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£900m to support providers
£150m for additional workforce pressures £840m for additional adult social care demand

£150m of other adult social care related spending  
 

£260m for personal protective equipment (PPE)  
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CANDIDATE ATTRACTION  
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USE THE RIGHT RECRUITMENT CHANNELS 
 

Young People (16-24yrs):  

Social media is a key channel for young people, including Facebook, Twitter 
and Instagram. These platforms allow for mass advertising. This 
demographic is particularly interested in on the job learning like 
apprenticeships with clear paths for career progression. Advertising should 
be kept short and to the point and optimised for mobile devices.   

School School Leavers and Graduates:  

Social media channels are also important for this group as they tend to be 
young people as well. On top of this, advertising at local universities and 
attending graduate fairs to discuss your vacancies is essential. Advertising 
should focus on times around graduation dates or when courses finish. This 
is usually April-May or July-Oct. Graduates are interested in clear career 
progression opportunities.  

OOver 55’s:  

Facebook is the key social media channel to focus on when attracting this 
demographic. More people over 50 are using Facebook than ever before. 
Consider posting jobs in local selling or community groups. You can also 
pay for targeted ads. Other adverts should be placed in local media outlets 
like newspapers, magazines and even radio. Online job boards and 
websites are another avenue to target.  

According to Skills for Care, care organisations with the lowest staĪ turnover 
attracted candidates by advertising job vacancies in the following way:  

• via existing employees referring a friend  

• adverts posted on the organisation’s website  

 • adverts printed in the local newspaper   

 • posters in the local community   

 • adverts posted on social media or elsewhere online  

UUsing these channels oĪer you the best chance of attracting candidates for your 
vacancies. It’s also important to consider which channels appeal to certain 
demographics. DiĪerent groups tend to search for job information in diĪerent ways 
and have diĪerent priorities.   

We’ve summarised some key areas to consider:
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OUTSOURCING RECRUITMENT 
RRecruitment companies are often considered too expensive for the adult 
social care sector. But this isn’t necessarily true. The commission charged 
by recruitment companies is often much less than the overall cost of 
traditional advertising methods. Things such as online adverts and job 
boards. This is before you consider the time spent by your existing staĪ 
actually posting the ads, arranging interviews, conducting interviews etc.   

UUtilising recruitment companies might not be appropriate for the 
average staĪ member, but they are particularly useful when it comes to 
senior employees.   

VALUE-BASED RECRUITMENT 
VValue-based recruitment (VBR) can help your organisation attract the 
right people and retain them for longer. This not only improves the 
quality of hire but also saves money in the long term. To introduce this 
approach, employers must first determine their organisational values 
and then combine these with the expected social care values. Once 
these values are established, organisations can look for applicants that 
match these values.  

Skills Skills for Care are the key provider of workshops and training on how to 
implement VBR into health and social care organisations. You can find 
more support on how to get started here.   
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STAFF RETENTION

BOOSTING RETENTION
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Identifying and embedding the values of your organisation is the second most 
common technique cited as beneficial for enhanced rates of retention. Workplace 
values are the principles guiding how staĪ in your organisation should approach 
their work. As discussed in the previous chapter, employers must first determine 
their organisational values and then combine these with the expected social care 
values.   

RRecruiting from a values perspective means you are more likely to recruit the right 
people for your advertised roles. Employees matched with values during the 
recruitment process are more likely to stay long term with an organisation. 
Employers with a values focused approach to recruitment and retention 
experienced a turnover rate of around 19%. This is around 6% lower than the 
industry average of 25.4%.  

CELEBRATING ACHIEVEMENTS  

CCelebrating the achievements of individual staĪ is important as it can help foster 
confidence. This in turn boosts their motivation to work. Confident, motivated 
employees are far more likely to stay with their employer for the long term than 
those that feel disenfranchised.  

IIt’s also important to celebrate organisational achievement. This can be an 
opportunity to improve relationships within your workforce. Having time away from 
work to celebrate the achievements of the team as a whole can be great for team 
morale. High team morale again has a positive eĪect on rates of retention. 
Allowing workers to celebrate the achievements of the wider organisation can also 
help them to feel as though their contribution is valued.  

INVOLVE WORKERS IN DECISION MAKING  

IInvolving your workers in the decision-making process of your organisations can 
boost retention as it demonstrates a level of trust between you and your employees. 
It can help increases employee engagement, improve internal communication and 
also ensures your staĪ are bought into any changes before they happen.  

VALUE-BASED RECRUITMENT
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NEW EXPECTATIONS AND OTHER CONSIDERATIONS
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COMPULSORY VACCINES
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REASONS TO INTEGRATE TECHNOLOGY

TECHNOLOGY
Whether we like it or not, the UK economy is becoming ever more reliant on digital 
technology. The world we live in is fast becoming digital by default. While some 
sectors lead the way in adopting new technology, others, like health and social care 
have often lagged behind.  

Some Some technologies are widely used in the provision of healthcare but haven’t been 
as common in social care services. In general, the health and social care sector 
have been poor adopters of newer technology. Unless it is directly related to 
providing care or treatment. Historically this has been down to a lack of funding 
from central agencies for investment in digital technologies.  However, the 
coronavirus pandemic has forced the hand of UK health and social care providers. 
Care homes, GPs surgeries, social services and other providers have all been forced 
to to rapidly adapt to technology to continue providing services and assist their clients.  
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DATA PROTECTION & CONSENT  
TThe achievements of health and social care providers in the past 18 months 
highlight just how well digital technologies can be integrated into health 
and social care services. Providers have supported their clients throughout 
the pandemic with communicating with family and friends via technology 
or online platforms. A significant portion of social care services have 
managed to move certain day or community services online as well.  

 
  Using technology like this has granted a lifeline during periods of intense 
isolation. There is no reason for this to stop post-pandemic. The social 
benefits of digital communication technology are clearly evident. Aside 
from the social benefits, the use of digital tools has allowed clinicians to use 
their time more eĪectively when it comes to consultations and other 
appointments where physical contact isn’t always necessary.  
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BEING DATA COMPLIANT
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All staĪ ensure that personal confidential data is handled, stored and transmitted 
securely, whether in electronic or paper form. Personal confidential data is shared for 
only lawful and appropriate purposes.  
 
All sAll staĪ understand their responsibilities under the National Data Guardian’s data 
security standards, including their obligation to handle information responsibly and 
their personal accountability for deliberate or avoidable breaches.   

All staĪ complete appropriate annual data security training and pass a mandatory test,   
 
PPersonal confidential data is only accessible to staĪ who need it for their current role 
and access is removed as soon as it is no longer required. All instances of access to 
personal confidential data on IT systems can be attributed to individuals.   
 
Processes are reviewed at least annually to identify and improve any which have 
caused breaches or near misses, or which force staĪ to use workarounds which 
compromise data security.  

CCyberattacks against services are identified and resisted and CareCERT security advice 
is responded to. Action is taken as soon as possible following a data breach or near 
miss, with a report made to senior management within 12 hours of detection. 
Significant cyberattacks are to be reported to CareCERT immediately following 
detection.  
 
AA continuity plan is in place to respond to threats to data security, including significant 
data breaches or near misses, and it is tested once a year as a minimum, with a report 
to senior management.  

No unsupported operating systems, software or internet browsers are used within the IT 
estate.  
 
AA strategy is in place for protecting IT systems from cyber threats, based on a proven 
cyber security framework such as Cyber Essentials. This is reviewed at least annually.   
 
IT suppliers are held accountable via contracts for protecting the personal confidential 
data they process and for meeting the National Data Guardian’s data security 
standards.  

In 2017, the Department of Health and Social Care put a policy in place for all health 
and social care providers to follow. Developed by the National Data Guardian, 
providers must adhere to the following 10 Data Security Standards: 
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BACKGROUND CHECKS
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HOW CAN BACKGROUND SCREENING HELP 
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