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Executive Summary 
Queensland’s foster care sector is at a crossroads. Demand for safe and stable home-based 
care continues to rise, yet the number of approved foster carers is declining year on year. This 
growing shortage puts pressure on existing carers, increases reliance on residential care, and 
reduces placement stability for children and young people. 

Social Vantage Advisory (SVA) partners with foster carer and government agencies to address 
this challenge head-on. Our approach combines retention-led recruitment with deep local 
knowledge, cultural safety and sector-specific expertise. We help you to not only attract carers, 
but keep them engaged, supported and effective for the long term. 

Our Goal 

The current out of home care (OOHC) environment presents both urgent challenges and 
significant opportunities for Queensland foster care agencies. The goal of a well-designed 
practice toolkit for foster care services is a more stable carer pool, reduced turnover and better 
outcomes for children in care. To achieve this, we will:  

• deliver evidence-based strategies tailored to your region and community 

• focus on and embed a culture of carer retention as the foundation of recruitment 
success 

• design practical, child-centred solutions aligned with legislative and funding 
requirements. 

The Challenge 

There are established challenges within the sector that impact the way Queensland’s foster 
care system functions and delivers stability and safety for children in OOHC. In particular: 

• carer numbers are in decline, creating shortages in culturally matched placements and 
specialist care 

• new carers are leaving within their first 12 months at alarming rates 

• increased reliance on residential care is stretching resources and impacting outcomes. 

The Opportunity 

Recent shifts in the foster care landscape are opening up opportunities for innovation and 
localised, responsive strategy. As a result, community-led and culturally safe approaches are 
gaining momentum and demonstrating positive outcomes.  Rather than relying on reactive 
recruitments efforts, a focus on retention-led recruitment is helping agencies reduce turnover, 
foster stability and build a stronger foundation for attracting new carers. 

Now is the time for agencies to rethink their approach and move from reactive recruitment 
campaigns to sustainable, data-informed strategies that address both attraction and retention. 

SVA’s expertise enables your agency to act decisively, meet funding expectations, and create 
lasting impact. 
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Why retention-led recruitment matters 
The recruitment and retention of foster carers is not just a workforce function; it is a child 
protection strategy. Every placement decision represents a critical moment in a child or young 
person’s life. The carers we recruit and retain directly shape the safety, stability and wellbeing of 
children in OOHC. 

Reactive recruitment has been treated as the primary solution to a shrinking carer workforce for 
far too long. As is the case in many jurisdictions globally, enquiries from potential carers across 
Queensland may remain steady, yet conversion rates are dropping, approvals are slowing, and 
more carers are exiting the system each year than entering it. Meanwhile, the complexity of 
children’s needs is increasing, and the pool of experienced carers, particularly those most able 
to take on complex placements, is shrinking. 

This means that retention should not be considered a secondary strategy as it is the most 
effective and strategic form of recruitment. Retaining skilled, committed carers in the system 
supports continuity for children, fosters word-of-mouth advocacy, and reduces reliance on 
costly, less suitable placement options such as residential care. 

The Case for Retention-Led Recruitment 

Retention-led recruitment enables a multitude of benefits, supporting OOHC organisations to 
protect and support children:  

1. Children need stable, trusted relationships 
Evidence shows that stable placements with supported carers are linked to better 
outcomes in education, mental health, identity development and wellbeing. High turnover 
disrupts attachments, increases trauma and undermines placement stability. 

2. Retention is more cost-effective than recruitment 
Recruiting, assessing, training and approving a new carer takes months and thousands of 
dollars. Preventing a single carer from leaving can offset the need to recruit multiple new 
ones. 

3. Experience is irreplaceable 
Carers with three or more years’ experience are more likely to take sibling groups, teenagers 
and children with complex needs which is exactly where placement demand is highest. 
Losing them increases pressure on residential care and reduces placement matching 
options. 

4. Retention drives diversity and inclusion 
Aboriginal and Torres Strait Islander carers, culturally and linguistically diverse carers, and 
LGBTQIA+ carers may face additional barriers. Retaining these carers strengthens cultural 
safety and identity-affirming care for children. 

5. Carers recruit carers 
Word-of-mouth is consistently one of the most trusted recruitment channels. Supported 
carers become advocates; unsupported carers become exit interviews and deterrents. 
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Our Service Delivery Model 

To support positive outcomes for organisations, carers, 
children and young people and the community, our 
delivery model is aligned with the Child Safety Practice 
Manual, the National Child Safe Standards and Universal 
Principle and the Aboriginal and Torres Strait Islander 
Child Placement Principle. These provide the foundation 
for our four methodology pillars for supporting 
successful carer retention and recruitment and are 
enabled by our principles of best practice.  

Principles of Best Practice  

When carers feel valued, supported and included, they 
stay and bring others with them. Building a system that 
prioritises retention first is the most child-centred, cost-effective and sustainable recruitment 
strategy available. Retention-led recruitment works when the following principles are 
embedded in everyday practice: 

Child-centred and relationship-based 
• Recruitment focuses on meeting the needs of children and young people, not simply 

increasing carer numbers. 
• Carer matching takes children’s voices and preferences into consideration wherever 

possible, consistent with the Child Safe Standards. 
• Relationships of trust and stability are prioritised over short-term capacity gains. 
Retention as the recruitment engine 
• Support, inclusion in decision-making and timely responses keep carers engaged. 
• Ongoing feedback, surveys and exit interviews identify and address risks early. 
Culturally safe and community-led 
• Practice reflects the Aboriginal and Torres Strait Islander Child Placement Principle. 
• First Nations communities lead recruitment and training where possible, supported by 

cultural mentors, Elders and ATSICCOs. 
Inclusive and diverse 
• Services actively recruit and retain carers from a wide range of cultural, linguistic, faith, 

family and identity backgrounds. 
• Assessment focuses on capacity and connection, not conformity. 
Localised and data-informed 
• Strategies are grounded in local OOHC profiles, turnover trends and placement needs. 
• Tools such as Gaps Analysis and Carer Capability Framework guide evidence-based 

decision-making. 
Transparent and supportive processes 
• Carers receive realistic information early about the challenges and rewards of fostering. 
• Clear, timely and compassionate processes are maintained from first enquiry to ongoing 

support. 
Embedded in continuous improvement 
• Services monitor KPIs such as approval timelines, placement stability and satisfaction. 
• Innovation is encouraged and good practice is shared across the sector. 
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What Retention-Led Recruitment Looks Like in Practice 

Retention-led recruitment changes the focus from “How many carers did we approve this year?” 
to “How many carers are still active, capable and thriving?” 

It means: 

• Actively listening to carers through feedback, surveys and one-on-one conversations. 

• Providing extra support during high-risk moments such as allegations, placement 
breakdowns or transitions. 

• Building peer networks and local carer communities for connection and resilience. 

• Recognising and celebrating carers year-round, not just during formal events. 

• Offering clear development pathways, training, and mentorship for carers to grow in 
capability. 

• Embedding cultural safety and identity into every engagement with carers and children. 

Toolkit teaser 

As part of our engagement, your organisation will gain access to 
a suite of tailored tools designed to strengthen foster carer 
recruitment and retention. These tools are not off-the-shelf, they 
are developed in close collaboration with your team to reflect 
your local context, community needs, and strategic priorities. 

The toolkit is built around the principle that retention is the most 
effective form of recruitment. It draws on best practice, sector 
insights, and lived experience to offer practical, actionable 
resources that support carer wellbeing, cultural safety, and 
placement stability. 

These tools are designed to be flexible, scalable, and responsive, 
regardless of your size or location. 

The full toolkit is available exclusively through our consultancy 
engagement, so that each component is applied effectively and 
adapted to your operational environment. We work alongside your team to embed these tools 
into practice, build internal capability, and deliver measurable outcomes. 

While each toolkit is unique, it may include elements such as: 

• Local Gaps Analysis to identify placement trends, carer availability, and unmet needs 

• Carer Capability Mapping to align carer skills and preferences with placement demands 

• Feedback and Exit Interview Templates to capture carer voice and inform continuous 
improvement 

An example Local Gaps Analysis is included in Appendix A to provide a glimpse into how data-
driven insights can inform your strategy.  
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Our Process 
We make the process straightforward, collaborative, and flexible to your needs. While every engagement is unique, most projects follow a clear sequence. This 
approach means that strategies aren’t just designed but embedded in your operations and adapted to your changing needs. 
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The future of foster care in Queensland depends on the strength and stability of the carer 
workforce. With the right strategy, your organisation can not only recruit more carers but keep 
them engaged for years to come. 

SVA is ready to help you: 

• Build a stable and diverse carer base 

• Reduce churn and strengthen retention 

• Attract culturally matched carers for your community 

• Deliver measurable improvements in placement stability and child outcomes 

 

Let’s start the conversation. 

 

Andrea Lauchs 
Partner 
SOCIAL VANTAGE ADVISORY 
0421 434 313 
Andrea@socialvantage.com.au 

 

Sammy Bruderer 
Partner 
SOCIAL VANTAGE ADVISORY 
0400 533 115 
Sammy@socialvantag.com.au 
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