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1. Purpose of Report
1.1. To present a draft of the External Workforce Strategy to the Adult Social Care
Scrutiny Commission for comment.
2. Summary

2.1. A workforce strategy aimed at the external Adult Social Care market has been
developed in parallel with the internal workforce strategy developed by the
Principal Social worker.

2.2. The strategy is largely informed by data from Skills for Care and includes some
intelligence based on stakeholder engagement but now requires wider
socialisation.

2.3. An outcome focussed action plan is proposed under three priority areas: Valued,
Sufficient and Confident and Competent

2.4. The Care Act 2014 states that it is the Council’s duty to consider how to help
foster, enhance, and appropriately incentivise this vital workforce to ensure
effective, high-quality services, whether employed by private, voluntary, or
independent organisations, or the Council itself.

Resource Implications

2.5. There are few direct resource implications of the strategy; we currently
commission Inspired to Care and Leicestershire Social Care Development Group
as partners in our work and the strategy recommends that this continues.

Governance

2.6. Governance of the strategy and its actions will be through the existing multi-
agency Workforce Oversight Group — currently chaired by the Lead
Commissioner, and DMT.

Next Steps




2.7. The strategy is subject to further engagement/consultation through our existing
provider forums and partners through the Workforce Oversight Group during
February/March 2024.

2.8. The draft will then brought back through DMT/LMB for agreement in March‘24
with a potential launch date following soon after.

3. Recommended actions/decision

It is recommended:

3.1. Adult Social Care Scrutiny Commission comment upon and note the draft
strategy.

4. Supporting information:

Background

4.1. This is the first external workforce strategy produced by Adult Social Care. It
covers the workforce employed within a range of external organisations - for
example: residential and nursing care, home care, supported living, day services
and VCSE social care organisations.

4.2. The strategy is informed by Skills for Care data and our own intelligence derived
from years of close working with the external markets. It now needs to proceed
onto final engagement/formal consultation with stakeholders including providers
from all markets, people accessing support and staff.

Key messages from the strategy

4.3. The strategy itself contains detailed information about workforce demographics,
employment overview, current and anticipated pressures and current and future
projected demand. An action plan is set out.

4.4. Listed below are some key points for illustration.

4.5. The vision developed for the strategy is ‘Making Leicester a great place to work
and deliver high quality social care services’.

4.6. The vision is underpinned by the following:

e The social care workforce feels valued in their role.

e Care work is seen as a worthwhile and rewarding career, in which people can
develop and progress, and potential workers understand the personal qualities
necessary.




Young people view the role as an attractive career.

Terms and Conditions are appropriate to recruit and retain quality staff.

Care services are operating with not just safe and sustainable staffing levels,
but with staff motivated to provide excellent quality and consistency of care for
people.

There is increased staff retention in the sector as people choose to stay and
develop their careers in care.

Providers feel supported by the local authority to recruit and develop a
sustainable and highly skilled workforce.

4.7. The strategic priorities are further expanded under three priority areas:

1.

Valued

Enhancing the professionalisation of staff.

Bring in rewards and incentives.

Set out clear career pathways and upskilling staff.

Ensuring there is a fair pay offer.

Develop a communications campaign that shows how we value carers.

Sufficient

o Supporting Recruitment and Retention.

o Learning from data from partners such as Skills for Care and using to focus
our efforts.

o Moving towards an Integrated workforce strategy.

o Exploring how pathways into Social Care can be enhanced and publicised
to all age groups.

o Working in partnership with internal and external colleagues to synergise
and add value.

o Engaging with and consulting the workforce, and representing them as
appropriate.

Confident and Competent

o Continuing to offer and support training provision either directly or through
partners such as the LSCDG and Skills for Care.

o Linking with key work programmes to identify gaps and opportunities.

o Supporting our workforce through practical solutions and information
sharing.

0 O O O O

Our high level actions

4.8. Based on our understanding of the current and future social care workforce in
Leicester, and the challenges it faces, we have devised these key actions for the
next twelve months.

O

Improve the usage of updated data and intelligence as a shared resource to
support the social care workforce

Promote available resources to providers more effectively, and engage with
providers who need the most support to use those resources

Develop improved pathways into work

Strengthen our partnership approach to learning and development




o Improve the positive recognition of social care as a valued career
o Increase the level of capability to use digital and technology innovations

o Support improved practice across the sector in recruitment and business
continuity planning

o Reduce the number of zero hours contracts, recognising that a mixture of
contract types is desirable

o Making care a career that’s attractive to younger adults

4.9. These actions are explored in greater detail in the action plan.

What we found - high level messages
The Workforce

4.10. In 2022/23, there were about 15,000 social care posts in Leicester with
around 14,000 of those filled. 81% of these posts were employed within the
independent sector.

4.11. 79% of the workforce is female and the average age of a worker is 42.
About 2,5000 workers will be reaching retirement age in the next 10 years.

4.12. The nationality of the workforce in Leicester roughly matches Leicester’s
demographic profile.
Pay and Conditions

4.13. 42% of the workforce is employed on a zero hours contract basis.

4.14. In March 2023, the average workplace hourly pay for a care worker
in Leicester’s independent sector was £10.07 — that’s 57 pence more than
the National Living Wage at that time.

Training and Qualifications

4.15. 40% of the direct care providing workforce in Leicester hold a relevant
adult social care qualification.

4.16. Of those workers without a relevant adult social care qualification
recorded, 48% had five or more years of experience in the adult social care
sector, 68% had engaged with the Care Certificate and 71% had
completed training.

Engagement thus far

4.17. The strategy has been developed by Adult Social Care Commissioning
with the Workforce Oversight Group, and sets out an intention to continue to
work with all our social care provider partners in the city, people drawing upon
support, and with colleagues from across the health and social care sector and
beyond, including:

e Those receiving care and their families




e Inspired to Care

e The workforce — paid and unpaid

e Skills for Care

e The provider community — regulated and non-regulated

e The local Care Associations, EMCare and Home Care Alliance
e The Council as commissioners of care and support

e Leicester, Leicestershire & Rutland Integrated Commissioning Board
e Providers of accommodation and support

e LSCDG (Leicestershire Social Care Development Group)

e The Integrated Care System as a driver of integrated care

e Organisations supporting those directly delivering social care

e Leicester Employment Hub

4.18. The draft strategy will be further shared with the groups listed above to
support its finalisation and will then come forward for final agreement.

5. Financial, legal, equalities, climate emergency and other implications

5.1 Financial implications
The report references continued support within the strategy via Inspired to Care and
the Leicestershire Social Care Development Group (LSCDG), both of which are
commissioned by Leicester City and Leicestershire County Council.

Training support available through LSCDG is available free at the point of delivery to
independent and voluntary sector Providers. The Council contributes funding each year
to enable LSCDG to offer a selection of fully funded core training courses to support
workforce development.

The Council have also invested some funds to join ‘Inspired to Care’. This gives care
providers within the City geographical boundary the ability to get free advice and support
with recruitment and retention activity. This initiative forms part of our use of ringfenced
external grant funding from DHSC to support with market sustainability issues.

Continuation of these initiatives are wholly dependent upon financial resources available
at the time. Should this funding support cease, then alternative support will need to be
considered and any associated cost implications for any alternative provision of support
at an appropriate time if necessary.

Overall management and governance of the strategy will continue within existing officer
resources as at present.

Matt Cooper, Business Manager — Finance, Ext 37 2145



5.2 Legal implications
There do not appear to be any direct legal implications of the report, the recommendations
contained in it or the draft external workforce strategy.

Given that a five-year strategy is envisaged there are elements of implementation that may
require legal input going forward. For example, there are references to continued
commissioning of services (through Inspired to Care and Leicestershire Social Care
Development Group) and other partnerships with third parties as well as offering and
supporting training provision either directly or through partners such as the LSCDG and
Skills for Care. The current (or any new) arrangements may require review and/or
extension to cover that period.

Similarly, the report talks about taking action to ensure “Terms and Conditions are
appropriate to recruit and retain quality staff” and working with providers to reduce
dependency on zero hours contracts. These aspects may necessitate specialist
employment law advice.

In summary, whilst there may be a need for legal support during implementation,
there are no specific legal implications of this report.

Emma Young, Qualified Lawyer

5.3 Equalities implications

Under the Equality Act 2010, public authorities have a Public Sector Equality Duty
(PSED) which means that, in carrying out their functions, they have a statutory duty to
pay due regard to the need to eliminate unlawful discrimination, harassment and
victimisation, to advance equality of opportunity between people who share a protected
characteristic and those who don’t and to foster good relations between people who
share a protected characteristic and those who don’t.

Protected Characteristics under the Equality Act 2010 are age, disability, gender
reassignment, marriage and civil partnership, pregnancy and maternity, race, religion or
belief, sex, sexual orientation.

The report seeks approval for engagement on an external workforce strategy aimed at
the Adult Social Care market in parallel with the internal workforce strategy developed by
the Principal Social worker. In order to demonstrate that the consideration of equalities
impacts have been considered as part of the strategy and as an integral part of the
decision-making process, it is recommended that an Equality Impact Assessment is
undertaken. Leicester City Council aims to have a workforce, in all positions, that is
reflective of the diversity of the city across all protected characteristics, and this should be
factored in and considered as part of the workforce strategies.

Carrying out an equality impact assessment is an iterative process that should be
revisited throughout the decision-making process and updated to reflect any



feedback/changes due to consultation/ engagement as appropriate. The findings of the
Equality Impact Assessment should be shared, throughout the process, with decision
makers to inform their considerations and decision making.

Where any potential disproportionate negative equalities impacts are identified in relation
to a protected characteristic/s, steps should be identified and taken to mitigate that
impact. The EIA findings should continue to be used as a tool to aid consideration around
whether we are meeting the aims of the PSED, and to further inform the work being
progressed on the workforce.

Kalvaran Sandhu, Equalities Manager, 454 6344

5.4 Climate Emergency implications

There are no significant climate emergency implications directly associated with this
report.

Aidan Davis, Sustainability Officer, Ext 37 2284

5.5 Other implications (You will need to have considered other implications in preparing this
report. Please indicate which ones apply?)

6. Background information and other papers:

7. Summary of appendices:
1) Draft external workforce strategy

8. Is this a private report (If so, please indicate the reasons and state why it is not in
the public interest to be dealt with publicly)? No.

9. Is this a “key decision”? If so, why?



Appendix 1

Leicester’s Adult Social Care Workforce
Strategy

Making Leicester a great place to work and deliver high quality
social care services



Contents

SUIMIMIAIY e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e aaaaaaaaaaaaaaaaaaasasasasasasaseaasesesenaseseaesesesanenenenns 11
L0 10T gV Ty [o] o PSP P PSPPI 11
O TN G (- L (=T - Toll o g o] g} A =L T T TP TP TP P PP PP 11
(O 10T Vot o o [P TSP OP PPN 11
How did We develop OUE STFateEY? ......uviie ettt e e e e e e e et e e e esaar e e e s abaeeesansseeesnanseeeeas 12
What does our current workforce 100K [IKe? ........coouii i 12
Size and structure of the WOIKfOrCe .......c.ueiiiiiiiiiieee et 12
Recruitment and RETENTION ....coouiiiiieeie ettt st s st esbe e e sanes 13
EMpPloyment INFOrmMation.... ..o et eetee e e e e e e e sabe e e e e abae e e e nreeas 13
WOrKfOrce DEMOZIAPNICS . uvviieeiiiie ettt ettt e e et e e e etae e e e et e e e e e abeeeeeabeeeeenbaeeeennseeeeennsenas 13
PAY LBVEIS .. eeiiie ettt ettt e e et e e e e et e e e e et e e e e e bta e e e et teeeaabaae e e e btaeeeabtaeeeabteeeeareeeaearreas 14
Qualifications, Training and SKillS .......ccoccuiiiiiiiiiiiece e e e s sbre e s snereeeeas 14
What challenges are We faCing? ......uveiiiciii et e e s e e e ae e s e sbee e e e sabeeeeennreeas 14
Leicester’s local employmMent Market........ccueiiieiiiiiciiie e e ee e e e 14
What has the Workforce told US?........co it s 15
What has Worked €ISEWNEIE? ........coii it sttt s 15
What are our Key iSSUES aNd FISKS? .....ccccuiiiiiiieie ettt e e e et e e e sbee e s e sabee e e e sabaee e e eareeas 15
) A =YY= o LSRRI 15
WEAKNESSES ...ttt sttt et et h e s st st b e r e e sae e e aeeereen 15
(@] o] oToT u U] o] =T USRS 15
T LS ettt ettt b e b e s h et sttt e b e e eh e e s a e e ea bt e b e e beeeheeeheeeae e et e e beenbeesheenanenas 16
What are we doing to shape the future of social care in LEeIiCESTEI? ......cccviviiiciieeiciieee e 16
How Will we KNow this is WOTKING? .......viiiiiiiie ettt e e s sar e e e s saaeee s 17

Our key actions to Make @ differENCe.......uui i e 18



Summary

Our Vision

Making Leicester a great place to work and deliver high quality social care services.

The social care workforce feels valued in their role.

Care work is seen as a worthwhile and rewarding career, in which people can develop and
progress, and potential workers understand the personal qualities necessary.

Young people view the role as an attractive career.

Terms and Conditions are appropriate to recruit and retain quality staff.

Care services are operating with not just safe and sustainable staffing levels, but with staff
motivated to provide excellent quality and consistency of care for people.

There is increased staff retention in the sector as people choose to stay and develop their
careersin care.

Providers feel supported by the local authority to recruit and develop a sustainable and
highly skilled workforce.

Our Strategic Priorities

4. Valued
o Enhancing the professionalisation of staff.
o Bringin rewards and incentives.
o Set out clear career pathways and upskilling staff.
o Ensuring there is a fair pay offer.
o Develop a communications campaign that shows how we value carers.
5. Sufficient
Supporting Recruitment and Retention.
o Learning from data from partners such as Skills for Care and using to focus our efforts.
o Moving towards an Integrated workforce strategy.
o Exploring how pathways into Social Care can be enhanced and publicised to all age
groups.
o Working in partnership with internal and external colleagues to synergise and add value.
o Engaging with and consulting the workforce and representing them as appropriate.
6. Confident and Competent
o Continuing to offer and support training provision either directly or through partners
such as the LSCDG, Inspired to Care and Skills for Care.
Linking with key work programmes to identify gaps and opportunities.
Supporting our workforce through practical solutions and information sharing.
Embracing innovation and the use of technology.
Our Actions

Based on our understanding of the current and future social care workforce in Leicester, and the
challenges it faces, we have devised these key actions for the next twelve months.

O

Improve the usage of updated data and intelligence as a shared resource to support the
social care workforce

Promote available resources to providers more effectively, and engage with providers who
need the most support to use those resources



Develop improved pathways into work

Strengthen our partnership approach to learning and development

Improve the positive recognition of social care as a valued career

Increase the level of capability to use digital and technology innovations

Support improved practice across the sector in recruitment and business continuity planning

O O O O O

How did we develop our strategy?

This strategy has been developed in partnership and we will continue to work with all our social care
provider partners in the city, people drawing upon support, and with colleagues from across the
health and social care sector and beyond, including:

e Those receiving care and their families e Inspired to Care

e The workforce — paid and unpaid e Skills for Care

e The provider community — regulated e The local Care Associations, EMCare
and non-regulated and Home Care Alliance

e The Council as commissioners of care e Leicester, Leicestershire & Rutland
and support Integrated Commissioning Board

e Providers of accommodation and e |SCDG (Leicestershire Social Care
support Development Group)

e The Integrated Care System as a driver e Organisations supporting those directly
of integrated care delivering social care

e Leicester Employment Hub

What does our current workforce look like?

This strategy covers a wide range of roles in the external workforce, such as staff in care homes,
home care and community-based care, including extra care, supported living and day opportunities
for adults aged over 18. Our information comes largely from the Skills for Care data gathered
through completion of the Adult Social Care Workforce Data Set, completed by over 48% of
Leicester’s Adult Social Care providers.

Size and structure of the workforce

In 2022/23 the adult social care sector in England had an estimated 18,000 organisations with
39,000 care-providing locations and a workforce of around 1.79 million posts. The total number of
posts in Leicester was around 15,000 in 2022/23. This was comprised of 14,000 filled posts and 1,000
vacancies. Since the previous year, the total number of posts has decreased by 1,200 (- 7%), the
number of filled posts has decreased by 400 (-3%) and the number of vacancies has decreased by
750 (-42%).

There were an estimated 14,000 filled posts in adult social care, split between local authorities (6%),
independent sector providers (81%), posts working for direct payment recipients (8%) and other
sectors (6%). As at March 2023, Leicester had 268 CQC regulated services; of these, 98 were
residential and 170 were non-residential services.

If the adult social care workforce grows proportionally to the number of people aged 65 and over in
Leicester’s population, then the number of posts needs to increase by 23% or an additional 3,220
posts. That would take the total number of posts to 17,220.



Recruitment and Retention

Skills for Care estimates that the staff turnover rate in Leicester was 18.6%, which was lower than
the region average of 29.7% and lower than England at 28.3%. Not all turnover results in workers
leaving the sector, around half (51%) of starters were recruited from within the adult social care
sector, therefore although employers need to recruit to these posts, the sector retains their skills
and experience.

It is estimated that the vacancy rate in Leicester was 7.50%, which was below the regional average of
9.9% and England at 9.9%.

Across England, the vacancy rate has decreased compared to last year and the number of filled posts
has increased. During this period international recruitment increased substantially which has
impacted these trends. Workers in Leicester had on average 8.1 years of experience in the sector
and 68% of the workforce had been working in the sector for at least three years.

CQC (the Care Quality Commission) report that Care homes have found it very difficult to attract and
retain registered nurses. They report nurses moving to jobs with better pay and conditions in the NHS.
However, the ability to recruit overseas staff has alleviated this somewhat but nevertheless, a job in the
NHS seems to remain a more attractive proposition for these staff than the adult social care sector.

Employment Information

We estimate Leicester had 12,000 adult social care filled posts in the local authority and
independent sectors. These included 950 managerial roles, 300 regulated professionals, 9,500 direct
care (including 8,200 care workers), and 1,300 other-non-care proving roles.

The average number of sickness days taken in the last year in Leicester was 5.2, (7 in East Midlands
and 5.9 across England). With an estimated directly employed workforce of 11,000, this means
employers in Leicester lost approximately 58,000 days to sickness in 2022/23.

Under half (42%) of the workforce in Leicester were on zero-hours contracts. Around half (45%) of
the workforce usually worked full-time hours and 55% were part-time.

Workforce Demographics

The majority (79%) of the workforce in Leicester were female, and the average age was 42 years old.
Workers aged under 25 made up 11% of the workforce and workers aged 55 and above represented
21%. Given this age profile approximately 2,500 posts will be reaching retirement age in the next 10
years.

Nationality varied by region, across England 81% of the workforce identified as British, while in the
East Midlands region this was 82%. An estimated 68% of the workforce in Leicester identified as
British, 9% identified as of an EU nationality and 24% a non-EU nationality, therefore there was a
higher reliance on non-EU than EU workers.

A further breakdown of Leicester’s workforce shows 39% of workers identify as White, 39% as
Asian/Asian British, 19% Black/African/ Caribbean/Black British, 2% Mixed/multiple ethnic groups
and 1% other.



This compares with the latest general demographic profile of Leicester which is 43% Asian/Asian
British, 40.9% White, 7.8% Black/African/ Caribbean/Black British, 4.1% Other, 3.8% Mixed/multiple
ethnic groups.

Pay Levels
Many roles in the social care sector have a relatively low level of pay.

In March 2023, the average workplace hourly pay for a care worker in Leicester’s independent sector
was £10.07 —that’s 57 pence more than the National Living Wage at that time. A senior carer’s
average hourly pay was £10.51. Other support and outreach roles were paid on average £9.76 an
hour. In Leicester we ensure that our fee rates support payment of at least the national minimum
rate and include additional components such as a travel time allowance, uniform, 5 days of sick pay.

Qualifications, Training and Skills

Skills for Care estimates show that 40% of the direct care providing workforce in Leicester hold a
relevant adult social care qualification (43% in East Midlands and 46% in England).

Raw data from the ASC-WDS showed, of those workers without a relevant adult social care
qualification recorded, 48% had five or more years of experience in the adult social care sector, 68%
had engaged with the Care Certificate and 71% had completed training.

What challenges are we facing?

Leicester’s local employment market

The local economy has faced unprecedented changes over the last few years: Covid19; the war in
Ukraine; the cost-of-living crisis. All of these have had significant impact on the local employment
and skills landscape. Providers report that inflationary pressures continue to be a major risk to their
businesses.

According to the Office of National Statistics, employment in Leicester has increased compared with
the previous year. Leicester's employment rate for working age adults was lower at 66.7% than
across the East Midlands as a whole in the year ending March 2023. Unemployment (people looking
for work) has fallen since a year earlier. The most recent unemployment rate for Leicester was
higher at 5.1% than across the East Midlands as a whole. The number of people who are claiming
unemployment-related benefits is higher at 5.2% than the previous year, and people who are
neither employed nor seeking work (called economic inactivity) has decreased since the last year to
28.5%.

Within the adult social care sector, these statistics are mirrored so more people are employed so the
number of vacancies and staff turnover are lower than the previous year, however, recruitment and
retention of skilled staff remains a problem, particularly amongst nursing qualified staff. People may
choose to work in the hospitality or retail sectors as these are perceived to have less responsibility.
Promoting careers in social care continues to be an ongoing challenge.

Skills for Care tell us that across England, variables that influence the likelihood of a worker leaving
their role were:

o  Workers who travelled further were more likely to leave.
e Those under 25, and over 60 years old, were more likely to leave their posts.


https://www.ons.gov.uk/visualisations/labourmarketlocal/E06000016/

e Turnover decreased with higher levels of experience working in the sector.

e Likelihood of leaving decreased as pay levels increased.

e Likelihood of leaving decreased with higher levels of experience in role.

e Likelihood of leaving decreased if workers had more training.

e Turnover decreased if workers had a higher number of contracted hours.

o Llikelihood of leaving decreased if workers had fewer sickness days.

e  Workers on zero-hours contracts were more likely to leave their posts.

e Likelihood of high turnover rates increased if the establishment had high turnover
historically.

What has the workforce told us?
This section to be completed.

What has worked elsewhere?

Information from other councils and skills bodies tells us that the following good practice actions can
lead to improvements:

Values based recruitment

Improved coordination of recruitment, training, and support

Engaging with schools and colleges for the workforce of the future

Using ‘Ambassadors’ to change public perception of the care sector’s image
Improving training and support for people entering the care sector

Sector wide working to address skills gaps

Establishing a clear career structure

Recognising and rewarding length of service and experience

Improving remuneration, employment terms and conditions, staff benefits
Targeting support towards small and medium sized organisations

o 0O 0 0O O O O O O o

What are our key issues and risks?

Strengths

Large and growing part of the local economy

Most of the workforce find care a rewarding career

The perception of care work has improved since the Covid19 pandemic
Ethnic profile of the workforce largely matches our local population
Staff choose to stay in the sector when moving jobs

O O O O O

Weaknesses
Large number of zero hours contracts
Lack of sustainable investment into social care

o

o Lack of awareness of pathways into social care as a career
o Key skills shortages e.g., nurses in social care

Opportunities
o New ways of working including technology and digital opportunities
o Strengths based working and greater emphasis on frontline staff



o Good cross sector partnership approaches
Threats
o Competition with other sectors of the economy
o The impact of the cost-of-living crisis
o The number of staff reaching retirement age is not matched by the number of new entrants
to the sector
o Zero hours contracts do not suit a younger workforce

What are we doing to shape the future of social care in Leicester?

Our vision is to make Leicester a great place to work and deliver high quality social care services,
using strengths-based ways of working and embracing innovation and technology. We want a
workforce that is sustainable, that is competent, and which feels valued. We want to attract a
workforce across every stage of their career, including new starters. Strategically we are an active
partner in the LLR Integrated Care System’s People Board, and the work that this supports, including
provision of training opportunities through the LLR Academy, and other initiatives to work as one
system to support the workforce across health and care.

To do this we will:

O

O

Work collaboratively with providers to support them to recruit, retain and develop their
workforce.

Work in partnership to carry out targeted local recruitment campaigns, promoting the sector
in schools and with potential job applicants, building consistent and co-ordinated local skills
offer, and promoting the benefits of working in social care.

Work alongside others to make a case for fair and sustainable funding for the social care
sector.

Work alongside our system partners to achieve a position of ‘one workforce’.

We cannot address all the challenges facing our local workforce. Some require a consistent and
sustainable long-term national funding approach. However, we will work together to do all that we
can to make the difference to social care in Leicester.



How will we know this is working?

1. Valued

Outcomes

Measures

1.1 | A social care workforce 1.1a | The workforce feels valued
: . Improved percentage of the
that is, and feels, valued by their employer .
social care
and rewarded
1.1b | The workforce feels valued workforce who report that
: they feel valued
by the public by their employers and the
1.1c | The workforce feels y ploy
. public, and
rewarded by their .
rewarded by their employers
employer
2. Sufficient
Outcomes Measures
2.1 | Workforce has the right 2.1a | A workforce with the right | Reduction in the number of
capacity to manage types and numbers of roles | vacancies
predicted demand to meet demand
2.1b | A workforce at full Reduction in the level of
complement turnover
2.1c | Aworkforce where staff Improvements in the
have skills to cover more timeliness of care packages
than one role or to safely being fulfilled.
flex tasks within their
existing role
2.1d | A workforce willing and
able to flex their working
patterns to meet
fluctuations in demand
2.2 | Asocial care 2.2a | A workforce thatis Closer match between the
workforce that is recruited locally demography of Leicester and
representative of 2.2b | A workforce thatis the demography within the
the local population representative of the social care workforce
diversity of the local
population
2.2c¢ | Aworkforce whose senior
roles reflect the diversity of
the local population
2.3 | Social care is a career 2.3a | More young people wantto | Closer match between the
aspiration across the have care as a career demography of Leicester and
whole life course aspiration the demography within the
2.3b | Social care as a career is an | social care workforce and in
opportunity, available for particular, the number of
all ages of the population younger people in post.
3. Confident and competent
Outcomes Measures
3.1 | Asocial care workforce 3.1a | All social care roles have

that is competent,

access to training and
development opportunities

Improved percentage of the
social care




well trained and supported | 3.1b | All roles have access to workforce who report that
to be the career development and they have
best they can be progression opportunities | sufficient training
opportunities to support
their career development
3.2 | Asocial care workforce 3.2a | A workforce that uses
that operates in a strength-based practice to
strength-based and help those they support
outcome-focussed way achieve their goals
3.2b | The right outcomes are
achieved for those
supported by the Improved percentage of
workforce people who feel that their
3.3 | Adigitally/ 3.3a | A workforce that can use goals have been achieved
technologically technology to do their job
skilled social care well
workforce 3.3b | A workforce able to
support people to maintain
their independence using
technology

Our key actions to make a difference
The actions below show how we intend to work collaboratively to achieve our outcomes. Our focus
will be on the first two years of the strategy, but some actions will be longer term and some actions
may well be added during the life of the strategy.

practice across the
sector in
recruitment and
business
continuity
planning

lead on the promotion of jobs and careers within the
sector, including engagement with schools and
colleges

2.2

Connect with local, regional and national recruitment
campaigns

2.3

Continue to support Values Based recruitment and
practices that support inclusion, equality and
diversity

2.4

Continue to work with the sector to reduce the
number of zero hours contracts

2.5

Work with the sector to identify rewards and benefits
schemes to recognise long service and good practice

Action Detail Outcomes
1 | Accelerate our Promote the adoption of digital working across the 3

exploration of sector

technology to Increase the availability of local high-quality training

support care work for digital and technology skills

and to address

gaps in the Promote the use of i.nnovation and technology to

support the realisation of outcomes

workforce

2 | Supportimproved | 2.1 | Continue our partnership with Inspired to Care who 1,2,3




2.6 | Ensure that our fee rates are reviewed at least
annually to reflect fair remuneration for providers
and value for money for the council
Improve the 3.1 | Across local and national networks, make the case for
positive promoting social care as a valued career, and for a fair
recognition of and sustainable funding approach for the sector
social care as a 3.2 | Encourage the development of support networks and
valued career, opportunities across all roles of social care 123
particularly 3.3 | Connect with local, regional and national campaigns, "
amongst younger including recruitment of Care Ambassadors, staff
people satisfaction surveys etc
3.4 | Work alongside our NHS colleagues to develop a ‘One
Workforce’ strategy
Promote available | 4.1 | Continue to provide and promote coordinated
resources to training and staff development opportunities through
providers more the LSCDG (Leicestershire Social Care Development
effectively, and Group), Inspired to Care, the NHS, our provider
engage with forums and other providers as identified with local
providers who partners 1,2,3
need the most 4.2 | Promote the use of good practice toolkits and on-line
support to use resources
those resources
4.3 | Support the further development of peer support and
networking opportunities
Improve the usage | 5.1 | Measure progress against outcomes at least annually
of updated data
and intelligence as | 5.2 | Review and agree priority areas at least annually
a shared resource 123
to support the 5.3 | Update projections at least annually "

social care
workforce




