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East Midlands ADASS Workforce Actions / Enablers / Recommendations

Enablers 
Using data as a basis to inform and evidence necessary interventions 
Excellent leaders and managers who positively influence the culture of their organisations and embody the values of working in adult social care 
A mindset in which the whole is greater than one individual organisation, a transparent and sharing culture across organisations and within systems, removing barriers to work collaboratively as one adult social care workforce.  


Actions / Recommendations / Considerations

Improve retention of our existing workforce 
· App / Platform that speaks directly to front line care staff, communications channel to engage with around satisfaction levels, exploring why staff leave, platform could be used as a workforce profile passport – this could also include health and wellbeing support / induction offer. 
· Alternative to app / platform – satisfaction surveys on a yearly basis directly communicating with front line staff. 
· Care worker reference group that can report back to strategic conversations – health and wellbeing as an example. 
· Intensive support for providers with high turnover rates, across organisation support to include local authorities, Skills for Care, local care alliances. 
· Gather robust data around the reasons why staff leave to learn from this, could be done via anonymised leavers surveys, a platform or an app. 


Be innovative in the ways we attract new staff to the sector – championing adult social care as an attractive and rewarding career 
· Local systems to work with health partners and stakeholders across adult social care to make every application count – create process by which all applicants with the right values have the opportunity to start their career in the sector. 
· Consider opening access to nurse apprenticeships / social work apprenticeships / OT apprenticeships to those not currently employed by the host organisation, use these as a way of attracting new staff and building workforce fit for the future. 
· Upskill HR managers and recruiters in adult social care employers through a series of conferences, such as digital marketing, advert writing, values-based interviewing. 
· Create more work experience opportunities and ease of accessing these opportunities both for new staff to the sector and those looking to move within sector. 


Health and wellbeing 
· Create a regional health and wellbeing induction programme that can be tailored at a local level for all new starters to adult social care. 
· Adult social care representatives from each local authority area to engage with system health and wellbeing board.
· Consider creating a care worker reference group to report back about front-line staff concerns around the health and wellbeing agenda. 
· Engage with local press to share good practice case studies by adult social care staff.
· Directors of adult social care to frequently communicate letters of gratitude to the workforce, videos, letters home to families of care staff. 


Competency 

· Collate intelligence on a yearly basis to identify training needs and training gaps for the East Midlands area
· Improve take up of Workforce Development Funding and completion of formalised qualifications, this could be linked to workshops and events, to promote ASC-WDS, working in collaboration with LA partners, care alliances, WDF grant holders where applicable. 
· Proactively target organisations with high turnover rates of managers to offer proactive support in leadership and management upskilling as well as support for Nominated Individuals. This may link to commissioned programmes and also to services with high levels of churn / turnover. 



Other Recommendations 

· Local Authorities to review key risks through the workforce pack and to complete and return action plan, to be reported back on with progress against actions. 
· Monitor the progress against key risks for the region annually, particularly around regulated profession roles, retirement age, vacancies; understand the pipeline to replace from engagement with universities / colleges. 
· Each Local Authority area to include workforce plan / strategy for their own Local Authority area or STP footprint to include the external care market. 
· Consistent commitment to gifting of levy to independent sector to support with development of staff. 
· Explore Care Exchange or similar platforms as a way of generating cover for short term need, this could also be used to support recruitment to the personal assistant workforce. 
· Create a mechanism to explore how managers and services are engaging with their staff. 











What is the local xxx data is telling us? 

There are currently xxx Care Quality Commission regulated care employers across Derbyshire. The adult social care workforce in the area is home to 22,000 jobs of which 17,000 jobs are based in the independent sector, 3700 in the local authority and there are 1700 jobs working for direct payment recipients.
This is the latest information available from the Adult Social Care Workforce Data Set (ASC-WDS), taken from local authorities as at September 2019 and from independent sector employees as at March 2020.
Skills for Care splits the data into three areas for the independent sector, residential services, residential with nursing and non-residential services. Non-residential services relate to domiciliary care, supported living and extra care services. For the purpose of this report, it was not felt necessary to split the data to be domiciliary care specific as the percentage change is within a few percentage points only. 
It should be noted that the data used in this report for 2019/20 was collected prior to the height of the COVID-19 pandemic in England. The ASC-WDS data we used for the 2019/20 period was collected over the course of the year (April 2019 to March 2020). We analysed data submitted in March 2020 carefully to ensure it did not significantly impact the findings.
Therefore, this report does not show how COVID-19 has impacted the adult social care workforce. Rather it should be used as a baseline to reflect the composition of the workforce prior to COVID-19 and to give context to any further research or data collected after March 2020.

Jobs by service
	Domiciliary
	9300

	Residential / Nursing
	10000

	Community
	2300

	Day Services
	400



Using data obtained by ADASS as of January 21 there are 379 private sector employers…
109 Domiciliary Care agencies
169 Residential Homes
91 Nursing homes 





	xxx CQC Ratings %
	IA
	RI
	GO
	OU

	Nursing Homes
	1
	19
	74
	6

	Residential Homes
	2
	16
	80
	2

	Domiciliary Care agencies
	1
	13
	83
	3



Demographics
· 15% of the workforce are male
· 85% of the workforce are female
· The average age of a worker is 44 years old
	Age
	Percentage of workers

	Under 25 years 
	9%

	25 – 54 years
	63%

	55 years and above
	28%



· 28% of our workforce will reach retirement age in the next 10 years, this equates to 6,160 staff likely to exit the workforce
· The areas this will impact most on proportionately are:  nurses (36% / 198 Nurses), managers (29% / 435 managers) and care workers in non-residential settings (27% / 1593 workers).

Nationality

	Nationality
	Percentage of workers
	Actual Numbers

	British
	96%
	21,120

	E.U
	2%
	440

	Non-EU
	3%
	660



Recruitment & Retention

· Across all of the adult social care workforce in xxxx there is a 24.5% turnover rate which equates to 4,700 leavers
· 71% of these leavers (3337) remain within the sector and have moved to another care employer which means 1363 have exited the sector this year. 
· Specifically, within non-residential services (domiciliary care, extra care, supported living) there is a slightly higher turnover rate which is 31.4% for care workers, 80% of these leavers remained working in the sector.
· Across all job roles in xxxx there is an average of a 5.8% vacancy rate which equates to 1200 jobs at any one time.
· Proportionately vacancy rates are highest for nursing staff (14.1% / 75 jobs), and managerial roles (10.5% / 175 jobs).
· Average years of experience for the current workforce in their role equates to 4.6 years.
· Average years of current workforce experience in the sector equates to 9 years.
	Years of Experience
	Percentage
	Number of Workers

	Less than 3 years
	26% 
	5,720

	3 – 9 years
	37%
	8,140

	10 years or more
	37%
	8,140




Qualifications 
· 61% across all staff groups held a qualification relevant to adult social care, this is higher than the national average at 52%.
· For care workers across all of the adult social care workforce, 50% had completed or are currently engaged with the Care Certificate and 56% held a qualification relevant to adult social care. 
· The majority of the relevant qualifications completed by care workers are at level 2 level. 

We know that turnover rates are lower for staff who have achieved qualifications, so it is important to encourage providers to be investing in the training and development of staff. 

Further workforce data is accessible through the Skills for Care Workforce Intelligence dashboard, it includes information about how the data is collected, weighted and a wealth of other information including data on pay rates, sickness, contract types. This can be accessed here:
https://www.skillsforcare.org.uk/adult-social-care-workforce-data/Workforce-intelligence/publications/local-information/My-local-authority-area.aspx








Internal Workforce

	Internal Workforce 
	Currently Employed
	Vacancy Rate
	Turnover rate
	Reaching Retirement age within 0 years

	AMHPs
	51
	12%
	8.00%
	unknown

	Occupational Therapists
	50
	14%
	0.00%
	34%

	Commissioners
	13
	0%
	0.00%
	31%

	Social Workers
	375
	4%
	10.00%
	24%




[bookmark: _Hlk65577739]The roles in the above table have been identified as areas of concern for adult social care departments across the East Midlands. The above data has been collated through information we have requested from each local authority in February 2021 and data on social workers which is taken from the mandatory return submitted by local authorities to ASC-WDS in September 2019. 
Internal workforce challenges appear to be different to those for the external provider market. The focus here should be on succession planning with a significant number of regulated professional roles reaching retirement age within the next 10 years. 
Estimations were provided for AMHPs so it would be worth clarifying the data and exploring the demographics and vacancies for this job role, with regulated professionals being longer term to ‘grow your own’ it is important to have succession plans in place years ahead of turnover / retirement age. 










Future workforce projections

Skills for Care projections based on the growth of the 65+ age group, show workforce will need to grow by 31% to meet demand by 2035. 
Using that growth of 31% as a baseline (to which there are many caveats) our workforce projections may look like…

Possible future workforce projection as a total…

If we think about a future workforce requirement and taking in to account turnover rates, growth of the workforce required and also replacing those reaching retirement age we may see the future workforce numbers being around (in 15 years’ time);

	Current workforce
	22,000

	Growth in sector (based on growth of 31%)
	6,820

	
	

	Replacing retirees
(figure for next 10 years)
	6,160

	Replacing leavers who exit the sector (based on current rate of those exiting sector)
	20,445



[bookmark: _Hlk65577997]There may be some double counting in that the data we have around leavers incorporates those leaving due to retirement, therefore we need to consider these figures as a worst-case scenario.  We may choose to use the figure of replacing leavers and growth of the workforce required as an idea of the scale of our attraction challenge. 


By Sector

	
	Current Workforce
	Replacing Leavers 
	Growth of sector + 31%
	Possible extra needed

	Non-Residential
	7400
	5,985
	2294
	8,279

	Residential Care
	5000
	5,220
	1550
	6,770

	Nursing Care
	4600
	6,105
	1426
	7,531



Table to show how this might impact on different areas of the workforce over the next 15 years if we did nothing to stem the flow of current leaver rates and the workforce grows proportionately to the population of 65+ year olds. 

[bookmark: _Hlk65578069]For each sector, numbers required to replace leavers are significantly higher than the current workforce. Not all those who join the sector in the future will leave. We have an opportunity to influence turnover rates, increase the numbers of people we retain across the workforce, so these numbers are based on current data and are a worst-case scenario. 
Key Risks – analysis of local workforce data


1. Nurses reaching retirement age in next 10 years

In total there are an estimated 550 nurses in xxxxx, with 36% of these reaching retirement age within the next 10 years. This means that around 198 nurses will potentially be exiting the workforce and require replacing. In xxxxx, there is a turnover rate of 26.9% for nurses and an existing vacancy rate of 14.1%, meaning there are already circa 75 nurse vacancies. With the combination of potential nurses reaching retirement age alongside the vacancy and retention issues for this role, this is an area in which to target the development of staff. 

Considerations for mitigation
· Nursing homes to recruit on progression plans
· Support providers with apprenticeship levy for nursing and nursing associates
· Explore leadership and management support programmes for managers in this area
· Identify the reasons why nurses are leaving these services

	Nurses reaching retirement
	Nurses retiring within 10 years
	Base number of jobs
	Number to replace

	xxxxxx
	36%
	550
	198





2. Number of managers reaching retirement age in the next 10 years

Most recent data from Skills for Care’s ASCWDS system tells us there are an estimated 1500 managers in xxxx with 29% of these reaching retirement age within the next 10 years. This means that 435 managers will potentially be exiting the sector within 10 years. Proportionately, this will impact on nursing homes most, with 34% of their managers reaching retirement age. 10.5% of managerial roles are currently vacant, that is around 150 roles. There is also a particularly high turnover rate for nursing home managers which exacerbates the potential risk for these roles within the next 10 years. 

Considerations for mitigation
· Upskill senior and deputy managers with programmes to ready them for managerial roles
· Support with apprenticeship levy sharing mechanism to enable providers to engage with formal qualifications to upskill their staff
· Identify which providers are at risk and work with them on succession planning

	Managers reaching retirement
	Managers retiring within 10 yrs
	Base number of jobs
	Number to replace

	xxxxxxx
	29%
	1500
	435




3. Turnover rates – particularly for nursing home managers

This data relates to information obtained through the Adult Social Care Workforce Data Set. There is a significant turnover rate for nursing home managers. Over 1 in 3 nursing home managers changed their role within the past year. When comparing with other parts of the workforce turnover here is high - the turnover rate of nursing home managers is greater than care workers in domiciliary care or nursing homes. 

Considerations for mitigation
· Through direct engagement with the workforce – identify the reasons why nursing home managers are leaving these services
· [bookmark: _Hlk65578280]Explore culture of organisations with high turnover rates– promote programmes including coaching and mentoring to support with leadership and management within these organisations. 

	Turnover rates
	Nursing home managers

	xxxxxx
	35.20%





4. High percentage of nurse and managerial roles vacant 

Against the backdrop of large numbers of managers and nurses reaching retirement age, there are also large numbers of existing vacancies for both nursing staff and managerial roles which exacerbate the potential risks here. For managerial roles, the services this may most impact is
care homes - 12.6% vacancy rate (50 jobs) and non-residential services - 15.5% vacancy rate (100 jobs). 
For nurses there is a vacancy rate of 14.1% or circa 75 vacancies. 












Information about local employment market

Job seekers allowance claimants

This figure pertains to the number of total job seeker claimants in November 20 and the growth in claimants, showing a 120.75% increase. The total number of claimants is over 22,500. Current vacancies for care worker roles in xxxxx are 650. This presents a significant opportunity to attract people to care worker vacancies and to work with the Department of Work and Pensions (DWP) to identify those with the right values to work in adult social care.

Some of these new job seekers will be exploring the idea of a new career pathway and not necessarily a short-term replacement from their previous job. As such, now might be a good time to be exploring recruitment on progression plans, or showcasing how care can be a good career for progression opportunities and evidencing the pathway to achieve this. 

	District
	LA Area
	Nov 20 Claimant count
	Change in year

	xxxxx
	xxxxxx
	3505
	105.60%

	
	
	2470
	106.70%

	
	
	3555
	76.40%

	
	
	1355
	163.10%

	
	
	3860
	88.30%

	
	
	2670
	148.40%

	
	
	2585
	120.90%

	
	
	2630
	156.60%

	 
	Total
	22630
	120.75%



Industries that have been particularly affected by redundancies and furlough locally are retail and hospitality sectors. 

As an organisation DWP does not capture any real time information of people on furlough as not all of them will claim Universal Credit and this set of data ultimately sits with HMRC.  This chart shows information pertaining to the Coronavirus job retention scheme (furlough) by sector type, up to 31st October 20 – this is national, not xxxxx specific.

	Sector
	Employments furloughed
	Take-up rate

	Agriculture, forestry and fishing
	6,900
	4%

	Mining and quarrying
	1,600
	3%

	Manufacturing
	188,200
	8%

	Energy production and supply
	900
	1%

	Water supply, sewerage and waste
	6,800
	4%

	Construction
	130,700
	10%

	Wholesale and retail; repair of motor vehicles
	356,400
	8%

	Transportation and storage
	121,600
	9%

	Accommodation and food services
	601,400
	27%

	Information and communication
	76,900
	6%

	Finance and insurance
	19,100
	2%

	Real estate
	38,000
	9%

	Professional, scientific and technical
	193,300
	9%

	Administrative and support services
	213,400
	8%

	Public administration and defence; social security
	5,000
	0%

	Education
	62,500
	2%

	Health and social work
	96,900
	2%

	Arts, entertainment and recreation
	159,600
	24%

	Other service activities
	102,100
	18%

	Households
	1,700
	1%

	Unknown and other
	16,700
	-

	Total
	2,399,600
	8%



There may be opportunities to engage with local DWP partnership managers to extend communications / promotional material around careers in social care with those who have been made redundant through ‘response to redundancy’. This could be an area targeted if these job seekers have the right values to work in adult social care. 


Top Tips for Retention of staff

· Invest in staff using qualifications and training – we know from Skills for Care’s report “Secrets of Success” that investing in training and formalised qualifications aids in retention. Those recruited for values are more inclined to take up qualifications and training. This may not require investment and could be about sharing levy, increasing uptake of Workforce Development Funding. 
· Spot the signs of leavers before they go – colleagues in the NHS run ‘gripe sessions’ determining frustrations of staff at a point before they hand in their notice, giving their employer the opportunity to resolve frustrations before they go. These are run not by managers but others within the organisation to facilitate open and transparent feedback. 
· Retain workforce within the system – where retaining staff is not feasible within the organisation, facilitate movement within adult social care, this is better for the whole sector. An example may be - domiciliary care won’t be for everyone, would they like to have a link with local residential services to see if that is better suited to them. This could link to work experience, taster sessions, creating a culture of staff being able to explore other parts of the system. 
· Development days and progression day opportunities – these would be for existing staff within the sector to enable them to explore other parts of the system for progression, including roles in other organisations, such as domiciliary care staff exploring a social worker role or a nursing role. This could be built in to contracted providers’ fee structures to enable their staff to have 1 day a year to explore work experience in another part of the system. 
· Retention plans for different stages of employment life cycle – encourage employers to have a retention strategy, reasons for leaving or indeed staying in first 3 months are different to 3-12 months and 12 months +. What are the benefits and support given to staff appropriate to each of these stages? 
· Better understand the reasons why staff leave and improve direct communication with the workforce – improve quality of leaver surveys and exit interviews. This should be done as a standard, conducted anonymously ideally as reasons staff are exiting the service may be to do with leadership, management and culture in the organisation. Use this knowledge to inform retention strategies. 
· Consistent inductions which also cover health and wellbeing to improve resilience and wellbeing of workforce – support new starters with resilience, health and wellbeing. This may be one element of the support offered in the first 3 months of new employment. But it’s important this is also followed through as part of the longer-term support of all staff members.
· Invest in upskilling leaders and managers to improve culture and their ability to have difficult conversations with workforce – turnover of managers is high, support and upskilling of managers is a really important angle to facilitate retention in other areas of the workforce. 
· Better understand motivators of staff at recruitment stage and understand risks of retaining certain workers – upskill recruiters to be able to identify at recruitment stage those at risk of not staying long in post, is that hire worth the risk and cost of their investment?
· Celebrate / appreciate / recognise the efforts of the workforce from all parts of system on a regular basis–senior management regularly engage and  communicate directly with and thank care providers/ workforce, this may be open letters, letters home to families of workforce, positive news stories in media, awards. 
· Source recruitment methodology using values-based approaches to recruitment
Top Tips for Attraction of staff 

· Make every application count – where the applicant has the right values, every applicant should get an opportunity to progress across the  health and care sector, maximising employability skills, supporting access to care courses where the applicant isn’t quite ready. 
· Identify talent early and remove barriers to cross system progression – new entrants to the sector may enter with ambitions to progress but in another part of the system, e.g. a domiciliary care worker entering with ambitions or interest to become a social worker. Create pathways for these people to access funded apprenticeships e.g. for social work so they can remain working for the domiciliary care provider whilst completing studies. 
· Recruit on progression plans – increase applications by committing to developing staff before they are employees, e.g. nursing homes could recruit on 4 year progression plan for applicant to become a nurse; year 1 Care Certificate and functional skills, year 1-4 apprenticeship pathway to study nursing. This will encourage retention of staff through period of study and possibility retention upon completion if role is available. 
· Create more work experience opportunities – create opportunities for new entrants to the sector as well as experienced care staff to explore other parts of the system. Consider what makes a good work experience day or placement and how the sector sells itself, consider use of ambassadors and buddy schemes 
· Start early, start now to inspire a workforce for the future – consider use of ambassadors to proactively inspire future generation to choose adult social care, engage with schools including primary schools, colleges, influence curricula, engage with teachers, careers advisors and lecturers to promote adult social care. Link to platforms where once inspired young people can experience work experience or taster sessions. 
· Challenge negative perceptions of working in adult social care – for every negative piece of news we hear or see in the press, make a commitment to posting at least double the amount of positive news. Share this on social media, with local press, ask staff to share and promote positive stories and achievements of the sector. 
· Explore new career pathways outside traditional hierarchical structures – to aid retention particularly in the independent sector. For example, what pathways are available for those who want to specialise but not to have management responsibilities.
· Focus on recruitment platforms and methodologies that convert applicants into high performers and people more likely to stay – we know that applicants through referral schemes or word of mouth are more inclined to stay in the sector and be higher performers. Share knowledge and, if necessary, educate providers locally about best practice recruitment techniques; hold masterclasses in recruitment practice to upskill internal recruiters and HR managers in the independent sector. Set the example and follow this practice for recruitment of staff internally to the Local authority. 
· Improve the calibre of marketing in the sector – engage with marketing experts to run masterclasses to upskill HR and recruiters. Improve quality of how independent sector advertises for staff. 
· Proactively target under-represented groups to join the workforce – inspire groups who may not have chosen social care as a career pathway, targeted campaigns, use of ambassadors to deliver talks, taster sessions and work experience. 
Career Pathways

To support with retention of staff within the sector, work has been completed to map out career pathways for those considering careers in adult social care. 
Whilst not all staff will be looking to progress with further qualifications and education, many will, and articulating a clear career pathway will be a useful tool to encourage both new people to join adult social care and also to retain and develop our existing workforce. 

Work continues to be ongoing in Leicestershire, Leicester and Rutland who have commissioned a report from JustWorks to scope out career pathways locally and to make recommendations on new roles that may enable progression for frontline care staff. This report is due to be completed in April 2021 and findings will be shared through the Workforce Leads Network. 

Below are some examples of work that already been completed.

Collaborative work in Buckinghamshire Health and social care careers pathway
https://www.careadvicebuckinghamshire.org/s4s/api/FileManagement/GetFileContent?id=/8/6/17/

Proud to Care –South West initiative
https://www.proudtocaresw.org.uk/careers/starting-your-career/

Skills for Care – a rewarding career for you resource
https://www.skillsforcare.org.uk/Documents/Recruitment-and-retention/Careers-in-care/Social-care-a-rewarding-career.pdf







Local Recommendations

Alongside this pack, an action plan template will also be provided enabling local areas to have ownership of the actions they would like to take forward. In addition to this document, the regional strategy and plan on a page document referenced earlier, have a set of recommendations / considerations. Some of the regional recommendations are also relevant at a local level, however, it is suggested that ideally recommendations be applied across the board and be undertaken as a region. 

Below are some considerations to explore locally, in addition to the aforementioned regional suggestions:

Nurses reaching retirement age within next 10 years
· Nursing homes to recruit on progression plans
· Support providers with apprenticeship levy for nursing and Nursing associates
· Explore leadership and management support programmes for managers in this area
· Identify the reasons why nurses are leaving these services

Number of managers reaching retirement age in the next 10 years

· Upskill senior and deputy managers with programmes to ready them for managerial roles
· Support with apprenticeship levy sharing mechanism to enable providers to engage with formal qualifications to upskill their staff
· Identify which providers are at risk and work with them on succession planning

Turnover rates – particularly for nursing home managers

· Through direct engagement with the workforce – identify the reasons why nursing home managers are leaving these services
· Explore culture of organisations with high turnover rates– promote programmes including coaching and mentoring to support with leadership and management within these organisations. 


Other recommendations

· Focus on inspiring future workforce – articulating social care as an attractive career pathway with clear progression mapped in to regulated professional roles.
· Focus on attraction of more young people in to the workforce – only 9% are currently under the age of 25.
· Explore correlation between turnover in nursing home managers vs services that have requires improvement or inadequate inspections; is there a correlation, if so, support with quality and leadership and management both for registered managers as well as nominated individuals. 
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Our vision
To have an engaged, competent and valued social care workforce with the right values, capacity and resilience to
provide excellent levels of care and support, improving the quality of lives for those who use our services.

adult social services
East Midlands

Our Priorities:

We will achieve this by:

What success will look like?:

Improve retention of
our existing workforce

Be innovative in the
ways we attract new
staff to the sector

- championing adult
social care as an
attractive and
rewarding career

e Increasing our engagement directly with front line care staff.

o Ensuring that all staff have the knowledge and opportunity required to progress their career should they wish to
do so.

e Understanding the reason why staff leave, listen to and learn from the feedback.

e Marketing social care careers through different platforms, ensuring our reach spans to different demographics
who may have a calling to work in social care.

o Shining the light on positive news stories.

e Sharing intelligence on successful marketing and recruitment methods.

o Giving the existing workforce a platform and a voice to share their success stories and inspire new people to join
the workforce.

o Considering developing a regional platform or hub that supports Adult Social Care providers with best practice in
attraction of staff.

Consistently high levels of staff
satisfaction and communication
with front line care staff through
direct engagement with the

workforce.

Health and Wellbeing

e Promoting a whole systems approach towards health and wellbeing - from the way services are commissioned
through to the culture within social care organisations.

e Increasing our engagement directly with front line care staff.

e Championing access to local systems health and wellbeing offers for all adult social care workers and ensuring
these offers are communicated and promoted to all adult social care workforce.

o Creating a regional health and wellbeing induction programme that care be tailored at a local level for all new
starters to adult social care.

e Championing recognition and appreciation of the workforce to enable staff to feel valued and better equip them
to feel respected and resilient.

e Monitoring and increasing the productivity of the workforce, better understanding the reasons for staff
sickness/absence to inform health and wellbeing offers.

Through embedding use of values
as a primary driver for hiring new
staff, reducing turnover levels of
within the sector.

Effective collection and use of
robust data that enables effective
workforce planning, helping to
identify potential shortages of key
workforce roles early, with an
effective response to changing
demand and issues at regional and
local level.

Competency

e Curation and promotion of existing training and development opportunities including digital skills and the use of
technology.

e Supporting the workforce to use technology which improves the quality of life of those receiving care and
support.

e Support all managers across the region with resilience and the ability to manage change, managers have a
central role in culture of organisations and the ability to inspire and retain their workforce.

Embedding new ways of working
across the sector which include
embracing the use of new
technologies, with staff that have
the right digital skills, confidence
and competency.




