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teamWelcome to the Winter issue of Care Talk, 
which focuses on equality and diversity. 
According to Professor Martin Green
from Care England, the diversity of the 
population that is supported by social 
care should be mirrored by diversity in the 
make-up of the staff team. In our lead 
article on page 5, Martin explores these issues 
and looks at how we can seek to readdress 
inequalities in social care.

A great example of addressing inequalities is through 
co-production. In his insightful article on page 9 
Phil Gibson from Camphill Village Trust, explains why this 
latest buzzword needs to be a shift in culture rather than 
a quick fix solution to this issue.

A wonderfully uplifting story on page 18 focuses on a 
remarkable young woman, Jen Blackwell. The founder of 
dance group, DanceSyndrome, Jen is a great example of 
how, despite facing many barriers, dreams really can 
be achieved.

The nine regional Great British Care Awards have now 
come to an end, and what an honour and a privilege 
it was to meet so many dedicated and committed 
social care professionals – and what better way 

to pay tribute to them than through these magnificent awards? 
The national finals will soon be upon us, and March next year will bring together the 

winners at a glittering gala event at Birmingham’s ICC.

Thank you for all your support this year. Care Talk is the magazine for people who 
are at the core of social care; it is your news, views and examples of excellent 
practice that ensure this publication really is the voice of social care.

Wishing you all a very joyous Christmas and happy new year.

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

L
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inequalities, is to look at how we can 
attract people who do not currently 
engage in work because of a range of 
caring or family responsibilities. Often 
these are the very people who would 
make excellent carers, but because of 
the inflexibility in the system, they are 
not being nurtured and encouraged into 
a sector where they could really make a 
big contribution. 

We need to think creatively about how 
we encourage a diverse group of people 
to enter the care sector and this will 
require us to think about what are the 
current blocks to their employment 
within care. 

I saw recently a care provider who 
had developed new approaches to 
interviewing staff. There were far fewer 
formal interviews, which can be very 
intimidating for some people and 
applicants are encouraged to work 
alongside existing staff so that they 
could get an understanding of the 
work and the employer could see the 
values they possessed, and how they 
engaged with the service user. There 
was also a real commitment to having 
interviews at different times within the 
day. This helped people who wanted 
to enter the workforce, but have 
other responsibilities to schedule the 
interviews around their needs. Social 
care is a 24/7 occupation and this 
enables us to be much more flexible in 
the way in which we deploy staff. 

The diversity of people who use our 
services must be reflected in our staff 
and we need to have a very open and 
welcoming attitude to ensuring that 
people, who are often excluded from 
work, are given the opportunities to 
pursue the rewarding careers that we 
offer in social care. 

The demographics clearly show that 
over the next 20 years we will see 
huge increases in need and unless we 
start developing our recruitment and 
retention processes, we will find 

The diversity of the population 
that is supported by social care 
should be mirrored by diversity in 
the make-up of the staff team. 

If we are truly going to deliver 
personalised care services to greater 
numbers of people, we have to have 
a staff team that is as diverse as the 
communities we serve.

However, there is a real challenge 
because diversity is often thought of 
in terms of race, gender, sexuality, age 
or disability, but underlying all these 
categories, there are a range of different 
life experiences that should also be 
seen as legitimate in terms of the 
diversity of the workforce.

If we look at the categories that are 
enshrined in law, they are fairly blunt 
instruments and they do not really 
encompass the diversity of experience 
and expectations which people who 
use services might have. To illustrate 
this, if you look at pure categories, 
you would see a white woman living 
in the stockbroker belt in Surrey, with 
significant amounts of money and 
access to other resources, in the same 
category as a white woman living in 
a mining community in the North of 
England, on the basic state pension. 
Both these people should have the 
same rights of access to services, but 
they might have had very different life 
experiences and different desires and 
expectations of what the care sector 
could deliver to them.

One of the ways in which care can be    
         very positive in redressing

        ourselves in a crisis where there 
are not enough staff to cover the 
services people require. We need to 
embrace diversity and technology 
because in the future we will have to 
secure our workforce from a range of 
different backgrounds and experiences, 
and we will have to harness the power 
of technology to ensure we deliver good 
quality services in the most efficient and  
        flexible way possible. 

     We need to think 
creatively about how 
we encourage a 
diverse group of people 
to enter the sector.

     There are a range 
of different life 
experiences that 
should also be seen 
as diversity.

     We need to have 
a very open and 
welcoming attitude.
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Martin Farrow
CEO
Optalis 

of experience and knowledge. Cross-
cultural communication can help a 
business grow, consider better ways of 
working, and to learn. These different 
perspectives and opinions should be 
embraced.

One of our aims at Optalis is to recruit 
people whose values are aligned 
with those of the organisation. A key 
part of this is ensuring the workforce 
recognises that diversity is embedded 
into the culture of our work. They must 
be passionate about treating customers 
and colleagues with the dignity and 
respect they deserve.

This open and honest culture can 
only help to retain diverse talent. In a 
competitive social care recruitment 
market, retention is key to being able 
to sustain a quality care service and we 
have developed a detailed Workforce 
Development Plan to ensure that we are 
recruiting and retaining the best talent in 
the sector. 

Skills for Care has recognised that 
social care providers need to think 
differently and more creatively about 
their recruitment practices. In 2017 
they launched a series of innovative 
projects, which encouraged social care 
employers to ‘look past the label’ and 
recruit people from traditionally under-
represented groups. We have taken 
extensive measures over the past few 
years to ensure that our workforce is 
diverse and reflects our client base. 

The Optalis Workforce Development 
plan aims to “attract, support and 
develop people who are motivated, 
informed and inspired to provide a level 
of service demanded by our values.” 
Our key aim is to train and grow the 
best teams and leaders of today and 
tomorrow, to ensure that they stay 
with Optalis and progress within 
the company instead of looking for 
opportunities elsewhere. 

We do this by regularly looking at ways 
to reward longevity and by reviewing 
flexible working practices; carrying out 
appraisals to outline progression plans 
and running a Staff Consultative

        Forum, where representatives from 
across all services come together to 
discuss matters of importance to the 
workforce, as well as to provide a forum 
for engagement between employees 
and senior managers. 

As a Mindful Employer, we take the 
mental health of our staff very seriously, 
and regular meetings and fora give them 
the opportunity to raise any concerns 
they might have and receive the 
appropriate support. People spend a 
lot of their time at work and so we take 
great care in making sure that our team 
members’ emotional wellbeing is treated 
just as equally as their physical health.

Optalis’ Vision is “To fulfil the potential 
of every customer, colleague and 
community we work with” and one 
way we deliver on this is by placing a 
high importance on recruiting staff with 
disabilities. As a Disability Confident 
Employer, we actively encourage job 
applications from people living with 
disabilities – including customers – and 
work to ensure that all candidates are 
given the support they need at every 
stage of the recruitment process. We 
are particularly proud of our ‘customers 
into colleagues’ activity which has 
seen a number of customers become 
effective and valued colleagues.

We are an inclusive company and 
have recently appointed an Ethnic 
Minority Development Worker to the 
Optalis team to celebrate the diversity 
of our customers and staff, as well 
as to work across the organisation to 
increase inclusion and understanding 
of ethnic minorities. Our workforce 
is made up of a variety of ethnicities, 
religions, genders and demographics, 
and we want each and everyone of our 
employees to celebrate the diverse set 
of people that make Optalis a success. 

Martin Farrow, CEO Optalis. 
Martin has been involved in the 
health and social care sector for 
more than 20 years, working at 
senior and CEO level for a variety 
of commercial and charitable 
organisations including Sunrise, 
Bupa and Turning Point. 

A diverse workforce enriches 
an organisation and makes the 
workplace more interesting. A mix of 
characteristics including age, race, 
gender, ethnicity, religion and ability will 
naturally bring talent and experience 
to an organisation. The inclusive 
companies are those that recognise 
the benefits that diversity will bring and 
promote this fully.

There are many benefits to being an 
organisation that encourages its staff to 
voice their opinion and suggest better 
ways of working. With a diverse  
         pool of talent comes a wealth 

Promoting Diversity in
The Social Care Workforce

     A mix of 
characteristics and 
ability will naturally 
bring talent and 
experience.

     We have recently 
appointed an Ethnic 
Minority Development 
Worker.



Find out more about Skills for 
Care’s work at:
www.skillsforcare.org.uk/
ConfidentWithDifference

i
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Victoria Collier
Project Manager
Skills for Care

        and for services to be designed 
around building relationships between 
the carer and those people who need 
care and support. Getting it right 
doesn’t need to be a complex process, 
rather an openness to assessing 
how well you’re already doing and a 
commitment to trying new ideas. 

One thing is clear, real improvement 
will only happen if everyone is involved 
– from service leaders to frontline 
staff, those needing care and support 
services and other professionals too.

Sharon Allen, our CEO recently said: 
“If we’re going to provide people with 
genuinely relationship-based, person-
centred care, diversity has to be at the 
heart of that. And it also has to be at 
the heart of the way that we employ 
our colleagues and the relationships 
between us as we work together to 
provide care and support for citizens.”

What’s next?
In spring 2019, Skills for Care will be 
launching a series of short films with 
supporting, simple-to-use learning 
resources. They will be available for 
managers and team leaders to use 
with their teams or peers to help guide 
conversations around sexuality and 
cultural diversity and what this means 
to them and their organisations. These 
discussions should identify what 
changes or improvements they may 
need to make to their services to ensure 
everyone is receiving the care and 
support they deserve.

Victoria Collier, Project Manager 
at Skills for Care discusses the 
importance of recognising the 
many different needs of people 
who need care and support and 
how to be confident with those 
differences so we can deliver 
truly inclusive, person-centred 
care. 

We know that most people working in 
adult social care sector do so because 
they want to support people to live 
fulfilled, independent and dignified lives; 
enabling individuals to live their lives, 
their way.

This person-centred approach is the 
key to an environment that enables 
our citizens to be themselves, but it’s 
not uncommon for care staff to lack 
confidence, especially when faced with 
situations that are different to their own 
life experiences and people who may 
have diverse needs.

They may feel awkward or embarrassed 
about asking sensitive questions 
about sexuality or cultural or religious 
practices; or perhaps they don’t 
recognise when their behaviour or 
the language they use might stop 
someone being themselves; or they 
may not appreciate why someone isn’t 
comfortable about being open about 
who they are.

Over the last few months Skills for Care 
has hosted a number of ‘Confident 
with difference’ events to get the 
conversation started. We’ve heard from 
a number of key speakers about how 
important it is to recognise and respect 
differences and why workers need to be 
confident around differences.

The learnings from these events have 
been really powerful and have offered a 
good insight into the development and 
support needs of our sector. There’s a 
real drive for care workers to become  
        more confident with difference 

Being ‘Confident With Difference’

     Getting it right 
doesn’t need to be a 
complex process.

     Real improvement 
will only happen if 
everyone is involved.

     It’s not uncommon 
for care staff to lack 
confidence when 
faced with situations 
that are different.



Co-production can be part of 
a wider equality approach to 
promote diversity in social care. 
A video shows more about co-
production in this care home. 
You can find it at:
www.tinyurl.com/
carehomeswansea 

SCIE’s Co-production team run 
co-production training from 
Introduction to Advanced Level 
and offer consultancy to make 
co-production a reality within 
organisations. Get in touch with 
a member of the team here:
www.tinyurl.com/scieenquiry
We can support you to put people 
back in control of their lives and 
give them choices. 

Kate Pieroudis is Co-
Production Development 
Manager, the Social Care 
Institute for Excellence. 

i
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Kate Pieroudis
Co-Production Development Manager
Social Care Institute for Excellence 

         A bi-monthly carer and relative 
group was also set up offering a chance 
to share views about what could be 
done differently to improve the care 
their loved ones receive.

A buzz in the air 
The impact on residents and staff has 
been profound. Increases in emotional 
wellbeing, independence and feeling 
empowered were reported, and a buzz 
in the atmosphere shows how engaged 
residents are. 

This is just one example of what is 
known as co-production in practice; 
that is, working with people who use 
services to design and run high quality 
services that meet needs and have 
positive impacts. It takes time to change 
things “we can’t hurry”, it’s about good 
communication, and slowing down to 
provide high quality interactions and up-
to-date training. 

All in it together 
There has also been a change in 
understanding that co-production 
means sharing of power: “Everyone 
does everything together; we’re not 
setting ourselves apart”. And staff said 
they felt happier and proud to be part 
of something that makes such a great 
benefit. 

Not all people experiencing dementia 
have the same access to healthcare. 
If you are from a black or minority 
ethnic group it might be harder to get 
access to basic healthcare. Making 
sure services are as accessible as 
possible and promoting diversity of 
staffing through a diverse recruitment 
programme; this can mean that service 
users are well-matched with care and 
support workers. 

In a care home in Swansea, small 
changes were afoot that have 
had a huge impact on residents 
experiencing dementia.  

There was an important shift from 
services being done ‘to’ residents to 
staff actively including them in the 
way the care home was run that left 
residents and - and staff - feeling more 
empowered and in control of their care. 

The care home manager said: “We went 
from task-based care to embracing a 
person centred approach that really 
values people…we give them control by 
giving them choices.”

But what does putting service users 
at the heart of their care look like? In 
Swansea, residents became involved 
with everything from helping with 
mealtimes and selecting meaningful 
activities to deciding what their support    
          plans and evening routines were.
 

Giving People Independence 
by Giving Them Choices

     A buzz in the 
atmosphere shows 
how engaged 
residents are.

     Co-production 
means sharing of 
power.

Kate Pieroudis on how engaging with residents can have great benefits.     
  

     Promoting diversity 
of staffing can mean 
that service users are 
well-matched.
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         What was clear, was the need for 
a methodology, toolkit and not least the 
courage of everyone being prepared to 
take a leap of faith together. 

We had heard about the work of 
an organisation called ‘Learn to 
lead’. They had developed a co-
productive methodology that was 
fundamentally changing the way some 
schools engaged with the students. 
These schools were challenging the 
traditional education hierarchy, creating 
environments in which students worked 
together to take responsibility to bring 
about the positive changes they wished 
for. We recognised many similarities not 
least that most schools and social care 
provisions had developed a ‘doing to’ 
rather than a ‘doing with’ culture. 

We also realised that one size does not 
fit all. Tools, methods and facilitation 
styles would need to be adapted 
and developed to ensure adults with 
learning disabilities could engage 
in a way that made sense to them. 
Enabling people to see the benefit of 
taking responsibility for achieving the 
outcomes they wanted.

The process is simple in that it starts 
with a blank agenda and two questions 
‘Why are you here’? and ‘What do you 
want to do’? Encouraging everyone to 
share in this way leads to agreement 
about what it is we are working towards, 
recognise the valuable contribution 
each person can make, plan what 
each person will do but also where any 
support needs to be focussed. The 
next stage is to allow individual skills 
to develop. This will only happen when 
responsibility is shared, achievements 
celebrated but equally failures 
embraced as part of the process. This 
means that outcomes 

Co-production in social care is 
gaining momentum, to some it 
may be the latest ‘buzzword’ or 
strategy to put a positive spin 
on the challenges of funding, 
eligibility and diminishing 
support. For Camphill Village 
Trust (CVT) it is a fundamental 
culture shift to the way we work 
with people. 

It was seven years ago that CVT 
decided to take its first steps into 
this co-production culture, improving 
every interaction whether it be 
between a person and their support 
worker, a group working together 
on a project that benefits the whole 
community or creating opportunities 
for people to have real influence over 
the governance and direction of the 
charity. What co-production is not for 
us is a quick win solution or a tokenistic 
level of engagement used to endorse 
predetermined outcomes.

The first challenge we faced was 
knowing how we could be creative 
in enabling every person to take 
responsibility and ownership. We also 
needed to know how to agree and plan 
what a successful outcome would be 
co-productively. 

Why Co-production Shouldn’t 
be a Quick Fix Solution

     Nobody said 
co-production was 
easy or for the faint 
hearted but the results 
are worth it.

Philip Gibson
Co-production – Project Manager
Camphill Village Trust

may not always be achieved quickly or 
in the way expected but nobody said 
co-production was easy or for the faint 
hearted but the results are worth it.

One example of co-production in action 
is ‘CVT Connect’ a digital platform 
co-designed from the initial concept by 
people with disabilities. This platform is 
enabling people to work together whilst 
developing skills and confidence when 
using social media. 

The result across CVT is challenging 
and inspirational to all. People we 
support are growing in confidence, 
taking more responsibility in their 
own lives whilst taking active and 
varied roles in the communities they 
live. We are also starting to see the 
transformation of the organisational 
culture. Regional forums are held 
regularly, the agendas are set by people 
supported, invites are then sent to 
trustees and senior management who 
attend as participants there to listen and 
respond rather than consult or inform. 

Co-production is transforming the way 
we work with people with learning 
disabilities and autism. If you would like 
to find out more visit www.cvt.org.uk 



Jill.manthorpe@kcl.ac.uk
@jillmanthorpe
@NIHRSSCR

Please note: The NIHR launched a 
campaign on 15 November 2018, 
to raise awareness of why social 
care research, just like healthcare 
research, is so important: 
www.nihr.ac.uk/socialcare 
 

i

S E C T O R

10

        and what is fair and ethical. The 
word ‘outcome’ sums up many of these 
things. All these questions need people 
with different research skills to work 
together and we must be able to draw 
on internationally leading research. We 
want more care homes and hospices 
to be involved in research; joining the 
ENRICH network of ‘research ready’ 
care homes is a great way to do this 
https://enrich.nihr.ac.uk/ 

The evidence around social care is 
patchy but people will need better and 
more effective services in the future. 
Working at King’s College London we 
have been able to use this funding to 
undertake influential studies. If you 
have taken part in any of these – many 
thanks. They range from studies of 
adult safeguarding and the risks of 
personalisation to a ground-breaking 
investigation of what happened to 
homeless people five years after they 
have been rehoused. We have found 
out that telecare may be effective but 
for some people it is not available if 
they do not have a family carer to be 
‘first responder’. Recently we launched 
a call for practitioners working with 
people with dementia to complete a 
short survey about making decisions to 
move to a care home (please email me if 
you would like to complete this survey). 
Such research increases the evidence 
– not just in dry academic articles but 
feeds through to resources such as 
Alzheimer’s Society fact-sheets, carer 
advocacy, and guidelines for social care 
workers. When frontline care workers 
get involved in such studies they 
have a real opportunity to share their 
experiences and views.

Research does not itself improve 
outcomes for older care users – but 
it can help practitioners and services 
deliver care which is likely to improve 
outcomes and to stop doing things that 
make no difference.  Research takes 
time to reach frontline care workers but 
in England we are now seeing more care 
workers being confident in their roles 
because research had proven that they 
are doing the best thing (for example, 
cognitive stimulation therapy or carer 
support programmes). But research is 
not just for practitioners and managers 
– increasingly people using social care 
services want to know what works. 
Family carers also want us to explore 
real-world problems and possible 
solutions. This is a good time to be 
involved in social care research 
         – come join us.

How Research Can Improve Outcomes
For Older People and Care Workers

     This level of 
investment will make 
a real difference to the 
evidence base for 
social care practice.

Social care research in England is 
going to receive up to £20 million 
new funding through the National 
Institute for Health Research 
(NIHR) School for Social Care 
Research.  

This is a real boost for social care 
research. It’s my view that this level of 
investment will make a real difference 
to the evidence base for social care 
practice. Whatever the resources for 
social care, we will always need to know 
that our money, time, effort and human 
commitment is going on the best 
possible care options.

Training for researchers wanting to 
find out more about the best ways to 
improve social care practice is going 
to be part of this funding. We need to 
know what works in social care, and 
this involves knowing what things cost,    
         how services are experienced, 

     When frontline care 
workers get involved in 
such studies they have 
a real opportunity to 
share their experiences 
and views.

Jill Manthorpe
Professor of Social Work at King’s College 
London and Associate Director of the 
NIHR School for Social Care Research from 
May 2019 

     We are now seeing 
more care workers 
being confident in 
their roles.



If you’re interested in learning 
more about the WDF and finding 
out how your organisation can 
benefit visit: 
https://goo.gl/Dmcbs9
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WDF1 revealed that employers found 
“that the WDF has helped them to 
address skills gaps and staff morale 
has improved.”

If you’re an adult social care employer 
operating in England you can apply 
for the funding. Employers can claim 
up to £1,200 per learner, per funding 
year, upon completion, towards the 
cost of listed qualifications and learning 
programmes. The amount of funding 
you can apply for depends on the 
qualification of learning programme.

Here are some examples of what could 
be claimed:

l Level 2 Diploma in Care: £690
l Level 3 Diploma in Adult Care: £870
l Level 4 Diploma in Adult Care: £1,050
l Level 5 Diploma in Leadership for 
    Health and Social Care and Children 
    and Young People’s Services, adult 
    pathways: £1,200
l ‘Lead to Succeed’ learning 
    programme: £350
1Impact Evaluation of the Workforce Development Fund 
(2015-17) and the Workforce Development Innovation Fund 
(2014-17) published by Skills for Care, November 2017.

How The Workforce
Development Fund Can Help You
Since its launch in 2011, the 
Workforce Development Fund 
(WDF) has helped to support over 
140,000 learners complete adult 
social care qualifications and 
learning programmes. It provides 
social care employers in England 
with a means to offer learning 
and development opportunities to 
their workforce, which otherwise 
may not be possible due to the 
cost.  

In 2017/18, more than 3,400 
organisations claimed money from 
the WDF towards developing their 
employees. The WDF makes your 
training budget go that little bit further, 
helping to ensure your workforce has 
the right knowledge and skills to offer 
high quality care and support to the 
people they work for. Research into the 
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        “We feel this sets us apart as an
innovative, forward thinking 
organisation, placing great emphasis on 
its internal culture and the wellbeing of 
its staff.”

Our care workers are our ‘ground 
ambassadors’, wearing the branded 
uniform each day and being the face of 
the company with each call they make. 
For them to feel valued, supported and 
have a real sense of job satisfaction, it’s 
important they feel part of the bigger 
picture and part of the ‘bigger Caremark 
family’.

Mary continued: “So we feel it is vital 
that our brand values and messages 
are understood and embraced by each 
and every one of us, from our CEO 
right through our organisation and most 
importantly to our amazing care workers 
– all 5,000 plus of them, wherever they 
are in our UK network.

“If they love what they do and feel part 
of everything, then the chances are they 
will stay with us longer and a greater 
sense of loyalty and team collaboration 
will be built.  It’s all about feeling proud 
and confident to be part of the brand.
“Happy staff will ultimately deliver a 
great service to our clients and promote 
a positive image of the company and 
the brand.

“To achieve this, we need to ensure 
every single member of Caremark, 
across all our UK offices, feels part of 
one team, with one goal.”

Every single member of staff received 
the all-important Culture Book, detailing 
the Caremark story from the beginning 
up to today,  giving them a clear view of 
the size of the company but also how 
each is part of the ‘Caremark family’. 

Care worker Sarah Goodman from 
Caremark (Osmund Court) said: “When 
I realised I was part of a huge group of 
people, I liked the idea. I think the

the Culture Book is great!  It’s really 
interesting and full of facts which I didn’t 
know.  

“I really like the idea of us being one 
large family, all working hard together 
as a team.  It’s amazing to think there 
are so many of us out there all doing the 
same thing.”

Getting the culture right therefore is the 
first step to building a really successful 
business, with loyal, satisfied staff and a 
strong and memorable brand. 

Getting The Culture Right

     Keeping staff 
feeling valued sits 
at the heart of a 
company’s culture.

It’s not rocket science that 
people will stay where they feel 
happy and valued.  Having a 
great culture within a company is 
crucial if you wish to have happy, 
productive staff and keep them. 

Earlier in the year Caremark launched 
its nationwide internal culture campaign, 
aimed at bringing a real sense of 
belonging, pride and teamwork into 
every staff member’s working life. 

The campaign has been many months 
in the planning and making, involving 
different members of staff from across 
the network. Views were canvassed 
as to what the brand meant to them, 
which gave good insight into what the 
campaign needed to encapsulate, what 
it needed to say and how it needed to 
look.   With powerful messages seeded 
throughout the campaign literature, 
designed to inspire and uplift, the 
campaign ultimately revolves around 
the key strapline: Creating the Mark of 
Excellent Care - one team, one goal.

Mary Wardell, PR & Marketing 
commented: “It is well known that 
a company’s culture can make the 
difference in driving staff recruitment, 
satisfaction and loyalty.  Keeping staff 
feeling valued, enthusiastic and proud of 
the brand they represent sits at the heart 
of a company’s culture.”

“Our message to all our franchisees and 
their staff is all about: 

l who we are
l what we have achieved as a brand 
    over the last 13 years
l the importance of our shared values
l our unified vision of working together 
    to become the number 1 home care 
    provider in the UK
l being the go-to care provider of 
    choice and the company where 
       people want to work.

     I really like the idea 
of us being one large 
family, all working as 
a team.

Members of head office with their 
Culture Books

Care workers L-R Fay Callagan & 
Sarah Goodman

One of the 
campaign 
posters with a 
real member of 
Caremark staff 
used



Stonewall works with the 
country’s leading organisations to 
create fully inclusive environments 
for staff, clients and the wider 
community. Further details about 
Stonewall and the Rainbow Laces 
campaign are here: 
www.stonewall.org.uk  
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Promoting Inclusivity
Looks Like This

     Stonewall is this 
year challenging fans 
and athletes to be 
active allies.

Regard’s HQ team sports rainbow colours

         Staff at their Kingston upon 
Thames headquarters and throughout 
their 168 specialist services nationwide 
are currently taking part in a variety 
of awareness-raising activities, which 
include the team at head office dressing 
in rainbow colours (see photo).  

People who live at Regard services 
are also participating, many of them 
producing rainbow-themed works of art 
to decorate their homes, such as the 
rainbow collage (pictured) created from 
handprints made by the people who 
live at their Wakeling House service in 
Suffolk.

This year’s Rainbow Laces campaign 
has proved so popular that Stonewall 
has decided to run it for a full three 
weeks, from 17 November to 7 
December, including a mass lace up on 
28 November when thousands of sports 
fans are expected to take part in a n a 
nationwide show of support for LGBT 
people in sport. 

Regard CEO Carole Edmond said: 
“We’ve embraced Stonewall’s campaign 
as a way for everyone who works for, 
or is supported by, Regard to celebrate 
diversity and show support for LGBT 
equality and inclusivity. 

“It’s just one of the many ways we 
actively promote workplace and service 
practices that ensure people who are 
part of the LGBT community feel at 
home with Regard.” 

Rainbow-themed collage by Wakeling House 

Staff and the people they support 
at services nationwide run by 
the Regard Group are joining 
thousands of sports fans and 
athletes who are lacing up 
this month for LGBT equality 
in sport as part of Stonewall’s 
award-winning Rainbow Laces 
campaign.   

Stonewall, the UK’s leading charity for 
lesbian, gay, bi and trans equality, is this 
year challenging fans and athletes 

to be ‘active allies’ and play their part in 
ensuring LGBT people feel included in 
sport.   

The Regard Group, which specialises 
in supporting people with learning 
disabilities, mental health needs and 
acquired brain injuries through specialist 
residential services and supported 
living services across the UK, has been 
a Stonewall Diversity Champion since 
March 2018. 



Home For 4 Year Olds
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collaborative art, sports, and trips out, 
culminating in a party day - the chance 
for residents and their younger pals to 
celebrate their new found friendships.
 
Mick Laverty, Chief Executive at The 
ExtraCare Charitable Trust comments: 
“We have been overwhelmed with the 
response to the Channel 4 documentary 
and are immensely proud of our older 
people who took part. The show 
was both heart-warming and heart 
wrenching at times, and we’ve learned 
a lot. 

“The results that followed the twelve 
week experiment have really highlighted 
to us the positive impact and tangible 
benefits on health and well-being 
that bringing the two generations 
together can have. This is why we have 
committed to ensuring more of our 
residents have the chance to spend 
quality time building bonds with the very 
young. 

Lasting Legacy Announced
Following Success of Old People’s

Older people and children are 
set to continue benefiting from 
spending time with each other at 
Lark Hill Retirement Village, the 
backdrop to this year’s BAFTA-
nominated series Old People’s 
Home for 4 Year Olds, produced 
by CPL Productions.   

Registered charity, The ExtraCare 
Charitable Trust, whose residents had 
the nation welling up and laughing out 
loud, has announced its plans for a 
lasting legacy project to the televised 
social experiment with its neighbouring 
nurseries: Beeston Nursery, Grosvenor 
House, Tiny Talkers Day, and Highbank 
Primary and Nursery School. And is 
encouraging people to take a moment 
to spend time with others outside of 
their age-group.

A rolling six week intergenerational 
activity programme will see twelve 
residents to share activities including 

     The results have 
really highlighted 
positive impact that 
bringing the two 
generations together 
can have.

“We already know from research with 
Aston University that those who live in 
our villages (86%) are fortunate to hardly 
or never feel lonely, but we understand 
that feelings of isolation and self-esteem 
are still an issue for some. With this in 
mind, we’re pleased to announce that 
we’re going beyond the lasting legacy at 
Lark Hill and have plans underway to 
embed intergenerational activity into all 
of our retirement communities.” 
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A number of its villages are already 
bringing the young and old together. 
Residents have visited local schools to 
listen to pupils reading and help with 
work. Children have attended craft 
classes run by residents. And at its 
Longbridge Village in Birmingham an 
established Stay and Play group meets 
weekly which sees residents mixing with 
children just a few months old. 

The TV show saw a nursery created 
within ExtraCare’s Lark Hill Retirement
 

        Ken Pidcock, Lark Hill resident 
and star of Old People’s Home for 
4 Year Olds comments: “It was an 
experiment to see if bringing the young 
and old together would bring benefits.  
We’ve proved the experiment works for 
both parties and it’s been a life changing 
programme.  Long term, my wish would 
be to have a crèche here alongside the 
village.”  

Roopam Carroll, Owner of Beeston 
Nursery comments: “We’re very 
pleased that the children who attend 
our nurseries, and their families, were 
supportive of our involvement in the 
programme and are keen to take this 
new project forward. This is a great 
opportunity for the children and families 
who could not participate in the TV 
show to benefit from this wonderful 
intergenerational work. 

“We have taken our learnings from the 
experiment and using our experience 
as early years experts, have worked 
together to develop a curriculum for 
the intergenerational project which will 
meet the needs of the younger and 
older participants alike. We hope to be 
able to share our experience with other 
nurseries across the UK and enable 
them to implement similar projects.”

Kathryn Nicholson, nursery manager 
of Grosvenor House Day Nursery 
comments: “Being part of such a 
wonderful experiment has opened our 
eyes to the positive impact it has had 
on the children. We cannot ignore the 
fabulous journey that everyone involved 
has been on, and the relationships and 
bonds that have so quickly formed. The 
results have been astonishing. We must 
continue with this intergenerational 
approach with the hope that it may 
become the norm for more settings like 
ours in the future.”

Residents at ExtraCare’s retirement 
villages are to benefit from a range of 
intergenerational activities including 
a playgroup for 0-5 years at its Stoke 
Gifford Village in Bristol and plans for a 
play area for its Solihull Village currently 
in development.

     We’ve proved the 
experiment works for 
both parties and it’s 
been a life changing 
programme.  

Village in Nottingham. A team of 
geriatric specialists measured the 
impact of the intergenerational activity, 
focusing on mood, memory and 
mobility, and the effect on the children 
was also assessed.  

All five episodes of Old People’s Home 
for 4 Year Olds are available now on 
All 4.





To learn how Access Group’s 
health and social care solutions 
can help your care business, 
please visit: https://www.
theaccessgroup.com/care-
management/ 
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Paul Patarou
Head of Strategic Projects 
– Health and Social Care, Access Group

Grow Your Care Business
Without Added Back Office Headcount 

staff just need to check everything’s in 
order and that’s it. 

Care plans and daily care routines can 
be updated by carers on the move 
with tablets or mobile phones and the 
rescheduling of visits can be done 
online, taking into consideration other 
visits and carer commitments. 

Relatives can log in to the portal to 
find out how their family member is 
doing, what’s been happening without 
having to call into the office – that’s 
fewer calls including from carers – 
because everything can be accessed 
electronically. It means more gets done, 
faster; everyone knows what’s going 
on in the business or at least what’s 
relevant to them.  

Often care providers don’t know the 
extent to which they can automate 
their back office from invoices and 
purchasing to more efficient cash 
management (getting cash into the 
business should always be a priority). 
There’s no rekeying data or searching 
for information on different systems. 

The amount of money administration 
costs care providers is huge; it’s one of 
those things that isn’t often measured 
so it goes unnoticed – but it is there, 
and it is real. It’s only when providers 
start using software that it suddenly 
hits them the amount of wastage in the 
business that they weren’t aware of.   

A good tip is to periodically look at what 
you do and if it’s a repetitive manual 
admin process, chances are it could 
be automated. Take a closer look at 
the work being carried out in the back 
office; again, you’ll find efficiencies that 
could be made there too. 

Don’t think for one minute that I’m 
suggesting you make back office staff 
redundant. Quite the opposite. As 
you grow, they can either move into a 
different or new position or help with 
supporting the expansion. It just means 
you can reach your growth objectives 
without automatically thinking you have 
to take on more people to cope with it. 

Bringing in systems will also have 
benefits for the care management team 
too as there’s less need to extract and 

         reconcile data to pull together 
reports. Ever spent hours trying to 
manipulate Excel spreadsheets? 
Common problem. Ad hoc and timed 
reports can be automated so there are 
fewer errors from manual intervention. It 
also reduces risk; greater transparency 
and audit trails ensure everything is 
well-documented and tracked.

When it comes to growing a care 
business it pays to make efficiency 
improvements first. Take time to plan, 
automate and reduce or eliminate 
any processes you can. And look to 
technology rather than headcount in 
the back office as you expand. Not only 
will this result in a better run, leaner 
business it will create a solid foundation 
for excellence in the client care services 
you intend to provide as well.

     The amount of 
money administration 
costs care providers 
is huge.

     Everyone knows 
what’s going on in the 
business or at least 
what’s relevant to 
them. 

When Bay Care implemented 
its care management system, it 
saved around £111,000 per year 
by reducing its back office costs 
– that’s equivalent of £500.00 per 
year, per client.  

Savings like this are possible when 
care providers adopt technology that 
integrates their processes from frontline 
staff to the back office. It’s even more 
essential if that business is looking to 
grow. 

One of the first things I’ve seen 
organisations do when they expand 
is to automatically take on more staff 
to deal with the additional workload - 
namely the extra admin. This not only 
compounds inefficiency and complexity, 
but it also eats into margins and profits. 
It doesn’t make sense to employ people 
to sift through paperwork, trying to 
reconcile it, make sense of it – not to 
mention it often means a reduction in 
standards of care too. 

I’m not saying it’s a bad thing increase 
staff numbers, but you’ve got to look 
at where you’re deploying limited 
resources, especially where they’re 
doing manual tasks that can be 
automated. Taking on new contracts, 
dealing with more clients, or branching 
out into new avenues of care requires 
that you add frontline staff without 
having to necessarily recruit for the 
back office too. That’s where investment 
should be focused.  

The solution is to eliminate unnecessary 
processes, bottlenecks and better 
manage essential administration 
and reporting through automation. 
Integrating the front and back office 
means that rotas, expenses, absence, 
travel, is streamlined with automated 
workflows in place. Staff can submit    
expenses remotely; they don’t have to  
         come into the office. Back office 
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Jen Blackwell –

From humble beginnings in 2009, 
DanceSyndrome has grown 
impressively into a multi-award 
winning charity playing a positive 
and vital part in the lives of 
thousands of those with learning 
disabilities, their carers, families 
and friends through the medium 
of dance. Jen Blackwell is the 
inspirational founder at its heart. 
Jen has Down’s syndrome and 
her lead carer and dance artist, 
Donna Harrison, recalls how 
meeting Jen and working with 
her has changed her life. 

“I was practising a routine in my dance 
studio when a very quiet, shy but poised 
looking young lady walked through the 
door with her mum. Little did I know 
that this beautiful lady would change 
my life forever. That was back in 2011 
and 7 years down the line, how life has 
changed!

I’m now Jen’s lead carer, though I’d 
rather call it best buddy, as well as 
dance artist for DanceSyndrome and 
I’ve been privileged to perform at the 
Edinburgh Fringe Festival twice with the 
most amazing bunch of dancers whom I 
now call my dancing family.”

Jen’s learning disability never stopped 
her from having hopes, dreams and 
passions for a career in dance. That is 
not to say that she hasn’t faced many 
barriers in realising them because of 
it. Indeed, her parents have fought 
tirelessly for her right to follow her own 
path and live an independent life. She 
has a dedicated and carefully chosen 
support team who have enabled her to  
          “dream, believe, achieve” as 
               she puts it.
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“Jen makes us proud.” says Sue, her 
mum. “She always wanted to share 
her passion for dance with everyone, 
opportunities to choreograph and 
perform. She has been blinkered in this 
since leaving school but opportunities 
to follow her dreams were almost non-
existent. To achieve her ambitions we 
invented a solution and the solution 
for Jen has proven to be a solution for 
countless others and a ray of light in 
lives that are all too often enveloped 
in challenges, problems and barriers. 
DanceSyndrome represents a totally 
different approach, revelling in and 
embracing people for who they are, 
celebrating their talents and their 
individuality.” 

In 2018, Jen was included in the Shaw 
Trust Disability Power 100, a list of 
influential leaders within the disability 
sector in the UK. She has also received 
the Points of Light Award from the 

Dreaming, Believing, Achieving

     As her dance 
instructor I recognise 
the irony that every 
lesson I take with her 
turns out to be a 
lesson for myself.

          Prime Minister in recognition of 
her work in the community. 

DanceSyndrome won the Sporting 
Chance Award at The National Learning 
Disability and Autism Awards in 2016.
Donna is full of admiration. “As both 
her lead carer and her dance instructor 
I recognise the irony that every lesson 
I take with her turns out to be a lesson 
for myself. Not only through dance but 
also from my greater appreciation of 
disability inclusion issues. Being part of 
Jen’s life and DanceSyndrome has

     DanceSyndrome 
represents a totally 
different approach,
embracing people for 
who they are.

Jen and Donna. Nicola Selby Dance Photography

PEOPLE
POWER!PEOPLE
POWER!



For more information:

www.dancesyndrome.co.uk
info@dancesyndrome.co.uk
facebook.com/
dancerleddisabilityinspired
@DanceSyndrome
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         shown me how to achieve the very 
best, not just through technique but 
from the passion within.

As her carer I know that every day can 
be different. Everyone has their ups
and downs but never have I seen such 
joy, love and passion from a group of 
people. It is a pure pleasure to work 
with them. Nothing in the dance world 
compares to this. I am so grateful to 
have been given this opportunity to 
champion the rights of those with 
learning disabilities and show the 
        way forward.”

     In 2018, Jen was 
included in the Shaw
Trust Disability Power 
100.

     Being part of Jen’s 
life has shown me how 
to achieve the very 
best, not just through 
technique but from the
passion within.

Jen leading a dance workshop. William Fisher (WF Photo)

Jen wins the EVA Award in 2015 with mum Sue looking on. Suzie Q photography

Jen Blackwell and Donna Harrison. 
William Fisher (WF Photo)
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Melody For Me at Bridge Haven

Bridge Haven care home have 
recently been visited from 
students at the Simon Langton 
Grammar school in Canterbury 
to undertake a project called 
Melody for Me. The project 
involves students performing a 
wide range of music to residents, 
involving them in singing and 
activity games, whilst building 
important friendships and 
relationships. 

Melody for Me was born from research 
by a Year 12 Simon Langton student, 
looking at a USA project, which used 
music to restore memory function in 
people with dementia. The student was 
so intrigued by this idea that he began 
to develop the idea for a similar scheme 
with his fellow students.

He secured funding for ten iPods, and 
then contacted Bridge Haven to see if 
they would be keen to take part in the 
project. Initially the students engaged
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in sociable conversation about the 
resident’s lives, past and present. 
From this, they designed a personal 
music playlist for each individual and 
uploaded it to an iPod for them to use 
on a regular basis. The hope is that the 
music will bring back specific positive 
memories from the resident’s past. 

One of the most significant things 
that has come from the project, is the 
building of new friendships and bridging 
of generation gaps. The students have 
not only been encouraged to converse 
with older people, but they have also 
had to consider ways of getting to know 
someone with dementia. The students 
have become gained a new respect 
for the residents’, being mindful for 
the people that they once were, whilst 
adapting a style of communication that 
enables the residents to understand 
and respond. 

Emily Renshaw-Kidd Director of Music 
Simon Langton Grammar School for 
Boys said, “We are so excited by 

this collaboration with the staff and 
residents of Bridge Haven. We are 
extremely grateful for the enthusiasm, 
friendship and hospitality that the team 
show us, in particular Julie Westbury 
who has helped to make this project 
happen. 

“It is my hope that our students will 
understand how, as they become 
the leaders of tomorrow, to use their 
intelligence for the greater good.” 
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Residents Reminisce With Museum Activity
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Activity staff of Barnes Lodge 
Residential Care Home hosted 
a museum afternoon, inviting 
residents to share memories of 
their past and reminisce together.  

Armed with an abundance of vintage 
items, including games, household 
objects and fashionwear, residents 
spent a morning reminiscing about their 
younger days and sharing memories 
with one another.

There was plenty to talk about as the 
items were passed around the group, 
some residents shared their memories 
of heading out to work, or looking after 
the house, whilst others were promoted 
to recall their favourite toys and their 
memories of their families.

Nicky Pett, General Manager of Barnes 
Lodge said: “We have an excellent team 
of activity staff here, who do a brilliant 
job at implementing activities which 
are fun and inspire and encourage 
discussion. Activities like this are great

Betty Cole

because everyone can have a go, it also 
helps staff to find out more about the 
residents and what is important to them. 

“Using items from the residents’ pasts is 
great for boosting their memory as well 
as lifting their mood and encouraging 
socialising amongst the group. They 
all had a great morning recalling their 
memories together.”

Jack
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UK’s Only Virtual Dementia Tour Arrives

Abbotswood Court Care Home 
in Romsey has welcomed the 
Mobile Virtual Dementia Tour, 
an innovative dementia training 
programme which gives people 
the opportunity to experience 
what it is like living with 
dementia. 

Described as a dementia Tardis, staff 
from Abbotswood Court, the families 
of residents and local carers were 
given the opportunity to take part in the 
pioneering mobile simulation. 

Entering a strange environment, 
participants were required to wear 
clothing and items which replicates 
the sensory symptoms of dementia. 
This included uncomfortable insoles 
that mimic the pins and needles of 
peripheral neuropathy, gloves that blunt 
sensation to fingers, goggles that block 
peripheral vision, and headphones 
playing normal sounds that are too loud 
and too uniform to fully differentiate.

Improving understanding of the illness, 
the Virtual Dementia Tour is medically 
and scientifically proven to provide the 
closest simulation a healthy brain can 
experience of what dementia might 
be like.  Helping people to understand 
dementia from the person’s point of 
view the tour aims to change practice, 
reduce issues and improve lives. It 
has already been adopted by care 
providers, NHS trusts, Councils, Fire 
Service, Police and Prisons across the 
UK.

At present, dementia related illnesses 
kill more people in the UK than Heart 
Disease or Cancer making it the largest 
cause of death in the UK. Abbotswood  
        Court engaged the virtual dementia  
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with the aim of helping care 
professionals and local carers to better 
understand dementia, improve practice 
and enhance care.

Over the last three years, Abbotswood 
has introduced a range of dementia 
initiatives, offering pioneering care to 
people in Romsey and the surrounding 
Hampshire community. It is home to 
a specialist Dementia Care team and 
Namaste Care Programme, which uses 
sensory stimulation and meaningful 
activities to improve the quality of life 
for those living with dementia. 

Glenn Knight, Managing Director of 
Training 2 Care which provides the 
Virtual Dementia Tour in the UK, said:

“We were pleased to visit Abbotswood 
Court and bring the first dementia tour 
of its kind in the UK to the care home. 
Giving carers, professionals, and family 
an insight into the world of people with 
dementia we hope to revolutionise 
care.’’

at Abbotswood Court in Romsey

     Abbotswood has 
introduced a range of 
dementia initiatives, 
offering pioneering 
care.

         Gemma Rideout Bowden, General 
Manager at Abbotswood Court said: 

“The virtual dementia tour was a real 
eye-opener for our team and the local 
carers who took part. It has given 
us a better understanding of how 
disorientating and distressing dementia 
can be for sufferers, something which 
we can now use to improve the 
specialist dementia services we offer to 
locals and residents.’’

     Participants were 
required to wear items 
which replicates the 
sensory symptoms of 
dementia.
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Bookbugs a Singing

Older members of the 
Dunfermline community have 
been brushing up on their nursery 
rhymes by joining in with weekly 
Bookbug sessions. 

Tenants at Bield’s Gillie Court have 
been taking part in the popular rhyming 
and singing group, which is aimed 
at developing children’s speech and 
language skills in a relaxed, friendly 
environment.

Held in the retirement housing 
development’s communal lounge, 
tenants are able to join in with toddlers, 
parents and childminders, creating a 
unique, intergenerational session.

Julie Wasiak, who leads the groups, 
said: “We’ve been holding a Bookbug 
session here for just over a year. I’m also 
a childminder in the area and I saw the 
amazing bond between my own gran 
and the kids whenever she popped in 
for a visit. 

“I thought it would be a great idea to 
hold a Bookbug session in a retirement 
development so I contacted a number  
        of housing providers in the area.
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“After my gran moved to Gillie Court, 
it naturally became the first choice and 
thankfully Bield were more than happy 
for us to hold the group here.

“The tenants can chose how much 
they want to participate in the sessions 
– some of them absolutely love it and 
get really involved in all the songs and 
others maybe aren’t as active as they 
once were and prefer to take back 
seat.”

Research suggests that 
intergenerational activities can be 
mutually beneficial to both young 
and old people, with studies showing 
improved emotional and social 
wellbeing. 

Julie added: “You can see that the 
tenants and the kids really enjoy the 
group. One child was quite shy when 
he first started coming along but over 
time he has really come out of his shell 
and formed a bond with one tenant in 
particular.

“To see both their friendship and 
his confidence grow is really heart-
warming.”

Joanne Page, Development Manager 
at Gillie Court, said: “Julie has been 
hosting the Bookbug sessions here for 
about a year now.

“They’re proving very popular with the 
tenants – we have some regulars who 
go along every week and it’s great to 

Success With Fife Tenants

     Research suggests 
that intergenerational 
activities can be 
mutually beneficial.

         to see them smiling and laughing 
with the kiddies. 

“It reminds some of them of their own 
children and grandchildren and it’s great 
to see them remembering those happy 
memories.”

Gillie Court is a Bield development for 
those aged 60 and over who want to be 
able to retain their independence while 
having help on hand when needed.

Bield has been providing high quality 
housing and related services in 
Scotland for more than 40 years, 
investing, changing and innovating its 
services and operations to address the 
needs of the next generation of older 
people.

     It’s great to see 
them smiling and 
laughing with the 
kiddies.
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Why Don’t More Men 
Work in Social Care?
Social care has long been perceived as a non-traditional 
occupation for men, but the sector needs more men at the 
face of the social care system, improving male service user 
participation and recruitment potential for a hard-to- service 
sector. We asked a group of male social care workers,
“Why are there fewer men in social care and what can be 
done to overcome this?”

overVoice
The Charity
“Only a fifth of our workforce are male, so we clearly have a lot of work to do, especially as 
we’ll need to fill around another 650,000 roles by 2035. We need to smash the outdated 
stereotype that social care is women’s work by ensuring men with the right values know about 
the range of rewarding jobs on offer in our sector, and show positive examples of 
males already working in care to help close this unhelpful gap.”

Sharon Allen CEO, Skills for Care 

The Representative Body
“Recruiting and retaining a quality workforce is one of the biggest challenges we face in social 
care. The uncertainties around Brexit are also going to throw into sharp focus on how we are 
going to get an appropriate workforce to meet the  increased need.

 “One of our greatest issues is to have a workforce that reflects the diversity of service users, 
increasingly we need more men in care in order to respond to the needs of older men. If we’re 
going to recruit and retain a diverse workforce, we must think more creatively about how we 
attract more men to become part of the care sector. We need to reach out to people who 
have the values of care, but are currently in other sectors of the economy. If we do this we will 
be a sector whose workforce is as diverse as the people who are supported by our services.”

Professor Martin Green OBE
Chief Executive: Care England   

The Recruitment Consultant
“There is a stigma around care which is deterring men from applying for roles. A good way to 
overcome this is to introduce a recruitment strategy which will challenge gender stereotypes. 
Ask yourself - are you showcasing male carers on your career pages? Are you providing 
practical interview tips to male candidates? And are you using values-based methods rather 
than asking for experience which immediately can stop a man from applying? “

David Beesley Talent Director - Cohesion Recruitment 
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Conclusion:
l There is nothing demasculating about caring – it takes a strong character to care, male or female
l The sector needs to be more proactive in recruiting men
l Men are a great asset to the sector, especially for male service users
l The perception of what ‘caring’ is needs to change – it’s not just about practical care, it’s about empowering the service user and promoting outcomes
l Ensure your recruitment literature and web presence demonstrate positive images of men and use gender neutral language.
l Sell the benefits of a care career to men, such as flexibility and job satisfaction 
l Target older men looking for a second career or a career change
l Use existing male carers as ambassadors for social care careers

The Care Provider
“In the past social care has been viewed as a non traditional occupation for men but this 
is changing as social care employers target men and more and more men realise the job 
satisfaction offered by social care and the career progression opportunities. Recently I met 
Richard a former Tesco manager working in our Wrexham branch, Rowan a former Warehouse 
Manager working in Durham and I had the privilege of appointing Craig, a former Bingo Caller, 
as a carer also in our Durham branch. 

All had experience of caring for family members, were bored with the monotony of their 
previous jobs and wanted a new and exciting change of career. 

Men are a vital and central part of our workforce and we need to target them and support 
their journey in to care and progression through care.

Men are here to stay in care and enrich care bringing valuable experience and knowledge and 
ensuring that customers who have a preference for a male carers have their preference met as 
well as customers with no preference.”

Glen Mason Chief Operating Officer, Human Support Group

The Nurse
“A career in social care is still seen by many males as a predominantly female role which 
focusses on personal care rather than supporting someone in every other aspect of their life 
and this misconception needs to be addressed”.

 Increases to the national living wage, combined with local authorities reluctance to increase 
support costs have made it extremely difficult to remain competitive with other sectors. It is 
increasingly difficult to attract new staff of either gender to a sector where they would be able 
to earn more money working at their local supermarket”.

Gary Spooner RNLD, Clinical Lead, DE Healthcare

The Care Worker
“There are fewer men in social care because it’s predominantly a female job. Traditionally 
men are known for being tough and not actually caring but many males do care. Some men 
could also be quite shy about becoming a carer as they don’t want to be looked down on for 
doing a female dominant job. The only thing to really overcome this issue is to encourage and 
support male care workers in all aspects of the job and promote the many rewards that come 
with caring for people.“

Kieran Wilding Care Assistant, Bucklesham Grange Care Home, Hallmark Care Homes
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Frank Captures Nation’s
Hearts at Sheffield United
Norwood Grange Care resident Frank fulfilled a life-
long wish to score at Sheffield United Bramall Lane 
stadium as part of the Country Court Care ‘Make a 
Wish’ initiative. 

Well-being and Activities Coordinator, Michelle Ketland was 
tasked with asking each resident what their wish would be; a 
regular at Bramall Lane since he was a boy, Frank immediately 
said he’d always wanted to score for Sheffield United.

Michelle took on the challenge and set about making this 
happen for Frank, a Blades fan for over 80 years. With the 
support of his family she contacted Sheffield United who were 
keen to help and invited Frank along enjoy a match. They 
arranged for Frank and his daughter to have drinks in the 
director’s lounge before watching the game in front row seats. 

At half time Frank was presented with a Sheffield United 
coat and shirt and was escorted out onto the pitch by 
Sheffield United legend Tony Currie. Tony kicked the ball to 
Frank ...........and he scored! 24,429 fans cheered whilst he 
blew kisses to his adoring fans.

The moment was 
captured and shared 
on Twitter, going viral 
with over 300,000 
views. The story was 
picked up by the national 
and international press 
featuring in the Daily 
Mirror’s ‘Golden Oldie’ 
feature in October 2018 and 
on Sky Sport’s Soccer AM.

“We are very proud that our 
‘Make a wish’ initiative has 
played a part in making this 
precious moment happen for 
Frank and his family. We are 
delighted too that he’s captured 
the hearts of the nation and 
thank the team at Sheffield 
United for making it happen” 
said Alykhan Kachra, Managing 
Director at Country Court Care.

Operations director at Sheffield 
United, Dave McCarthy, said: 
“We’re made up that he had the 
time of his life.

“Dementia is a horrible illness and 
we’re glad that we were able to 
provide even just a little bit of respite 
to Frank and his loved ones. Our fans 
were amazing too, giving ‘one of their 
own’ a lovely reception.”

“Frank 
immediately 
said he’d 
always wanted 
to score 
for Sheffield 
United”
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Care Home Forms New Partnership With Hearing Dogs Charity

AND 
THE

Host Steve Walls, Jane Ashcroft representing sponsor 
End the PJ Paralysis Campaign, winner Sophie Feurtado, and awards presenter Jeremy Vine

With over half of over 75-year olds experiencing hearing difficulties, Abbotswood Court 
luxury care home and retirement development in Romsey has formed a new partnership with 
Hearing Dogs for Deaf People. Aiming to raise awareness for the charity in the community, 
Abbotswood Court welcomed a volunteer dog trainer Malcolm Board and 19-month old pup 
in training Britney to a special information event. 
 
An experienced speaker, Malcolm Board introduced Abbotswood staff and residents to 
Hearing Dogs for Deaf People. Aiding people across the country, the charity trains dogs 
to alert deaf people to sounds they would otherwise miss. This includes simple sounds 
that many people take for granted like doorbells, alarm clocks or even danger signals like 
fire alarms. This can save lives, including the lives of elderly people who may be living in 
isolation.  
 
Accompanying Malcolm and his Cockapoo puppy Britney, Nicholas Orpin, Hearing Dogs 
for Deaf People Community Regional Fundraiser was also in attendance. Nicholas Orpin 

said: “We are delighted to have formed a new partnership with Abbotswood Court. They will 
be helping us to increase awareness for our charity and the importance of our work. The cost to train and support each 

hearing dog throughout their lifetime is £40,000 – so we rely heavily on our amazing supporters such us Abbotswood to help us change lives.’’
 
Gemma Ridout Bowden, General Manager of Abbotswood Court said: “We were pleased to support the charity and welcome Hearing Dog for 
Deaf People into our care home. We know that hearing dogs can help deaf people and especially the elderly to reconnect with life. This is one of 
the main reasons why we decided to engage with the charity as for those experiencing deafness and living alone, a hearing dog can provide a 
newfound sense of independence and confidence.’’
 
Further to their work with Hearing Dogs for Deaf People, several staff members at Abbotswood Court are currently undertaking Makaton training. 
Makaton is a language programme, which uses signs and symbols to help people to communicate. Aiding residents with hearing difficulties, 
Makaton is designed to support spoken language and the signs and symbols are used with speech, in spoken word order.

Partnering with Hearing Dogs for Deaf People, Abbotswood Court care home 
has introduced charity representatives and a young pup in training 
to residents and their carers.

W   NNER 

Sophie Feurtado from Examplar, York was the 
proud winner of The Dignity in Care Award at 
The National Finals of The Great British Care 
Awards 2018. 

What the judges said:  
“Sophie turned the organisation thinking around in a short time through 
her inspirational approach, systematically eradicated the them and us culture. 
She got the Board on side to make changes.  She has helped the confidence 
of service users by setting up Blogs, getting them involved in recruiting, 
receiving guests to the home and inductions.”

Mary McEnvoy with Shadow, on of the youngest of the Sled Dog Rescue 

Huskies that came to visit.
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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~ ~ ~

7th February 2019   
Great British Care Awards National Finals Judging Day  ICC, Birmingham 

8th March 2019   
Great British Care Awards National Final  ICC, Birmingham

15th June 2019   
Learning Disabilities & Autism Awards (Channel Islands)  Jersey

20th June 2019   
Learning Disabilities & Autism Awards (Wales)  Marriott Hotel, Cardiff

21st June 2019   
Learning Disabilities & Autism Awards (Northern Ireland)  Hilton Hotel, Belfast

28th June 2019   
Learning Disabilities & Autism Awards (England & Scotland)  ICC, Birmingham

25th October 2019   
Learning Disabilities & Autism Awards Final  The Hilton Bankside, London
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A Culture of Diversity:
At The Heart of Good Social Care

recognise that the best practice is 
grounded in high standards of personal 
and professional integrity, and the 
commitment to delivery of services that 
centre on, and respond to, the people 
who use them.

This means that, in the words of the 
Handbook, “Treating people with 
dignity and respect will run through your 
service like a golden thread.”  Dignity 
and respect are one of the fundamental 
standards below which care should 
never fall: providers “must make sure 
that they provide care and treatment in 
a way that ensured people’s dignity and 
treats them with respect at all times”. 

So working with people in a way that 
reflects their individuality, and accords 
them dignity and respect as human 
beings – in other words, respecting 
equality and diversity and living up to 
this principle in practice - is at the core 
of good social care leadership.  

The same ideas inform CQC’s view 
of what good practice in equality and 
diversity looks like.  This was set out in 
their Equally outstanding: Equality and 
human rights – good practice resource,2  

published in November. They note that 
many outstanding providers are using 
equality and human rights approaches 
to drive improvement, and explicitly 
make the connection between providers 
looking to improve their own ratings and 
learning from what the ‘Outstandings’ 
are doing in this field.  

They also emphasise the link with 
behaviours. What the best providers 
did wasn’t down to money or other 
resources. Their success was based on 
changing behaviours and thinking about 
issues, in particular: 

l Leadership committed to equality 
    and human rights
l Putting equality and human rights 
    principles into action
l Developing a culture of staff equality
l Applying equalities thinking to 
    improvement issues
l Putting people who use services – 
    and their diversity – at the centre
l Using external help
l Demonstrating courage and curiosity

This month’s Care Talk focuses 
on diversity and overcoming 
inequalities. There is a temptation 
to see this as a matter of having 
the right policies in place: for 
example, as CQC noted in their 
2016 State of Adult Social Care 
report1, 99.6% of services had 
policies covering equality and 
diversity.  Services will also 
sometimes point to having 
‘Diversity Champions’ amongst 
staff or Board members.     

To my mind, both of these are examples 
of hitting the target but missing the 
point.  If we’re serious about good 
leadership in social care, we don’t pay 
lip service to equality and diversity, or 
treat it as if it’s some sort of separate 
‘thing’ that we can tick off by having 
a policy on it.  We get it right because 
it’s intrinsic to good social care and the 
values that underpin it.

The Social Care Manager’s Handbook, 
in its very first chapter, talks about   
         social care values. These values
             

        And this wasn’t just a provider 
issue.  CQC emphasised that providers 
can’t do this work alone: it needs a 
system-wide approach, with support 
from commissioners, regulators and 
policy makers so that the sector can 
work together to tackle inequality and 
respect diversity.

So what does this look like in practice?  
It means making it a reality in different 
care settings.  In Shadon House, for 
example, a Dementia Resource Centre 
in the north east of England that 
was rated as outstanding for being 
responsive, it started with the vision 
to “improve people’s health, wellbeing 
and quality of life; give people choice 
and control…maintain personal dignity 
and respect; and keep them free from 
discrimination and harassment”.  This 
then translated into all staff being 
trained in equality and diversity issues, 
and able to access detailed information 
about a wide range of religious and 
cultural beliefs and traditions.  Shadon 
now bases its work on the Human 
Rights ‘FREDA principles’ – fairness, 
respect, equality, dignity and autonomy, 
with procedures and training for staff to 
make FREDA ‘live’ every day through 
their work.

Similarly, Mersey Care, an NHS 
provider of mental health services, 
has been committed to equality 
across all protected characteristics 
under the 2010 Equality Act – age, 
disability, gender, gender reassignment, 
pregnancy and maternity, race, religion 
and sexual orientation.  The trust has 
won awards and charter marks in 
recognition of its approach to LGBT 
people, and works with a learning 
disability advisory group to promote the 
involvement of people using the service, 
based on human rights principles. 

Debbie Sorkin 
National Director of Systems Leadership 
at The Leadership Centre

Debbie Sorkin shows how good social care practitioners put diversity at the heart of their leadership role. 

     Treating people with 
dignity and respect 
will run through your 
service like a golden 
thread.    

     It’s about leading 
in a system, not just in 
a service.



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

Debbie Sorkin is National 
Director of Systems 
Leadership at The Leadership 
Centre.  
Debbie.sorkin@local
leadership.gov.uk 
@DebbieSorkin2
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You ground it in leadership behaviours.  
You make it part of everyone’s 
leadership responsibilities, and the 
everyday experience of all your staff.  
CQC draws a direct link between 
equality for staff working in services and 
the quality of care provided, so begin 
with your staff, reducing differences in 
experiences and outcomes for them 
and learning from best practice. The 
NHS Workforce Race Equality Standard4  
is a good place to start.  

Another good guide is The Leadership 
Qualities Framework (LQF) for Adult 
Social Care5. It sets out what good 
leadership looks like, including in 
relation to equality and diversity, for 
people at all levels in the sector.  To 
start with, it’s central to the Dimension 
on Demonstrating Personal Qualities, 
especially the section on Acting with 
Integrity.  Whether you’re on the front 
line, an operational leader or someone 
working at strategic level, good 
leadership includes treating everyone 
with dignity, sensitivity and respect, as 
part of behaving in an open, honest 
and ethical manner and taking into 
account a person’s culture, beliefs 
and abilities. So even if you are new 
to social care, you can value, respect 
and promote equality and diversity, by 
being sensitive to people’s culture, age, 
gender, religion, race, sexual orientation 
and disability. At more senior levels, 
you have a responsibility to personally 
promote equality and diversity within 
and across your service, and to work 
to embed a sensitive and responsive 
culture across your service.  

It’s also at the heart of the Dimension 
on Working with Others, for example 
through the section on Encouraging 
Contribution, ensuring that people who 
use services can express their views 
and participate in joint decision-making, 
and play an active role in community 
life.  

It’s there in Managing Services, 
including in the section on Managing 
Resources, using resources effectively 
and minimising waste. At a time when 
resources are often under pressure, why 
would you want to use them in a way 
that was inappropriate for people when 
you didn’t need to?  

And it’s central to the Dimension on 
Improving Services, especially in the 
section on Encouraging Improvement 
and Innovation: leaders have a 
responsibility – played out at all levels 
in an organisation – to encourage 
improvement and innovation to create

1CQC: The state of health care and adult social care in 
England 2015/16. Published October 2016. See pp 123-136: 
http://www.cqc.org.uk/sites/default/files/20161019_
stateofcare1516_web.pdf 
  
2Equally outstanding: Equality and human rights – good 
practice resource. CQC, November 2018. See: https://
www.cqc.org.uk/sites/default/files/20181010_equally_
outstanding_ehr_resource_nov18.pdf
  
3The 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

4See: https://www.england.nhs.uk/about/equality/
equality-hub/equality-standard/  

5The Leadership Qualities Framework for Adult Social Care: 
The National Skills Academy for Social Care, 2012: see 
http://tiny.cc/4vpt1x 

And you don’t need to be a large-scale 
provider to do this. Castlebar Care 
Centre is a private sector nursing home 
for 59 people, based in Lewisham 
in London. Residents in the home 
originally come from 12 countries, and 
staff come from 27 countries. It was 
singled out by CQC not just for its 
outstanding care, but for its work to 
promote individual rights and recognise 
diversity.  

This has included activities such as 
Sweet readers, an intergenerational, 
arts-based programme between 
Castlebar and a local school, 
recognised in the school curriculum; 
Namaste, a multi-sensory programme 
for people with advanced dementia, 
which includes individualised activities, 
and support for individuals to follow 
specific interests.   

Terry O’Connor, the Registered 
Manager at Castlebar, says: ‘Investment 
and culture change took patience and 
trust over time – but has led to big 
improvements in care and many areas 
of outstanding practice.’

There has been a growing appreciation 
within social care about what diversity 
means in practice: not just working with 
it, but celebrating it. Manchester City 
Council has moved towards creating 
the UK’s first retirement community 
for LGBT people, and Anchor Care 
Homes’ LGBT Group has a clear remit 
to embrace and celebrate diversity 
through inclusion and respect.  

Some commissioners have also got 
the message. Central Manchester 
Clinical Commissioning Group 
has been recognised for its good 
practice in relation to end of life care, 
embedding equality analysis into its 
decision-making processes, monitoring 
performance on a regular basis, 
delivering training to staff in care homes 
and working with support organisations 
to respond to feedback from patients 
and advocates.  And it had significant 
impact, with admissions to hospitals  
falling by 68% as a result of these ways 
of working.

In all of these cases, the dignity, respect 
and individuality afforded to people 
makes a real difference, bearing out 
Dame Denise Platt’s view, set out a 
decade ago now, that “social care, 
when delivered well, has the power to 
transform people’s lives.”3  

So how do you inculcate ideas around 
equality and diversity, and what they
mean in practice, in your teams?

a climate of continuous service 
improvement.  This means always 
being on the look-out for better ways to 
enhance people’s dignity and to ensure 
they’re treated with respect.

By extension, this is about working 
beyond your organisational boundaries, 
and in partnership with other people 
– something social care staff are often 
very good at.  In other words, it’s 
about leading in a system, not just in a 
service.

You can support equality and diversity 
whatever your role.  If you’re an 
apprentice, or you’ve just started 
in social care, you can always treat 
people with dignity and as individuals, 
communicate effectively and work with 
them to improve their care and support.  
If you’re a team leader, you can develop 
a convincing and authentic leadership 
style that promotes dignity and human 
rights.  And if you’re operating at more 
senior levels, taking up your leadership 
role includes actively building that 
culture in your organisation. 

So equality and diversity aren’t 
something you pay attention to after 
you’ve looked at everything else: they’re 
at the centre of what you do.  Let’s 
make some noise about what social 
care providers and commissioners are 
doing to put equality and diversity at the 
heart of social care.  



Take a look at Skills for 
Care’s range of leadership 
programmes at: www.
skillsforcare.org.uk/
leadership-programmes
Well-led programmes are 
running in early 2019, so 
find out more at: www.
skillsforcare.org.uk/well-led
Top Leaders programme is 
running in January 2019. Go 
to: www.skillsforcare.org.uk/
top-leaders

i

L E A R N

33

Sharon Allen, Skills for Care’s CEO said: 
“Our leadership and management offer 
enables all participating leaders and 
managers to learn from each other, with 
each other and on behalf of the wider 
care system. It places leadership at the 
heart of social care thinking and driving 
its development so we can collectively 
meet the significant opportunities and 
challenges ahead.”

For managers of adult social care 
services, in particular registered 
managers, the ‘Well-led programme’ 
focuses on how to apply best practice 
that delivers good and outstanding, 
well-led services. It’s a practical, hands-
on programme and explores live issues, 
challenges and practical examples of 
services that are well-led.

Tamara Brown, Registered Service 
Manager at Saint John of God 
Hospitaller Services, recently completed 
the Well-led programme in April 2018. 
Following a routine CQC inspection 
in February 2017, where the overall 
rating of her service was ‘Requires 
improvement,’ she felt that she needed 
support to improve this rating.  

When Tamara completed the 
programme she said: “I personally feel  

        that all managers should attend this 
programme, as it will develop their own 
personal skills to look at their job role, 
encourage identified skills within the 
team, and build on these together. I feel 
that I am now a better role model as a 
manager.”

For senior managers, Skills for Care 
offers a ‘Top Leaders programme’ 
which aims to meet the needs of 
those working in service provider and 
commissioner roles across health and 
social care. It supports senior leaders 
to understand the challenges of their 
role, form strong networks of support 
and increase their effectiveness in 
achieving impact at multiple levels, 
within services, for those people who 
need care and support.

Mandy Thorn MBE, MD, Marches Care 
commented: “Top Leaders was one 
of the most personally challenging 
programmes I have undertaken and 
the most productive in terms of what I 
learnt about myself and my approach to 
my work within health and social care. I 
returned back to my business enthused, 
encouraged and positively changed by 
the whole experience.” 

Skills for Care’s ‘Good and 
outstanding care’ guide states 
that: “Good leadership in health 
and social care is the foundation 
for the sustainment of safe, 
effective and compassionate 
services for the most vulnerable 
people in our communities.” 

Excellent managers and leaders are 
needed at every level across social 
care to ensure we have a sector that 
delivers high-quality, safe, effective and 
efficient care services. They’re essential 
in developing a motivated, confident 
and caring workforce that’s both highly 
skilled, and most importantly, valued by 
all those needing care and support.  
Great leadership is essentially about 
people and working with others to 
get the best out of them. The best 
managers lead by example and make 
their staff feel motivated, empowered 
and confident. 

So, how do we ensure that our 
managers and leaders have the 
right support? 
Managers’ commitment to quality 
assurance is engrained in the day to 
day running of their services. They 
identify areas of improvement and 
more importantly, have the ability and 
resources to take appropriate action to 
ensure that their services continue to 
have the right culture, values, support 
and investment to continually improve.

Skills for Care supports the 
development of managers across adult 
social care, from aspiring managers, 
registered managers, up to senior 
leaders and new directors of social care 
services. We have developed a range of 
resources and programmes that enable 
managers to acquire and develop 
knowledge and practical skills and 
share best practice and network 
         with their peers.

     The best managers 
lead by example and 
make their staff feel 
motivated.

Developing Managers 
and Leaders Across Social Care

     Whe ‘Well-led 
programme’ focuses 
on how to apply best 
practice that delivers 
good and outstanding 
services.



If you would like to know 
more about the Teaching Care 
Homes programme and our 
latest call for applications: 
Leading and Facilitating 
Cross-sector Collaboration, 
please visit: https://www.
fons.org/programmes/
teaching-care-homes/
application-information 
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The ten homes participating in the 
programme to date all share a passion 
for working in the care sector. This is 
demonstrated in a short film that the 
staff at Landermeads, near Nottingham 
have recently created. ‘Why wouldn’t 
you?’ celebrates and shares all that is 
good about working in social care.
 

The homes recognise that their staff 
are key to the experience of good 
care. To enable staff to continuously 
strive to provide care that is the best 
that it can be, they need to feel valued 
and respected; to have opportunities 
to learn and develop; to feel able and 
supported to try new things. These 
factors are fundamental to staff 
retention. Consequently, staff within 
the homes are being encouraged to 
become trainee nurse associates, to 
apply for nursing apprenticeships, or to 
begin their nursing education. Homes 
are also creating bespoke programmes 
e.g. leadership and management 
training for care workers and new roles 
e.g. a holistic worker. Some are creating 
new roles e.g. senior care supervisor in 
recognition of the hard work, personal 
development and leadership skills of 
staff. . Similarly they are strengthening 
relationships with their local education 
providers, to offer and increase the 
number of placements for learners, 
seeing this as an opportunity to expose 
the future generation to all that the 
care sector can provide. Two homes 
(Landermeads and Wren Hall) are 
also working together and with local 
universities to develop postgraduate 
opportunities, such as frailty modules, 
which will be open to nurses working 
across all sectors and supporting senior 
nurses to access the advanced care 
practitioner apprenticeship course 
which commences in March 2019. 

At a recent conference, one of the 
care home managers involved in the 
programme, asked the audience of 
about forty people (primarily nurses) she 
was speaking to, to raise their hands if 
they had been in a care home in a non-

professional capacity. Only two or three 
people had. I suspect that this is the 
case in general, and yet the public, and 
many of those working in education and 
the acute sector for example, do not 
have a positive perception of the social 
care sector. 

Several of the homes are really trying to 
establish intergenerational engagement, 
primarily as a way of enhancing 
relationships and experiences for 
people living in care homes. The 
children from Little Wrens, a nursery 
attached to Wren 
Hall nursing 
home are regular 
visitors, enjoying 
activities such 
as gardening 
and cooking 
with the older 
people. Others 
are strengthening 
ties with local 
primary schools, 
to ensure that the children are regular 
visitors. Young people who are scouts, 
guides or working towards their Duke 
of Edinburgh badges are also being 
welcomed.

Looking beyond the positive 
experiences for the older people, 
intergenerational engagement is an 
investment in the longer-term future. 
It is a way of inviting and encouraging 
people who would not ordinarily step 
inside a care home to become regular 
visitors. By helping younger people 
to make relationships with residents 
and staff and to create memories from 
positive experiences, perhaps we can 
begin to challenge some of the myths 
and negative perceptions that prevail, 
as young people and their families start 
to see the career opportunities that the 
care sector offers.

In the October 2018 issue of 
Care Talk, Professor Deborah 
Sturdy OBE, shared her ideas for 
attracting the next generation of 
care workers. 

Deborah acknowledges the emerging 
career pathway that new opportunities 
such as nurse associates and nursing 
apprenticeships offer, but also highlights 
that much work needs to be done if we 
are going to attract people to the care 
sector, seeing it as a positive career 
choice. She advocates an affirmative 
approach, celebrating what is good, to 
begin to change the narrative about or 
perception of what it is like to work in 
the care home sector. 

In 2016, in recognition of the issues 
of recruitment and retention of both 
registered nurses and carers, the 
Teaching Care Homes programme was 
developed. The programme is facilitated 
by the Foundation of Nursing Studies  
on behalf of Care England and funded 
by the Burdett Trust for Nursing. It is 
aiming to develop a geographically 
spread network of homes across 
England that are:

l Good places to live in and work in
l Committed to learning and 
    developing, actively engaging with 
    staff, students, residents and the 
    community
l Outward looking, developing strong 
    working relationships across the care 
    sector but also across wider sectors 
    e.g. education, health etc.

Leading and Facilitating 
Cross-sector Collaboration

Kate Sanders
Practice Development Facilitator
Foundation of Nursing Studies

(see: https://
www.fons.org/
programmes/
teaching-
care-homes/
current-homes/
landermeads)
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Activity Organiser

Pride of The Boynes, Sam 
Buckley was an Activity Organiser 
finalist in this year’s regional 
Great British Care Awards for the 
South West region.  

Sam became an activity coordinator to 
enhance the lives of older people. Sam 
started working in care 10 years ago as 
a Care Assistant and had an opportunity 
to work with the incredible Alzheimer’s 
Society delivering group activities within 
the community. After the funding had 
ended for her role, Sam decided she 
wanted to take all she had learnt within 
the charity and all of her training, into a 
care home setting to enrich the lives of 
residents; in particular those living with 
dementia. 

Sam appreciated how incredibly 
important it was to try and engage 
with everyone even in some small way, 
and in particular those individuals who 
initially appear reluctant. Sam  
         acknowledged how firstly 

Sam Buckley
Activity Organiser
St Cloud Care

understanding an individual helped her 
explore ways to know how to engage 
with each of her service users.

Listening is a skill that Sam appreciates 
is much needed to enable her to have 
a very person-centred approach to 
activities.   Sam recognises that, “a 
resident’s background and their life 
history are key”. Talking to the residents 
and their family members gives Sam a 
better understanding who they are as 
an individual.

Sam uses her skills to invite and 
encourage residents to participate in 
various activities and believes a crucial 
aspect in her success, is building a 
trusting relationship with residents, 
so they feel that they have more of a 
friendship, this way people feel more 
relaxed, happy, valued and are more 
likely to become involved.

It is Sam’s goal that residents feel 
there is purpose and meaning at all 
times in their lives.  Sam’s experience 
means she understands meaningful 
activities cover a range of things and 
go well beyond just coordinated group 
sessions. Daily visits, reading a book 
or just holding someone’s hand could 
be the difference in preventing social 
isolation. Knowing an individual and 
their particular needs is what it takes 
to know you are making not just a 
difference, but the difference the 
resident wants! 

One area of caring through activities’ 
can involve palliative care and to 
deliver meaningful activities at this 
time can be incredibly rewarding but 
also a challenge. Knowing a resident 
and using sensory activities, such 
as aromatherapy oils that give off 
wonderful smells and can be gently 
massaged into hands, can make a 
real difference. Activity care plans are 
reviewed and evaluated continuously 
so we can find out what works and 
what doesn’t work; priority is always the 
resident and to bring moments of joy to 
an individual’s day.  

Sam schedules her programme by 
meeting with the residents, families and 
team members within an activity forum 

every couple of months to get their 
input on what they would like to 
see on the activity programme. It is 
important to Sam the home feels part 
of the community and so she regularly 
invites the local groups, clubs and 
organisations, as much as possible to 
events. Supporting residents to feel 
actively involved in the wider community 
by ensuring that regular visits out, 
are just as important to Sam. Sam’s 
fundraisers are not just an opportunity 
for fun, but she raises hundreds of 
pounds for good causes. 

You can see why Sam is such a star, 
but when asked why does she love her 
Job?

Sam replied “Truthfully and simply, the 
reason I do this job is because I just 
like to make people smile. The whole 
purpose of me wanting to do this job 
and loving what I do is knowing that I 
am able to make someone happy and 
content. This is the most rewarding job 
anyone can have, and I feel so lucky to 
be doing it”. 

No wonder Sam was a finalist…  
Congratulations Sam!

Key points:
l Good communication
l Engaging the local community
l End of life care
l Reducing social isolation
l Feedback from residents, staff 
    & families
l Person centred & meaningful 
    activities

Sam with resident who became her friend

     One area of caring 
through activities 
can involve palliative 
care.
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Housekeeper

John Lever, Head of 
Housekeeping at Woodland 
Manor Care Home, was a recent 
finalist in the Great British Care 
Awards, South East region in the 
Ancillary Worker Category.

John described this as “a great honour 
and a very humbling experience”. John 
has been with the care home since 
it opened three years ago and like a 
number of other individuals there, is one 
of the original members of staff. 

During a happy three years, he 
has moved from hospitality to 
housekeeping. Initially, his hospitality 
role involved setting up the restaurant 
areas, including the private dining area 
where residents and their families can 
enjoy family celebrations and create 
memories. 

Jude, Head Chef, says of his colleague, 
“He works in a kind and friendly manner 
and his ability to multi-task and think on  
         his feet is exceptional.” 

John Lever
Head of Housekeeping
Woodland Manor Care Home

John clearly takes pride in everything 
he does and was pleased that his 
move over to housekeeping allowed 
him to still integrate with residents and 
their relatives, as well as ensuring the 
standard of cleanliness and provision of 
laundry all ran smoothly.

At every Porthaven home, there is 
always a strong emphasis on dignity 
and respect for each resident, which 
was is a large part of the selection 
criteria for all Great British Care 
Awards finalists.   John describes this 
as very much part of what he does 
and considers that it illustrates the 
difference between ‘workers that care’ 
and ‘care workers’. 

This ethos of consideration and 
empathy is of course helped by the 
elegant, spacious yet practical design 
of the home, where each large private 
bedroom has an en suite wetroom. 
A good choice of communal areas 
such as sitting rooms, a café and 
cinema, all play their part in creating 
a happy community of residents. The 
award-winning leisure and wellness 
programme is also very much another 
way to encourage independence and 
dignity for every resident.

Testimonials are a large part of the 
awards process and John is justifiably 
proud of the praise from the people 
he cares for and their families. It is 
particularly rewarding when they 
recognise that he is an asset to the 
home and they also comment on the 
standards of hygiene and cleanliness for 
which he is responsible. To John, praise 
and favourable feedback demonstrates 
that the team are doing their job well.

One resident’s family, spoke of “…a 
constant, caring and totally reliable 
safe pair of hands….Woodland Manor 
would not be the same without him…
nothing was ever too much trouble…an 
experienced and wise presence.”

So what does John personally consider 
are the most desirable qualities in 
anyone working in the care industry? 
Primarily, he thinks it is important to 
demonstrate respect, compassion and a 
genuine care for the wellbeing of others. 
Patience too is a very valid virtue.

         Clearly, from the very glowing 
testimonials and warm feelings that 
John creates around him, everyone 
was thrilled when John’s approach 
to care and support was recognised 
through the awards. He is a valuable 
and valued member of the Woodland 
Manor team and outside work, he also 
enjoys spending time with his family, 
doing a spot of gardening and even a 
little ballroom dancing. His gardening 
expertise also comes in very handy with 
the annual garden challenge between all 
the Porthaven homes, which Woodland 
Manor were fortunate enough to win 
this year. Massive congratulations, 
John!

John with resident

     Woodland Manor 
would not be the same 
without him.

Key points:
l Good communication skills
l Ability to multi-task
l Supportive approach to staff
l Person centred
l Promoting dignity and respect
l Compassionate and caring

     Praise and 
favourable feedback 
demonstrates that the 
team are doing their 
job well.
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Time to Get Tough 
or Time to Get Real?

this recruitment drive is to ensure that 
CQC’s evidence review team is effective 
and robust in its approach so that 
CQC can prosecute providers more 
effectively.

Whilst, it is positive to see CQC taking 
a serious line on providers behaving 
badly, is the sector currently so bad, 
that such an approach is warranted?
In CQC’s recent publication the State of 
Care 2017/18, CQC states that at the 
end of July 2018, more than four-fifths 
of adult social care services were rated 
as good (79%) or outstanding (3%) 
overall. Seventeen per cent of services 
were rated as requires improvement and 
1% as inadequate. 

It is the providers which are rated 
requires improvement or inadequate 
that tether on the cusps of potential 
enforcement action. Mr Trenholm has 
stated that safety of individuals will not 
be compromised anymore, this infers 
that providers who will come under 
this category, will face a higher level 
of scrutiny from CQC. Mr Trenholm 
revealed he has 200 potential  cases in 
the pipeline.

In terms of CQC’s prosecution 
powers, it can bring direct prosecution 
proceedings against a provider for 
breaching the following regulations 
under the Health and Social Care Act 
2008 (Regulated Activities) Regulations 
2014:

Regulation 11  
Need for consent: care and treatment 
may only be provided with consent.

Regulation 16(3)  
Receiving and acting on complaints

Regulation 17(3)  
Good governance

Regulation 20 (2)(a)  
Duty of candour

Regulation 20A  
Requirement as to display of
performance assessments

 

         A defence to all the above 
offences is available where it can 
be shown that the provider took all 
reasonable steps and acted with all 
due diligence. Such evidence will 
obviously have to be documented, and 
this is where Mr Trenholm is proposing 
to focus on, when looking to take 
enforcement action.

However, is such a tough approach 
really necessary and does this 
further CQC’s objective? Whilst it is 
in everyone’s interest to ensure that 
people are protected in health and 
social care settings, if any concerns do 
arise regarding quality of care, should 
there not be a balance between scrutiny 
and support from the regulator? A 
recent study conducted by The Kings 
Fund, found that more often than not, 
care home providers receive limited 
support from stakeholders to help 
drive improvement. Of course, where 
there are serious failings in care, the 
registered persons should be held 
accountable and as a regulator, it is 
CQC’s duty to investigate and take 
the appropriate enforcement action. 
However, initiating scaremongering in 
the sector will do no good, focus should 
be on ensuring that quality in care is 
prioritized and to do that, instilling fear 
is not always the answer; collaboration 
is. Providers and CQC should work 
together in enabling a system that will 
put people at the forefront and not at 
the periphery.
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Amina Uddin
Solicitor
Ridouts Professional Service Plc

     Mr Trenholm 
wants to crack down 
on care providers who 
are not providing care 
in line with CQC’s 
standards.

The CQC has had a little shake up 
at the top recently with Sir David 
Behan, CQC’s Chief executive 
stepping down and Ian Trenholm 
replacing his place. 

Mr Trenholm has previously been chief 
executive of NHS Blood and Transport 
since 2014 and had started his career in 
the police service.

During a recent interview, Mr Trenholm 
has vehemently said he wants to 
crack down on care providers who are 
not providing care in line with CQC’s 
standards. This followed with a threat of 
increasing the number of prosecutions 
across the care sector and focussing 
on strengthening enforcement action 
against poor providers. 

The new chief executive hopes to 
achieve this objective by recruiting staff 
with police and military police  
           background. The purpose of 

     More often than 
not, care home 
providers receive 
limited support from 
stakeholders to help 
drive improvement.
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Westgate Healthcare
Expands its Business

Tara Teubner, Westgate Healthcare 
director, said: “At Westgate Healthcare, 
our goal is to provide excellent quality 
care to our residents in each of our 
developments. We want people to feel 
at home and ensure our residents have 
the freedom to plan their own day, safe 
in the knowledge they have the support 
there if they need it. Riverdale Care 
Home is a beautiful property and we 
have taken the time and care to develop 
a proposition that we think is unique to 
the Braintree and the Essex area. 

“We have also recruited a strong team 
who have embraced our core values 
and are embodying our belief that 
our facilities are a home and we want 
people to join our family.” 

The team at Westgate Healthcare 
has received funding support from 
Clydesdale Bank for this expansion. 

Tara said: “We are extremely grateful to 
Mike Day and the team at Clydesdale for
investing in the Elderly Care market and 
for believing in Westgate Healthcare and 
working with us to fund our expansion 
into Essex.” 

Mike Day, Director, Health and Social 
Care, at Clydesdale Bank, said: 
“Westgate Healthcare has developed 
a unique proposition in the healthcare 
market and their approach to creating a 

         safe and homely environment for 
their residents is exemplary. We are 
pleased to support their expansion into 
Essex – Riverdale Care Home increases 
the caring options available to the local 
community and has also provided 
employment opportunities.” 

Westgate Healthcare was founded by 
husband and wife team, Pushyant and 
Anji Patel, who bought their first care 
home in 1993. Fast forward to today, all 
the facilities across the portfolio have 
a ‘good’ rating from the Care Quality 
Commission.
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Tara Teubner
Director
Westgate Healthcare

An award-winning, family-owned 
care home provider has expanded 
its portfolio, bringing a new 
care experience to Essex for 
the first time with support from 
Clydesdale Bank. 

Westgate Healthcare has been 
operating for 25 years and has seven 
care homes in the Buckinghamshire and 
Hertfordshire area, with a core focus on 
family in each of its developments. The 
eighth facility is located in Braintree - a 
32-bedroom property which overlooks 
the river Brain. Riverdale Care Home is 
a luxurious home which offers a range 
of support needs, including respite 
breaks and dementia care. It also has 
been designed to provide lifestyle 
options for residents, with features 
including a sensory garden, potting 
shed, spa salon, cinema room, fine 
dining room and a café. 

The development opened in early 
October and has employed a team of  
        20, with majority being recruited 
            from the local area. 

     Westgate 
Healthcare’s approach 
to creating a safe and 
homely environment 
“is exemplary.”

     The development 
has employed a team 
of 20, with majority 
being recruited from 
the local area. 



B U S I N E S S

36

Regard Group Welcomes
Two New Directors

positions, and thoroughly enjoyed 
supporting teams in making a positive 
difference to people’s lives.

Most recently, he led the quality function 
of a national provider of supported living 
and residential services for people with 
a variety of support needs.

He added: “I’m proud to be part of an 
organisation which has industry-leading 
quality ratings, with 95% of Regard’s 
services rated ‘Good’ or ‘Outstanding’ 
by the Care Quality Commission, 
compared to an industry average of 
82%.”

Tracy is no stranger to Regard, having 
worked as a consultant with the 
group throughout 2017 on leadership 
development and learning and 
development projects. 

She said: “I came to know the people 
and the organisation well in that time.

“I met so many people who were 
passionate and committed to the work 
they do, and I was so impressed by that. 
I wanted to be part of the great work 
that Regard do.

“That work has been justly recognised 
recently with Regard retaining Investors 
in People gold status. Less than half of 
firms succeed in retaining gold status 
when reassessed after the statutory 
three-year period, so this speaks 
volumes about Regard’s approach to 
the ongoing learning and development 
of its staff and leaders.”

Tracy trained as a mental health 
nurse and worked in acute and crisis 
intervention mental health care for some 
14 years before moving into specialist 
dementia care and then taking on 
learning and development roles across 
the health and social care sector.

For the past 12 years she has worked 
in specialist leadership development, 
as a leadership and executive coach, 
designing and delivering management 
development programmes up to 
Master’s level.

Her role includes embedding a culture 
of continuous learning and development 
within the Regard Group and to facilitate 
an organisational strategy for the people 
in receipt of Regard’s services in skill 
development, helping people realise 
their full potential.

Regard CEO Carole Edmond said: 
“We are delighted to welcome Tracy 
and Graham to the Regard community 
and look forward to benefiting from their 
many years of experience and expertise.

“It’s very satisfying that both of them 
cited the commitment of our staff as 
being a key reason behind their decision 
to continue their careers with us, and I 
very much look forward to working with 
them in the future.”
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Tracy Kite
Director of Learning and 
Leadership Development
Regard Group

The dedication and commitment 
of their new colleagues was 
a key factor in what attracted 
directors to their new roles within 
the Regard Group, the UK’s third 
largest care provider in its sector.

Tracy Kite has joined the organisation 
as Director of Learning and Leadership 
Development, and Graham Farrington-
Horsfall has been appointed Director of 
Quality.

Graham’s responsibilities are to support 
the delivery of the best possible service 
to all the people supported by the 
Regard Group, by maintaining and 
enhancing a quality framework that 
assures service quality and celebrates 
great support.

He said: “I chose to work for Regard 
because I was so impressed by the 
enthusiasm, values and commitment of 
the people I met.

“It’s very important to me that we never 
forget why we are all here and that we 
are privileged to be a part of the lives of 
the people we support, and I felt that 
the Regard team really believes that.

“In my first few weeks I have been 
visiting people in their homes and I have 
seen some great support and heard 
wonderful stories that make me very 
proud to be part of this organisation.”

Graham started his career as a support 
worker supporting people with learning 
difficulties and mental health problems 
in the north west.

He has worked in various operational  
          and quality management 
 

Graham Farrington-Horsfall
Director of Quality
Regard Group

     It’s very important 
to me that we never 
forget we are 
privileged to be a part 
of the lives of the 
people we support.




