Supporting Refugees into Care Home Roles
Introduction
This risk assessment pack has been developed to support care providers to confidently and safely recruit, employ and support refugees into care, domestic, cleaning and other roles within adult social care. Refugees bring a wide range of skills, experience, resilience and lived experience that can make a valuable contribution to the social care workforce. However, employers may encounter additional considerations during recruitment, induction and ongoing employment, particularly where applicants have experienced displacement, have limited access to documentation, have lived in countries affected by conflict, or are unfamiliar with UK employment and care systems.
The pack includes a main risk assessment to help employers identify potential risks, consider appropriate control measures and establish clear responsibilities for managing these risks. This is supported by practical guidance and checklists covering right to work, DBS and overseas criminal-record information, safeguarding, communication, induction, training, competency, supervision, equality and inclusion.
The main risk assessment and supporting documents are intended to be used as templates, not as a one-size-fits-all solution. Each provider should review and adapt them to reflect the individual service, the roles being offered, the needs of the people receiving care, the working environment and the specific circumstances of the individual employee. Providers should identify any additional risks relevant to their setting, document the control measures required, allocate responsibility for actions and regularly review the assessment to ensure it remains appropriate. Where a risk cannot be adequately managed, further advice or action may be required before the individual undertakes particular duties.
Refugee status should not, in itself, be considered a risk factor. The focus should remain on the individual's suitability for the role, the evidence available, the requirements of the position and the safeguards needed to support safe employment. The Red, Amber, Green (RAG) approach can help providers identify areas requiring immediate action, additional support or routine monitoring.
This pack is intended to complement, rather than replace, existing recruitment, safeguarding, employment, health and safety and risk-management policies. By adopting a structured, proportionate and inclusive approach, employers can reduce uncertainty, promote safe practice and create meaningful employment opportunities for refugees while maintaining high standards of care, dignity and safeguarding for the people they support.


	 Minimum Induction Requirements
Before working independently, the employee should receive an induction appropriate to their role covering:
Essential for all employees
· Safeguarding adults
· Equality, diversity and inclusion
· Dignity and respect
· Confidentiality and data protection
· Professional boundaries
· Health and safety
· Fire safety
· Infection prevention and control
· Accident and incident reporting
· Whistleblowing
· Emergency procedures
· Workplace bullying, harassment and discrimination
· Mental capacity, consent and person-centred practice
· Dementia awareness where relevant
· Communication within the care environment

	Refugee-Inclusive Support Principles
The provider should:
1. Assess the person, not their refugee status.
2. Use the same safeguarding and suitability standards for every employee.
3. Avoid assumptions about English-language ability, education, qualifications, culture or previous experience.
4. Explain workplace expectations rather than assuming they are understood.
5. Demonstrate practical tasks rather than relying entirely on written instructions.
6. Provide additional support where an individual's needs require it.
7. Use interpreters or translated information where necessary for important information.
8. Provide a named buddy or mentor during the initial employment period.
9. Schedule regular supervision and competency reviews.
10. Provide a psychologically safe environment where employees can ask questions and report concerns.
11. Monitor equality, inclusion and workplace culture.
12. Ensure any support offered does not create lower expectations of professional competence or safeguarding standards.




Suggested 12-Week Support Plan
	Period
	Provider action

	Before employment
	Right-to-work check; DBS eligibility; references; identity checks; role assessment; reasonable adjustments; employment contract

	Day 1
	Welcome; introductions; tour; emergency procedures; safeguarding; key contacts; uniform/PPE

	Week 1
	Shadowing; communication support; practical demonstrations; buddy assigned

	Weeks 2–4
	Supervised duties; competency assessment; weekly check-in

	Weeks 5–8
	Gradual increase in independence; formal supervision; identify additional training

	Weeks 9–12
	Review competence, confidence and support needs; agree ongoing development plan

	3 months+
	Normal supervision, appraisal and training arrangements

	Ongoing
	Review of risk assessment 



Evidence the Provider Should Retain
The care provider should maintain an auditable record of:
· Right-to-work check
· Identity verification
· DBS check and eligibility decision
· References
· Employment history
· Qualifications and training
· Induction checklist
· Competency assessments
· Supervision records
· Mandatory training
· Role-specific training
· Reasonable adjustments/support arrangements where applicable
· Safeguarding training
· Health and safety training
· COSHH training for cleaning staff
· Moving and handling training where relevant
· Any incidents, concerns and actions taken
· Review of the employee's progress
CQC states that recruitment procedures should be effective and that providers should maintain the information required for employees under Regulation 19.




Risk Assessment Example:
	Hazard / issue
	Who may be affected?
	Initial risk
	Control measures
	Residual risk
	Responsibility

	Right-to-work status is not correctly established
	Employee; provider
	High
	Complete the prescribed Home Office right-to-work check before employment. Do not make assumptions based on nationality, refugee status or documentation. Where a share code is used, complete the online check and retain evidence. Check any restrictions on employment.
	Low
	Registered Manager / HR

	Asylum seeker or person with limited permission to work is incorrectly treated as having unrestricted employment rights
	Employee; provider
	High
	Establish the individual's actual immigration status and permission to work. Where an Application Registration Card is presented, check that it states "Work permitted" and complete the required Home Office check.
	Low
	HR

	Inadequate safeguarding/pre-employment checks
	Residents; employee; provider
	Very High
	Follow the same recruitment standards applied to all employees: identity, employment history/references, DBS eligibility, qualifications and competency checks. CQC expects appropriate recruitment procedures and records.
	Low
	Registered Manager

	Uncertainty about overseas criminal records or employment history
	Residents; provider
	High
	Follow current DBS/Home Office guidance and the provider's recruitment policy. Obtain overseas information where reasonably available and appropriate. Record attempts made where documentation cannot reasonably be obtained. Do not automatically assume 
	High
	HR / Registered Manager

	Incorrect DBS level for the role
	Residents; provider
	Very High
	Determine DBS eligibility from the actual duties rather than job title. Care workers undertaking personal care are generally in regulated activity and may be eligible for an Enhanced DBS with Adults' Barred List check. Cleaning/domestic roles may also qualify for Enhanced DBS depending on the circumstances and frequency of contact with residents.
	Low
	Registered Manager

	Staff member undertakes duties before competence is established
	Residents; employee
	Very High
	Use a structured induction and competency assessment. Do not allow an employee to undertake tasks independently until competence has been demonstrated. Provide direct or indirect supervision 
	Low
	Registered Manager / Supervisor

	Limited understanding of English affects communication
	Residents; employee; colleagues
	High
	Assess functional communication needs rather than making assumptions. Provide plain-English induction, visual instructions, demonstrations, translated key information where appropriate, buddying and additional supervision. Use approved interpreters where necessary for important information.
	Moderate
	Manager / Supervisor

	Resident does not understand employee's communication or vice versa
	Residents
	High
	Use person-centred communication, visual prompts, repetition and appropriate communication aids. Consider hearing, sight, dementia and speech needs of residents. Monitor communication during supervision.
	Low
	Care teams

	Misunderstanding of safeguarding procedures
	Residents; employee
	Very High
	Include safeguarding adults, whistleblowing, reporting concerns, professional boundaries, abuse and neglect in induction. Check understanding rather than relying solely on written information. Provide refresher training.
	Low
	Safeguarding Lead

	Unfamiliarity with UK care practices and professional boundaries
	Residents; employee
	High
	Provide induction covering dignity, privacy, consent, confidentiality, person-centred care, professional boundaries, gifts, money, social media, relationships and information sharing. Use scenarios and practical demonstrations.
	Low
	Registered Manager 

	Cultural differences lead to misunderstanding between staff/residents
	Residents; employees
	Moderate
	Provide cultural awareness for the whole workforce rather than expecting the refugee employee to educate colleagues. Encourage respectful discussion and address inappropriate comments, stereotyping or discrimination promptly.
	Low
	Registered Manager 

	Previous traumatic experiences are triggered by aspects of the workplace
	Employee
	Moderate/ High
	Do not require disclosure of traumatic experiences. Provide a psychologically safe induction, clear expectations, predictable supervision and access to appropriate support. Avoid unnecessary questions about experiences of war, persecution or displacement.
	Low/ moderate
	Manager 

	Employee feels unable to report concerns or challenge unsafe practice
	Employee; residents
	High
	Provide confidential reporting routes, whistleblowing information and regular one-to-one supervision. Explain who to contact if they feel unsafe or are unsure about a task. Make clear that raising concerns will not result in unfair treatment.
	Low
	Registered Manager

	Discrimination, racism, harassment or bullying
	Employee; residents; workforce
	High
	Apply the organisation's equality, dignity at work and anti-bullying policies. Provide clear reporting routes. Managers should act promptly on concerns and monitor workplace culture.
	Low
	Registered Manager / HR

	Financial exploitation or recruitment-related exploitation
	Employee
	High
	Ensure employment is transparent: written contract, clear pay, working hours and deductions. Do not permit unauthorised recruitment fees or charges. Provide a confidential route to report concerns about exploitation.
	Low
	HR / Manager

	Employee is socially isolated within the workplace
	Employee; workforce
	Moderate
	Allocate a named buddy/mentor, introduce the employee to the wider team and provide regular informal check-ins during the first weeks and months.
	Low
	Line Manager

	Confidential information is inadvertently disclosed
	Employee; residents; provider
	High
	Include confidentiality, GDPR, care records, photography, social media and information-sharing requirements in induction. Use practical examples and check understanding.
	Low
	Registered Manager

	Employee does not understand employment rights or workplace procedures
	Employee
	Moderate
	Provide accessible information about pay, working hours, sickness, holidays, grievance procedures, disciplinary procedures and who to contact for support. Encourage questions and provide written information in accessible language.
	Low
	HR

	Accommodation or transport difficulties affect attendance
	Employee; residents; provider
	Moderate
	Discuss practical barriers during induction where appropriate. Provide information about public transport, local services and shift arrangements. Do not make assumptions about housing or financial circumstances.
	Low
	Manager

	Residents or relatives make discriminatory comments
	Employee; residents
	Moderate/ High
	Staff should be supported to report inappropriate behaviour. Managers should respond consistently while maintaining residents' dignity and considering dementia-related communication or behaviour.
	Low
	Registered Manager

	Cultural or religious needs are overlooked
	Employee
	Moderate
	Ask the employee what reasonable workplace arrangements may support them rather than making assumptions. Consider breaks, uniform, food, prayer or other relevant needs within operational requirements and equality law.
	Low
	Manager

	Employee becomes responsible for a resident without sufficient knowledge
	Employee; residents
	High
	Ensure handovers include relevant information. Allocate residents according to competence and provide supervision until the employee understands individual care needs.
	Low
	Shift Leader

	Safeguarding concern involving employee
	Employee; residents
	Very High
	Follow the provider's safeguarding, disciplinary and referral procedures. Remove or redeploy from regulated activity where appropriate while the concern is investigated. Where the statutory criteria are met, providers have a legal duty to refer relevant cases to DBS.
	Low
	Registered Manager / Safeguarding Lead












REFUGEE WORKFORCE RECRUITMENT
Care Provider RAG Checklist
	Provider: 

	Care home: 

	Worker Name:

	Worker role: 

	Manager:

	Date: 



RAG: 🟢 Green = completed/low risk | 🟠 Amber = action/support required | 🔴 Red = cannot proceed until resolved
	Area
	Check
	RAG
	    Action / Notes

	Right to work
	Right-to-work status checked using the appropriate Home Office process
	☐ 🟢 ☐ 🟠 ☐ 🔴
	

	Role eligibility
	Permission to work covers the proposed role/hours where applicable
	☐ 🟢 ☐ 🟠 ☐ 🔴
	

	Identity
	Identity documents verified and records retained
	☐ 🟢 ☐ 🟠 ☐ 🔴
	

	DBS
	Appropriate DBS level identified for the role
	☐ 🟢 ☐ 🟠 ☐ 🔴
	

	Overseas checks
	Overseas criminal-record information considered where relevant
	☐ 🟢 ☐ 🟠 ☐ 🔴
	

	Overseas records unavailable
	If records cannot reasonably be obtained because of conflict, displacement or unavailable systems, the reason is documented and alternative evidence considered
	☐ 🟢 ☐ 🟠 ☐ 🔴
	

	Safeguarding
	Safeguarding adults training completed/arranged
	☐ 🟢 ☐ 🟠 ☐ 🔴
	

	References
	References obtained or reasonable attempts documented
	☐ 🟢 ☐ 🟠 ☐ 🔴
	

	Employment history
	Previous employment/education history explored and gaps appropriately explained
	☐ 🟢 ☐ 🟠 ☐ 🔴
	

	English/communication
	Communication needs assessed; support identified where required
	☐ 🟢 ☐ 🟠 ☐ 🔴
	

	Role competence
	Skills and previous experience assessed against the requirements of the role
	☐ 🟢 ☐ 🟠 ☐ 🔴
	

	Induction
	Care-home induction planned/completed
	☐ 🟢 ☐ 🟠 ☐ 🔴
	

	Role-specific training
	Care / cleaning / COSHH / infection control / moving & handling training identified
	☐ 🟢 ☐ 🟠 ☐ 🔴
	

	Supervision
	Named supervisor/buddy identified
	☐ 🟢 ☐ 🟠 ☐ 🔴
	

	Competency
	Practical competence assessed before working independently
	☐ 🟢 ☐ 🟠 ☐ 🔴
	

	Dementia awareness
	Dementia/person-centred care training provided where relevant
	☐ 🟢 ☐ 🟠 ☐ 🔴
	

	Professional boundaries
	Confidentiality, dignity, safeguarding and professional boundaries explained
	☐ 🟢 ☐ 🟠 ☐ 🔴
	

	Health & safety
	Fire, emergency, infection prevention and workplace safety procedures understood
	☐ 🟢 ☐ 🟠 ☐ 🔴
	

	Equality & inclusion
	Employee knows how to report discrimination, bullying or harassment
	☐ 🟢 ☐ 🟠 ☐ 🔴
	

	Practical barriers
	Transport, shift patterns or other practical barriers discussed where appropriate
	☐ 🟢 ☐ 🟠 ☐ 🔴
	

	Support needs
	Reasonable adjustments or additional support identified
	☐ 🟢 ☐ 🟠 ☐ 🔴
	

	Review
	First formal review date agreed
	☐ 🟢 ☐ 🟠 ☐ 🔴
	










🔴 DO NOT PROCEED UNTIL RESOLVED
Consider pausing appointment or independent working where there is:
☐ No confirmed right to work
☐ An unresolved safeguarding concern
☐ Required recruitment checks have not been completed
☐ The individual is not competent for the duties they are being asked to undertake
☐ Required training has not been completed for a safety-critical task
☐ A legal or regulatory requirement has not been met

🟠 ADDITIONAL SUPPORT REQUIRED
Where an item is Amber, agree an action:
Action: _______________________________________________
Responsible person: ____________________________________
Completion date: _______________________________________
Review date: __________________________________________

OVERSEAS DBS / CRIMINAL RECORD INFORMATION
If an overseas criminal-record certificate cannot reasonably be obtained:
☐ Reason documented
☐ Appropriate UK DBS check completed
☐ Other recruitment checks completed
☐ References/previous employment evidence considered
☐ Any gaps or limitations recorded
☐ Safeguarding implications considered
☐ Additional supervision considered where appropriate
☐ Registered Manager has reviewed and authorised the decision
Important: An inability to obtain overseas criminal-record information should be treated as an information gap requiring documented risk management, not automatically as evidence that the applicant presents a safeguarding risk.


FINAL DECISION
Overall RAG: ☐ 🟢 GREEN ☐ 🟠 AMBER ☐ 🔴 RED
☐ Suitable to commence role
☐ Suitable with additional support/supervision
☐ Not currently suitable – further action required
Manager name: 
Signature:
Date:
Next review: 
 

Additional Notes 
