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Chart 7: Estimated number of adult social care jobs by individual job roles in the
London region, 2014

* 'Others’ includes 14 job roles where it was estimated there were fewer than 5,000 jobs.



0)%

This section provides a more detailed breakdown of the adult social care workforce in
terms of the types of job roles involved. Chart 7 shows that ‘care worker’ was by far the
most common job role in the adult social care sector with an estimated 107,500 (810,000
in England) of these roles being carried out as at 2014. Care workers accounted for half
(51%) of all jobs in the adult social care sector in London (52% in England). It also shows
that ‘jobs for direct payment recipients’ (29,250) was the second most common job role
and ‘other care-providing roles’ were the third most common (10,500).

2.5.1. Regulated professions

The sub-sections below focus on the three main regulated professions in the adult social
care sector. Although these roles make-up a relatively small proportion of the total adult
social care workforce they are vital in the social care system and also in terms of
integrated health and social care planning and delivery.

Registered nurses
As at 2014 there were an estimated 49,500 registered nurse jobs in the adult
social care sector in England, and 5,750 in the London region. The vast majority
@ of these jobs were in care homes with nursing in the independent sector. This
figure does not include registered nurse jobs in the NHS.

Occupational therapists
There were an estimated 21,500 occupational therapist jobs in the adult social
care sector as at 2014 in England and 3,250 in the London region. The national
@ estimate includes 18,000 occupational therapist jobs in the NHS, these roles
are considered to be ‘social care’ related and have therefore been included as
part of the adult social care workforce. The majority of the remaining occupational therapist
jobs were for local authorities (2,600).

Social workers
As at 2014 there were an estimated 16,500 social worker jobs in the adult
social care sector in England and 3,000 in the London region. Social workers
m employed by the NHS have not been included in this total as there is not
currently a published source of this information. Analysis performed by the
Health and Social Care Information Centre suggests that, as at 2014, there were around
1,500 FTE social worker jobs in the NHS in England.

2.6. Job trends
The number of adult social care jobs in the London region has increased by 14%

(approximately 26,500 jobs) from 2011 to 2014, from an estimated 184,500 jobs to
211,000. Chart 8 shows the growth of adult social care jobs over the past three years.

o)
c
«
o
N
(7]

g
=]
F=
(4]
=
S
e
(7]




0)%

The main changes seen in the adult social care sector over this time period include: a shift
away from local authority services to independent employers, continued increase in the
personalisation of adult social care services, increase in the number and percentage of
jobs in domiciliary care, increase in jobs for care homes with nursing and a shift towards
direct care providing job roles.

Chart 8: Estimated number of adult social care jobs in the London region, 2011-2014
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2.7. Further information

For more information and to perform your own analysis of data held in the
NMDS-SC in your area please visit the Skills for Care Open Access NMDS-SC
Dashboards at: www.nmds-sc-online.org.uk/reportengine/dashboard.aspx.

There is a dashboard showing information about the following workforce areas discussed
in this chapter:

= Estimated number of jobs in the adult social care sector

= Estimated number of people working in the adult social care sector

= Estimated number of care providing locations in the adult social care sector
=  Whole time equivalent workforce information

The NMDS-SC Dashboards act as a diagnostic tool to shine light on issues affecting the
social care sector. NMDS-SC data is graphically presented in an easy to understand
format with tailored interpretation, simple guidance and links to related resources. These
dashboards are available to anyone with an interest in the social care sector, workforce
planning, service commissioning or labour market intelligence. With flexible social care
workforce information dashboards you can access and understand social care workforce
information, select a workforce area of interest and choose your own comparator group
and you can see information by your choice of geographical area, service, sector, job role,
service user group and more.
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Overview of recruitment and retention information in the London region

= Just under a third of all workers (29.8%) were new to their roles in the past 12 months;
this is an estimated 63,000 new starters.

= The average age of a new starter to the adult social care sector is 36 years old.

= Workers have, on average, seven years of experience working in the adult social care
sector and four years of experience in their current role.

= There is an estimated turnover rate of 20.8% across the sector in the London region;
this is around 44,000 leavers each year.

= |tis estimated that 33% of leavers continue to work in the adult social care sector while
67% leave the sector.

= There is an estimated vacancy rate of 7.5% in the sector; this gives an estimated
average of 13,850 vacancies in London at any one time.

= The average number of sickness days taken by social care workers in the past 12
months was 3.2. This is at least 668,000 days lost to sickness in the past year.

This section looks at information about the number of new starters, start age and years of
experience, the number of leavers and their destinations after leaving, number of
vacancies and staff sickness rate.

3.1. New starters

Skills for Care estimates that approximately 29.8% of the workforce started in their current
role within the past 12 months. The managerial starters’ rate is lower at 19.9% in the
London region whereas regulated professions and direct care staff have a higher starter
rate, at 24.7% and 32.5% respectively. This is approximately 63,000 new starters in
London each year.

Chart 9: Estimated proportion of workers who have started their role in the past 12
months, England and London
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It should be noted that the starters’ rate shows people that are new to their role, this could
be a mixture of those new to the adult social care sector and churn within the adult social

care sector, i.e. people moving from different employers or within the same organisations.
(See destinations of leavers)

3.1.1. Start age

The average age of a person joining the adult social care sector in London is 36 years old.
Managers tend to join the sector younger, at 34 years old. The ‘other job roles’ group,
which consists mostly of ancillary, admin staff and other non-care providing job roles has
the oldest average joining age, at 37 years old. There is little difference between England
averages and the London region.

Chart 10: Estimated average age joining the adult social care sector, England and
London
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Managerial |GGG 326
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Under a fifth of direct care workers (16%) join the sector under the age of 24 years old.
There is likely to be a large increase in demand for labour in the sector (see section 2.1).
This is driven by societal demographic change and will mean employers and policy makers
need to look wider than the traditional care worker demographic for recruitment in the
future. Particular focus could be given to making the sector more attractive to males and
younger workers.

Skills for Care is working in conjunction with the government and other social care
employers on a number of initiatives to encourage younger people to join the adult social
care sector, for example ‘| Care... Ambassadors’ and apprenticeships®.

6 www.sKillsforcare.org.uk/Finding-and-keeping-workers
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3.2. Experience of the adult social care workforce

Experience in sector

The adult social care workforce has an experienced ‘core’. Workers have, on average,
seven years of experience in the sector and around 70% of the workforce has been
working in the sector for at least three years. Chart 11 shows that managerial roles have
the most experience in the sector, with an average of 12 years, followed by regulated
professionals with an average of 11.

Direct care staff have an average of 6 years of experience, however senior care workers
have an average of 9 years of experience compared to the 6 years of care workers.

Chart 11: Estimated average number of years of experience working in the adult
social care sector by job role group, England and London
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Just under a third (31%) of the workforce has less than three years of experience, and it
has been shown that new starters have the highest turnover rate. In England as a whole,
at least 40% of newly employed care workers leave within the first year, compared to an
average care worker turnover rate of 29%’.

"NMDS-SC Trend briefing 2, ‘Recruitment and retention’ http://www.skillsforcare.org.uk/briefings




Chart 12: Estimated number of years of experience working in the adult social care
sector by job role group, England and London

Up to three years m3to 10 years ® More than 10 years

All job roles 31% 46% 23%
Managerial 14% 38% 48%
Regulated profession 25% 37% 38%

Direct care 35% 47% 18%
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Experience in role

Workers have, on average, four years of experience in their current role. Over half of
workers (53%) have been in their role for less than three years, 36% for three to ten years
and 10% for more than ten years.

Chart 13: Estimated average number of years of experience working in current role
by job role group, England and London
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Chart 14 shows the length of time workers have been in their current role by job role.
Managerial staff have the most experience in their roles (65% with more than three years)
and direct care staff generally have the least experience (57% with less than three years).
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Chart 14: Estimated number of years of experience working in current role by job
role group, England and London
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3.3. Leavers and staff turnover

Skills for Care estimate that the staff turnover rate of directly employed staff working in the
adult social care sector in London is 20.8% and 24.0% in England. This is approximately
44,000 a year. The turnover rate of managerial staff is much lower, at 9.6% and is highest
amongst direct care staff. Care workers in the London region have a turnover rate of
24.5%, and senior care workers have a turnover rate of 16.1%.

Chart 15: Estimated proportion of staff leaving their role each year by job role
group, England and London
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As well as varying between job role, turnover rates also vary between sectors, with the

statutory local authority sector having a lower turnover rate than the private and voluntary
sectors.® See chart below for details.

Chart 16: Estimated proportion of staff leaving their role each year by sector,
London

All sectors
Statutory local authority

Private 3.7%

Voluntary
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3.3.1. Destinations of leavers

Although the estimated turnover rate of the adult social care sector is relatively high at
21% in London, a third (33%) of those leavers move to a new role within the sector. This
high level of ‘churn’ within the sector allows some experience to be retained and
developed. Churn within the sector is also highlighted by the gap between the average

years workers have spent in their current job (four years) and the average number of years
spent in the sector (seven years).

Chart 17: Destination of leavers, England and London
Source. Raw NMDS-SC data 2014/2015

m Destination of leavers to within the adult social care sector

m Destination of leavers not to within the adult social care sector

England
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For a more detailed breakdown of destinations after leaving, e.g. the health sector, adults
care sector or agency, please see the statistical appendix on the Skills for Care website

8 It should be noted these figures do not include workers from establishments that ceased to operate during

the period as leavers. This is especially relevant for local authorities as outsourcing and closures were
common in 2014.
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www.skillsforcare.org.uk/regionalreports. Please note that destination of leavers

information is not available by job role or job role group.

It should be noted NMDS-SC coverage of destinations of leavers is lower than for other
areas of this report as employers do not always know where leavers go. As such these
figures should be treated with some caution.

3.4. Vacancies

Skills for Care estimate that 7.5% of the roles in the adult social care sector in the London
region are vacant, this gives an average of approximately 13,850 vacancies at any one
time.

Chart 18: Estimated proportion of vacant posts by job role group, England and
London
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Regulated professional roles had the highest vacancy rate at 8.7% in London. This was
mostly due to the high vacancy rate of social workers, at 11.3%.

3.5. Sickness rates

The average number of days sick per worker in the past 12 months in London was 3.2
days; this was lower than the England average of 4.7 days. The average number of days
sickness does not vary a large amount by job role group, with managers/ supervisor staff
and direct care staff having the lowest sickness, both at 3.0 days. Social workers had the
highest average sickness days at 6.5 days, whereas registered nurses had lower sickness
at an average of 1.8 days.

With an estimated workforce of 211,000 in London and an average of 3.2 sickness days,
that is a total of at least 668,000 days lost to sickness every year.
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Chart 19: Estimated average number of sickness days in the past 12 months by job
role group, England and London
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3.6. Further information

For more information and to perform your own analysis of data held in the
NMDS-SC in your area please visit the Skills for Care Open Access NMDS-SC
Dashboards at: www.nmds-sc-online.org.uk/reportengine/dashboard.aspx.

There is a dashboard showing information about the following workforce areas discussed
in this chapter:

= Workforce turnover rates
= Workforce vacancy rates
= Length of time in current job role
= Workforce sickness rates

There is also lots of useful information on the Skills for Care website about recruiting and
retaining workers, including finding and keeping workers and values based recruitment
and retention. www.skillsforcare.org.uk.
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Overview of employment information in the London region

= The majority of workers (74%) are permanently employed.

= Over half of the workforce are employed full-time (55%) and 30% part-time.

= Over a third of the workforce (34%) are on zero-hours contracts, this proportion is lower
among managerial role (6%) and higher for direct care staff (43%).

4.1. Employment status

The majority of the adult social care workforce is made up of directly employed workers on
permanent contracts. The chart below shows employment status for England and London.
Chart 20: Estimated employment status, England and London

®m England ®London
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In London, the role registered nurse has a higher reliance on bank/pool staff than other job
roles, with 20% falling under this employing status.

4.2. Full/lpart-time status
In the London region over half of the workforce are on a full-time contract (55%), this is
higher than the England average, at 53%. Almost a third (30%) work part-time and 15%

are neither full nor part-time (workers without set hours).

Chart 21: Estimated full/part-time status, England and London

®m Full-time ®Part-time Neither of these

England 1%

London 15%

100%




Full/part status varies by job role, as shown in Chart 22. Senior management roles (84%)
and registered managers (94%) have the highest proportion of workers on a full-time
contract. The majority of social workers (76%) and senior care workers (70%) are also on
a full-time contract.

Chart 22: Estimated full/part-time status by selected job role, London
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Support and outreach 49% 33% 18%
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Registered nurses, care workers and support and outreach workers have the lowest
proportion of full-time workers (53%, 49% and 49% respectively), they are also the job

roles with the highest number of people on zero-hours contracts. Please see section 4.3
for more details.

4.3.Zero-hours contracts
Chart 23 shows the proportion of workers who are recorded as being on zero-hours

contracts. This number differs by job role group, with managerial and regulated
professional roles generally having lower numbers on zero-hours contracts. The largest

numbers are seen amongst direct care staff. Numbers are similar in London and England.

Chart 23: Estimated proportion of workers on zero-hours contracts by job role
group, England and London
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The job role with the highest proportion of workers on zero-hours contracts is care worker,
at 47%, followed by registered nurses at 27% and support and outreach at 21%. The

proportion of care workers on a zero-hours contract in domiciliary care is higher still at
68%.

Chart 24: Estimated proportion of workers on zero-hours contracts by selected job
role, London

Senior management
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4.4.Further information
For more information and to perform your own analysis of data held in the

NMDS-SC in your area please visit the Skills for Care Open Access NMDS-SC
Dashboards at: www.nmds-sc-online.org.uk/reportengine/dashboard.aspx.

There is a dashboard showing information about the following workforce areas discussed
in this chapter:

= Full-time and part-time working
= Qverview of workforce structure
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Overview of workforce demographics in the London region

= The gender breakdown of the population in London is 51% females and 49% males, in
the adult social care workforce it is 79% females and 21% males.

= The average age of a worker is 44 years old and one in five workers are aged over 55
years old.

= In the London region 60% of the population have a white ethnicity, the proportion of the
adult social care workforce with a white ethnicity is lower, at 36%. These are much
lower than the population of England (85% with a white ethnicity) and the overall adult
social care workforce (80%)

= 56% of the adult social care workforce in the London region has a British nationality;
this is considerably lower when looking only at registered nurses, where 36% have a
British nationality.

Chapter 5 of this report looks at the demographics of the adult social care workforce,
including a look at gender, age, ethnicity, nationality, country of birth and year of entry if
not from the UK.

5.1. Gender

Overall, the adult social care workforce remains one where females make up over 80% of
the workforce. Chart 25 shows the proportion of male and female workers in the adult
social care sector compared with the population of England. This pattern suggests pull
factors to the sector for females (perhaps part-time working, the nature of the work) while
also suggesting some push factors for males (potentially around salary levels and
perceptions of the sector).

Chart 25: Estimated gender of the adult social care sector and whole population,
England and London

Males ®Females

Population 49%

Adult social care 18%
Population of London 49%
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Chart 26 shows the gender of the adult social care workforce by job role group for England
and the London region. In London almost 30% of managerial staff are males compared to
under 20% of males in regulated professionals and direct care staff.




Chart 26: Estimated gender by job role group, England and London
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In the London region just over 40% of senior managers are males, as are a third of
community support and outreach workers and 29% of allied health professionals.

Chart 27: Estimated gender by selected job roles, London
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5.2. Age

The sector has often been described as having ‘an ageing workforce’, however it is more
accurate to say the sector has consistently had a workforce with an older than average
age profile. Chart 28 below shows the average age of a worker by job role group and
selected job role. In the adult social care sector in the London region the average age of a
worker is 44, this is higher than in England. There is little difference in average age
between job role groups, nor between England and London.



Chart 28: Estimated average age by job role group, England and London
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The chart below shows age bands of workers in the London region by job role group and
selected job roles. Just over one fifth of workers are aged 55 and over, meaning that they
could retire within the next 10 years. As one would expect, those providing direct care
have a slightly younger age profile than other broad job groups in the sector. It is
interesting to note, from a workforce planning point of view in particular, that for both
managerial and professional job role groups, approximately one in four workers are aged
55 or over.

Chart 29: Estimated age bands of job role groups and selected job roles, London
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Skills for Care is working in conjunction with the government and other social care
employers on a number of initiatives to encourage younger people to join the adult social
care, for example ‘| Care... Ambassadors’ and apprenticeships.’

o http://www.skillsforcare.org.uk/Finding-and-keeping-workers




5.3. Ethnicity

The ethnicity profile of the population of England is similar to that of the adult social care
workforce, with 85% white and 15% black minority ethnic (BME) compared to 80% white
and 20% BME within adult social care. The proportion of BME workers in London is much
higher with the population breakdown being 60% white and 40% BME compared to the
adult social care breakdown of 36% white and 64% BME.

Chart 30: Estimated ethnicity of the adult social care sector and whole population,
England and London
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The chart below shows the proportion of white and BME workers by job role group.
Regulated professionals and direct care workers have the highest proportion of BME
workers (both 68%). This is largely due to registered nurses, where 83% have recorded an
ethnicity of non-white and care workers (69% BME workers).

Chart 31: Estimated ethnicity group by job role group, England and London
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5.4. Nationality

The overall nationality of the adult social care workforce follows a similar pattern to that of
ethnicity, with London having higher levels of non-British workers than the rest of England.



Also, similarly to ethnicity, the higher proportion of non-British regulated professional
workers in the London region are largely due to registered nurses, where 64% are non-
British.

Chart 32: Estimated nationality group by job role group, England and London

H British Non-British

All job roles 18%
ge) Managerial [INENEG_GEEEE 7 10%
& Regulated profession 31%
2 Direct care 19%
L Other 13%

All job roles 44%
5 Managerial 28%
2 Regulated profession 46%
S Direct care 47%

Other 35%

0% 20% 40% 60% 80% 100%

Chart 33 shows the top five nationalities of workers recorded in the NMDS-SC as non-
British. In London, 19% of non-British workers are from the Nigeria and 7% are from India.

Chart 33: Top five nationalities of non-British workers, London
Source. Raw NMDS-SC data 2014/2015
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5.5. Country of birth

Looking at the country of birth of workers provides a slightly different perspective to that of
nationality. Chart 34 shows that a greater proportion of the workforce was born outside the
UK than the proportion of non-British workers — suggesting that some workers have gained
British nationality since arriving in the UK.



Chart 34: Country of birth group by job role group, England and London
Source. Raw NMDS-SC data 2014/2015
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The NMDS-SC allows us to analyse workers born outside the UK by their year of entry into
the UK. Chart 35 shows that in London 14% of non-UK born workers have arrived in the
UK in since 2011 while just under a quarter of workers (23%) have been in the UK since
pre-1995 and may now hold a British passport.

Chart 35: Year of entry to the UK, of non-UK born, England and London
Source. Raw NMDS-SC data 2014/2015
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It should be noted that employers did not always know the year of arrival for their workers
and therefore these figures are based on fewer responses than other areas of this report.
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5.6. Further information

For more information and to perform your own analysis of data held in the
| /\_/-I NMDS-SC in your area please visit the Skills for Care Open Access NMDS-SC
Dashboards at: www.nmds-sc-online.org.uk/reportengine/dashboard.aspx.

There is a dashboard showing information about the following workforce areas discussed
in this chapter:

= Workforce age profile

= Workforce gender profile

=  Workforce ethnicity profile

= Workforce nationality profile

And population demographic dashboards using Census 2011 data
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Overview of average pay rates in the London region
The figures in this section use independent sector data as at March 2015 and local
authority data as at September 2014

Registered manager annual pay was £30,050
Occupational therapist annual pay was £34,650
Registered nurse annual pay was £25,550
Social worker annual pay was £36,300

Senior care worker hourly rate was £9.13. This was £2.63 above the 2014 National
Minimum Wage (NMW) and 2p below the 2014 London Living Wage.

Care worker hourly rate was £7.79. This was £1.29 above the 2014 NMW and £1.36 below
the 2014 London Living Wage.

The NMDS-SC collects pay rates at annual or hourly intervals, or the user can state that a
worker is unpaid. The NMDS-SC also collects information about workers contracted hours.
The information in this section shows full-time equivalent (FTE) average salaries. Pay data
was converted into FTE annual salaries using an average working week of 37 hours (the
full-time equivalent). Hourly pay data was also converted into annual salaries based on the
full-time equivalent. Converting pay in this way allows for pay of full-time and part-time
workers to be better compared.

6.1. Average full-time equivalent annual salaries

Pay rates in the London region were less than the England average. The chart below
shows average full-time equivalent annual salaries by job role group. Managerial staff
were the highest paid, closely followed by regulated professionals.

Chart 36: Estimated average full-time equivalent annual salaries by job role group,
England and London
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Chart 37 below shows average full-time equivalent annual salaries for selected managerial
and regulated professional job roles. In the London region senior management were the
highest paid roles, just above social workers. The average annual pay rate for a registered
nurse in the London region was £25,550 this was £1,250 more than the England average.

Chart 37: Estimated average full-time equivalent annual salaries by selected job
role, England and London
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6.2. Average hourly pay rates

Chart 38 below shows mean hourly pay for job role groups in the adult social care sector,
and how these compare to the 2014 National Minimum Wage and the 2014 UK Living
Wage. The Living Wage is an independently-set hourly rate calculated according to the
basic cost of living in the UK and as at 2014 was £7.85 outside of London and £9.15 in
London'®. The mean hourly rate for managerial staff in London was £15.53, for a
regulated professional it was £15.42 and for a direct care worker it was £8.15.

Pay rates

'* For information about the Living Wage please visit www.livingwage.org.uk
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Chart 38: Estimated average hourly pay rate by job role group, England and London
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The chart below shows the mean hourly pay rates for selected direct care roles in England
and London. Senior care workers were paid an average of £9.13 in London; this was £2.63
more than the 2014 National Minimum Wage and 2p less than the 2014 London Living
Wage.

Care workers were paid an average of £7.35 in England and £7.79 in London. Care
workers in London were paid £1.29 more than the 2014 National Minimum Wage and
£1.36 less than the 2014 London Living Wage.

Chart 39: Estimated average hourly pay rate by selected job roles, England and
London
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In April 2016 a new mandatory National Living Wage (NLW) for workers aged 25 and
above will be introduced, initially set at £7.20", Analysis of the NMDS-SC shows that, as
at September 2014, approximately 26% (42,650) of adult social care workers aged 25 and
over in London were paid less than £7.20.

Chart 40 shows how care worker hourly pay rates differ by sector, with the statutory local
authority sector having higher pay than the private and voluntary sectors. This pattern is

consistent across other job roles too.

Chart 40: Estimated care worker average hourly pay rate by sector, England and
London
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6.3. Further information

NMDS-SC in your area please visit the Skills for Care Open Access NMDS-SC

| T For more information and to perform your own analysis of data held in the
Dashboards at: www.nmds-sc-online.org.uk/reportengine/dashboard.aspx.

There is a dashboard showing information about the following workforce areas discussed
in this chapter:

= Workforce annual pay rates
= Workforce hourly pay rates
= Whole time equivalent workforce information

" National Living Wage - https://www.gov.uk/government/publications/national-living-wage-nlw/national-
living-wage-nlw

Pay rates
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Overview of qualification and training information in the London region

Skills for Care believe employers should develop their staff beyond induction to ensure
that they have a capable, confident and skilled workforce. Analysis of NMDS-SC shows
over two thirds of workers had completed an induction, while a further 7% had their
induction in progress (through being new to their role).

Almost 80% of senior care workers and 47% of care workers hold a qualification at level 2
or above.

Of the workers with training recorded in the NMDS-SC, the most populated categories of
training were moving and handling (63%) and safeguarding adults (58%).

The Skills for Care website lists the following benefits of qualifications:

= Quality service - completion of qualifications develops a professional culture within an
organisation which leads to highly skilled and competent workers providing high quality
care and support.

= Safety - training and qualifications in the key areas of health and safety provide
reassurance about workers confidence and competence.

= Value for money - it is in the interest of both the organisation and individual staff that
employers make the most of their potential and realise the benefits. Qualification
achievements give considerable added value and assist workforce planning in the
organisation.

= Retention - workers who receive structured learning and development feel valued and
supported and are more likely to remain in their post. This can reduce staff turnover
meaning less spend on recruiting new staff.

= Marketability - A qualified workforce is flexible, inspired and more able to respond to
change. Customer confidence and satisfaction is increased and the reputation of the
organisation is enhanced.

7.1. Induction

Analysis of the NMDS-SC shows over two thirds of workers had completed an induction
(69%), while a further 7% had their induction in progress (through being new to their role).
NMDS-SC data shows that for around one in four workers, employers recorded that
induction was ‘not applicable’. For workers not providing direct care, it may be that only
certain elements of induction are undertaken, although it is considered good practice to
fully induct all workers regardless of role.
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Chart 41: Estimated induction status by job role group, England and London
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7.2. Care Certificate

The Care Certificate, launched in April 2015, is an identified set of standards that health
and social care workers adhere to in their daily working life.

Designed with the non-regulated workforce in mind, the Care Certificate gives everyone
the confidence that workers have the same introductory skills, knowledge and behaviours
to provide compassionate, safe and high quality care and support. It:

= applies across health and social care

= links to National Occupational Standards and units in qualifications

= covers what is required to be caring, giving workers a good basis from which they can
further develop their knowledge and skills.

The National Minimum Data Set for Social Care has been collecting information about the
number of workers who have achieved, and are working toward, the Care Certificate since
April 2015. Skills for Care plan to publish this information later in 2016. For more
information about the Care Certificate please visit www.skillsforcare.org.uk/Care-
Certificate.

7.3. Qualifications held

The chart below shows the proportion of workers who have achieved qualifications at level
two or above for selected direct care roles. In London almost 80% of senior care workers
are recorded as having a qualification at level two or above, this is lower than in England
(82%). Under half (47%) of care workers have at least a level two qualification which is
higher in London than in England (46%).
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Chart 42: Estimated proportion of senior care workers and care workers with a
qualification at level two or above, England and London
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Chart 43 shows that in the London region over 40% of senior care workers have a highest
qualification at level three and 12% at level four. 31% of care workers have a highest
qualification at level two and 13% at level three. In London 50% of care workers have
recorded holding no relevant social care qualifications, but may hold an induction, the Care
Certificate or training relevant to their role.

Chart 43: Estimated proportion of senior care workers and care workers by
qualification level, England and London
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7.4. Training

The NMDS-SC provides employers with the option of recording training data in addition to
accredited qualifications; the NMDS-SC has 22 training categories under which any
training can be recorded. The NMDS-SC holds information about almost 2.5 million
incidents of training in England, and 175,000 in London.

Chart 44 shows the ten most highly populated training categories. In the London region
almost three quarters of workers (63%), with training data recorded, have recorded training
within the category of ‘moving and handling’, 58% within the category ‘safeguarding adults’
and 54% within ‘Any other not in the other categories’.

Chart 44: Top ten training categories populated, England and London
Source. Raw NMDS-SC data 2014/2015
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7.5. Further information

For more information and to perform your own analysis of data held in the
|/\7| NMDS-SC in your area please visit the Skills for Care Open Access NMDS-SC
Dashboards at: www.nmds-sc-online.org.uk/reportengine/dashboard.aspx.

There is a dashboard showing information about the following workforce areas discussed
in this chapter:

= Workforce qualifications held profile

=  Workforce qualification in progress profile
= Workforce induction status

= Workforce training profile

Skills for Care has a leading role in determining the structure and content of vocational
qualifications in adult social care to ensure that they are fit for purpose. There is lots of
information on the Skills for Care website about qualifications, apprenticeships, skills and
standards, including tools such as the Skills Selector, information about training materials.
Please see the Skills for Care website for more details. www.skillsforcare.org.uk.
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Skills for Care provides outstanding workforce intelligence relied upon by government,
strategic bodies, employers and individuals to make decisions that will improve outcomes
for people who use services. NMDS-SC is recognised as the leading source of workforce
intelligence for adult social care. This chapter provides an overview of some of the reports
and resources published by Skills for Care that use NMDS-SC information.

8.1. The size and structure of the adult social care sector and workforce in
England

The annual ‘Size and Structure of the Adult Social Care Sector and
Workforce in England’ includes estimates of the number of care
providing organisations, establishments/ care providing locations,
people and job estimates, trend data and future projections. To access
this report please visit www.skillsforcare.org.uk/sizeandstructure

8.2. The state of the adult social care sector and workforce in England

This report uses data from the NMDS-SC to explore characteristics of

The state of the adult

pearpesstsimseil  the adult social care sector, including demographic information,
workforce in England

recruitment and retention issues, pay rates, and qualifications and
training information. This report also includes a chapter about recent
research that has been conducted, the economic contribution of the
sector and a review of how policy changes may affect it. To access
this report please visit www.skillsforcare.org.uk/stateof2014

8.3. Local authority area reports

There are a series of two page summary reports for each of the 152 local authority areas
in England, these reports are published twice a year, the latest reports focus on job role
estimates by local authority area. To access any of these reports pleas e visit
www.skillsforcare.org.uk/regionalreports
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8.4. NMDS-SC briefings and trend briefings

Skills for Care publishes four to five short reports each year which highlight specific issues
in the adult social care sector. Examples of briefing topics that have been covered in
2014/2015 include:

= Experience of the adult social care workforce

= Social workers in the adult social care sector

= Diversity of the adult social care sector

= Registered nurses in the adult social care sector
= Care worker pay trends

To access these briefings please visit www.skillsforcare.org.uk/briefings.

8.5. NMDS-SC Dashboards

Dashboards act as a diagnostic tool to shine light on issues affecting the adult social care
sector and workforce. NMDS-SC data is graphically presented in an easy to understand
format with tailored interpretation, simple guidance and links to related resources.
Dashboards allow you to explore the following areas:

Staff overview Recruitment and retention Workforce demographics
| |
| | |

NMDS-SC

dashboards

There are two sets of Dashboard available:

= My NMDS-SC Dashboards- available to social care providers registered with the
NMDS-SC.

= Open Access NMDS-SC Dashboards- These are available to anyone with an interest
in the social care sector, workforce planning, service commissioning or labour market
intelligence.

To access the NMDS-SC Dashboards and supporting materials please visit www.nmds-sc-
online.org.uk/reportengine/dashboard.aspx.

Further
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Analytical service

The Skills for Care analysis team provide an external analysis service and can produce a
range of in-depth reports depending on your specific requirements. Skills for Care’s highly
experienced analysts can work with you to identify your requirements, and design and
deliver bespoke workforce intelligence reports. We use NMDS-SC data to provide
essential data in the form of reports or within a broader consultancy package to inform
business decision making.

Our data services can be used when you need:

= Evidence to help you make an important decision or develop a strategy

= Information/analysis and a report that's more in-depth and tailored to your needs
= Trend information or help looking ahead with forecasts

= Information for a bid

= Benchmarking social care organisations/the workforce

= Contributions to health and social care workforce integration projects

All available at the geographical level most relevant to your needs

A review from a recent user said “Skills for Care provided a professional, expert service to
support our workforce development project. Their approach was flexible and
accommodating. Our nominated analyst produced a report of excellent quality that made
the data very accessible to those without a workforce data background. We are very
pleased with the work completed by Skills for Care in support of our project and would be
happy to work with them again should the need arise.’

For more information about this service please email analysis@skillsforcare.org.uk or call
0113 2410969.

8.6. Statistical appendix

To support the data that has been published in this report, Skills for Care have produced a
statistical appendix in Excel. This consists of tables of analysis contained in this report split
by job role group. There is some additional detail and analysis included in the appendixes
that are not included in this report. Please see www.skillsforcare.org.uk/regionalreports.

8.7. Keeping informed

To be kept up to date with Workforce Intelligence news please join our
000 mailing list by registering with Skills for Care and selecting “workforce
intelligence publications”. You can also follow us on twitter
@SfC_NMDS_SC.
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