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Social Care Benchmarking Report 2022 

Executive Summary 

Introduction 

For over 10 years, the HR Voluntary Sector Forum (HRVSF) and Coalition of Care and 

Support Providers in Scotland (CCPS) have commissioned the University of Strathclyde to 

conduct the benchmarking survey and analysis for member organisations. We are grateful 

for this collaboration with Professor Ian Cunningham and his colleague Marina Nikolova from 

the University of Strathclyde’s Department of Work, Employment & Organisation, as well as 

the contributions of Dr Alina Baluch of St Andrews University and Professor Phil James of 

Middlesex University. 

The 2022 responses show us the scale of the sector-wide recruitment, retention and staffing 

challenges, including the impact of commissioning and pay uplift processes on pay 

differentials. We also see the ongoing effects of Long Covid on staff retention, absence and 

wellbeing. The survey findings will contribute to the growing evidence base on the social care 

workforce, which will be invaluable as we progress social care reform.   

We would like to thank the 26 organisations who participated.  

Background 

1. The study involved 26 participant organisations, 73% of which provide social care 

primarily to adults. Housing support for adults formed the largest proportion of services 

(40%), followed by support services for adults (34%). 

 

2. The combined annual turnover across the participating organisations is £632.6m, 

while the average stands at £25.3m. 

 

3. Local authorities (LAs) continue to account for the highest proportion of funding (71%), 

but there is a decrease of 4% since last year’s 2020-2021 Benchmarking Report 

(75%). 

Workforce profile 

4. The combined headcount for all providers was 18,015. Organisations reported a total 

of 14,050 Full Time Equivalents (FTEs). The average number of employees was 693. 

 

5. On average there were approximately 2 HR employees for every 100 FTE staff. 
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6. The workforce in the sector continues to be highly gendered, with women 

outnumbering men across all categories. There were 1.9 women for every man in full-

time roles and this ratio almost doubled, to 3.9, for part-time roles. 

 

7. The majority of respondents (72%) reported a median gender pay gap figure of 0, or 

in other words, no pay disparity. 

 

8. The average proportion of workers with a disability was 7.6%. Ethnic minorities made 

up on average 4.6% of the workforce, and the corresponding figures for LGBTQ1A+ 

and Gender-neutral non-binary were 3% and 0.7% respectively. 

 

9. The majority of staff appear to have been employed by their organisation for more than 

two years. 

Turnover and redundancies 

10. Turnover reporting varied, but the average across respondents stood at 25%, an 

increase of 5.5% from the figure reported in the 2020-2021 Benchmarking Report 

(19.5%). 

 

11. The majority of respondents (73%) report that their staff turnover rate increased over 

the past year. This is an increase from the 2020-2021 report, in which 59% of 

respondents reported staff turnover rising from the previous year and suggests a 

significant year-on-year increase in staff turnover within individual organisations. 

 

12. 65% of those responding reported that they had made no redundancies over the past 

year, with the remaining 35% suggesting that they had made between 1 and 19 

redundancies. This marks a notable change since last year when only 34% indicated 

there were no redundancies in their organisation. 

Reasons for leaving 

13. As reasons for leaving their organisations, most providers (21%), cited ‘other-personal 

reasons’ as the most common, (i.e., a category that does not include personal ill 

health), followed by ‘new job, including career change’ (19%), and ‘other’ reasons 

(15%) as the main causes of turnover.  

 

14. These factors were followed by career progression (7%), personal ill health (roughly 

5%) and relationships with managers (4%).  

 

15. Organisations provided the following as ‘other’ reasons for staff turnover: failure to 

start, unsuccessful probation, unknown/no reasons, relocation, death in service, 

pregnancy, issues with role not as expected or work-related issues, not picking up 

relief shifts, lapsed SSSC registration, moved to relief, end of temporary contract, 

inactive sessional/relief workers, settlement agreement, no right to work in UK, move 

to freelance work, terminated in engagement and resignation during investigation. 
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16. Of those who moved to a new job, on average 48% of these staff stayed within the 

care sector – building on their skills and experience. Whereas a slightly higher number 

(52%) reported leaving for a new job outside of the care sector/career change, thereby 

highlighting how the sector competes for recruitment and retention with other 

industries. 

Type of contract, insecurity and fragmentation of shifts 

17. On average, the benchmarking organisations reported 85.5% of their staff as 

employed on permanent (full-time), permanent (part-time), fixed term (full-time), fixed 

term (part-time), annualised hours, flexible hours, compressed hours, term-time 

contract, and short-term contract types.  

 

18. An average of 14.5% of the workforce was reported as zero hours, sessional, bank 

workers, and relief workers, indicating the flexibility demands facing the social care 

workforce and continued evidence of more insecure forms of employment. 

 

19. 64% of respondents used permanent day shifts and 43% operated permanent waking 

night shifts.  

 

20. Only 14% of responding organisations operated split shifts, representing less 

fragmentation of the working day than in prior Benchmarking Reports. 

 

21. On average, 52% of the workforce is employed on a permanent day shift, followed by 

40% of the workforce employed on ‘other’ shift arrangements. These ‘other’ shift 

patterns included: staff working on flexible shifts that did not have a rolling rota; rotas 

that constituted a mix of shift patterns, sleepovers and waking night shifts, as well as 

fixed working patterns for some staff; day shifts with evening shifts; and rolling rotas. 

 

22. On average, roughly 6% of working hours in an average month were covered by 

relief/bank staff/sessional workers. This represents a decrease on last year’s figure of 

15% of working hours covered by these staff in an average month.  

 

23. 2% of the overall pay budget was spent on relief/bank staff/sessional staff, 

representing a decrease upon the 10% of the pay budget reported in the 2020-2021 

Benchmarking Report.  

 

24. A majority of respondents (59%) reported an increase in the number of agency 

workers used in the last twelve months compared to nearly 14% reporting a decrease 

in the amount of agency worker usage. These figures represent a growth in the 

percentage of respondents reporting an increase in usage of agency workers from 

45% in the 2020-2021 Benchmarking Report. The increase in agency usage may be 

related directly to the decline in relief/bank/sessional staff, as providers report 

difficulties in accessing sufficient numbers of the latter. 
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Working arrangements 

25. Concerning providers’ usage of policies that allow for different ways of working, uptake 

is limited for frontline staff. On average, roughly 7% of frontline staff used agile working 

arrangements (flexibility in the hours/days worked), 16% took up hybrid working and 

0.4 % took up remote working (working from home only). 

 

26. Of all the different working arrangements offered by the respondents, hybrid working 

had the highest uptake across the remaining staff groups with an average 97% of 

senior managers and of non-operational managers and support staff, followed by an 

average uptake of up 69% of operational managers. 

 

27. Uptake in agile working (flexibility in the hours/days worked) by employees was lower 

across the staff groups than hybrid working, covering 49% of senior managers and 

support staff and non-operational managers and 44% of operational managers. 

 

28. The uptake in remote working was highest among senior managers at nearly 30%, 

followed by 19% for non-operational managers and support staff and circa 15% for 

operational managers in those organisations reporting figures. These figures suggest 

a return to in-person or hybrid working, as seen in the decrease across these staff 

groups from the 2020-2021 Benchmarking figures (61%, 50%, and 60%, respectively).  

 

29. Concerning the kinds of resources provided to staff working from home, roughly two-

thirds offer data packages for work mobile phones and desks, chairs and lamps where 

required or requested by staff working under these arrangements.  

 

30. All respondents supplied the necessary hardware for working from home and only 13% 

provided a Wi-Fi connection for staff at home.  

 

31. 75% of respondents offered ‘other’ resources to staff working from home, including 

footrests, lone working apps, mileage to meetings, and a weekly or monthly working 

from home allowance. 

Wages and conditions 

32. The combined annual pay bill for the 26 respondents was £447.8m. 

 

33. 65% of providers indicated that they were accredited living wage employers. This 

involves the commitment that all staff (including but not limited to frontline social care 

workers) must be paid the Scottish Living Wage. 

 

34. At the time of the survey in at the end of 2022, the minimum hourly rate for a frontline 

social care worker stood at £10.50, compared to a Scottish Living Wage of £9.90. The 

increase in the Scottish Living Wage to £10.90 in April 2023 has eroded this 

differential. Frontline social care workers are now paid at, rather than above, the 

Scottish Living Wage.   
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35. Only 15% of providers reported a positive outcome from the Scottish Government’s 

Living Wage policy linked to improvements in recruitment and retention. 

 

36. The most significant impact of the SLW was reported by 39% of organisations and 

related to pay differentials.  

 

37. Along with ‘Affordability’ (85%), the SLW was the most commonly cited influence 

among providers with regard to pay determination (77%). 

 

38. Five organisations continue to pay similar rates of pay to domestic and catering staff 

as they do their care staff. 

 

39. Less than a quarter of providers (23%) paid their staff extra money for skill acquisition. 

 

40. In total, 62% of organisations reported data on the number and cost of sleepovers. 

The average number of sleepovers across the organisations was 19,664, and the 

average cost was over £1.9m. 

 

41. Defined contributions remain the most common type of pension scheme among 

providers. 

 

42. Analysis of the number of holidays to frontline workers revealed an average of 28.4 

across organisations. 

Absence management 

43. Sickness absence rates ranged from less than one to over 11%, with an average of 

7.0%.  

 

44. Average days lost varied between 1.5 and 25.9 and averaged 9.6 overall.  

 

45. The average cost of absence per employee also varied considerably, ranging from 

£84 and £1881.  

 

46. The percentages of working days lost to long-term absences (four weeks or more) 

varied between 18% and 84.7% with an average of 49%. 

 

47. The most important sources of absence were positive Covid-19 (22.5%), ‘mental ill 

health – anxiety, stress depression, fatigue’ (21.7%), MSDs (9.0%), Cold/flu (8.7%), 

and gastrointestinal issues (6.8%).  

 

48. 69% of the 26 organisations reported the breakdown of lost working days stemming 

from Covid-related reasons for absence.  
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49. Covid absences involved the loss in total of 63,511 working days. 77% were 

the result of positive Covid-19 infections, 12.4% were Long Covid-19 related and 7.4% 

the product of staff shielding.  

 

50. Strikingly, 67% of the responding organisations reported days lost flowing from Long 

Covid.   

 

51. Over half (54%) of respondents reported the occurrence of absences of either 1-7 

days or more than 7 days stemming from a workplace accident.  

 

52. All of the organisations made use of return-to-work interviews and over 90% utilised 

occupational health reports, regular absence review meeting, and discussions with 

senior managers. ‘Promoting healthy lifestyles, ‘measurement systems’, and 

‘alternative therapies’ were mentioned by 85% (22), 62% (16) and 12% (3) of 

respondents respectively. 

 

53. Nearly two-thirds (65%) of respondents indicated that they had dismissed staff in the 

previous 12 months due to absences (by reason of capability). 

 

54. Nearly two-thirds (64%) of respondents indicated that no sick pay was provided to 

those with 0-6 months service and over a quarter (28%) reported that this was also 

the case with employees who had been employed for between six and twelve months. 

 

55. Entitlements to both full and half pay varied considerably between organisations. 

Minimum entitlements to full pay, for example, ranged from a week to five weeks, and 

maximum ones from a week to 26 weeks/six months. 

 

56. Overall, it was found that entitlements to sick pay were often lower, and sometimes 

significantly lower, than those provided under national local government terms and 

conditions. 

Recruitment 

57. 81% of respondents reported that their recruitment needs were higher than in the 
previous year. This figure represents an increase of 6% from the 2020-2021 
Benchmarking Report figure of 75%.  
 

58. 11% of respondents stated that recruitment needs were the same as last year, while 
8% stated that their needs were lower. 

 
59. Concerning anticipated future recruitment needs, 46% of respondents reported that 

hiring staff will involve more difficulty and 54% projected the same difficulty. 
 

60. 72% of respondents had increased expenditure allocated to recruitment and 24% 
reported their expenditure had remained the same. This represents a rise in the 
proportion of providers increasing their recruitment expenditure compared with last 
year’s 2020-2021 Benchmarking Report figure (62%). 
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61. Of those respondents indicating the percentage increase in expenditure on 

recruitment, responses ranged from 5% to 100%, with an average increase of 49% 
and a median increase of 43%. 
 

62. Concerning frontline support staff, 88% of respondents find it either ‘Very Difficult’ or 
‘Quite Difficult’ to recruit. In contrast, nursing staff were reported to be ‘Very Difficult’ 
or ‘Quite Difficult’ to recruit for 19% of respondents. 
 

63. In line with prior benchmarking reports, frontline posts remain the most difficult to fill 
with 92% of respondents experiencing difficulties in recruiting these operations staff. 
This was followed by managers (62%), supervisors, administrative support and ‘other’ 
areas, reported by 23% of respondents respectively. 
 

64. Across most of the different posts, organisations reported the two most frequently cited 
difficulties as too few applicants and pay levels. 

 
65. The top three reasons for recruitment difficulties for frontline workers were stated as: 

‘too few applicants’, followed by ‘pay levels’ and ‘local competitors’ such as retail. 
These reasons were followed closely by ‘working time preferences’ and ‘work 
experience’ as additional frequently cited reasons for difficulties in recruiting to 
frontline posts. 
 

66. At line managerial level, ‘too few applicants’, followed closely by ‘pay levels’ and ‘work 
experience’ account for the main recruitment difficulties across the respondents. 
 

67. Actual recruitment budget spend was on average £51,752, indicating that providers 
spent nearly two-thirds more on recruitment than in the prior year. Average recruitment 
spend had increased by 59% on the 2021 average spend, which totalled £32,625. 
Spend on recruitment ranged from £2000 to £173,000 (median £40,688). Nearly half 
of respondents had an overspend on recruitment in relation to their forecasted 
recruitment budget.  

 
68. 85% of providers reported using staff shortages as an indicator in their assessment of 

future recruitment needs. This is more of a reactive than a strategic approach to 
assessing recruitment needs and points to low use of workforce planning tools within 
the sector. 

 
69. Less than 10% of respondents considered the digital skills of applicants in recruiting 

frontline workers to ‘a large extent’; 4% of respondents considered digital skills to ‘no 
extent’. The majority of respondents (58%) reported that they consider digital skills to 
‘some extent’ and roughly one third only consider these skills to ‘little extent’. 

Employee engagement and communication 

70. The majority of organisations used familiar ‘voice’ mechanisms to communicate and 
involve their employees, e.g. Engagement Surveys, Team Meetings, Email etc. 
 

71. 58% (i.e. 15) of the organisations formally recognised trade unions.  
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72. A deeper exploration of collective bargaining revealed that 85% of 
respondents that recognised trade unions negotiated in full with these union(s) over 
pay awards. The majority of organisations also negotiated (either in full or in part) on 
other issues, including work changes and absence management, but not over the 
introduction of new technology.  
 

73. 54% of organisations also used a non-union staff forum to represent their workforce. 
 

74. Other forms of voice included ‘staff meetings/intranet’, ‘staff forum’, Yammer, ‘team 
member portal’, ‘information briefing’, ‘webinars’, and ‘staff development days’. 

 
75. There was a slight upward trend in cases of conduct/discipline and capability 

performance cases, and these were the cases most experienced by organisations. 
 

76. 38% (10) of organisations had received a total of 18 employment tribunal applications 
in the previous 12 months. 
 

77. 62% (16) of responding organisations stated that they had referred employees to the 
SSSC and 35% (9) to Disclosure Scotland. Employees were removed from the register 
in 5% (4) of cases and warnings were placed on the register in 3% (two). 
 

78. In 12% (3) of organisations referrals were reported to have led to a change or 
improvement in HR policies or practices, usually probation and induction. 

Training and development 

79. 73% of respondents provided a core training programme for all staff beyond induction. 

 

80. All but three providers were happy that the training needs of their staff were being met. 

Of those that expressed reservations, issues of staff shortages were raising doubts 

regarding being able to release staff for training. 

 

81. 54% of respondents indicated that it had been necessary to improve access to training 

over the last year for frontline staff. Measures to improve access appeared to largely 

involve e-and digital learning. 

 

82. Approaches to evaluating the effectiveness of training largely revolved around 

feedback sheets (50%) and post-training questionnaires (69%).  

 

83. Among those staff reported as currently studying for qualifications, 9% were reported 

to be ‘ahead’ of the scheduled target for completion. 57% reported they were ‘on 

target’. However, 23% were slightly behind in meeting their scheduled target for 

completion while 11% were ‘unlikely to meet it’.  

 

84. Just over a quarter (27%) provided paid time off for all categories of staff undertaking 

HNC/SVQ or Management Qualifications. 
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85. 38% of employees studying for qualifications were either slightly behind 

registration target (23%) or unlikely to meet it (15%). 

 

86. The average annual training budget among providers was £516,910. Overall, the 

average training budget has increased compared to data from the previous 2020-21 

report. 

Information Technology 

87. In terms of expenditure on information technology (IT), the reported organisational 
figures ranged between £29,660 and £2 million. The average IT expenditure was 
£539,382, which is more than double the average spending of £248,072 reported last 
year. 
 

88. Three-quarters of providers (76%) reported an increase in their spending on hardware 
and software. This marks some decrease from the figures on expenditure change 
during the pandemic, with 96% reporting an increased spend on hardware and 89% 
an increased spend on software in 2021. 
 

89. 73% of respondents reported a considerable increase in expenditure on software. 
Another 40% suggested a considerable increase in their spending on hardware. 
 

90. There is some evidence of a departure from exclusive online provision of services, 
which could be linked to the easing of COVID-19 restrictions.   
 

91. The majority of organisations (62%) provided training in IT for staff mainly connected 
with the use of software. Most of this training was provided by external suppliers. 
 

92. The majority of respondents (64%) suggested that they feel confident or very confident 
that their frontline staff has the necessary skills to use the digital resources at their 
disposal. This marks a 12% decrease from the providers (76%) who reported they 
were either confident or very confident in their staff’s digital skills in 2021. 
 

93. Skill gaps were reported in areas such as general skills and familiarity with IT and the 
setting up of hardware. 
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