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Abstract
Staff turnover had been a persistent issue in care-home environments that affected their workforce continuity, service provision and the quality of care. The purpose of this study had been to explore strategies for human resources that may be effective in lowering staff turnover in care homes. The aim was to explore the role of employee engagement, training and development in improving employee retention, identify factors influencing employee turnover and explore barriers that impact the process of implementing effective HR practices. This study had employed positivist philosophy, deductive approach and mono-quantitative research design. Academic literature, government statistics and industry reports and workforce data had been gathered and compared to find patterns and relationships. The results had shown that financial, organizational and psychological factors had affected employee turnover. Dissatisfaction with pay had become the largest driver of turning over of employees, and burnout, work pressures, wellbeing concerns and lack of support from the organisation had also had an impact on retention. The study had suggested that the care-home organisations should adopt integrated HR strategies that include a competitive reward system, employee wellbeing support, effective leadership, recognition and structured career development opportunities. The following methods had been identified as vital to the retention of staff and to establish a more stable organisation in care.
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Chapter1 1: Introduction
1.1 Background of the Study
Employee turnover has been one of the most persistent workforce challenges pertaining to the sustainability of organisations and delivery of services in labour-intensive operations. It has reduced the longevity of operations, increased the cost of recruiting staff, lowered the morale of employees and reduced long-term organisational performance. World Health Organisation (2026) forecasts a global health and care workforce shortage of 11 million by the year 2030, and there is a desperate need for efficient workforce retention strategies that are efficient. Consequently, organisations have realised that sustainable employee retention does not merely depend on recruitment but also strategic human resource (HR) practices that help increase employee engagement, capacity building, and organisational commitment.
The issue has been especially acute in care home facilities due to the ageing of the population combined with higher workforce strain that has augmented pressure on long-term care, as well as intensified (Thwaites, 2023). To provide care that is both person-centred and safe, care homes have had to depend a great deal on skilled and motivated employees, making their retention a strategic issue as opposed to an operational issue. Nevertheless, workforce stability has still been compromised by demanding working conditions, emotional fatigue, scant career growth and lack of organisational support. Mazzetti and Schaufeli (2022) have proposed in the literature that retention has been reinforced by HR interventions, that is, employee engagement, structured training, career development, no-hassle leadership and wellbeing interventions.
The care home sector in the United Kingdom has remained highly unstable in terms of the workforce despite the gains in recruitment. The existing evidence has recorded a 23.1% turnover rate, constituting 335,000 leavers, whereas the vacancy rate in adult social care has been 7.0 which equals approximately 111,000 vacant positions (Hall, 2025). These statistics have indicated that employee retention has been a critical issue that has influenced service continuity and quality of care. Therefore, this study has investigated how strategically implemented HR practices may reduce employee turnover within UK care home settings, thereby leading to the identified research problem.
1.2 Research Problem
Even with the constant efforts in workforce recruitment, staff turnover in UK care homes has remained disturbingly high, and these statistics imply that retention has been an even more difficult strategic issue than replacement. The response adopted in organisations has often focused on immediate staffing needs instead of enhancing the long-term human resource practices that ensure sustenance of employee commitment and organisational stability (Costello et al., 2019). This, in turn, has led to serial turnover, which has added to the cost of recruitment, workforce disruption, knowledge loss, and the inability to provide high-quality, person-centred care consistently. These are some of the challenges of employment that have persisted, which have demonstrated that the traditional strategies of retention have not adequately dealt with the underlying workforce problem.
Although years of research have been conducted on the causes and effects of employee turnover, no one has considered the processing of HR strategies in care home settings with the aim of retaining employees sustainably. There is limited literature about the influence of organisational constraints, resource limitations and implementation barriers on employee engagement, training and development programme effectiveness (Vries et al., 2023). The existing gap in knowledge has limited evidence-based decision-making among care homes’ managers, and therefore there is a need for additional research regarding HR approaches that help decrease staff turnover in the long term but improve workforce stability.
1.3 Research Aim
This study will investigate HR approaches that may effectively address employee turnover in care homes.
1.4 Research Objectives
· To examine how employee engagement, training, and development can help decrease employee turnover in care homes.
· To determine the factors contributing to employee turnover within care homes.
· To determine the obstacles to effective HR approaches in care homes in addressing employee turnover
1.5 Research Questions
· What is the impact of engagement, training, and development among employees on lowering employee turnover at care homes?
· What are the major factors responsible for employee turnover at care homes?
· What difficulties do care homes encounter while adopting appropriate HR practices to reduce employee turnover?
 
1.6 Research Rationale
The study has been necessitated by the fact that current literature has not given due attention to the implementation of HR strategies in care homes with the aim of realising the same in the context of sustainable employee retention. The existing body of evidence has mostly focused on factors and consequences of turnover but ignored organisational limitations affecting engagement, training, and development programs (O’Keefe et al., 2025). This has restricted theoretical knowledge and warranted further research on effective retention practice in the industry.
The results have assisted care home managers, policymakers, and HR practitioners by enhancing evidence-based workforce planning, enhancing retention policy, and enlightening sustainable employment policies (Presbitero et al., 2026). Additionally, the research has also served organisational resilience by improving the stability of employees, continuity of services and quality of care due to strategically aligned human resource decision-making, which has managed chronic workforce issues adequately within the United Kingdom care environments.
1.7 Scope of the Study
United Kingdom care homes, residential and nursing facilities, have been used in this study to analyse employee turnover as a result of employee engagement, training, development, and the overall HR strategies (Daly, 2025). This research was limited to organisational retention practices in formal care settings in the industry. The study has utilised a secondary research design approach that utilises peer-reviewed literature, government reports, industry journals, and other legitimate sources of statistical information. Primary data has not been collected, and this guarantees consistency with the approved research proposal and analytical objectivity throughout, evidence integrity, methodological openness, and specific interpretation of secondary evidence.
1.8 Dissertation Structure
Chapter 1: Introduction
This chapter has presented the research background, problem, aim, objectives, research questions, rationale, scope, and the general structure of the dissertation, thus defining the context and direction of investigation.
Chapter 2: Literature Review
The chapter has critically assessed employee turnover, HR strategies, the Two-Factor Theory of Herzberg, the JD-R Model and the research gap identified by synthesising the current academic evidence.
Chapter 3: Research Methodology
This chapter has supported the philosophy, approach, design, use of secondary data, comparison, and ethical aspects, which form the basis of the research.
Chapter 4: Discussion and Results
This chapter has outlined and critically evaluated secondary evidence against the objectives of the research, citing major patterns, associations, and meanings.
Chapter 5: Conclusion and Recommendation
This chapter has generalised key findings, answered the research questions, made evidence-based recommendations, recognised research limitations, and suggested future research directions, and maintained a general coherence, critical rigour and practical relevance.
1.9 Conclusion
The chapter provide detailed overview about the research topic. The chapter provide aim, objective and research question. The chapter also include problem statement for conducting the present study. The rationale of the study was to obtain detailed information about HR strategy which were introduced to reduce the employee turnover rate. The chapter include significance and structure for the dissertation. 










Chapter 2: Literature Review
2.1 Introduction
This chapter has illustrated that several organisational and workplace factors such as workload stress, burnout, lack of career opportunities and inadequate support have been influential in employee turnover within care homes. The literature review has pointed out that employee engagement and training and development have been instrumental in increasing the levels of employee satisfaction, commitment and retention. Motivation, job demands and available resources related to the decisions of employee turnover have been theoretically explained by Herzberg's Two-Factor Theory and the JD-R Model. On the other hand, existing literature has had little insight into practical barriers related to HR strategy implementation. Thus, this research has attempted to address the literature gap by examining successful HR strategies for reducing employee turnover in care homes.
2.2 Concepts
The term employee turnover has been described as the situation whereby employees have already quit working for an organisation while others have taken their places (Malinen et al., 2025). In the case of care homes, employee turnover has posed difficulties due to its impact on workforce stability, quality of care and services offered. Employee turnover has increased recruitment costs, led to staff shortages and put further strain on existing employees. Employee engagement has been identified as a major determinant of employee retention since employees who are well engaged have been found to display commitment, motivation and involvement (Ngozi and Edwinah, 2022). Training and development have also impacted employee retention since they increase employee skills, self-confidence and career prospects. Moreover, employee well-being has been one of the determinants of turnover decisions because of the emotional and workload stress care workers experience.
2.3 Theories
This research has included two theories: Herzberg’s Two-Factor Theory and the Job Demands–Resources (JD-R) Model. The two theories have explained factors affecting motivation and job satisfaction, as well as turnover of employees in care homes.
· Herzberg’s Two-Factor Theory
Herzberg’s Two-Factor Theory has postulated that satisfaction and dissatisfaction of employees have been influenced by hygiene factors and motivators (Ihensekien and Joel, 2023). Hygiene factors such as salary, work environment, job security and organisational policies have eliminated dissatisfaction. On the other hand, motivators like recognition, achievements and career development have enhanced job satisfaction and organisational commitment. Thus, offering the appropriate working environment and development opportunities has been crucial to retaining employees.
· Job Demands–Resources (JD-R) Model
According to the JD-R model, the well-being of the employees depends upon the balance of job demands and resources (Demerouti, 2025). High job demands in terms of workload, emotional demands, and time pressure lead to burnout, while resources like support from management, learning and development programs, and career advancement options enhance the level of engagement. 
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Figure 1: Theoretical Framework
Source: By Author
The two theories of Herzberg’s Two-Factor Theory and the JD-R Model have been used to develop a theoretical framework on the causes of employee turnover within care home organisations. According to Herzberg’s theory, the hygiene factors such as pay, working conditions, and job security have led to the reduction of employee dissatisfaction. On the other hand, the motivators such as career advancement and recognition have resulted in an improvement in satisfaction. According to the JD-R model, job demands such as workload and emotional stress have caused burnout among employees, whereas the job resources have increased employee wellbeing.
2.4 How employee engagement, training, and development can help decrease employee turnover in care homes
Employee engagement, training and development were some of the important HR approaches believed to be useful in decreasing employee turnover among care homes. Care has experienced emotional labour, workforce shortages, and high workloads, leading to increasing levels of dissatisfaction among employees and their intention to quit jobs. Hence, HR approaches that have contributed to increased employee engagement and workforce development were very important for retention.
Employee engagement has emerged as one of the important elements affecting employee commitment and retention. Jiatong et al. (2022) have asserted that engaging leaders have helped employees engage in the organisation by building personal resources, team effectiveness, and organisational commitment. These scholars have pointed out that engaged employees were psychologically attached to organisations due to supportive leadership, recognition, and participation. Nonetheless, engagement interventions have not been enough because care workers have been facing problems such as poor wages, understaffing, and work overload. According to Boccoli, Gastaldi and Corso (2022), employee engagement takes place when employees get psychologically and emotionally involved in their jobs. In care facilities, worker involvement, communication, and recognition practices have made employees value their work in organisations. However, engagement interventions have been dependent on managerial skills and organisational resources, which have posed a challenge to smaller organisations.  
Moreover, according to Yan et al. (2023), one of the factors that has led to higher levels of turnover amongst care home workers has been burnout. It has been found by researchers that emotional exhaustion and pressures at work have demotivated the workforce and increased the intention to leave amongst them. In this regard, engagement practices have played an important role in fostering good relationships at work, as well as encouraging employee support and motivation. Nevertheless, more extensive issues such as workload pressure and shortage of staff have had to be addressed too. Training and development have been considered vital for promoting engagement and retaining employees. According to Shiri et al. (2023), training and development have enhanced engagement and retention by increasing the level of professionalism and job satisfaction. In care homes, training has helped employees to handle their duties effectively.
From the literature reviewed by Thwaites (2023), it has been found that aged care workers' retention has been affected by professional development opportunities, organisational support, and working conditions. Research in the literature has revealed that a combination of training and supportive organisational practices has been effective in keeping aged care workers in place. The literature has also shown that training alone does not keep employees on the job, as other factors such as rewards, workload, and working environment are also important for employee retention. Development has been helpful in career growth and commitment to the organisation.
In general, employee engagement and training and development efforts have helped to reduce employee turnover by increasing job satisfaction, capability and organisational commitment. However, these practices alone have not solved turnover issues. The retention process needed the support of good leadership, an appropriate working environment, sufficient resources, and employee development.
2.5 The factors contributing to employee turnover within care homes
The employee turnover rate in care homes has been affected by several interrelated aspects such as workload pressure, emotional stress, poor working conditions, lack of career prospects, and lack of organisational support. As a result, the high employee turnover rate has brought about several problems for care providers, making it more expensive to recruit new staff members.
Pressure at work and burnout have significantly contributed to employee turnover among care home workers. Employees from care homes typically face stressful situations characterized by heavy workloads that involve constant support for residents, emotional stresses, and physical strains. These factors have contributed to higher levels of stress, lower levels of job satisfaction, and made the employees want to quit their jobs. Wang et al. (2024) have reported that burnout experienced by care home workers in the UK has been highly correlated with turnover intentions. The research findings suggest that the burnout of workers and work-related stress have negatively impacted the commitment of employees and have affected their retention. In addition, O’Keefe et al. (2025) have noted that retention of aged care workers has been affected by difficult working conditions, excessive work, and lack of support at work. Nevertheless, dealing with such issues has been difficult because of labour shortages.
For a long time, care workers have carried out considerable tasks but have been financially rewarded, which has motivated some workers to find other means of employment. According to Daly (2025), remuneration and working conditions have impacted labour outcomes in nursing homes. Nonetheless, financial incentives have not solved turnover issues because of recognition, work relationships and opportunities. Career development has been an essential issue that has influenced employee turnover. Workers have faced limited prospects for career growth, professional development and skill improvement, resulting in low organisational commitment. Urme (2023) believes that the development activities have improved employee retention through increased confidence, skill and engagement of employees. However, because of budgeting and operational pressures care homes have not been able to provide development programmes for their employees and this has led them to seek career development opportunities elsewhere.
Leadership and organisational support have also been considered regarding their impact on employee retention. Staff were satisfied with managers who were supportive; staff were dissatisfied with poor leadership. Rožman, Tominc and Milfelner (2023) identified how engaged leaders have positively impacted engagement among employees and team effectiveness through better work relations and commitment. However, building a supportive organisational culture has been difficult due to financial constraints and other reasons.
In summary, employee turnover in care homes has been caused by various issues such as burnout, working conditions, and limited career development options, among others. It has been proven through research that employees do not leave organisations for one reason, but rather because of multiple reasons that impact their satisfaction and commitment levels. For this reason, it has become important to use human resource management practices to deal with working conditions, career development, and staff wellbeing among others.
2.6 The obstacles to effective HR approaches in care homes in addressing employee turnover
While the strategies of HR such as employee engagement, training and development were viewed as an effective solution for retention, care home organisations had to overcome numerous barriers for their successful implementation. Endalamaw et al. (2024) shed light towards the barriers that impeded the HR department in creating a retention strategy and handling workforce issues. The main barriers consisted of financial limitations, lack of workers, lack of managerial resources, and inability to implement HR policies consistently. Financial limitations have become one of the most serious barriers in the implementation of HR strategies in care homes. Most of the care providers have been working within a very tight budget policy that prevented them from raising salaries, giving any other benefits to employees or investing in training. According to Pradhan, Ghiasi and Maldonado (2025), employment and earnings affected workforce outcomes in nursing homes, as the lack of financial reward made employees dissatisfied with their position and made them want to leave. However, it was difficult to invest more money in employee salaries and benefits due to the necessity to be sustainable as an organization. The problem of a shortage of the workforce has caused problems in implementing retention strategies.
Staffing has been an issue within care homes, putting pressure on the existing staff and making their work very difficult. As Peters (2023) states, staffing shortages and difficult working conditions were among the reasons why the retention of aged care staff had become a challenge. Therefore, the HR units have often concentrated on solving urgent recruitment issues rather than developing strategies for retaining the staff, thus leaving little chance for engagement programmed, personal development and wellness support from the employees. Workload pressure has prevented employees from attending training sessions and participating in the development of the workforce. Managerial incompetence was another challenge to a successful HR strategy. Successful employee retention strategies require effective leadership, good communication, and constant support for the staff. However, not all care facilities have had enough HR experience and leadership skills for such implementation strategies. According to Qiao, Li and Hong (2024), engaged leadership has increased employee commitment and workplace effectiveness. Nonetheless, it has been possible only through competent managers.
Culture within the organisation and resistance to change have also been influential within HR delivery. Many care homes have been more concerned with practical considerations such as staffing numbers and responsibilities rather than establishing employee-oriented practices. This has meant there has not been any considerable investment made in the areas of recognition, engagement, and career development. According to Vries et al. (2023), care workers have valued workplaces that are supportive, where there has been recognition and involvement. However, it has taken considerable organizational change for such cultures to be established. Ensuring consistency within HR delivery has also proved to be difficult since different care organization's were very diverse in terms of size, ownership, resource availability, and management methods. HR interventions that have been successful in one care home have not necessarily been similarly successful elsewhere.
However, effective human resource practices in care homes have been hindered by financial constraints, staffing shortages, management constraints, and the challenge of implementation. Engagement, training and development practices may have worked to help retain staff in care homes, but these have been dependent on organisational commitment, adequate resources, and leadership. As such, care homes have had to surmount these barriers to effect lasting changes in staff retention.
2.7 Conceptual Framework
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Figure 2: Conceptual Framework
Source: By Author
The conceptual framework has explained the link between HR practices and the reduction of turnover among employees in care homes. The following HR practices have been used to achieve the reduction of turnover: Employee engagement, training and development, employee well-being and organisational support. All the above HR practices have helped increase job satisfaction, commitment, motivation and a pleasant work environment, which have served as mediator variables. Effective HR practices have led to the reduction of turnover through retention, workforce stability and continuity of service delivery. Therefore, from the above, it is evident that meeting the needs of employees through development has been crucial in achieving workforce stability in care home organisations.
2.8 Literature Gap
Existing literature has analysed the factors that cause and consequences that follow from employee turnover in care homes, including stress at work, burnout, underpaid wages and lack of career opportunities. Papers such as those written by Costello et al. (2019) and Thwaites (2023) emphasise how difficult working environments and personal issues of employees are the factors that create problems with retention. Nevertheless, there is scarce literature on how care home organisations have managed to use HR strategies to solve these problems. Not enough consideration has been paid to the obstacles in implementing employee engagement, training and development strategies, which include financial constraints, labour shortage and organisational limitations. This has become the gap that made it hard to analyse how HR strategies can be adapted for use in care environments. Consequently, this study aims at filling the gap through the critical analysis of HR strategies that reduced employee turnover.
2.9 Summary
This chapter has illustrated that several organisational and workplace factors such as workload stress, burnout, lack of career opportunities and inadequate support have been influential in employee turnover within care homes. The literature review has pointed out that employee engagement and training and development have been instrumental in increasing the levels of employee satisfaction, commitment and retention. Motivation, job demands and available resources related to the decisions of employee turnover have been theoretically explained by Herzberg's Two-Factor Theory and the JD-R Model. On the other hand, existing literature has had little insight into practical barriers related to HR strategy implementation. Thus, this research has attempted to address the literature gap by examining successful HR strategies for reducing employee turnover in care homes.
Chapter 3: Research Methodology
3.1 Introduction
Research methodology is a scientific process of selecting and explaining the methods, techniques and procedures followed while conducting a research study (Gamage, 2025). The methodological framework followed in the analysis of HR strategies for minimising employee turnover in care home environments was explained in this chapter. Saunders' Research Onion was used to guide methodological choices such as research philosophy, research approach, research strategy, research choice, time horizon, data collection, data analysis and ethical considerations. The decisions made in this respect were in line with the research aim and objectives.
3.2 Research Philosophy
Research philosophy was understood as the framework of assumptions and beliefs used to underpin the process of knowledge development, collection and interpretation in a research study (Junjie and Yingxin, 2022). The positivism philosophy was used in this research as it facilitated in the objective examination of HR strategies and employee turnover using measurable and evidence-based findings. The research method of positivism was appropriate because the study involved a review of the existing quantitative evidence from reports of organisations, workforce data and quantitative evidence.
3.3 Research Approach
Research approach was understood as a systematic guiding framework for the development, testing and interpretation of knowledge in a research study (Kumar, 2024). The present study was deductive in nature, allowing the researcher to explore the theories and concepts that already exist in the literature concerning HR strategies, employee engagement, training and development and employee turnover. The deductive approach was suitable as the research was focused on testing existing theoretical assumptions by using objective secondary quantitative evidence and the research intended to establish measurable relationships between HR practices and turnover reduction in care home settings.
3.4 Research Strategy
Research Strategy was described as the general approach used in conducting research that included collecting, analysing and interpreting data to meet research goals (Lim, 2024). The researcher used secondary data research method in this study because it allowed the researcher to look at existing quantitative data from other academic studies as well as government reports and industry publications. The strategy was suitable as employee turnover and HR practices in care homes had already been researched in great detail and patterns could be identified and measured, without the need for primary research.
3.5 Research Choice
Research choice consisted of the methodological choice of qualitative, quantitative or mixed research in collecting and analysing data (Taherdoost, 2022). The study used a mono quantitative approach because it allowed the researcher to focus on numerical secondary data concerning HR strategies and employee turnover. The approach was suitable as the study was focused on finding measurable patterns, trends and relationships between HR practices and turnover rates in care homes, based on statistical evidence from existing sources.
3.6 Time Horizon
The time horizon was specified as the time frame during which a research study took place and data was collected or analysed. The present study had a cross-sectional time frame because it was based on secondary quantitative data available within a certain period (Maier et al., 2023). This was suitable for this research as it sought to assess the existing patterns and relationships do not change over the longer term. As such, a cross-sectional design was found to be useful for analysing current issues in career retention in care home settings.
3.7 Data collection
Data collection was explained as the process of systematic collection of information that must be gathered systematically and that is relevant to the research purpose (Ajayi, 2025). Secondary quantitative data were gathered from published academic literature, government statistics, industry reports and workforce databases regarding HR approaches and employee turnover in care homes. Secondary quantitative data was used because it gave an objective, measurable evidence about turnover rate, workforce trend and HR practices which could be compared and evaluated without having to collect primary data.
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Figure 3: PRISMA Flow Diagram of Secondary Source Selection
Source: By Author
As shown above, a total of 134 records were identified through database searching and other sources, of which 115 remained after duplicates were removed. Following title and abstract screening, 34 records were excluded, leaving 81 sources for full-text assessment against the eligibility criteria described in Section 3.9. A further 22 sources were excluded at this stage due to insufficient data, limited credibility or lack of relevance, resulting in a final set of 59 sources that were used across this dissertation.
 
3.8 Data Analysis
Data analysis is categorized as systematic process of organising, examining and interpreting the collected data to find their meaning and pattern and to make research conclusions (Dehalwar and Sharma, 2024). The researcher used comparative analysis in this study as it enabled the researcher to compare the quantitative secondary data which were collected from different academic sources, reports and statistical evidence regarding HR strategies and employee turnover. The method was suitable and appropriate as it helped identify the similarities, differences and trends and enable effective application of the evaluation of the relationship between HR practices and turnover reduction in care homes.
3.9 Ethical Consideration
Academic Integrity
All the secondary sources used were properly referenced and cited throughout the research process to maintain academic integrity. The researcher refrained from plagiarism by interpreting and presenting existing evidence while paying due credit to previously published researchers.
Source Credibility
Secondary sources were carefully evaluated regarding their credibility and reliability before being used in the study (McGregor, 2023). To ensure the accuracy and validity of the information gathered, the researcher chose journal articles, government and industry reports relevant to them. Sources that were outdated, unreliable or not supported were not included to ensure quality research.
Data Protection and Transparency
No personal information was collected in this study, which was based on secondary data; thus, there were no concerns about participant consent or confidentiality (Laryeafio and Ogbewe, 2023). The process of research was transparent, as it clearly explains the data sources, the process of analysis and the limitations of using secondary data.
3.10 Conclusion
The chapter has summarised the research method which were selected to collect and analyse the data to obtain the outcomes. The study included positivism philosophy which highly aligned with the quantitative nature of the study. The research data was collected through exiting sources from different database such as article, journal and industry reports. The cross-sectional design of the study allowed researcher to obtain the secondary data effectively.





















 
Chapter 4: Data analysis
4.1 Introduction
The chapter critically examines the secondary quantitative data employed to explore HR approaches to decrease employee turnover in care-homes. Pursuant to Chapter 3, the research design used is mono-quantitative secondary research design and the descriptive percentage-based comparative analysis is used to determine patterns, rankings and distinctions among the variables of interest of the workforce. The methodology already defines that secondary quantitative evidence in the form of government statistics, industry reports, and academic sources will be compared to determine similarities, differences and trends. The analysis will then be based on care-home frequencies and percentages and not domiciliary- care or combined sector figures since research aim and objectives are specific to a care home.
The main data set will be the Department of Health and Social Care Adult Social Care Workforce Survey, April 2025(GOV.UK, 2025). The relevant survey tables have been stored in the Appendix and only the statistics that are directly related to the research questions are reported in this chapter. The discussion looks into the challenge of retention, engagement and morale, and the obstacles influencing HR retention practices. The results are explained by the Two-Factor Theory of Herzberg and the Job Demands Resources (JD-R) Model.
4.2 Extent of Employee Retention Challenges
The scale of retention difficulty has baseline evidence given in Appendix Table 1.1. Out of 2,002 of the responding care homes 41.2% said that it was moderately difficult to retain the staff, 7.9% said that it was very difficult and 4.9% said that it was extremely difficult. When the combination of these three categories was carried out, approximately 54% of the responding care homes stated that there was some level of retention difficulty. Conversely, the percentage of retention being not very difficult was 30.2 and of not difficult 14.8%, giving a total of approximately 45.0%. The other 1.0% could not say.
The difference between the challenging and non-challenging categories was nine-percentage-points, which means that retention problems impacted most of the survey participants, but not every care home was equally impacted. This will avoid viewing turnover as a homogenous sector-wide phenomenon. Variation could be based on the differences in salaries, management quality, workload, local labour markets or working conditions(Lavetti, 2023). Table 1.1 thus justifies the research problem and proves that it was necessary to investigate certain reasons of departure.
4.3 Factors Contributing to Employee Turnover
Appendix Table 1.3 includes the most valid direct evidence of the Research Objective 2 since the respondents were allowed to pick all possible perceived reasons of staff leaving. The most highly ranked factors were better pay outside the care sector (53.8%) and better pay elsewhere within the care sector (34.0%). These findings suggest that care homes are competing with other care providers as well as non-social care employers. The overwhelming pay is in line with the Two-Factor Theory by Herzberg, whereby salary is considered a hygiene factor (Mussa and Boniface, 2025). Poor pay will create dissatisfaction although more pay will not always lead to long term motivation. Thus, care homes that strive to enhance retention by implementing engagement programs might fail to achieve much unless the employees are convinced that they will have a significant financial incentive by working elsewhere.
However, the data demonstrate that the turnover is of the multidimensional nature. Better hours outside care were nearly the same at 28.5% and 28.3% of responding care homes identified feeling burnt out or stressed. The proportion of outside-work commitments were reported as 24.0 and 23.8% and movement into less responsible positions outside the care sector was reported as 24.0% and 23.8%. The selection of better hours within care was 16.9%, public perception of care was 17.4% and working patterns or lack of flexibility was 13.6%. These results suggest that workers might consider working in a care-home based on a mix of wages, workload, responsibility, work-life balance and work schedules as opposed to the individual factor.
Burnout is particularly relevant to the JD-R Model. In chapter 2, workload, emotional demands and time pressure are identified as job demands that might lead to exhaustion when employees do not find enough resources like managerial support, autonomy, recognition and development. The 28.5% burnout rate thus justifies the theoretical assumption that retention cannot be resolved using financial rewards only. Even in cases where remuneration is better, workers still might think of quitting when the workload, stress and rigid working schedules are not addressed.
Progression and training need to be treated with more caution (Suman, 2024). Only 6.5% identified limited progression to higher-paid roles, compared to only 0.7% who identified lack of training opportunities. These rates are very low compared to pay, burnout or working hours. Nonetheless, the survey question determines how providers think the staff leave; it does not examine the assumption that the workers who are trained will be more likely to stay. These figures therefore cannot be used to arrive at the conclusion that training and development is not effective. They rather demonstrate that lack of training is not frequently thought to be the actual cause of exit in this specific dataset.
Appendix Table 1.4 reinforces the analysis as respondents had to determine only the primary reason of staff turnover. Better pay outside care still dominated at 35.0% with better pay within care coming in at 17.1%. Outside care positions of lower responsibility came in at position three at 11.8%, outside-work commitments at 6.6%, better hours outside care at 5.4% and burnout or stress at 4.6%.
The analytical importance of comparison of Tables 1.3 and 1.4. The percentage of burnout as a contributing factor dropped to 4.6% as the principal factor, whereas better hours outside care dropped to 5.4%. Conversely, higher pay out of care was the most selected factor in both questions, with the percentage decreasing to 35.0% as compared to 53.8%. This consistency indicates that pay is the most perceived individual turnover driver, and burnout, hours and other pressures tend to be cumulative. The findings thus confirm the argument of the literature review that employee turnover is a result of a combination of several employment conditions as opposed to a single cause (Al-Suraihi et al., 2021).
Appendix Table 1.5 offers further information regarding occupational variation. The published care-home percentages reveal senior care workers to be the most reported roles difficult to retain with 35.6%, then the next highest is the chef or catering roles with 21.9%, registered nurses with 19.3%, and general or nursing care workers with 15.3%. This implies that the issues of retention vary according to position and that a single approach to HR might not be adequate. Their exit can have broader implications to supervision, continuity and quality of service.
The metadata provided to Table 1.5 should be taken care of, though. The note mentions that the response rate of the care-home was 57.4% and 1,150 respondents, yet it seems that the number of people and percentages do not correspond to the latter. To take an example, 570 responses of senior care workers who reported 35.6% would mean that the denominator would be around 1,600 instead of 1,150. Thus, it is possible to use the published percentages, still, provided they were reproduced properly based on the official table, still, the figure of response-base must be compared to the one in the original spreadsheet and then submit the final version of the papers. This should be a limitation to the overinterpretation of Table 1.5.
4.4 Employee Engagement, Morale, Training and Development
Research Objective 1 focuses on the impact of engagement, training and development on turnover. The DHSC survey does not directly measure employee engagement, but morale is relevant evidence in regard to the employee experience and can be interpreted with engagement as opposed to a different concept.
Appendix Table 3.1 reveals that 35.3 percent of care homes reported that staff morale was somewhat challenging, 5.1 percent was very challenging, and 1.0 percent was extremely challenging. Together, 41.4% stated that they had some level of morale challenge. In contrast, 39.8% found morale not very difficult and 17.2% not difficult at all yielding a combined approximately 57.0% with 1.6 not able to say.
It is revealing when compared to Table 1.1. There was a 12.6-point difference in that 54.0% of care homes responding reported retention difficulties, and 41.4% reported morale difficulties. Thus, the entire retention issue cannot be attributed to morale. This reinforces the prior argument that structural aspects of employment, especially compensation and working conditions are also significant (Farooq and Shaikh, 2025). However, morale has been found to be strategically important since it is linked to employee behaviour, wellbeing and withdrawal intentions.
These effects are illustrated in Appendix Table 3.3. Out of 1,064 respondent care homes, who responded to the topic, 42.0% of care-homes said that staff could not or would not work more hours, 39.4% said that staff was less energised or could not work more, and 36.2% expressed staff wellbeing concerns. Another 30.6% said that they did not want to acquire new responsibilities, 29.9% said that they had more sickness rates and 27.3% said that the staff was thinking about quitting.
These findings indicate a significant direction of morale to retention. Attitudes are not the only factors that are linked with morale issues but also decreased energy, illness, health issues and withdrawal behaviour. The most direct correlation with the turnover is the finding that 27.3% of the respondents thought of leaving. It is also prevalent to the JD-R Model, as the long-term demands and the lack of organisational resources can lead to exhaustion and disengagement (Bunjak et al., 2021). HR practices such as supportive supervision, recognition, workload management, employee voice and flexibility can consequently enhance job resources and minimize withdrawal intentions.
Appendix Table 3.4 further differentiates between several impacts and the one main impact. Failure or reluctance to work extra hours was the first place with 20.9, then staff wellbeing concerns with 20.4 and then more sickness with 19.3. Failure or lack of willingness to accept extra responsibility, counted 13.1, and lack of the energised employees counted 12.3. The primary morale-related effect, as cited by 8.4% of the staff, was that of staff contemplating leaving.
Intention to leave was found to be one of the morale-related impacts by 27.3% but the primary impact by only 8.4%. This implies that morale has the potential of contributing to turnover indirectly by worsening wellbeing, energy and flexibility of workforce. HR practices based on engagement can therefore help in retention, but in addition to pay increases, workload and working conditions.
The statistics report little first-hand information on training and development. Perceived causes of leaving of Table 1.3 included lack of training opportunities 0.7% but the data does not compare training participation to turnover. Thus, all the analysis can conclude is that training was not often considered as a significant cause of departure in this survey. The suggestion in Chapter 2 that training can enhance competence, engagement and retention should be independently supported with quantitative secondary data (Shiri et al., 2023).
4.5 Barriers to Effective HR Retention Strategies
The best evidence supporting Research Objective 3 is in Appendix Table 5.1, but it quantifies a combination of recruitment and retention barriers and not the barriers of HR implementation in isolation. Pay was the greatest obstacle compared to other sectors, where 64.7% of care homes identified pay. This is highly triangulated with Tables 1.3 and 1.4 in which better external pay was the highest-ranked contributing cause and the highest-ranked main cause of leaving respectively. The finding that the pay competitiveness is one of the core structural issues is reinforced through the consistency of three measures.
Factors that support family were also featured. Childcare support was found to be accessed by 33.6% and access to childcare funding was accessed by 30.9%. The findings are consistent with Table 1.3 in which 24.0% of the respondents cited outside-work commitments as a reason to leave. Thus, work-life concerns seem to be a crucial retention concern and imply that flexible shifts, scheduled shifts and family-friendly policies can enhance workforce stability.
Other employment-related obstacles of interest were sick pay at 26.3% and workforce recognition at 19.0%. Recognition In theory, recognition is important since Herzberg conceptualises recognition as a motivator. In contrast to the sector-wide wage structure, recognition can be more directly affected by the individual care-home managers via feedback, appreciation, participation and responsibility (Alrawahi et al., 2020). However, recognition will hardly fully offset ongoing dissatisfaction due to low comparative pay or high job demands.
Some of the variables in Table 5.1 are mainly recruitment related such as DBS delays, length of recruitment process and awareness of vacancies. These need not take centre stage in the analysis since the dissertation is about turnover and retention. Nevertheless, immigration rule modifications that impact retention, reported 14.0% are still topical since they can directly impact the stability of workforce.
The additional evidence with regards to internationally recruited care workers is shown in Appendix Table 6.9. The number of care-home responses pertinent to the study is limited to 337, which means that the results should be approached with caution. Of given reasons, not being able to find suitable and affordable accommodation was given by 17.8%, having job roles that were not as anticipated by 13.9%, and not being able to afford the cost of living by 11.6. Failure to ensure that there were adequate sponsorship hours and failure to match real vacancy specifications contributed to 8.0 each. These results show that retention of foreign employees can entail housing, living cost and sponsorship burdens which cannot be entirely managed by internal human resource practice.
The difference between internal and structural barriers is thus of crucial importance. These can be organisational level influences, such as recognition, scheduling, wellbeing support and employee development aspects, whereas pay competitiveness, immigration policy, living costs and labour-market issues should be addressed at sectoral or policy level (Elufioye et al., 2024). The success of the HR strategy is therefore determined by both the ability of managers and the external environment where the care homes are situated.
4.6 Integrated Findings and Chapter Summary
The evidence all addresses the research objectives. First, morale-related data demonstrate that experience of the employees is correlated with the results of retention. Of those who reported being affected in morale, 27.3% of respondents reported that their staff were thinking about leaving, and lowered energy, wellbeing issues and sickness were also significant. The data available through DHSC does not test the hypothesis that training and development are directly linked to turnover, so, this component of Objective 1 should be included with caution.
Second, the most salient factors in the perceived turnover are primarily financial and work related. The most common cause was better pay opportunities outside care, with 53.8% of respondents saying that this contributed to turnover, and 35.0% saying that it was the main cause. But, burnout, working hours, external job opportunities and transition to less demanding jobs show that turnover is a multi-faceted problem. This supports Herzberg's hygiene factors and the equilibrium between demands and resources as stated by the JD-R Model.
Thirdly, evidence reveals why care homes might fail to put into place effective retention strategies. Childcare, sick pay, pay competitiveness and external policy pressures and recognition are not independent of each other. From this, a successful HR strategy should include suitable reward, workload management, flexible working, wellbeing support, recognition and meaningful development opportunities.
In summary, employee turnover in care homes can be attributed to financial, organisational, psychological and structural factors, as well as their interplay. The findings are not consonant with the idea of a single strategy solution. Sustainable retention should be supported by a wide range of efforts to improve the social-care employment landscape. Causal inferences should be made with caution as the DHSC survey has been based on provider views and not necessarily on employees stated reasons for leaving. The consistency in the retention and morale and barrier results, however, give a quantitative basis for the recommendations outlined in the next chapter.
4.7 Discussion
The findings had shown that financial, organisational and psychological factors had all been interrelated to affect the rate of employee turnover, but not a single factor. Retention issues, pay pressure, burnout, HR barriers and low employee morale had been highlighted as challenges impacting on workforce stability in the analysis. This had corroborated the literature review findings in which the exposures associated with turnover were stressful working conditions, emotional exhaustion and limited career development and organisational support (Thwaites, 2023; O'Keefe et al., 2025). The analysis, however, extended previous studies by showing that financial dissatisfaction was the greatest perceived reason for employees leaving, and that other factors had been a part of the overall retention issue.
The results had highlighted that around 54% of care homes had struggled to maintain staff within their home, reflecting the ongoing workforce volatility in the industry. This had reinforced the work of Presbiteroet al. (2026) who pointed out that workforce volatility might impact service continuity and the quality of care provided. Likewise, Thwaites (2023) found retention issues to be impacted by difficult working conditions, workload pressures and lack of organisational support. The results, however, had also revealed variation in retention issues across organisations. This indicated that turnover was not solely due to increased sector shortages but was also affected by management and organisational variables such as leadership, working environment and resources.
The most important reason for employee turnover had proved to be financial. 53.8% of care homes indicated that better remuneration was a reason for staff leaving (35% indicated it was the primary reason). These results had confirmed Herzberg's Two-Factor Theory which stated that salary and working conditions were hygiene factors that helped to decrease the dissatisfaction (Ihensekien and Joel, 2023). The results are also consistent with those reported by Daly (2025), who highlighted the importance of remuneration and employment context on the outcomes of care-workers. The analysis, however, had revealed that pay improvements would not have been enough to address turnover problems. But whilst competitive pay might lessen discontent, workers had also thought about workload, flexibility, wellbeing and recognition in their decision to stay. Thus, financial incentives had been needed, but not enough, without broader HR efforts.
The results had also validated the Job Demands – Resources (JD-R) Model for the turnover behaviour. The analysis had revealed that 28.5% of care homes had mentioned that burnout or stress had led to staff leaving. Other issues highlighted as leading to employee leaving included issues with their morale, such as low energy and wellbeing concerns. These findings had agreed with Demerouti (2025) who claimed that if the employees are not provided with adequate resources, then their job demands may cause exhaustion. Furthermore, Yan et al. (2023) identified that burnout and fatigue had increased turnover intentions among long-term care workers. Burnout, however, was not as strong as pay-related issues. This indicated that the process of turnover was more complex than a single problem and was a result of financial dissatisfaction and work pressures and a lack of organisational resources.
Results on employee engagement, training and development had been partially confirmed with previous literature. It was previously found that there was a potential to increase commitment, capability and retention through engagement and professional development (Jiatong et al., 2022; Shiri et al., 2023). The study had shown that morale issues had a negative impact on employee behaviour, in terms of less energy and higher intentions to leave. However, just 0.7% of care homes had named a lack of training opportunities as an issue they believe has contributed to employee leaving. This did not suggest that training was ineffective, but rather that training had not been a key element of the turnover equation in the data set. This had confirmed the findings of Thwaites (2023) who stated that support for working conditions, appropriate rewards and organisational support were more effective in terms of development opportunities.
The results had shown that there were organisational and external barriers that have affected the effectiveness of HR retention strategies. Pay competitiveness, childcare support and sick pay and workforce recognition were all highlighted as key challenges, with pay at the top. The results of this study have corroborated Pradhan, Ghiasi and Maldonado (2025) finding that wages can be an important factor in the outcomes of the workforce in a nursing-home setting. Furthermore, recognition and leadership factors was correlated with Rožman, Tominc and Milfelner (2023) who highlighted the importance of supportive leadership in increasing employee engagement. The findings had also revealed some problems, including labour shortages or general sector pressures, that lay outside the organisation's control. The study had overall found that a combined strategy of HRM elements such as remuneration, employee engagement, wellbeing support, effective leadership and development opportunities was needed for sustainable retention.
4.8 Summary
This chapter had analysed secondary quantitative evidence regarding employee turnover and HR retention strategies in care-home settings. The findings had explored issues about retention problems, factors affecting employees' move, employee morale, employee engagement, employee training and development and HR implementation barriers. The analysis had shown that financial, organisational and psychological factors had had an impact on turnover. The results have been critically analysed by using relevant theories such as Herzberg's Two Factor Theory and JD-R Model, which would serve as a foundation for the recommendations based on the results that were drawn in the following chapter.


















 
Chapter 5: Conclusion and Recommendation
5.1 Introduction
This chapter had finished the exploration into strategies of HR for employee turnover reduction in a UK care-home. The study had explored the effect of employee engagement, training and development, turnover factors and impediments to effective HR implementation. The findings from the analysis were summarised in the chapter, the overall conclusion of the aim of the research was drawn, and practical recommendations for care-home organisations are given. In addition, the chapter had identified limitations in the research and recommended future research directions. The study had provided evidence-based input on the potential for using strategically aligned HR practices to improve workforce stability and to enable sustainable care delivery.
5.2 Summary of Key Findings
The study showed that financial, organisational and psychological factors had been mutually linked with each other and had impacted on the employee turnover issue within care-home environments. The results had indicated that employee engagement, employee morale, employee training and development had helped to contribute to employee retention in improving commitment, employee capability, and employee satisfaction in the workplace. However, these practices had worked best with positive working conditions, recognition and effective leadership. The analysis had already revealed that financial dissatisfaction is the greatest driver for staff leaving, while improving pay prospects outside the care sector was one of the main concerns. Workload pressures, burnout, flexibility and wellbeing issues had also played a part in the decisions to leave. The results had also identified that effective HR implementation was limited due to factors such as pay competitiveness, childcare difficulties, inadequate sick pay and the lack of recognition of the workforce. Overall, the study had proven that the turnover issue needed an integrated HR strategy that includes the use of competitive compensation, provision of employee assistance, employee development and organisational enhancements to retain the employees.
5.3 Overall Conclusion
The study had found that financial satisfaction, challenging working conditions, employee wellbeing concerns and organisational support factors had all impacted employee turnover in care-home environments. The results had shown that HR strategies were best applied when they were dealing with both the dissatisfying and the motivating factors of employees. The research had confirmed Herzberg's Two-Factor Theory by identifying hygiene factors such as pay, working conditions, and job security as factors that were important in reducing dissatisfaction, and recognition, career development and achievement had helped improve employee commitment. Additionally, the results confirmed the JD-R Model, showing that when resources were lacking, for example, in the form of insufficient leadership support, workplace flexibility and development opportunities, excessive workload and emotional pressure and demands had a negative impact on the retention of employees. The overall study has found that recruiting strategies are not effective as the only solution to workforce instability. Integrated HR strategies, which included, but were not limited to, competitive rewards, employee engagement, wellbeing support, leadership that supported care and learning, and ongoing professional development had been key to ensuring workforce stability and quality care delivery and had been a necessary component of sustainable retention.
5.4 Practical Recommendations
Improve Pay and Reward Systems
The results had found that employee turnover was significantly affected by pay competitiveness. Care homes, therefore, should have reviewed their pay structures, put in place appropriate reward structures and given retention incentives to minimise employee dissatisfaction and boost employee commitment.
Enhance Wellbeing and Workload Management
The results had indicated that burnout, stress and morale issues had impacted retention. Thus, there is a need for better workload planning, staffing arrangements and flexibility of working practices in the organisations to ensure employee wellbeing and minimise pressure in the workplace.
Strengthen Engagement and Recognition
Care homes should have improved communication, recognition practices and employee involvement initiatives. These could have enhanced the motivation, organisational commitment, and job satisfaction.
Support Career Development
Structured training, development and progression should have been provided within organisations. These practices may have enhanced staff capacity, motivation and commitment to working in care homes.
 
5.5 Limitation and Future Research Suggestion
There were a number of limitations of the study that should be taken into account for future study. Firstly, the research was based on secondary quantitative data, which prevented the examination of employees' lived experiences and direct causal relationships between HR practices and turnover. Second, the information predominantly concentrated on care-home organisational views, so that differences between employer perceptions and employee experiences may not have been captured. In addition, the quantitative approach had also been used and had revealed patterns and relationships but offered little insight into the why of employee's leaving.
Future research should have used primary research techniques such as employee interviews, surveys and focus groups to get a more detailed picture of the experiences of employees. The differences between public and private care homes, geographical location and size of the organisation should have been explored in comparative studies to identify variations in retention issues. Further, specific HR interventions such as wellbeing programmes, flexible working practices, leadership development and reward systems should have been evaluated for effectiveness to assess which interventions had the greatest impact on improving employee retention in the future.
5.6 Summary
This chapter had summarised that the financial, organisational and psychological factors had been interconnected and had affected employee turnover in care-home environments. The study had been successful in showing how integrated HR strategies including pay competitiveness, employee wellbeing, engagement, professional development would be necessary for retention to be considered sustainable. While the study was constrained by the secondary quantitative data used, it had given insightful information about the problem of workforce retention. The recommendations had raised issues of employee stability and facilitating effective care delivery that had practical ideas. The study had overall highlighted that rather than short-term recruitment solutions, strategically aligned HR practices were associated with the retention of employees over the long term.
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Appendix
Table 1.1: thinking about your recent experience, how would you describe the current workforce situation regarding retaining staff?
	Response
	Care homes - number
	Care Home - percentage

	Extremely challenging
	98
	4.9%

	Not challenging at all
	297
	14.8%

	Not very challenging
	605
	30.2%

	Somewhat challenging
	824
	41.2%

	Unable to say
	20
	1.0%

	Very challenging
	158
	7.9%

	N/A (or left blank)
	0
	[x]


 
Table 1.3: thinking about your recent experience with retaining staff, what do you believe are the causes for staff leaving?
	Response
	Care homes - number
	Care Home - percentage

	Better hours elsewhere – outside of care sector
	421
	28.3%

	Better hours elsewhere – within care sector
	252
	16.9%

	Better pay elsewhere – outside of care sector
	802
	53.8%

	Better pay elsewhere – within care sector
	507
	34.0%

	Cost or distance of travel to work too high
	100
	6.7%

	Don’t Know
	70
	4.7%

	Feeling burnt out or stressed
	425
	28.5%

	Lack of training opportunities
	11
	0.7%

	Limited progression into higher paid roles
	97
	6.5%

	Migration issues or leaving UK
	171
	11.5%

	Outside work commitments
	357
	24.0%

	Public perception of care
	259
	17.4%

	Roles with lower responsibility - within the care sector
	100
	6.7%

	Roles with lower responsibility -outside of the care sector
	355
	23.8%

	Work related health issue
	88
	5.9%

	Working pattern or lack of flexibility in hours worked
	203
	13.6%

	N/A (or left blank)
	399
	[x]

	Other
	118
	[x]


 
Table 1.4: thinking about your recent experience with retaining staff, what do you believe is the main cause of staff leaving?
	Response
	Care homes - number
	Care Home - percentage

	Better hours elsewhere – outside of care sector
	80
	5.4%

	Better hours elsewhere – within care sector
	16
	1.1%

	Better pay elsewhere – outside of care sector
	523
	35.0%

	Better pay elsewhere – within care sector
	255
	17.1%

	Cost or Distance of travel to work too high
	37
	2.5%

	Don’t Know
	84
	5.6%

	Feeling burnt out or stressed
	69
	4.6%

	Limited progression into higher paid roles
	24
	1.6%

	Migration issues or leaving UK
	54
	3.6%

	Outside work commitments
	98
	6.6%

	Public perception of care
	16
	1.1%

	Roles with lower responsibility - within the care sector
	21
	1.4%

	Roles with lower responsibility -outside of the care sector
	176
	11.8%

	Work related health issue
	10
	0.7%

	Working pattern or lack of flexibility in hours worked
	32
	2.1%


 
 
 
Table 1.5: are there specific roles that are currently harder to retain than at this time last year?  If so, which roles?
	Response
	Care homes - number
	Care Home - percentage

	Admin
	32
	2.0%

	Chef or Catering
	351
	21.9%

	Cleaner
	148
	9.2%

	General or Nursing Care Worker
	245
	15.3%

	Home Care worker
	170
	10.6%

	Maintenance
	129
	8.0%

	Nursing associate
	8
	0.5%

	Occupational therapist
	10
	0.6%

	Personal Assistant
	27
	1.7%

	Registered Manager
	59
	3.7%

	Registered Nurse
	309
	19.3%

	Senior Care Worker
	570
	35.6%

	Senior Management
	27
	1.7%

	Social Worker
	7
	0.4%

	Support and Outreach
	133
	8.3%


 
Table 3.1: thinking about your recent experience, how would you describe the current workforce situation regarding your staffs morale?
	Response
	Care homes - number
	Care Home - percentage

	Extremely challenging
	20
	1.0%

	Not challenging at all
	344
	17.2%

	Not very challenging
	796
	39.8%

	Somewhat challenging
	707
	35.3%

	Unable to say
	33
	1.6%

	Very challenging
	102
	5.1%

	N/A (or left blank)
	0
	[x]


 
Table 3.3: thinking about your staff, are you experiencing any impact(s) due to staff morale?
	Response
	Care homes - number
	Care Home - percentage

	Don’t know
	54
	5.1%

	Increased sickness levels
	318
	29.9%

	Staff indicating thinking of leaving
	291
	27.3%

	Staff less energised or aren’t able to do more
	419
	39.4%

	Staff not able or willing to take on additional hours
	447
	42.0%

	Staff not able or willing to take on additional responsibilities
	326
	30.6%

	Staff wellbeing worries
	385
	36.2%

	N/A – we are not experiencing any impact(s) due to staff morale
	896
	[x]

	Other
	42
	[x]


 
Table 3.4: thinking about your staff, what is the main impact you are experiencing (if any) due to staff morale?
	Response
	Care homes - number
	Care Home - percentage

	Don’t know
	61
	5.7%

	Increased sickness levels
	206
	19.3%

	Staff indicating thinking of leaving
	90
	8.4%

	Staff less energised or aren’t able to do more
	131
	12.3%

	Staff not able or willing to take on additional hours
	223
	20.9%

	Staff not able or willing to take on additional responsibilities
	140
	13.1%

	Staff wellbeing worries
	218
	20.4%

	N/A – we are not experiencing any impact(s) due to staff morale
	895
	[x]

	Other
	38
	[x]


 
Table 5.1: what do you think are the most important barriers to recruitment and retention in the sector that need to be addressed?
	Response
	Care homes - number
	Care Home - percentage

	Access to childcare support
	578
	33.6%

	Access to funding to pay for childcare support
	531
	30.9%

	Access to funding to pay for transport
	205
	11.9%

	Access to transport
	355
	20.6%

	Annual leave offer
	112
	6.5%

	Awareness of roles available in local area
	148
	8.6%

	Awareness of roles available in the sector
	98
	5.7%

	DBS checks too long
	650
	37.8%

	Immigration rule changes which have impacted retention
	241
	14.0%

	Immigration rule changes which have reduced volume of applications
	475
	27.6%

	Length of recruitment process
	439
	25.5%

	Level of pay compared to other sectors
	1113
	64.7%

	Non transferability of DBS check
	250
	14.5%

	Sick pay offer
	452
	26.3%

	Terms and conditions
	63
	3.7%

	The process of evidencing genuine vacancy requirements for recruiting international staff
	87
	5.1%

	Workforce recognition
	327
	19.0%

	N/A (or left blank)
	283
	[x]

	Other
	46
	[x]


 
Table 6.9: if you have experienced challenges with international recruited care workers and senior care workers leaving their role, what do you believe is the main cause of this?
	Response
	Care homes - number
	Care Home - percentage

	Don't know
	109
	32.3%

	Internation recruits could not find appropriate and affordable accommodation
	60
	17.8%

	Internation recruits could not get a UK driving license
	1
	0.3%

	International recruits could not afford a car
	5
	1.5%

	International recruits could not afford cost of living
	39
	11.6%

	Job role was not as expected
	47
	13.9%

	Workers not working the hours required as per their visa requirements and so you have terminated sponsorship
	9
	2.7%

	You are unable to guarantee sufficient hours to meet the sponsorship requirements
	27
	8.0%

	You are unable to meet genuine vacancy requirements to be able to renew their certificates of sponsorship
	27
	8.0%

	You are unable to offer additional hours or overtime to staff
	13
	3.9%

	N/A (or left blank)
	1555
	[x]

	Other
	110
	[x]
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