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teamWelcome to the Summer issue of Care Talk which 
focuses on Recruitment and Retention. We have 
some great articles around this theme, bringing 
you think pieces from all corners of the sector.

As I write this Brexit negotiations have begun which
will inevitably cast more doubt around staffing for 
our sector. At the same time Theresa May is 
attempting to form a minority government with the 
Conservatives and the DUP, as a hung parliament 
threatens to throw the country into a state of yet more uncertainty.  

So what are the impacts of the election results for social care?  
Our Guest Editor this month is industry expert Alan Rosenbach who 
gives us his thoughts on how the sector may be affected by this 
outcome. Read his article on page 5. 

With joined up services still high on the social care political 
agenda, Care Talk are running a series of features around 
the enhanced health in care homes vanguards. Over the 
forthcoming months we will take a look at each of these 
vanguards.  This month we hear from Connecting Care, 
Wakefield District. Read the full article on page 10.

Securing an appropriate workforce is one of the greatest 
challenges that we face in social care today. Social care 
is by its very nature a relationship based service which 
makes a culture of career development key in ensuring 

a value driven, skilled workforce. In his article on page 14 our regular 
columnist Professor Martin Green from Care England gives us his distinctive perspective 

on this.

Finally we are delighted to announce that nominations for this year’s Regional Great British Care 
Awards are now open. Nominating a colleague or team is a great way of recognising excellence 
in your workplace and a unique way of promoting motivation and staff retention. We look 
forward to what promises to be another fantastic awards season in the Autumn.

Whatever your plans we wish you a wonderful summer and do keep your news and views 
coming in.

  

 Lisa

Circulation ListHas this month’s Care Talk been read by all your 

staff? Use our easy circulation list to be sure!Job                         Read?Chief ExecutiveManaging DirectorRegistered ManagerSupervisor
Care Staff
Ancillary StaffService UsersFamilies
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Alan Rosenbach  
Sector Expert

The General Election
and Social Care

Guest Editor

     We now have a 
new government 
and no clear and 
coherent plans that 
address the crises 
in social care.
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The Conservative Party manifesto was 
quite specific about aged care funding 
and raising the floor or threshold to 
£100,000 from £23,500. However, 
for the first time ever the value of a 
person’s home was to be included when 
means-testing for support in the home. 
People would be able to remain in their 
homes, but forced to release equity or 
defer payment until the house can be 
sold after their death. There was no 
ceiling on contribution to care costs. 
The Conservative Party manifesto 
commitments came to be known as the 
‘Dementia Tax’ and saw the first ever 
U-turn in a manifesto commitment. 

The April budget before the election 
committed an additional £2 billion as
supplementary funding to the improved 
Better Care Fund  This is to be
distributed as £1.01 billion in 2017-18, 
£674 million in 2018-19 and £337
million in 2019-20. This will stave off 
immediate crises over the coming 
months but falls a long way short of a 
sustainable solution.

We now have a new government 
and no clear and coherent plans that 
address the crises in social care. It 
has become such a toxic issue for this 
Conservative government and as it 
struggles to survive it is hard to see any 
other outcome other than the problem 
is kicked into the tall grass and out of 
sight. This is a catastrophe for all of us.

All governments are plagued by a 
myopic and shortsighted vision for 
the future of social care. The system 
players are caught up in the day to day 
struggles and fire fighting the challenges 
with some vague notion that somehow 
the system will continue and if needed           
fix itself. We are now closer to system 
collapse than at any other time in the 
history of the care system.

In the run up to the general 
election adult social care was 
heart and centre for all political 
parties. The reason was simple. 
The care system is in melt 
down, there is an increasing 
unmet need with providers of 
care handing back contracts to 
local authorities and walking 
away because of lack of funds. 
Pressures in adult social care 
impact negatively on the NHS 
and this has major political 
ramifications because it is the 
NHS. The adult social care 
context has also to be understood 
against the background of Brexit 
and the implications for both the 
existing social care workforce 
and meeting future needs. 

In truth we knew that the election 
would lead to either a Conservative or 
Labour Government so their manifesto 
promises were central to understanding 
how the real and current financial crises 
would be resolved. 

The Labour Party manifesto set out the 
intention to establish a national care 
service for England. There would be an 
upper limit on contribution costs and 
promises to consult on a cross party  
            basis how the funds should 
               be raised. 

     We are now closer 
to system collapse 
than at any other time 
in the history of the 
care system.

          And although new money is 
required it would be wrong to continue 
to fund a system that is passed its sell 
by date. 

We need a system that is driven by 
new technology, data and information. 
We need proper workforce planning, 
properly funded illness prevention 
programmes and most importantly 
citizens having choice and control 
over their care, who provides it and 
where it is provided. The system is over 
regulated adding to costs and burdens 
and is no longer fit for purpose either. 
Overall we are trying to meet social 
care needs in the 21st century with 20th 
century levels of funding and systems.  
There are too many short termisms and 
vested interests that stand in the way of 
progress for people needing care. 

So what are the answers that could lead 
us to the promisedland and away from 
short term approaches?

We need an office for health and care 
planning and funding that transcends 
any one political cycle. With access to 
the data and information it will be able 
to plan for the workforce and determine 
just how much of GDP we spend 
on care whether as part of a wholly 
tax funded system or a joint citizen 
government funded system. The Dilnot 
proposals whilst not perfect remain the 
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remain independent and to do so with 
the use of new technologies including 
wearable technologies and home 
adaptations. The NHS and social care 
already work well together in some 
parts of the country and we should 
expect the worst to follow the best 
in making this happen. Primary care, 
secondary care and social care should 
be one system as this is what makes 
most sense to those who have to use 
the current arcane, convoluted and 
complicated pathways.

It is with a sense of sadness and 
inevitability for now that it is highly 
unlikely that there will be any cross 
party approach to the way in which 
future funding and planning might be 
considered. It is going to take a political 
visionary who can lift their eyes beyond 
the immediate to make it happen. 
The political make up of the current 
parliament does not lead me to believe 
that it will happen in this cycle. 

     The Dilnot 
proposals remain the 
best option for a state
/citizen approach to 
paying for care.

Alan Rosenbach is a 
reflective and conscientious 
professional with senior level 
experience of health and 
care.  Alan has previously 
held senior posts at the 
Care Quality Commission, 
and currently works in a 
strategic advisory capacity 
for a number of sector 
organisations including, 
Local Government 
Association, Voyage Care 
and Super Carers.

i

             best option for a state/ citizen 
approach to paying for care. 

Those eligible for publically funded 
social care should receive payments 
through the benefit system leaving 
the role of local government to 
provide social workers to support and 
encourage community capacity for all 
those eligible or needing care, including 
self payers. Local Government can also 
take on a more dedicated role in illness 
prevention measures. Provision of care 
should be about helping people to



Jeff has worked with people 
with learning disabilities in a 
variety of roles since the late 
80s and currently works for 
Milestones Trust, a Bristol-
based charity offering support 
to a variety of people with 
a learning disability, mental 
health needs or on the 
dementia pathway. Hobbies 
include photography, learning 
Latin, and shouting at the 
television during ‘Question 
Time’.

@MilestonesTrust 
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It’s a Saturday morning in Bristol; 
it is grey and drizzly in the park, 
but it’s busy. It’s parkrun day, and 
Sheila is sitting in her wheelchair, 
checking her bar code scanner as 
the red-faced and sweaty runners 
go past. 

She shouts encouragement as she 
records their times. As a veteran of 
30+ parkruns herself, and with a half 
marathon and a 10k under her belt, 
Sheila is part and parcel of the local 
running community. The fact that she 
uses a wheelchair is irrelevant – since 
witnessing the triumphs of mighty 
Paralympians in 2012, disabled athletes 
are no longer an unusual sight on our 
screens or in our public spaces. The 
fact that Sheila has a learning disability 
is more unusual. People with learning 
disabilities are much less visible and 
are much more likely to be on the news 
as victims of abuse than as figures 
to admire. Yet, here she is – part of a 
network of runners; part of friendship 
circles; part of a sub-culture that takes 
her at face value and appreciates her 
input as an equal. 

This contrasts with the recent election 
campaign where people with learning 
disabilities were invisible, despite the 
social care debate and the fact that this 
group are vulnerable to austerity and 
the changes to funding, healthcare and 
housing. All the parties did produce 
some accessible information, and 
nationally providers did a sterling job 
in getting support and information to 
people - the Voting Passport produced 
by Dimensions and videos produced by 
Brandon Trust were particularly useful 
        resources and widely shared. 

Jeff Parry, Assistant Director, 
Learning Disabilities, at Milestones Trust, 
a charity that supports people with learning 
disabilities, mental health needs and 
dementia 

At Milestones Trust, we ran a workshop 
to which all the main parties were 
invited and three of the four came and 
answered questions set by our service 
user council. Despite earlier excitement 
however, very few people with learning 
disabilities came on the day. Chatting to 
one person afterwards, he told me that 
he felt he needed more time - that this 
was good, but that we needed to hold 
sessions all year round, not just in the 
week before an election. 

What links these two events – the 
parkrun and the election – are ideas of 
belonging, community, having a role. 
Supporting someone to explore their 
interests and linking them with a group 
of people who share that passion is 
not easy, but it is achievable. Creating 
bonds like this, on a one-to-one basis, 
has been a bedrock of person-centred 
approaches in learning disability 
services for many years. Creating bonds 
which link people to a wider society is 
more difficult, especially when those 
people are invisible in mainstream 
culture. Mental health services have 
understood this for a while and the 
recovery model, with the three pillars 
of hope, agency and opportunity, 
recognises the importance of citizenship 
in both the narrow and broadest senses. 

Sheila’s learning disability doesn’t 
get in the way of her being accepted 
in that community; it’s as important 
and unimportant as her pillar-box red 
hair – whilst it is part of who she is, 
equally she doesn’t allow it to define 
her. Behind Sheila’s natural, easy 
interactions lie a wealth of hard work 
by those supporting her – creative, 
nuanced support that introduces, 
promotes and reassures but never 
overshadows. It took time, not just a 
few sessions in the week before a race. 

There are lessons here for wider 
citizenship. Citizenship is not just 
about voting - it is about being a good 
neighbour, about contributing your time, 
about sitting in the rain with a barcode 
scanner waiting for soggy mums to jog 
past. It takes skill, creativity and time, 
but ultimately it is about participation, 
and participation enriches everyone. 

From Parkrun to Parliament -   
Supporting People With Learning Disabilities to Play Their Part

     We needed to hold 
sessions all year round, 
not just in the week 
before an election.

     Creating bonds 
which link people to a 
wider society is more 
difficult when those 
people are invisible in 
mainstream culture.
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As the health and social care 
sector continues to feel the 
pressure for the demand of care 
growing at an astonishing rate, 
the mature workforce is also 
proving to grow conveniently 
alongside it. 

According to government statistics, 
there are ten million people in the UK 
who are over 65, which is predicted 
to rise by 19 million by 2050. These 
statistics bring real challenges as we 
battle to fill the demand of rising care 
needs in our recruitment strategies.

However, this growing and ageing 
population offers potential advantages 
in the form of an increasing working age 
trend.  As life expectancy increases   
          at a dramatic rate, the age at 
 

Pamela Bruce was one of the original 
founders of Nurse Plus when it was 
incorporated in 2005, becoming Managing 
Director in 2014 

which individuals can receive their state 
pension is also set to increase. 

Those that are facing the prospect 
of having to work beyond the age of 
60 may have reached the stage of 
needing a different role. Their current 
job could be too stressful or physically 
demanding, and there may not be 
flexibility with working hours.

Retirement maybe either unwanted or 
financially impossible, but at the same 
time many individuals feel they are not 
skilled enough for a career change.

For the individuals that have retired, 
new research from the Royal Voluntary 
Service has revealed that 4.7 million 
people aged 55 and over plan to 
volunteer in 2017. Their main reasons 
for volunteering include giving 
something back to the community, to 
stay mentally and physically active and 
to meet more people.

We have seen a significant increase in 
the recruitment of a mature workforce 
over the last couple of years, and this 
has been welcomed.  The life skills they 
are able to offer, as well as their natural 
empathy, has provided many benefits 
for our elderly individuals requiring care.

Whether they were already volunteering 
in the community, or making the 
necessary steps for a career change, 
we have found that their life experiences 
are easily transferred to the care sector.  

Avril, a carer aged 68, recently told us 
about her career with Nurse Plus: “It 
wasn’t until I was 41 that I began my 
career in care, working in a residential 
home. I started working for Nurse Plus 
in 2000 where I also provided care in 
nursing and care homes. I now enjoy my 
role as a homecare worker, supporting 
people at home, where I’m able to work 
flexibly in the evening.

“I love that my job is flexible as I have 
grandchildren, the money is handy, I 
enjoy meeting new people and the work 
helps me to stay active.”

Sylvia aged 74,who has worked at 
Nurse Plus for over eight years, added: 

A Skilled Mature Workforce -   
Filling The Social Care Recruitment Gap

     4.7 million people 
aged 55 and over plan 
to volunteer in 2017.

     We have seen a 
significant increase in 
the recruitment of a 
mature workforce over 
the last couple 
of years.

       “I love all of my clients and I feel we 
have a real connection. I enjoy meeting 
different people and learning about their 
life experiences. I feel that going out and 
working in a job keeps me young, 
I have a very supportive team.”

“I chose a career in care after I retired 
for a while, and decided retirement 
wasn’t for me. I wanted to give more. 
I always encourage everyone I meet to 
come into a caring role for the fulfilment 
it gives. I do not plan to retire anytime 
soon!”
 
The motivators for the older workforce 
will be very different to those who are 
climbing the career ladder. For most, 
career progression will no longer be an 
influencer and they will be searching for 
a supportive and flexible environment 
instead. 

It’s worth noting the three main reasons 
this age group volunteer and applying 
this to recruitment messages; giving 
something back, remaining mentally and 
physically active, and meeting people.



in Nursing 

For more information about 
our organisation please 
contact us via; www.
hutchinsoncarehomes.com
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Established in 1990, Hutchinson 
Care Homes (HCH) is a family 
owned company which has 
grown substantially over the 
last 17 years.  It consists of 7 
nursing/residential homes caring 
for 330 residents and includes 
an At Home Care Service which 
caters for the needs of the local 
community in County Antrim, 
Northern Ireland.

Recruitment and retention of staff that 
are aligned to our organisational values 
is paramount to HCH success.  This 
ensures that values of caring, respect, 
integrity, diversity and inclusion are 
cultured within our organisation.  HCH 
has a track record of good people 
management practice.  Our recent 
recognition of Investors in People Silver 
Award has been built upon in 2017 and 
we are the only care home in Northern 
Ireland to achieve the European 
Foundation for Quality Management 
Award (EFQM).  The EFQM Excellence 
Model is a framework used by 
organisations for achieving sustainable 
performance and excellence.  It can be 
used to describe the attributes of an 
excellent organisational culture whereby 
‘succeeding through the talent of 
people’ is one of its eight key concepts.

HCH values the talents of our 
team and aims to create a culture 
of empowerment enabling the 
achievement of both organisational and 
personal goals across our specialities 
of care including; dementia, elderly/frail, 
under 65 years, physical disabilities,   
          rehabilitation, delirium, 

Perpetua Latta, Nurse Manager at 
Clonlee Private Nursing Home within 
Hutchinson Care Homes 

intermediate care and community 
care.  Nurses in our primary care 
settings are trained and supported to 
deal with complex care needs across 
a diverse range of specialities.  They 
must have a sound knowledge base 
and be highly skilled to deliver a 
wide variety of interventions such as 
urinary catheterisation, venepuncture, 
intravenous or subcutaneous fluids, 
supra-pubic catheter or palliative care 
and be competent managing risk 
around falls, tissue viability and infection 
control.  Nurses in secondary care 
settings may find themselves getting 
deskilled in some of these areas as 
they are often managed by a dedicated 
specialist nurse or team across their 
organisation.

There have been opportunities for HCH 
to develop ‘Champions’ in various 
specialist areas* through the support 
of our local Healthcare Trust In-Reach 
Project.  These roles enable HCH 
nurses to enhance their skills and 
competences in clinical practice with 
the overall goal of reducing hospital 
admission.

HCH currently employees 69 nurses 
who have a cumulative total of 566 
years experience (mean of 8.2 years per 
nurse)** (see pie chart).  This experience 
includes specialist knowledge, skills 
and values and is the foundation of our 
organisational culture.  It is shared with 
new recruits as part of their induction 
and training with the aim of supporting 
them to achieve competencies of care 
thereby standardising the high quality 
of care expected and delivered at HCH.  
Our clients are often the best judge of 
the effectiveness of our efforts and this 
quote is heart-warming;

“This is not just a place to put your 
head down, you know you are really 
cared for.”                                   

Developing Champions

     HCH develop 
‘Champions’ in 
various specialist areas 
through the support 
of our local Healthcare 
Trust.

l Wound Management*
l Male catheterisation*
l PEG Management*
l Tracheostomy management*
l COPD management*

We hope our culture of supporting and 
valuing our team will attract and retain 
staff within our organisation that enjoy 
making a positive difference to the lives 
of our clients. The EFQM Excellence 
Model has been a worthy framework 
to evidence our efforts against and 
achieving ongoing recognition is our 
aspiration.

 
Soundbite:
“When employees are attracted to 
organisational values they find their 
job meaningful, which enhances 
their well-being.  This impacts 
on outcomes such as increased 
motivation, staff retention and 
exerting discretionary effort.” 
(Otken & Erben, 2010) 

Years of Service - Nursing
Hutchinson Care Homes
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Connecting Care Vanguard   

Lesley Carver
The Senior Project Manager for the Care 
Homes Vanguard 

Delivering Care Innovations to Support Care Home Residents in Wakefield

In particular, there are two aspects of 
the model which have played an integral 
role in improving quality of care and 
outcomes for residents.

Multi-disciplinary care home 
support team (MDT)
The creation of a multi-disciplinary 
care home support team (MDT) has 
been at the centre of our vanguard 
activity. This team is made up of many 
different healthcare professionals, 
including general nurses, mental health 
nurses, healthcare support workers, 
physiotherapists and an occupational 
therapist.

The team meet every Monday, where 
they design personally-tailored care 
plans for the residents they are working 
with. Each team member brings a 
different specialism to the table, which 
allows the team to build up a complete 
picture of how best to help each patient, 
truly delivering the Connecting Care 
vision of providing “person-centred” 
care. 

Sue Robson, a mental health nurse 
within the team, expands on the value 
that an MDT team can bring: “Our multi-
disciplinary approach acknowledges 
that mental health can be impacted 
upon by a range of factors including 
physical health. An example of this 
was a bedroom-bound care home 
resident who was struggling with her 
mental health. The team conducted 
an assessment and worked with our 
physiotherapist to provide the correct 
seating so she could sit in the lounge 
with other residents, overall impacting 
on better mental health for the resident 
through social interaction.” 

Wakefield district has an 
estimated population of around 
333,759. 12% of the population 
are aged over 70, and it is 
predicted that by 2021, over 22% 
of people will be aged over 65. 

Under the NHS England national New 
Models of Care Programme, Wakefield 
was selected as the only district in the 
country to take forward two vanguard 
programmes, which operate under the 
partnership-led Connecting 
Care programme.

Connecting Care delivers one of six 
Enhanced Care Home vanguard sites 
in the country and aims to tackle 
loneliness and fragmented care by 
joining up services for older people 
in supported living schemes and care 
homes. The vanguard is led by NHS 
Wakefield Clinical Commissioning 
Group (CCG) and is made up of, 
and supported by, a range of NHS, 
voluntary, housing and social care 
organisations from across the 
Wakefield economy.

The vanguard addresses issues around 
the increasingly ageing population of 
the district. It recognises the pressures 
this puts on the local health and social 
system, while focusing on the value of 
caring for elderly people as close to 
home as possible.

What are we doing differently?
Since the care home vanguard launched 
in 2015, we have introduced new ways 
of supporting both staff and residents 
in care homes and supported living 
schemes, overall developing a numberof 
unique elements within our care model.  

Enhanced Health in Care Homes Vanguards
In the quest to develop new care models, NHS England are piloting six enhanced health in care 
home vanguards with the aim of offering older people better, joined up health, care and 
rehabilitation services.These vanguards were selected following a rigorous process, involving 
workshops and the engagement of key partners and patient representative groups. Over the next 
few issues of Care Talk we will take a look at each of the vanguards. 

This month we hear from Connecting Care, Wakefield District.
  

MDT team being awarded the recent 
“Team of the Week” award from Mid 
Yorkshire Hospitals NHS Trust



For further information 
on the Connecting Care 
programme and to follow 
the journey of the vanguard 
please visit: www.  
connectingcarewakefield.org
or follow our Twitter page: 
@NHSVanguardWake

The Portrait of a Life Toolkit 
is available as an e-learning 
resource. Please visit: 
www.southwestyorkshire.
nhs.uk/quality-innovation/
initiatives-projects/portrait-
life-elearning/ for more 
information.  

i
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Another unique aspect of the MDT is the 
relationship its members have built with 
care home staff. The team have built 
confidence in care home staff through 
ad-hoc training sessions and advice. 
Such sessions include Posture, Position 
and Pressure training, and provide 
care home staff with the confidence to 
handle, stretch and mobilise residents, 
which overall has improved their quality 
of life.

Holistic care approaches
The use of holistic assessments 
and tools for the care of residents 
is a valuable aspect of our model. It 
identifies that a person’s health and 
wellbeing depends on a very broad 
range of factors.

Portrait of a Life (POAL) is an example 
of a holistic tool used within the 
vanguard care homes. The POAL 
toolkit focuses on life-story work, to 
support carers and care home staff to 
engage with residents who have health 
and/or social care needs, such as 
dementia. This helps them to build their 
confidence to communicate effectively 
and support these individuals.Following 
a holistic assessment by a member 
of the MDT, options are considered 
about the best way to meet residents’ 
needs. We have acknowledged that 
care homes cannot provide everything 
that someone might need to enhance 
their health and wellbeing, so part of our 
model has involved building links and 
relationships with the local Community 
Anchors.

Community Anchors are independent 
(generally registered charities) multi-
purpose organisations, based in 
geographically defined neighbourhoods 
and used by the whole community. 
Community Anchors have now paired 
up with care homes in the district to 
provide health and wellbeing activities 
for care home residents both in the 
community and in the home. Examples 
of these include:

can often result in time pressures for 
care homes to be able to release staff to 
attend training.

The MDT team recognises this challenge 
and is therefore working flexibly 
and innovatively to deliver training 
and support to care home staff. For 
example, we have produced a suite of 
short training videos for staff, covering a 
range of topics including falls, dementia 
and diabetes. These are hosted on 
YouTube so care home staff can access 
these via their phones or computers at a 
time that is suited to them.

The holistic assessments have made 
a significant difference to the care 
that is provided to residents, this 
has been recognised during a recent 
CQC inspection of one of the care 
homes, where staff were praised for 
their person-centred care and focus 
on individuals. Residents have also 
expressed their enjoyment of the 
holistic activities. 90-year-old Marjorie 
explains: “We do get encouragement, 
and lots of people come. We get clothes 
parties and jewellery parties… all sorts 
of things.”

What results are we seeing 
so far?
From April 2016 to March 2017, the 
vanguard saw reductions in terms of 
A&E and hospital usage statistics from 
residents using Mid Yorkshire Hospitals 
NHS Trust. The below reductions are 
against a district-wide control group 
(those care homes that are not within 
the vanguard):

In addition, since the vanguard has 
launched there has been an incredible 
reduction in supported living scheme 
residents having to move into residential 
care. In 2014/15, 38% of residents 
had to terminate their tenancy and 
move into residential care. However, 
in 2015/16, this has reduced to 
0% across the schemes within the 
vanguard, allowing residents to stay as 
independent as possible for longer. 

Seeing an improvement in our residents’ 
outcomes was a key driver for this 
project and part of achieving these 
reductions involved working innovatively 
and through partnership working.

What challenges are still ahead?
Care cases are now more complex than 
they used to be and care home staff 
require more skills and support to be 
able to manage them. Our vanguard 
focuses on upskilling and supporting 
care home colleagues to develop the 
confidence and skills required to meet 
these complex needs; with training 
sessions from the MDT team being a 
key part of this. However, problems with 
staff recruitment and retention at care 
homes, alongside financial constraints, 

l Residents at Croftlands Independent 
    Living Scheme enjoyed a 1940s tea 
    party at St. George’s Community 
    Centre. The tea party was held in the 
    dementia café, and six residents 
    were taken over to enjoy the event
l Community Anchors have provided 
    volunteers to deliver group activities, 
    such as chair-based exercise, as 
    well as befriending residents and 
    supporting them to follow their 
    interests

Emergency 
Admissions

A&E Attendances

Ambulance Call-outs

Bed Days

13% reduction

6% reduction

5% reduction

28% reduction
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A new £20m health, wellbeing and 
Extra-Care hub being developed 
in Manchester is set to be one of 
the UK’s most progressive and 
accessible community spaces 
when it opens later this year.

The Trafford Housing Trust scheme, 
called Limelight, will offer an integrated 
approach to health and wellbeing 
services, education and employment 
resources, leisure and social activities, 
and the provision of advice and support.  

Facilities hosted by Limelight will 
include two GP surgeries, opticians 
and a pharmacy together with a library, 
café, restaurant and hairdressers. There 
will also be a range of flexible leisure 
spaces, meeting rooms on site, together 
with a number of spaces for community 
groups.

All amenities and services will also be 
available to the residents of 81 Extra-
Care apartments which are part of the 
development. These high-quality homes 
have been designed to offer residents 
independence, while simultaneously 
being linked to the wider Limelight 
community.

The Trust believes that this combination 
of independent living provision adjacent 
to a thriving public space will help to 
build an intergenerational community 
spirit within Limelight, and across the 
local area.

In addition, Extra-Care residents will be 
encouraged by local service providers, 
including the on-site GP surgeries 
and pharmacy, to take part in leisure 
activities and classes being hosted in 
        the Limelight building. 

David Teasdale, Limelight’s Manager 

This advice will also include sign-
posting residents to Trafford Housing 
Trust’s recently launched social initiative 
for the over 50s, ‘Be Social’. Be Social 
has been designed to be an accessible 
and inclusive club which encourages 
older people across Trafford to be active 
and make new friends. 

Serving Trafford’s many different 
communities, faiths and cultures is 
another key element of the Limelight 
offer. Earlier this year the project was 
visited by Commander Mak Chishty, 
the Metropolitan Police Service’s most 
senior officer with regards to community 
and religious integration.

Following a tour of the site, Commander 
Chishty said: “I think we could all learn 
something from the Trust’s innovative 
and bold approach to the Limelight 
concept and the way it looks to 
help breakdown social, cultural and 
religious divisions by bringing people 
together. Developments like this, which 
put a sense of place, belonging and 
neighbourliness at its heart, are one 
of the most effective ways to ensure 
community cohesion.”

New Hub Set to Put Manchester

This commitment to inclusivity has 
also been demonstrated through the 
formation of a steering group which will 
ensure the services on offer continually 
meet the needs of all Old Traffordians. 

Chair of the group, Niki Stockton, said; 
“Limelight is set to embody a spirit 
of inclusiveness and collaboration, 
and both I and my fellow committee 
members are greatly looking forward 
to helping make it a truly inspirational, 
multi-cultural and intergenerational 
space accessible to all for the benefit 
of everyone.”

In summary David Teasdale, Limelight’s 
manager, says of the scheme: 
“Limelight offers us an opportunity to 
try something really bold and different in 
Old Trafford from the very start. 
“High quality care and excellent 
independent living facilities are set to 
be complemented by a range of health 
and leisure services which are designed 
to be used by everyone.Through this 
approach we aim to bring young and 
old together, as well as people from 
different cultures and faiths, which we 
believe will dramatically improve care 
and wellbeing outcomes for everyone 
involved.” 

Limelight, which has already won a 
national award for the positive impact 
the project has had on the local 
community in terms of generating social 
value, is set to be opened and fully 
operational by autumn 2017. 

     We aim to bring 
young and old 
together, as well as 
people from different 
cultures and faiths.

Met Cmd Mak Chisty (l), Matthew Gardiner 
(r), CE, Trafford Housing Trust 

Limelight’s development, Old Trafford

The Limelight community steering group
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Professor Martin Green
Chief Executive: Care England

A Culture of Career Development
challenge in recruiting and retaining 
staff, is partly down to successive 
governments who talk endlessly about 
integration, and then think of workforce 
planning in the silos. The NHS and 
social care are treated completely 
differently for workforce planning and 
training purposes rather than being part 
of an integrated system.  

The challenge we face is one of 
increasing need and shrinking 
resources, both human and financial, 
and we need to look at how we create 
a workforce that is fit for purpose in the 
21st-century and can move across the 
system, in the same way that citizens 
do. 

There are many things that we need to 
do structurally in order to ensure that 
our system supports the development 
of a trained and skilled workforce, and 
where there is both parity of esteem 
and parity of pay and conditions 
across all the system. It cannot be 
justifiable in a system that is supposed 
to be integrated that we will spend a 
£100,000 a minute on training in the 
NHS and comparatively little on training 
in social care. 

Of course, I have little faith that we 
will see any movement away from 
this lopsided approach to workforce 
development. The NHS is too ingrained 
in the psyche of the public and 
politicians for any of them to take 
bold steps to redistribute training and 
development funding more equally 
across the system.

Faced with this reality, I believe care 
providers have to be really clear about 
developing their own approach to 
workforce recruitment, retention and 
development, and they have to create 
a culture of career development in their 
own organisations. 

Social care is one of the few areas 
where you can confidently predict will 
be a career to life. As our society ages 
and more people with complex needs 
are living longer there will always be a 
need for high quality care and support, 
and the care sector must develop a 
positive culture in order to attract the 
very best of the workforce into this 
rewarding profession.

      I have little faith 
that we will see any 
movement away from 
this lopsided 
approach to workforce 
development.

         I believe that it is important that we 
start with recruiting on values and we 
train and support people to develop their 
skills and enable them to deliver high 
quality care that empowers and enables 
people who use services to maximise 
their independence and quality-of-life. 

I believe that is important to ensure that 
the training we give is evaluated and 
measured for its outcomes to the people 
who use services. Training should also 
clearly evidence how it supports staff to 
do the difficult job of caring for people 
with complex needs. 

Every organisation should aspire to have 
a culture that is positive and focused on 
continuous improvement and continuous 
learning. Staff doing difficult jobs, need 
to have training, but they also need time 
for reflection and support to ensure their 
learning is embedded in practice. 

We need, not only to create open 
learning cultures, but we also need 
to have career development ladders 
which acknowledge and reward people 
who stay in practice rather than go into 
management as their next career step. 
In social work, we used to have the role 
of the advanced practitioner, which 
enabled people who developed good 
skills in front line social work to stay in 
direct services, rather than to move into 
management and we need to try and 
replicate that in social care.

Our challenge of course, is that whilst we 
want to do all these things the system 
never gives us enough money, and treats 
social care as a poor relation, or an 
afterthought. I’m going to make a pledge 
to myself that the next time anybody 
talks about integration. I’m going to 
remind them that it starts with training 
and development and when we see 
equality of funding between the NHS 
and social care. I will believe we are on 
the path to true integration.

Securing an appropriate 
workforce is one of the greatest 
challenges that we face in social 
care today. Social care is by its 
very nature a relationship based 
service, and with the increasing 
complexity of the people we 
support, there is a desperate 
need to ensure that we have a 
workforce that is values driven, 
skilled, rewarded and recognised 
as professionals.

In recent years, we have seen acute 
shortages in many areas of social care. 
We are currently dealing with enormous 
challenges in the nursing workforce and 
a lot of social care workers had been 
recruited from EU countries and our 
imminent X it from the European 
Union will create further challenges 
for the sector. 

In many ways, the fact that we are in a  
            period of unprecedented

      Social care is one 
of the few areas where 
you can confidently 
predict will be a career 
to life.
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The Changing Face
of a Career in Social Care

homes have some form of memory 
problems or dementia.

We have also seen higher regulatory 
standards from CQC and all this has 
had a knock-on effect with recruitment; 
so now we have much higher 
expectations from companies seeking 
more specialist skills and employees 
looking for more support, training and 
career opportunities. With this, social 
care is currently under massive pressure 
and some care providers are on the 
brink of collapse due to significant cuts 
in spending over the last five years.

There then becomes an appreciation for 
a care provider who nurtures employees 
with a structured career development 
plan. Those that benefit from strong 
family values and a grass-roots caring 
approach, continually learning to adapt 
to the demands of their business will 
win hands down, if they follow and 
integrate these attributes into their 
core values.

April 2016 saw the National Living Wage 
set. It is hoped that this increase may 
well attract more people to a career 
within healthcare, as currently across 
the UK, we see a severe shortage of 
nurses and qualified Senior Carers. 
Research by the international longevity 
centre calculated that England is facing 
a 718,000 shortfall in the number of 
carers in the elderly and disabled 
people by 2025. It is estimated that 
40% of the entire projected increase 
in the working age population would 
need to become carers just to meet the 
demand. 

This statistic highlights the importance 
of strategic career development and 
apprenticeships within a strong-values 
based operator. The Apprenticeship 
Levy introduced in April 2017 will 
aid in the career development that is 
greatly needed in the care sector, it will 
increase training and support increased 
productivity, leading to increased 
profitability for businesses, increasing 
wages over the long term.

Retaining good staff is now imperative 
and should be supported with solid 
investment in employee’s career 

      Now we have much 
higher expectations 
from companies 
seeking more specialist 
skills and employees 
looking for more 
career opportunities.

         development through 
opportunities and training.  Avery 
Healthcare have introduced a new 
strategic focus point upon Wellbeing, 
making it not just a buzz word, but a 
key part of their core business strategy 
for residents and staff alike.  Benefiting 
from a continual review of structure to 
reflect their business growth they are 
creating new opportunities for team 
members at all levels along with, in-
depth inductions, skills training, two 
year apprenticeships and specialist 
programmes. 

So, if you are looking at joining the 
healthcare sector or to develop your 
career it would be good advice to 
choose an employer with a strong 
values base and who demonstrates their 
strengths through recognised industry 
awards. A company that has best 
practice mentorships and demonstrates 
imperative recognition and appreciation 
with great rewards.

Ultimately, times and roles are changing, 
the future of the Care industry will be 
based on current employees and those 
individuals who can be nurtured and 
encouraged to revalidate, specialise 
and adapt their skills to keep striving to 
reach the highest level in their careers.

I have been asked many times 
if the Care Sector offers a 
good career.

Certainly, the Care Sector market has 
changed significantly during the time 
that I have worked in it. There have 
been major changes in recent times 
with resident’s acuity becoming more 
and more complex, thus more bespoke 
and specialist care is required. This 
requirement is evident when we look 
at how the average life expectancy 
has been increasing over the last 30 
years, it has been suggested that one 
in three babies born after 2013 will be 
a centenarian, which will have a huge 
impact on the demand for care going 
forwards. We also need to look at the 
increase in numbers of those living with 
dementia, according to the Alzheimer’s 
          Society, 70% of people in care 

      Avery Healthcare 
have introduced a new 
strategic focus point 
upon Wellbeing  for 
residents and staff 
alike.

Sharon Winfield
Director of Operations
Avery Healthcare
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Sharon Hicks
Home Trainer 
Royal Alfred Seafarers’ Society

Bespoke Training Supporting
Retired Seafarers

We have always worked to provide 
the highest quality care at our flagship 
nursing care home, Belvedere House, 
which together with our sheltered 
accommodation is located on our 
Weston Acres estate in Banstead, 
Surrey. Weston Acres aims to be an 
excellent place to work and to attract 
the best staff in order to deliver the 
very best care. Staff are expected to 
be supportive, respectful, professional 
and responsible. It is this commitment 
to delivering excellent care which led 
Royal Alfred to hiring me as a full-time 
trainer in 2015 for our team of more 
than 100 staff. 

As well as mandatory care sessions, we 
run courses on moving and handling 
and safeguarding vulnerable adults, 
amongst others. In 2016 we identified 
that some of our staff didn’t understand 
the experiences our residents faced 
during a lifetime at sea which, on 
occasion, resulted in a cultural gap 
between the team and those they were 
caring for. 

To help all staff understand the 
particular needs of our residents, who 
are mostly former seafarers, widows 
or dependants, we developed an 
innovative training programme aimed at 
improving staff understanding of life at 
sea and the needs of those who choose 
to spend their later years with us.

Some of the difficulties experienced 
during a career at sea such as cramped 
and sparse accommodation, extensive 
separation from families and harsh 
working conditions are known to 
potentially lead to both physical and 
psychological problems in retirement. 
Through this targeted training, staff 
have experienced first-hand the living 
conditions aboard ships, gaining an 
understanding of residents’ reactions 
and behaviour that may have been 
affected by their careers. 

We have received very positive 
feedback from members of staff who 
have remarked that the training has 
really helped them understand the 
needs of residents. Many feel that they 
now have a stronger connection to 
those they care for and can tailor and 
predict the support they will require.

      Some of the 
difficulties experienced 
during a career at sea 
such are known to 
potentially lead to 
problems in 
retirement.

          We plan to run the training 
programme until every member of staff 
has had the opportunity to attend at least 
one of 
the days. 

As the CQC does not prescribe what 
training care staff must undertake, this 
means that homes are able to assess 
the needs of their residents and take 
individual responsibility to ensure that 
they equip staff with the training and tools 
to allow them to deliver the best care. 
This is something we take very seriously 
at Royal Alfred. 

Sharon Hicks, Home Trainer 
at the Royal Alfred Seafarers’ 
Society which runs specialist 
maritime care home Belvedere 
House, discusses the importance 
of training for care staff.

The Care Quality Commission (CQC), 
England’s independent regulator of 
health and adult social care, notes that 
‘there is no regulatory requirements 
dictating specific qualifications must 
be held by care workers’. The advice 
from CQC is each care home must 
decide what training and qualifications 
will enable them to deliver a safe and 
effective caring service.  

Having a strong development 
programme in place is important to 
ensure all staff are working to the same 
standard; improving employee skills and 
addressing any gaps in knowledge. A 
good training programme is also key in 
demonstrating to employees that they 
are part of a supportive workplace; 
training is important not only for the 
success of the team, but for personal 
development.

As the CQC gives no clear guidelines on 
what training is required for care staff, it 
is important each home assesses what 
training they need in order for their staff 
to provide the best care for residents. 
The ‘one size fits all’ approach simply 
does not work when it comes to care.

The Royal Alfred Seafarers’ Society has 
been providing care to former seafarers, 
their widows and dependants for more  
           than 150 years.  

      Staff have 
experienced first-hand 
the living conditions 
aboard ships, gaining 
an understanding of 
residents’ reactions 
and behaviour.
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A New Home in Shanghai

Until very recently, Matthew 
Cox was Operations Manager at 
Barchester Healthcare - which 
runs more than 200 purpose-built 
care homes across the UK and 
seven private hospitals in the 
North East of England. His daily 
commute was from St Neots, 
where he lives, to London and 
back.

One morning in March, he got on the 
train as usual - and received a text 
from an old colleague. She thought 
maybe he needed a change. Something 
radical. Something different. She’d seen 
something which might interest him - 
an advert posted online by Health and 
Social Care Jobs Ltd. The rest of that 
train journey proved to be life-changing. 
By the time he was racing through - he 
thinks, probably Stevenage - he had 
applied for a new position in China.
 
He got the job and is now in Shanghai, 
tasked with setting up and running the 
country’s first ever memory clinic and 
dementia care village. It’s an initiative 
by Heythorp Healthcare - one of only 
a handful of companies beginning to 
deliver international-standard care 
services in the country. Speaking before 
he set off, 40-year-old Matthew said he 
had two priorities. First, he had to pull 
out all the stops to finish getting his 
         private pilot’s licence in the UK. 

      Dad, just do it.

Second, he had to find somewhere to 
live in China; “I’ve got a few contacts 
over there, but I’m a bit of an explorer 
and I like meeting people so I’m not 
too worried. I just see it as a new 
adventure.” He has a reassuring air, 
which possibly comes from his own 
sense of self-assurance. 

It’s Matthew’s first visit to China, but he 
is clear about his mission; “I’m running 
a care home, but it’s more than that. I 
see myself as embarking on a journey 
of culture change in China.” And 
culture change is an understatement. 
According to Heythorp, Chinese   
institutional care is a good thirty years 
behind ours. 

Dementia diagnosis is not 
commonplace, even though an 
estimated 20 million people are 
affected. The current approach seems 
to be old school. It’s seen as an age-
related condition, which requires a 
patient to be confined to an institution, 
and in some cases restrained and 
administered drugs.

The new centre is a pilot. If it’s 
successful, Heythorp will roll it out 
elsewhere in the country. Managing 
Director Dai Dyfed Evans says, “as a 
result of China’s rapidly growing aged 
population, the number of people 
with dementia is set, over the next 20 
years, to double. Better understanding, 
recognition, diagnosis and support 
for those with all types of dementia 
is therefore critical to addressing the 
health and social care challenges that 
this trend presents.”

Heythorp will offer options ranging from 
education and support to full residential 
care. The company is hoping eventually 
to obtain a licence for public funding 
support but for now, individuals will 
have to pay for the service themselves.

Matthew says he’s been described 
before as wearing his heart on his 
sleeve; someone who brings a sprinkle 
of magic dust. So how much is he 
looking forward to his new future? 
“A hundred per cent”. He has no doubt 
in his eyes. Is he anxious at all? “Yes, 
definitely”.

      I see myself as 
embarking on a 
journey of culture 
change in China.

Matthew Cox

He’s not the only one being 
philosophical. Before he accepted the 
position, he discussed the idea with 
his 20-year old son, Nathan, who was 
himself expecting the arrival of his new 
baby just before the Shanghai job was 
due to start. But Nathan simply looked 
at him in the eye and replied “Dad, just 
do it”.

Caretalk will be checking in with 
Matthew again, once he’s settled in 
Shanghai, to see how he’s getting on. 
Watch this space.
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Residents, apartment tenants 
and Experience Day customers 
came together at specialist 
care village, Belong Crewe, for 
a reminiscence event created 
by Cheshire East Council 
Community Development Officer 
Deb Lindop and the Silver 
Rainbows older people’s lesbian, 
gay, bisexual, and transgender 
(LGBT) Network.  

The event used memory boxes which 
contained vintage artefacts including 
ration books, photographs, clothing 
and household items. The memory 
boxes act as a form of reminiscence 
therapy that has been shown to be 
particularly beneficial for people living 
with dementia, stimulating cognitive 
ability as well as being therapeutic. 
The memory boxes are available for 
hire through Cheshire Libraries.

The session aimed to prompt 
memories from residents and also 
raise awareness for the older LGBT 
community in Cheshire by encouraging 
people to share personal experiences 
since the Second World War. 

The workshop, which was run by 
Body Positive and Cheshire East, 
was part of the wider Silver Rainbows 
project, which is working to create 
a touring exhibition including stories 
and artefacts about the LGBT older 
community in Crewe. 

Colin Avery, from the Silver Rainbows 
Network, said: “Research into older 
LGBT people in Cheshire has shown 
that many people are facing an 
uncertain future and potentially worried 
that social care services are not 
equipped to recognise their needs or 
life experiences. 

“The workshop that we held at Belong 
Crewe was a wonderful way of sharing 
the history of the community and 
offering an opportunity for people to 
listen and open up to one another

about their life experiences. We are 
looking forward to sharing these 
experiences and others with a wider 
audience at our Take Pride in Ageing 
conference at Chester Town Hall on 
Thursday 13th July.” 

Sharon Bull, Belong Crewe experience 
coordinator, added: “The Silver 
Rainbows workshop was a very 
interesting and engaging experience for 
everybody involved - it was lovely to see 
the memory boxes prompting memories 
from residents and we’re very glad to 
have had the opportunity to contribute  
         to the Silver Rainbows project.”

      The event used 
memory boxes which 
contained vintage 
artefacts including 
ration books, 
photographs, clothing 
and household  
items.

Belong Crewe Hosts LGBT
Reminiscence Session
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Recorded memories from 
residents living in a care home 
were created into an exciting 
sound installation that was 
opened recently. The 12 week 
sound project at Jewish Care’s 
Kun Mor and George Kiss Home 
aimed to celebrate the diverse 
experiences of the residents 
life stories.  

The project formed part of the home’s 
ongoing creative arts programme. 
Jewish Care’s Creative Arts Programme 
Manager, Caroline D’Souza came up 
with the idea for the project having 
listened to a wealth of recorded 
memories shared by residents in the 
home; “I knew that the material was 
so rich and moving and funny so we 
recorded memories to be shared with 
more people and exhibited.”  

Caroline contacted Andy Cruz sound 
artist at Output Arts who worked with 
Jewish Care Living Well facilitator, 
Esther Ainsworth who is also a sound 
artist to co-create the installation 
project. What was developed is a quirky 
exhibition with memories of times gone 
by being shared in unexpected places.

“The sounds came from within old style 
everyday objects like an old suitcase 
and gramophone to build atmosphere 
and evoke previous times when our 
residents were younger” commented 
Caroline. The words are brought to 
life as the voices emerge through 
headphones trailing out of a teapot 
in the garden scene, memories of 
working life are ‘housed’ in an old style 
telephones next to a typewriter and 
stories of travellers and travelling play 
from a suitcase and tales.

One of the traveller’s tales that emerges 
from the suitcase is the voice of Jean 
Cohen, who talks about war time and 
her memories of American GI’s coming 
to the UK. Jean says, “My mum and 
dad invited soldiers for Friday night 
dinner and I was just smitten with those 
Americans. I was young and they were 
so cute. I just wanted to listen to them 
and they used to tell us how they loved 
listening to our accents too.”

As 95 year old Minnie Rose listens to 
the voice emerging from the suitcase 
and looks at a photo album of another 
resident’s old photos she begins to 
talk about her own holidays on a cruise 
in 1964 which cost £99.  The thirteen 
residents who took part in the project 
clearly enjoyed the opportunity to share 
stories and see their words take on 
new life. Sybil, 94 added, “I like to chat 
so I’m happy to talk about anything 
with people so it was fun to record our 
memories.”
 
Another resident and participant, 
Renee Blake, said, “It was good to 
get together for the recordings. There 
were people I knew there and I met 
new people, we laughed and joked and 
talked together. I’m glad to listen to the 
stories.”

After the private view, Caroline 
D’Souza added, “The added benefit 
of a project like this is also that for 
those participating as well as the staff 
and their families is that it is a great 
opportunity to get to know one another 
better and form new friendships. 
The exhibition will stay in the home 
throughout June for residents and 
visitors to enjoy, relax and reflect on 
these fabulous stories in the home.” 

After the private viewing, Andy Cruz 
from Output Arts, paid tribute to those 
who took part in the project “I’d like to 
thank you all for your wit, the laughs 
and your honesty in all our discussions 
and to everyone for making us feel 
so welcome here whilst we’ve been 
working on the sound project with   
          Jewish Care.”

      The sounds came 
from within old style 
everyday objects like 
an old suitcase and 
gramophone to build 
atmosphere and evoke 
previous times.

Wired For Sound at Jewish Care

      My mum and dad 
invited soldiers for 
Friday night dinner. 
I was young and they 
were so cute.

Kevin Kipkemboi, Jewish Care, assistant 
at Kun Mor & George Kiss Home

Minnie Rose, 95, resident at Jewish Care’s 
Kun Mor & George Kiss Home

Sybil Binnes, resident at Jewish Care’s 
Kun Mor & George Kiss Home
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for our residents. Since then we are 
even more determined to try and 
maintain the “Outstanding” rating and 
have continued to widen the vision of 
how this can best be achieved.  For 
example, we sought to increase our 
links to the community by hosting both 
lent and advent lunches in the home.  

Some months ago we were sent an 
email to see if we could help a young 
lad with learning difficulties.  After 
careful consideration and discussion 
with his mentor he visits the home on 
a weekly basis and is thriving in this 
environment and his self confidence has 
increased.  I understand we were the 
only company who bothered to respond 
to his email. 

I am a firm advocate in apprentices and 
this year’s apprentice, on completion of 
her studies, will be joining the staff on a 
permanent basis and her successor is 
already in the pipeline.

Over 20% of my workforce has worked 
for me for more than 10 years. I hold 
a very strong belief in supporting 
staff whether it be through a personal 
problem and/or ensuring that they have 
the right skills and supervision to enable 
them to carry out their role. I do not ever 
employ agency staff as I want to ensure 
continuity of care, a familiar face and 
consistency in the team.

With the increasing complex issues 
of residents we have improved the 
experience of our management team 
by bringing in a trained RGN who is 
helping to improve the care plans. She 
is also invaluable with regards to her 
knowledge of medications.

After 30 years in the care industry, I 
have witnessed incredible changes.  
Sadly, I do have concerns for the future 
with increasing numbers of elderly

        people needing residential or 
nursing care. There is a paramount 
need for some very clear vision for 
social care but that can only come 
from an integrated approach from all 
parties concerned.  There are some 
brilliant initiatives developing around the 
country. There must be a solution soon 
to the long term funding and now is the 
time for action and not words.  

Following the “Outstanding” rating 
from the home, I was keen to be able 
to develop a relationship with others 
who have achieved this rating – and so 
was born the Outstanding Society.  It 
is a real pleasure and interest to meet 
other operators whose establishments 
have an “Outstanding” Rating and learn 
from them.  The Outstanding Society 
will shortly be opening a web page on 
the Care England Website for exclusive 
use of all “Outstanding” operations to 
share best practice and disseminate 
information in the 5 KLOES.

My vision remains close to that when 
I first started in residential care – to be 
able to offer excellent care, delicious 
food and drink and lots to do in a 
stimulating environment.  We continue 
to strive to make life worth living for 
our residents by working in close 
collaboration with their families and 
friends.

Up close and personal with
Camilla Trimble

      There is a paramount 
need for some very clear 
vision for social care but 
that can only come from an 
integrated approach from 
all parties concerned.

      We are even more 
determined to try and 
maintain the ‘Outstanding’ 
rating and have continued 
to widen the vision of 
how this can best be 
achieved. 

As Proprietor of Nazareth Lodge, 
Camilla Trimble is a respected 
and notable figure in social care.  
Care Talk caught up with Camilla 
and asked her thoughts about the 
current challenges to the industry 
and how the government can 
better support care providers. 

Passion has sadly become an 
overused word in the care industry 
over the last few years.  However, I do 
believe that tremendous commitment, 
understanding and dedication driven 
by passion is required to be able to 
maintain the services that we offer to 
our residents.  

When Nazareth Lodge received its 
“Outstanding” rating in 2015 it was clear 
confirmation to me of the amount of 
hard work that my staff put in day in,  
            day out, every day of the year  
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In Your Role, What is Important For 
a Culture of Career Development?
In these times of austerity care providers are been constantly squeezed on fees 
which makes offering competitive rates of pay to that of other sectors increasingly 
challenging. It has therefore never been more important to provide a positive culture 
which recruits and retains a highly trained, motivated workforce. We asked a group 
of stakeholders from Minster Care, ‘In your role, what is important for a culture of 
career development?’

Shelia Wood-Townend
Regional Manager

“Supporting employees to become 
the best at what they do lies at the 
heart of providing the highest quality 
care. People are our most important 
asset, and we have a dedicated training 
team within Minster to help our employees achieve 
diplomas, accredited training qualifications, and 
certifications. A career progression pathway exists for 
nearly every role in the organisation, and we offer tailored 
development programmes to help our people reach their 
full potential.”

Clare Sherwin
Home Services Manager

“It’s vital to have a structured career 
development programme and 
consistent support from your 
organisation to achieve your goals. 
I’m currently working towards my Level 5 
Diploma in Health and Social Care with a view to progress 
to Home Manager, and I really value the guidance I’ve 
received from the training team. It’s motivating to know 
that there is a structure in place to support and invest in 
staff development, no matter what your role.” 

Erica Williams
Care Team Leader

“I have benefitted from having a 
clear development pathway in my 
role. I started working at New Milton 
House four years ago on a casual basis 
as a Domestic Assistant, before working as 
a carer and progressing to Care Team Leader. It’s 
important to me that the skills, experience and 
qualifications I have gained are transferable, as one day I 
would like to pursue a career in nursing - if I can get over 
my fear of blood! “

Jackie Walker
Home Manager

“The fact that there are so many 
opportunities throughout the social 
care sector for career development 
is extremely important. Before I took 
on my current role at New Milton House, 
I have worked as a Carer, an Assistant Manager and a 
Home Manager, as well as on a local authority social 
work team.  Even as a Home Manager, there are further 
opportunities for development in operational management 
within the Minster organisation.”

Christine Cull
Activities Co-ordinator

“Being able to explore specialist 
activities provision for older people 
living with dementia and those with 
mental health issues has been really 
important to me as an Activities Coordinator. 
Not only has this helped me develop in my role and 
provide a more varied range of activities, it has boosted 
my understanding of these conditions and helped us to 
support our residents in leading fulfilling and enjoyable 
lives.”

l  Supporting, investing and valuing employees
l  Clear career progression pathway
l  Opportunities to promote from within
l  Training and qualifications programme

Penny Motram
Lead Trainer

“Within any organisation, it’s important to champion your 
staff and their passion for what they do. The training 
team works closely with managers in the homes to 
identify staff needs in order to support their training and 
access to qualifications. Career development is promoted 
throughout the homes as well as during inductions, 
supervisions and appraisals. This supports managers in 
identifying a staff member’s potential in their role and 
creating a tailored development programme for their 
progression.”

Conclusion: l  Specialist training programmes
l  Transferable skills
l  Identifying staff needs and skills gaps
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Rotherham couple John and Jessie Senior have 
celebrated their 65th wedding anniversary. 
 
Now living at Broadacres Care Home, on Naylor Street, 
Rawmarsh, the pair have been together more than 70 years.

They first met at a dance in Sheffield on 5th April 1947 and 
later married at St Paul’s Church in Arbourthorne, which has 
since been demolished.

Unlike the church, John and Jessie’s marriage is still standing 
strong, more than 65 years after they tied the knot.

Fellow residents, staff and friends at Broadacres Care 
Home helped commemorate the occasion with flowers, a 
personalised card, tea and cakes.

Jessie said: “We didn’t want a fuss so it was nice to share 
cakes and tea with friends. It was a lovely day.”

Both John and Jessie grew up in Sheffield. John ran his own 
haulage business, J H Senior Haulage, while Jessie worked at 
a printing firm for more than ten years. 

After giving birth to their only child, 
daughter Sharon, Jessie became a full-
time mum before eventually returning to 
work and spending 20 years as a shop 
assistant at a grocery store.

John and Jessie moved to Rotherham in 
1982 and eventually into the care home in 
2016, aged 86 and 89 respectively.

As well as daughter Sharon, they also have 
two grandchildren and two great grandchildren.

Helen Walker, home manager at Broadacres Care 
Home, said: “You couldn’t find a lovelier couple. 
John and Jessie are absolutely devoted to each 
other and it was the least we could do to help them 
celebrate such an amazing milestone.”

 

65 Years of Wedded 
Bliss For Rotherham Care 
Home Couple

“We didn’t want a fuss so it was 
nice to share cakes and tea with 
friends. It was a lovely day.”
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IS...
Laura Jefferies 
Cream Care
THE CARE TRAINER AWARD

What the judges said:
“Laura was an outstanding Candidate. Her knowledge and 
passion for her work stood out along with providing quality 
training to her colleagues. Very well done and thoroughly 
deserved of this award.”
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‘When a Dog is in Your 
Life, There is Always 
a Reason 
to Laugh’

  

Stocks Hall Burscough recently welcomed Pet Therapy 
Dog, Brad…everyone’s new best friend! 

Brad the Miniature Poodle is a wonderful sweet natured dog who 
kindly visits Stocks Hall Burscough accompanied by his owner 
and ‘Pets As Therapy’ Volunteer, Eileen on a regular basis.  

Generously sharing warmth and kindness with all those who need 
a little tender loving care and special attention, Brad is delightful 
little character who can perform tricks, entertaining the crowd with 
his playful approach and interaction. 

Speaking on behalf of Stocks Hall Burscough, Activities Staff, 
Denise Corvan said :

“Therapy dogs such as Brad can have a positive impact on the 
mood of people living in our homes as well as our visitors.” 

“Regular visits from Brad have shown to relieve loneliness among 
less social or outgoing residents who find group interaction 
difficult. Not all residents want to handle the dog and some will 
benefit just from watching Brad interact with others.”  

“It’s been wonderful to welcome him as part of the Stocks family 
here at the home.”

AND 
THE

Laura Jefferies from Cream Care was the proud 
winner of The Care Trainer Award at The National 
Finals of The Great British Care Awards 2017.

W   NNER 

Host Steve Walls,  Alex Ramamurthy representing sponsor 
The Care Workers Charity, winner Laura Jeffereries  with awards presenter Martin Kemp



C E L E B R A T E

Regard Wins ‘Specialist 
Care Provider of The 
Year’ in National Awards

“We should be especially proud 
of ourselves because we faced 
stiff competition from eight other 
companies in our category, and it’s 
great recognition of, and reward for, the 
hard work I know everyone at Regard 
has put in over the past year.”

“We remain totally committed to 
keeping our entire service person-
centred, and to be named by 
HealthInvestor as the top specialist care 
provider is a wonderful independent 
endorsement of the way Regard 
succeeds in combining the provision of 
excellent care with sound commercial 
business principles.”

Highlights from Regard’s winning entry 
included ambitious projects such 
as nationwide implementation of a 
pioneering method of data capture 
developed in-house; innovative training 
in positive behaviour support (now on 
a six-year national roll-out); Institute of 
Leadership Management accreditation 
for their internally-run ‘Managing 
People at Work’ programme; excellent 
client support exemplified by their 
benefits team; and meticulous quality 
control by the in-house audit team.

Regard was able to provide plenty of 
case study evidence to illustrate the 
success of these projects, as well 
as impressing the judges by setting 
quality control standards which exceed 
those demanded by the Care Quality 
Commission and the Care and Social 
Services Inspectorate for Wales.

Judges considered the headline 
achievements of all nominees over the 
past year. For Regard this included the 
opening and prompt occupation of 12 
new services, the success of which was 
attributed to their careful monitoring of 
and targeted response to, relevant local 
authorities’ demands.

As a result, Regard now supports 1,016 
individuals across the country – a new 
record for the care-provider - and has 
introduced 110 new beds in the last
two years as a result of new service

L-R Regional director Sam Collier
and CEO Sandie Foxall-Smith

Person-led: service user Angela Hurrell 
considers applications from potential 
care-workers 

launches. A further 12 new openings 
are planned by mid-2018.

Sandie Foxall-Smith, said: “Despite the 
market being very tough at the moment, 
Regard is growing steadily across the 
country - both occupancy-wise and 
business-wise – and it’s a very exciting 
time for us.”

“We believe very strongly in ‘growing 
our own,’ by which I mean nurturing the 
special talents of our staff and investing 
in them to give them every opportunity 
to rise through the ranks.”  
 
“This award is the icing on the cake 
– we were so pleased by the positive 
feedback we received.”

The HealthInvestor Award follows a 
string of award successes for Regard, 
as well as them being awarded 
Investor in People’s gold standard. 
The IIP assessor identified the same 
strengths as the HealthInvestor judges, 
concluding: “It quickly became obvious 
that people continue to be focused on 
the notions of excellence and quality; 
they are fully committed and passionate 
about delivering the best possible 
outcomes for customers, patients, 
stakeholders and the organisation.”

Care-provider Regard, has been 
named ‘Specialist Care Provider 
of the Year’ in the 2017 national 
awards of HealthInvestor 
magazine which recognise 
achievement in the business of 
healthcare by a huge range of 
organisations.

Judges were impressed by the quality 
of the care the Regard Group provides 
to clients - which was described as 
‘the best care for adults with learning 
or physical disabilities or mental health 
problems’ 

They said: “The Regard Group stood 
out in evidencing a step change in 
its approach to care, over and above 
comfort and safety. Through focusing 
on performance measurement it 
demonstrated its ability to bring 
meaningful change to the lives of its 
clients and in doing so has built an 
economically sustainable business 
model to support the financial 
pressures of commissioners.”

Regard’s CEO, Sandie Foxall-Smith, 
said: “We are delighted to have been 
named as the winning ‘Specialist Care 
Provider’ in what the organisers have 
acknowledged as the most competitive 
year in the awards’ 11 year history.”
 

Further details are available at: 
www.regard.co.uk
0800 840 0313  
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Award Winners DanceSyndrome 
Set to Perform at This Year’s Gala Dinner

The National Learning Disabilities & Autism Awards, in association 
with Care Talk, are really excited to welcome DanceSyndrome back 
following their win last year.  The dancers will offer our guests an 
entertaining performance that truly reflects what the awards are about. 
The charity has had an incredibly exciting 12 months, and we’re proud 
to have been a part of their journey.

26

DanceSyndrome, which delivers dance 
workshops and performances led 
by people who refuse to be defined 
by their disabilities, will perform at 
the Gala Dinner on 14th July at ICC 
Birmingham ahead of their two-day 
stint at the Edinburgh Fringe Festival 
in August. 

The charity was set up by a Lancashire 
woman with Down’s syndrome, 
Jen Blackwell – who started 
DanceSyndrome after failing to find 
opportunities to pursue her career 
ambitions of becoming a dance leader 
and spent 10 years knocking on doors 
and getting rejected. 

The 2016 
Sporting 
Chance 
winners 
Dance
Syndrome are 
set to take to 
the stage at 
this year’s 
National 
Learning 
Disabilities 
and Autism 
Awards 

and offer guests a preview of their 
upcoming Edinburgh Fringe Festival 
performance. 

      DanceSydrome 
is really excited to 
perform at The 
National Learning 
Disability and 
Autism Awards in 
Birmingham.

Jen Blackwell
Founder

DanceSyndrome

Jen said: “DanceSyndrome is really 
excited to perform at the National 
Learning Disability and Autism Awards in 
Birmingham. We can’t wait to showcase 
our new work ahead of the Edinburgh 
Fringe Festival in August to a new 
and inspiring audience and it will be a 
wonderful way to say ‘thank you’ after 
winning the Sporting Chance Award 
last year.”

Hesley Group Sponsors The 
Breaking Down Barriers Award

The charity has launched a Fringe 
Fund appeal to cover the costs 
of their Edinburgh Fringe Festival 
performance. To find out more, 
visit: www.dancesyndrome.
co.uk/fundraising or contact 
Dawn Vickers at 
dawn@dancesyndrome.co.uk 

i

Hesley Group are delighted to 
sponsor the LD & Autism Awards, 
as they provide recognition of all 
the great care and support  that 
is out there for people with a 
Learning Disability and Autism.
With over 40 years’ experience 
of providing high quality care and 
education, we  understand the 
importance of recognising the hard 
work, skill and commitment  of those 
people who on a daily basis go that

extra mile to ensure that the people 
they support achieve their full potential. 
These awards give us the opportunity 
to say thank you on behalf of those 
who use our services and their families.

I am particularly pleased that Hesley is 
sponsoring the Breaking Down Barriers 
Award as this award reflects a key 
value within our organisation, which is 
to support people to achieve their full 
potential through lifelong learning in the 
community. 

Chris McSharry
CEO, Hesley Group 

Well done to 
all of those 
who have been 
nominated for 
awards, we 
hope you have 
a great night 
and enjoy the 
recognition of 
all your fantastic 
work.
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Recognising Excellence
in Social Care - 
A Judge’s Perspective

          In trying to explain what’s been 
going on in the world, I have found 
myself simplifying society to there 
being good people and bad people 
and trying to consciously promote the 
virtues of love, kindness and patience.  

Little did I know when having that 
conversation with my three curious 
children, that just days later I would 
find myself surrounded by many of the 
kindest, most loving people I could 
imagine, with the unenviable task of 
choosing between them.

This year’s judging took place at 
the beautiful Botanical Gardens in 
Edgbaston, Birmingham and it was 
heartening to see so many people turn 
out despite the temperatures topping 
30 degrees. 

I spent time with over 20 finalists 
through the day and each one had 
a fascinating and valuable story to 
tell about the unique way they try to 
empower those in their care and how 
they strive each and every day to make 
their lives just that bit better.

What became patently clear to me 
throughout the day was that there is 
no one cut and dry method to provide 
great care and support. Each of us 
is different and the type of care and 
support we will respond effectively to 
will be equally distinct. I knew this in 
theory, but it was fascinating to hear 
and experience it in person, both from 
those providing the support and those 
individuals we met were benefitting 
from that support.

David Huckerby
Director 
GD PR
 

It also became clear to me that the 
very qualities that come so naturally 
to the people I met such as kindness, 
patience and empathy, are all too easily 
under-valued and under-appreciated. 
Let’s not forget that these most 
dedicated people often fight to exist 
in roles that lack the professional and 
financial recognition they deserve, yet 
they continue to do so because their 
hearts and their consciences won’t 
let them walk away from the most 
vulnerable in our society. 

I only wish my children could have 
joined me for the day, so they too 
could have met truly good people and 
learnt about the real and significant 
contribution that they are making to our  
           communities’ day in day out.  
 

I have recently had the honour 
and the privilege of taking 
part in the judging process for 
this year’s National Learning 
Disabilities & Autism Awards.  

I had such a positive experience 
judging for the Great British Care 
Awards that when the opportunity arose 
to be involved with this year’s National 
Learning Disability Awards, I jumped at 
the chance. Having had a small amount 
of frontline experience in supporting 
people with learning disabilities, it was 
another area of the sector that I am 
always keen to support.

As a father to three young children, the 
last few months have been somewhat 
challenging with questions aplenty 
about the heart-breaking events that 
have filled our newspapers, TV screens 
           and social media channels. 

      I found myself 
surrounded by many 
of the kindest, most 
loving people I could 
imagine.

      Each finalist had 
a fascinating and 
valuable story to tell 
about the unique way 
they try to empower 
those in their care.

      These most 
dedicated people often 
fight to exist in roles 
that lack the 
professional and 
financial recognition.

If you would like to judge at 
the Regional Great British Care 
Awards in October 2017 and meet 
inspirational individuals from the 
sector, please email: 
catherine@care-awards.co.uk
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AN EVENING OF CELEBRATION FOR THE SECTOR

14th July 2017,
ICC Birmingham

Hosted 
by
Steve 
Walls
and 
celebrity 
presenter
Sally 
Phillips

To book 
your table and 

for sponsorship 
opportunties, 

contact:

info@
care-awards.

co.uk

For more information about the awards, 
email info@care-awards.co.uk 
or visit www.nationalldawards.co.uk
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ON THE ROAD

Care Talk has a packed agenda of conferences and seminars ahead. 
We are proud to be media partners and supporters for some fantastic 
events listed below.COMING UP~ ~ ~

National Learning Disabilities 
& Autism Awards
14th July 2017 
ICC, Birmingham

2017 Regional Great British 
Care Awards
October and November 2017 
Dates and venues coming soon!
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Recruiting For Values: Getting And 
Keeping Good Staff is Part of Your 
Leadership in Social Care 
 

Debbie Sorkin

This has implications for care quality.  
Shortfalls in the workforce are an 
expression of unmet social care need. 
CQC has highlighted its concern about 
the continuity and quality of care in 
these circumstances3. If you don’t have 
genuinely person-centred care for your 
staff, it makes it much more difficult to 
provide genuinely person-centred care 
for your service users. 

Aside from this, it (literally) pays to 
keep good people.  The average cost 
of recruiting a care worker, allowing for 
the time of all those involved, has been 
estimated at £2000 - £3000 per place.  
If money is tight, and if net migration 
continues to fall so that the pool of 
potential workers is smaller4, you don’t 
need to not recruit many replacement 
front-line workers to save significant 
sums.  

So what can you do, especially in the 
face of continuing financial pressures? 
There’s no magic wand or easy 
solution.  But if you’re a manager or 
an owner of a care organisation, that 
doesn’t mean you can’t do something.

I’d suggest starting by recruiting the 
right people, who’ll be more likely to 
stay with you. 

One care worker who gave their views 
to the CLG Committee commented: “it 
is more often or not a job of last resort, 
rather than a job of choice.”  So this is 
about going for those people for whom 
care is a job of choice – in other words, 
recruiting for values.  

As another care worker said: “I 
am often frustrated to hear people 
conflatelow pay with low skill and low 
value.  Most people working in adult 
social care are undertaking very skilled 
roles and they need high skills and 
personal attributes and high levels of 
resilience to be able to do what they 
do.” 

Recruitment and retention, the 
theme of this month’s Care Talk, 
is an increasingly incendiary 
issue in social care. On the one 
hand, Skills for Care estimate that 
in 2015, there were c.1.55 million 
adult social care jobs in England, 
with 12,500 new jobs being 
established during the year. 

Though the rate of increase has been 
slowing, the number of jobs in the 
sector has grown by c. 240,000 – 
18% - since 2009.  And Skills for Care 
estimate that if the workforce grows 
proportionally to the projected number 
of people aged 65 and over in the 
general population, there will be another 
275,000 jobs needed by 20251. 

But once those people come into the 
sector, not all of them stay.  In its report 
in March2, the House of Commons 
Communities and Local Government  
Committee noted that 47.8% of care 
workers leave within a year of starting. 
Historical inequalities around the value 
ascribed to care work, evidenced in low 
wages relative to healthcare or other 
sectors, patchy career progression and 
the proliferation of zero-hours contracts, 
particularly in home care, all contribute 
to the picture.  
 

High turnover rates, particularly in the 
first few weeks following appointment, 
are often an indication that people 
have come into care and support roles 
but do not have the right values to 
sustain them in those roles. So one 
way to improve retention rates is to 
recruit people with the right values – 
demonstrated through their behaviours 
- that are at the heart of social care.      

As The Social Care Manager’s 
Handbook notes: “The values that 
underpin social care have developed 
through recognising that the very 
best practice comes from the highest 
standards of personal and professional 
integrity, and the commitment to deliver 
a service that centres on and responds 
to the people who use it.”

It’s this integrity that shines through in 
good leadership.  It’s at the root of how 
you behave in everyday situations and 
of what you expect from the behaviours 
of others.  And so it’s at the heart of the 
behaviours identified in The Leadership 
Qualities Framework for Adult Social 
Care5, which sets out what good 
leadership looks like at all levels of a 
team or an organisation. 

And you can use the Framework in 
recruiting for values, going for people 
who can show how they’ve expressed 
those values through what they’ve done 
in everyday situations.

When we talk about recruiting for 
values, we mean things like:
 

Debbie Sorkin shows how good social care employers put leadership at the heart of their practice   

Compassion 
 
Respect  
 
Empathy 
 
Treating people 
with dignity 

Integrity   
 

Courage 
 
Responsibility 
 
Imagination

Adaptability
  



If you have examples of great leadership in your service, please send 
them in to www.caretalk.co.uk or contact 
debbie.sorkin@localleadership.gov.uk. 

Debbie Sorkin is National Director of Systems Leadership 
at The Leadership Centre.  
Debbie.sorkin@localleadership.gov.uk 
@DebbieSorkin2
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In other words, being a good employer 
is about collectively building a culture 
of responsibility, trust and commitment 
to people’s development, so that good 
people want to stay with you.  

And many social care employers must 
be doing something right.  In its last 
Annual Report, CQC reported that 
services were performing especially 
well at caring, with inspectors seeing 
staff involving people in their care 
and treating them with compassion, 
kindness, dignity and respect. More 
than 90% of services were rated as 
good or outstanding for caring9. You 
can only do this if you have continuity of 
care – in other words, if you’re retaining 
a good proportion of your workforce.     
So let’s make more of this.  In the words 
of Dame Denise Platt, we can show that 
social care, when delivered well – by 
people who are committed to the sector 
and who are motivated to stay with their 
employer - has the power to transform 
people’s lives10.  

1See the Size and Structure of the Adult Social Care Workforce, 2016 Skills for Care 
https://www.nmds-sc-online.org.uk/Get.aspx?id=971293 

2See https://www.publications.parliament.uk/pa/cm201617/cmselect/cmcomloc/1103/1103.pdf 

3See The state of health care and adult social care in England 2015/16, CQC: 
http://www.cqc.org.uk/sites/default/files/20161019_stateofcare1516_web.pdf 
 
4See, for instance: http://www.standard.co.uk/news/uk/net-migration-to-uk-plunges-to-below-250000-after-exodus-of-
european-workers-in-wake-of-brexit-a3548626.html
 
5See https://www.nsasocialcare.co.uk/about-us/leadership-qualities-framework
  
6See, for example: http://stickypeople.co.uk/#home 
  
7http://stickypeople.co.uk/#home 
  
8http://www.skillsforcare.org.uk/Recruitment-retention/Values-based-recruitment-and-retention/Recruiting-for-values-
and-behaviours-in-social-care.aspx

9See p17: https://www.cqc.org.uk/sites/default/files/20161019_stateofcare1516_web.pdf 

10The Status of Adult Social Care: Dame Denise Platt, 2007: http://webarchive.nationalarchives.gov.uk/20130107105354/
http://www.dh.gov.uk/prod_consum_dh/groups/dh_digitalassets/@dh/@en/documents/digitalasset/dh_074218.pdf
 

 

These values will underpin all the 
training, skills and competences that 
people have. They are the kinds of 
values that make the difference in the 
delivery of care and support services. 
Recruiting people with these values is 
about having the right people in place 
from the start, who will not just do the 
right thing but do it in the right way, so 
that you can have confidence that your 
people will deliver truly person-centred 
services.

There are easy and practical ways of 
recruiting for values. There are widely 
available tools and techniques for 
looking beyond the standard ways of 
finding people, for instance6.  Employers 
using screening tools, for instance, 
have reduced interview no-shows, had 
higher retention rates, and enhanced 
the quality and consistency of their care 
teams7.

And Skills for Care has a whole section 
on its website devoted to recruiting 
for values and behaviours, with 
suggestions around how you advertise 
to attract the right people and how you 
ask questions at interviews that will 
show how candidates have put their 
values into action8.  

And once you have people working with 
you, being a good leader – exhibiting 
the behaviours in the Leadership 
Qualities Framework – is intrinsic to 
being a good employer.  So if you’re 
an employee, at whatever level you’re 
at, you should expect your employer 
to provide the kinds of leadership that 
would make you want to stay with 
them.  This means providing guidance 
and direction, using people’s skills 
effectively, reviewing performance of 
team members to ensure that outcomes 
are met, and providing motivation and 
development opportunities so that 
people keep improving.  You should 
look to your employer to support you to 
provide good care and better services, 
encouraging you to speak up and to 
innovate around improving people’s  
         lives.

      One way to 
improve retention 
rates is to recruit 
people with the right 
values that are at the 
heart of social care.   

      47.8% of care 
workers leave within a 
year of starting.



Find Out More
To find out more about developing 
and progressing in social care, visit 
the ‘Develop your career’ section 
at: www.thinkcareers.com 
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How to Build a 
Successful Career in Social Care

         complete a Diploma in Teaching 
in Lifelong Learning Sector. This 
prompted a move into a new role 
as a tutor for a ground breaking 
communications and advocacy course, 
and further progressing into social 
care management roles. “It’s important 
to take advantage of education and 
training opportunities to progress in 
your career. Sometimes it makes sense 
to take a sideways move in order to 
move forward as this can increase your 
career prospects,” notes Sally.

Do An Apprenticeship
An apprenticeship is a great way 
to develop your career if you want 
to earn as you learn, build on your 
experience and gain a qualification. 
As an apprentice you’ll take part in a 
structured development pathway. There 
are different levels of apprenticeships 
that start at level 2 for adult care 
workers to level 5 for leaders in adult 
care (this is for both managers and 
advanced practitioners). Jade Curtis 
chose a career in social care because 
she wanted to help people, but knew 
that the apprenticeship route would 
help her develop. “I could see that 
the apprenticeship scheme was my 
employer investing in me.” Jade started 
as a level 2 apprentice and has now 
completed her level 3. She’s now 
working towards her level 5, and has 
had a recent promotion to team leader. 

     To progress in 
your career you need 
to show interest in 
ongoing learning and 
development. 

      Your employer 
might pay for you to 
do qualifications, or 
you could apply for a 
Government backed 
Advanced Learner 
Loan.

No matter what role you start in 
- or where you are in your career - 
there are always opportunities to 
develop and progress in 
social care. 

The sector is changing and 
organisations are working 
in new ways which creates 
lots of exciting job roles and 
opportunities, and there are some 
things you can do to help you 
realise your career aspirations.

Do Qualifications
There are over 50 vocational 
qualifications in adult social care at 
different levels, and a wide range of 
topics. Your employer might pay for you 
to do qualifications, or you could apply 
for a Government backed Advanced 
Learner Loan which can make it 
more affordable. Michelle Apostol is 
managing director at Right at Home and 
qualifications have helped her develop 
her career. “To progress in your career 
you need to show interest in ongoing 
learning and development, and take 
every opportunity that comes your way,” 
says Michelle. Michelle started working 
as a senior care worker and completed 
a Level 2 Diploma in Health and Social 
Care. She then paid to do a professional
certificate in health and social care with 
the Open University which supported 
her into a manager role. Her employer 
paid for her to complete a level 5 
qualification and attend specialist 
training in end of life care, dementia 
         care, medication and diabetes. 

Michelle started working as a registered 
manager and then later took over as 
managing director. 

Do Training
In any role you’ll have to do some 
mandatory training such as moving 
and handling, health and safety and 
fire safety. There should be plenty of 
opportunities to do training at work, 
but you might also want to do some 
outside of work too. Sally Gibbons 
is a cluster manager at HfT. She first 
started working as a care assistant and 
took every training opportunity offered 
including courses in crisis intervention, 
deaf awareness, sexuality and HIV, 
and autism. This helped her progress 
into a learning support assistant role 
at a college for students with complex 
support needs. From here, she was 
keen to progress and funded herself to 



To find out more about registered 
manager membership and its 
benefits, go to: www.skillsforcare.
org.uk/membership It costs only 
£35 for 12 months. 

There are also over 150 registered 
manager networks that are run 
across England. Each network 
meets three times a year and is 
led by a registered manager, so 
the topics are always directly 
relevant to the role. Visit www.
skillsforcare.org.uk/leadership 
to find a local network in your area.  
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Backing Your
Registered Managers

We know that around 50 per cent of 
registered managers will be reaching 
retirement age over the next 15 years so 
emerging talent needs to be identified to 
fulfill those roles. Effective succession 
planning for the next generation 
of managers will underpin well-led 
services, particularly as increasing 
numbers of people will need to access 
care and support services. 

The day-to-day job of the average 
registered manager is busy, challenging 
and can be isolating, and managers 
deserve recognition and support for the 
crucial job they do. We want to provide 
simple, convenient opportunities for 
managers to step outside of their daily 
routine; to keep abreast of what’s 
happening in the sector, understand 
the requirements of the regulator and 
commissioners, and crucially to make 
links with each other.

That’s why Skills for Care has a 
national membership scheme where 
registered managers can interact, 
access high-quality information, 
take part in mentoring and access 
discounts on leadership workshops. 
This is complemented by local network 
meetings so managers have the chance 
to make links with their peers. 

Metropolitan - one of the UK’s leading 
providers of affordable housing and 
care and support services - recently 
bought membership for all of its 
registered managers, to support their 
career and personal development.  
Melanie Holloway at Metropolitan 
believes that its importance cannot be 
underestimated:

      Around 50 per 
cent of registered 
managers will be 
reaching retirement 
age over the next 
15 years.

Supporting and developing your 
registered managers has never 
been more important, as in the 
ever more complex world of 
adult social care this group of 
dedicated leaders and managers 
are key to high-quality service 
delivery. 

The buck stops with them; the CQC 
inspection, recruitment, the well-being 
of the people they work with, plus all 
the practicalities; insurance, the website 
and even getting the lift fixed, the list 
goes on and on. The scope of the role 
is vast, so support and ongoing learning 
and development is absolutely critical.

Georgina Turner
Programme Head, Employment Engagement
Skills for Care

Georgina Turner - Programme Head, Employer Engagement - 
Skills for Care -talks about the need to support the ongoing 
development of registered managers.

“Registered managers have a 
very difficult job and Metropolitan 
recognises the need to put in place 
as much support as possible for 
them. The resources made available 
to them were very useful. So it 
made sense for us to use the bulk 
join-up facility to sign a number 
of them up to the membership 
scheme.”

      Effective 
succession planning 
for the next 
generation of 
managers will 
underpin well-led 
services.  

“The handbook is particularly 
helpful for new managers, as are 
the guidance and toolkits available 
online. Colleagues need to feel 
valued and have access to flexible 
support networks and resources. 
Being a registered manager can be 
a very isolating job, and everyone 
likes the opportunity to get advice 
and feedback from peers. It is 
important to give managers the 
opportunity to network and use 
professional relationships to help 
solve problems and improve their 
own services.”
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How Training Can Transform Care

How to be a good...

repertoire is Management Development. 
It is key that we nurture up and coming 
talent who are aspiring managers.  
Over a 6 month period I crafted a 
programme which covered topics 
such as: The Assessment of the care 
certificate, Mentoring and induction, 
quality assurance and risk management 
and supervision and appraisal.  When 
developing this type of training ask your 
team what they hope to gain from this 
experience, is there a particular area 
they would like to focus on? Don’t just 
think about what you would like to 
cover, there is value in encouraging the 
team to be part pf the planning process. 
After all they’re the ones who are going 
to be learning it!

Having worked within the Care 
sector for 20 years.  I am a firm 
believer that the experiences I 
have had have shaped the way 
in which I work and how I 
deliver training.

It is fundamental that I recognise the 
needs of the homes and the staff that 
work within them.  Yes, it is essential 
that all staff are well trained but that is 
not enough.  Induction and mentoring 
are key, and if done well you will see   
outstanding results from your team.  

Formal training has its place and allows 
staff the opportunity to learn valuable        
          lessons through questioning

34

Top Tips

l Make training fun

l Be innovative, think about the 
    experience of training, if staff 
    engage they will retain more 
    information.

l Draw upon your experiences

l Know your audience, ask staff 
    how they would like training to 
    be delivered, what subjects 
    would they find useful.

l Review Evaluation forms, this 
    may give you ideas for future 
    training sessions and help you 
    to improve upon existing 
    training and development.

      I firmly believe 
that coaching staff 
in every aspect of 
their day to day work 
practice leads to staff 
having occupational 
competence.  

Trainer

and discussion. However, I firmly 
believe that coaching staff in every 
aspect of their day to day work practice 
leads to staff having occupational 
competence.  As seen with the delivery 
of the Care certificate, we can now 
assure ourselves that staff have the 
knowledge and tools to be excellent 
Carers.

At Cream we have seen some terrific 
outcomes as a result of being innovative 
with our training.  For example last 
year we delivered a Mental Capacity 
awareness week.  This culminated in 
training workshops, treasure hunts 
where staff and residents engaged by 
searching for clues within the home.  A 
cross word competition, communication 
and capacity training with our speech 
and language therapist.  We looked at 
the process of assessing a person’s 
capacity through communication and 
assistive technology workshop that 
has been invaluable in our approach to 
decision making for the people within 
our care. We held a Coffee, Cake and 
Capacity information afternoon for 
friends and family.  This was an informal 
gathering hosted by myself and Kate 
Todd our Quality assurance manager.  
This forum was an opportunity for us to 
engage with staff, family and friends but 
also people from our local community.

We also organised a Mental capacity 
video competition where all the homes 
filmed a piece on the Mental Capacity 
Act , our winners received a bottle of 
champayne and chocolates.  Not only 
did this raise the subject profile within 
the homes but we were then able to 
use the resources within future training 
sessions.

This fun and informative delivery was 
very successful and we have seen a 
marked increase in staff’s understanding 
of the Mental Capacity Act.

Another essential area of what I 
consider to be pivotal in any training

Laura Jefferies won the ‘Care Trainer’ 
category at the Great South West Care Awards 
2016 and went on to become overall National 
Winner at the 2017 Finals 



*Both these sentences are taken 
from pieces with the same learning 
outcome – that, both anecdotally 
and scientifically, helping others 
improves the helper’s wellbeing. 

If you want to read more...

www.godswork.org/
emailmessage6.htm

www.time.com/4070299/
secret-to-happiness/
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Motivating Staff as a Care Trainer
pushed on us, we tend to resist the 
experience and fail to engage. It’s 
true, in the care environment there is 
a minimum level of knowledge that we 
require our staff to know to comply with 
legislation. But, if we want to pull our 
staff into the learning environment, we 
need to know what appeals to them. 
 
The first sentence is about people, 
older people, and most staff enter the 
care environment because they want 
to work with people, help people. So, 
given the choice of hearing about 
someone’s experience or learning about 
data, they’ll be drawn to the option 
that appears to relate most closely 
to them and their reasons for being 
there. As care trainers, we need to be 
masters of translating learning into real 
life scenarios that relate directly to our 
staffs’ experiences.

Of course, there will be some 
individuals who are more drawn by 
the second sentence (ok, I admit, I’m 
an evidence geek). We learn faster 
and retain information longer when 
we are interested and different things 
interest different individuals. As care 
trainers, we need to start with a simple 
question - what interests and inspires 
our learners? Make training relevant; 
how will staff be able to apply this in 
the workplace? How will it improve their 
resident’s lives? Give staff vision – how 
will this help them progress in their 
career path?

Care trainers could spend less time 
developing formal learning programs 
and more time getting out and 
uncovering workers’ personal needs, 
then helping them source learning 
materials and opportunities, focusing 
on learner’s preferences about learning 
where possible.

It’s important to empower staff, 
ask for opinions and utilise those 
opinions; there is no value in asking 
staff to complete a course evaluation 
questionnaire if we aren’t going to act 
on the feedback. What do learners find 
useful? What engaged them? What 
would they change? 

We also need to take into account 
individuals learning styles and abilities 
and offer flexible learning opportunities

Kate Jaffur
Practice Development Facilitator
Belong

      We need to 
start with a simple 
question - what 
interests and inspires 
our learners? 

I’d like to invite you to read the following 
opening sentences...

“Two seriously ill old men shared 
the same hospital room. One man 
was able to sit up in bed and look 
out of the room’s only window, 
the other had to lie flat on his 
back...” *

“Scientific research provides 
compelling data...” *
 
Now, be honest, which sentence 
pulled you in? For the majority, I would 
guess it was the first sentence. We’ve 
all experienced having information 
‘pushed’ on us. The “push” model of 
learning has been, and continues to 
be, the world’s major learning delivery 
model. The teacher controls the reasons 
and format for learning - this is the 
information we need you to know, now 
          absorb it! When information is 

         – let staff choose how they 
learn best (face-to-face, ‘on the job’, 
eLearning, games, quizzes, scenarios, 
workbooks?). They need access to the 
right information, in the right format, 
at the right times – it’s no good asking 
staff to complete all their learning 
on a computer if they have no basic 
computer skills, or by watching a 
demonstration if they learn best from 
written instructions. Look for ways that 
everyday activities can be turned into 
learning opportunities, to appeal to all 
styles of learning.

Make training part of your organisational 
culture: start talking about it at interview 
and during the onboarding process, 
include training in staff meetings 
(‘stealth training’). Make learning 
continual, looking for ways that 
everyday activities can be turned into 
learning opportunities and reminding 
staff how far they have come. 

      There is no value 
in asking staff to 
complete an 
evaluation 
questionnaire if we 
aren’t going to act on 
the feedback. 



For more information on Well 
Careplus, please email:  
Careplus@well.co.uk 
or visit www.well.co.uk/
WellCareplus
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New Research Identifies 
Cost as The Biggest Barrier to 
Digital Medicine Management

      Cost actually 
ranked as the least 
important factor 
when thinking 
about medicine 
management.     

      Digital systems 
have been proven to 
increase patient 
safety.

Insufficient funding is the biggest 
issue facing the care home 
industry today, with cost as the 
main barrier to switching to 
digital medicine management 
methods, according to new 
research* conducted by Well 
Careplus.

A survey commissioned by Well 
Careplus revealed that 65% of care 
home professionals agree that ‘not 
enough funding’ is the biggest issue 
impacting the industry.  This is perhaps 
not surprising considering recent 
media attention about the ‘care home 
crisis’ with insolvencies among care 
home operators at a record high.  43% 
of participants agree that increased 
regulation is a key issue, followed by 
damaged reputation in the media (28%), 
and not enough staff (27%).

A quarter of those surveyed identified 
increased demand due to an ageing 
population, and poor collaboration 
between healthcare professionals as 
challenges facing the industry – issues 
that can be improved using digital 
technology.  However, the vast majority 
(89%) of care home staff surveyed 
revealed that they still use traditional 
paper-based methods for medicine 
management.  29% said that they were 
not involved in the decision process 
for this, but of those that did have an 
influence, 40% revealed that cost was 
the main barrier to switching to digital.

Despite cost being reported as the most 
common reason for not using digital 
methods, cost actually ranked as the 
least important factor when thinking 
about medicine management. 80% of  
those surveyed ranked patient safety as    
          the most important factor.

            David Hamilton, Commercial 
Director for the Well Group, 
commented: “Digital systems have 
been proven to increase patient 
safety** and 63% of people surveyed 
agreed that technology is the future of 
medicine management.  The seemingly 
contradictory findings of the research 
suggest that a cost-benefit analysis of 
switching to digital technology needs 
to be better communicated to the care 
home industry”.

The findings of this research are 
particularly relevant with Carers Week 
coming up on 12th June, an annual 
campaign to raise awareness of caring, 
highlighting the challenges the caring 
community face.

*Research conducted May-June 
2017 by Well Careplus with n=202 
responses from employees in the 
care home industry who have a 
role in medicine management.

**Cardiff University study (2016) 
pilot scheme to assess the 
benefits of the Proactive Care 
System, the operating system that 
powers the Well Pad.

l Well Careplus has a nationwide 
    network of 800 pharmacies and 
    supports over 15,000 residents 
    in more than 500 care homes.

l The company is part of Well, 
    the UK’s largest independent 
    pharmacy chain with over 7,000 
    across the UK.  Well employees 
    are passionate about providing 
    personalised healthcare and 
    wellbeing support in the heart of 
    local communities. The 
    pharmacy teams provide 
    friendly, reliable advice and 
    support, with many of the 
    comprehensive services offered 
    free of charge.

l Well provides:
    l Prescriptions management
    l Health and wellbeing 
        products products
    l Healthcare advice
    l Treatment for minor ailments

l Well wants all customers to 
    make the most of their health, 
    and the services are provided 
    by qualified pharmacists, who 
    are available without having to 
    make an appointment.



To see how Florence can work 
for your care or nursing home, 
visit: www.florenceapp.co.uk
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‘Revolutionary’ App Saves Care 
Homes up to 20% on Recruitment
For Temporary Nurses
An app which enables care and 
nursing homes to hand-pick 
temporary nurses without having 
to use a traditional recruitment 
agency has been launched.

The ‘Florence’ app, which has saved 
participating care homes 16-20% on 
recruitment costs, empowers care 
home managers to work directly with 
nurses and to clearly see their training, 
accreditation and ratings from previous 
jobs before booking them for shifts.

More than 1,000 registered general 
nurses have already signed up with 
Florence which enables them to build 
a professional reputation and so be 
selected by care and nursing homes for 
their expertise, not just their availability.

The app, which care managers can 
access online via a computer or mobile, 
is the latest in a number of ‘disruptive’ 
technology solutions for the care sector 
and has been created by Charles 
Armitage, a 28 year old doctor from 
London.

Glebe Court nursing home in Bromley, 
Kent, has been using Florence since 
March.

Its chief executive, Patricia Goan, said: 
“We like Florence because it’s easy to 
use and it’s transparent. You can see 
the full profile of who you’re getting for 
each shift, and because it includes their 
photograph you recognise them 
        when they arrive - managers find 
           that reassuring. We have saved 

Charles Armitage and The Florence Team

               more per shift than through   
            a recruitment agency.

Florentina Ichimuta is one of the RGNs 
signed up to Florence. She regularly 
finds work through the app. “I can see 
all the available shifts, the rate of pay on 
offer and the location. It’s so easy 
to use.”

“Nursing staff are empowered through 
using Florence,” said Charles. “It helps 
them to feel valued as they are booked 
for shifts because of who they are, 
not just because they are available. 
That makes for a much more positive 
experience for them and for the home, 
and, most importantly, that makes for 
better care.”

Florence is currently serving the London 
area, with plans to launch it nationwide 
later this year.

around 20% on the cost of using 
agencies to fill registered general 
nurse shifts.”

Charles said another of the nursing 
homes which uses Florence had told 
him it has “revolutionised” how it 
recruits temporary nurses. 

“The home’s manager commented on 
the quality of nurses they have access 
to via Florence. In his feedback, he said 
that because they are self-employed 
and marketing themselves, the nurses’ 
level of engagement is much greater,” 
said Charles.

“Moreover, because this nursing home 
no longer has to use a traditional 
recruitment agency it is saving 16% 
on agency fees for nursing shifts. For 
them, this equates to more than £3,500 
a month.”

Homes can use Florence to create a 
profile, post available shifts and then 
select from a database of pre-vetted 
RGNs. Managers can see each nurse’s 
training, compliance documentation and 
feedback from previous employers.

“Florence puts managers in direct 
contact with each nurse available for 
the shift,” said Charles. “It means 
homes get a better sense of who they’re 
employing and removes any doubt 
about a nurse’s abilities.”

Florence has the added benefit of doing 
away with the paperwork involved in 
completing timesheets, and payments 
can be made online through the app. 
The app takes 10% commission on 
the cost of each shift and represents 
a considerable saving compared to 
traditional nursing recruitment agencies.

Florence also has benefits for nurses 
themselves. It allows them to build their 
own profile and establish a reputation, 
and they can feedback to the homes 
they take shifts at. It offers them a 
greater rate of pay, on average 30%

      The ‘Florence’ 
app  has saved 
participating care 
homes 16-20% on 
recruitment costs.

i

      Florence puts 
managers in direct 
contact with each 
nurse available for 
the shift.     
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Sleep-Ins and National Minimum 
Wage: A Key Risk For The Sector

Matthew Wort
Partner
Anthony Collins Solicitors

For many years sleep-ins have 
been used as a way to ensure 
service user safety during the 
night, particularly in supported 
living. Historic practice was 
always to pay staff working a 
sleep-in a flat rate payment that 
would be less than the National 
Minimum Wage if every hour of 
the sleep-in was working time. 
This was because staff carrying 
out sleep-ins would typically 
sleep throughout most sleep-ins; 
rarely being disturbed to carry out 
duties.

Prior to the summer of 2016, HMRC 
appeared to take a consistent view that 
it was only the time that workers spent 
awake and working would be taken into 
account for NMW purposes. 

Recently, however, HMRC has taken the 
view that every hour of sleep-ins counts 
where:

      We are battling 
HMRC for many of our 
care provider clients 
being investigated. 

l  There is a requirement for the 
     workers to be present during 
     the night; and

l  Those workers are not allowed 
     to leave the service during the 
     hours they are required to 
     sleep-in.

We are battling HMRC for many of our 
care provider clients being investigated 
where HMRC are seeking to argue 
that all sleep-in hours count as 
working hours and that the providers 
should have been paying the full rate 
throughout the night for the last six 
years.

Whilst it is clear that the Government 
and HMRC are taking a steadfast 
approach to enforcement of NMW and 
sleep-ins, we believe, and advise our 
care provider clients, that there are 
grounds to persuade HMRC not to take 
enforcement action for the six year 
period. These arguments being based 
on BEIS’ own guidance until February 
2015, and the HMRC internal guidance 
until February 2016, suggesting that 
only time spent awake and working 
counted as working time. 

There are attempts across the sector to 
persuade the Government and HMRC 
to recognise the huge cost in the sector 
of a change in approach to payment for 
sleep-ins. In the meantime, providers 
will need to structure their arrangements 
in a way that will satisfy HMRC 
compliance and seek additional funding 
from local authority commissioners to   
          meet any added costs.

 

      We believe that 
there are grounds to 
persuade HMRC not 
to take enforcement 
action for the six year 
period.   

         As a result of HMRC’s change in 
approach, Anthony Collins Solicitors 
made various freedom of information 
requests asking questions to 
understand the reasons for the change. 
Matthew Wort, employment partner at 
Anthony Collins Solicitors, sets out their 
replies below.

In a statement made by HMRC 
following our first freedom of 
information request, HMRC stated that 
they:

“Enforce National Minimum Wage 
legislation in line with the policy set 
out by the Department for Business, 
Energy and Industrial Strategy… [HMRC 
officers] must require all employers to 
pay back any arrears that they find.”

Whilst HMRC are therefore taking action 
because they are seeking to enforce 
BEIS policy, until February 2015, BEIS’ 
own guidance stated that only hours 
spent awake and working counted in a 
typical sleep-in scenario.

We therefore believe it would be an 
unreasonable exercise of HMRC’s 
public duties to pursue enforcement 
action for a period prior to February 
2015. 

HMRC disclosed internal documents 
which revealed that, until February 
2016, its inspectors were following 
internal, previously unpublished 
compliance guidance which stated that 
minimum wage was only payable “if 
the period when sleep is permitted is 
interrupted and the worker is awake for 
the purposes of working.” 
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Staffing, The CQC and Regulation 18
that the induction training is well 
documented and that regular 
supervision sessions are recorded, even 
if some of these are informal. This will 
help you evidence your compliance to 
CQC.

You should also be able to evidence 
some form of induction for agency 
staff. Whilst the aim would be to keep 
agency use to a minimum, there are 
circumstances when agency use is 
required. Good practice would be to 
ensure that regular agency staff are 
used where possible. All agency staff 
should receive a mini-induction to the 
key policies and procedures of the 
service which should be documented. It 
is also wise to give consideration to the 
deployment of staff in a sensible and 
safe way ensuring that there is a good 
mix of agency and non-agency staff.

Workplace Culture
There are many steps that Providers can 
take to create a positive culture where 
staff feel important and valued. 
These include: 

Creating a positive workplace 
will undoubtedly assist with staff 
retention. This will require a 
workplace culture that ensures 
that staff feel important and 
valued. The steps you take to 
achieve this culture can also 
assist you to demonstrate 
compliance with regulation 18. 

Regulation 18
Regulation 18 requires Providers to 
ensure the deployment of sufficient 
numbers of suitably qualified, 
competent, skilled and experienced 
staff. It requires that employees 
receive such training, professional 
development, supervision and appraisal 
as necessary to enable them to carry 
out their duties. Employees must also 
be enabled, where appropriate, to 
obtain further qualifications appropriate 
to the work they perform. If they are 
regulated professionals they must 
also be supported to evidence to their 
regulator that they continue to meet 
the professional standards which are a 
condition or requirement of their ability 
to practice. 

Inductions
Demonstrating compliance with 
Regulation 18 begins with the induction 
programme. It is very important to 
ensure that staff have a comprehensive 
induction that appropriately prepares 
them for their role. This may include 
working towards the Care Certificate. 
Staff should be clear about the structure 
and timeframe of the induction. 
Providers should actively support 
the completion of the induction and 
ensure that staff are appropriately 
supervised until they can demonstrate 
that they have the necessary skills and 
confidence required for their role. 
         It is also extremely important 
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      Demonstrating 
compliance with 
Regulation 18 begins 
with the induction 
programme. 

l  Support staff in their
     development 
     Allowing staff to progress 
     through training and development      
     gives a sense of achievement 
     and demonstrates that you value 
     their contribution. Seek input from 
     staff through appraisals and 
     supervisions as to how they 
     would like to develop in their 
     role. Identify training needs in 
     collaboration with employees and 
     support them to ensure these 
     needs are met. Where staff are 
     registered professionals e.g. 
     nurses, ensure you provide them 
     with the time and support 
     required to fulfil their professional 
     Revalidation obligations. Ensure 
     that there are appropriate 
     resources in place to allow them 
     to do this.

l  Ensuring good communication 
     at all times 
     Encourage staff to become 
     involved and engaged by 
     consulting with them on 
     decisions. Ensure that you 
     regularly seek staff feedback 
     through team meetings and 
     individual supervision sessions.

l  Celebrating success  
     Where staff are performing well 
     make sure you recognise this. 
     Awards schemes are a good way 
     of doing this. Acknowledging 
     good performance will assist 
     with job satisfaction. Seek regular 
     feedback from service users and 
     their families and be sure to pass 
     this on to the staff concerned. 
     Make sure you document 
     this feedback and how you have 
     actioned this so you can evidence 
     this when CQC come to inspect. 

Document all the steps you have taken.  
This will assist you to demonstrate 
compliance with regulation 18 which 
in turn will hopefully help contribute 
towards a rating of ‘Good’ from CQC.




