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Introduction
This is the seventh year that this survey has been undertaken by the NCF. A total of 28
member organisations returned the 2009-10 Personnel Statistics questionnaire – a 44%
responses rate but still down against the 63% response of two years ago. The information on
which these findings are based covers a total of 32,515 staff and therefore represents a sizable
workforce survey.

Efforts had previously been made to simplify the questionnaire and the form adapted to make
the questions consistent with the National Minimum Data Set for Social Care (NMDS-SC)
format developed by Skills for Care. We included a question to assess engagement by
providers in the completion of the NMDS-SC.

As we have found every year since we introduced this survey it has proved difficult for many
organisations responding to the questionnaire to provide all the information, either because it
was not available, or was not available in a compatible form.

Staff employed
The responses from 28 organisations cover a total of 32,515 staff employed. Table 1 shows the
breakdown by size of organisation and the distribution of staff is shown in Table 2.

Table 1: Staff employed by size of organisation

Participating organisations 2010 2009 2008

Up to 300 staff 7 5 11

301 – 500 1 0 2

501 – 1000 7 6 8

1001 – 2000 9 7 10

2001+ 4 4 4

N=28 N=22 N=35

As reported previously a significant proportion of
NCF member organisations are large employers
with 71% of those responding to the survey
employing in excess of 500 staff.

Skills for Care defines small organisations as those
with between 10 and 49 staff (of which there were
none in this survey), medium as 50 – 249 staff (7
organisations in this survey) and more than 249
staff as large – which is the majority of the
organisations responding to this survey.

The range of staff employed by member organisations was between 69 and 4319 (compared to 75
and 3854 in 2009; 32 and 5,381 in 2008). The categories used follow the titles used in the NMDS-SC
and the breakdown by staff group was as follows:

Table 2: (N=26)

Staff employed by group (%) 2010 2009 2008 2010 2009 2008

Head Office/Admin 3.9 3.81 5 Training 0.7 0.66 0.4

Care Workers O
P

R
eside

ntia
l

42 43 O
P

H
o
m

e
C
are

9.3 10.3
Senior Care Worker 6.0 5.2 7.3 0.4 0.4 0.4
Supervisor 3.8 4.6 5 0.4 0.5 0.5
Registered Nurse 2.4 2.8 2.6 0.4
Registered Manager 1.3 1.3 1.7 0.1 0.2 0.2
Admin/office staff 1.6 1.9 2 0.3 0.5 0.1
Ancillary staff 15.8 18 17.9 0.4 0.6 0.3

Care Workers A
D

R
eside

ntia
l

3.9 4.1 A
D

H
o
m

e
C
are

4.8 0.6 1.9
Senior Care Workers 0.5 0.61 0.6 0.2 0.04 0.04
Supervisor 0.1 0.17 0.2 0.4 0.03 0.08
Registered Manager 0.3 0.22 0.2 0.2 0.02
Admin staff 0.1 0.06 0.1 0.1 0.01
Ancillary staff 0.7 0.24 0.3 0.1

[Please note that the total includes temporary staff]
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The results appear to be broadly in line with previous years with no obvious trends. Once again
the largest category of workers is Care Workers in care homes for older people with 42%
(2009: 43%; 2008: 40.2%; 2007: 44.9%; 2006: 43%). 9.3% are employed as Care Workers in
home care (2009: 10.3%; 2008: 9.5%; 2007: 9.3%). Please note that the NMDS-SC groups
domestic and catering staff together as ancillary staff and they are 15.6% of the total (2009:
18.8%).

Age profile of staff employed (care workers and managers)
The largest groups (as in previous years) are those aged 36-45 and 46-55. A total of 41.7% of
staff are aged 46 and above (2009: 38.9%; 2008: 41.6%). Only 15.6% of staff are aged below
25 (2009: 15.7%; 2008: 13.9%). These appear to be slight year on year changes but not
sufficient to indicate a trend in any discernible direction.

There are 18.1% under 25s working in home care compared to 16.5% in care homes.

Table 3: Age profile – all workers (N=26)

Age Groups: 16-17 18-21 22-25 26-35 36-45 46-55 56-65 65+

Number of staff in age group 101 1670 2299 4916 5850 5810 3967 831

2010 (%) 0.4 6.6 9.0 19.3 23.0 22.8 15.6 3.3

2009 (%) 0.3 6.8 8.6 20.4 25.1 23.8 13.1 2.0

2008 (%) 5.2 8.5 19.8 24.6 24.6 14.6 2.4

2007 (%) 5.3 8.3 19.0 25.0 24.4 15.6 1.9

2006 (%) 5.8 10.2 10.2 21.0 24.7 21.2 6.9

Managers 2010 (%) 0 0.3 2.3 16.8 24.7 35.1 19.1 1.7

Managers 2009 (%) 0 0.1 2.2 13.7 26.8 35.7 19.8 1.6

Managers 2008 (%) 0.2 1.1 13.3 27.4 35.3 21.6 1.1

Managers 2007 (%) 0 1.7 13.8 27.5 33.8 21.7 1.4

Managers 2006 (%) 0.4 1.5 7.1 22.5 33.7 28.2 6.6

[N.B. age categories were not identical between years]

As reported previously it is perhaps not surprising that there is a larger proportion of managers
aged above 46 at 55.9% (2009: 61%; 2008: 58%) and correspondingly fewer aged under 25
(2.6%).

Vacancy and turnover rates
On the basis of the results this year there are some significant changes to the staff turnover
information.

The average staff turnover has reduced significantly across all groups. It is difficult to assess
whether this is a true ‘recession-effect’ or the result of other factors. Given that the other
results in this survey are broadly consistent with previous years it seems reasonable to assume
that the data accurately reflects the picture in the participating organisations. Although the
year on year results may be based on submissions from different organisations there is a
reasonable consistency in that 46.4% of responses this year are from organisations that also
participated in 2009. This does therefore appear to be a positive sign as it is a step change
improvement on the last few years.

50% of the responses (14 organisations) included details of vacancy rates and the average of
7.12% should therefore be treated with some caution although it is very close to the 7% of
last year. The results appear to reflect a downward trend (2008: 8.7%; 2007: 9.1% 2006:
10.9%).
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The report shows that the social care workforce is predominantly female – around 80% of jobs
in adult social care were undertaken by women in 2009. Some 15% of the workforce is black
and ethnic minority (BME) staff. Overall, around 19% of workers were born overseas although
there is wide variation between regions.

The average age of a care worker was 40.6 years and for a registered manager 47.5 years.
The social care workforce is somewhat older in comparison with the total working population
but Skills for Care indicates there is no evidence that it is getting older.

In terms of turnover rates and time in job the Skills for Care report indicates that in 2009 the
overall turnover rate was 18% (almost the same as the NCF finding of 17.5%). The proportion
of staff in their current post for less than three years was 33% in care homes and 46% in
domiciliary care. This data is slightly different (and more optimistic) than the NCF findings. The
Skills for Care report is able to analyse the data by sector and suggests turnover rates of
17.6% for the voluntary sector compared to 24.2% for the private sector. Rates were similar
for senior care workers and managers.

The Skills for Care report also shows that many employers were unable to provide information
on leaver destination. They suggest that many leavers remain in social care with very few
moving to other sectors.

NMDS-SC captures a considerable amount of data on pay. In 2009 the median gross hourly
pay for care workers was estimated to be £6.00 in the private sector, £7.03 in the voluntary
sector and £7.73 in councils.

CQC data shows that by the end of March 2009 10-15% of care homes and 20% of domiciliary
care agencies had not met the National Minimum Standard on qualifications. NMDS-SC data
suggests that in 2009 at least a third of care workers held care-related qualifications and 64%
of senior care workers had at least NVQ II.

The Skills for Care report includes predictions and forecasts on the likely workforce
requirements for the future with scenarios that suggest a considerable increase in numbers.

I would highly recommend that members obtain a copy of the full report from Skills for Care. It
can be downloaded at: www.skillsforcare.org.uk/research/research_reports/annual_reports_SCW.aspx

NCF/Skills for Care working together

In June 2009 the NCF signed an agreement with Skills for Care which forms the basis of an on-
going partnership between both organisations. The agreement sets out an action plan to
support high quality workforce development. It also includes the promotion of the National
Minimum Date Set for Social Care (NMDS-SC). The results of our survey seem to confirm the
benefit of this partnership.

NMDS-SC is now available online for all establishments in the social care sector. For further
information see: www.nmds-sc-online.org.uk/

During 2009-10 Skills for Care have produced a series of resources to support employers. They
include: The value of learning – creating a learning organisation, and Recruitment and
selection toolkit to support small and medium sized employers which was supported by several
umbrella bodies including the NCF. For further resources see: www.skillsforcare.org.uk

In February 2010 Skills for Care launched Finders, Keepers: the adult social care sector
recruitment and retention toolkit which contains useful practical information and resources for
employers. Skills for Care have sought to build on the resources available to support
employers.

Integrated Local Area Workforce Strategy (InLAWS)

Integrated local area workforce strategies - InLAWS is a Skills for Care and ADASS project
established in 2009 with support from the Department of Health and other delivery partners.
The InLAWS project aims to develop effective ways to support Directors (DASS) and their
teams with their workforce commissioning role across the local area and meet the challenges
of Putting People First. It is providing a common methodology and practical tools designed to
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help DASS and their teams develop a skilled, capable and competent workforce to meet the
challenges of Putting People First across their local area.
www.skillsforcare.org.uk/workforce_strategy/InLAWS/InLAWS.aspx

Qualifications and Credit Framework (QCF)

A whole range of new qualifications are being developed by Skills for Care in partnership with
awarding organisations. This is an employer and sector led process designed to meet the
needs of employers. The current National Qualifications Framework (NQF) will be replaced by
the Qualification and Credit Framework (QCF). There will be many different units (or parts of
qualifications) that reflect what workers should 'know' and 'do' which make up a number of
different qualifications.
www.skillsforcare.org.uk/qualifications_and_training/qualificationsandcreditframeworkQCF/qualificationsa
ndcreditframeworkQCF.aspx

The National Skills Academy for Social Care

The NCF has been actively involved in supporting the establishment of the National Skills
Academy for Social Care (NSASC) which was formally launched in October 2009. The NSASC
will target learning support and training practice to the 1.5 million adult social care workers
and 35,000 employers in England, with a particular emphasis on small and medium-sized
organisations with limited training and development budgets. The employer-led Skills Academy
is being designed to complement the existing organisations within the sector, identifying gaps,
transforming provision and promoting excellence in skills development, learning support and
training practice in social care. For further details: www.skillsacademyforsocialcare.org.uk/

CQC: The state of health care and adult social care in England – key themes and
quality of services in 2009

The Care Quality Commission published their first state of the sector report in February 2010.
The report included a short section on staffing and workforce development. The report referred
to recruitment, overall staffing levels, training and workforce development as issues that need
attention. Standards relating to supervision and support in care homes showed 71% of care
homes meeting the compliance standard. There were also positives with 81% of care homes
compliant with standards on training and development. CQC notes that “to deliver a
personalised and integrated health care and social care system requires strong leadership and
a skilled, stable and developing workforce that is supported by employers”.

Concluding comments
Clearly the main purpose of collecting such information is to be able to make sense of it and, in
so doing, to be able to utilise the information in order to minimise the operational difficulties
and impact. It is perhaps inevitable therefore that the collection of data from such a survey
gives rise to further questions. Given the concern about staff turnover and the loss of workers
in the first period of employment highlighted in previous reports it is encouraging that the
results for this year appear to show significant improvement.

It is perhaps helpful that this report is being produced at much the same time as the
publication of the Skills for Care state of adult social care workforce report particularly as there
is such consistency in our findings! Whilst turnover rates are better than in previous years the
‘churn’ that results in the loss of 40% of workers within 12 months and almost 60% in the first
two years remains an area of concern as it represents a huge loss of resource. The need to
raise the status of care work and to improve pay and conditions within the care sector is self-
evident. These factors need to be reflected in the strategy for the adult social care workforce.

The care sector continues, in a period of immense change, to transform services in ways which
offer greater choice and control to people receiving services. In the context of the uncertainty
that results from such change attention to workforce needs are paramount. There is an added
dimension with the fiscal pressures which herald deep cuts in public expenditure and this will
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undoubtedly have an effect on the care sector. Clear leadership, both in commissioning and
the provision of care and support services, is a key requirement. Furthermore managers will
need to be able to manage change effectively to support and motivate workers if we are to
avoid the risk of adding to the difficulties of staff turnover.

The care sector has barely begun to consider what these changes will actually mean for service
delivery and, in turn, for the workforce. It will not be possible to deliver the change that
personalisation and transformation demands by more of the same – even if it were possible to
do this at less cost. Nor will it be possible to deliver the change by tinkering with existing
structures and ways of operating. New relationships, new partnerships and alliances will bring
a need for radically new ways of working. This will require fundamental shifts in the provision
of social and health care as it will in the way they are commissioned and regulated. Innovative
employers will be characterised by entrepreneurial leadership styles with well motivated and
supported staff balancing the twin pressures of managing the transition while continuing to
deliver outcome-focused excellent services.

Once again I would like to record my thanks to Claire Silvester for her work in distributing the
questionnaire and in the initial collation of the responses.

Des Kelly OBE

Executive Director

23 July 2010

Please send any comments to des.kelly@nationalcareforum.org.uk.
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Appendix

Survey Tables – collated

NCF Human Resources Forum
PERSONNEL STATISTICS SURVEY RESULTS 2009-10

1 Number of organisations taking part 28 2 Total number of staff 32515

Number of organisations participating in section = (n)

3 STAFF EMPLOYED AND STAFF TURNOVER
perm+temp % of staff

Head Office (n = 26) Average
Staff

Turnover

(n = 19) (n = 15)
Senior Management 136 0.4% 2009-10 2008-09
Middle Management 239 0.7% 5.52% 10.23%
First Line Management 143.5 0.4%
Administrative Staff 467 1.4%
Training Staff 225 0.7%
Older People (Res) (n = 27) Average

Staff
Turnover

(n = 19) (n = 14)
Registered Manager 400 1.2% 2009-10 2008-09
Supervisor 1173 3.6% 17.53% 18.73%
Senior Care Worker 1838 5.7%
Care Worker 12955 39.8%
Registered Nurse 729 2.2%
Ancillary Staff 4873 15%
Administrator 500 1.5%
Older People (Dom) (n = 15) Average

Staff
Turnover

(n = 19) (n = 14)
Registered Manager 42 0.1% 2009-10 2008-09
Supervisor 117 0.4% 23.47% 20.62%
Senior Care Worker 132 0.4%
Care Worker 2876 8.8%
Registered Nurse 0 0.0%
Ancillary Staff 135 0.4%
Admin/Office Staff 101 0.3%
Adults (Res) (n = 11) Average

Staff
Turnover

(n = 7) (n = 5)
Registered Manager 92 0.3% 2009-10 2008-09
Supervisor 44 0.1% 12.77% 12.58%
Senior Care Worker 169 0.5%
Care Worker 1202 3.7%
Registered Nurse 85 0.3%
Ancillary Staff 216 0.7%
Admin/Office Staff 43 0.1%
Adults (Dom) (n = 6) Average

Staff
Turnover

(n = 5) (n = 5)
Registered Manager 50 0.2% 2009-10 2008-09
Supervisor 117 0.4% 10.57% 21.07%
Senior Care Worker 56 0.2%
Care Worker 1477 4.5%
Registered Nurse 0 0.0%
Ancillary Staff 41 0.1%
Admin/Office Staff 32 0.1%

4 AGE PROFILE OF STAFF (n = 26)
[Age range] 16-17 18-21 22-25 26-35 36-45 46-55 56-65 65+

OP Carers: res/nursing 0.3% 4.9% 6.1% 13.3% 15.2% 14.8% 10.7% 2.0%
Ad Carers: res/nursing 0.0% 0.4% 0.5% 1.3% 1.4% 1.5% 1.1% 0.2%

dom Carers: domiciliary 0.0% 1.1% 2.2% 3.7% 4.7% 3.8% 2.2% 0.6%
OP Managers: res/nursing 0.0% 0.0% 0.1% 0.5% 0.7% 1.2% 0.7% 0.1%
Ad Managers: res/nursing 0.0% 0.0% 0.0% 0.1% 0.1% 0.2% 0.1% 0.0%

dom Managers: domiciliary 0.0% 0.0% 0.0% 0.2% 0.3% 0.2% 0.1% 0.0%
total Staff 0.4% 6.6% 9.0% 19.3% 23.0% 22.8% 15.6% 3.3%


