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Looking forward
Last year’s World
Social Work Day
Assignment
Competition was a
great success and I am
happy that this will be
continuing this year
with applications open
on 15th March which is
World Social Work Day
(see page 3). The quality of entrants last year
was excellent and hopefully interest will remain
high once more. Please share with as many
Social Work Students as possible.
The last few months have been very busy here
at SWU as we continue to support workplace
issues and members thanks to the skilled
Advice and Representation Team. SWU
welcomed the opportunity to raise concerns
regarding the profession via our collaboration
with LBC radio which reached a huge
audience. Raised by members, I have had
openings to discuss with several employers’
concerns about working conditions and poor
practice. This has had a positive effect and
discussions have been ongoing about the
issues we have been raising.
A number of large individual unions have
continued to lose membership over the last few
years. I am therefore particularly pleased to
say that membership of the Social Workers
Union has expanded, and we
are getting

close to 16,000 members. As we know, a real
strength is that union members want to be
active through our Union Contact scheme and
further opportunities to engage with activism
through the SWU Campaign Fund.
Do consider joining the SWU Talk to SWU
webinar on March 29th. The opportunity to ask
SWU confidential questions is important so
please let us know prior to the webinar or live
during the session if there is a question that
needs answered. You can find further
information about the session and the link to
register on page 19. We will continue to run
the webinar if the take up continues to be
popular so please do share with colleagues the
date and event.
I am looking forward to chairing the closing
event Social Work Future: Media and public
perceptions of social work, impact and change
on Monday, 28th March from BASW’s excellent
Social Work Month. Another event I am
looking forward to this month is the Compass
event in Birmingham on Monday 14th March. If
you are attending Compass, please do come
to the SWU / BASW England stall and pick up
some SWU promotional items. We will have a
stall at forthcoming Compass events in London
and Manchester so watch out for this.
Finally, as this e-newsletter arrives in your
inbox I will be representing the General
Federation of Trade Unions on a fact-finding
delegation to study the threats, problems, and
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challenges currently facing the Kurdistan
Region of Iraq (KRI). Unfortunately, press
coverage of developments within the KRI
remains inadequate and too often has little to
do with reality. The delegation covers a lot of
interesting meetings including visits to Halabja,
Sulaymaniyah, Erbil and Duhok with a range of
meetings with Government representatives,

United Nations, Social Care Organisations,
Political Parties and Unions. I look forward to
reporting back on the trip and sharing some
info during the trip (if possible) via social media.

John McGowan
General Secretary
j.mcgowan@swu-union.org.uk

Recent SWU Blogs:
Welsh Government pledges action on bursaries following student campaign
https://www.basw.co.uk/media/news/2022/feb/swu-campaign-fund-update-welsh-governmentpledges-action-bursaries-following

Intersectionality is a valuable tool for Social Work Practice
https://www.basw.co.uk/media/news/2022/feb/swu-blog-intersectionality-valuable-tool-social-work-practice

Rampant food insecurity hitting most vulnerable
https://www.basw.co.uk/media/news/2022/feb/swu-campaign-fund-update-rampant-food-insecurityhitting-most-vulnerable

SWU announces theme for 2022 student essay competition
https://www.basw.co.uk/media/news/2022/feb/swu-announces-theme-2022-student-essay-competition

Talk to SWU during World Social Work Month at our workplace issues webinar on
29 March 2022
https://www.basw.co.uk/media/news/2022/feb/talk-swu-during-world-social-work-month-ourworkplace-issues-webinar-29-march

Recent Press:
Good to hear the SWU/LBC radio SW survey mentioned on BBC Radio4 Women's hour
https://m.youtube.com/watch?v=amFsMHsSGbk&feature=youtu.be
https://commentcentral.co.uk/author/john-mcgowan/
https://www.basw.co.uk/resources/psw-magazine/psw-online/trust-status-bradfords-childrensservices-not-panacea-say-social
https://morningstaronline.co.uk/article/b/social-workers-warn-families-cant-afford-to-feed-their-children
https://www.sundaypost.com/fp/social-work-buckles-as-families-are-shattered-for-lack-of-help/
https://www.communitycare.co.uk/2022/02/18/action-to-tackle-fitness-to-practise-inequalities-limitedby-lack-of-data-on-social-workers-says-regulator/
https://www.familylawweek.co.uk/site.aspx?i=ed228497
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WORLD SOCIAL WORK
DAY ASSIGNMENT

The Social Workers Union (SWU) have announced the theme for their annual
World Social Work Day student essay competition. The competition is open for
entries on Tuesday 15th March 2022 and will close for entries Friday 24th June at 5pm.

The prize: Four grants of £500
The criteria: A 750 - 1000 word assignment written by a Social Work Student undertaking an
Undergraduate or Post Graduate Social Work Degree in the UK.

The question posed is:

"Considering the current negative TV and general
media portrayals of social workers what action
can be taken to change this?"
All completed assignments will be judged by a Panel.
Please forward your completed assignment before that date with a covering letter giving your
Name, Address, University, Year of Study and Academic Tutor (if appropriate) to:

joanne.marciano@swu-union.org.uk
The assignment should be typed, have your full name, the assignment question as the title, and
must follow an academic process; such as word count and Harvard Referencing System.
Please note: By taking part you are agreeing to SWU using the assignment for future purposes such as
newsletters or other forums. Only the winning assignments will be used.
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Ubuntu one year on
The theme for last year’s World Social Work month was ‘ubuntu’, with its emphasis on working
together in a collective way to achieve the best results. It was an excellent choice of theme, as it fits
so well with social work values and the spirit of shared endeavour and solidarity that are so
important in coping with workplace pressures.
At the national political level, we have seen little evidence of ubuntu, with a Conservative
government that continues its tradition of one rule for us and one rule for everybody else.
At the practice level, the continued impact of the Covid-19 pandemic and the restrictions it has
placed on face-to-face working has proven to be a major obstacle to working effectively together.
The continued unrealistic pressures on social workers have also no doubt played a part in slowing
down progress towards the benefits that an ubuntu-based approach can bring. In our book, How to
Survive in Social Work, John McGowan and I warn of the dangers of excessive pressures causing
practitioners to withdraw into a sort of ‘safety bubble’ where they focus narrowly on their own
pressures, their own deadlines and so on, and thereby leave no space for pulling together to support
one another through difficult times. The spirit of solidarity and shared endeavour will not flourish
with so many people staying within their bubbles.
Much of my work these days involves working with organisations to help them tackle the problems
of stress, work overload and associated concerns. One positive is that more and more
organisations seem to be taking seriously the need to invest in health and well-being initiatives to
give staff the support they need. However, what I am finding is that the major focus of such
initiatives tends to be individualistic, and that tends to have the effect of giving the impression that
problems related to stress lie within the individual, rather than within the wider organisational and
sociopolitical context.
So, this is another area where the idea of ubuntu can be seen to be of value. We need to start
thinking about health and well-being in the workplace issues on a more collective basis, rather than
reducing these complex issues to the individual level. Yes, the individual has a part to play (in terms
of self-care, for example), but focusing mainly or exclusively on the individual creates a distorted
picture and leaves important challenges untouched.
My work has involved helping organisations to appreciate the importance of a culture of wellness that is, an approach to health and well-being that is integrated within the whole of the organisation,
‘sewn in’, as it were, to its fabric. As such, it is a leadership issue.
So, while this year’s World Social Work Month has a different theme, let
us not forget ubuntu and its importance. The spirit of solidarity and shared
endeavour should not come to be seen as ‘last year’s thing’ - it needs to be
at the core of what we do in both social work and trade-unionism.

Dr Neil Thompson is an independent writer, educator and adviser
and a visiting professor at the Open university. He is also involved
with Vigoroom UK, a sophisticated employee wellness platform
geared towards making the workplace a more humane and effective
place for everyone (www.vigoroom.co.uk).
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LAST CHANCE TO COMPLETE THE SURVEY !!!!!
2022 SOCIAL WORK WORKING CONDITIONS AND WELLBEING SURVEY
Social workers play a vital role in the lives of people needing support across the UK. However,
working conditions for social workers have been highly variable and often inadequate to support
such vital work. We are keenly aware of the impact of working conditions on social workers.
You may well be aware in 2018 and 2019 we ran a Working Conditions survey and demonstrated
the importance and key elements of supporting social workers better. We ran a campaign, had
impact in the Houses or Lords and Parliament, and developed a national working conditions toolkit
specifically designed to support working conditions in social work. The research has been impactful
across the sector and there is much more action and concern now about the challenge of improving
social worker working conditions.
However, Covid has meant that things have changed significantly and, in many ways, become more
challenging over the last couple of years. We are therefore asking you to complete an updated
Social Work Working Conditions and Wellbeing survey. It takes approximately 10-15 minutes to
complete and will ask about your working conditions, wellbeing, and some questions and you and
your job. From the results we will be able to compare national aggregated results with those in 2018
and 2019, and look at where we now need to focus our support for social workers. Take the survey:

https://bathspa.onlinesurveys.ac.uk/basw-swu-ifsw-uk-2022
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The General Federation of Trade Unions
owned Emplaw, the market leading
employment law information service.

Advice on Changing Terms of Employment
Key Points
•

Adverse (to the employee) changes in existing terms of employment are usually made in one of
three ways: by agreement with the employee(s), possibly with a cash "sweetener"; by unilateral
variation of contract terms (or of works rules applied by the contracts); or by giving required
notice to terminate existing contracts and offering new contracts on new terms.

•

Choices open to an employee are: agree with the employer's proposals; reject them and quit,
perhaps claiming constructive dismissal, or reject them but continue to work on a without
prejudice basis (i.e. "under protest") on the new terms, reserving all rights, negotiating if possible
and ultimately bringing court or Tribunal proceedings if agreement cannot be reached.

•

The basic rule is that a unilateral change to terms and conditions of employment made by an
employer without agreement of the employee is generally a breach of contract, in serious cases
giving the employee the right to resign and claim constructive dismissal.

•

To avoid the risk of a successful unfair dismissal claim employers must be able to demonstrate a
substantively fair reason for making the change and must be careful to carry out appropriate
procedures.

•

Even a clause agreed by an employee giving the employer the right to make unilateral changes
will not give the employer a total carte blanche.

•

Changes in terms of employment must be notified to employees within one month, or sometimes
sooner if overseas work is involved .

•

It is essential that employees are fully aware of, and accept, any detrimental changes to their
terms of employment if the changes are to be legally binding.

Consideration
In England and Wales, as with any type of contract, a variation will not be binding if there is no
consideration (a ‘benefit’) for it (consideration is not required in Scotland). "Salary sacrifice
arrangements", under which an employee gives up the right to receive part of their cash salary in
return for the employer's agreement to provide a non-cash benefit (for example childcare or
workplace nursery vouchers, company car, bicycle loans or additional pension contributions),
provide a good example of consideration being given for a change in terms of employment.
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Construction of terms/flexibility
The contract of employment may expressly authorise a change. For example, flexibility clauses are
common and provide for employees to work at different locations etc. However, if there is any
ambiguity in an employment contract, it will be construed in favour of the employee. Terms must be
clear and unambiguous. A mobility clause in the drivers’ contracts did not mention the new location
but it was not much further than those locations that were set out in the mobility clause.

The role of collective agreements
Difficult questions can arise when an individual's terms and conditions of employment are contained
in a collective agreement negotiated between an employer and a trade union. Changes to terms
can be negotiated on the employee’s behalf where the collective agreement covering this term has
been incorporated into the employee’s contract or where a union acts as an employee’s agent.
If the employer and union negotiate a change with which an individual does not agree the individual
may wish to assert that he is not bound by the changes (for an example in which an employee
asserted this but was held to be bound by changes agreed by a union official on behalf of
employees).

Unilateral variation
A unilateral variation of contract terms may amount to a breach of the term of trust and confidence
implied into employment contracts. A unilateral variation is not legally binding on an employee
unless he accepts it (either expressly or by not protesting). If the employee is serious adversely
affected by the change and he does not accept it, he will have the right to resign and claim
unlawful constructive dismissal in which an architect succeeded in a constructive dismissal claim on
the basis that her role had been changed from a practical to a managerial one.

Working under protest
An employee who wishes to work on "under protest" while reserving the right to resign and
claim constructive dismissal if the employer insists on enforcing the changes has to be very careful.
If he works under the new terms under protest and then subsequently refuses to do so the employer
will have grounds to dismiss him and will be able to successfully resist a claim of unfair dismissal
simply because he did not keep his side of the bargain.

Deemed acceptance of changes
Acceptance can sometimes be inferred or implied by the employee's conduct (eg continuing to work
without objecting to the change). A protest need only make clear that the employee does not accept
the change despite the employee’s agreement to carry on working. The protest does not have to be
immediate.
An employer's contractual obligations to an employee can continue after retirement (eg for provision
of medical health care insurance). An employer can thus be liable to pay damages to exemployees if he unilaterally reduces post-retirement benefits to which they are
contractually entitled).
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Constructive dismissal
An employee may resign and claim constructive dismissal if the employer threatens to sack
him if he refuses to accept changes to important terms of his contract or even accept new
terms under protest and at the same time claim constructive unfair dismissal on the basis that
he was constructively dismissed under one contract and is now working under a new one on
new terms.

Dismissal for refusal to accept change
If the employee does not accept the changes and is dismissed by being given the proper notice
provided for by his contract the dismissal will not of itself amount to a repudiatory breach of contract.
As a result if the employee jumps the gun and resigns before the end of the notice period he will not
normally be able to claim unfair constructive dismissal.

Dismissal and re-employment on altered terms - sometimes known as
'Fire and Re-hire'
A common method by which an employer will sometimes get around the problem of changing
terms of employment by persuading an employee to resign and then re-employ him or her on
new terms, taking care to give appropriate notice to protect himself/herself against wrongful
dismissal claims. Such action can carry risks for the employer. The use of fire and rehire tactics
during the course of the COVID-19 pandemic has led to a number of calls to reform the
legislation.
However, an employee who was offered a new contract on reasonable terms without substantial
changes is unlikely to be awarded much (if anything) by way of compensatory award if he
succeeds in claiming unfair dismissal. The Tribunal will, however, in those circumstances
normally in full. Knowing this, employers and employees sometimes agree cash sweeteners
calculated by reference to the basic award formula in return for accepting changes in terms of
employment.

Equal pay claims
The Equal Pay Act 1970, the terms of which are now incorporated in the Equality Act 2010,
requires a claim to be brought within 6 months of the termination of the contract in which the
inequality is alleged to have occurred. In a case in 2007 council workers bringing equal pay
claims had had changes in their roles and hours recorded in purported new "contracts of
employment". A discrete issue, therefore, was whether the claims were in time - this depended
on whether contracts had been terminated (and replaced) or simply varied. The EAT held that
this was a matter of objectively assessing the parties' intentions. If it was clear from the
contractual documents that the parties had agreed to effect changes by way of a fresh contract,
that must be decisive. However, it was not sufficient that an employer had issued a document
purporting to be a new contract, because this would allow the employer to unilaterally dictate the
mechanism used. Both parties must consent to the mechanism used. The employees who had
not signed their revised "contracts" had simply varied terms; those who had signed had
terminated the originals. Time would run accordingly.
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PERSONAL LEGAL SERVICES
AVAILABLE TO SWU MEMBERS AND THEIR FAMILIES

15% OFF

NO WIN, NO FEE

WILLS, PROBATE
AND ESTATES*
SIMPLE WILL FOR £130 + VAT
MIRROR WILLS FOR £220 + VAT

ON ALL PERSONAL INJURY
AND MEDICAL NEGLIGENCE
SERVICES

15% OFF FAMILY LAW

15% OFF
PROPERTY LAW AND
CONVEYANCING*
LEGAL FEES FOR HOUSE
PURCHASE FROM £318.75 + VAT
AND DISBURSEMENTS

AND DIVORCE*
DIVORCE RESPONDENT FEES
FROM £375 + VAT AND
DISBURSEMENTS & DIVORCE
PETITIONER FEES FROM
£595 + VAT AND DISBURSEMENTS

*OFFER ENDS 31ST MARCH 2022

info@morrishsolicitors.com
033 3344 9600
morrishsolicitors.com/socialworkersunion/
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Union Contact Scheme Update
Union Contacts Quarterly
Catch-up Meetings
Given the current ‘working-from-home’ culture,
we understand the difficulties faced by our
SWU Union Contacts around establishing links
with other activists and having face-to-face
conversations with colleagues about union
membership, which is of course a fundamental
element of trade union activities. With this in
mind, we have recently hosted our first Union
Contacts Quarterly Catch-up Meeting which
proved to be a successful opportunity, not only
for current and established Union Contacts to
share thoughts and ideas, but for those
interested in the role and curious to find out
more. It was great to see some familiar faces
along with the opportunity to meet new and
potential Union Contacts, and always
refreshing to speak with like-minded activists
keen to know more about SWU and the
different ways they can become more involved.
Whilst the quarterly catch-ups are
predominantly for inducted Union Contacts, we
encourage attendance from SWU members
interested in learning more about the role, with
a view to becoming a Union Contact within
their workplace (or university if a student social
worker). We propose to have our next online
meeting towards the end of May, and you’ll
receive further details and the opportunity to
register to attend nearer the date.
If you didn’t have chance to attend the recent
meeting but would still like to find out more
about becoming a SWU Union Contact, please
don’t hesitate to drop me an email for further
details of our online induction and training.

BASW Branches
Don’t forget that the opportunity to attend your
local BASW branch is open to all SWU
members and Union Contacts. If you don’t
have a local branch you may
wish to

be involved in
creating one and
being a member of
the branch
committee. If this
sounds appealing,
please let me know
and I will link you with
the relevant BASW Officer. An advantage of
the current online world is that you can also
attend BASW branch meetings in any area as
well as locally, so take a look at the BASW
website for branch activities and register for
any that are of interest. If you are an inducted
SWU Union Contact, please don’t forget to
take the opportunity to promote SWU
membership at any branch meetings you
attend. It’s important to spread the word and to
encourage membership, which will in turn
collectively strengthen the Union.

Phase 2 Union Contacts
I am currently in talks with our Advice &
Representation Team to re-establish and
promote the role of Phase 2 Union Contact for
those Union Contacts who wish to develop
their role into providing low-level
representation and support to members. We
will be focussing more on this in coming
months and plan a Phase 2 meeting in April for
those currently in the role. Watch this space
for further details and future training
opportunities if it sounds of interest to you.

SWU Campaigns
Union Contacts are encouraged to consider
making use of the SWU Campaign Fund,
which enables and supports members to
establish and promote a campaign of their
own. Recent Campaigns and information on
how to apply can be found here SWU
Campaign Fund | www.basw.co.uk.
Additionally, there are opportunities to be
involved in the Campaign Fund Committee
which oversees the campaign applications.
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SWU Website
SWU will soon be unveiling our own new
website with a section dedicated to all things
‘Union Contact’. This will be an excellent
additional resource and will provide all relevant
information pertaining to Union Contacts,
including training and ongoing support. Further
details and links will follow. In the meantime,
please continue to look at SWU’s pages within
the BASW website which provides all information
about SWU’s current and upcoming activities.
Reminder!! - If you are an inducted Union
Contact and have recently changed home
address, place of work, email, or telephone
number, please don’t forget to let me know.

We want to ensure that you receive all relevant
updates and information so please do keep
your contact details up to date.
Thank you for your continued support.
In solidarity,

Carol Reid
National Organiser &
Union Contact
Scheme Manager
Carol.reid@swuunion.org.uk

SWU Campaign Fund update: Rampant
food insecurity hitting most vulnerable
Results from the Food Is Care campaign group survey show
how widespread food poverty is in the UK
The campaign group Food is Care is being
supported by the SWU Campaign Fund, run in
conjunction with Campaign Collective.
The figures from the Food Is Care survey
(December 2021 - January 2022) have
uncovered a scale of food poverty and
insecurity not seen before. According to the
new research, two-thirds (64%) of social
workers have reported concerns about families
being able to provide food for children.
Social workers interviewed by the group
claimed that families they work with are
compromising on the quality of food to save
money (71%), compromising on the quantity of
food consumed to save money (59%), and
skipping meals (55%).
Over four-fifths (84%) said the
vulnerable children

and families they work with rely on food banks.
Over the past 12 months over half (52%) report
food poverty and insecurity has got dramatically
worse with a further 35% saying it has got
somewhat worse.
Dominic Watters, a single dad social worker who
runs the Food Is Care campaign, said:
The issue of food has been off the table for too
long because social work leaders are out of
touch with the daily living experience of
poverty. Food is Care is a campaign letting
those in power know that poor, often single
parent families in council estates, are hungry
and feel unheard.
The pandemic has brought the hidden
struggles of many experiencing food poverty to
the fore. It is the reality of life for millions of
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people. The time is right for this vital Food Is
Care campaign to make the case for the right
to food to be realised by all, and SWU
alongside Campaign Collective proudly supports
them in this message.
One social worker, responding to the survey,
told researchers:
Food poverty is rampant.

Despite the extent of the problem revealed by
the research only a few social workers (6%)
felt they had sufficient training to deal with the
issue. Eight in ten (82%) added that the issue
should be included in the British Association of
Social Workers’ Professional Capabilities
Framework, Department of Education
Knowledge and Skills Statement, and Social
Work England’s professional standards.

Another commented:
Food insecurity and hunger on our youngest
children whilst they are developing their brains
and attachment has a life-long effect - many of
our looked after children have significant
issues with food as a result of the poverty,
neglect and lack of good enough care including
food despite being removed into care and
moving on to better family life.

Dominic Watters continued:
Our unique survey not only shows how
widespread this issue is, but also an
undeniable connection between food insecurity
and social work.
I am asking for the professional bodies to view
this as an opportunity to centrally locate food
insecurity into their practice guidance to help
address this inequality.

Another social worker added:
I have been horrified to become aware of the
number of people in work but needing to use
food banks because they can’t keep warm and
eat. What a way to live!

The fact it is taking a single dad from a deprived
council block and not the policymakers to
request this change is in itself a demonstration
of the discrimination poor people experience.
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SWU Campaign Fund Kicks Off
Next Wave Of Activity
The unique SWU Campaign
Fund, run in conjunction
with social enterprise
Campaign Collective, has
started activity on the next
four campaigns suggested by SWU Members.
Four campaigns were approved last month to run
and will cover a range of vital issues affecting
social workers and those they work with.
Previous support from the Fund has supported
the launch of the #FoodIsCare campaign (see
pages 11 and 12), the successful calls for the
Welsh Government to improve bursaries for
social work students and the ongoing work with
the press regulators to improve reporting of
cases involving social workers.
The next wave of campaigns will include work
to celebrate the positive impact that
neurodiverse social workers have and improve
understanding of the working adjustments
needed to help them succeed.
Two vital campaigns will focus on working
conditions and employment practices. The first
will encourage more part-time work
opportunities to be created for social workers,
to improve working conditions, provide
opportunities for those who need part time
work and improve retention of social workers.
The second will celebrate and publicly

recognise the good practice that exists among
social work employers across the country - a
unique campaign for a trade union to run!
We will welcome examples of good practice to
be submitted by social workers who feel
employers could learn from their workplaces. For
example, perhaps your employer has an excellent
approach to supporting people with mental health
needs or who are neurodiverse. Or perhaps your
employer adopts excellent family friendly or
flexible working. Please contact carol.reid@swuunion.org.uk if you have any suggestions.
The final activity agreed by the last Fund meeting
will examine what more we can do to push the
message for increased funding for social work in
the media and among MPs. Recommendations
from this work will help to inform future campaign
work by SWU and its partners.
Any SWU member who would like to run their
own campaign is encouraged to submit ideas
for funding by filling out the SWU Campaign
Fund Application Form and returning it via email.
The Campaign Fund Committee will be reviewing
proposals every 2 months throughout 2022, and
will be available as needed to review any time
sensitive requests that are marked urgent.
More details along with the application form can
be found on the SWU Campaign Fund webpage.

Social Media
SWU can be found on the following:

If you have not done so then please follow us on
Social Media - we post and tweet regular updates
about the work and developments of the Social
Workers Union.

Internet:

www.swu-union.org.uk

Twitter:

SWU_UK

Monthly Newsletter

Facebook: www.facebook.com/socialworkersunionuk/

Monthly newsletters are emailed to all SWU
members. If you are not receiving this then
please check what email address we have. The
newsletters are also published on the
web site.

YouTube:

https://www.youtube.com/channel/

Instagram: www.instagram.com/socialworkersunion
LinkedIn:

https://www.linkedin.com/company/
social-workers-union
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Book Review

Birmingham’s Children
A Tale of two Cities
by Eddie O’Hara
In this book, Eddie provides a fascinating
historical insight and social observation
regarding Birmingham as a city but also
develops the history and purposes of All
Birmingham’s Children (ABC) extremely
well. The work undertaken by ABC has
made a significant difference to so many,
yet one question that is an underlying
theme within the book is ‘Why have
childhood poverty and food banks in
Birmingham become the new normal’?
The book highlights that a generation of
communities have enjoyed everything the
UK post war social contract and welfare
state has had to offer, free education,
health provision, social care housing, social
care, unemployment benefit and
assistance. Consequently, for so many
children living in Birmingham ‘these can be
the best of times with great opportunities ahead’. However, as highlighted for 32-54 % of children
living in Birmingham ‘these are unfortunately the worst of times’.
The book is further concerned with the questions of how so many children remain in this desperate
situation? It offers a well-argued analysis with clear suggestions on how this could be achieved
asking Birmingham’s leadership to create a better child friendly city and community where other
organisations will want to follow.
Carefully assembled, the chapters are well developed, leading into the next, advancing the reader
with some thought-provoking statistics, allowing you to gain a deeper insight into the diversity of
children’s lives and opportunities.
Each chapter is written by an author who has terrific personal and professional knowledge of the
systems that support but that can also hinder Birmingham’s development, which allows for an
accurate and honest representation of the city. This develops to offer clear and articulated
suggestions on how to promote the best interests of all children living in Birmingham and the wider
community.
John McGowan
General Secretary
Social Workers Union

15

ADVERTORIAL

The trusted and ethical umbrella service exclusively for BASW members

Join the UK’s only not-for-proﬁt umbrella for just £15.00 per week.

Why join?
Put simply – the service understands the industry and
challenges agency social workers face.
Ethically committed to a fair, competitive price, it costs
just £15.00 per week and there are no joining fees or
hidden costs.

Beneﬁts of joining
l Compliant: all income subject to PAYE, NIC, holiday
pay accrual and allowable expenses.
l Employment rights: access to HR and employment
advice.
l Intuitive app: dedicated app, faster invoicing and
payment.

Join us
Created by social workers for social workers
and exclusively for BASW members, Social
Work Employment Services is the UK’s only
not-for-proﬁt umbrella company.
Working solely with agency social workers, it
provides PAYE, payroll and employment
services to ensure they receive the best returns
from their contract, whilst also complying with
off-payroll legislation (IR35).
Set-up in direct response to BASW members’
request for a trusted umbrella organisation, it is
professional, ethical, and understands the
complexities and challenges of the industry.
Bound by BASW’s Code of Ethics, there is also a
formal recognition agreement with the Social
Workers Union (SWU) to ensure greater
protection of agency workers’ rights.

Joining has never been easier. BASW members can sign
up for Social Work Employment Services through an easy
to navigate form.

Visit www.socialworkemploymentservices.co.uk/join
to ﬁnd out more about how to join.
If you have any questions – give us a call on:
0333 311 0922.

Don’t just take our word for it…
“I have always been wary of using umbrella companies
and have previously moved agencies to avoid using their
services. However, Social Work Employment Services has
changed all that and provides me with a stress-feel
solution to all my employment needs.
“The process is very simple with everything explained
clearly, and if I have any queries, I can speak to someone
directly. All my experiences have been very positive and
I’m extremely happy. I would not hesitate to recommend
Social Work Employment Services to anyone looking for
a trusted umbrella company.”
Sandra Golding, BASW member.
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Chair’s Corner
I am writing this as the end of the
#I unions week draws to a close on
Tuesday 22nd, this is the 5th year from the
14-22 Feb 2022. The 22nd of February
incidentally was celebrated by women and
pacifists from 1911 and in 1917 striking
women sparked the February Revolution on
International Women’s Day (Julian
Calendar)!
In 2022, it is the week when Unions focus a
time and energy to celebrate great work done
by trade unions and trade unionists in the UK.
I spent Valentine’s
evening listening and
contributing to the on-line session and
sharing the vital role of social workers and
the union. I let them know that the social
work profession works within all aspects of
the margins of society and has a proud
history of advocating and campaigning. It
has been oftentimes been castigated by
government and like so many areas of social
care been commodified and segmented.
COVID-19 has demonstrated the structural
inequalities particularly following the austerity
of the past 10 years. The majority of society
and politicians have now recognised that
inequality neither inevitable nor natural and
fundamental change is overdue.
A year ago I become a part-time social
worker, along with a colleague we agreed to
job-share. There is no obligation on an
employer to agree to this. My post was policy
and planned work. Part-time social work
roles are rare and the right to request a jobshare exists under a ‘flexible working policy’ where you have worked continuously for at
least 26 weeks can be seen as a tool to
‘create’ a part time role. I had been the only
one in the specific post for a year and half,
my job-share partner had been in a same
grade and different role for several years.
My job-share partner had been requesting
part-time before my arrival in the
team.

The history of the job-share is distinctly
gendered. The practice was most often
described as a solution tailored for women, as
one Associated Press article summarised, ‘a
compromise between full-time housework and
full-time employment.’
Sexism, like all discrimination it is subtle and
nuanced and increasingly so as the impact
of the pandemic exposes its unequal bias.
Social Work remains a female dominated but
male led profession. The job-share was
agreed (in line with the flexible working
policy), we commenced and as is the reality
of social work teams agreed to ‘keep hold’ of
all our respective full-time caseloads - just
until her post had been filled. In the four
months it took to recruit I became
increasingly stretched, stressed and then
allocated a ‘cases in crisis’. I began to work
on my non-working days in response to
volume and the crisis, ironically my original
post was policy and planned work was all
done in the hours outside ‘work’. We were
then told (via minutes) the role needed to
change. This change meant the role was not
in fact possible to undertake part-time.
There was no reduction in our respective
caseloads and I left the post. This job share
maybe was set up to fail by our managers,
who maybe never really wanted part-time
posts in the team? As social workers we
learn how to challenge injustice wherever it
maybe and articulate the why and the how of
social power, the layered interactions that
reveal and expose the complexities we
encounter.
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This week, like every week I encourage
union membership, and like so many of my
weeks this one has been brutally juxtaposed
with the reality of social work practice. I
was reminded of the oppression and
marginalisation of the social workers in their
workplace. Mid-week a social worker in told
me that she was left in tears following her
Teams supervision session, sat at home
alone - so surprised by the interaction that
she was in tears, the ‘session’ did not
pause, offer empathy or even notice her
upset. I have been here, my guess from the
SWU survey is most of you have been here
over the past 23 months? This micro
aggression within the supervisory
experience and everyday encounters of
advocating for and describing injustice is
now beginning to be articulated as a moral
distress within the workplace.
SWU was denied entry into the TUC in 2021
after objections from UNISON, an act during
the Covid19 Pandemic that was just not
acceptable.
‘To promote equality for all and to eliminate all
forms of harassment, prejudice and unfair
discrimination, both within its own structures
and through all its activities.’
Social workers work at the margins of society
and in small, often a minority profession in
larger MDT’s, as professionals we see the
social policy injustices and discriminatory
impacts.
As an agency social worker, like other
employers’ part-time roles are rare, yet
increasingly wanted by the profession, social
workers who both want and need to work part
time. My experience has seen part-time
social workers, all coincidently have been
women (over 25 years heuristic experience)
have routinely been ignored for training
opportunities, looked over for promotion and
considered ‘less than’ marginalised by their
employers.

Social Work has a long way to go and this
years International Women’s Day, coming up
on March 8th 2022 is themed is ‘Gender
Equality today for a sustainable tomorrow’.
SWU’s Campaign Fund is spear-heading this
issue and as we all adjust to the Covid legacy
and this is not before time in social work.
SWU is an inclusive union that seeks to
understand the experiences of social workers
in the workplace, promote and challenge as
well as represent when needed.
SWU -The Social Workers Union understand
that Social Workers are isolated, marginalised
and at risk of being castigated for ‘doing their
jobs’. The limited research on how regulators
respond to practice issues indicates it is the
experienced social workers ending up in
‘fitness to practice’ hearing for daring to alert
the conditions of the profession. As a Union
we are active researchers of the lived
experience of social workers in practice - we
are conveying knowledge to others, by telling
them, advising them and making sense of
their social and employment experiences
under the ethical framework of our codes of
practice and conduct.
The Social Workers Union understands the
experiences of social workers in the
workplace, promotes and challenges as well
as represent when needed. Throughout the
pandemic SWU has held ‘Workplace Issues’
on-line sessions that are free session and
open to all social workers, union members or
not. In solidarity. In my view it is no coincidence that the SWU membership is
growing faster year on year as the reputation
and value increases.

#I the Social
Workers Union

Carys Phillips,
SWU Chair
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Talk to SWU:

work place issues webinar
Tuesday 29 March 2022 – 6-7pm

This free webinar series is a
chance to talk directly with the
Social Workers Union about any
workplace issues you have been
experiencing.
In this session a panel of Advice & Representation Trade Union Ofﬁcers along with
a SWU Legal Advisor will answer questions from attendees. The webinar is set up
so that questions can be asked anonymously. Some common issues experienced
by our members include:
l Terms and conditions being changed or altered
l Facing re-organisation
l Experiencing bullying and harassment

All UK social workers and social work students are invited to attend and engage
with this online advice and representation session. You don’t need to be a member
of BASW or SWU to attend.

Be sure to register for the event by 11.45pm on 28 march 2022.
www.basw.co.uk/events/talk-swu-workplaceissues-webinar-29-march-2022
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Austerity Action Group
BOOT OUT AUSTERITY Marches On
- Speaking Truth or Power
Marching On
With Covid Restrictions easing we will be looking at the
practicalities of joining in some of the many demos and
marches that are starting to be announced.
We march under the SWASUAA (Social Workers and Service Users Against Austerity) Banner
which, whilst being much admired, is also large and somewhat heavy and needs a minimum of four
people to take turns to shoulder it. If you have never shouldered a banner I can recommend it to be
an activity that you will long remember 1) for the stiffness of your arm and shoulder muscles the
following day, and 2) the immense feeling of pride and solidarity from doing your bit. Watch out for
details on social media and let us know if you can help with banner duties.
Contact us at: aag@swu-union.org.uk
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Speaking Truth to Power - or in this case singing it
The universality of some poems and sayings cannot be underestimated, whilst this one clearly has
its origins as a protest against the Inclosures (Enclosures) Act of 1801 it speaks to those in power
today. Many have commented on it over the years. In an essay written in 2002 Duke Law School’s
Professor James Boyle summed it up: The poem manages in a few lines to criticize double
standards, expose the artificial and controversial nature of property rights, and take a slap at the
legitimacy of state power. And it does it all with humor, without jargon, and in rhyming couplets.
As my mind absorbed the words a tune started to emerged, which I think adds to the overall effect
and which I shall call Boris Cooks His own Goose. Over the years a number of versions of the
poem have been collected. My version is the first two verses of it:
They hang the man and flog the woman
Who steals the goose from off the common
Yet let the greater villain loose
That steals the common from the goose.

The poor and wretched don't escape
If they conspire the law to break
This must be so but they endure
Those who conspire to make the law.

The law demands that we at one
When we take things we do not own
But leaves the lords and ladies fine
Who take things that are yours and mine.

The law locks up the man or woman
Who steals the goose from off the common
And geese will still a common lack
Till they go and steal it back.

You can find the song on YouTube under my name :
Angi Naylor https://youtu.be/iCsBETvj-Zw

Angi Naylor
SWU Executive Member and Chair Austerity Action Group
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carol.reid@swu-union.org.uk or email
SWU Admin: joanne.marciano@swuunion.org.uk

SWU can be found on the following:
www.facebook.com/socialworkersunionuk/
www.swu-union.org.uk

SWU_UK

Instagram: socialworkersunion
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