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Project Overview



Introduction

The Big Motive team aimed to capture actionable insights from a diverse 
population of Social Care Workers to inform the design, development, and 
deployment of two new initiatives for learning and development: the Care in 
Practice (CIP) Framework and the Health & Safety (H&S) Practice Certificate. 

We gathered input from a range of social care participants through various 
research methods, and identified barriers and challenges that needed to be 
addressed during implementation. Our recommendations are based on these 
insights and will be presented in the following sections.



Strategic Aims

➔ Gain an understanding of SCWs 
attitudes, expectations, and motivators 
towards working and learning in the 
social care profession.

➔ Explore attitudes, expectations, and 
motivators related to the CIP framework 
and the entrance level H&S Practice 
Certificate.

➔ Identify barriers that may impact 
workforce retention and training.

➔ Identify challenges that may arise 
during the implementation of the CIP 
framework and H&S Practice Certificate.

➔ Provide recommendations based on the 
barriers identified.



Methodology

➔ Participatory focus groups 
We facilitated a series of online sessions, which allowed 
SCWs to visualize the CIP framework, engage in group 
discussions, and share the advantages and 
disadvantages of working in the profession. While was 
there was an excellent response to registering for the 
focus groups. However there was a high drop rate (80%) 
in the SCWs who attended. It was reported this was due 
to high and unpredictable work demands. 

➔ Individual telephone interviews
We conducted these one-on-one interviews over the 
phone at the times that best suited the SCWs to explore 
themes in greater depth.

➔ Online survey
Due to the high drop out rate, we deployed an online 
survey to systematically reach saturation on our 
findings and to validate findings with a wider 
population of the workforce.



Focus group & interview demographics

Daycare / Day Opportunities: 3
Charity / Voluntary Sector: 3
Statutory Sector - e.g. HSC Trust: 1

Domiciliary Care: 21
Independent / Private Sector: 12
Charity / Voluntary Sector: 1
Statutory Sector - e.g. HSC Trust: 8

Nursing / Residential Care: 10
Independent / Private Sector: 8
Statutory Sector - e.g. HSC Trust: 2

Supported Living: 19
Independent / Private Sector: 9
Charity / Voluntary Sector: 6
Statutory Sector - e.g. HSC Trust: 4

Type of Service & Sector



Male: 31
Female: 22

White: 47
Black / African / 
Caribbean: 4
Asian - Other: 3
Asian - Indian: 1
Mixed / Multiple: 1
Irish Traveller: 1

Focus group & interview demographics

Gender

Ethnicity



Co. Antrim (In Belfast): 17
Co. Antrim (Outside of Belfast): 20
Co. Armagh: 2
Co. Down: 11
Co. Derry / Londonderry: 6
Co. Fermanagh: 4
Co. Tyrone: 4

Focus group & interview demographics

Location

Co. Antrim: In Belfast

Co. Antrim:  Outside Belfast



Urban: 39
Rural: 14

Focus group & interview demographics

Urban / Rural



Time in the profession (years)

0-1 2-5 6-10 11-20 21+

Age

20-29
0 1 1 0 0 Total: 2

 (Part time 1,  Full time 1)

30-39
4 4 4 1 0 Total: 13

 (Part time 3,  Full time 10)

40-49
1 5 4 6 1 Total: 17

 (Part time 6,  Full time 11)

50-59
3 6 0 3 1 Total: 13

 (Part time 6,  Full time 7)

60-69
1 0 2 3 2 Total: 8

 (Part time 4,  Full time 4)

Total: 9 
(Part time 4, 
Full time 5)

Total: 16
(Part time 5, 
Full time 11)

Total: 11
(Part time 4, 
Full time 7)

Total: 13
(Part time 4, 
Full time 9)

Total: 4
 (Part time 3, 
Full time 1)

Focus group & interview demographics



52 participants took further action in scheduling themselves 
in for a Focus Group session, while 60 participants were 
contacted over the telephone.  66 additional participants 
were invited to a second round of Focus Groups in March.

In total, we had success in interviewing 26 participants across 
1:1 phone calls and 27 participants across 10 focus groups.

In December, an “expression of interest” form was circulated 
through NISCC communication channels. 271 people 
completed the form, indicating their desire to participate in 
research either via telephone call or focus group. 271

178

53
Total 

Dropout
80.4%

Focus group & interview engagement

Participated

Actively signed up

Expressed interest

Dropout
34.3%

Dropout
70.2%



Full time: 81 (54.7%)
Part time: 61 (41.2%)
Other (Bank / zero-hours): 6 (4.1%)

Less than 1 year: 19 (12.8%)
1-2 years: 19 (12.8%)
3-5 years: 27 (18.2%)
6-10 years: 34 (23.0%)
11-15 years: 16 (10.8%)
16-20 years: 7 (4.7%)
21+ years: 26 (17.6%)

Independent / Private Sector: 75 (50.7%)
Statutory Sector - e.g. HSC Trust: 64 (43.2%)
Charity / Voluntary Sector: 7 (4.7%)

Co. Down: 39 (26.4%)
Co. Antrim (In Belfast): 27 (18.2%)
Co. Antrim (Outside of Belfast): 27 (18.2%)
Co. Tyrone: 18 (12.2%)
Co. Armagh: 17 (11.5%)
Co. Derry / Londonderry: 15 (10.1%)
Co. Fermanagh: 5 (3.4%)

Number of eligible responses: 148*

* 180 responses were received, however, 32 were excluded due to the respondent being a Social 
Care Manager (16), or having previous involvement in a research session for this project (16)

Less than 1 year: 25 (16.9%)
1-2 years: 21 (14.2%)
3-5 years: 25 (16.9%)
6-10 years: 25 (16.9%)
11-15 years: 22 (14.9%)
16-20 years: 10 (6.8%)
21+ years: 20 (13.5%)

Survey demographics

Employment status Time in the profession

Sector

Location

Time with current employer



Key Insights



“The industry has bigger problems”

“This pathway is like a plaster to the bigger problem - they 
need to go deeper than that”

“People up high should be on the ground knowing what's 
happening before they suggest things”

“H&SC workers are in a chaotic situation, they just want to 
be heard and seen”

“People are getting very overwhelmed -it's affecting their 
mental health they are having to leave - they can’t cope”

41.2% of survey respondents indicated they did not have 
time to attend L&D opportunities.

Only 9.5% of survey respondents did not want to continue to 
learn and develop in their role.

Barriers to Career, 
Learning and 
Development

Increased workload and stress
Tight and unpredictable schedules 
Financial compensation
Cost of fuel 
Cost of living
Paid time to undertake learning and development
Lack of communication
Not listening to workers

Key Insight 1



“Possibly our managers wouldn’t want to see us progressing 
as they would lose staff in an already understaffed area”

"You're afraid to approach [management] because they have 
their own agenda”

“I've been motivated to learn for years and it has just never 
happened, people want to progress but employers don't 
respond”

“It’s [training opportunities] not filtered down from 
management, you find the management are picking the cream 
of the training to better themselves”

“There is not enough guidance/support -  adjustments weren't 
made to my rota and I couldn't attend classes”

Social Care Workers 
described a lack of 
support from 
management
Management has been described as separate from 
ground-level workers, leading to a lack of 
understanding, support, and guidance, making staff 
feel overwhelmed. Social Care Workers frequently 
face challenges in obtaining the necessary support 
to engage in basic training. 

This lack of support may stem from factors such as 
understaffing, inflexible scheduling, inadequate 
financial assistance to undertake learning and 
development, or limited guidance or motivation 
from management.

Key Insight 2



“I have no career plan”

“I don't know where to go to develop my career”

“I have no idea how to pursue a higher level in H&SC, how do I 
move from the bottom?”

“I have no career goals - no opportunities have presented 
[themselves]”

“You neglect bettering yourself because you're focused on the 
residents”

20.9% of survey respondents stated that they had no support 
in progressing their role.

16.2% of survey respondents stated that they did not know 
about any learning and development opportunities.

Social Care Workers 
reported that they did 
not have a Learning & 
Development plan* 
Social Care Workers frequently face challenges 
in obtaining the necessary support and 
guidance to engage in basic training. 

Post Registration Training and Learning - 
Continuous Learning & Development Standards

*When discussing learning and development, no Social Care 
Workers mentioned having a  learning and development plan

Key Insight 3

https://niscc.info/app/uploads/2020/10/20201001_PRTLGuidanceforSocialCareRegistantswithImage_Document_Approved_MH.pdf
https://niscc.info/app/uploads/2020/10/20201001_PRTLGuidanceforSocialCareRegistantswithImage_Document_Approved_MH.pdf


“There's progression in other industries not in caring”

“It's like most communication, nothings fed down to us, 

managers wouldn't have a clue how to help us progress”

“The higher up the chain the less interaction you have with 

your users - so no [desire to progress]. There should be 

other ways to develop that aren't management”

“I see people 10/15 years in the job who are unhappy and 

have seen no career movement - that puts me off staying”

SCWs report there is lack 
of clarity on career 
development and 
opportunities for 
progression

Social Care Workers often report difficulties in obtaining 
information about the various career development 
opportunities available. As a consequence, they may 
miss out on valuable learning experiences and potential 
career progression. This has implications for retention 
and succession planning of social care workforce

Key Insight 4



“You should work in a social care role for a week and see if 

you turn up”

“Even mandatory meetings, people don't turn up - this is a 

typical dropout”

“Why bother, no-one is going to listen”

“Nature of care is very intense, not having adequate 

staffing levels, working long (12h) shifts  - you burn out”

“I can't remember the last shift I did without having extra 

calls, there's lots of people getting very overwhelmed” 

Impact of work 
pressures and 
complexity of the 
Social Care Role

The emotional burden and trauma that Social Care 
Workers experience in work not only affects them 
within their working environment, but can also 
impact their mental health and wellbeing. 

This, combined with high and unpredictable work 
demands, was one of the reasons for the high 
dropout (80%) rate during sessions.

Key Insight 5



Key Messages



Considerations in 
supporting the Care in 
Practice Framework

➔ Support employers to recognise the 
importance and value of a continuous 
learning and development framework

Support employers/mangers to ensure 
every social care workers has a learning 
and development plan.

Support employers to understand how 
learning can be facilitated within Social 
Care Worker schedules.

➔ Acknowledge, address and potentially 
work around these barriers in order to 
meet the needs of Social Care Workers in 
the context of their wider challenges.

Social care workers have reported that in order for the 
CIP Framework to be successful, there needs to be 
acceptance of their fundamental needs; 
for example: equitable access to learning and 
development, 
paid and protected time to undertake learn and 
development
unpredictable schedules, 
pay etc.

Message 1 Actions



➔ Create structures that support and 
develop learning cultures within 
organisations and which support Social 
Care Workers in their development 
ensuring value and recognition. 

➔ Establish Care in Practice champions to 
advocate for learning and development 
opportunities within organisations.

➔ Review existing mechanisms of ensuring 
Social Care Workers are receiving the 
necessary learning and development to 
do their job safely and effectively.

There is a need for further engagement to be 
undertaken with managers to help them 
understand their responsibilities to facilitate 
and support social care workers continuous 
learning and development.

Message 2 Actions

Clarify the role of the 
manager within 
learning and 
development



Learning & Development 
➔ Employing organisations should be providing 

service specific learning and development to 
support their workers to practice safely and 
effectively.

Employing organisations should ensure that 
Social Care Workers have access to all 
necessary information regarding learning and 
development related to their roles and 
responsibilities for each level, as well as any 
qualifications that may be required.

Progression:
➔ Employing organisations should ensure learning 

and development frameworks align with the 
Care in Practice Framework and should match 
real opportunities for advancement and 
development within organisations.

Support Social Care Workers to access the right 
learning, at the right time with  appropriate 
medium. 
Support social care workers to explore options to 
develop their knowledge, skills and competencies 
within their chosen career pathway.

Message 3

Develop information 
on available learning 
and development 
opportunities

Actions



➔ Employing organisations should provide 
information on learning and development to 
support new Social Care Workers on their 
vital role and the realities of its challenges / 
complexities.

➔ Employing organisations should support 
staff wellbeing and resilience  through a 
compassionate leadership model including 
coaching and mentoring.

Actions

Learning and development at entrance level is 
needed for all new Social Care Workers. This will 
support better understanding of the complexities of 
social care, support resilience, wellbeing, capability 
and capacity. 
Employing organisations should ensure good 
induction and ongoing learning and development 
appropriate to roles and responsibilities

Message 4

Offer more holistic 
learning and 
development and 
preparation for new 
Social Care Workers

Actions



Further Insights & 
Recommendations



➔ Recognise that a portion of Social Care 
Workers have unique drivers, and 
develop routes for progression that 
consider and address their vocational 
mindsets and priorities.

Recognising an altruistic and value 
based workforce is a positive attribute 
for the social care sector and should be 
valued and viewed by employers as 
providing added value.

Vocational (often altruistic and personal) drivers 
have an influence on career ambitions and 
progression. 

Some Social Care Workers wish to progress while 
maintaining direct caring responsibilities. Others 
wish to progress to management roles. 

Insight

Social Care Workers 
said their role is more a 
vocation than a 
profession.

Actions



➔ Support SCWs to understand how the CIP 
Framework can support their learning and 
development, career development and 
progression.

➔ Support employing organisations to help 
them consider the roles and responsibilities 
necessary at a practitioner,  enhanced 
practitioner and leadership and 
management level in social care.SCWs learning and development can be 

supported through further explanation of the  
CIP framework. 

Insight

Social Care Workers 
said they want to better 
relate to the Care in 
Practice Framework

Actions



➔ In valuing social care workers practice , 
knowledge and expertise they should be 
supported to continually reflect, learn and 
develop through their practice.

➔ Through the Care in Practice (CIP) framework 
the Social Care Council will work to assure and 
validate registrants practice in social care to 
evidence they are meeting the Standards of 
Practice and Conduct.

Social Care Workers want to be recognised for 
their practice skills, and formal learning and 
development is not always seen as the right 
form of recognition.

Insight

Many SCWs talked 
about the value of their 
practice experience as 
having equal or greater 
value than formal 
learning and 
development    

Actions



➔ Support employing organisations to better articulate and 
promote the advantages of learning and development, such as 
career progression, enhanced delegated responsibilities and 
opportunities for specialisms.

➔ Support employing organisations to make it easier for Social 
Care Workers to envision their career opportunities within 
health and social care.

➔ Support employing organisations to showcase and value 
Social Care Workers who have benefitted from learning and 
development, including their achievements, career 
advancements, and improved outcomes for people supported.

➔ Support employing organisations and Social Care Workers in 
ensuring that individual learning and development plans are in 
place to strengthen and develop their practice.

Social Care Workers may be unaware of the 
benefits associated with participating in 
learning and development programs, such as 
skill development, increased job satisfaction, 
and potential for career advancement. This 
lack of clarity may lead to lower motivation to 
engage in learning and development 
opportunities and missed chances for personal 
and professional growth.

Insight

Some social care 
workers said they do 
not see the benefits of 
undertaking learning 
and development.

Actions



➔ Support employing organisations to provide 
vision and leadership to social care workers to 
ensure they are enabled to deliver meaningful, 
safe, effective and values-led care focused on 
the needs and experience of service users.

➔ Respond to intelligence that informs where 
mandatory learning and development 
requirements at not being met.

They report that this has resulted in some Social Care 
Workers becoming demotivated, jaded, and sceptical.

Some Social Care Workers reported that they were “not 
even receiving the basic training”.

Insight

Social care workers 
reported they are 
motivated to learn and 
develop but they are 
often denied these 
opportunities.

Actions



➔ Support and work with the sector to understand and 
embed the CIP framework and H&S certification

➔ Support the sector to identify the range of learning 
and development opportunities across programmes 
of care

➔ Provide guidance to help Social Care Workers 
understand the range of learning and development 
available to them and how undertaking this may 
influence development in their roles.

Social care staff explain they welcomed the CIP 
framework structure and it’s transparency and they 
suggested this may result in increased motivation. 

The addition of further detail surrounding entry criteria 
and types of learning and devleopment will result in a 
more self-explanatory framework.

Insight

Social care workers 
report there is a clear 
desire for the CIP 
Framework amongst 
the workforce, however, 
further clarity is 
required.

Actions



Findings Summary



Many social care workers feel supported to 
access learning opportunities within their 
employment and expressed their hope to 
progress in their role through the available 
training. However, others expressed feeling 
unsupported in accessing and completing 
learning, with some expressing distrust in 
the communication of opportunities. 

Time and money were described as the 
biggest barriers to engaging with learning 
opportunities, including having to pay for 
qualifications and not having enough free 
time or not getting paid for learning time. 

There is also a lack of understanding and 
guidance about how to progress in their 
career, and some social care workers also 
expressed a lack of interest in progressing in 
the workforce due to the stress and pressures 
already present in their current role. 

Additionally, the lack of space to grow was a 
common concern, with some social care 
workers observing others staying in the same 
role for many years due to the low 
opportunities to progress. A few Social Care 
Workers had the opportunity to go into 
management, but did not adapt well to the 
paperwork and went back to hands on work.

“There are certain 
things that change for 
the client , for 
example, peg feeding, 
which means you need 
trained in that. I asked 
management but they 
said I'd have to pay for 
it myself, and do it in 
my own time.”

Learning and career progression



Learning opportunities 
are accessible & 
motivating to some

Key drivers for learning are 
to look after service users 
and meet requirements

Many SCWs don’t know 
how to progress in their 
career 

Many SCWs feel that 
learning opportunities are 
inaccessible

Many SCWs feel 
unsupported in learning 
opportunities 

Many SCWs feel that 
career progression is 
undesirable

Many SCWs feel that 
career progression is 
unobtainable

Learning and career development:
Findings

1

2

3

4

5

6

7



Many social care workers felt that 
having a clear understanding of 
potential career pathways would 
motivate them in their progression. 
They felt that seeing a pathway would 
guide them in their career and help 
them deliver better care for service 
users. However, some participants 
expressed that the framework was 
insufficient in addressing the broader 
problems within the profession and 
that individuals could, in fact, use it to 
progress into different careers.

Accessing the framework was seen by 
some Social Care Workers as a way to 
feel valued in their roles and to gain 
knowledge that could protect them 
when on duty. However, participants 
emphasized that employers would 
need to be supportive of the 
framework and provide the necessary 
support when engaging with it. Many 
participants questioned aspects of the 
framework and stated that greater 
guidance and understanding of 
potential progression would be 
necessary.

The participants felt that the 
framework would be particularly 
beneficial to those beginning their 
careers in social care work, as it would 
provide motivation and clarity about 
potential goals. 

“I got my induction but I don’t 
know what happens after all the 
induction stuff. It would be good 
motivation for people to see that 
their progressing up the ladder.”

The CIP Framework



SCWs feel motivated for 
role & career progression 
with the framework

SCWs feel that the framework 
would help them feel valued 
& protected

SCWs feel that greater 
support is needed for the 
framework

SCWs want to know how the 
framework could impact their 
careers and development

SCWs feel that the timing 
of the framework’s 
delivery is important 

The CIP Framework:
Findings

1

2

3

4

5

SCWs are concerned that the 
framework could negatively 
impact the workforce

6



When asked about why they entered this 
career, some Social Care Workers told us 
they chose the profession with a desire 
to make a difference in someone's life. A 
few of them had prior experience caring 
for friends or family. A few might have 
picked the role as preparation for other 
career paths.

And when asked about why they have 
stayed, some participants described 
they have considered leaving due to 
inadequate management and job stress, 
but have stayed for the rapport and bond 
they have built with service users. They 
expressed concerns about less 
experienced, younger staff being unable 
to develop such relationships.

In general, the workforce was described 
as understaffed, with many participants 
working excess shifts to cover for the 
insufficiency. This had led to a reduction in 
the quality of care for the service users, 
and participants felt overworked and 
underappreciated for the work they did. 

Pay is a significant issue, with many 
participants feeling that the stress and 
responsibility did not reflect their wage. 
Low pay also contributes massively to 
fostering an impression that this is 
under-skilled, undervalued work.

Finally, many participants felt 
unsupported by management, with a 
disconnect between management and 
workers on the ground. Management 
was described as detached and 
unresponsive, and there was a lack of 
support for staff during incidents.

“I think there is a lack of support 
when there are incidents; for 
example when you get hit, you’re 
just supposed to deal with it.”

The Social Care Profession



SCWs enter the 
profession wanting to 
help others

Some SCWs want to leave 
the profession  

SCWs have concerns 
about the future of the 
workforce

SCWs want to see changes 
in their sector

SCWs feel overworked and 
under pressure

SCWs feel 
underappreciated

SCWs feel that 
management are 
disconnected 

The Social Care Profession:
Findings

1

2

3

4

5

6

7



Many social care workers believed that 
obtaining a Health and Safety (H&S) 
Practice Certificate would increase 
flexibility in employment and save the 
need for repeated training. They felt 
that having the certificate would give 
them the freedom to explore different 
types of work more easily and help 
them find a job that fits their needs. 
They also felt that having the 
certificate would make them feel 
credible, recognised, and trusted in 
their abilities and role.

However, some participants felt that 
making the certificate mandatory 
could act as a barrier for individuals 
who have low confidence in education, 
deterring them from entering the role. 
Others stated that service pressures 
and confidence in education could be a 
barrier to completing the certificate in 
a timely manner. Other participants 
also felt that obtaining the certificate 
would detract from their previous 
experience and qualifications.

Overall, care workers emphasised the 
need for flexibility and support to help 
care workers access and complete the 
certification.

“It would make you feel like your 
skills are recognised. there’s 
stigma around Social Care 
Workers, a feeling that we are 
unskilled”

The H&S Certificate



The certificate would save 
time and energy  

The certificate would help 
SCWs feel valued

The certificate may act as a 
barrier to role entry 

The certificate is perceived as 
undesirable or  unattainable 
by some

The H&S Certificate
Findings

1

2

3

4



Appendices 



Appendix A
Further Research Findings: 

Attitudes, Expectations and Motivations 



Further Research Findings: 
Attitudes, Expectations and Motivations 

Report

https://docs.google.com/presentation/d/1NF36iYAFco2dIF5q6uWpqsgssIadXf7G7mJgj-C-lm8/edit?usp=sharing
https://docs.google.com/presentation/d/1NF36iYAFco2dIF5q6uWpqsgssIadXf7G7mJgj-C-lm8/edit#slide=id.g20f5129bca7_0_163


Appendix B
Research Discussion Guides 



Research interviews discussion guide 

Document

https://docs.google.com/document/d/1nvjdW37_k-EjkaVoxSNjIIXcXfKHd__7k2h4fwZVwEw/edit#heading=h.4pwdptl6edtv


Appendix C
Research interviews and analysis (Miro board)



Research interviews and analysis 

Miro Board

https://miro.com/app/board/uXjVP0kxDvc=/?share_link_id=478951352376


Appendix D
Focus group presentation / discussion guide

 (Miro board)



Focus group presentation / 
discussion guide

Miro Board

https://miro.com/app/board/uXjVPxuTcd4=/?share_link_id=64679654250
https://miro.com/app/board/uXjVPxuTcd4=/?share_link_id=64679654250


Appendix E
Survey



Survey Questions

Survey Results [Summary Statistics, 
Representative Quotes, and Raw Data]

Survey

https://drive.google.com/file/d/1CZBLYDDieRFNcy-I8mk1WIRRN3ZohLJU/view?usp=share_link
https://docs.google.com/spreadsheets/d/11vfpxDy5LHHr5EZX6HglO2m5CPW3u_6ysQ4Yo5gL7O0/edit?usp=share_link
https://docs.google.com/spreadsheets/d/11vfpxDy5LHHr5EZX6HglO2m5CPW3u_6ysQ4Yo5gL7O0/edit?usp=share_link


Appendix F
Updated Personas



Updated Personas

Miro Board

https://miro.com/app/board/uXjVPgQscfs=/?share_link_id=814961261770


Thank you.


