors which affect retention in social work.  It also reviews NQSW education & support programmes across the UK to provide a comparison and understand the national picture.  These secondary sources provide a range of information, which are both current and pertinent to the research undertaken and provide a range of perspectives over a period of time. Sources were obtained from the Organisation’s library, the internet and the University online library. 
The ELP has been in place for 7 years and although minor amendments were made in 2017 to comply with revised guidance issued by Care and Social Services Inspectorate Wales (CSSIW) in 2017, it remains broadly the same (CSSIW, 2017).  The ELP is financially supported by the SCWWDP grant and reporting mechanisms require evaluation to measure its impact on retention.
Applying an ontological position of subjectivism that all knowledge is limited to experiences by the self and that all transcendent knowledge is not possible (Cohen et al, 2011), the research was based on participant opinion and viewpoint regarding education and training provided in the ELP, specifically relating to:
· NQSWs in Education and Children Services;
· Focussed mentoring and learning opportunities aligned with structured supervision to support skills development and competence;
· Valued education and training interventions that influence the decision for NQSWs to remain with the Organisation.
My research question is ‘What role has the ELP played in retaining and professionally developing NQSWs?’ To ascertain this, further questions considered whether NQSWs feel valued and supported; and if the opportunities provided have influenced their decision to remain with the organisation.  The combination of qualitative and quantitative data will provide rich information on individual experience through open, closed and scaling questions from the survey and focus group.  This will ensure that the study findings are grounded in  participants' experiences which will measure the impact of the ELP.

BACKGROUND AND CONTEXT
The difficulties in retaining social workers in the field of social work with children is an issue which is well documented both in the UK and other countries. (Bradley, 2006; LGA, 2009; Phillips, 2009; McGregor, 2011; Prest, 2019; Renner, et al, 2009). There is much research which theorises the reasons for this which are identified through the literature review.  The challenges for social work in today’s society have become more complex both in the nature of social issues and the lack of resources to support change.  This highlights more than ever the need to ensure social workers have the knowledge and skills to be able to practise effectively and education plays a key role (Donellan & Jack, 2013).
Social work education has gone through many changes since the introduction of the Local Authority Social Services Act 1970, where England and Wales set up social services departments which demanded further knowledge and skills for practice (Harris, 1970). This introduced the Certificate of Qualification in Social Work (CQSW) as the recognised qualification for practice (British Association of Social Work, 2013). The Barclay Report (Barclay, 1982), a government review of social work education led to radical changes as a result of national standards being introduced to ensure a competent workforce.  These changes introduced the Diploma in Social Work from 1991 which also led to partnerships being established in Wales between Universities and Employers in order to meet the new national standards designed to improve knowledge and skills for practice  (Care Council for Wales, 2013).  New government legislation for health and social care, inevitably forces changes for practice and the introduction of the Care Standards Act (2000) started a huge change for social work as it introduced the regulation and inspection of practice and education.  The regulatory body of Care Council for Wales (CCW) was established as the social care workforce regulator to set and oversee high standards for social care practice in Wales.  CCW undertook a review of social work education in Wales and considered how to professionalise the workforce in line with the new regulatory requirements.  In 2004, social work was completely transformed with the introduction of the social work degree programme (CCW, 2013). 
On the 1st of April, 2005, protection of the title of ‘Social Worker’ came into force in England and Wales, a change that was implemented to raise the standards for professional social work alongside the new degree programme.  This followed in Northern Ireland on the 1st June, 2005 and Scotland on the 1st September, 2005.  The process of registration for social workers became a mandatory requirement following this and only social workers who were registered were able to practice with the title of Social Worker  (CCW, 2013).
The summer of 2007 was the first year social workers in Wales entered the workforce with a degree in social work.  The reform of social work training behind the degree was grounded in a set of  standards created to deliver a seamless structure of learning and development, promoting and supporting a model for newly qualified social workers (NQSWs) coming into practice (CCW, 2013).  This model was promoted within the guidance ‘Making the Most of Social Workers’ First Year in Practice’ (CCW, 2008) and employers were required to implement this model in Wales by 2010.
Further changes in legislation in Wales were introduced through the White Paper Sustainable Social Services for Wales: A Framework for Action (Welsh Assembly Government, 2011) as the Welsh Assembly Government (WAG) sought to overhaul the provision of social care in Wales and give its people voice and control over their care.  WAG recognised how society is changing with people living longer, financial pressures impacting on services, communication in the modern world changing rapidly and how services needed to reshape and refocus in order to be sustainable.   The Bill outlined the need for a confident and competent workforce in order to meet the challenges and proposed improved career pathways to promote high standards of practice and to retain experienced social workers in frontline (WAG, 2011). The White Paper became law in 2014 as the Social Services Wellbeing (Wales) Act (SSWBWA) 2014 and came into force on 6th April 2016.  From this, care standards regulation in Wales was updated in line with the new legislative requirements of SSWBWA 2014, resulting in the new Regulation and Inspection of Social Care (Wales) Act 2016 which came into force on 3rd April, 2017 and the CCW regulatory body changed to Social Care Wales (SCW) as regulation and inspection came under one umbrella (CCW, 2017).
In January 2017, WAG extended the model of support in place for NQSWs from one year to three years, supporting an improved career pathway.  The guidance ‘The First Three Years in Practice: A Framework for Social Workers; Induction into Qualified Practice & Continuing Professional Education and Learning’ extended the previous model, setting requirements for linking first year into a second year of higher education study which upon successful completion, would open the route to the Continuous Professional Education and Learning (CPEL) pathway taking post qualifying study to a Level 7 standard (CCW, 2017). SCW requires all qualified social workers to undertake a minimum of 90 hours post qualifying education and learning over a period of 3 years which is integral to their registration.  All employers in Wales are required to ensure NQSWs are supported appropriately with ELPs to ensure professional development and to support the delivery of quality services (CCW, 2017).
COMMENTARY ON THE THEORETICAL UNDERPINNING OF SUPPORT FOR NQSWs
Megginson & Whitaker (2007) stipulate that in order to design an effective professional development programme you must understand the needs of the person and any requirements for the profession are addressed, monitored and reviewed to ensure it is meeting development goals and needs.  Social workers are required to follow the Code of Professional Practice (CoPP) for Social Care Workers (2015), this describes a list of standards within which social workers are required to practice to promote quality services and keep service users and themselves protected. The CoPP clearly states the obligations for employers and employees to promote professional development.
The First Three Years in Practice (FTYIP): A Framework for Social Workers’ Induction into Qualified Practice and Continuing Professional Education and Learning,  outlines the importance of Employers ensuring appropriate support from point of qualification, to help NQSWs develop confidence and become competent practitioners. This starts with ensuring a thorough induction, followed by education and learning opportunities needed to develop knowledge and skills for practice (CCW, 2017). This model, as outlined in Figure 1, is intended to embed supported professional development arrangements for NQSWs to enable the delivery of quality services and deliver for Employers by way of improving retention (CCW, 2017).
This framework forms the basis for ensuring the skills and knowledge NQSWs have gained during their studies are valued and developed in a structured and well managed way.  Key components are incorporated into a Personal Development Plan (PDP).  Figure 1 provides a planned and consistent approach for employers and provides the structure for the model used in the Organisation and investigated in this study.


Figure 1- Model of Support for NQSWs
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The key components for the professional development of newly qualified social workers are highlighted and incorporated into the Organisation’s ELP for NQSWs,  please see Figure 2.  
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Figure 2 – Components of an Education & Learning Programme (CCW, 2008)
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Adult Learning Theory has been influential in developing the ELP by valuing prior learning, encouraging self-directed study and involving the NQSW in developing their PDP.  Within the field of social work, it is recognised as a significant factor in influencing effective professional development (Kelly, 2017). Cartney (2000) highlights the importance of recognising how individuals learn differently, a view which is supported by Megginson & Whitaker (2007).  Delivering learning in a variety of ways to meet the needs of different staff has been central to the design of the ELP.  Key principles of Adult Learning Theory are derived from the work of Malcolm Knowles and reinforce good practice within adult education (Knowles, et al 1998).  These principles clearly highlight how:
· Adults need to recognise why, what and how they learn
· Self-concept is important as adults regularly want autonomy and self-direction
· Prior experience is significant, can be drawn upon and shape current learning 
· Readiness to learn is vital and adults generally learn best when something is of instant worth.
· Adults usually concentrate on problem solving in circumstances that are significant to them.
· Motivation to learn is inclined to be centred on inherent value of learning and personal pay-off.
(Knowles, et al 1998)
Gibbs (1988) recognises the importance of reflection and how it helps people to learn from previous experience to understand where they need to develop to improve performance. However, for social work education Cheung & Delavega (2014) favour Kolb’s Experiential Learning Model and argue how this fits the dynamic pedagogical needs of the social work profession.  Kolb (1984) proposes an alternative way of thinking about the adult learning process and suggests four ways where learning takes place, please see Figure 3 below:
Figure 3 – Kolb’s Experiential Learning Model
[image: Image result for kolb experiential learning]
Kolb’s learning cycle reflects how:
· NQSWs bringing some Concrete Experience from their placement learning opportunities (PLOs) and previous experience, providing appropriate training can also compliment this;
· Shadowing home visits with experienced practitioners offers opportunities for Reflective Observation (observing intervention and deliberating approaches they may apply to a situation)
· Supervision offers a safe environment for Abstract Conceptualisation through reflection and recognising learning from an experience with the benefit of mentoring to test an intervention or challenge concepts as well as gain new concepts as part of developing confidence
· A protected workload allows time for Active Experimentation, applying what they have learnt to practice and continue to cultivate Concrete Experience.  
The FTYIP framework, regulatory context of the CoPP and theoretical concepts of Knowles et al (1998) and Kolb (1984) will inform this study.
SUMMARY
This chapter introduced the background to this study, outlining the changes to social work education over the last 30 years which was influenced by social policy and legislation along with the desire to provide quality services.  It outlines the rationale for the study and research question alongside theoretical concepts and principles which provide the framework for this research. Chapter 2 will provide the literature review which features factors influencing retention.  It also outlines support systems in place across the UK to support post qualifying education and learning programmes for NQSWs in their first year of professional practice. Chapter 3 explains the methodology for this research and the tools used to gather the quantitative and qualitative data.  It also details the ethics approval and efforts undertaken to achieve informed consent.  Chapter 4 will provide the analysis of the data collected using themed and content analysis, results are presented using a variety of charts from the survey questionnaire and focus group.  Triangulation is achieved using two sets of data from the survey and focus group cross checking data for common themes (O’Donoghue & Punch, 2003). Finally, Chapter 5 provides the conclusion to the study whilst addressing the research question.  The researcher’s learning is outlined as well as recommendations for improvements to the ELP for the future and follow up research.


CHAPTER TWO
LITERATURE REVIEW 
INTRODUCTION
Aveyard (2010, p. 170) defines a literature review as a "comprehensive study and interpretation of literature that addresses a specific topic".  According to Creswell (1994) it provides information from other studies which are closely associated to the study being undertaken and provides a structure for establishing the significance of the study. The literature reported in this Chapter provides valuable information which has inspired the design of this study.
This literature review surveyed scholarly articles, peer reviewed journals, books, surveys and other sources relevant to this area of research. These secondary sources provide a range of information over a period of time, which are both current and pertinent to the research undertaken and provide a range of perspectives. Sources were obtained from the Organisation’s library, the internet and the University of Wales Trinity Saint David online library.
Child and family social work has for many years experienced difficulty in retaining social workers and this is not solely an issue nationally but also internationally   (Webb & Carpenter 2011; Scannapieco & Connell-Carrick 2007; Cahalane & Sites 2008; McGowan et al, 2009). This literature review provides a comprehensive summary of previous research around factors which impact on retention in social work with children which are caseloads, induction, supervision, mentoring, burnout and stress along with media reporting.  It also summarises employer support for NQSWs post qualifying education across the UK to provide a comparison and understand the national picture. This is important in order to highlight any gaps in knowledge and for this research to build on the foundation of existing research (Cohen et al, 2011). Regulatory bodies in the UK have worked with employers to provide support for professional development frameworks and post qualifying study to shape a career pathway and support retention in social work.  These frameworks are key sources of information and this chapter will also critically review this literature and the actions taken to assist this to improve retention.
CASELOADS
Retention of social workers within child and family services is more problematic in comparison to other professional groups within local government such as Teachers  (Local Government Association, 2009). Over many years, a number of research studies have reported how the number of cases held by social workers and the resulting workload is highlighted as a significant factor affecting retention, inevitably impacting on the likelihood of increased turnover and declining levels of job satisfaction (Dillenburger, 2004; Ellett et al 2006; Juby and Scannapieco 2007; Tham and Meagher, 2006; Baginsky 2013).  On the 25th April, 2018 the Local Government Chronicle (LGC)  revealed a sharp increase in social worker caseloads with social workers in child and family services facing on average, a 10.5% increase (LGC, 2018). 
According to Baginsky (2013) high caseload increases stress levels which inevitably affect decision making, this together with the inexperience of NQSWs results in too much responsibility causing issues for practice.  Despite the research undertaken over the years supporting this theory of workload and retention being linked, earlier studies have failed to find such a correlation (Jacquet et al 2007; Tham, 2007).  Nonetheless, Weaver & Chang (2004) recognised how the careful introduction of new employees to a full caseload, alongside educational support may well be a significant influence in their decision to remain with the employer. 
This view is supported by a large-scale quantitative study on job satisfaction in child and family social work undertaken by Strand & Dore (2009).  They reported on working conditions for staff where workloads were high, and salary did not reflect the level and complexity of work undertaken. The study established that these factors left staff feeling undervalued and that these working conditions made them feel that the organisation paid no regard to their welfare.  Employees who do not feel valued by their organisation are more likely to give less commitment to the organisation and are less likely to remain (Strand & Dore, 2009).
INDUCTION
The significance of good quality induction for NQSWs is consistently acknowledged within the literature (Welch et al, 2014; Moriarty et al., 2011).  Induction provides an employee with a structured learning opportunity to familiarise themselves with the organisation as part of the transition into their new role.  Hunt et al. (2016) highlight how good quality induction is vital to supporting the education of NQSWs supporting their knowledge and professional development.  The future relationship between the employer and employee will depend to a large extent on how well supported they feel during the settling in period, the ‘pyschological contract’.  Most labour turnover is among new employees, and work efficiency is reached only after a period of learning and adjusting to the new environment (Phillips, 2009).   Donellan and Jack (2013) argue how a NQSW joining an organisation needs the structure and support from the start of their new role in order to develop a clear understanding of how the organisation works and commence practice within a clear framework.  
Nevertheless, the literature points to a failure by employers to recognise its significance and this has resulted in negative reports for the lack of formal arrangements for suitable induction within social work teams, having devastating consequences for practice (Lord Laming, 2003 and 2009).  Induction allows allocated time for educating NQSWs about policies and procedures, observing the practice of experienced and skilled practitioners as well as vital training.  A research study into the induction and supervision of new staff in two children services teams in Social Services in the UK was undertaken by Bradley (2008).  It reported how staff viewed this practice as empowering and supportive for them as they had articulated their choice to learn about their role, by way of observing and discussing with experienced social workers a range of situations, where they were able to see how practice incorporated social work values in action.  
Despite each Social Care Council in the UK specifying the importance of induction in their guidance documents, the overall findings of this study have highlighted the lack of guidance and process for those who did experience an induction (Bradley, 2008). This study has established how good induction must be supported by the employee’s personal and professional needs to which a vital component of this is person centred supervision.
SUPERVISION
The transition from social work qualifying education into professional practice is a challenging one and is receiving much attention both nationally and internationally (Carpenter et al, 2015; Moriarty et al, 2011). Bromberg argues how supporting that transition requires social workers to receive appropriate supervision.  He describes supervision as a process between two people where one seeks to improve their work with people and the other wishing to support them to do this (Bromberg, 1982).  Croisdale-Appleby (2014) proposes that the purpose of supervision is to manage staff and their work, forming an essential element of social work practice.  However, Morrison & Wannacott (2010) argue that supervision serves many purposes.  It is an educational intervention which facilitates an environment for case discussion and guidance, considering professional judgements and reflection on intervention to promote learning, identifying suitable training and ensuring the social worker is managing their workload without feeling overwhelmed.  It provides a confidential environment to openly discuss concerns and any support needs to promote learning and development (Morrison & Wannacott, 2010).

Social workers can experience a high level of aggression in their day to day work with children and families (Dillenburger, 2004). The literature highlights the importance of supervision for those dealing with such casework as it provides an environment to reflect on practice and develop strategies to manage such situations (Chiller & Crisp, 2012).   Supervision is a vital component of a social worker’s development of resilience and facilitates an environment for learning. The need and requirement for supervision is noted in a serious case review into the death of Victoria Climbie, it cited the absence of suitable supervision for the NQSW as a contributing factor in these circumstances (Lord Laming, 2003). A further report published following the death of Baby Peter in 2007, once more highlighted no change in the practice of supervision as it once more received attention as being inadequate (Bradley, 2008). The contribution of good supervision was recognised by Lord Laming in 2009 in his review of social work practice with children.  He reported how social work needed to be undertaken in an environment which supported learning and encouraged continued development of skills and professional judgement.  He also emphasised how regularly organised good quality supervision was critical for NQSWs, providing opportunities for reflection and less emphasis on meeting targets and recommended changes to supervision practice to reflect this (Lord Laming, 2009). These reviews played a major role in changes introduced to social work education in the UK with an emphasis on employers working with higher education institutions to introduce more skills based learning and statutory learning opportunities (Lord Laming, 2009).

There is some evidence to support that practice has changed in the UK, as a recently reported study by Wilkins & Antonopoulou (2019) on NQSWs highlighted how supervision was more frequent, given more time and was helpful. However, this was only the practice for NQSWs, and more experienced workers reported as receiving less support. The literature evidenced a theme to this effect as an article in Community Care (2019) reported on more experienced workers receiving less support, this was revealed during an Office for Standards in Education, Children’s Services and Skills (OFSTED) Inspection in a local authority in England (OFSTED, 2019). It reported a detrimental impact on practice where children were left in neglectful situations due to social workers not receiving ‘one-to-one case supervision with a manager, resulting in little case direction, prioritisation and challenge’ (Community Care, 2019). Despite some change for NQSWs following recommendations from serious case reviews, the literature indicates a continued theme that supervision hasn’t received the level of change recommended across social work practice with children. Not only impacting on the safety of children, but also the absence of regular supervision can have a substantial impact on the stability of the workforce and reduce ability, confidence and morale affecting retention (Jacquet et al., 2007).

MENTORING
Zachary (2000) highlights mentoring as an effective educational tool which assists professional development.  She describes how mentoring provides an environment for reflection and suitable challenge of ideas.  Furthermore, she claims that having a positive mentoring relationship provides the foundations for nurturing and sharing knowledge which facilitates learning, growth and development. A view which is supported by Wallace and Gravell (2007). 
Mentoring is acknowledged as an approach for professional learning and development in a diverse range of professional sectors (Trevethan, 2017). In teacher education, it is viewed as an important tool, not only for enhancing professional learning at different stages of their career (Beavers, 2009) but notably, increasing retention rates for newly qualified teachers (Korhonen et al., 2017).
A review undertaken on behalf of the Health and Social Care Board in Northern Ireland in 2014 found that mentoring can prepare social workers for practice and provide them with confidence, knowledge and the skills needed to carry out their duties.  It highlights how they learn from the experience and knowledge of the mentor and is viewed a valuable professional development tool; it enables the NQSW to feel valued and supported in their job and positively impacting on retention.
Nonetheless, building a trusting mentoring relationship can take time and trust is crucial to it being successful.  Key to achieving this is ensuring the provision of suitable mentors.  A report entitled ‘Skills for Care’ by the Public & Corporate Economic Consultants (PACEC) 2008 conveyed whilst researching models in practice for the process of mentoring across social care in the West Midlands, it was discovered the majority of mentors were in senior management roles. (PACEC, 2018) Whilst the array of knowledge and skill for sharing is exceptional in supporting the development of others, in this setting the majority of mentors were actual managers of the mentees in their day to day jobs.  PACEC (2018) report on the unsuitability of this as it is not in the spirit of best practice as it has the potential for conflict and blurs the boundaries between managing and mentoring.  The report specifically noted that in this setting the role of mentoring was used as a monitoring tool and not beneficial to the purpose of mentoring.  Thus, the process of assigning a mentor must be carefully thought out (PACEC, 2018).
A case study reported by the International Journal of Evidence Based Coaching and Mentoring (2006) analysed mentoring relationships amongst sixteen teachers in a Nigerian University.  Data from a questionnaire was examined and highlighted increased satisfaction and motivation in their jobs.  However, this study also demonstrated the importance of recruiting mentors with the right traits as they discovered how the mentoring relationship can result in overprotection of the mentee, division in the faculty and mentors influencing the mentees with their views and opinions.  Such relationships can then lead to dysfunction within the organisation. The literature clearly demonstrates the positive contribution that mentoring can make to an ELP, but it also clearly argues that without appropriate selection and training for mentors, it can have an adverse effect on professional development and the organisation as a whole.
BURN OUT AND STRESS
Maslach and Leiter (2008) define burnout as ‘a syndrome of emotional exhaustion, depersonalization, and reduced personal accomplishment’. A mixture of work-related stressors has been connected to high levels of burnout in social work (Guy et al., 2008) and increased levels of turnover (Russ et al., 2009). The literature highlights how many local authorities experience difficulty in recruiting and retaining social work staff. Subsequently, the most challenging duties in frontline child protection are progressively undertaken by inexperienced staff (Munro, 2010). Most families requiring social work support include children who have endured the distress and trauma of abuse and maltreatment, working in this environment inevitably takes its toll on a social worker’s emotional wellbeing (Bazalgette et al., 2015). In addition to dealing with difficult issues on a daily basis, social workers are working in an environment influenced by political change (Hussein 2018).  Stress among child and family social workers is not only influenced by the traumatic experiences of those they work with each day but can also be linked to the uncertainties and pressures within their profession as a result of continuous changes in legislation and policy (Russ et al., 2009). Such changes are heavily influenced when a child death has been reported in the media.  The negative portrayal of the social work profession can influence public perception and blame associated with such difficult and fatal outcomes.(Cree et al. 2015; Warner 2015).  Such publicity has impacted on the retention of experienced social workers which ultimately affects the learning within the organisation as their skills and knowledge are lost and the opportunity for NQSWs to learn from peers is diminished, restricting skills based education within the organisation (Moriarty et al, 2011).

A review of 65 studies involving the investigation of social work resilience and burn out revealed how engaging in continuous personal and professional learning during their career can support social workers to acquire positive coping strategies as part of their professional development.  Therefore, engaging NQSW in appropriate EPL programmes can enable them to build such strategies early on, developing resilience to manage day to day pressures (McFadden et al., 2012).                               
MEDIA
The media is instrumental in influencing public perceptions of social workers within the field of child and family social work, an area of practice which experiences great coverage (McGregor, 2011). Seldom do positive outcomes receive attention in the public domain.  However, when things go wrong it is then that the media become interested in reporting on the issues.  The deaths of Victoria Climbie in 2000 and Baby P in 2007 received much coverage and public perception of social work gave rise to a blame culture which adversely affected morale in child and family social work (Jones, 2012).
A poll undertaken by the Local Government Association (LGA) in 2009 reported 42% of public perceptions of social workers had declined following the reporting of the Baby P case.  Publicity of this nature can have an adverse effect on retention, placing great strain on the very services which are designed to support and protect vulnerable people in society.  Indeed, the vacancy rates in England at this time were reported to be much higher than in Wales, Scotland and Northern Ireland (McGregor, 2011).
Scotland, Wales and Northern Ireland have different processes for child protection and were not covered in the review undertaken by Lord Laming (2003).  In Wales, this area of practice is regulated and reviewed under legislation introduced by the Welsh Government.  Despite this, the Lord Laming review influenced changes in Wales as the Care Standards Act (2000) established the regulation of social work. Lord Laming (2003) recognised the importance of education and learning following social work qualification to develop knowledge and skills for practice.  This led to post qualifying study and in-house training to promote continuous professional development being linked to professional registration. A further report by Lord Laming (2009) recommended that employers needed to nurture a culture of education and learning in the workplace as a natural part of social work practice.  This influenced major reform in England and the Children’s Workforce Development Council (CWDC) produced and administered arrangements for NQSWs coming into professional practice, specifically focussing on post qualifying education processes during the first year of professional practice (CWDC, 2010).
FIRST YEAR IN PRACTICE (FYIP) PROGRAMMES IN UK
Donnellan and Jack (2013) highlight how it is impractical to assume NQSWs are fully functioning professionals at point of qualification and stress how the first year in qualified practice is a vital period of significant learning.  Therefore, the presence of an organised education and learning programme is essential to promote this learning (Donnellan and Jack, 2013).
The changes in legislation and regulation have been instrumental in shaping social work education and professional development within practice.  The introduction of specific learning programmes to support NQSWs entering the profession is seen as a way of promoting structured education and learning to foster safe practice and quality services (CCW, 2013).  Each country within the UK has devised specific support for learning and skills development.
England
The Assessed and Supported Year in Employment (ASYE) is a framework which was introduced in England in 2012 following the recommendations of the Social Work Task Force in 2009 (Skills for Care, 2015b). Its aim is to support NQSWs to further develop their skills, knowledge and levels of confidence in their practice during their first 12 months in professional practice.  It was revised in 2015 to provide two separate frameworks which covered adult and children services.  This was due to concerns expressed about how employers interpreted the framework and by providing separate frameworks, it was viewed that the ASYE would be strengthened (Skills for Care, 2015b). This is not compulsory and is not linked to re-registration after the initial 3-year period. There is no set programme, and it can be undertaken in different forms depending on what the employer chooses to offer and the employer is offered a financial incentive of £2,000 per NQSW to assist them in providing this support (Carpenter et al., 2012). ASYE is associated with the Professional Capabilities Framework (PCF), this outlines the requirements of social workers at each phase of their profession. The PCF replaces the National Occupational Standards (NOS),  these still provide the standards for social work in Wales, Scotland and Northern Ireland at all levels of practice.  However, in England the PCF outlines different standards for social workers depending on which stage they are at in their profession.  The standards come under nine domains: Professionalism, Diversity, Values & Ethics, Rights & Justice, Knowledge, Critical Reflection, Intervention & Skills, Contexts & Organisations, Professional Leadership (British Association of Social Work, 2013).
ASYE advises that NQSWs should have a reduced workload whilst undertaking it, ensuring sufficient opportunity for reflection and quality supervision.  However, a Community Care survey of 640 NQSWs found 74% of NQSWs undertaking ASYE received less than 3 hours of supervision in a month.  Almost half were not given a protected caseload regardless of the promise made by their employers.  Nevertheless, despite limited supervision, 55% reported feeling supported in their first year and of those who did not receive a protected caseload, 67% also felt supported (Community Care, 2018).
The ASYE framework was evaluated by Carpenter et al. (2012) which highlighted the positive views of senior managers as being valuable in supporting recruitment and retention along with bringing developments in supervision skills.  Senior managers also reported that ASYE was welcomed by NQSWs and seen as supportive, this would broadly support the results of the Community Care Survey.


Scotland
There is no formal programme in operation for NQSWs in Scotland.  Nevertheless, the regulator for social services workforce in Scotland, Scottish Social Services Council (SSSC), have introduced a framework and produced guidance aimed at ensuring NQSWs receive training and development to provide the required evidence to satisfy requirements for post-registration training and learning (PRTL). This incorporates a minimum requirement of 144 hours learning, 33 of which includes the need for NQSWs to demonstrate a focus on protecting children and adults from harm (SSSC, 2011). Induction, workload protection and supervision are provided at the employer’s discretion.  
The SSSC are undertaking a 5-year mixed method longitudinal study on NQSWs in Scotland.  Data collection is via annual repeat measure online surveys, focus groups, in-depth interviews and participant observation. In December 2017, SSSC produced an interim report on the first year of the study based on the responses of 157 NQSWs. The majority of NQSWs in this study, 76%, reported receiving some form of induction. Of this proportion, 59% stated employers did not provide a structured approach to their induction. NQSWs reported experiencing regular supervision usually on a monthly basis.  The difficulty here is the use of ‘regular’ and ‘usually’, making it challenging to pin it down to exactly how much time was given for supervision and how often. However, from the figures reported we can deduce that 4% did not find supervision practical, 19% did not find it supportive and 28% found that supervision focussed on caseload. The report did recognise this and recommended more balance in supervision to incorporate critical reflection and discussion.  What is interesting, is how NQSWs placed great importance on the value of informal support from their peers and team colleagues in providing advice, guidance and emotional support rather than the formal system of supervision (SSSC, 2011).
When reporting on professional learning and development during FYIP, the study identified this was mostly delivered through shadowing opportunities and work-based training with some self-directed study.  Records of Achievement (ROA) are completed by NQSWs to demonstrate and evidence their learning during the first year in practice.  An examination the ROA revealed a lack of consistency in the way they were completed with work being more descriptive rather than reflective in respect of learning in their practice (Skinner et al., 2010).  It also identified a lack of research to support evidence-based practice.  Despite these shortcomings, the study concluded that PRTL had mostly been a positive influence on continued learning after qualification. (Skinner et al., 2010).
Northern Ireland
The scheme promoted in Northern Ireland is very distinctive in supporting NQSWs.  The ASYE programme must be successfully completed in order to be permitted registration with the Northern Ireland Social Care Council (NISCC).  They provide clear guidance stipulating the responsibilities of employers, NQSWs and NISCC.  In order to complete the AYE, 6 minimum standards must be completed, and these are adapted from the National Occupational Standards (NOS) for Social Work (NISCC, 2014):
· Unlike England and Scotland, Northern Ireland require a Personal Development Plan (PDP) to be developed at the start of employment.
· A supervision agreement, setting supervision at a minimum of fortnightly intervals during the first 6 months in post, then falling monthly.
· An induction programme delivered to NISCC induction standards encapsulating requirements of AYE.
· A minimum of 10 training and development days taken which produce a completed analysis of learning (AL).
· A review no later than 6 months into FYIP must be held to undertake appraisal.  NQSW submits a report to their supervisor outlining their performance against the 6 key roles.
· At 11 months into FYIP, final appraisal must be undertaken.  The NQSW completes and submits a written report to their supervisor outlining their competence against the 6 key roles.  At this point, employer decides as to whether the NQSW is fit to practice and recommend registration.
(NISCC, 2014)
The literature did not present any published review of ASYE online, so it is difficult to measure its success in practice.  However, NISCC do highlight within their current guidance how the ASYE is generally meeting its intention of improving the support available to NQSWs who are commencing employment. Despite this positive outlook by NISCC, Community Care (2014) reported on continuing issues in relation to NQSWs who have short term contracts of employment.  Although ASYE does provide for this by allowing NQSWs to continue completing it, in a different setting when they successfully gain another post, there are those who will take longer to complete it, going over the required one year in practice (Community Care, 2014). Furthermore, some issues were highlighted in respect of ASYE being consistent, clear and rigorous in its application across organisations (NISCC, 2014). 
Wales
In 2008, the CCW introduced the framework ‘Making the Most of Your First Year in Practice’.  This model provided a set of guidance for the NQSW and employer which clearly articulated their individual responsibilities.  There is no formal assessment, but the registration process requires NQSWs to successfully complete in order to progress beyond the first year.  There are 9 elements to the model:
· Structured Induction.
· NQSW receives a designated mentor.
· As in Northern Ireland, a PDP at the start of employment outlining their learning and developmental needs.
· Protected Caseload & Recommendations of 1 day per month for training Caseload recorded in the PDP and details of how this will be protected.
· Supervision: fortnightly for the first 3 months in post and monthly thereafter.  A similar approach to Northern Ireland.
· Details of training and learning are recorded by the NQSW in preparation for registration renewal, with appropriate examples of evidence.
· Probation & Appraisal: NQSW are given a probationary period with assessment of training and learning as part of passing the probationary period.
· Quality Assurance: Ensuring the NQSW can feedback on the support they have received.
· Resolving Issues: Ensuring the NQSW can speak to someone about any difficulties to ensure action is taken to resolve.  
(CCW 2008)
This model clearly stipulates that the development of a NQSW is a shared responsibility between the organisation and NQSW.  From the four models of support researched, Northern Ireland and Wales appeared to provide similar approaches to the FYIP programmes.
As a result of the introduction of a new legal framework in Wales, CCW revised the framework for NQSWs, extending the model across the first 3 years of professional practice. New guidance introduced jointly by CCW and CSSIW (2017).
The FTYIP framework outlines 3 stages:
· The induction into professional social work
· Growing in competence and confidence
· Consolidation Programme for second year and renewal of registration.
(CSSIW, 2017)
The literature available only produced one evaluation report on Wales’ framework which focussed specifically on child and family social work. This took place across 2008 into 2009 on behalf of the Children’s Workforce Development Council (CWDC), very early into the FYIP arrangements being introduced which didn’t allow much time for the model to be embedded.  Nevertheless, over 1100 NQSW were registered on the programme with 89 organisations, 87 of which were local authorities. 253 were withdrawn from the programme as they had left their positions with only a third of the information available to explain the reasons for this which included taking up another position outside of the organisation.  The online survey revealed 58% of NQSWs were happy with the level of workload, support and training given, leaving the remaining 42% dissatisfied.  For over 75% of the NQSWs job satisfaction had started high and this had remained so by the end of the first year.  However, overall levels of satisfaction with pay and working conditions had reduced over the year but it is important to note that these aspects were not included in the programme.  The study highlighted that it was too early to establish whether the programme had had a positive impact on retention.  Interestingly, at the end of the year it was reported that 1 in 6 NQSWs felt it was very likely that they would leave their post within the following 12 months and a further 30% believed it was fairly likely that they would leave.  However, 75% of these did expect their next job would be in social work with children and families (CWDC, 2010).
Many studies on NQSWs in the United Kingdom (UK) mainly sit outside of Wales so it is difficult to find comparisons within the literature.  However, a UK wide survey ‘Social Lives Research’ undertaken by The Guardian was reported on Wales’ reputation of being one of the better places to work as a social worker.  Nevertheless, leaders of the profession have highlighted there needs to be an improvement in the support network for front-line social workers in order to maintain morale and maintain positive attitudes (Murray, 2017). Clearly highlighting there is still room for improvement.
There is a wealth of literature available which reports on factors which can affect retention.  It is not possible to report on all this information within the limits of this dissertation.  Nevertheless, the literature reported provides a good foundation in respect of understanding factors which can affect and support retention.  These include the support of mentoring, supervision, learning and development, and caseloads.  These themes will be reported on in Chapter 5.  Locating peer reviewed academic journals and books in relation to First Year in Practice programmes proved problematic. There is a finite amount of literature which reports on social work in Wales or indeed the impact of ELPs for NQSWs which resulted in limited sources for reporting.  It should therefore be noted that the importance of this research study cannot be underestimated, it will add great value to the limited literature available on social work within Wales. 




CHAPTER THREE: METHODOLOGY                                                                               
INTRODUCTION
This chapter sets out the methodology, associated research methods and provides the planned research paradigm which involves a mixed research methodology.  Using both quantitative and qualitative methods, it aims to establish how successful the ELP for NQSWs has been in professionally developing and supporting retention of NQSWs within Education and Children Services.  The study is conducted in accordance with the ethical considerations as advised by the British Educational Research Association (BERA, 2011).
ONTOLOGY AND EPISTEMOLOGY
Applying an ontological position of subjectivism, a position which recognises that all knowledge is individual experience and perception.  Therefore, all knowledge above and beyond is not possible (Creswell, 2007).  The research is based on participants’ opinions and viewpoints on what educational and training aspects are valued by NQSWs and organisational support processes that capitalise on the retention in the workplace, specifically relating to:
· NQSWs in Education and Children Services
· Focussed mentoring and learning opportunities aligned with structured supervision and shadowing opportunities during the first year in practice to support skills development and competence for NQSWs
· Valued education and training interventions that influence the decision for NQSWs to remain within the organisation
I prefer this approach over an ontological perspective of objectivism in that human social factors e.g. opinions and viewpoints would otherwise be void from my research.  Similarly, an epistemological perspective of positivism would lead me to believe that knowledge is generated through a hypothesis and deduction of interpreting data objectively, and not influenced by other aspects, such as individuals within a learning environment (Cohen et al., 2011).
On this basis, I am led to work with an epistemology ‘the study of the nature and scope of knowledge and justified belief’ (Schwandt, 2001, p. 71) of interpretivism ‘an epistemology that denotes an alternative to positivist orthodoxy founded upon the view that strategy is required that respects the differences between people and the objects of the natural sciences’ (Bryman 2016, p. 26).  Interpretivism takes the viewpoints of the subjects under study and tries to understand their views and experiences (Bogdan & Biklen, 1998).  This will be essential to understanding personal experience of the ELP  and recognising how participant views may vary due to differences in occupational settings, and my research will need to take account of these variables. 
Case Study
The research is being undertaken in the Education and Children Services Department, within the Organisation.  It studies the experiences of NQSWs being supported during their FYIP.  This centres around the ELP as well as gathering important monitoring data which would help us to understand and plan for our future workforce.  With this in mind, the method of research was carefully deliberated in order to deliver as much depth to the information as possible, assisting the evaluation of the current ELP and its future development. I therefore decided to conduct this research as an evaluative case study specific to this organisation. According to Yin (2014) case study research used in organisations can be in relation to one organisation or several organisations and is easy to conduct, is not expensive and can be completed in a limited timeframe.  According to Bell (2010), this approach is specifically suitable for the individual researcher as a result of its ability to offer an in-depth study of a situation being researched.  One of the positives of case study research is that it allows a lot of detail to be gathered which would not usually be readily acquired by other research designs. The data gathered is normally a lot richer and in greater depth than can be discovered from other experimental designs (Bassey, 1999). 
One of the criticisms of this design according to Cohen et al. (2011) is that the data gathered cannot essentially be generalised to the broader population.  Nevertheless, this is not a concern in this research because despite this, it can easily be mirrored in other Welsh local authorities and indeed serve as a comparison for other UK local authorities and be of value to the profession.
Yin (cited in Bell, 2010, p. 8) highlights how ‘case studies have been done about decisions, about programmes, about the implementation process, and about organizational change’ which supports its suitability for this research.  He also highlights how ‘the more a study contains specific propositions, the more it will stay within reasonable limits’.  This is where the research question was key in setting the questions for the survey and focus group.  The theoretical and conceptual framework also supported the data analysis, focussing key information in this study.  
Mixed Methods 
As previously mentioned, a mixed methods approach is applied in this study, incorporating both qualitative and quantitative methods.  The purpose is to explore perceptions and experiences of NQSWs from their FYIP.  In addition, it provides specific data regarding their professional qualification, providing important information on levels of study undertaken. Qualitative data lends itself well for this as it is systematic, has a subjective approach to providing detail, capturing life experiences and give them meaning (Cohen et al. 2011). Using a qualitative approach allows the examination of behaviours, perspectives, feelings, and experiences in depth, quality and complexity of a situation through a holistic framework (Cohen et al. 2011). Quantitative research provides a formal and systematic approach which features numerical data to gather information about the world in preformed categories (Punch, 2005). This is useful in terms of gaining a picture of age, ethnicity, qualification period, time employed within the local authority and whether staff are being retained and over what time period.  Though the data is predominantly qualitative, having a multi method approach provides usable data which also enhances validity during data analysis (Cohen et al., 2011).
Survey   
According to Best (1970) an educational survey is a descriptive method which focusses on views, beliefs, attitudes and opinions which has affected the present condition.  Cohen et al. (2011) explains how surveys can differ in levels of complexity from a simple count to offering relational analysis. Its appeal relies on the basis of positivism, which can fail to interpret unique experiences and represent them, thereby dismissing individual choice (Cohen et al. 2011). Nevertheless, this was not a concern as the reliability of the second data collection tool would provide the opportunity for individual experiences and choices to be reflected.  

For the purpose of this study, a pilot questionnaire was sent to 10 of the NQSWs in the sample a month before the data collection exercise commenced.  This was to ascertain views on its content and question formulation, ensuring we captured what was important to them as well as the data needed to evaluate the ELP.  This included the information sheet which preceded the questionnaire format.  The questions focussed around the ELP with additional questions to capture data for workforce planning consisting of open and closed questions, including multiple choice answers to gain more in-depth information. The pilot revealed NQSWs preferred to go straight to answering questions around their experience, specifying categories for questions to help them navigate their way through the questionnaire.  Denscombe (2017) states how the response rate of questionnaire surveys is swayed by its visual appearance and how simply it can be completed.  Therefore, workforce data questions originally at the beginning were moved to the end of the questionnaire. Furthermore, questions were grouped into 8 sections to assist participants in working their way through the questionnaire and making them aware of the category of questions ahead to help focus their mind.  The new format was formalised as the final version to be used in the data collection exercise.

Telephone interviews were considered as these can provide opportunities for the researcher to build a rapport and allow for use of probing questions to elicit further information (Cohen et al, 2011). However, social workers are out of the office for long periods and this could have impacted on timescales, requiring a longer time to complete the survey.  It was also a concern that participants may have felt compelled to provide the most appropriate answer rather than how they truly felt as the researcher would know who they were speaking to and therefore produce unintentional bias.  This method was rejected in order to preserve reliability and validity. 

The survey was emailed to prospective participants and this involved a self-completion online questionnaire which was completed via a survey link through Snap survey to maintain anonymity and encourage honest and open responses.  Some questions allowed for comments to be provided, thereby adding detail and certain factors which could cluster for thematic analysis.  The detail was useful in formulating further questions for the next data collection method.

Focus Group
The second data collection method is a focus group. Focus group research draws upon participants’ beliefs, attitudes, feelings and experiences.  They can deepen understanding and suggest potential solutions to problems identified (Denscombe, 2017), which is particularly relevant in this study.  Focus groups can be hard to control and manage, particularly if there are strong speakers in the group who do not allow others to speak.  Nevertheless, this is where the role of the researcher is important, setting ground rules prior to commencing the discussion and maintaining control to ensure the discussion does not distract from the main focus (Cohen et al. 2011). Focus groups are helpful in verifying or clarifying the results from surveys and will play an important role in triangulation to validate the findings  (Cohen et al. 2011). At the end of the survey questionnaire, participants were invited to be part of the focus group.  9 participants expressed an interest in being part of the focus group, leaving a contact email address to be informed of the arrangements.  However, only 5 participants attended the focus group which is less than 25% of the entire sample in this study.  
Other Methods Considered
Action research can be used with quantitative and qualitative data which can provide an opportunity to gain more in-depth knowledge about an issue.  It is often used in small scale research projects, particularly within health and social care and organisational development.  However, difficulties can arise in distinguishing between action and research and ensuring the application of both.  Action research can experience delays in gathering data and does not allow for repeatability and rigour (Cohen et al. 2011), which was a prime factor in rejecting this method. 
Semi Structured Interviews can add depth to a mixed method research study.  For example, closed questions can provide fixed responses and open questions allow for respondents to express feelings in their own words about the research topic. They can be used in the qualitative phase of the study to explore results from quantitative results (Denscombe, 2017). However, the time needed to meet with everyone individually was not feasible.  Crisis happens daily within Education and Children Services and there was a high risk of appointments being cancelled with little time to meet again within timescales.  For this reason, I decided to discard this data collection method as unpractical and unachievable.


Sample
Purposive sampling was used to identify NQSWs within Education and Children Services who had been supported under the ELP over a three year period.  Participants were invited by email and a briefing provided for prospective participants about the research to ensure informed consent.  The sample consists of  5% male and 95% female NQSWs, identified from the database within the Learning & Development Team. All 30 NQSWs agreed to participate in the investigation however, only 27 completed the survey.    
Data Analysis
Denscombe (2017) highlights the importance of organising data in a manner which is easier to comprehend. This study commenced with collecting data from the survey questionnaire.  This was devised using Snap Survey Software which enabled simple data gathering and detailed analysis, providing rich data to give greater insight and validity. The research design considered the amount of data which would be gathered from the questionnaire and to ensure data was manageable, questions were grouped into categories. The raw data from the survey included numerical and text data which were stored on a password restricted computer using Microsoft Excel to ensure data security and compliance with General Data Protection Regulations (2018).  The questionnaires were anonymous and the data from each question was stored under the categories depicted in the questionnaire.  Some of the data from respondents referred to their second and third year of practice, which was outside the scope of this study.  Therefore, this data was not included in the results reported in this research.  This has highlighted how the research design did not account for some of the respondents now being in their second and third year when completing the survey. Upon reflection, this should have been built into the design to specifically address this in the briefing given to participants prior to completing the survey. The data was then analysed using Microsoft Excel spreadsheets to list the data and produce pie charts, graphs and bar charts. 
Whilst predominantly qualitative, the focus group generated some quantitative data. Prompts and extra questions were used to follow up on the survey results providing more depth to the data.  These again were gathered and analysed under the same categories as the survey questionnaire, using the same format to enable the researcher to have an instant visual comparison.  Triangulation was undertaken by comparing the survey questionnaire and focus group data sets, reporting on common themes categorised in tables.  Questions using the 5 point Likert Scale helped to measure the level of satisfaction of educational support and some raw data was reported in its original form supporting triangulation and the validation process.  The workforce monitoring data is collected for the purpose of future workforce planning and used in this research to gain an understanding of the current NQSW workforce to better understand their needs.  
Timeframe
To stay focussed on achieving timescales at relevant points in the study, the following project management was implemented.
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ETHICAL CONSIDERATIONS
Approval to Undertake the Research
Prior to commencing this investigation, approval was sought from the Ethics Committee at University of Wales Trinity Saint David (UWTSD), as indicated in Appendix 5 and 6.  It ensures rigorous assessment and consideration of the research plan to ensure it is ethical and allows time for making any changes stipulated by the Committee prior to commencing data collection (Denscombe, 2017). As a qualified and registered social worker, I work within a value-based framework of the Code of Professional Practice (CoPP) for Social Care Workers (CCW, 2015). Therefore, ethical considerations are central to my work. Honesty, transparency and respect are important factors. I have a moral responsibility to ensure my work is ethical and complies with CoPP.  As a student of UWTSD, I also followed the University procedure for  ethical approval prior to commencing the research.  I transferred from MA Professional Development, Education and Training to MA Education just after I obtained ethical approval from UWTSD Faculty Ethics Committee in June 2017 but undertook the planned research with a slight change from interviews to focus group.  Following this, I obtained permission to undertake the research within the Organisation.  This entailed contacting the Head of Children Services via email, detailing the study and the sample, outlining the purpose and what would happen to the information when the study was complete.  Permission to proceed was granted in September 2017, a copy is provided in Appendix 1.
Cohen et al. (2011) highlights how research studies can present many ethical and moral dilemmas for the researcher. They state the importance of emphasising and managing these before commencing the research to ensure that participants are protected.  With this in mind I devised an ethics and integrity checklist based on the principles highlighted by Bell (2010) to ensure that I had fully considered any potential issues which could arise and how I would manage them to maintain the safety of participants (Bell, 2010).  
Informed Consent: Participants
People have the right to choose whether to participate in research and their decision must be respected (Howe & Moses, 1999).  Giving people enough information to decide as to whether they wish to be involved in research is essential to achieve informed consent (Denscombe, 2017). According to Diener and Crandall (1978) informed consent can be defined as ‘the procedures in which individuals choose whether to participate in an investigation after being informed of facts that would be likely to influence their decisions’ (cited in Cohen et al. 2011, p. 78).  In this study, participants were contacted by email to ascertain interest for involvement in the investigation.  The email included a comprehensive briefing which outlined the purpose of the research, emphasising participation was voluntary, steps taken to maintain confidentiality and what would happen to the information.  Please see Appendix 2.
Confidentiality and Anonymity
Cohen et al. (2011) states that the essence of anonymity is that data provided by participants must not in any event divulge their identity.  This study did not request personal details to ensure participants cannot be identified.  Confidentiality in this study was essential for ethical purposes and to promote full and frank responses.  Great care was taken to ensure participants could not be identified, any information recorded merely referred to ‘participant’ or ‘participants’.  Information was prepared for all NQSWs to explain confidentiality from the outset to ensure those wishing to be part of data collection were assured of the arrangements in place to maintain confidentiality.  Data collected was stored on a secure database for the Snap survey system which is password restricted and complies with the requirements of the General Data Protection Regulations (2018).
Limitations of the Study
The study was my first research project and taking advice from my dissertation supervisor was crucial along with essential reading of The Good Research Guide: for small-scale social research projects (Denscombe, 2017) and Research Methods in Education (Cohen et al. 2011).
The research was undertaken in one Organisation which produced a relatively small sample of 27.  However, as the research was focussed on the Organisation’s ELP which has received a high level of engagement from NQSWs in Education and Children Services, it was expected that the sample would deliver the data required to evaluate its effectiveness. Research is not entirely precise and total objectivity and neutrality are impossible to achieve (Holloway & Wheeler, 2002). Having this awareness helped me to reflect and be mindful of my own bias as the person who devised and implemented the ELP in order to gain as true a picture as possible. 
Costs
This research study took place within the Organisation where I am employed.  My employer has funded the cost of this qualification as it relates to my job role.  No restrictions have been placed upon this study by the Organisation.  The sample was selected from within the Organisation and participants were involved in data collection during normal working hours, no financial incentive was provided.  




CHAPTER FOUR - ANALYSIS & DISCUSSION                                                        

INTRODUCTION
This chapter analyses the research findings for this study and refers to the theoretical concepts and principles outlined in Chapter 1. The core purpose of this study is to evaluate the effectiveness of the ELP for NQSWs and determine if it has been successful in professionally developing and retaining social workers in Education and Children Services.  The literature review in Chapter 2 provided a valuable insight into factors which can affect retention and influence professional development of NQSWs.  It also provided a critical overview of the ELPs available to NQSWs across the UK.  This will be referred to alongside the Organisation’s ELP,  reporting participant experience and determine how successful it has been in supporting newly qualified social workers and influencing their decision to remain in the Organisation.  
The survey questionnaire was themed according to the data which needed to be captured for workforce planning, areas of support provided in the ELP and areas of practice highlighted as influencing retention in the literature review in Chapter 2.  The survey questionnaire was replicated in the focus group which followed, with the addition of prompts to ascertain more depth to the data:
· Can you tell me more about this?
· Can you tell me what has influenced your decision? 
· Can you tell me why you feel like this? 
· Why do you think it took this amount of time?
In addition, two further questions were asked in order to ensure the research question could be sufficiently answered:
 -   Does the support you have received in your first year in practice make you feel valued by your Organisation? Yes/No.
- 	‘How likely are you to remain with the Organisation over the next 2 years as a result of the support you have received in your first year in practice?   Likely/Unlikely
In order to analyse the data from the survey questionnaire and focus group, two separate stages were undertaken. The first stage involved undertaking a summary of the responses to the closed, multiple choice and scaling questions within the survey questionnaire.  This information was filtered using the Snap survey software and then exported to Excel Spreadsheets.  Following this, a thematic and content analysis of the responses to the open questions within the questionnaire and focus group transcript were undertaken and stored on computer using Excel Spreadsheets.  The results were then combined, and these are discussed in themes detailed within this chapter.  
Background and Qualifying Training
All NQSW respondents to the survey had gained some social care experience during the 2 years prior to commencing their studies.  70% gained experience in statutory service settings and 30% had experience from the voluntary, private and third sector areas of social care.  The majority of respondents (78%) gained their social care experience undertaking paid roles within social care, in comparison to 22% whose experience was achieved on a voluntary basis.  The focus group, although on a smaller scale in comparison to the survey, corresponds with this, reporting 80% with statutory and paid social care experience in comparison to 20% with voluntary/private/third sector social care experience undertaken on a voluntary basis.
All respondents undertook their studies in Wales with 93% of the NQSWs entering practice with a degree in social work, in comparison to 7% entering the workforce with a master's degree.  










Chart 1

Survey respondents reported factors which influenced their choice of employment. This was a multiple-choice question to ascertain all factors of influence and respondents.  Chart 1 reveals that just over half (52%) of the NQSWs reported job opportunities/vacancies available in the Organisation as the most influential factor.  48% of the respondents had previous experience and interest in the Organisation and this influenced their decision to take up a position.  Employees can be ‘seconded’ to a social work degree programme and seconded employees who took up employment as a social worker in the Organisation represented 30% of respondents.  The Organisation is partnered with 3 Universities in Wales, providing practice placements for social work experience, 26% of these respondents are employed because of that experience.  
From this response, it is important to remember that the data represents NQSWs within Education and Children Services.  NQSWs within Older People Services, Learning Disabilities and Mental Health Services are not represented and further research would be required to understand whether the same factors apply within these services. 




Workforce Monitoring Data
Chart 2

Chart 3







The majority of NQSWs (95%) employed in Education and Children Services were female with over half aged between 30-39 yrs.  Over 80% identified as British-Welsh, interestingly all of this group expressed a preference for English as their first language although 2 were happy to communicate in Welsh if needed.
Induction
A structured process for induction and its importance in supporting NQSWs coming into practice is important (Hunt et al. 2016). The ELP stipulates the requirement for a structured period of induction as outlined in the Framework for the First Three Years in Practice (CCW, 2017).  In order to evaluate induction arrangements, it was important for the survey to ask a direct closed question ‘As a newly qualified social worker, did you receive a structured period of induction?  93% of the survey respondents confirmed they had received this and 7% stated that this had not been their experience.  The ‘No’ responses were asked to comment on this, and they stated:
‘I did my final placement in the same team that I got my first post in so was already familiar with the team and other services in the area’
‘As a previous employee this was not deemed necessary by management’
The focus group confirmed the majority of NQSWs satisfaction of experiencing a structured period of induction with 2 NQSWs highlighting the lack of induction.  They cited the same reasons for not being given an induction:
‘.. I was already a member of staff seconded to the degree so I had a basic induction but felt it would have been beneficial to have been able to visit different organisations as I felt I had missed out..’
‘.. I had a student placement in the team where I now work and had received a comprehensive induction as a student, my supervisor didn’t feel I needed this again…’ 
The results indicate that a NQSW who was previously a student in the team or previously worked for the Organisation did not receive a structured period of induction.  If they were a student in the team where they are employed, this is not a concern.  However, if they are employed in a different team to where they were based as a student, then they would not necessarily receive all the important information that is relevant to working in this team.
Nevertheless, if we compare the data with the survey undertaken on induction for NQSWs in Scotland (SSSC, 2017) which reported 76% percent of NQSWs received an induction, the  Organisation’s ELP rated 17% higher, performing well in comparison.




Chart 4

Phillips (2009) suggest that the majority of workforce turnover is among new employees and work effectiveness can only be achieved after a period of learning and adjustment in the new environment.  It can be established from Chart 4 that the majority of NQSWs have received structured education and learning opportunities in their induction programme to support their development and transition into a new setting.  Every NQSW received training whilst the majority received a variety of learning opportunities consistent with Adult Learning Theory.  The structured opportunities highlighted in Chart 4 allows for a variety of ways to learn.  For example, Shadowing Opportunities to observe, listen; Policies/Procedures providing opportunities for research and reading.  It also demonstrates opportunity for autonomy and self-direction when having the opportunity to meet colleagues in other teams and professionals in other agencies so NQSWs can direct discussions according to what they feel they need to learn.  Such opportunities are viewed as good practice within adult education (Knowles et al. 1998).  Opportunities to Shadow and co-work cases is consistent with Kolb (1984) as he outlines another perspective on the adult learning process in Figure 3 overleaf.




Figure 3 – Kolb’s Experiential Learning Model
[image: Image result for kolb experiential learning]
Applying Kolb’s experiential learning model enables us to understand how co-working allows an element of protection so the NQSW can feel safe and gain concrete experience alongside an experienced social worker.  A period of shadowing allows an opportunity to observe and reflect, gain some confidence in undertaking a piece of work. Co-working provides opportunities for discussion between both parties which supports learning around theory to understand intervention and be proactive in engaging. 
Nevertheless, despite Chart 4 showing a very positive view of the learning opportunities provided during induction, I would have hoped the quality of induction to have performed better in the results in Chart 5.  Using a 5 point Likert Scale ranging from Excellent to Poor, the results showed a quarter (26%) of survey respondents rated their induction as Excellent and just over half (52%) of the respondents rated their induction as Very Good and this was echoed in the focus group. The results revealed an even split between Not Very Good and Poor, highlighting that 8% were unsatisfied with the quality of their induction.  This is something which will need further exploration in a follow up study.






Chart 5

Personal Development Plan (PDP)
The ELP requires NQSWs to receive a PDP within one month of commencing in their professional role (CCW, 2017). Table 1 shows most respondents received a PDP, however only 41% of those respondents received their PDP within the required timescale, leaving 59% of NQSWs experiencing a delay.  Of the 19% respondents who did not receive a PDP, we are unclear as to the reasons for the delay as they did not take up the opportunity to comment in the survey and they did not form part of the focus group.
Table 1
	Upon commencement in your qualified social work role did you receive a Personal Development Plan?

	Yes
	81%

	No
	19%



Table 2
	When did you have a Personal Development Plan completed?

	Within 1 month
	41%

	Within 2 months
	36%

	Within 3 months
	18%

	Over 3 months
	5%



Nevertheless, the focus group provided an opportunity to explore the possible reasons for why NQSWs were not receiving their PDPs on time.  Participants were given a prompt to ascertain this detail: ‘Why do you think it took this amount of time?’  Responses were:
‘.. meetings were cancelled due to appointments with families ..’
‘.. crisis in case work had to be prioritised and meetings were cancelled’
‘... availability of the training officer…’
This information clarifies the unpredictability of social work on arrangements for the ELP despite planned arrangements.  The sample consisted of 27 with 22 confirming they received a PDP but over half who did receive a PDP, experienced a delay.  This  highlights how having only one training officer undertaking this task for this number of NQSWs may also have increased the risk of not meeting timescales for the initial PDP as the ‘availability of the training officer’ was reported as a reason for the delay. 
MENTORING
The survey data highlighted in Chart 6 shows 93% of NQSW accepted the support of a Mentor.  Survey respondents rated the quality of mentoring using a 5 point Likert Scale ranging from Excellent to Poor. 59% of respondents who accepted this support rated mentoring as ‘Very Good’ or ‘Excellent’.  19% were unsatisfied with this support rating mentoring as ‘Not Very Good’ or ‘Poor’, a factor in this result was time as a result of the caseload.
Chart 6

Mentoring is offered to every NQSW but it is important to highlight that although this is offered through the ELP, it is not mandatory and is a decision for the NQSW as to whether they wish to accept this support.  7% decided not to accept this support and in the survey commented on their reasons for this:
‘ I did not feel comfortable unburdening myself to someone so well known in the Service, I would have preferred to have had someone from outside of Education & Children Services’
Other comments highlighted included difficulties in organising a meeting due to workload, mentoring was never set up and mentoring was set up late into the first year, so they did not attend. 
The focus group data confirms the difficulty with finding time for mentoring due to workload:
‘it was difficult to get together because of our workloads and so it only happened a couple of times’
The majority of the focus group (71%) were positive about mentoring support received rating ‘Excellent’, ‘Very Good’ and ‘Satisfactory’.  When responses were further reviewed to analyse the quality, responses highlighted how they could ‘offload’ without feeling ‘compromised in any way’, being able to discuss a case and break it down to look at issues in a way that they hadn’t previously considered.  The opportunity for reflection was reported and how time away from the team office helped them to ‘think out loud’ and have ‘uninterrupted time for in-depth discussion’.
For one NQSW who decided not to take up the mentor support, they cited their reasons as:
‘I felt well supported within the team and didn’t feel I needed this as an extra.  I could speak to my supervisor, manager and colleagues, everyone was very supportive’.
Mentoring support was on the whole, well received.  However, a dominant factor affecting mentoring arrangements was caseload, established through both the survey and focus group responses.

PROTECTED CASELOAD
Chart 7

NQSW survey respondents reported their experience of a protected workload during their FYIP.  Chart 7 highlights 63% received protection during the first 3 months in practice but this figure deteriorated rapidly after  3 months to only 22% and this was a theme for the remainder of FYIP.  The focus group reports a similar picture with 60% reporting protection during the first 3 months but ‘seconded’ staff (40% of the focus group) as receiving less protection than NQSWs entering the Organisation as new members of staff.  
Chart 8


The highest level of case work protection related to Looked After Children.  Court Proceedings and Child Protection were given the lowest levels of protection, casework which was highlighted in the Laming Report (2009) as NQSWs needing protection.  The results reveal inconsistencies in protection for NQSWs.
SUPERVISION
FTYIP Framework (CCW, 2017) recommends fortnightly supervision for NQSWs in the first 3 months of practice.  The survey reported the majority of the sample, 89%, having supervision which met this timescale.  Of the 11% who did not, they commented:
‘ I have fortnightly supervision all the time, it is a requirement within assessment team’
‘ Supervision took place as and where possible due to workload’
The focus group data corresponds with the survey with the majority (80%) confirming fortnightly supervision.  A prompt was used to establish the reasons behind supervision not being provided in the recommended timescale, ‘Can you tell me more about this?’  the response:
 ‘supervision was slipping to 3 weekly at times, this was due to crisis coming into the team but informal supervision was available as and when needed’. 
When analysing the focus group data to determine the relationship with the survey, it reveals a clear overall link between workload and its negative impact on the recommended timescale for supervision.  
Chart 9

The survey reveals the majority (96%) of NQSWs rated the quality of supervision between ‘Satisfactory’ and ‘Excellent’.  However, 4% rated ‘Not very good’ quality.  It is not clear whether those who received less protection reported negatively regarding the quality of supervision and this is something that needs to be built into the follow up study so as to be able identify in future studies.
The focus group corresponds with the quality of supervision reported in the survey with the majority reporting ‘Very Good’ or ‘Satisfactory’. A prompt ‘Can you tell me what has influenced your decision’ was used to elicit further data for this rating and the information provided was a concern: 
‘My supervision seems to be about PIs/Timescales, checking if I’ve done things it’s driven by casework and I don’t feel I am heard when I say I’m not coping’. 
It should be noted that ensuring work is undertaken on time, for example home visits, is an important part of safeguarding.  Nevertheless, as emphasised by Lord Laming (2009) there needs to be less focus on meeting targets and the opportunity for more reflection is critical.
LEARNING & DEVELOPMENT OPPORTUNITIES
Chart 10

Learning and development opportunities for NQSWs were well received with 100% of survey respondents reporting as ‘Satisfactory’, ‘Very Good or ‘Excellent’.  This corresponds with the focus group results with all participants reporting  or ‘Very Good’ or ‘Excellent’. 
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63% of survey respondents felt they had received sufficient opportunity to attend training.  Over a third (37%) did not have sufficient opportunity and they reported casework as a contributory factor for this.  This corresponds with the focus group results where 3 out of 5 people were happy with the opportunities to attend training.  When asked what the reasons were for this, they reported: 
 ‘work commitments’ 
‘There have been many times that I have had to cancel attendance on courses due to workload, or been asked to cancel training for the same reason’
Both data collection methods asked NQSW respondents to comment on what learning experiences were most helpful to their development and what they feel is important for FYIP which they have not received.  Responses were collated and themed as outlined in Table 4.








Table 4
[image: ]
Table 4 demonstrates how current provision within the ELP which is then individualised in PDPs is positively received amongst FYIP.  Other experiences which respondents felt important for FYIP such as Protected/Reduced Caseload and More Critical Reflection is a theme throughout this study as needing to improve. The training, shadowing, and mentoring is currently available, but this data suggests that it is not being received by all NQSWs in Education and Children Services, suggesting the implementation of the ELP within specific teams is not consistent.
NQSWs were asked if the support they had received from their team during their FYIP had influenced their decision to remain with the Organisation.  The majority of survey respondents (85%), confirmed it had and this was mirrored in the focus group with all respondents reporting high levels of satisfaction:
‘I have stayed within my team because of the support of colleagues and my supervisor’
‘I have had many opportunities for CPD, attending training and having a supportive mentor’
‘My supervisor is always available, very knowledgeable and I feel well supported’
When asked if arrangements put in place for FYIP had helped NQSWs develop key skills, knowledge and confidence in their role, 74% of survey respondents agreed, adding how they felt the learning from their colleagues was also valuable to their development.
The focus group provided an opportunity to validate these findings with a further 2 questions: 
· ‘Does the support you have received in your first year in practice make you feel valued by your Organisation?’ Yes/No.
· ‘How likely are you to remain with the Organisation over the next 2 years as a result of the support you have received in your first year in practice?’   Likely/Unlikely
80% stated that they did feel valued and that they were likely to remain with the Organisation.	The remaining 20% did not comment and so it is difficult to ascertain a reason for this decision.  This is something which should be focussed upon in any follow up study.
CONCLUSION
Analysis of the data has revealed some interesting facts in relation to how the ELP is supported within the social work teams and these are reported below.
Caseload
The data clearly highlights how over a   of NQSWs have not experienced a protected caseload for FYIP, this does not comply with the Organisation’s ELP requirements and is specifically outlined as a requirement in PDPs.  It was surprising to find how NQSWs were given little protection from child protection and court proceedings, an area of practice which Lord Laming (2009) recommended in light of a serious case review.  Caseload was reported as negatively impacting on supervision, mentoring, training and wellbeing. This suggests that Supervisors/Managers would benefit from further guidance on their responsibilities and the requirements of WAG to improve the current situation.  Failure to improve this area of the ELP could influence a NQSW’s intention to leave the organisation, as outlined by Weaver & Chang (2004).
Induction 
The induction process appears to be working well, with the majority of NQSW receiving structured induction with good learning experiences.  However, NQSW who were seconded by the Organisation are treated differently and do not receive the same opportunity for structured induction.  Hunt et al. (2016) highlight its importance in the transition of NQSWs in their FYIP.  Respondents have highlighted their dissatisfaction with this which can affect whether they feel valued and their intention to remain with the Organisation.

Mentoring 
Mentoring opportunities were accepted by 93% of NQSWs and was overall, well received with 59% of NQSWs rating quality as ‘Very Good’ or ‘Excellent’.  One comment highlighted how NQSWs didn’t feel comfortable with their Mentor from the service and would have preferred to have had someone from outside of the service.  This would be difficult to achieve because of different policies and procedures which govern practice between for example, Adults and Children.  Nevertheless, the NQSW can change Mentor if unhappy and this is something which needs to be publicised more to ensure they are aware of their choices.
PDPs 
The majority of NQSWs received a PDP upon commencement of their role but unfortunately, those that did not, chose not to comment.  As a result, we are unable to establish the reasons for this.  Nevertheless, only 41% received their PDPs on time and this was reported to be due to work commitments and availability of training officer.  Changing work commitments is difficult to achieve as this is something which depends on the number of referrals and resulting cases in a team.  Nevertheless, improving availability of the training officer could mean that cancelled appointments could be rearranged more quickly, and this could positively impact on achieving timescales.
Supervision
96% of NQSWs rated the quality of their supervision between ‘Satisfactory’ and ‘Excellent’ showing a high level of satisfaction from FYIP.  Nevertheless, some respondents raised issues around supervision being too performance management led , an example is ‘My supervision seems to be about PIs/Timescales, checking if I’ve done things it’s driven by casework and I don’t feel I am heard when I say I’m not coping’.  It should be noted that supervision must consider these areas of practice as part of ensuring safeguarding and ongoing assessment of family situations to protect children and ensure families are receiving appropriate support.  However, there needs to be a balance to include the NQSWs wellbeing and training needs to ensure they have the right support to appropriately undertake their duties, a position supported by Lord Laming (2009).

L & D Opportunities
NQSWs reported good levels of satisfaction with 85% reporting learning and development opportunities as ‘Excellent’ or ‘Very Good’.  This area of the ELP is delivering well and there are suggestions from NQSWs as to how this can be improved with the inclusion of further training opportunities specific to their individual practice.  Some of the training highlighted is available although due to financial constraints only takes place once a year.  Therefore, availability depends on when the NQSW commenced with the Organisation.  It would be advantageous to collect data on the recruitment of NQSWs to improve timing of scheduled training.




CHAPTER FIVE - CONCLUSIONS & RECOMMENDATIONS

INTRODUCTION
This chapter will discuss the emerging themes from this study and the relationship with  research reported in the literature review in Chapter 2.  It will also deliberate the research question outlined at the start of this study and consider  how successful the ELP has been in retaining and professionally developing NQSWs in Children Services.  The researcher’s learning is outlined from this experience and finally it will conclude with recommendations as a result of this study.
CONCLUSIONS
There are aspects of the ELP which were reported positively, they support the professional development of NQSW and support retention.  These are induction, mentoring, L & D opportunities and supervision. Nevertheless, despite high levels of satisfaction within these areas, themes have emerged which could negatively impact on retention and clearly link with previous studies outlined in Chapter 2.  One area of the ELP which the study highlighted as impacting on all areas is the level of caseload. An area of practice which is well documented by Lord Laming (2009) from previous serious case reviews as needing protection.  Weaver & Chang (2004) reported on how a failure to improve caseload protection can negatively impact on retention.  An improvement is needed in this area and is documented in my recommendations.
Different authors have reported specific elements of a learning framework which require attention in order to professionally develop and retain child and family social workers.  However, what I have discovered from this study is that it is not one particular element but a specific suite of support for learning that is required within the ELP from the start of qualifying practice which actually positively impacts on retention and professional development.  Chapter 4 has reported on these elements and highlighted the NQSW experiences both positive and negative.  




The purpose of this study was to establish ‘What role has the ELP played in retaining and professionally developing NQSWs?’. Specifically identifying whether the ELP had:
· enabled NQSWs in Education and Children Services to feel valued and supported
· provided appropriate mentoring, learning opportunities and structured supervision which have provided valuable opportunities to support skills development and competence for NQSWs
· made NQSWs feel supported and valued influencing their decision to remain with the Organisation
The data suggests the ELP has been pivotal in retaining and professionally developing the majority of NQSWs with 80% feeling valued and likely to remain with the Organisation, and  90%  confirming they had received appropriate training.  However, to continue to improve on the figures reported, we need to understand why the remaining 20% did not feel valued and likely to remain, along with the 10% who confirmed that they didn’t receive appropriate training.  This is outlined in my recommendations for further research.  Finally, Supervisors and Managers must apply the programme equally across the Service and the training schedule must be influenced by recruitment dates in order to ensure a joined up approach, supporting further improvements across the learning framework of the ELP.
PERSONAL REFLECTION AND LEARNING
Gibbs (1988) recognises the importance of reflection and highlights how experience alone does not guarantee learning.  To learn from previous experience, we need to reflect to understand where we need to develop and in turn, improve performance.  

Undertaking this research has been both rewarding and challenging. Having little experience in prior research I found it difficult to commence the data gathering exercise, it took a lot of reading, advice and guidance to get on track.  Nevertheless, I have gained depth of knowledge in respect of FYIP, what works well and what needs to change. An example is in the survey questionnaire whereby NQSWs answered some questions with answers relating to second and third year of practice.  I have learnt from this, ensuring very specific instructions are included on the information sheet and at the start of the survey questionnaire and ensure the question also reinforces this, for example, ‘please relate your answer to your FYIP only’.  Understanding what NQSWs value in terms of educational support can only serve to further develop the ELP and assist retention.  The feedback and suggestions provided on how to improve the ELP for FYIP will be taken forward to develop arrangements for 2021/22.  Gaining an understanding of research on an international basis has further developed my research skills and provided insight into methods and processes which work well in supporting the workforce. This will play an important role in my continuing professional development as I now embark on future research to develop educational opportunities for NQSWs in their second and third year of practice.

DISSEMINATION
The findings of this study will be disseminated by delivering a presentation to the Managers Meeting within Education and Children Services to highlight areas of good practice, what is working well and what can be improved.  The results will be shared with neighbouring Local Authorities via the quarterly regional board meeting, to include a plan for the recommended changes.  This will provide an opportunity for learning and development and hopefully, support ideas for retention in those organisations.  For dissemination nationally, the platform of the grant funding reporting mechanism via the regulatory body of Social Care Wales will be used to promote dissemination across Wales and made available to organisations in England.

RECOMMENDATIONS
· Protected Caseload – Supervisors/Managers need to consider the complexity of casework and the number of cases allocated to prevent stress & burnout and support retention.  Further guidance to be issued on WAG requirements for protected caseload during FYIP.
· Induction – NQSWs irrespective of whether they are seconded to social work qualifying programmes or joining the Organisation for the first time, should be offered the same structured induction opportunities.  This is important to promote equality and enable all NQSWs to feel valued in their new role. This will be raised with the Head of Service to commence improvement in practice.
· Mentoring – Mentoring relationships must have a mentoring contract setting out arrangements for the 12 months ahead, this ensures the NQSW knows when they can expect this support.  A Contract must be completed in the first month the same as the PDP. This will ensure NQSWs get the support they are entitled to at the start of their new role and know they are able to change Mentor if requested.
· PDPs – The compiling and reviewing of PDPs will be shared amongst 3 Training Officers.  This will ensure availability of a Training Officer to compile and review plans within timescales and check on any issues early.
· Learning & Development Opportunities – Take on board the comments for the learning opportunities which highlight the areas of practice which need support and incorporate into 2021/22 ELP for NQSWs.
· A Follow-Up Survey to be undertaken in September 2021 to measure the impact of changes and NQSWs levels of satisfaction. Questions to be adapted to ensure relevant responses to FYIP and specific questions are asked regarding areas of practice which require improvement, specifically in relation to NQSWs feeling valued, their intention to remain with the Organisation and ensuring L & D Opportunities meet all NQSW post qualifying education needs.
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APPENDIX 1
							Learning & Development Team,
							People Management Performance,
							Chief Executive Department,
							Building 2, St. Davids Park,
							Job’s Well Road,
							Carmarthen.  SA31 3HB
	
							1st September, 2017
Dear Mr. Smith,
My name is Jayne Evans and I am employed by Carmarthenshire County Council in the role of Professional Practice Officer within the Learning & Development Team.  I am currently a Masters student at Swansea Metropolitan University and will shortly be undertaking my dissertation for my MA in Professional Development, Education and Training. 
I am writing to request your permission to conduct a research project with social workers within Children Services in this local authority. The subject matter is First Year in Practice and the research will try to establish how successful the first year in Education and Learning Programme has been in retaining and professionally developing newly qualified social workers in Children Services.
Participation in the research will involve filling in an online survey which would take approximately 15-20 minutes to complete and will be circulated in May 2018. I hope to follow this up with a focus group in the month of November 2018 in order to focus on any recurring themes which arise from the questionnaires. I am applying for consent in good time to ensure that there are no delays should you be happy to give permission for the research to commence.  I enclose a reply slip for your convenience.
It is envisaged that this study will benefit future newly qualified social workers within Children Services as the information gathered will identify how effective the programme has been and how we can develop the programme to continue to meet the professional development needs of newly qualified social workers in this area of practice.  All information will be confidential and no individuals or the local authority will be identifiable in the final results. 
[image: ]Yours Sincerely,


Jayne Evans
REPLY SLIP
TITLE OF STUDY:
A Programme of Education and Learning: A Success in Retaining & Professionally Developing Newly Qualified Social Workers in Education & Children Services?
NAME OF RESEARCHER:
Jayne Evans
PERMISSION TO UNDERTAKE RESEARCH STUDY:
YES:	[image: ]			NO:                            (please tick as appropriate)

Signed:               [image: ]    
NAME:  Stefan Smith
POSITION: Head of Children Services
Date:  14/09/2017











APPENDIX 2
A PROGRAMME OF EDUCATION AND LEARNING

A SUCCESS IN RETAINING & PROFESSIONALLY DEVELOPING NEWLY QUALIFIED SOCIAL WORKERS IN EDUCATION & CHILDREN SERVICES?

Notes for Participants on Completing the Questionnaire:

For each question, please select one box against the answer you wish to select from the lists offered and add your comments where requested.

Where more than one answer may be selected from a given list, you are specifically invited to tick all boxes that apply.

We estimate the questionnaire will take approximately 15-20 minutes to complete

To help you work through the form, the questions have been grouped into the following 8 sections:
· Background and Qualifying Training
· Induction
· Personal Development Plan
· Mentoring
· Protected Caseload
· Supervision
· Learning and Development Opportunities
· Monitoring Data
Please remember that all responses and individual data generated are confidential and responses reported are anonymised. Participation is voluntary and you are free to withdraw at any time.
Background and Qualifying Training

Q.1	What social work/social care experience did you gain during the 2 years prior to commencing social work training?
[image: ]	Statutory Experience
	[image: ]	Voluntary/Private/Third Sector

Q.2	How did you gain this experience?
	[image: ]  Paid Work
	[image: ] 	Voluntary Work
	[image: ] 	Other

Q.3	What is the level of your social work qualifying training?
	[image: ]	BA/BSc
	[image: ]	MA/MSc

Q.4	Did you study in Wales?
 	[image: ] 	Yes
	[image: ] 	No
	If No, please state Country of qualification:

Q.5	Which factors influenced your choice of employment, please tick relevant boxes:
	[image: ]	Job Opportunities/Vacancies	
	[image: ]	Previous Interest/Experience
	[image: ]	Seconded to Qualification by a Particular Service
	[image: ] 	Previous Placement Experience                                                   
Induction
Q.6	As a newly qualified social worker, did you receive a structured period of induction?
	[image: ] 	Yes
	[image: ]	No
	If No, please comment:

Q7.	As part of your induction, please tick which of the following you received:
	[image: ]	Shadowing Opportunities
	[image: ] 	Policies/Procedures
	[image: ] 	Training Opportunities
	[image: ] 	Opportunities to Meet Colleagues in Other Teams
	[image: ] 	Opportunities to Meet Professionals in Other Agencies
	[image: ]	Co-working

Q.8	Please rate the quality of your induction:
	[image: ]	Excellent   
	[image: ] 	Very Good    
	[image: ] 	Satisfactory 
	[image: ] 	Not Very Good
	[image: ]	Poor

Personal Development Plan
Q.9	Upon commencement in your qualified social work role, did you have a Personal Development Plan?
	[image: ]	Yes
	[image: ]	No
	If No, please comment:

Q.10	If Yes, when did you have a Personal Development Plan compiled?
         [image: ]	Within 1 month
	[image: ] 	Within 2 months
	[image: ] 	Within 3 months
	[image: ] 	Over 3 months     

Mentoring
Q.11	Upon commencement, did you accept the support of a dedicated Mentor?
	[image: ]	Yes
	[image: ]	No
	If No, please comment:

Q.12	Do you feel you have benefited from the support of a dedicated Mentor?
	[image: ]	Yes
	[image: ]	No

Q.13	Please rate the quality of mentoring support received:
	[image: ]	Excellent	
	[image: ]	Very Good
           [image: ] 	Satisfactory                      	                                                       
        	[image: ]	Not Very Good    
	[image: ] 	Poor        





Protected Caseload
Q.14	As a newly qualified social worker, have you experienced a protected caseload?    
	[image: ] 	Yes
	[image: ]	No

Q.15	How long have you been given protection for?
	[image: ] 	0-3 months
	[image: ] 	3-6 months
	[image: ] 	6-9 months
	[image: ] 	9-12 months
                      
Q.16	Please state which case work you were given protection for?      
	[image: ] 	Child Protection
	[image: ] 	Looked After Children
	[image: ]	Court Proceedings
	[image: ] 	Other
	If Other, please state:

Supervision
Q.17	As a newly qualified social worker, did you receive supervision fortnightly for the first 3 months?
	[image: ]	Yes
	[image: ]	No
	If No, please comment:

Q.18	To what extent does supervision provide opportunities for you to critically reflect and explore dilemmas?  Please comment:

Q.19	Please outline the main focus of your supervision sessions currently?

Q.20	Please rate the quality of your supervision:
	[image: ]	Excellent	
	[image: ]	Very Good
           [image: ] 	Satisfactory                      	                                                       
        	[image: ]	Not Very Good    
	[image: ] 	Poor        

Q.21	If you had the opportunity to change something about your supervision, what would you change and why?  Please comment:


Learning and Development Opportunities
Q.22	As a newly qualified social worker, have you received opportunities to attend the newly qualified social worker support groups?
	[image: ]	Yes
	[image: ]	No
	If No, please comment:

Q.23	Have you had sufficient opportunity to attend training courses as part of your continuous professional development?
	[image: ]	Yes
	[image: ]	No
	If No, please comment:
Q.24	Which learning experiences do you think are the most helpful to your development during your first year in practice?  Please comment:

Q.25	Are there other experiences which you feel are important for your first year in practice which you have not received?  Please comment:

Q.26	Please rate the quality of the learning and development opportunities received:
	[image: ]	Excellent	
	[image: ]	Very Good
           [image: ] 	Satisfactory                      	                                                       
        	[image: ]	Not Very Good    
	[image: ] 	Poor        

Q.27	Has the support you have received within your team influenced your decision to remain working for Carmarthenshire Children Services?
	[image: ]	Yes
	[image: ]	No

Q.28	Do you feel that the arrangements put in place for your First Year in Practice has helped you develop key skills, knowledge and confidence in your role?
	[image: ]	Yes
	[image: ]	No
	If No, please comment:

Q.29	Do you have any ideas on how the first year in practice support programme can be improved?
	[image: ]	Yes
	[image: ]	No
	If Yes, please comment:





Monitoring Data
Q.30	Age:
	[image: ]	21-29
	[image: ]	30-39
	[image: ]	40-49
	[image: ]	50-59

Q.31	Sex:
	[image: ]	Male
	[image: ]	Female
	[image: ]	Prefer not to say

Q.32	Preferred Language? Please comment:

Q.33	Racial Origin:
	[image: ]	Black
	[image: ]	White
	[image: ]	Other

Q.34	Ethnic Origin:
	[image: ]	African
	[image: ]	Caribbean
	[image: ]	Indian
	[image: ]	Pakistani
	[image: ]	Bangladeshi
	[image: ]	Chinese
	[image: ]	British - English
	[image: ]	British - Welsh
	[image: ]	British - Scottish
	[image: ]	British - Irish
	[image: ]	Other
	
Q.35	Disability:
	[image: ]	No disability
	[image: ]	Prefer not to say
	[image: ]	Disability, please comment:

Thank you for taking the time to complete this questionnaire.  Your response is confidential.  Please tick the box below if you would be happy to take part in the next phase of this evaluation of First Year in Practice which will involve a focus group during the month of November, 2018.
	[image: ]	Yes
	[image: ]	No
	If Yes, please provide contact details:
			
	











APPENDIX 3
Focus Group Participant Information Sheet
Following your expression of interest highlighted in the survey questionnaire in June 2018, I am contacting you to invite you to take part in a focus group for the second part of the research study for newly qualified social workers called ‘A PROGRAMME OF EDUCATION AND LEARNINGA SUCCESS IN RETAINING & PROFESSIONALLY DEVELOPING NEWLY QUALIFIED SOCIAL WORKERS IN EDUCATION & CHILDREN SERVICES?

I would be most grateful if you would read the information below and if you are still happy to participate, please would you contact me by email to confirm your attendance (jlevans@carmarthenshire.gov.uk).
Purpose of the study?
The purpose of the study is to evaluate the Education and Learning Programme for newly qualified social workers in their first year of practice.  The study will try to establish whether it has been successful in retaining and professionally developing newly qualified social workers.  The data gathered will also help to inform future developments to ensure the Programme continues to meet the needs of newly qualified social workers
Person conducting the study?
My name is Jayne Evans, I am the Senior Learning and Development Advisor for Professional Practice and I am based in the Learning and Development Team.  My team supports qualified social workers, setting professional standards and promoting post-qualifying education to support continued professional development.  I am currently studying for my MA in Education and the data gathered in this research study will be used to develop my dissertation and be submitted as part of my studies to the University of Wales Trinity Saint David in the Autumn of 2019.
Why have I been contacted?
You have been contacted because you expressed an interest in the survey questionnaire you completed in June, 2018.
Do I have to participate?
The decision to participate in this study is completely voluntary and it is entirely your decision whether you wish to take part or not. Any decision you make regarding your participation will be confidential, between you and myself as the Researcher who will be conducting the Focus Group.  If you decide to participate, please remember that you are free to withdraw from the study at any time without any repercussions to yourself.

What does participating involve?
Your involvement would be to participate in the focus group session, where the discussion will center around the questions used in the survey with 2 additional questions.  The focus group provides an opportunity to provide further detail to answers within the survey questionnaire, which will provide context and understanding to the information gathered. Main topic of discussion will be what contributes to a successful Education and Learning Programme. The focus group will take place during working hours so will not require extra time outside of office hours.  The discussion will last for around an hour to two hours. Data collected from the focus group will be analysed by myself.
Confidentiality and Data Protection?
All information gathered in the focus group will be treated in the strictest confidence. I will take some notes during the discussions but any information you give during the focus group will be fully anonymised and combined with the views and experiences of other newly qualified social workers in the focus group. If an issue is raised by participants during the focus group which is judged to have serious consequences for either the well-being of the social worker or have serious implications for service users, then this issue may be discussed with senior staff in the service to try to limit any risk of harm.  However, no individual social worker will be identifiable at any stage in discussions, publication or presentation of the findings. Data collected will be stored securely on the database of my office computer and will comply with all requirements of the General Data Protection Regulations 2018.
Are there risks in participating?
I understand that there are many demands on your time in the frontline team and there is some inconvenience in taking part in the focus group. I am also aware you may have concerns about taking part in further evaluation of your experience as you will be part of a group. Please be assured that the focus group will be managed by myself and ground rules will be discussed before we commence to ensure that everyone has the opportunity to participate and not be judged for expressing their views. I will be interested in hearing about both positive and negative experiences during your first year in practice. There is a very small chance you may become upset if you voluntarily disclose an experience that was particularly stressful or unhappy. You are free at any stage to withdraw from the focus group or take time out if you wish. The focus group is designed to be a supportive environment and I will do my best to ensure that it is a positive experience for you.  If you feel you need ongoing support following the focus group, I will contact Occupational Therapy to request 1-1 support for you and you can decide if you wish to accept.
What are the benefits of participating?
I hope you will find the experience of participating in the focus group interesting and useful.  This is an opportunity for you to evaluate the support you have experienced and influence developments for future newly qualified social workers. 


What happens to the results?
The data collected from both the survey and focus group and this will be analysed and used to produce a report which will be made available for all participants. This report will be disseminated to the Head of Service, Service Managers in the Local Authority in the first instance.  It will then be available to the region and then nationally to hopefully influence support for other newly qualified social workers to support their learning and development.  The identity of participants will not be published or disclosed.
Who has reviewed and approved the study?
Ethical Approval was granted by the University of Wales Trinity Saint David and the Head of Children Services within this local authority.  Your safety, rights, well-being and dignity has been protected as a result of this process.
What should I do now?
You should take time to consider whether you wish to take part. If you do wish to take part, there is a contact email/number for myself to reply to below. I will then forward a consent form for you to sign along with the details of when and where it is suggested the focus group will take place. If you do not wish to take part, then you are not required to do anything and I will not contact you again.
What will happen if I don’t want to carry on participating in the study?
If after consenting to take part in the focus group you subsequently change your mind about participating, you can withdraw from the study at any time (including during or after the focus group itself). Any data collected from you would not be included in the study.
What if I want further information?
If you have any further questions then please feel free to contact Jayne Evans, Senior Learning and Development Advisor Professional Practice on 01267 246780 or by email: jlevans@carmarthenshire.gov.uk 
Thank you for your time
Jayne Evans
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                                             PG2 / E1 FORM

In order for research to result in benefit and minimise risk of harm, it must be conducted ethically. A researcher may not be covered by the University’s insurance if ethical approval has not been obtained prior to commencement.

The University follows the OECD Frascati manual definition of research activity: “creative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society, and the use of this stock of knowledge to devise new applications”. As such this covers activities undertaken by members of staff, postgraduate research students, and both taught postgraduate and undergraduate students working on dissertations/projects.

The individual undertaking the research activity is known as the “principal researcher”.

Ethical approval is not required for routine audits, performance reviews, quality assurance studies, testing within normal educational requirements, and literary or artistic criticism.

Please read the notes for guidance before completing ALL sections of the form.

This form must be completed and approved prior to undertaking any research activity. Please see Checklist for details of process for different categories of application.  


SECTION A: About You (Principal Researcher)

	Full Name:
	Jayne Louise Evans

	Tick all boxes which apply:

	Member of staff:
	☐	Student:
	☒	Honorary research fellow:
	☐


	Faculty/School/Centre:
	FACULTY OF EDUCATION AND COMMUNITIES

	Campus:
	Swansea Townhill Campus

	E-mail address:
	jevans.132076@student.uwtsd.ac.uk

	Contact Telephone Number:
	01267 246780

	For students:

	Student Number:
	P132076
	Undergraduate
	☐
	Programme of Study:
	MA PDET
	Taught Postgraduate
	☐
	Director of Studies/Supervisor:
	Russell Deacon
	Research
	☒


SECTION B: Approval for Research Activity

	Has the research activity received approval in principle?
(please check the Guidance Notes as to the appropriate approval process for different levels of research by different categories of individual)
	YES
	☐	NO
	☒
	     
	Date

	If Yes, please indicate source of approval (and date where known):
	Research Degrees Committee
	☐	

	
	Faculty Research Committee
	☐	

	
	Other (write in)
Research Proposal Currently with Supervisor, awaiting approval.  Approval within the Agency received by email from Head of Children Services.
	☐	



26/04/17


Approval in principle must be obtained from the relevant source prior to seeking ethical approval.

SECTION C:  External Ethical Guidance Materials

	Please list the core ethical guidance documents that have been referred to during the completion of this form (including any discipline-specific codes of research ethics, and also any specific ethical guidance relating to the proposed methodology).  Please tick to confirm that your research proposal adheres to these codes and guidelines.

	British Educational Research Association: Ethical Guidelines for Educational Research
	☒
	
	☐

	
	☐


SECTION D: External Collaborative Research Activity

	Does the research activity involve collaborators outside of the University?
	YES
	☐
	NO
	☒

	
If Yes, please provide the name of the external organisation and name and contact details for the main contact person:

	Institution
	

	Contact person name
	

	Contact person e-mail address
	



Where research activity is carried out in collaboration with an external organisation
	Does this organisation have its own ethics approval system?
	YES
	☐
	NO
	☐

	If Yes, please attach a copy of any final approval (or interim approval) from the organisation



SECTION E: Details of Research Activity

	Indicative title:
	Retaining Qualified Social Workers Within the Field of Social Work with Children: A Case Study


	Proposed start date:
	May 2017
	Proposed end date:
	August 2017

	Purpose of research activity (including aims and objectives)
Outline the purpose, aims and objectives of the research activity, including key research questions. Show briefly how existing research has informed the proposed activity and explain what the research activity will add and how it addresses an area of importance. (Maximum 300 words)

	To Determine the Level of Success of the First Year In Practice Training, Development and Support Programme: Has It Improved Retention? How Can We Use This Information To Drive Improvement?  The main research question: How successful has the first year in practice training, development and support programme been in retaining and professionally developing newly qualified social workers in Children Services?
There is little research available to assess the impact of Welsh Government’s First Year In Practice support guidelines for newly qualified social workers in Wales.  Each Local Authority has arrangements in place and I wish to determine whether the programme of support I designed and put in place 6 years ago is having an impact on retention for Carmarthenshire.  The results will also be used to inform changes to the current programme to ensure it is meeting the needs of newly qualified social workers and has a positive impact on retention.


	Proposed methods
Provide a brief summary of all the methods that may be used in the research activity, making it clear what specific techniques may be used. If methods other than those listed in this section are deemed appropriate later, additional ethical approval for those methods will be needed. (Maximum 600 words)

	A mixed method approach will be used incorporating qualitative and quantitative methods in order to provide depth of information to explore individual experiences of being supported by this Programme and enhance validity during data analysis.
Survey – A questionnaire will be produced and implemented through a survey using the SNAP professional survey software which will enable accurate analysis and reporting.  This will be sent via email to newly qualified social workers who commenced work within the Local Authority between 2010 and 2016.  A survey would help to establish some important data relating to gender, age, ethnicity, language, professional qualification which at the moment, is difficult to collate through data held by the local authority and will help us ensure we providing tailored support appropriate to this workforce.  The Business Support Manager within Learning & Development retains records on the number of newly qualified social workers employed since 2010 who have been supported by the Programme.  This will provide a useful comparison for the number of staff who will decide to participate in the research and ensure that each individual in the target group is given an opportunity to participate.  
Semi – Structured Interviews – These will be used to explore issues/key themes as this method would allow the interviewer to explore with further depth, information relating to experience, feelings and perspectives.




	Location of research activity
Identify all locations where research activity will take place.

	The survey will be conducted by email to each individual who has agreed to participate.  The semi-structured interviews will be held within Local Authority Offices in Carmarthenshire. There will be a meeting room booked for the purpose of the interviews and each individual will be interviewed separately.  There will be staff present in the offices adjacent to the meeting room.  Permission from the Head of Children Services has been sought and agreed.

	Research activity outside of the UK
If research activity will take place overseas, you are responsible for ensuring that local ethical considerations are complied with and that the relevant permissions are sought. Specify any local guidelines (e.g. from local professional associations/learned societies/universities) that exist and whether these involve any ethical stipulations beyond those usual in the UK (provide details of any licenses or permissions required). Also specify whether there are any specific ethical issues raised by the local context in which the research activity is taking place, for example, particular cultural sensitivities or vulnerabilities of participants.

	
Not applicable.




SECTION F: Scope of Research Activity

	Will the research activity include:
	
YES
	
NO

	Use of a questionnaire or similar research instrument?
	☒
	☐

	Use of interviews?
	☒
	☐

	Use of diaries?
	☐
	☒

	Participant observation with their knowledge?
	☒
	☐

	Participant observation without their knowledge?
	☐
	☒

	Use of video or audio recording?
	☒
	☐

	Access to personal or confidential information without the participants’ specific consent?
	☐
	☒

	Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive?
	☐
	☒

	Performance of any acts which may cause embarrassment or affect self-esteem?
	☐
	☒

	Investigation of participants involved in illegal activities?
	☐
	☒

	Use of procedures that involve deception?
	☐
	☒

	Administration of any substance, agent or placebo?
	☐
	☒

	Working with live vertebrate animals?
	☐
	☒

	Other primary data collection methods, please explain in this box



	☐
	☒



If NO to every question, then the research activity is (ethically) low risk and may be exempt from some of the following sections (please refer to Guidance Notes).

If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained. 

SECTION G: Intended Participants

	Who are the intended participants:
	
YES
	
NO

	Students or staff at the University?
	☐
	☒

	Adults (over the age of 18 and competent to give consent)?
	☒
	☐

	Vulnerable adults?
	☐
	☒

	Children under 18?
	☐
	☒

	Prisoners?
	☐
	☒

	Young offenders?
	☐
	☒

	Those who could be considered to have a particularly dependent relationship with the investigator or a gatekeeper?
	☐
	☒

	People engaged in illegal activities?
	☐
	☒

	Others (please identify):


	☐
	☒



	Participant numbers and source
Provide an estimate of the expected number of participants. How will you identify participants and how will they be recruited? 

	Expected number of participants is estimated to be between 20–50.  Participants will be identified and recruited from our records of newly qualified social workers held by the Business Support Manager.  I will email the newly qualified social workers to explain what the research entails in order that they can make an informed decision and ask them if they would like to be involved in the research.





	Information for participants:
	
YES
	NO
	
N/A

	Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?
	☒
	☐
	☐

	Will you tell participants that their participation is voluntary?
	☒
	☐
	☐

	Will you obtain written consent for participation?
	☒
	☐
	☐

	Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?
	☒
	☐
	☐

	If the research is observational, will you ask participants for their consent to being observed?
	☐
	☐
	☒

	Will you tell participants that they may withdraw from the research at any time and for any reason?
	☒
	☐
	☐

	With questionnaires, will you give participants the option of omitting questions they do not want to answer?
	☒
	☐
	☐

	Will you tell participants that their data will be treated with full confidentiality and that, if published, it will not be identifiable as theirs?
	☒
	☐
	☐

	Will you debrief participants at the end of their participation, in a way appropriate to the type of research undertaken?
	☒
	☐
	☐

	If NO to any of above questions, please give an explanation 

	The questionnaire is designed with specific questions relating to the programme of support received.  In order to capture the required data to be able to determine the impact of this support, it is essential that we receive answers to all questions.  The data in relation to age, gender, language etc are very important in order for us to understand the needs of newly qualified social workers and ensure we are aware of the individual needs of our newly qualified staff as this will allow us to respond by offering appropriate support in line with the Equalities Act 2010.  The participant cannot be identified from the information given in the survey and reassurances will be given prior to and after their participation.






	Information for participants:
	
YES
	NO
	
N/A

	Will participants be paid?
	☐
	☒
	☐

	Is specialist electrical or other equipment to be used with participants?
	☐
	☒
	☐

	Are there any financial or other interests to the investigator or University arising from this study?
	☐
	☒
	☐

	Will the research activity involve deliberately misleading participants in any way, or the partial or full concealment of the specific study aims?
	☐
	☒
	☐

	If YES to any question, please provide full details 

	









SECTION H: Anticipated Risks
	
Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them. 

	

	Risks to participants
For example: emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information

	The survey questionnaire will be sent out by email to participants and a set timescale for completion.  The questionnaire will be confidential and participants will be informed of this when contacting them initially to obtain consent and this it will be highlighted at the end of the survey.  Initial contact to obtain consent will highlight what is expected of them and what will happen to the information that they provide.  They will be briefed on how the information will be collated and used within the research to ensure that they are clear and happy to participate.  The interviews will be conducted on a 1-1 basis and participants will be assured of confidentiality.  Participants will be informed that if at any point during the interview they feel uncomfortable or no longer wish to continue then they may exercise their right to withdraw and a debriefing session will be offered to ensure that the participant is able to access support should they require it.
 

	

	If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities

	The participants who will be involved in this research are all DBS checked and are registered with Social Care Wales as registered and qualified professionals.  The questions to be used are not expected to raise any concerns.  However, if someone was to raise any issues around bullying or harassment, support will be offered at the end of the interview.  This will consist of reassurance around information provided not revealing their identity, signposting to Whistleblowing Policy and process, signposting to appropriate support services available to them.



	

	Risks to investigator
For example: personal safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest

	The participants who will be involved in this research are qualified social workers, all DBS checked and registered with the regulatory body of Social Care Wales.  They are required to conduct themselves within their professional code of conduct: The Code of Professional Practice for Social Care Workers.  I do not anticipate a conflict of interest within the sample, as I do not work directly with them in day to day work, I am not related to any of the participants and have no emotional relationships with them.  The interviews will take place during working hours on Local Authority premises where there will be other members of staff working nearby.

	

	University/institutional risks
For example: adverse publicity, financial loss, data protection

	I am a qualified social work professional with 15 years’ experience in the profession.  I am registered with the regulatory body Social Care Wales and required to work within clear professional standards stipulated within the Code of Professional Practice for Social Care Workers.  
I am aware that as the investigator in this situation, I am representing the University and my behaviour will reflect on the reputation of the University.  
My professional role of Professional Practice Officer requires professional integrity and promoting professional standards for practice, this I do as a natural part of my day to day work and will ensure the same standards are applied to all aspects of this research to ensure there are no risks to the University.
As outlined throughout this form, I will adhere to ethical, legal and professional obligations to ensure confidentiality, informed consent, data protection and appropriate use of information.  All information will be stored safely on a data base which is password protected.  

	

	Adverse outcomes
List measures put in place to limit any adverse effects or outcomes of research activity where appropriate. Include any emergency protocols. 

	All participants will be approached by email and given the opportunity to participate in the research.  This will be a choice they will make themselves without any pressure or requirement to be involved.  Participants’ names will not be recorded in any part of the research to ensure confidentiality and anonymity.
Should any participants make allegations during the research process, I will ensure that this information is dealt with in line with the local authority policy and procedures relevant to the nature of the allegations made.
Should any situation arise where I am unsure of the way forward, I will contact the University for advice and guidance on how to proceed.





	Disclosure and Barring Service

	If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.
	


YES
	


NO
	


N/A

	Has a DBS certificate been obtained?
	☐
	☐
	☒



SECTION I: Feedback, Consent and Confidentiality

	Feedback
What feedback will be provided to participants, how will this be done and when? 

	Interview transcripts will be shared with respondents to ensure accuracy and this will be done by email.  Any amendments required will be done and email trails will then be deleted so that interviewees cannot be identified.
The survey questionnaire will be analysed and a report made available to all newly qualified social workers identified to participate in the survey as we will not have individual names of who actually completed the survey.  This will be done by email in September 2017 once the research is complete.

	

	Informed consent
Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before data collection begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded.

	An email will be sent to newly qualified social workers inviting them to participate in the research.  This will clearly outline what information will be collected, how this information will be used and who the information will be shared with once it is complete.  Participants will be asked to confirm by email if they are happy to be involved in the research.  Those who are happy to be involved will be sent an electronic link to the SNAP survey questionnaire and completed entries will be sent to the SNAP mailbox anonymously.  The questionnaire will ask participants if they wish to be involved in interviews following the survey.  If they wish to be interviewed, they are asked at that point to provide their contact details. This information will be accessed by myself in order to make the appointments and will not form part of the research information to be analysed, reported and shared in order to maintain confidentiality.  Once the interview has been completed and information recorded, any contact details deleted/shredded. 

	

	Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 

	The information to be collected for analysis, reporting and sharing will not include a participant’s name, date of birth, work or home address to ensure anonymity and confidentiality.  It will also explain how the information will be stored via a password protected database for the purposes of this research.  (Please see Informed Consent above re: contact information for interviews)



SECTION J: Data Protection and Storage
In completing this section refer to the University’s Research Data Management Policy and the extensive resources on the University’s Research Data Management web pages (http://uwtsd.ac.uk/library/research-data-management/).
	
	YES
	NO

	Does the research activity involve personal data (as defined by the Data Protection Act)?
	☒
	☐

	If YES, provide a description of the data and explain why this data needs to be collected:

	The data in relation to age, gender, language, racial/ethnic origin are very important in order for us to understand the needs of newly qualified social workers and ensure we are aware of the individual needs as this will allow us to respond by offering appropriate support in line with the Equalities Act 2010.  


	

	Does it involve sensitive personal data (as defined by the Data Protection Act)?
	☒
	☐

	If YES, provide a description of the data and explain why this data needs to be collected:

	Racial/Ethnic origin data is being collected for the reasons outlined above.




	Will the research activity involve any of the following activities:
	YES
	NO

	Electronic transfer of data in any form?
	☒
	☐

	Sharing of data with others at the University?
	☒
	☐

	Sharing of data with other organisations?
	☒
	☐

	Export of data outside the European Union or importing of data from outside the UK?
	☐
	☒

	Use of personal addresses, postcodes, faxes, emails or telephone numbers?
	☒
	☒

	Publication of data that might allow identification of individuals?
	☐
	☒

	Use of data management system?
	☒
	☐

	Data archiving?
	☒
	☐

	If YES to any question, please provide full details, explaining how this will be conducted in accordance with the Data Protection Act (and/or any international equivalent):

	In order to process personal data fairly, I will ensure that anyone who wishes to participate in the research will have specific details in a Privacy Statement.  This will make sure that people understand what I will do with their personal data and how I handle it to ensure they are clear about the processes in place to protect them.  This will be a requirement of the Local Authority. (Please refer to Section I under feedback)*
The data contained within this research once completed, will be viewed by University staff for the purpose of supervision and academic marking; the thesis will be made available via the University library and British Library system.  The completed report on the findings of this research will be shared with staff within the local authority and neighbouring local authorities.  As previously outlined, the research will not include any identifying information of participants in order to ensure confidentiality and anonymity.  All information will be stored safely on a password protected database and accessed via the local authority computer.  A copy of the data will be maintained separately on a password protected memory stick which is provided by local authority IT department as a requirement as all computers are encrypted to avoid as a back-up and this will be locked away safely.






	Will the research activity involve storing personal data on one of the following:
	YES
	NO

	Manual files (i.e. in paper form)?
	☐
	☒

	University computers?
	☐
	☒

	Private company computers?
	☒
	☐

	Home or other personal computers?
	☐
	☒

	Laptop computers/ CDs/ Portable disk-drives/ memory sticks?
	☒
	☐

	“Cloud” storage or websites?
	☐
	☒

	Other – specify:

	☐
	☒

	For all stored data, explain the measures in place to ensure data confidentiality, including details of password protection, encryption and anonymisation:

	All information will be stored safely on a password protected database and accessed via the local authority computer/laptop which is encrypted.  A copy of the data will be maintained separately on a password protected memory stick as a back-up source which will be accessed by myself only during the data collection process.  The memory stick is provided by local authority IT department as a requirement because all computers are encrypted to avoid information being accessed illegally, these are the measures implemented by the local authority in order to ensure compliance under the Data Protection Act 1998.




	List all who will have access to the data generated by the research activity:

	The data contained within this research once completed, will be viewed by University staff for the purpose of supervision and academic marking; the thesis will be made available via the University library and British Library system.  The completed report on the findings of this research will be shared with staff within the local authority and neighbouring local authorities.  As previously outlined, the research will not include any identifying information of participants in order to ensure confidentiality and anonymity.
The information gathered will be used by myself and a colleague to look at ways of improving the training, development and support programme for newly qualified social workers.



	

	List who will have control of, and act as custodian(s) for, data generated by the research activity:

	
I will have control of the data generated by the research activity and will act as custodian. 



	

	Give details of data storage arrangements, including where data will be stored, how long for, and in what form. Will data be archived – if so how and if not why not.  

	All information will be stored safely on a password protected database and accessed via the local authority computer/laptop which is encrypted.  A copy of the data will be maintained separately on a password protected memory stick as a back-up source which will be accessed by myself only during the data collection process.  The memory stick is provided by local authority IT department as a requirement because all computers are encrypted to avoid information being accessed illegally, these are the measures implemented by the local authority in order to ensure compliance under the Data Protection Act 1998.  The data will be stored on the local authority database and memory stick.  No identifying information will be stored.  The data will be stored once analysed in report format.  Original completed questionnaires and interview notes will be kept in case these are requested by the University whilst the dissertation is being examined.  All questionnaires and interview notes will then be deleted in June 2018. 















SECTION K: Declaration

	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.

In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice

	Signature of applicant:
	Jayne Evans
	Date:
	24.4.17



For students:
	Director of Studies/Supervisor:
	Russell Deacon

	Signature:
	


	Date:
	



For staff:
	Head of School/Assistant Dean:
	

	Signature:
	


	Date:
	




Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:
	☒
	I have read the guidance notes supplied before completing the form.

	☒
	I have completed ALL RELEVANT sections of the form in full.

	☒
	I confirm that the research activity has received approval in principle

	☐
	I have attached a copy of final/interim approval from external organisation (where appropriate)

	☒
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice.

	☒
	I understand that before commencing data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Head of School.



	RESEARCH STUDENTS AND STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.
You will be informed of the outcome of your claim by email; therefore it is important that you check your University and personal email accounts regularly.



STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit  this form (and receive the outcome) via systems explained to you by the supervisor/module leader.
This form is available electronically from the Academic Office web pages: http://www.uwtsd.ac.uk/academic-office/

Application Process
All staff research projects and all research students must submit the Ethical Approval Form to the University Ethics Committee via the Postgraduate Research office (pgresearch@uwtsd.ac.uk).   Staff research directly in relation to personal study for taught undergraduate or Masters programmes should be submitted via the Faculty procedures explained below.

Taught masters and taught undergraduate research Ethical Approval Forms are considered within Faculties.  Faculties will provide details of the specific processes for this.  Where the Ethical issues within any single ethical application are of particular concern the Faculty will refer these to the University Ethics Committee.   Any student activity that involves the collection of primary data needs to undergo Ethical approval, this includes assignment work as well as dissertations.   
Notes for guidance in completion of this form

Section A:  About You
Please complete all relevant sections
Section B:  Approval for research activity
Research proposals must be approved in principle before applying for Ethical Approval.  The proposal approval only becomes final when the ethical approval is received.  

The process for proposal approval varies according the individual and programme of study:
· Research students, by application on form PG1 to the Research Degrees Committee
· Taught students by review of research proposal within Faculties (Faculties provide specific details of these processes)
· Staff, by agreement by the Head of School/Assistant Dean

Section C:  External Ethical Guidance materials
Many discipline areas are required to operate with the discipline specific codes of research ethics (for example health, psychology, education etc.), any such codes must be listed and you must tick to confirm that you have consulted with these.
Section D:  External Collaborative Research Activity
Provide details of the external collaborative partners, where appropriate you might want to submit a copy of the external collaboration agreement with the Ethical Approval Form.  If the partner requires the research to be subject to its own internal Ethical approval process then please provide details of that process and a copy of any final (or interim) approvals received from the organisation.
Section E:  Details of Research Activity
Remember that the individuals reviewing this Ethical Approval Form may not have seen your research proposal, and also may not be experts in the specific area of your research.  The information provided should therefore be jargon free and clearly stated.
Indicative Title:  please use the same title as used on the research proposal.
Purpose:  the Ethical approval process will want to ensure that the methods you propose are adequate and appropriate to address the research aims and objectives.  Excessive additional data collection can be seen as unethical.
Proposed Methods:  the Ethical approval process seeks to ensure that you understand the methods that are intended, and that the implementation of those methods will be appropriate and without unnecessary impact on respondents.  Please be specific.
Location:  this needs to mention geographical location and also local situation (for example, within Local Authority Offices in Cardiff, using a private room but close to other individuals).  If you are collecting data within an organisational setting then you need to explain the permissions that you have obtained to do this.
Research Activity outside of the UK:  please complete this section in detail, and note any guidance you have received.  Also describe your own familiarity (or not) with the location that you will be utilising.
Section F:  Scope of Research Activity
Please tick ALL of the research activities that might be undertaken.   If any additional types of activity are intended then please add an extra box and describe these.
If you have answered no to all questions in F then sections G and J do not need to be completed.  Section H should be considered, and may be completed.  Signatures are still required in section K.
Section G:  Intended Participants
Please tick all categories that might apply.
Numbers & Source:  if you are using a series of different methods or research activities please list numbers for each stage/phase.  Be clear about how you will find respondents.   Will you use intermediaries, and if so how?  How will you ensure compliance with your sampling strategy?
Information for participants:  all participants should be appropriately informed about the research, what is expected of them and what will happen to the information that they provide.  The Ethical review process does not ask to see this documentation, but requires this to be reviewed and approved by the Director of Studies in the case of research students, the supervisor/module tutor in relation to students on taught programmes and the Head of School/Assistant Dean in relation to staff research.
Section H:  Anticipate Risks
All research carries some level of risk.  The answers you provide to questions in this section will be reviewed to ensure that you have an appropriate understanding of the type of risks involved and how you can mitigate against these risks.
Risk to participants   Think very carefully about how your actions/questions/discussions might affect the people you are involving as participants.  You might identify the risk as small but it would still be a risk.  Many types of question have the potential to make respondents less content with their life / job; you need to recognise and try to ameliorate any such effects
If these are business owners, time with you may reduce profit.  
In some locations physical risk is very real to both participants and yourself, please consider this.
Risk to you, the researcher   Think about where you will meet people, if there are any dangers involved in the location.  If you are meeting people as individuals think about using a public place.  In general do not visit people in their own homes or remote locations.  If you are talking to individuals about certain issues think about how their responses might affect you emotionally.  What about the risk of collecting insufficient data?

Risk to the University   When undertaking your research, you are acting as a member of the University (student or staff).  Professionalism is important, so it is important to be well organised and well prepared. Punctuality, clarity etc. are all part of this.  What will you do to ensure this?  You must ensure you do not harm the good name of the University in any way and do nothing to undermine the reputation of the research it conducts and sponsors.  Upholding high standards of conduct and integrity are vital in this regard. You must also conduct the research in such a way to minimise the potential for claims of negligence made against the University, its researchers and any collaborating individual or organisation. In this respect you should always comply with ethical, legal and professional frameworks, obligations and standards as required by statutory and regulatory authorities, as well as the university’s Research Integrity and Ethics Code of Practice.  Research misconduct in this respect can take many forms, including:
· fabrication: making up results or other outputs (eg, artefacts) and presenting them as if they were real
· falsification: manipulating research processes or changing or omitting data without good cause
· plagiarism: using other people’s material without giving proper credit
· failure to meet ethical, legal and professional obligations: for example failure to declare competing interests; misrepresentation of involvement or authorship; misrepresentation of interests; breach of confidentiality; lack of informed consent; misuse of personal data; and abuse of research subjects or material
· improper dealing with allegations of misconduct: failing to address possible infringements such as attempts to cover up misconduct and reprisals against whistle-blowers

Adverse Outcomes.  Think carefully about the possibilities, and cover here

Section I:  Feedback, Consent and Confidentiality
Feedback to participants:  outline your approach.   Will interview transcripts be shared with respondents to check accuracy?  Will summaries of questionnaire analysis be made available to respondents in some way?   Will an overview report be provided?  How and when?
Informed consent:   Draft letter / e-mail / or heading (or footer) section of questionnaire must be approved by DoS/supervisor (if research student), supervisor/module tutor if taught student, or Head of School / Assistant Dean if a member of staff.
Confidentiality/Anonymity.  Explain clearly how you will ensure confidentiality and anonymity.
Section J:  Data Protection and Storage
Before completing this section it is necessary to read the University’s Research Data Management information.   The questions that follow are designed to ensure compliance with the Data Protection Act as well as established research protocols.
Many research activities will involve electronic transfer of data and use of data management systems in the summarisation and analysis of data.  You will need to explain these in relation to compliance with the Data Protection Act.
Think carefully about who will have access to your data, this will include supervisors and examiners. Also that a thesis will be made available via the University library and the British Library system.  If you are seeking an access bar for a period of time after completion then mention it here.  If you will provide a copy of your findings, or intend to give a presentation, to a facilitating/ supporting/accessing organisation then explain that in this section.  But also think about the general principle of data sharing, as explained in the Research Data Management information.
In terms of storage of data please ensure security, and also mitigate against loss of data.
Section K:  Declaration
Ensure the appropriate countersignatures have been provided
Look carefully at the checklist and ensure that you comply with and tick all that are relevant to your research







APPENDIX 6

Hi Jayne
 
Just to let you know that your re-submission to the Ethics committee was approved conditionally. You should please make the changes required (as noted below) and send it to Russell, copying me into your email so that I can notify the committee Chair. Please do that as soon as possible, but meanwhile you are free to begin your research.
Please make changes in red so that they can be easily identified.
 
Thanks
Jill
 
	MA PDET
	Jayne Evans
	Russell Deacon 
	CONDITIONAL APPROVAL
(Email to Chair)
JM emailed Kirsten/SJ 22.5.17
	Section A-Should only use student UWTSD email address not private. 
Section B-Supervisor needs to have put something in and tick the box.
Section C-Should have documentation of UWTSD Research Policy.
Take out any reference to participant observation throughout form.
Section G-Info for participants-7th question should be ticked yes.
Section I-Use UWTSD email or her works email as they have robust firewalls. No personal email. 
Section J-Sensitive/personal data box needs to be ticked yes.
Section J-Bottom of 3rd set of boxes where it says if yes to any questions box-make a comment by refer to section I under feedback. Put an asterix there referring back.
 


 
 
Jill Morgan, PhD
Senior Lecturer / Programme Director Foundation Degree in Learning Support / Uwch Ddarlithydd/ Cyfarwyddwraig y Rhaglen Grad Sylfaen Mewn Cymorth Dysgu
School of Social Justice & Inclusion
Townhill Road, SWANSEA SA2 0UT
Telephone/Ffon: 01792 482112
Email/E-bost: jill.morgan@uwtsd.ac.uk
 [image: Logo new (bulletin)]
Trawsnewid Addysg . . . Trawsnewid Bywydau
Transforming Education . . . Transforming Lives
[image: Investors in People] [image: http://www.uwtsd.ac.uk/media/uwtsd-website/content-assets/images/news-and-events/2015/Winner-image-138x50.jpg]  ‌[image: http://www.uwtsd.ac.uk/media/uwtsd-website/content-assets/images/news-and-events/2015/people-and-planet-50x50.jpg] ‌‌



Which factors influenced your choice of employment?


Job opportunities / vacancies	Previous interest / experience	Seconded to qualification by a particular service	Previous placement experience	0.52	0.48	0.3	0.26	



Profile of Participants by Gender & Age 


Male [30-39]	Male [40-49]	Female [21-29]	Female [30-39]	Female [40-49]	Female [50-59]	Prefer not to say	4	1	2	12	6	2	0	


Ethnic Origin


African	Bangladeshi	British - English	British - Irish	British - Scottish	British - Welsh	Caribbean	Chinese	Other	Pakistani	0	0	5	0	0	22	0	0	0	0	


As part of your induction, please tick which of the following you received


Shadowing opportunities	Policies / procedures	Training opportunities	Opportunities to meet colleagues in other teams	Opportunities to meet professionals in other agencies	Co-working	0.81	0.85	1	0.96	0.85	0.81	


Please rate the quality of your induction


Excellent	Very good	Satisfactory	Not very good	Poor	0.26	0.52	0.15	0.04	0.04	

Please rate the quality of mentoring support received


Excellent	Very good	Satisfactory	Not very good	Poor	0.11	0.48	0.22	0.15	0.04	

How long have you been given a protected caseload for?


0-3 months	3-6 months	6-9 months	9-12 months	0.63	0.22	0.04	0.11	


Please state which case work you were given protection for?


Other	Looked After Children	Court Proceedings	Child Protection	0.44	0.48	0.22	0.22	


Please rate the quality of your supervision


Excellent	Very good	Satisfactory	Not very good	Poor	0.44	0.3	0.22	0.04	0	

Please rate the quality of the learning and development opportunities received?

[CATEGORY NAME]
[PERCENTAGE]

[CATEGORY NAME]
[PERCENTAGE]

[CATEGORY NAME]
[PERCENTAGE]




Excellent	Very good	Satisfactory	Not very good	Poor	0.03	0.2	0.04	0	0	
Excellent	Very good	Satisfactory	Not very good	Poor	
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A Personal Development P lan  Formulated on an analysis of the  experience of the  NQSW   at the po int of  qualification,   reviewed and updated at  agreed intervals  

A Structured Approach  Ensuring   a v ariety of learning   for  devel opment   

A Protected Case Load & Work  Allocation  Quantity and   focus of  work allocated is  appropriate for a  NQSW  

Contractually Agreed Time for Training  S et at a minimum of one day  a month  (Includes the PRTL requirement of 5  days per year)  

A Designated Person To Implement the  Plan  To develop and implement the  PDP   a nd  when required, verify examples of  progression e.g. a named mento r or   team  manager.  

Supervision and appraisal arrangements  A greed   regular reviews of  PDP outlined,  measuring effectiveness. Frequency  appropriate to development needs of  NQSW  

Feedback on t he effectiveness of the first  year in practice programme  S tructured opportunities for  NQSWs   and  other key people to comment   on  effectiveness of PDP  

Alignment of the programme  Aligned to   appraisal and probationary  arrangements within t he O rganisation  
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ACTIVITY  TIMESCALE  

  Apply for Ethical Approval UWTSD   Apply for Consent from Organisation   Informed Consent  -   Participants   Survey Questionnaire Pilot   Questionnaire to be circulated   Survey Data Processing   F o cus  Group  Invitation   Focus Group   Data Analysis   Report Writing   Dissertation Submission      May 2017   September 2017   March 2018   May 2018   June 2018   July 2 018   September 2018   November 2018   January 2019 to March 2019   May 2019 to August 2019   September 2019  
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Table 3

Have you had sufficient opportunity to attend training courses as
‘part of your continuous professional development?

Survey Focus Group
Yes  63% Yes  60%
No 37%

No 40%
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MOST HELPFUL LEARNING  EXPERIENCES   DURING FYIP  OTHER EXPERIENCES  IMPORTANT FOR  FYIP BUT NOT RECEIVED  

  Support   Groups with other  NQSWs   Advice/Guidance from  T eam/Senior   Shadowin g   Supervision   Training   Mentoring   Co - working      Protected /Reduced   Caseload   Training  –   Court  work, Assessment,  Managing Risk, Signs of Safety .   Shadowing   Mentoring   More Critical Reflection    
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CONSENT FORM TO PARTICIPATE IN FOCUS GROUP     Title of Study:   A Programme of Education and Learning: A Success in Retaining &  Professionally Developing Newl y Qualified Social Workers in Education & Children Services?   Name of Researcher:   Jayne Evans                 Please initial/       tick all boxes     1.   I can  confirm that I have read and   understand the information          s heet  for the above named study.  I have had the opportunity to   consider   the information, ask q uestions and have had these    answered satisfactorily.     2.   I understand that my participation is voluntary and that I am free               t o  withdraw at any time without giving any reason, without any     c onsequences  to myself.     3.   I agree to my anonymised data bei ng used in study specific reports      a nd  subsequent articles that may  appear in academic journals.     4.   I agree to take part in the above named study.           Name of Participant:           Date:     Signature:     Name of Person taking consent:  Jayne Evans   Date:     Signature:  
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