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Executive summary 

 

Introduction and methods 
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▪ Poor workplace culture/communication, burnout or stress and lack of opportunities 

to progress were the top three reasons for leaving given by survey respondents, 

followed by pay. 

▪ Whilst pay was also quite far down the list of motivations to stay in a current role 

with enjoying caring for others, and good relationships with colleagues and 

managers ranking higher, there is a possibility that this may be changing, possibly 

driven by the current cost-of-living crisis which gained momentum during the 

research period. 

▪ Pay jumped to first place amongst survey respondents who were thinking of 

leaving their current job (25% of responses). 

▪ Findings from the qualitative interviews suggest that other ‘softer’ aspects to the 

role (e.g. relationships and support) can act as protective factors (e.g. if employees 

are happy with these elements then some degree of dissatisfaction with pay can 

be tolerated). 

▪ The qualitative interviews illustrated that the ‘tipping point’ could be an escalation 

in workplace conflict or poor quality relationships. In some cases, it was perceived 

that employers had let some of these situations fester and action or attention was 

only given to the issues once employees had stated their intention to leave. 

▪ Younger workers (aged 16-24) were significantly more likely than older age groups 

(aged 45-64 and 65+) to leave a role due to poor workplace culture/ 

communication, and they were also significantly more likely to state that getting on 

well with colleagues motivated them to stay. This suggests these cultural/ 

relationship factors are particularly crucial for younger workers. Given that they are 



/Adult-Social-Care-Workforce-Data/Workforce-intelligence/documents/State-of-the-adult-social-care-sector/The-state-of-the-adult-social-care-sector-and-workforce-2022.pdf
/Adult-Social-Care-Workforce-Data/Workforce-intelligence/documents/State-of-the-adult-social-care-sector/The-state-of-the-adult-social-care-sector-and-workforce-2022.pdf
/Adult-Social-Care-Workforce-Data/Workforce-intelligence/documents/State-of-the-adult-social-care-sector/The-state-of-the-adult-social-care-sector-and-workforce-2022.pdf


   

Understanding the reasons why care workers move on and their future intentions –  

scoping study  

6 

Skills for Care already has a wealth of intelligence around factors that may influence 

turnover. This includes ‘Secrets of Success’ (2017)7, an extensive evidence review 

conducted in 20218 and robust data from the Adult Social Care Workforce Data Set (ASC-

WDS), reported annually through the ‘State of’ reports, including reporting on the reasons 

staff change employment, whether that be changing employers within adult social care or 

exiting the sector. Recruitment challenges are also a consistent feature of Skills for Care’s 

monthly digest summarising feedback from the sector9. 

 

Many of these pieces of research point towards pay, hours and progression as barriers 

to retention. However, as mentioned previously, most recruitment comes from within the 

sector, suggesting that often leavers are not exiting the sector altogether for different pay 

and terms and conditions but are moving between care employers. Other trends noted by 

Skills for Care, based on data gathered through the ASC-WDS10, include significant 

differences in turnover rates between provision types, with greater retention challenges 

felt in nursing home services and domiciliary care settings.  Turnover rates also tend to 

be higher in the first year of employment and also amongst those under the age of 20. 

 

What remains unclear, is the reasons why people leave jobs in adult social care, including 
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1.2.2 Research objectives 

Skills for Care commissioned this pilot project in two geographical areas, the North 

West and the East Midlands, order to test the methodology and assumptions, with a 

view to potentially rolling the research out to the rest of the country to gain a broader 

picture of the issue at a national level. 

 

Through surveys of existing care workers and those that have left jobs in the past six 

months, Skills for Care hoped to: 

 

 Survey of 

existing care 

workers 

Survey of 

leavers 

¶ Establish length of service in care sector/current 

employer 

✓ ✓ 

¶ Understand motivations/reasons for working in 

care 

✓ ✓ 

¶ Explore reasons for leaving previous employer ✓  ✓  

¶ Explore reasons for leaving this employer  ✓ 

¶ Gather data on future intentions/aspirations ✓ ✓ 

¶ Collect views on what makes their current 

employer a ‘good’ employer 

✓  

¶ Collect views on what they would like to see 

change in the care sector (e.g. pay, contract type, 

progression, hours, recognition) 

✓  ✓  

¶ Collect profile/demographic information to examine 

any differences in intentions to stay/reasons for 

leaving for people from a diverse background 

✓ ✓ 
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2. Overview of research methods 

 

2.1  Employer engagement 

 

Qa Research conducted four individual depth interviews with employers (two from the 

North West and two from the East Midlands) to test out initial ideas for the survey 

questions and to help refine the scope of the research. These employers were recruited 

with the assistance of Skills for Care via their regional networks. Skills for Care also 

publicised the research at various employer events to raise awareness that the research 

would be taking place. 

 

An information sheet for employers was designed to explain the purpose of the research 

and how they could support it by distributing the online survey links to their staff. The 

information sheet included a link to an online form whereby employers could opt-in to 

the research and collected some further information, including: 

 

▪ Contact name 

▪ Email address 

▪ Telephone number 

▪ Job title 

▪ Organisation name 

▪ Type of provision (domiciliary, 

residential etc.) 

▪ Region (North West or East 

Midlands) 

▪ Full postcode 

▪ Number of employees 

▪ Estimate of current turnover rate 

▪ CQC Provider ID (if known) 

▪ Latest CQC rating 

 

Skills for Care distributed the information sheet via its regional networks and events. 

Employers that opted in to take part in the research were sent links to the online survey 

for current care workers and the leavers survey and asked to distribute these to staff. 

 

Unique survey links were created for each employer to enable Qa Research to monitor 

which were participating so that bespoke reminder emails could be distributed to 

employers that had signed up, but where staff survey completions had not been 

received, along with general reminder emails to encourage employers to continue 

distributing the survey links to staff. 

 

Qa Research monitored the overall number, and regional split, of employers signing up 

to the research. Skills for Care then increased publicity as required via its regional 

networks. The online sign-up form was live for the duration of the research (28 June to 

31 December 2022). 
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2.2.2 Leavers survey 

The purpose of this survey was to explore the reasons for respondents leaving’ their last 

employment and gauge what they wanted to do in the future (whether in the care sector 

or not). The survey link was distributed by the employers to employees leaving the 

organisation during the research period. Respondents were asked about the last 

position they held, their reasons for leaving, future plans, and demographic profile 

questions. 

 

The online survey was live from the 28 June until 31 December. The survey included an 

option for respondents to enter a prize draw to win one of three prizes of high street gift 

vouchers. 
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Provision types represented included supported living, domiciliary care, residential care 

without nursing and day care. 

rovision typesrovision types
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Figure 1 - Current job role 

 

 

Other roles listed by respondents included: 

▪ Activity coordinator  

▪ Administration 

▪ 
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Table 2 - Respondents by contract type 
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Figure 3 - Top 5 reasons for applying for work in adult social care 

 

 

 

Further analysis shows that those in the youngest age range (16-24) were more likely 

than those in 
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Figure 4 - Length of employment in current role 

 

 

Two-thirds (63%) of respondents had previously worked in adult social care. Of these, 

82% had previously worked in frontline care, and 21% had previously worked in a non-

frontline role (see Figure 5). 

 

Figure 5 - Nature of previous adult social care role 

 

 

  

17%
12%

17%
22%

17%

21%

82%

Yes, in a non-frontline role

Yes, as a frontline worker

Base: 337 (multiple response question)
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Of those that have had at least one other job previously, a small minority (3%) had 

worked for 10 or more employers, however, the largest proportion had worked for just 

one other employer (see Figure 6). The average number of employers across the 

sample was three. 

 

Figure 6 - Number of previous adult social care employers 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

A third (33%) of participants had worked for 3-5 years in their previous job, with a 
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Of all respondents who had another job, half (52%) had worked in an equivalent 

position and half (48%) in a different role. 

 

3.3.4 Reasons for leaving previous role 

Respondents were asked to select the (multiple) reasons why they left their last care 

position. Three in ten (30%) said it was due to poor workplace culture or 

communication, a fifth (20%) mentioned burnout or stress and a fifth (19%) it was 

because of lack of opportunities to progress. 16% reported low pay to be the reason for 

leaving (see Figure 8). 

 

Figure 8 - Top 5 reasons for leaving last adult social care role 
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Respondents intending to leave their current job were asked about their future 

intentions. This was a multiple choice question, so respondents were able to select 

more than one future intention: 

¶ 33% (n=40) were considering staying in social care. Of these, 72% (n=29) were 

exclusively considering social care; 27% (n=11) were considering social care 

amongst other options.  

¶ 45% (n=55) were considering options outside of social care. 

¶ 22% (n=27) were considering retirement, volunteering, or a return to education. 

 

Figure 11 - Future intentions

 

Within the qualitative research, it was apparent that some participants wanted to remain 

in the sector, primarily because they enjoyed the work, but there was a view that 

employers are variable and there was a need to ‘do your own research’ by looking at job 

sites and taking heed of ‘warning signs’ in early communications with employers. 

 

“I really did want to do care again. I do enjoy it. People say it's bad but it can be a lot of 

fun if you get the right support… people [need to do] the research… like if you're 

[always] on Indeed, and it's the same company…they’ve got high turnover, I definitely 

wouldn't. So, I would recommend it, but not all companies. There's a lot of bad ones out 

there. There's a lot of good ones as well… and there's warnings if they set you on 

straight away, like without any check, you know, like fast track your DBS and stuff.”  

 

Others, were unsure if they would return, some needed to take time out following a 

period of stress or burnout. 

“That's something that I can't answer at the moment, because, due to the stress and 
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4. Conclusions and recommendations 

 

4.1 Conclusions 

 

It is common, and relatively easy, to change roles frequently. 

 

As Skills for Care’s ‘State of the adult social care sector and workforce’ report shows, 

63% of recruitment happens inside the care sector18. Similarly, 65% of current care 

worker survey respondents had been employed in at least one other job in adult social 

care. Working in the care sector provides flexibility but can also be unstable. Overall, 

15% of survey respondents had worked in their previous job for more than 10 years. 

The most common tenure, in their current role, for survey respondents was 3-5 years; 

this was also the case for those with previous roles. This reflects findings from Skills for 

Care where the majority of the workforce had been working in the sector for at least 

three years19. 

 

Some qualitative interviewees spoke about a new ‘factory system’ (in the context of a 

/Adult-Social-Care-Workforce-Data/Workforce-intelligence/documents/State-of-the-adult-social-care-sector/The-state-of-the-adult-social-care-sector-and-workforce-2022.pdf
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/Adult-Social-Care-Workforce-Data/Workforce-intelligence/documents/State-of-the-adult-social-care-sector/The-state-of-the-adult-social-care-sector-and-workforce-2022.pdf
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Findings from the qualitative interviews suggested that in some cases high workload, 

combined with an increase in ‘additional’ tasks had started to erode the core caring role, 

i.e. the essence of what had motivated people to work in adult social care in the first 
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6. Appendix 

 

Additional information on methodology 

 

Employer engagement was crucial to the study. A number of approaches were adopted 

in order to try and achieve this. 

 

Qa Research conducted four individual depth interviews with employers (two from the 

North West and two from the East Midlands) to test out initial ideas for the survey 

questions and to help refine the scope of the research. These employers were recruited 

with the assistance of Skills for Care via their regional networks. Skills for Care also 

publicised the research at various employer events to raise awareness that the research 

would be taking place. 

 

An information sheet for employers was designed to explain the purpose of the research 

and how they could support it by distributing the online survey links to their staff. An 

initial survey; to be distributed to all adult social care staff currently in their employment, 

and a leavers survey; to be distributed to adult social care staff leaving their roles during 

the research period. Skills for Care distributed this information sheet via their regional 

networks and events. The information leaflet also included a link to a short online form 

for employers to opt in to the research directly via Qa Research. The form requested the 

following information: 

 

▪ Contact name 

▪ Email address 

▪ Telephone number 

▪ Job title 

▪ Organisation name 

▪ Type of provision (domiciliary, 

residential etc.) 

▪ Region (North West or East 

Midlands) 

▪ Full postcode 

▪ Number of employees 

▪ Estimate of current turnover rate 

▪ CQC Provider ID (if known) 

▪ Latest CQC rating 

 

Asking employers to opt-in and share their details directly with Qa Research allowed for 

direct communication with employers and easy monitoring of sign-ups. Qa Research 

kept Skills for Care informed of sign-ups by region so that they could conduct their own 

engagement and publicity in an attempt to achieve a balanced response per region. 

 

An online survey method was adopted to enable easy distribution of the survey to 

employers and to make it easy for them to distribute to staff. Unique survey links per 

employer were created to enable Qa Research to monitor which employers were 

participating so that bespoke reminder emails could be distributed to employers that had 
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signed up, but where staff survey completions had not been received, along with 

general reminder emails to encourage employers to continue distributing the survey 

links to staff. 

 

Asking employers to opt in to the research and provide some profile information at the 

outset meant that these questions did not need to repeated within the survey, thereby 

reducing the length of the survey to some extent. In addition, some of the profile 

information collected by the form may not have been accurately or consistently  

provided by staff if this was included within the surveys. Some of this profile data has 

also been used at the data analysis stage. At the analysis stage, the intention was to 

use some of the profile data from the online form (specifically the turnover rate) along 

with the number of completions of the leavers survey to estimate what proportion of 

leavers had been reached by the survey. However, the actual number of leavers 

surveys completed was insufficient for meaningful analysis. 

 

The online sign-up form was live for the duration of the research, between the end of 

June and the end of December, and Skills for Care carried out ongoing employer 

engagement and publicity. 
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