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Key points

It is over 13 years since the Department ofHealth and Social Care last
produced a dedicated long-term adult social care workforce strategy. In this
time, care workers have faced a formidable number of challenges: issues with
low pay, poor terms and conditions, hugely variable access to training, and
limited opportunities for career development are longstanding concerns.
These have been exacerbated in recent years by increased rates of sickness
and burnout during the pandemic and changes to immigration rules
following Brexit, leading to intensified recruitment and retention challenges.

Perceptions of care work as 'low skilled' continue to persist, despite the
pandemic highlighting just how vital care workers are. Their dedication and
capability has also been recognised in Baroness Cavendish's report. In
recent years there has been increased debate around the
'professionalisation' of this staff group. This generally refers to the creation
of a statutory register of staff and their professional regulation, and can
involve improvements to pay, training and career development, and terms
and conditions.

Our review of the evidence about the professionalisation of care workers in
other countries - both elsewhere in the UK and abroad - found that:

e Evidence from the otherUK countries shows that registration and
professional regulation can reduce risk to the public, improve
outcomes for people drawing on social care services, improve
confidence in theworkforce, and can drive upworkforce standards
throughmandatoryminimum training. England is the only country in
theUK that has not introduced registration and professional regulation of
care workers. But the experience in Scotland andWales also warns that it
could introduce unnecessary barriers to recruitment and retention, and
such a system could be costly.

Careworkerswho receive relevant, high-quality training are more
likely to stay in their role and be equipped with the skills and confidence
to deliver better care. Mandatoryminimum training, or the right to receive
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training, are approaches used internationally to good effect. Benefits to
these approaches include improved outcomes for people drawing on
services, improved confidence and status amongworkers, improved
person-centred care, and reduced turnover. Programmes tend to be most
effective when training is relevant to the role, equitable in terms of access,
and sits alongside alternative routes forworkers to demonstrate their skills.

Evidence demonstrates that increasing pay to competitivewageswould
reduce staff turnover, particularly for staffpaid at lowerwage levels.
Countries around the world have used a number of different routes to
improve pay: Scotland andWales are taking steps to standardise pay and
increase it beyond the National LivingWage, and pay bonuses have been
awarded in all three devolved countries. Germany has introduced a sector
minimumwage and policymakers are seeking to implement collective
wage agreements to increase and standardise wages across the country.
The national pay and progression framework introduced in New Zealand
has helped improve retention, and thismore attractive pay scale has also
attracted new starters who are male, younger, or with graduate degrees.

The day-to-dayworking terms and conditions of careworkers in
England need urgent attention. Countries around the world have sought
to address precarious employment and improve conditions in a variety
ofways. New Zealand funds home care workers' travel time and travel
costs, while Germany has introduced childcare grants and additional
days of annual leave. Scotland is distinct in theUK for requiring providers
to take staffwellbeing into account in their staffing decisions. Other
countries such as Norway and Germany offermuchmore generous sick
pay provision.

International experiences suggest thatmeasuresmust be designed
and implemented together rather than introduced in isolation.
Unless reforms are designed in tandem, they are likely to have limited
effectiveness, and could even risk exacerbating workforce recruitment
and retention challenges. The evidence base on the impact of the different
measures is still emerging, and should be closely followed. While there
aremany examples ofpositive impact, there have been a number of
notable unintended consequences which can be learned from. For
example, mandatory training may introduce unnecessary rigidity, making
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itmore difficult to retain specific groups of staff. Pay increases may
furtherminimise the difference in pay for more senior staff, and attempts
to introduce guaranteed hours at a national levelmay not benefit all
staff consistently.

Care workers are a diverse staff group. One in four are from Black,
Asian orminority ethnic backgrounds and these groups are less well
represented in senior positions. Professionalising theworkforce and
providing consistent opportunities to access training and development
opportunities could help to address inequalities in progression and
earnings, and could also help attract underrepresented groups into
theworkforce.

Care workers are first on the front line, delivering care in precarious
conditions, but last to see meaningful acknowledgement of their
perseverance. Protecting the health and safety of these staff should be a
longstanding priority for employers and the DHSC, and not just during a
pandemic. Ensuring that pay, training, and terms and conditions better reflect
the value of care work to wider society is in the public interest. A number of
workforce initiatives have recently been introduced, however, and there is
now an opportunity for policy-makers to go further to reverse the deepening
workforce recruitment and retention crisis in England. As governments across
the world are taking increasingly bold and creative action to embed workforce
reforms, there ismuch for England to learn as it pushes forward with planned
reforms while considering further action as part of a longer-term adult social
care workforce strategy.
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Figure 3: Timeline of key professionalisation policies, recommendations and milestones in England

?
e The General Social Care Council is established as an independent

2001 regulator, overseeing the quality and standards of staff working in social
care through a register, training and ongoing professional development

Regulations are introduced requiring all residential care homes to have at
least 50% of their care workers trained to NVQ Level 2 [Care Standards -2005
Act 2000]

Department of Health interim strategy is published. It proposes a
2008 statutory register for care workers, starting with homecare workers from

2010 onwards

« Department of Health publishes an adult social care workforce strategy:
'Working to put people first: workforce strategy -2009

The General Social Care Council is abolished

2010 e The requirement for care workers in care homes to hold an NVQ Level 2
qualification is dropped

« Department of Health publishes "Enabling Excellence: Autonomy and

system of voluntary registration
Workers". Replaces commitment to introduce a statutory register with a

-2011Accountability for Healthcare Workers, Social Workers and Social Care

e The Health and Care Professions Council (HCPC) rejects the
Department's proposal for a voluntary register and instead proposes
setting up a negative register of care staff found to have committed a

serious breach of a new code of conduct2s

2012

« Baroness Cavendish's review of the health and care support
workforce recommends the introduction of a mandatory Certificate of -2013
Fundamental Care24

« Baroness Kingsmill's review25 into working conditions in the care sector
2014 recommends the HCPC license and regulate care workers, an end to

zero-hours contracts, and the introduction of a care charter

Government introduces the National Living Wage -2016

Public Accounts Committee calls for a 'well trained and professionalised
2018 workforce' through regulation and mandatory minimum training standards

v
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« The All Party Parliamentary Group on Social Care calls for
professionalisation, through a new national care body, mandatory -2313
standardised training and career development framework26

e The House of Commons Health and Social Care Select Committee calls
for professionalisation, including training and career development aligned
to the NHS, in addition to competitive pay and improved employment
conditions27

e The CQC call for 'appropriate professionalisation'2® including clear career2020
progression, and greater investment in training which better recognises
and values staff

e The DHSC creates a new Chief Nurse for Adult Social Care29 on a six-
month temporary basis; subsequently extended on a permanent basis

e In January, DHSC invests £120 million into a Workforce Capacity Fund
(expiring March 2021)30

e In November, DHSC invests £162.5 million in a Workforce Recruitment
and Retention Fund, with a further £300 million in December (expiring
March 2022)31,32

e The Department for Work and Pensions' In-Work Progression Commission Font-2021
calls for a central body to register care workers, to manage their training
and ongoing professional development?3

« The DHSC publishes a 10-year vision for social care: 'People at the Heart
of Care', with £500 million committed to workforce development and
wellbeing support over three years4

e Baroness Camilla Cavendish's independent report proposes a National

2022 -
Academy for Social Care™5

The Equality and Human Rights Commission recommends a register for
care workers36

To date, no country has found a perfect fix for workforce challenges, and it continues to be
the more pressing issue formost. However, significant action to professionalise care workers
is being taken by governments around the globe, in many cases catalysed by the pandemic.
England's reforms include some elements ofprofessionalisation and therefore it is valid to
explore the experiences of other countries to illuminate what is known aboutwhat works, and
any potential unintended consequences.
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care outcomes for people drawing on services.® Registration and professional
regulation can also improve confidence in care quality. In Northern Ireland,
an initial survey found that 68% of the public believed registration would
improve quality of care.62 Following registration, three-quarters of employers
thought the standards had improved quality of service delivered, and two in
three workers said they had improved confidence and believed registration
had reduced the risk to people they care for.® The level of skill required to
join the register, and requirements around fitness to practise, can influence
employers to improve their performancemonitoring and appraisal.©4

Registration and professional regulation also offers a way for a regulator
to pick up on conduct or performance issues from previous employment,
whereas in England, employers are solely reliant on a criminal records check
and employer references.®

There is some potential for further, future benefits based on the direction of
travel in the devolved countries so far. Registration and professional regulation
can help bring care 'in line' with other professions. By protecting the title of
'care worker' and enshrining it in law, regulators can prosecute unregistered
people who inappropriately use the title. The symbolicmeaning attached to a
title and licence to practice should not be underestimated - removing vague
job titles and identifying what is distinct about a role compared to othersmay
help strengthen and validate a sense of collective professional identity. To a
degree, this supports arguments that a licence to practise can instil credibility
among the public and workers themselves, and enhance the professional
status of care work.

There is potential to learn from the registration ofwider roles in caremore
generally, such as social workers who gained a protected title in 200066, and
childminders who are registered and subject to inspections by Ofsted.€7

Evidence suggests professional regulation has instilled greater public
awareness of social workers as professionals,68 and regarding childminders,
that the introduction of a register and formal qualifications has helped lead
to a perceived raised status among childminders themselves.® There is also
some evidence from professional regulation of other low-paid roles, such
as security guards, which show that regulation may be associated with an
increase in earnings over time, but this depends on how it is implemented.7°
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