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[bookmark: _Toc203054126]Foreword
The Social Care Workforce Delivery Plan 2024 to 2027 builds on the long-term ambitions set out in A Healthier Wales: Our Workforce Strategy for Health and Social Care. It reinforces a shared commitment to a workforce that is valued, supported and equipped to meet the current and changing care and support needs of people across Wales. This annual report highlights the progress made during 2025 to 2026 – the second year of delivery and a period marked by both challenge and meaningful achievement.
Throughout the year, progress has been driven by the collective efforts of the workforce, employers, partners and people with lived experience. The actions in the delivery plan continue to be shaped by the voices of those delivering and accessing care, making sure that developments remain grounded in real experience and focused on what matters most. Despite continued pressures on the sector, this report shows how collaboration, innovation and shared purpose are helping to build momentum and deliver positive change.
Our shared commitment to the social care workforce stands firm. We’ll continue to work together – across organisations, sectors and partnerships – to maintain momentum, respond constructively to change, and make sure that the needs of the workforce and the people they support remain central to decision-making.
Alongside delivery of the current plan, the coming year will also see the beginning of work to look ahead to the next phase of the workforce strategy. As with previous phases, we want future priorities and actions to be shaped by the sector itself. During the year, we’ll engage with key national partners and stakeholders and undertake a period of wider consultation, creating space for the workforce, employers and people with lived experience to tell us what matters most. This engagement will make sure that the next phase of delivery reflects the realities, challenges and opportunities faced across social care and is firmly rooted in the voice of the social care sector in Wales.
Our social care workforce is one of Wales’ greatest assets. Every day, skilled, dedicated and compassionate professionals support individuals, families and communities, often in complex and demanding circumstances. While we’re proud of what’s been achieved during 2025 to 2026, we recognise that continuous improvement is an ongoing journey. We remain committed to working collaboratively – now and in the future – to build on the strong foundations already in place and to support a social care sector that is resilient, inclusive and fit for the future.
Finally, we’d like to thank everyone working in social care across Wales. Whether you’re providing direct care and support, leading teams, supporting colleagues or shaping services nationally or locally, your dedication, professionalism and compassion make an immeasurable difference. This progress is yours, and it is because of you.

	[image: Sarah McCarty, Chief Executive, Social Care Wales]
	Sarah McCarty, 
Chief Executive, Social Care Wales

	[image: Taryn Stephens, 
Deputy Chief Social Care Officer for Wales, Welsh Government
]
	Taryn Stephens, 
Deputy Chief Social Care Officer for Wales, Welsh Government


Co-chairs of the Social Care Workforce Delivery Plan Strategic Implementation Group
[bookmark: _Toc203054127]Introduction

We want the health and social care workforce to be motivated, engaged and valued, with the capacity, competence and confidence to meet the care and support needs of the people of Wales. 
The Health and Social Care Workforce Strategy published in 2020 set out, for the first time, a 10-year plan of priorities for the workforce in Wales. In June 2024, we published the Social care workforce delivery plan 2024 to 2027, which built on progress made so far and outlined further development areas over the next three years, based on engagement with the sector. 
This annual report shows the progress achieved during 2025 to 2026. We’ve started by reporting the progress linked to the three main principles of the workforce strategy, which are well-being, the Welsh language and inclusion. We’ll also report on the progress under each of the seven themes: 
1. An engaged, motivated and healthy workforce
2. Attraction and recruitment 
3. Seamless workforce models 
4. Building a digitally ready workforce 
5. Excellent education and learning
6. Leadership and succession
7. Workforce supply and shape. 

For each theme we’ve summarised:
· our ambition 
· the latest measures information focusing on impact
· the progress made so far on the actions
· the actions that will be taken forward in the future.

We’ve also highlighted progress where relevant to the specific workforce plans for:
 
· the social work profession 
· the mental health workforce, developed in partnership with Health Education and Improvement Wales (HEIW), along with the associated implementation plan.
The delivery plan is a sector-wide plan, so national partners lead on some of the actions. For these actions we’ve included information on progress we’ve received from our partners, as well as information about our contribution as an organisation.
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The main principles of workforce well-being, the Welsh language and inclusion are woven into all the actions of the workforce strategy and the social care workforce delivery plan. 

Well-being

Legislative context
Well-being in the social care sector is shaped by laws and policies that focus on prevention and sustainability.
The Social Services and Well‑being (Wales) Act 2014 provides the statutory foundation for social care in Wales and places a general duty on public bodies to promote well-being for people who need care and support, and for carers. Although the Act primarily concerns the public, its person‑centred, outcomes‑focused model means that the social care workforce in Wales must be emotionally resilient, supported and able to work in relational and strengths‑based ways. 
The Well‑being of Future Generations (Wales) Act 2015 reinforces the long‑term focus on mental and emotional well-being, fair work, resilient communities and cohesive services. It introduces the sustainable development principle, requiring us to consider long‑term workforce well-being and prevention, not just short‑term operational pressures. 

Workforce well-being: Current evidence and context
There are an estimated 82,875[footnoteRef:2]  people working in the social care workforce in Wales, delivering vital care and support across communities every day.  [2:  Social Care Wales (2025) Social care workforce report 2024, available at https://socialcare.wales/research-and-data/workforce-reports ] 

Consistent with findings from the previous year, the 2025 Have Your Say survey[footnoteRef:3] showed that central motivation remains strong, with half of respondents (50 per cent) saying they work in social care because they want to make a positive difference in people’s lives. Overall morale has improved, with 83 per cent reporting good morale, up from 77 per cent in 2024. [3:  Social Care Wales (2025) Have your say – 2025 report findings, available at https://insightcollective.socialcare.wales/reports/have-your-say-workforce-survey-2025-full-report-and-summary-of-responses ] 

Using the ONS4 personal well-being measures, the results were compared with UK national averages. Across most indicators, social care professionals in Wales reported well-being levels above the UK average, irrespective of job role or grouping. This represents a significant positive shift from 2024, when well-being outcomes were lower than the national average.
· Life satisfaction: 7.78 (UK average 7.45; 2024 average 6.54)
· Life being worthwhile: 8.25 (UK average 7.73; 2024 average 7.11)
· Happiness yesterday: 7.75 (UK average 7.39; 2024 average 6.58)
Despite these improvements, anxiety levels remain a concern and continue to sit well above the UK average.
· Anxiety: 5.30 (UK average 3.23; 2024 average 4.35)
This points to a workforce that’s generally committed and positive about its work but experiencing persistent emotional strain.
Attendance at work while unwell continues to be a significant issue, although there has been some improvement. Forty-six per cent reported attending work at least twice in the past year despite being too ill to do so safely, down from 52 per cent in 2024.
When asked about the causes of work-related stress, the most identified factors were:
· workload (35 per cent)
· paperwork or administrative load (27 per cent)
· worrying about things outside of work (24 per cent).
More than half of respondents (54 per cent) reported difficulty switching off after work. This rose sharply among managers (72 per cent), reflecting the emotional and organisational pressures associated with leadership roles. The level to which people feel supported in managing stress remains limited, with fewer than half (44 per cent) reporting that they felt adequately supported. This was lowest among social workers (40 per cent).
Seventy-eight per cent of respondents felt confident in their ability to meet the needs of people accessing care. Confidence levels were lower among social workers (62 per cent), but this is a significant improvement from 2024 (55 per cent). Overall, these findings suggest a workforce that remains deeply committed to high-quality care but often delivers this under conditions of sustained pressure.
In relation to safety, 63 per cent said they felt safe in their role. Where safety concerns were reported, these were often to do with inadequate training or resources, or experiences of violence, derogatory behaviour or discrimination from people accessing services or their families. Respondents consistently identified improving general working conditions as the most important change that could enhance their well-being at work.
People’s views on workplace culture were largely positive. Seventy-three per cent felt helped and supported by their manager (up from 70 per cent in 2024), and 81 per cent felt supported by colleagues (up from 79 per cent). Views on workforce sufficiency also improved, with 66 per cent reporting they had the right staffing levels to deliver services, compared with 57 per cent in 2024.
Time pressures continue to affect different roles to varying degrees. While 59 per cent of respondents felt they had enough time to do their job well (up from 55 per cent), this fell to 48 per cent among managers and 43 per cent among social workers, reinforcing evidence of heightened pressure in these roles.
When it comes to feeling valued, most respondents reported feeling valued by:
· managers (68 per cent, compared to 70 per cent in 2024)
· colleagues (78 per cent, compared to 80 per cent in 2024)
· people and families they support (81 per cent, compared to 80 per cent in 2024)
But respondents felt less valued by partner agencies (56 per cent, compared to 57 per cent in 2024) and the general public (50 per cent, compared to 51 per cent in 2024), a pattern that has remained broadly unchanged since 2024. This highlights the continued importance of internal workplace relationships as a source of affirmation, alongside more limited external recognition.
How respondents felt about fairness around progression and promotion was broadly stable. Sixty-nine per cent felt their employer acted fairly in these areas, consistent with 2024 findings (70 per cent).
Reports of mistreatment, including bullying, discrimination and harassment, were present across roles. Eight per cent reported bullying from managers and seven per cent reported discrimination from managers, mirroring 2024 levels (eight per cent for both). Bullying (seven per cent) and discrimination (five per cent) from colleagues were also reported at similar levels. Although overall harassment rates were slightly lower in 2025, harassment from people accessing care or their families (six per cent) remained more common than incidents involving colleagues or managers.
In relation to terms and conditions, 69 per cent expressed overall satisfaction, consistent with 2024 (68 per cent). Satisfaction was higher among managers (80 per cent, up from 77 per cent in 2024). Awareness of employment rights remained strong, with 82 per cent feeling informed, up slightly from 2024 (80 per cent).
But financial well-being continues to be a key concern. Fewer than half (46 per cent) reported managing financially, although this represents an improvement from 2024 (42 per cent). Nearly half (48 per cent) said their financial situation had worsened over the past year, down from 59 per cent in 2024. Satisfaction with pay remained low across all groups, with only 38 per cent reporting satisfaction (up from 35 per cent compared to 2024).

Just over one in 10 respondents (12 per cent) reported being on a zero-hours contract, mainly within care worker roles. Of these, 64 per cent wanted to move away from zero-hours arrangements for reasons such as income instability and lack of guaranteed hours, while 36 per cent preferred the flexibility these contracts provided. This balance remains largely unchanged from 2024.

Supporting workforce well-being
Working in social care continues to be deeply rewarding, but it also continues to be a demanding sector to work in, with significant pressures felt by the workforce. This is why a quarter of the actions in the social care workforce delivery plan fall under the first theme of an engaged, motivated and healthy workforce. Well-being continues to run through every aspect of the delivery plan and is reinforced by our health and well-being framework, Your well-being matters: workforce health and well-being framework. 
The well-being framework supports social care organisations to build workplace environments that genuinely promote and protect the well-being of their staff. When organisations invest in positive cultures, inclusive practices and compassionate leadership, they create conditions where both employees and people accessing care can thrive. 
National well-being events, resources, learning and support offers are available, and well-being is embedded across workforce regulation, leadership development and funding mechanisms (including the Social Care Workforce Development Programme (SCWWDP)). Continuous improvements in the area of well-being are monitored through annual workforce well-being reports.
Strategically, the sector has moved away from an over‑reliance on individual resilience approaches to well-being, towards a more systemic and preventative model. This shift places greater emphasis on:
· embedding well-being in core employment practices, ethical commissioning decisions and long‑term service sustainability, recognising that job quality and system design are fundamental drivers of workforce well-being
· fostering positive cultures and compassionate leadership at all levels, creating psychologically safe environments where people feel valued, supported and able to thrive
· strengthening strategic workforce planning, using improved workforce data and insight to identify areas of risk, target support effectively and anticipate future pressures
· aligning well-being with fair work principles, including pay and progression, job security and access to development opportunities, to address the structural factors that impact well-being
· promoting inclusive, anti‑racist and bilingual workplaces, making sure that well-being is supported fairly across all groups and that diversity and identity are respected and supported
· maintaining strong national coordination, while enabling flexible, locally led and place‑based solutions that reflect the distinct needs of communities and workforces across Wales.

Supporting the well‑being of the workforce remains essential – not only because well‑being is valuable in its own right, but because of the strong link between well‑being and staff retention[footnoteRef:4]. When people feel healthy, valued and supported at work, they’re more likely to stay. Higher retention helps social care teams deliver consistent, high‑quality and sustainable services. [4:  Social Care Wales, 2024, Improved well-being and workforce retention. Available at: https://insightcollective.socialcare.wales/evidence-summaries/improved-well-being-and-retention ] 

This part of the report presents the overarching progress made during 2025 to 2026 on the fundamental principle of well-being. 

Progress during 2025 to 2026: well-being

Together with HEIW, we: 
· continued to share good practice and resources across health and social care to drive improvement, and jointly represented the sector on key health and well‑being networks
· continued to promote the mental health support service Canopi.

We:
· reviewed and refreshed the Your well-being matters: workforce health and well-being framework, including updating information about equality, diversity and inclusion (EDI) and the new Codes of Practice and practice guidance, and strengthening the focus on positive cultures – particularly the links between well‑being, strength‑based practice and compassionate leadership
· continued to promote our well-being webpages, which had a total of 4,764 visits, and the framework pages (642 visits)
· continued to ask the workforce for feedback about their awareness of the framework and its usefulness. Responses suggest a continued awareness of the framework, and people have given examples of how it’s been used in their workplaces:
[image: Quotes outline]“[The framework] provides reassurance that my well-being is important within the sector.”
"I always refer back to this when I need to help staff or myself.”

· 
· 
· provided 34 well-being information and training sessions (online and in person) attended by 789 people across social care and early years. These sessions included well-being topics that mattered most to the sector including:
· supporting unpaid carers and awareness of the Carers Leave Act
· mental health toolkit for managers 
· men’s mental health in the workplace
· well-being and compassionate leadership
· well-being through the inspection period
· stress and anxiety
· menopause support.
We received positive feedback about the sessions, with people who attended saying:“It will help me manage my mental health, especially on stressful days, and slowly accept that what I do is good enough.” 
“It has been one of the best courses I’ve attended – by supporting our mental health we are better able to care for the children.”
“I got a lot out of it, and I felt it a good topic to have a separate gendered meeting [about]. It can be difficult to locate useful 
information about mental health aimed more at males.”   



[image: Quotes outline] 



   
· worked in partnership to support an in‑person Women’s Health Conference, which was organised with Betsi Cadwaladr University Health Board and the local voluntary councils. The event was attended by over 400 people working across health, social care, and early years and childcare. We contributed as main speakers and also delivered workshops as part of the conference programme
· [image: Quotes outline]ran a week of online well-being events as part of Well-being Week 2026, to support people who work in social care, early years and childcare in Wales. A total of nine sessions were delivered with over 400 people attending. It was a positive and inclusive space where people came together to learn about well-being and share best practice. We were joined by special guests and expert speakers who shared practical ways to support your own well-being and the well-being of colleagues. One attendee said:
“Thank you for making all this ‘normal’ in the workplace, it is so, so 	appreciated.”



· continued to contribute to the Welsh Government-led Social Care Fair Work Forum that aims to improve working conditions in social care 
· reviewed the social care well-being network and well-being community of practice for partners and stakeholders, combining both into one well-being network. The network has 319 members and met twice virtually during the year. Network members also receive frequent information about resources, support and helpful information relating to staff well-being 
· supported the delivery of a session for the Welsh Government best practice network, identifying local authorities to share best practice examples around workplace well-being 
· connected with community voluntary councils, engagement practitioners and providers to share information about workforce well-being
· started working with clinical psychologists at Aneurin Bevan University Health Board, who are developing a programme of support for those who want to use storytelling approaches to support well-being in practice. We ran an information session for those in social care who’d like to be trained in using this approach in their own workplace. As a result, we’re continuing to work with a local authority to further improve their skills to help them apply this in practice.

For the social work workforce plan, we:
· collaborated with local workforce development teams to highlight the support and resources available to social workers and practice educators
· continued to promote the availability of the British Association of Social Work (BASW) Social Work Professional Support Service
· merged our community of practice for those supporting newly qualified social workers with our existing network for social work practice educators, to become our new Supporting Social Work Futures Network. Membership of this network has expanded to include everyone involved in supporting, assessing or educating social work students and newly qualified social workers
· used findings from the Have Your Say workforce survey to highlight key workforce issues to policymakers, employers, professional representatives and relevant stakeholders
· promoted the theme of well-being and delivered specific sessions regarding social worker well-being during Social Work Week, with the theme this year being ‘Lleisiau dewr, brave voices: confident and courageous social work in a changing world’
· surveyed local authorities and other social work employers for information about induction, training and support to help us understand arrangements for newly qualified social workers in Wales. A summary report with recommendations will be available in winter 2026.
For the strategic mental health workforce plan, together with HEIW we:
· launched Ffordd, a digital national well-being hub for the mental health and wider workforce aligned with the strategic mental health workforce plan and the Mental Health and Wellbeing Strategy 2025 to 2035
· continued to support the all Wales approved mental health professionals’ lead network and launched the community of practice for all approved mental health professionals (AMHPs) in Wales, which has 150 members
· ran a session in Social Work Week called ‘Social work in mental health services – are we brave?’, exploring the unique and often isolated role of social workers in mental health. The session highlighted the pressures faced by AMHPs, the importance of using “brave voices” in multidisciplinary teams, and the need to advocate confidently for people, carers and the profession  
· launched the 2025 AMHP survey to enhance knowledge and understanding of the AMHP role, including the key impacts and challenges faced across local authorities in Wales. Findings will be used to inform future support and help sustain the AMHP workforce.


Welsh language
The Welsh language is part of what defines us as people and as a nation[footnoteRef:5]. The Welsh language is a core component of high‑quality, person‑centred social care and support in Wales. For many people, children and families, particularly at times of vulnerability, being able to communicate in Welsh is fundamental to dignity, emotional well-being, identity and effective care and support.  [5:  Welsh Government (2017) Cymraeg 2050: A million Welsh speakers. Available at: Cymraeg 2050: A million Welsh speakers] 


Legislative context
As a bilingual nation, Wales has established a strong legislative and policy framework that places language choice and language need at the heart of social care delivery.
Cymraeg 2050: A million Welsh speakers is the national Welsh-language strategy providing the long‑term national framework for growing and sustaining the Welsh language across all aspects of life in Wales, including health and social care. The strategy sets out three interrelated themes:
· increasing the number of Welsh speakers
· increasing the use of the Welsh language
· creating favourable conditions for the Welsh language to thrive.
The Welsh Language (Wales) Measure 2011 establishes the principle that the Welsh language should be treated no less favourably than English and introduces Welsh language standards that apply to public bodies and to organisations delivering services on their behalf, including social care providers. 
The Social Services and Well‑being (Wales) Act 2014 further reinforces the importance of language by embedding communication, dignity, personal relationships and emotional well-being in its definition of well-being. The Act recognises that, for many Welsh speakers, language is not simply a matter of preference, but a matter of need in expressing care and support needs, making decisions and maintaining identity.
In addition, the Well‑being of Future Generations (Wales) Act 2015 establishes “a Wales with a vibrant culture and thriving Welsh language” as one of its seven national well-being goals, requiring public bodies to consider long‑term linguistic sustainability alongside social, economic and environmental outcomes.
The Welsh Government’s ‘Mwy na geiriau’ / ‘More than just words’ plan is the principal strategic vehicle for strengthening Welsh-language provision in health and social care and sets out how Welsh-language services should be embedded across the system as a core element of quality and safety.
At the heart of the framework is the “active offer” – the expectation that Welsh-language services are offered proactively, without individuals needing to ask. This approach shifts responsibility from the person accessing care to the service provider and is particularly critical for children, older people, people living with dementia, people with learning disabilities, and those experiencing mental-health challenges. 
‘Mwy na geiriau’ / ‘More than just words’ positions the Welsh language as:
· an integral part of person‑centred, rights‑based care
· a contributor to improved outcomes and experiences
· a marker of service quality rather than an “add‑on” or compliance requirement.

The Welsh language in the workforce: Current evidence and context
The estimated 82,875[footnoteRef:6] people who work in social care interact with the people they support many times a day, and most of these interactions will involve communication. Data from the Annual Population Survey for the year ending 31 March 2025 shows that 27 per cent of Wales’s population aged three or over can speak Welsh[footnoteRef:7]. [6:  Social Care Wales (2026) Social care workforce report 2025. Available at https://socialcare.wales/research-and-data/workforce-reports]  [7:  ONS (2026) Welsh language data from the Annual Population Survey: Year ending 31 March 2025. Available at: Annual Population Survey - Ability to read, write and understand spoken Welsh by age, sex and year | StatsWales] 

According to our 2025 workforce data collection:
· 9.3 per cent could speak Welsh fluently (intermediate and advanced level Welsh-language skills)
· 30.8 per cent could speak Welsh to a basic or foundation level (this means they can hold a basic conversation or exchange straightforward information) 
· 59.8 per cent had no Welsh language ability (down from 70 per cent in 2023).

Findings from the 2025 Have Your Say workforce survey highlight[footnoteRef:8] that while 38 per cent of the workforce said they could speak Welsh (31 per cent at entry or foundation level and seven per cent at higher or proficient level), only 20 per cent said they were able to use Welsh most or all of the time at work – down from 25 per cent the previous year. [8:  Social Care Wales (2025) Have your say – 2025 report findings, available at https://insightcollective.socialcare.wales/reports/have-your-say-workforce-survey-2025-full-report-and-summary-of-responses] 


In many cases, Welsh-language skills in the social care workforce may be under reported due to:
· lack of confidence to use Welsh in a professional context
· being out of practice
· fear of being given additional tasks, such as translation work
· Welsh-language skills not being actively recognised or valued.

The Welsh Language Commissioner’s Language Use Survey[footnoteRef:9], conducted at the end of 2025 with a representative sample of 737 Welsh speakers, provides recent valuable insight into public experiences of Welsh-language services. [9:  Welsh Language Commissioner (2026) Our time to act: 5-year report on the position of the Welsh language. Available at: Our time to act: 5-year report on the position of the Welsh language
] 


When asked about access to Welsh in health and social care:
· 19 per cent of Welsh speakers felt opportunities to use Welsh had increased
· 54 per cent felt they had stayed the same
· 18 per cent believed opportunities had decreased
· and seven per cent were unsure.

Notably, Welsh speakers were less likely to report improvements in health and social care than in other settings. Only 19 per cent reported increased opportunities in health and social care, compared with 30 per cent at work, 30 per cent in the wider community, 26 per cent in the public sector, and 20 per cent when dealing with businesses and charities.
While 88 per cent of respondents said it was important to receive health and social care services in Welsh, only 56 per cent were confident that they would be able to do so if they wished. The gap between preference and actual experience is significant. Almost three times as many Welsh speakers would prefer to use Welsh always or mainly in health and care services (28 per cent) compared with the proportion who currently do so (10 per cent).
The commissioner’s survey also highlights clear, practical factors that encourage greater use of Welsh:
· 67 per cent said they would be more likely to use Welsh if staff greeted them or initiated conversations in Welsh
· 47 per cent pointed to visible indicators – such as lanyards or badges displaying the orange speech bubble – showing that staff can speak Welsh
· 45 per cent said seeing Welsh more prominently in public spaces, for example through signage or posters, would encourage greater use.
The findings reinforce that Welsh speakers are significantly more likely to use Welsh when staff actively signal that the language is welcome and available, showing the critical importance of the active offer of Welsh-language services.

Supporting and promoting the Welsh language
As the delivery of Welsh‑language social care services depends fundamentally on the workforce, supporting and enabling staff is central to effective implementation. National and strategic support focuses on building confidence, capability and consistency across the sector, and includes:
· providing clear information and practical guidance to support organisations and staff in delivering the active offer, making sure Welsh is offered proactively rather than on request
· continuously promoting the importance of the Welsh language in social care, including sharing the lived experiences and stories of workers and people who access care and support, to reinforce language as a core element of quality and person‑centred care
· providing tools and resources to assess Welsh-language skills, enabling organisations and individuals to identify existing strengths and plan development in a structured and proportionate way
· promoting the importance of Welsh‑language workforce planning, supported by guidance and tailored organisational support to identify current skills and plan next steps in training and development 
· offering ‘train the trainer’ guidance and materials, alongside a Welsh-language awareness e‑learning module, to support language awareness training across teams and services
· continuously promoting the wide range of Welsh‑language resources available to the sector, helping organisations and workers to access consistent, high‑quality support
· promoting and supporting Welsh‑language learning opportunities at all levels, from introductory courses such as Croeso, through Work Welsh, to the full suite of Camau Welsh‑language courses, enabling learners to develop skills at a pace appropriate to their role and confidence.
Together, these activities support the development of a confident, capable and bilingual social care workforce, making sure the Welsh language is embedded as a routine and valued part of social care practice and support across Wales.
Alongside the fundamental principles of well-being and inclusion, the Welsh language is integral to how delivery plan actions are implemented. This part of the report presents the overarching progress made during 2025 to 2026 in relation to the Welsh language. 

Progress during 2025 to 2026: the Welsh language

We:
· continued to support the sector to work bilingually as part of our commitment to 'Mwy na geiriau’ / ‘More than just words'
· celebrated workers who provide care through the medium of Welsh through the 2025 Caring in Welsh award, which was presented at the Wrexham National Eisteddfod in August 2025. The Caring in Welsh award is an annual award that recognises, celebrates and shares the work of those who’ve made a real difference to people’s lives by providing care and support through the medium of Welsh. Six workers from across the social care and childcare, play and early years sectors were chosen as finalists. More than 4,900 people took part in the public vote to choose the winner. The award was won by Myfanwy Harman, Manager at Cylch Meithrin y Gurnos in Merthyr Tydfil. You can find out more about Myfanwy and our highly commended finalists on our website
[image: Caring in Welsh award winner Myfanwy Harman holds her prize in front of an awards banner at the National Eisteddfod in Wrexham.]
· continued to support social care employers with their Welsh-language workforce planning and to develop their employees’ Welsh-language skills. This included 276 social care workers in 17 locations across Wales receiving direct support from three full-time tutors, as well as virtually. To promote this support, we published two videos sharing the journeys of Haulfryn Care and Elm Residential Care Home, who were involved in the initial pilot
· continued to promote the importance of using Welsh at work and shared information on what’s available to promote the use of the Welsh language in the sector through our Using Welsh at work webpages
· introduced a new tutor‑led Croeso course, in collaboration with the National Centre for Learning Welsh, to support social care workers in taking the next step on their Welsh‑language journey. The Croeso course offers a short, sector‑specific introduction to simple but essential Welsh words and phrases, to help staff greet and welcome people confidently. It aims to build learners’ confidence and encourage further learning and forms part of the Welsh Government’s ‘Mwy na geiriau’ / ‘More than just words’ strategy, which aims for all health and social care staff to reach courtesy‑level Welsh by 2027
· continued to support the social care sector to improve their Welsh-language skills through promoting the suite of Camau Welsh-language courses created with the National Centre for Learning Welsh. The intermediate modules were also launched this year, building on the foundation and entry modules. We’ve seen an increase in the number of learners who’ve completed the entry module moving on to the foundation courses. Those who have more confidence or basic Welsh-language skills have started with the foundation course
· continued to support Camau learners through an online Camau peer-support group, which is a space to practice learning and share news and resources 
· continued to promote the Welsh-language awareness digital learning module, with some organisations embedding it into their staff induction
· worked with the Welsh Language Policy Team in Welsh Government to develop an overarching animation to promote ‘Mwy na geiriau’ / ‘More than just words' and to also develop supporting short films 
· facilitated an employer support ‘Making the active offer – where do I start?’ online session to support employers with understanding the importance of the active offer and how to practically take those first steps. The session involved hearing from employers who had been part of the pilot and from the tutors running the courses. It also involved breakout rooms to give space for employers to discuss their experiences of the Welsh language in the workplace. In feedback from the event, employers told us they enjoyed the session and hearing people’s stories and experiences and that as a follow-up action they were going to “look at what training staff need”, “encourage more Welsh-speaking practices within the homes” and “start an action plan to get the team on board with using Welsh at work every day”. 

For the social work workforce plan, we:

· had a session as part of Social Work Week titled ‘O’r galon: Exploring the impact of Welsh language-sensitive practice in developing meaningful relationship‑centred care’. People Speak Up CIC shared powerful insights into Welsh language, identity and the importance of language‑sensitive care. A panel of Welsh speakers and learners reflected on what the Welsh language means to them and how it shapes relationships in practice. The session explored relationship‑centred frameworks, such as the senses framework, and highlighted how language supports belonging, security and continuity. Participants also discussed why practitioners choose to learn Welsh and identified practical ways to strengthen Welsh-language provision in their roles.

For the strategic mental health workforce plan, together with HEIW we:
· continued to make sure that the implementation of defined actions aligned with the fundamental principles underpinning the plan, and complied with legislative frameworks governing the use and delivery of mental health services in the Welsh language.



Inclusion
Equality and inclusion are central to social care in Wales because the sector supports people who are more likely to experience disadvantage, discrimination and unequal life outcomes. This includes people with a range of protected characteristics. 
The Welsh social care workforce is increasingly reliant on groups that may face structural inequality, including women, international workers and Ethnic Minority staff. 
Inequality affects both access to care and the experience of care, as well as workforce conditions such as pay, progression, well-being and discrimination. That makes addressing inequality essential to improving outcomes, sustaining the workforce and delivering high‑quality, person‑centred care across Wales. 
Legislative context
Equality and inclusion in the social care sector in Wales is underpinned by a strong and evolving legislative and policy framework that reflects a national commitment to human rights, fairness and social justice.
The Equality Act 2010, including the Public Sector Equality Duty, provides the overarching legal framework for equality in Wales. It protects individuals from discrimination on the basis of protected characteristics and places duties on employers and service providers to eliminate discrimination, advance equality of opportunity and foster good relations. These duties apply across commissioning, regulation, service delivery and workforce practice in social care. 
The Social Services and Well‑being (Wales) Act 2014 strengthens this equality focus by requiring services to promote well-being in a way that recognises people’s identity, circumstances, culture, beliefs and lived experience, and by embedding principles of voice, control and co‑production. The Act positions inclusive practice as fundamental to person‑centred care and support.
Complementing this, the Well‑being of Future Generations (Wales) Act 2015 establishes a long‑term statutory commitment to building “a more equal Wales” and cohesive communities. The Act requires public bodies to take a preventative and integrated approach to tackling structural inequalities, including those experienced by people who access care and by the workforce delivering services.
Welsh Government’s Strategic Equality and Human Rights Plan 2025 to 2029 commits to tackling inequality and making our society fairer and more inclusive by setting national equality objectives across public services, including social care. 




Workforce inclusion: Current evidence and context
Ethnicity
From registration data[footnoteRef:10], which includes the registered workforce only, the workforce comprises 48,378 (72.8 per cent) White staff, 15,183 (22.8 per cent) Black, Asian and Minority Ethnic staff and 2,893 (4.4 per cent) staff who didn’t or chose not to declare their ethnicity. [10:  Welsh Government, Social Care Wales and NHS Wales (2026) WRES Social Care Report 2025. Available at: WRES Social Care Report 2025. The data that makes up this report comes from several sources. Data collection was as of January 2026 for the indicators derived from the registration database and March 2025 for the survey-derived indicators.] 

Looking at the latest social care workforce data collection[footnoteRef:11], which represents the total workforce, including directors and domestic staff, 88.1 per cent of the workforce are White. However, the social care workforce has become more ethnically diverse over the past four years since the workforce data collection started, with 11.9 per cent of the workforce now reported as being from a Black, Asian or Minority Ethnic group. The corresponding value in 2024 was 8.9 per cent, 7.6 per cent in 2023 and 5.5 per cent in 2022. The biggest change has been in the number of people identifying as Black, rising from 2.3 per cent in 2022, to 3.7 per cent in 2023, 5.2 per cent in 2024 and six per cent in 2025. This proportion is over six times more than we’d see in the general Welsh population. [11:  Social Care Wales (2026) Social care workforce report 2025. Available at https://socialcare.wales/research-and-data/workforce-reports] 

From the latest Workforce Race Equality Standard (WRES) report, the proportion of Black, Asian and Minority Ethnic workers in managerial roles is smaller, representing 7.2 per cent of the people in these roles[footnoteRef:12]. This figure is unchanged from the previous year [12:  Welsh Government, Social Care Wales and NHS Wales (2026) WRES Social Care Report 2025. Available at: WRES Social Care Report 2025. The data that makes up this report comes from several sources. Data collection was as of January 2026 for the indicators derived from the registration database and March 2025 for the survey-derived indicators.] 

When considering the social care workforce across the country, there are significant geographic variations, as shown in Table 1. The table shows the data for Black, Asian and Minority Ethnic managers at the level of the social care footprint in each region. The proportion of Ethnic Minority individuals in the social care workforce exceeds the local population in all areas. Under-representation of Ethnic Minority staff at managerial level is seen across all regions, but the inequality has improved in some areas and worsened in others.



Table 1 shows the data for minoritised social care workers and managers by Regional Partnership Boards
	
	% BME Population
	% BME social care workers
	% BME social care managers

	Cardiff and Vale RPB
	16.6
	44.7 
(42.0 in 2024)
	15.2  
(13.4 in 2024)

	Cwm Taf Morgannwg RPB
	3.2
	11.8 
(10.9 in 2024)
	5.8 
(4.1 in 2024)

	Gwent RPB
	5.9
	21.7 
(22.6 in 2024)
	6.8 
(7.6 in 2024)

	North Wales RPB
	3.2
	16.8 
(16.3 in 2024)
	5.8 
(5.6 in 2024)

	Powys RPB
	2.3
	17.8 
(15.3 in 2024)
	1.1  
(1.4 in 2024)

	West Glamorgan RPB
	6.6
	25.1 
(23.9 in 2024)
	6.6  
(9.3 in 2024)

	West Wales RPB
	2.9
	13.4 
(15.0 in 2024)
	4.6 
(4.2 in 2024)


Source: WRES Social Care Report 2025
Fitness to practise (FTP) data[footnoteRef:13] is categorised in two levels this year. Firstly, reports where the threshold for referral were not met, and secondly, events where there was an investigation.  [13:  As above] 

There were a total of 34 referrals received where the threshold for further investigation was not met, 26 (76.5 per cent) affecting White staff, five (14.7 per cent) Black, Asian and Ethnic Minority staff, and three (8.8 per cent) without ethnicity data. This is broadly reflective of the ethnic composition of the workforce. These referrals were dealt with in an average of 23 days, with the time for minoritised staff being less than for White staff (five days compared to 24 days). 
There were 246 cases opened for investigation. Of these 181 (73.6 per cent) involved White staff, 53 (21.5 per cent) Ethnic Minority staff, and 12 (4.9 per cent) without ethnicity data. This is again reflective of the ethnic composition of the workforce. In total 91 of these cases were open at the time of reporting, and 155 were closed. The average decision time to close these cases was 205 days, similar for White and Ethnic Minority staff (198 and 210 days, respectively). 
Comparing FTP referrals with the ethnic composition of the overall workforce, Ethnic Minority staff were no more likely to be referred into the process than White colleagues (likelihood ratio of 1.1). This is an improvement from 2025 when the likelihood ratio was 1.3.
The 2025 Have Your Say survey[footnoteRef:14] found that male, Black and Asian respondents had the most aspiration to become leaders of the future and had found a progression opportunity in the past year [14:  Social Care Wales (2025) Social Care Wales: Have Your Say 2025 final report, available at 'Have Your Say' workforce survey 2025: Full report and summary of findings - Social Care Wales - Research, Data & Innovation] 

When broken down by ethnic background, 95.26 per cent of Black and 95.47 per cent of Asian workers agreed that they had enough training to do their job well, compared to 81.29 per cent of White workers.
A lower proportion of Black workers (7.60 per cent) said they experienced barriers to accessing work-related training compared to White workers (20.18 per cent). The figures for Asian workers are too low to report.
We also found that 69.01 per cent felt their employer acted fairly in decisions about career progression and promotion, in relation to protected characteristics
However, in terms of the training needs for promotion, 85.37 per cent of Black and 73.79 per cent of Asian workers said they needed more training to progress in their career, compared to 35.56 per cent of White respondents.  
Gender
At the moment, we collect information under a single question labelled 'gender'. This means the data reflects how people choose to describe their gender, rather than distinguishing between biological sex and gender
Looking at gender from registration data[footnoteRef:15], women account for 77.4 per cent of the social care workforce, with 22.3 per cent men, 0.06 per cent non-binary or gender fluid and 0.3 per cent undeclared. [15:  Welsh Government, Social Care Wales and NHS Wales (2026) WRES Social Care Report 2025. Available at: WRES Social Care Report 2025. The data that makes up this report comes from several sources. Data collection was as of January 2026 for the indicators derived from the registration database and March 2025 for the survey-derived indicators.] 

Of the social care workforce, 59.9 per cent are White women and 12 per cent are White men. Black, Asian or Mixed/Other ethnicity women are 14.3 per cent and men are 9.4 per cent of the workforce (increased from 12.8 per cent and 8.3 per cent, respectively, in the 2024 report). Additionally, three per cent of the workforce are women with no declared ethnicity and one per cent men (an improvement in declaration compared to the 2024 report).
Among managerial staff, there were 77.7 per cent women and 22.1 per cent men, a ratio of 3.5 women to every man. Among White managers the ratio is 3.7 women to every man, but among managers of Black, Asian and Mixed/Other ethnicity the ratio is two women to every man. This identifies the intersectional disadvantage faced by Ethnic Minority women, who are less likely to be in managerial positions. The percentage of managers who are Black, Asian and Mixed/Other women is five per cent and men 2.6 per cent – these are slightly improved from the 2024 report (4.8 per cent and 2.3 per cent, respectively)
Looking at the social care workforce data collection[footnoteRef:16], the gender split of the workforce is still unchanged, with 80.8 per cent of the workforce recorded as female and 19.2 per cent male [16:  Social Care Wales (2026) Social care workforce report 2025. Available at https://socialcare.wales/research-and-data/workforce-reports] 

Sexuality, neurodiversity, disability and caring responsibilities
In the 2025 Have Your Say survey[footnoteRef:17], 89.12 per cent of respondents identified as straight/heterosexual, 2.47 per cent gay or lesbian, and 1.78 per cent bisexual. [17:  Social Care Wales (2025) Have Your Say – 2025 report findings, available at https://insightcollective.socialcare.wales/reports/have-your-say-workforce-survey-2025-full-report-and-summary-of-responses] 

Around one in 10 respondents (11.23 per cent) described themselves as being neurodivergent, with this figure being slightly higher among social workers (17.48 per cent).
Nearly a quarter of respondents (23.94 per cent) said they had a long-term physical or mental health condition or illness lasting or expected to last 12 months or more. Of those who had a long-term condition, 61.07 per cent said it affected their day-to-day functioning.
Almost a third (32 per cent) identified as unpaid carers, compared with an estimated nine to eleven[footnoteRef:18] per cent of the wider Welsh population. This reflects the demographic profile of the social care workforce and underlines the cumulative pressures experienced by many social care staff. It also corresponds to the latest census data that shows that unpaid carers across England and Wales are more likely to be older and to be women[footnoteRef:19]. [18:  Office for National Statistics (2023a). Unpaid care by age, sex and deprivation, England and Wales: Census 2021 (online). Available at: https://www.ons.gov.uk/peoplepopulationandcommunity/healthandsocialcare/socialcare/articles/unpaidcarebyagesexanddeprivationenglandandwales/census2021#:~:text=1.-,Main%20points,over%2C%20in%20each%20country%20respectively  ]  [19:  Health Foundation (2023), Understanding unpaid carers and their access to support (online). Available at: https://www.health.org.uk/publications/long-reads/understanding-unpaid-carers-and-their-access-to-support  ] 


International workforce
International workers have played an increasingly important role in supporting the social care workforce in Wales, particularly in adult social care settings experiencing persistent recruitment and retention challenges. 
From the latest workforce data collection[footnoteRef:20] we can say that 6.7 per cent of the social care workforce need a visa to work in the UK (up from 5.7 per cent in 2024). This varies a lot by setting and role, but overall there’s a larger proportion of workers who need a visa in the commissioned provider workforce (13.6 per cent) in comparison to the local authority workforce (0.7 per cent).  [20:  Social Care Wales (2026) Social care workforce report 2025. Available at https://socialcare.wales/research-and-data/workforce-reports] 

Mental health residential care has the largest proportion of workers who need a visa (25 per cent) followed by adult residential care (12.3 per cent). This is because these settings are where the most registered nurses and care workers are employed. 
This is only the second year we’ve collected data on visas and the increased number of returns reflects the positive efforts of collectors to gather and report on this area. As we continue to gather this data, it’ll be vital to consider the emerging themes against the known recent changes to UK immigration policy.
UK immigration policy changes have restricted eligibility for overseas care workers, limited access to dependants, and closed overseas entry routes for new care worker applicants, leading to a marked reduction in international arrivals into the sector. Across the UK, Health and Care Worker visa routes have seen continued falls in the number of monthly applications over the last two years[footnoteRef:21]. [21:  Home Office (April 2026) Monthly entry clearance visa applications, March 2026. Available at: https://www.gov.uk/government/statistics/monthly-entry-clearance-visa-applications-march-2026/monthly-entry-clearance-visa-applications-march-2026 ] 

These changes have increased the importance of supporting displaced overseas workers already in Wales and maximising ethical recruitment and retention approaches in the existing workforce.
Supporting equality and diversity
Together with the legislative frameworks and acts outlined earlier in this report, we continue to contribute to the implementation of several Welsh Government plans and strategies that will help us become a more inclusive, anti-discriminatory and compassionate sector. These include:
· Anti-racist Wales Action Plan
· LGBTQ+ Action Plan for Wales 
· Learning Disability Action Plan for Wales 
· HIV Action Plan for Wales 
· Strategy for Unpaid Carers. 
In 2025, the Welsh Government also launched its Disabled People’s Rights Plan 2025 to 2035.
The workforce delivery plan supports the goals of the plans listed above and each action aims to contribute to creating an anti-discriminatory culture across our workforce. This part of the report presents the overarching progress made during 2025 to 2026 to the fundamental principle of inclusion.


Progress during 2025 to 2026: inclusion

We:

· continued to monitor our achievements against our current strategic equality plan and produced an annual report. We started to develop our project plan for how we can meaningfully engage with the sector for our new strategic equality plan for 2027 to 2031
· launched our bilingual anti‑racism e‑learning during Black History Month. This resource was co‑produced with people with lived experience and reflects our commitment to inclusion. The e-learning is fully aligned with the Welsh Government’s Anti‑racist Wales Action Plan as an introduction to the topic of anti-racism in social care in Wales. So far, 193 people have provided feedback on the e-learning through an evaluation form
· launched a ‘train the trainer’ anti-racism programme of support to help professionals in the social care sector gain a deeper understanding of anti-racist practise through workshops, discussion and hearing about lived experiences of racism. As part of this programme of support, we delivered sessions in Cardiff, Swansea and Llandudno Junction to a total of 30 people, with this programme continuing into 2026 to 2027. We’ve held in-person training and followed this up with online sessions to track progress and provide additional support in smaller groups. We’ve also offered one-to-one sessions for anyone needing individualised support to implement the training 
· launched the bilingual HIV training course and resource ‘Can't Pass It On’ as part of World Aids Day, developed in partnership with the Terrence Higgins Trust. The self-directed learning resource aims to increase awareness and understanding of HIV, how it’s passed on, as well as what happens when someone with HIV is on effective treatment. It’s available for all adult social care professionals for free, as well as anyone working with people growing older with HIV, and supports the Welsh Government’s HIV Action Plan
· formed the new EDI Expert Reference Group to help shape how we ensure inclusivity in social care, early years and childcare in Wales. The group plays a vital role in helping us bring lived experience into our work and makes sure we continue to develop as an organisation by providing insight and feedback and challenging our thinking to support positive change
· took part in Pride Cymru in Cardiff as a visible demonstration of our commitment to LGBTQ+ rights in Wales
· published a report about how people from Ethnic Minority groups working across social care in Wales can be supported to progress in their careers
· launched the pilot leadership programme to support people from diverse backgrounds to progress into leadership roles. Delivered by the Institute of Public Care (Oxford Brookes University), the programme aims to strengthen leadership capability, improve representation and widen progression opportunities across the sector 
· published the first social care Workforce Race Equality Standard (WRES) report, together with Welsh Government and NHS Wales. The WRES helps monitor the experience of Black, Asian and Minority Ethnic people who work in health and social care in Wales
· continued to work with partners such as Care Inspectorate Wales (CIW), the WRES steering group and Welsh Government to make sure the workforce data we collect stays relevant, useful and comparable, so it can be used to support positive change, including improvements in equality, diversity and inclusion
· launched the first unified data collection, which incorporates the Social Care Wales annual workforce data collection and CIW annual return in one, meaning organisations only have to respond to one workforce data request each year
· continued our review of the health and social care qualifications guidance documents, from Level 2 Core and Practice through to Level 5, to make sure it aligns with equality, diversity and inclusion legislation and reflects anti-discriminatory practices 
· made clearer, following consultation through specialist groups, the language around equality, diversity and inclusion (EDI) in our updated Codes of Professional Practice and strengthened and expanded our EDI information and signposting in the revised practice guidance 
· published, together with CIW, a new supporting positive cultures guide. This guide supports the revised Anti-racist Wales Action Plan to develop a joint Social Care Wales and CIW positive cultures toolkit for social care employers, as it includes a clear message about the importance of an anti-discriminatory setting to contribute to a positive culture
· published an evidence summary that highlights relevant and up-to-date research about the experiences and needs of older LGBTQ+ people and what good care for this group looks like
· hosted, as part of the celebrating social care partnership projects, a half-day webinar titled ‘Equality, diversity and inclusion in research: Broadening perspectives and practice’, attended by 50 people. The session explored how EDI principles are being integrated across a range of research-practice partnership projects and provided an opportunity for participants to explore practical approaches, share lessons learned and hear about the broader impact of embedding EDI in research-practice partnerships
· continued to review and refresh the Your well-being matters: workforce health and well-being framework, which will include updated information about equality, diversity and inclusion

· published two new resource guides – one to support employers of workers who are new to Wales, and the other for workers who are new to working in social care in Wales. These resources bring information together into one place and are continually updated as new guidance is issued by the UK and Welsh governments. The guides also refer to the National Advisory Service (NAS) for overseas social care workers, which can support workers to find an alternative social care role if their employer’s licence has been revoked or they’re looking for a different job. 

Welsh Government:

· established the National Advisory Service (NAS) as a first point of contact for overseas social care workers who have been, or are due to be, displaced following the revocation of their employer’s sponsorship licence, or overseas social care workers who are looking for a different job
· launched a new modern slavery e-learning, with the resources designed to improve knowledge and awareness of modern slavery and effective ways of tackling it.

For the social work workforce plan:
· a consultant social worker, hosted by BASW Cymru and funded by the National Office for Care and Support, was appointed to act as a catalyst for transformative change focused on the Anti-racist Wales Action Plan in social work in Wales.

For the strategic mental health workforce plan, together with HEIW we:
· continued to deliver actions through strong, compassionate and inclusive leadership. We also maintained a clear focus on engagement and addressing inequalities across different socio-economic circumstances, including for people with and without protected characteristics.
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[bookmark: _Toc203054129]1. An engaged, motivated, and healthy workforce 
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The health and social care workforce will feel valued and supported wherever they work.

[bookmark: _Toc192160549][bookmark: _Toc203054131]Impact measures

Workforce well-being is affected by a range of factors, so positive progress for this theme would mean:
· an increase in how many of the workforce feel morale is good 
As part of the 2025 Have your Say survey 83 per cent of the workforce said their morale was good in 2025, up from 77 per cent in 2024 and 65 per cent in 2023.

· the workforce knows where to find out about health and well-being support at work 
The most common source of information for the workforce about health and well-being is either from managers (51 per cent, up from 46 per cent in 2024) or employers’ websites (44 per cent, up from 43 per cent in 2024) .
Nearly a third (29 per cent) of the workforce access information through Social Care Wales, up from 26 per cent in 2024 but down from 33 per cent in 2023. The same proportion (29 per cent, up from 28 per cent in 2024) report using general internet or Google searches to access information.
The use of Canopi as a source of additional support for their mental health or well-being continues to increase, with 11 per cent of the workforce indicating they would access support through Canopi (up from eight per cent in 2024 and seven per cent in 2023).





· a reduction in the percentage of the workforce looking to leave the sector in the next 12 months 
Twenty per cent were aiming to leave the sector, in an average of 14 months. This represents a small improvement since 2024, when 25 per cent were intending to leave, in an average of 13 months.
When asked why, the reasons remained the same as those raised in 2024, including low pay, a lack of recognition and support, poor working conditions and a lack of career development opportunities.

· A reduction in the percentage of the workforce who said they have experienced bullying, discrimination or harassment
The proportion of the workforce who’d experienced bullying, discrimination or harassment from a manager, colleague or person they support in the past year was similar to 2024.
From managers: 
· bullying (eight per cent, same as 2024) 
· discrimination (seven per cent, down from eight per cent in 2024) 
· harassment (four per cent, same as 2024). 
Of those who said they’d experienced any of these from a manager, 45 per cent said it was reported by themselves or a colleague, and 24 per cent of those who reported it felt it was dealt with adequately.

From colleagues: 
· bullying (seven per cent, down from eight per cent in 2024) 
· discrimination (five per cent, same as 2024) 
· harassment (four per cent, same as 2024). 

Of those who said they’d experienced any of these from a colleague, 55 per cent said it was reported by themselves or a colleague, and 37 per cent of those who reported it felt it was dealt with adequately.

From people they support or their families: 
· bullying (four per cent, down from five per cent in 2024) 
· discrimination (four per cent, down from five per cent in 2024) 
· harassment (six per cent, down from seven per cent in 2024). 
Of those who said they’d experienced any of these from people they support or their families, 73 per cent said it was reported by themselves or a colleague, and 46 per cent of those who reported it felt it was dealt with adequately.



· standardised methodology scores that can be compared nationally, for life satisfaction, feeling worthwhile, happiness and anxiety 
In 2025, the well-being of Wales’ social care workforce was generally higher than the UK average. We assessed the well-being of the workforce using the ONS4 – four measures used by the Office for National Statistics that use a scale from nought to 10.
We asked the workforce to rate their life satisfaction, their feeling that life is worthwhile, their happiness the day before completing the Have Your Say survey and their anxiety level. The average response was then compared with the UK average for each measure. We also compared the average response from the 2025 survey with the averages found in 2024. For satisfaction, feeling worthwhile and happiness, a higher score is better. For anxiety, a lower score is better.
Each of the findings below is higher than the UK average and the averages found in 2024: 
· Satisfaction with life: 7.78 (UK average: 7.45, 2024 average 6.54)
· Life is worthwhile: 8.25 (UK average: 7.73, 2024 average 7.11)
· Happiness yesterday: 7.75 (UK average: 7.39, 2024 average 6.58)
· Anxiety: 5.30 (UK average: 3.23, 2024 average 4.35) 
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1. Support employers to embed workforce well-being in their organisations by promoting and refreshing the health and well-being framework.
We:
· reviewed and refreshed the Your well-being matters: workforce health and well-being framework, including updated information about equality, diversity and inclusion (EDI), the new Codes of Practice and practice guidance, and strengthening the focus on positive cultures – particularly the links between well‑being, strength‑based practice and compassionate leadership
· continued to provide up-to-date, evidence-based tools and resources by promoting our well-being offer to the sector. There were regular visits to our well-being webpages and framework, which totalled 3,784 during the year, with 486 of the visits being to our framework pages
· asked attendees at our Well-being Week events if they were aware of the framework. Of those who responded, 53 per cent said yes. Some gave examples of how they used it, including: 
· “It keeps you on track with your well-being and I use some of the tools in my reflective practice, in particular the personal well-being checklist.”
“It's clear and something I can refer to when needed when supporting staff.” 
“It's a good reference or stepping stone for delivering training reflective of the framework.”



[image: Quotes outline]

 
· 

	2. a) Establish a framework that makes sure there’s parity, fair reward and recognition:
· for social care workers, through the Social Care Fair Work Forum pay and progression framework.


The Social Care Fair Work Forum:
· launched a new draft voluntary pay and progression framework for social care in Wales. Designed to highlight career pathways and opportunities, the framework sets out five job bands covering roles supporting adults or children and young people. Each band outlines the expected values, attributes, skills, knowledge and understanding. The framework doesn’t currently include expected pay scales, but it proposes a starting pay point. More information on pay scales will follow
· commissioned the Institute of Public Care (IPC) to undertake research to deepen our understanding of issues related to pay in the social care sector in Wales. This research will provide an up-to-date picture of the factors affecting pay, recruitment and retention, and will directly inform further pay updates to the voluntary pay and progression framework and future policy discussions through the Social Care Fair Work Forum.








	2. b) Establish a framework that makes sure there’s parity, fair reward and recognition:
· for social workers, through the Welsh Local Government Association (WLGA) led consideration of consistent social work terms and conditions options appraisal. 


The WLGA:
· progressed work to inform discussions on the future direction of pay, terms and conditions for the social work workforce in Wales. A detailed discussion paper was considered by the WLGA Executive Board in January 2026, bringing together evidence from national scoping work on pay harmonisation, the emerging Social Care Pay and Progression Framework, and the implications of the Employment Rights Act 2025. The paper highlighted ongoing recruitment and retention challenges linked to pay disparities and wider workforce pressures, explored potential approaches to greater national consistency, and set out key considerations for local government as Welsh Government develops proposals for fair pay agreements and a Welsh Social Care Negotiating Body. The WLGA board provided views and comments on the issues raised and identified a number of broad principles and areas for further exploration to help inform the WLGA’s ongoing engagement with Welsh Government and sector partners over 2026 to 2027. No decisions were taken, and further work is needed to support local government’s position as the national policy and legislative context continues to evolve.

3. Continue research and engagement work, including an annual independent survey of workers, and use what we learn to improve how we support workforce well-being.
We: 
· carried out our 2026 ‘Have Your Say’ survey and published the 2025 findings. The survey asks social care workers about their experience of working in social care. Just like in previous years, workers had the opportunity to answer questions on things like their health and well-being, pay and conditions, and how they feel about working in the sector. In total, 7,565 social care workers responded to the 2026 survey, from a wide range of roles. This was an increase of more than 1,900 on the number who responded last year. The 2026 results will be available later in 2026
· published five new evidence summaries that present research findings in ways that are easy to understand. The summaries were on the themes of:
· supporting older LGBTQ+ people in social care 
· supporting older people’s social inclusion and access to care 
· responding to child to parent abuse 
· transitions: perspectives of young people and their families
· transitions: co-production and supporting care leavers.
· presented at the National Institute for Health and Care Research (NIHR) School for Social Care Research (SSCR) annual conference on the topic of ‘Rethinking evidence standards - creating evidence summaries for the social care workforce’
· published two new briefings for the workforce insight series titled:
· [bookmark: _Hlt227572617][bookmark: _Hlt227572618]improving terms and conditions for the social care workforce in Wales 2025
· supporting the well-being of the social care workforce in Wales 2025.

· published a webpage for recruitment agencies to support their understanding about their role in the registration and fitness to practise processes
· published six new data summaries, designed to make complex information accessible and actionable. They highlight patterns, challenges and opportunities in social care, helping professionals, policymakers and the public understand the bigger picture on the following topics:

· sandwich carers, people who have caring responsibilities for both dependent children and adult relatives
· how people feel about social care in Wales 
· children looked after and substance misuse 
· how long people work in social care, and why they leave
· how do we prevent the abuse and neglect of older people in Wales? 
· digital exclusion, social isolation and scams: the risk factors for financial abuse.

· published a report about how people from Ethnic Minority groups working across social care in Wales can be supported to progress in their careers. This research was carried out by the Institute of Public Care (IPC), part of Oxford Brookes University, on behalf of Social Care Wales
· published a new report to help better understand how volunteering contributes to social care in Wales. The report was based on a Welsh Council for Voluntary Action (WCVA)-funded research study, which we commissioned in 2024. The study gathered insight from volunteers, social care staff and other stakeholders around their experiences of volunteering, with a specific focus on volunteering in residential care homes supporting older people in Wales. Lynne Connolly, Helpforce Cymru Manager at WCVA, said: 
“WCVA is proud to support the publication of this important research. Volunteers play a vital, yet often under-recognised role in supporting both individuals and services in the sector. This study helps us understand the benefits and challenges related to volunteer involvement and we look forward to applying the findings to enhance volunteer engagement and improve outcomes across the care system.”
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· collaborated with the Social Care Linked Data Lab (CARE Lab), led by Cardiff University’s Centre for Adult Social Care Research (CARE), exploring data linkage in adult social care. CARE Lab is a three-year programme funded by the National Institute for Health and Care Research (NIHR) from April 2025 to March 2028. The aim of CARE Lab is to understand more about adult social care provision in Wales. This will help inform policy and improve services for people in Wales and across the UK. We’ll provide CARE Lab with strategic support and help to share findings with the social care workforce through accessible content like research briefings
· published our Ymlaen 2025 to 2026 implementation plan, setting out how we’d work with key partners to support and achieve the ambitions of Ymlaen, our research, innovation and improvement strategy
· brought together a group of national social care partners to support the implementation of Ymlaen
· took part in the 2025 Datathon hosted by ADR Wales and published a blog on what a datathon is, how teams tackled a challenge around young people’s transition to adulthood, and why events like this matter for social care
· commissioned Frame and newydd I new to conduct a new piece of user research that will help us shape a multidisciplinary support offer for local authorities. This work supports a two-year project, aimed at understanding whether bespoke, multidisciplinary support packages can better enable innovation, improvement and service transformation in local authority social care
· continued to promote our project finder as a resource for people who lead, develop and deliver social care services to know more about work that’s happening across Wales. We worked with project leads, as well as in partnership with other organisations, to develop further project entries. We added nine new projects to the project finder this year, including: 
· evaluating the impact of the People Speak Up charity
· creating an evidence-informed toolkit to support care leavers’ engagement with multi-agency services
· a strengths-based approach to preventing domestic abuse in Swansea
· free social community app for adults with learning disabilities and additional support needs
· respite through leisure services for carers in Bridgend and Merthyr Tydfil
· Marie Curie West Glamorgan Dementia Care and Respite Service
· microenterprises for care and support in Rhondda Cynon Taf
· reshaping adult services in Powys through local hubs
· supporting individuals with complex behaviours that challenge to stay with their families.
For the social work workforce plan, we:
· have used findings from the annual Have Your Say survey to inform workforce planning and engagement activity. Survey insights have shaped and influenced the direction of the social work workforce plan, as well as our ongoing approach to engagement. This evidence continues to inform further engagement activity and refinement of the social work workforce plan during the first half of 2026 to 2027, making sure that workforce well-being activity is grounded in staff experience and feedback.

For the strategic mental health workforce plan, together with HEIW we:
· contributed to research led by the School of Medicine at Cardiff University that examined the lived experience of AMHP practice in Wales. The study explores how AMHPs experience the role in practice, identifying key themes, impacts and areas of challenge. Findings will be published in 2026 to 2027 and will inform targeted support to strengthen the role, improve well-being and increase visibility and understanding of AMHP responsibilities across partner agencies under the Mental Health Act.


4. Support workforce well-being through the ongoing promotion of existing and new well-being resources and services, including Canopi and the care worker card.

Together with HEIW we: 
· continued to promote the mental health support service Canopi. 
We:
· delivered 34 well-being information and learning sessions to a total of 789 people on the following topics:
· Carers Leave Act
· compassionate leadership and well-being
· managers and workers mental health toolkit sessions
· your well-being matters
· men’s mental health
· supporting unpaid carers in their workplace
· employers supporting menopause.


· delivered 12 well-being presentations and information sessions to over 536 people, including:
· supporting the delivery of a session for the Welsh Government best practice network, identifying local authorities to share best practice examples around workplace well-being 
· presenting a symposium on well-being at work organised by Hywel Dda University Health Board, where the audience were managers of adult care homes
· connecting with community voluntary councils through the all-Wales health and social care facilitators meeting
· connecting with north Wales engagement practitioners through the practitioners engagement forum
· presenting to early years and childcare managers and practitioners as part of the autumn school and learning week
· connecting with child and family team leads from north Wales through the north Wales family information service network
· attending the Wrexham provider forum
· presenting at the North Wales Women’s Health Conference
· attending employer support roadshows to share information on workforce well-being
· delivering a session on well-being as part of Social Work Week
· session with Responsible Individuals Community on supporting individual and team well-being through inspection.

· held our second Well-being Week, which was a positive space where people in the sector came together to learn about well-being and share best practice. Our sessions included: 
· supporting stress and anxiety in work
· leading with emotional intelligence
· a great place to work
· the power of storytelling
· women and confidence
· men’s mental health
· prioritising your well-being working as a Responsible Individual
· listening and connecting
· supporting people with long-term conditions to stay in and return to work.
A total of 405 people attended across nine sessions. Of those who gave us feedback, 98.5 per cent said they’d learned something new, and 98 per cent said they learned something they could use in the workplace. Feedback included:
[image: Quotes outline]“Thank you for the session today. I am really eager to embed new strategies into my workplace and share with my colleagues. I think networking and sharing ways of working is so important and I found a lot of value in listening to the guest speakers.”




· continued to promote our well-being e-learning modules. During the year, 122 people accessed the personal well-being e-learning module and 147 accessed the workplace well-being e-learning module
· ran three employer support roadshows during the year. Two were face to face in Bangor and Newport, and one was online. The agenda for the events included anti-racism in social care, e-learning modules on anti-racism and HIV, an introduction to the support available on qualifications and induction (AWIF), well-being at work, our Welsh-language offer and sharing Age Cymru’s ‘Open doors, connected lives’ toolkit. Overall, 51 people attended the events, representing 36 organisations
· continued to promote and share information about the Care Worker Card. This card recognises health and social care workers as key workers and allows people to access a range of benefits. During the year we issued 5,125 digital cards.

For the social work workforce plan, we:
· put together a variety of sessions for Social Work Week which included topics that would support well-being at work. 

For the strategic mental health workforce plan, together with HEIW we:
· launched Ffordd, a digital well-being hub for the mental health workforce. Aligned with the strategic mental health workforce plan and the Mental Health and Well-being Strategy 2025 to 2035,  Ffordd has been developed to offer a national support service for the mental health workforce across Wales. It has been so well received that it has also been rolled out to the wider non-specialist mental health workforce.



5. [bookmark: _Int_zBDhyCkd]Maintain networks and communities to share different ways of improving workforce well-being.

Together with HEIW, we: 
· continued to share good practice and resources between health and social care to drive improvement, and gave each other places on our health and well-being networks to strengthen links and collaboration. 
We:
· continued to support our established communities, including:
Your well-being matters network: The membership grew to 319 people. Members receive regular updates about workforce well-being and are invited to learning and support sessions, either online or in person. 
New Models of Residential Children’s Care Community of Action: We created a regular, collaborative forum for local authorities to share learning, support peer development and respond to emerging statutory and practice requirements. The community enabled practical service improvement through shared resources, in‑person visits, evidence‑informed learning and joint commissioning activity, directly contributing to strong inspection outcomes, cost efficiencies and improved workforce capability. Members consistently reported the value of open access to people, information and real‑time problem solving, with the community described as purposeful, relevant and meaningful in supporting new and developing residential care models across Wales.
Place-Based Care Community: In light of changing priorities, and after engaging with members and key stakeholders to understand potential impacts, we decided to close this community. We explored alternative options for managing the community before coming to this decision. During the community’s final year, sessions included:
· three ‘Let’s look at evidence together’ sessions 
· three ‘In the loop’ session, covering various topics
· two face-to-face events held jointly with the Evidence Community, where Dr Tegan Brierley-Sollis presented research, evidence and experiences around trauma, vicarious trauma and trauma-informed practice (in north and south Wales)
· a series of ‘Coffee and connect’ sessions
· [image: Quotes outline]a session on a collaborative community approach to the adult social care front door, with guest speakers from SPINDL CIC. An attendee at this session commented: "Huge amount of expertise and insight across this network - really helpful to bring it together and to explore these issues collectively.”




· a ‘Learning together’ session exploring the evidence and practice around place-based care and reviewing progress. 

Responsible Individuals Community: Membership has grown to 238, and there were 16 events throughout the year. Sessions have included:
· four sessions with CIW bringing inspectors and RIs together to explore complex topics
· a series of roundtable discussions bringing RIs together to share insights, challenges and learning from specific settings
· a focused session on the evidence summary on 'Improved well-being and workforce retention'
· an update on the removal of profit from children’s residential care 
· presentation by Cwmpas about the free support they can offer 
· being joined by a workforce development lead to engage with community members to gain insights about RI training 
· Care Forum Wales updating members on its services
· a ‘Capturing outcomes’ session delivered by Developing Evidence Enriched Practice (DEEP)
· a focused session on AI, where members were updated on the different resources available to the sector
· a focused session on anti-racism
· publishing 33 new blogs, 51 news articles and 19 discussion posts on the community’s online platform.

Evidence Community: membership has grown to 317 members and there were 15 events during the year. Sessions and activity included:
· a community of enquiry on the topic of intergenerational activities  
· five ‘Reflecting on evidence’ sessions looking at different research on a variety of themes
· six 'Research conversations' workshops where researchers came to share their findings and talk to practitioners about what these could mean for future practice
· co-hosting two in-person events around trauma-informed practice and vicarious trauma with the Place-Based Care Community
· a session on the new Research, innovation and improvement skills resource
· publishing several new blogs and news articles on the community’s online platform. 
Strength-Based Practice Community: Membership has grown to 186 and, alongside this, we held three online meet-ups for strength-based practice mentors, attended by an average of 44 per session. The community and network provide a space for practitioners to connect, share best practice and learn from one another across different settings. We also launched a new national strength-based practice mentors group, who champion strength‑based practice in their organisations. 
Camau Learners Community: We continued to provide an online space for Camau learners to connect with each other, share their experiences of the courses and support each other while using what they’ve learned. Created in partnership with the National Centre for Learning Welsh, the Camau courses are bespoke for the social care sector and are bitesize, flexible learning that focuses on the Welsh words and phrases workers are most likely to need when they’re communicating with the people they support. 
· launched our new leadership network, which is an online space for a cross-section of leaders across the sector to come together to interact, share examples of compassionate leadership in practice and support each other to embed compassionate leadership in a pragmatic and sustainable way in their organisations. Since launching in October 2025, the network has grown to 177 members, and online sessions will be held monthly as requested by network members
· continued to promote the communities of practice support and development service to support people to run their own communities for social care in Wales. 

For the social work workforce plan, we
· merged our community of practice for those supporting newly qualified social workers with our existing network for social work practice educators, to become our new ‘Supporting Social Work Futures Network’. Membership of this network has expanded to include everyone involved in supporting, assessing, or educating social work students and newly qualified social workers.

For the strategic mental health workforce plan, together with HEIW we:
· continued to champion the role of AMHPs within Wales and supported AMHPs locally and nationally
· continued to support AMHPs’ engagement with Welsh Government and stakeholders to make sure any implementation plans have a strong AMHP voice, including supporting changes to the Welsh Mental Health Code of Practice

· launched the national AMHP Community of Practice to support connection, learning and professional development of AMHPs across Wales. The online community has 157 members and links AMHPs and AMHP students, enabling information sharing, debate, access to academic resources, and collaborative working groups focused on workforce well-being and continuous professional development
· continued to run the all-Wales approved mental health professionals’ lead network, which is well supported by lead AMHPs and local authorities across Wales. It’s a vibrant, motivated professional group with a focus on sharing mental health related issues and supporting best practice 
· continued to represent Wales on the National AMHP lead network forum (a UK body), contributing to feedback around issues raised in Wales. This included co-chairing an AMHP focus group on emergency powers related to the public consultation on Section 136 (S136) and delegation of police powers. S136 is a power under the Mental Health Act that allows the police to take someone to a safe place if they appear to be experiencing a mental health crisis and are in a public place, so they can be assessed and kept safe
· supported the national AMHP voice by facilitating a series of focus groups across Wales and England, gathering practitioner insight on the potential delegation of police powers to authorised others and contributing evidence directly into the national public consultation.

7. Provide guidance about the purpose, function and benefits of organisational safety committees that address all aspects of workplace safety, including well-being.

The Social Care Workforce Partnership:
· published in February 2026 the first of its best practice exemplar human resources policies for the social care workforce on recognition agreements, grievance and disciplinary policies and procedures. We expect a third policy on health and safety to be published soon.
This has been an important step to support more consistent policy approaches and better working conditions across the sector. The first of these model policies were published in February 2026. The documents can be adapted to suit local arrangements but encourage fair and consistent employment practices. The partnership will now consider their priorities for 2026 to 2027. 





9. Welsh Government will explore options for mental health support to volunteers and unpaid carers.
Welsh Government:
· continued to implement the Strategy for Unpaid Carers: delivery plan 2025 to 2026 which set out the immediate priority areas to improve recognition and support for unpaid carers across Wales
· launched a consultation on a new national strategy for unpaid carers, which has been informed by what unpaid carers and their representative organisations told us mattered most to them
· incorporated the Charter for Unpaid Carers in the National Framework for Commissioning Care and Support, strengthening its role in shaping commissioning practice and reinforcing expectations around recognition and support for unpaid carers
· continued funding for Carers Wales to deliver well being support for unpaid carers
· published A New Approach to Volunteering, setting the policy framework for volunteering across sectors, including health and social care. Key commitments that directly affect social care volunteers include:
· making volunteering safer, better supported and more inclusive
· encouraging flexible and shorter‑term volunteering, reflecting modern care settings
· improving the quality of volunteer management, supervision and support
· treating volunteers as a core part of community‑based care rather than informal “add‑ons”. 
10. Develop and put in place recommended training about equality and diversity.
We:
· launched our bilingual anti‑racism e‑learning during Black History Month. Co‑produced with people with lived experience, the training reflects our commitment to inclusion and is fully aligned with the Welsh Government’s Anti‑racist Wales Action Plan
· launched a ‘train the trainer’ anti-racism programme of support to help professionals in the social care sector to gain a deeper understanding of anti-racist practise through workshops, discussion and hearing about lived experiences of racism. As part of this programme of support, we delivered sessions in Cardiff, Swansea and Llandudno Junction with this programme continuing into 2026 to 2027
· launched the bilingual HIV training course and resource Can't Pass It On as part of World Aids day, developed in partnership with the Terrence Higgins Trust. The self-directed learning resource aims to increase awareness and understanding of HIV, how it’s passed on as well as what happens when someone with HIV is on effective treatment. It’s available for all adult social care professionals as well as anyone working with people growing older with HIV and supports the Welsh Government’s HIV Action Plan.
Welsh Government:
· launched a new modern slavery e-learning, with the resources designed to improve knowledge and awareness of modern slavery and effective ways of tackling it.

42. Develop information and resources to support international workers and employers.
Welsh Government:
· established the National Advisory Service (NAS) as a first point of contact for overseas social care workers who have been, or are due to be, displaced following the revocation of their employer’s sponsorship licence, or overseas social care workers who are seeking alternative employment. The NAS aims to support overseas social care workers to identify and secure ethical alternative employment in the social care sector. The NAS provides support by: 
· supporting overseas social care workers affected by sponsor licence revocation to find alternative employment with registered providers, alongside their own independent job‑search activity
· signposting workers to relevant opportunities and support, including job fairs, CV and interview preparation, and access to legal, housing, financial and well-being support services
· prioritising support for workers formally identified by UK Visas and Immigration (UKVI) as displaced due to their employer’s sponsorship licence being revoked, ahead of those seeking alternative employment more generally
· signposting workers to appropriate organisations for further or independent legal advice where required
· providing access to relevant information to enable overseas social care workers to make informed decisions about their options
· proactively engaging with social care employers who either hold a sponsorship licence or are considering applying for one and are interested in recruiting overseas workers.

· progressed the development of a vacancies register as part of the National Advisory Service (NAS), which can be shared with displaced overseas social care workers who are actively seeking alternative employment. This enables workers to apply directly for suitable roles with registered providers. The register also provides social care employers with access to a pool of candidates who are ready and eligible to work in the social care sector and who may bring valuable skills and experience gained in previous roles, supporting more efficient recruitment and reducing the need to start the process from scratch.

We:
· published two new resource guides – one to support employers of workers who are new to Wales, and the other for workers who are new to working in social care in Wales. These resources bring information together in one place and are continually updated as new guidance is issued by the UK and Welsh governments. The guides also refer to the National Advisory Service (NAS).  

[bookmark: _Toc163657837][bookmark: _Toc192160552][bookmark: _Toc203054134]Actions to be progressed during 2026 to 2027: 

8. Look into and report on the best way to embed and monitor progress on well-being approaches through existing regulatory processes.
· There are ongoing discussions between Social Care Wales and CIW in relation to this action which will be progressed further in 2026 to 2027. This work will also link to the positive cultures programme of work being undertaken by both organisations









[image: ]
[bookmark: _2._Attraction_and][bookmark: _Toc203054135]2. Attraction and recruitment


[bookmark: _Toc163657842][bookmark: _Toc192160555][bookmark: _Toc203054136]Our ambition by 2030

[bookmark: _Toc163657843]Health and social care will be well established as a strong and recognisable brand and the sector of choice for our future workforce.

[bookmark: _Toc192160556][bookmark: _Toc203054137]Impact measures

[bookmark: _Hlk140128931]Attraction and recruitment are affected by a range of factors, so positive progress for this theme, would mean:
· maintaining the percentage of people who join the sector as they want to make a difference 
When asked as part of the 2025 Have Your Say survey why they decided to work in social care, 50 per cent of people wanted a role in which they would make a difference (down from 69 per cent in 2024 and 63 per cent in 2023). 

· reducing the percentage of vacancies as a proportion of the sector 
From the 2025 Workforce data collection there was a total of 6,103 vacancies[footnoteRef:22], which represents 7.2 per cent of the workforce. In 2024, there was an estimated 5,346 vacancies – 757 less than 2025. [22:  Social Care Wales (2026) Social care workforce report 2025. Available at https://socialcare.wales/research-and-data/workforce-reports] 


· reducing the percentage of employers reporting challenges in staff availability 
The 2025 Have Your Say survey identified four main recruitment and retention challenges facing social care employers:

1. Staff retention
Retaining staff was the most significant challenge and was closely linked to high workloads, increasing complexity of care, long hours and limited clinical or supervisory support. Respondents reported growing responsibility and accountability without corresponding support, contributing to burnout and turnover.
2. Low pay
Pay levels were widely viewed as uncompetitive when compared to other sectors offering higher wages for roles perceived as involving less responsibility. Low pay was seen as both a barrier to attracting new entrants and a key reason for workers leaving the sector.

3. Poor working conditions
High workloads and reduced staffing levels were reported across services. Respondents described fewer staff covering increased demand, making roles unsustainable and discouraging people from remaining in, or returning to, the sector.

4. Lack of respect and recognition
Respondents highlighted a perceived lack of public and professional recognition for social care roles, often describing the sector as undervalued in comparison to the NHS. This was felt to undermine morale and reinforce recruitment and retention difficulties.

· improving length of service, using data from the Register of social care workers to measure retention 
We’ve used data from the Social Care Wales Register, as at February 2026, to show how long people have been in their current roles across different parts of the social care workforce. Figures 2 to 9 show the average and median years in post for different social care roles, and these figures form the baseline measures for 2025 to 2026. If retention improves, we’d expect to see both the average and the median years in post increase over time.
Overall, managers tend to stay in their roles longer than frontline staff. This suggests good stability at leadership level, which helps with continuity, quality of care and regulatory confidence.
Frontline care workers are more likely to be new to their roles. In adult care homes and domiciliary care especially, many staff have been in post for a relatively short time. This reflects the ongoing challenges with recruitment and retention in these roles and highlights the importance of good induction, supervision and support during the early stages of employment.
Domiciliary care shows the highest turnover risk. Home care workers are more concentrated in the shortest time‑in‑post categories, indicating higher levels of movement in and out of roles compared with some other parts of the sector.
Children’s residential care appears more stable. Both managers and workers in children’s residential services show a wider spread of time in post, with a noticeable number of longer‑serving staff. This suggests stronger workforce stability in this part of the sector.
Social workers show a mixed picture. There’s a combination of newly appointed and more experienced social workers, reflecting continued entry into the profession alongside retention of experienced practitioners.
We can say from analysing the data that the first few years in a role are critical for retaining staff, especially in frontline care roles, and having stable and experienced managers is a strength across the sector.
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	Figure 2: Adult care home managers 
	
	Figure 3: Adult care home workers


	Number of years in post
	
	Number of years in post

	[image: Graph showing that the average years in post for adult care home managers is 7.52, while the median years in post is 4.]
	
	[image: Graph showing that the average years in post for adult care home worker is 5.67, while the median years in post is 3.]
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	Figure 4: Domiciliary care managers

	
	Figure 5: Domiciliary care workers


	Number of years in post
	
	Number of years in post

	[image: Graph showing that the average years in post for domiciliary care manager is 7.72, while the median years in post is 5.]
	
	[image: Graph showing that the average years in post for domiciliary care worker is 6.30, while the median years in post is 4.]
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	Figure 6: Residential child care managers

	
	Figure 7: Residential child care workers


	Number of years in post
	
	Number of years in post

	[image: Graph showing that the average years in post for residential child care managers is 4.13, while the median years in post is 2.]
	
	[image: Graph showing that the average years in post for residential child care worker is 3.75, while the median years in post is 3.]
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	Figure 8: Qualified social workers
	
	Figure 9: Other


	Number of years in post
	
	Number of years in post

	[image: Graph showing that the average years in post for qualified social workers is 6.02, while the median years in post is 4.]
	
	[image: Graph showing that the average years in post for other workers is 4.79, while the median years in post is 4.]
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· improving how valued the workforce feels 
In terms of how much people felt valued by different groups they interact with, the 2025 Have Your Say survey found that:
· 68 per cent felt valued by their manager, down from 70 per cent in 2024 and up from 61 per cent in 2023 
· 78 per cent felt valued by their colleagues, down from 80 per cent in 2024 and up from 71 per cent in 2023 
· 81 per cent felt valued by the people they support, up from 80 per cent in 2024 and 76 per cent in 2023 
· 56 per cent felt valued by partner agencies, down from 57 per cent in 2024 and up from 48 per cent in 2023 
· 50 per cent felt valued by the general public, consistent with 51 per cent in 2024 and up from 44 per cent in 2023. 

· improving how the public perceives the workforce 
In January 2025, we commissioned Beaufort Research to ask 1,000 members of the public in Wales a series of questions to find out what they think about the social care sector. 
· 73 per cent said they have confidence in people who work in care (up from 72 per cent in 2023)
· 65 per cent told us they think residential care workers are always skilled and professional in what they do (down from 67 per cent in 2023)
· 62 per cent think home care workers are always skilled and professional in what they do (down from 65 per cent in 2023). 

[bookmark: _Toc163657844][bookmark: _Toc192160557][bookmark: _Toc203054138]Workforce strategy actions 2024 to 2027

[bookmark: _Toc192160558][bookmark: _Toc203054139]Progress of actions during 2025 to 2026:

11. Continue to promote social care as a career of choice to the public, with an emphasis on schools, colleges and underrepresented groups.

Together with HEIW, we: 
· continued to support and co-chair a joint health and social care careers network to share good practice and resources to improve recruitment and retention across the sectors
· continued to support further developments of the Careersville resource.
We:
· provided ongoing funding for seven regional connectors, helping to embed WeCare Wales recruitment and attraction support in regional and local structures
· launched the WeCare Wales monthly newsletter, highlighting our work and the WeCare Wales offer
· celebrated various celebration and awareness weeks and events including:
· Pride march 
· Social Work Week 
· Learning Disability Week 
· Carers Week
· National Apprenticeship Week
· World Mental Health Day.
· developed local branded resources and ran the national campaign to support recruitment into children’s residential care. Throughout the campaign, the WeCare Wales social media channels had over four million views, 14,563 clicks and 829 post engagements. As part of the national campaign:
· various resources were promoted, including children’s home video stories, social media quote cards, images and local authority assets
· we shared the young people’s story, where a young person in care for eight years described how consistent, patient support from their carer helped them overcome anxiety, build confidence and feel at home, transforming their daily life and relationships 
· we shared Sian’s story. Sian worked in factories and as a lifeguard before finding her perfect career working with children in the care sector
· we promoted careers in children’s residential care through a ‘Getting into residential children’s care’ webinar, where sector professionals shared their career journeys and day‑to‑day experiences, and we highlighted the training and progression opportunities available.
· celebrated the invaluable contributions apprenticeships make to the social care and childcare sector in Wales, as part of National Apprenticeship Week. As part of the campaign, we ran a webinar promoting career opportunities in early years, childcare, and health and social care to help young people explore new pathways, which was attended by 49 people


· supported ‘A Taste of Care’, an event at Butetown Community Centre celebrating the diversity of Cardiff and the Vale’s care workforce through food, dance and cultural activities. The event featured performances, workshops and information stands from local-authority partners, along with opportunities for attendees to learn about WeCare Wales and express interest in becoming ambassadors
· supported Carefest, which was held in Merthyr Tydfil and brought together students from three colleges with care professionals, ambassadors and providers to give real insight into careers in early years, health and social care. The event included speed‑networking sessions and interactive workshops – covering early years, sensory approaches and dementia care – to help inspire the next generation of care professionals
· attended Skills Cymru, Wales’ largest careers and skills event held at the Utilita Arena, Cardiff. The event brought together national and local employers, universities, colleges and training providers to inspire young people aged 14 to 24, as well as their parents, carers and teachers. Around 780 students visited our stand, where they explored a variety of social care and early years roles through interactive activities and resources 
[image: Two people stand at the WeCare Wales exhibition booth at the Skills Cymru event wearing virtual reality care headsets to get an immersive glimpse into real care environments and job roles]
· partnered with Swansea Council and Neath Port Talbot Council to support the inaugural Together WeCare Awards, a prestigious new event dedicated to honouring the exceptional professionals working across social care, childcare, play and early years in the West Glamorgan region (Swansea and Neath Port Talbot)
· published a range of news articles promoting the WeCare Wales Ambassador scheme, which features blogs from Sophie, Glennie, Leah and Sarah, some of our WeCare Wales Ambassadors, about their role and how they got into care
· hosted a bilingual Learners Week to mark Carers Week, delivered in partnership with our Welsh Engagement Lead Officer and supported by the E-sgol platform. The sessions reached 2,850 pupils in years five and six across Wales, raising awareness of the role of social care and carers through age‑appropriate content. Feedback from schools was very positive, with teachers reporting meaningful classroom discussions. The collaboration will continue next year, building on the success of this year’s programme. All the resources used during the sessions can be found here
· promoted the North Wales Regional Partnership Board (NWRPB) attendance at the Wrexham National Eisteddfod, where they offered visitors a chance to learn more about the vital work being done to improve health and well-being across the region. WeCare North Wales were also present to promote careers in care, with a special focus on engaging activities and resources for all ages 
· ran a series of free interactive workshops designed specifically for social care managers responsible for recruitment and staff retention. These sessions aimed to tackle the ongoing challenges in attracting and keeping talent in the sector
· highlighted the vital role of volunteers in care by visiting organisations across Wales and sharing a series of case-study videos showcasing their contribution and impact as part of Volunteering Week. These videos include Shining Stars Cardiff, Age Connect Torfaen and RAY Ceredigion. The campaign celebrated the diversity and importance of volunteering, with volunteers describing how their roles build confidence, connection and community, reinforcing the essential role volunteers play in strengthening the care sector
· continued to support and coordinate the WeCare Wales Stakeholder Advisory Group, which includes stakeholders including the early years and childcare partners, local authorities, ADSS Cymru, Department for Work and Pensions, Careers Wales, and awarding organisations such as City & Guilds and the Welsh Joint Education Committee (WJEC), to strengthen the links between job seekers and careers in social care.

For the social work workforce plan, we
· supported awareness of social work with a national TV advert on ITV Wales and S4C, as well as on-demand services. Alongside the TV campaign, we also advertised on buses across Wales. This work was carried out during March to align with Social Work Week and World Social Work Day
· published a blog from social worker Sam from Cardiff and Vale, highlighting her journey from personal experience to a career in social work, her commitment to compassionate, strengths‑based practice, and the meaningful outcomes she has achieved with vulnerable adults. Her story showcases the impact of relational, person‑centred support, the value of continuous learning, and her advocacy for broader development opportunities in adult services

· developed a case study focusing on progression from the Social Services Practitioner (SSP) qualification to a social worker role and shared  Dominique’s story, who started out with big ambitions to become a teacher before a change of heart led to her pursuing a rewarding, fulfilling career in social work
[image: A picture of Dominique Lima, a qualified social services practitioner.]


· continued to promote the Social Work Bursary Scheme so that social work students in Wales know about the funding available to help them with the cost of study
· continued to support awareness-raising of social work and supported World Social Work Day.

For the strategic mental health workforce plan, together with HEIW we:

developed a dedicated webpage on the WeCare website to promote and attract interest in the AMHP role, providing clear information on the nature of the role, training requirements and career progression. The page also features career journeys from Adrian and Dave, two qualified AMHPs, to bring lived experience and visibility to the profession
continued to use the mental health careers ‘building’ in Careersville to promote mental health careers, offering resources, information and live events.




12. Continue to deliver programmes and plan schemes to widen access to careers in social care.
We:
· continued to deliver the Introduction to Social Care programme, with 5,094 people completing various elements of the programme during the year 
· continued our engagement work and delivered Introduction to Social Care training for under-represented groups and for the future workforce, including working in partnership with the King’s Trust.  

13. Hold an annual Accolades awards ceremony to celebrate the work of the sector.
We:
· celebrated the work of the sector at the 2025 Accolades awards ceremony. We shared the positive stories of the winners and finalists to build better awareness and understanding about the value of social care and the excellent work of the social care workforce. One hundred and twenty seven projects and care workers from across Wales entered or were nominated for the 2025 awards, a considerable increase on the 93 received in 2024. They were then whittled down to a final shortlist of 11 projects and seven workers or teams, by a panel of expert judges. The winners across the six categories were: 
· Building bright futures for children and families – Families First, Blaenau Gwent County Borough Council 
· Developing and inspiring the workforce – International Recruitment for Children's Social Workers, Bridgend County Borough Council
· Working in partnership – Connecting Carmarthenshire
· Working to the principles of strengths-based practice – Supporting People to Achieve What Matters, Flintshire County Council's Progression Team
· Inspirational leadership award – Avril Bracey, Head of Service for Adult Social Care at Carmarthenshire County Council 
· WeCare Wales award – Sarah Sharpe, Registered Childminder at Poppins Daycare in the Vale of Glamorgan
[image: Social Care Wales Chief Executive speaks on stage at the 2025 Accolades, alongside a BSL interpreter.]








· launched the 2026 Accolades and received 141 entries, the highest number ever. The award ceremony will be held on 2 July 2026
· celebrated workers who provide care through the medium of Welsh through the 2025 Caring in Welsh award, held at the Wrexham National Eisteddfod. The winner, Myfanwy Harman, manager of Cylch Meithrin y Gurnos in Merthyr Tydfil, was chosen by a public vote in which more than 4,900 people voted. 

15. Implement approaches to better understand and improve public perceptions.
We
· attended the Senedd marketplace in September to share information about our work and the social care sector, and to answer any questions they had. We met with 14 MSs from across the political spectrum. 

16. Improve sector recruitment and retention practices, including developing a retention framework and resources to support good employment practice, for example retention and exit interviews, succession planning guidance and safer recruitment guidance.
We
· ran a workshop on values-based recruitment where Kerry Cleary, a values-based leadership coach, addressed the common challenges facing the social care sector 
· published two blogs, one titled Values-based recruitment: Why is it challenging to recruit and retain staff who care? and the other on Five top tips for embedding values-based recruitment into your organisation 

· developed in partnership with Kerry Cleary a values-based recruitment toolkit to provide a clear, practical framework with tips, templates and resources to support children's residential social care employers to review and enhance every stage of their recruitment processes, from job adverts through to induction 
· continued to promote the attraction, recruitment and retention guide, which includes advice about things like how best to attract people to work in the sector and make staff feel valued once they’ve joined, and the user personas toolkit, which describes how user personas can be used to support jobseekers in the social care sector, with several example personas.

[bookmark: _Toc192160559][bookmark: _Toc203054140]Actions to be progressed during 2026 to 2027: 

	17. Consider and scope systems that monitor:
· learners’ journeys from when they complete their award through to employment 
· retention once they are in employment
· the journey from the WeCare Wales website into employment.




· This action will be progressed further in 2026 to 2027.












[bookmark: _Toc163657848][image: ]
[bookmark: _Toc203054141]3. Seamless workforce models


[bookmark: _Toc163657852][bookmark: _Toc192160562][bookmark: _Toc203054142]Our ambition by 2030

[bookmark: _Toc163657853]Multi-professional and multi-agency workforce models will be the norm.

[bookmark: _Toc192160563][bookmark: _Toc203054143]Impact measures

Seamless working is affected by a range of factors, so positive progress in this theme, would mean:
· engaging with regional workforce boards every year to get feedback about how integrated workforce needs are met
Regional Partnership Boards have been created as part of the Social Services and Well-being (Wales) Act to:
· improve the well-being of the population
· improve how health and care services are delivered.
All Regional Partnership Boards must:
· create a regional population assessment and a regional area plan
· create a regional annual report
· show citizen engagement and co-production.

There are seven Regional Partnership Boards in Wales:
· Cardiff and Vale Regional Partnership Board
· Cwm Taf Morgannwg Regional Partnership Board
· Gwent Regional Partnership Board
· West Wales Regional Partnership Board
· North Wales Regional Partnership Board
· West Glamorgan Regional Partnership Board
· Powys Regional Partnership Board
· annual monitoring and reporting of the Social Care Wales Workforce Development Programme (SCWWDP) to understand the workforce priorities of integrated services. 
The Social Care Wales Workforce Development Grant (SCWWDP) is a long-established grant programme to support training and workforce development across social care in Wales. We annually monitor the SCWWDP grant and report to our Board. We’ve published the national themes and findings report of how the SCWWDP grant was invested by regions in 2024 to 2025.

[bookmark: _Toc163657854][bookmark: _Toc192160564][bookmark: _Toc203054144]Workforce strategy actions 2024 to 2027

[bookmark: _Toc192160565][bookmark: _Toc203054145]Progress of actions during 2025 to 2026:

18. Continue to support practice frameworks and similar developments to emphasise and support multi-professional working.
Welsh Government:
published the National Multi-Agency Practice Framework for Children’s Services. The framework is a live working document, designed to evolve in response to changes in practice and the wider policy landscape across Wales. It will be supported by a suite of practical tools to strengthen and support multi-agency practice. The discussions at multi-agency workshops, facilitated by CASCADE, informed a summary report of priorities to progress multi-agency working. The report was circulated to all public-sector leaders by the Minister for Children and Social Care
published the National Practice Guidance for Therapeutic Support for Care Experienced Children as one of the first tools under the National Multi-Agency Practice Framework for Children’s Services. The guidance supports existing therapeutic services to work more closely across health, social care and the third sector, enabling care‑experienced children and young people to access trauma‑informed therapeutic support at the right time and in ways that meet their individual needs. Workshops with practitioners in each region progressed understanding and implementation of the practice guidance, and the discussions also fed into the summary report referred to above.




19. [bookmark: _Int_Hc3LrWgr]Continue to promote resources and networks, based on the multi-professional framework for integrated working, that showcase examples of effective multi-professional working.

The strategic programme for primary care:
continued to raise awareness, promote and support the implementation of the Multi-Professional Framework for Integrated Working  
began developing the primary care Careersville ‘building’ to increase awareness and understanding of primary care careers, showcasing the diversity of roles and the value of multi‑professional teamwork in delivering care.
We:
· continued to contribute to the delivery of the Learning Disabilities Strategic Action Plan, as part of our role on the ministerial advisory group
· continued to support and take part in regional workforce boards and Regional Partnership Boards 
· continued to support government policy and stakeholder initiatives. 

For the social work workforce plan, we:
 
continued to attend national meetings with workforce managers and the higher-education institutions so that we’re aware of any challenges facing the social work profession 
continued to co-ordinate and chair the Social Work Profession Stakeholder Group, providing a national forum for engagement and shared learning. Sessions during the year included:
· updates on the social work workforce delivery plan
· updates and discussion on the qualifying social work education review
· discussions on the draft mentorship guidance  
· exploration of options for social work continuing professional development (CPD) and updates on social work roles information and resources hosted on the Social Care Wales website
· updates on the international social work qualification equivalence processes and criteria
· introduction to newly launched resources for internationally qualified social workers
· a presentation from Powys County Council on local initiatives to support social work recruitment and retention
· regular updates from BASW Cymru.
ran, as part of Social Work Week, a session called ‘Stronger together – multi-agency working in a safeguarding context’, which looked at why multi-agency working is essential for safeguarding and highlighted the positive steps that have been made in Wales to make this more effective. We were joined in the session by colleagues from the Vale of Glamorgan, Gwent Police and Public Health Wales
arranged, again as part of Social Work Week, a session that was run by Social Work England titled ‘Regulation in a modern social work landscape’. In the session, leaders from the UK’s four social work regulators came together for a panel discussion that examined the realities of contemporary social work practice across the four nations. The session explored the complexity, pressures and challenges facing social workers, while highlighting how regulation can support and strengthen the profession. Through shared reflections, the regulators outlined how their differing approaches and regulatory responsibilities promote safe, reflective and confident practice. The discussion reinforced the role of standards and guidance in empowering social workers and supporting the development of confident, courageous practitioners, while underlining a shared commitment to public protection, workforce well-being and long‑term professional resilience.

For the strategic mental health workforce plan, together with HEIW we:

continued to support the All Wales Approved Mental Health Professional Leads Network to share good practice and resources to support role development and improvement
worked with partners to create 45 new mental health practice-based learning opportunities for Allied Health Professions (AHPs) across Wales in the NHS, social care and voluntary sector. Being present where mental health and well-being support is delivered has given students the opportunity to learn directly from individuals with lived experience, as well as from the professionals who support them. It helps them build real-world understanding, confidence and skills and raises awareness of mental health career opportunities for allied health professions. One of the students said: 
“I’m really glad to have had the opportunity to do this placement because mental health is all around us. It’s not just in one ward, one older adult mental health unit or one mental health hospital. If I was working in outpatients, I wouldn’t be nervous now about treating someone with any sort of mental health condition.”

[image: Quotes outline]





supported national implementation of the Right Care, Right Person (RCRP) policy by making sure the AMHP workforce has a dedicated standing agenda item on the national multi‑agency steering group. This enables consistent all‑Wales feedback to key stakeholders on where RCRP is working well and where improvements are needed, informed by AMHP expertise in risk management, citizen rights and least‑restrictive practice. A national AMHP data collection process has also been initiated to capture lived experience and inform proportionate, safe decision‑making through RCRP national meetings
established links with mental health colleagues in Northern Ireland and Scotland. This has led to the development of an international AMHP webinar involving Approved Social Workers (ASWs) and AMHPs from Northern Ireland and Wales. This initiative is intended as the first step towards a longer‑term international collaboration to support and strengthen the AMHP and wider mental health workforce nationally.

20. Continue to work jointly with HEIW on workforce plans that affect both sectors and make the most of opportunities for seamless working and joint training, including nursing, primary care and the joint mental health workforce plan.

For the strategic mental health workforce plan, together with HEIW we:

· continued to progress with the final-year implementation of the strategic mental health workforce plan (SMHWFP)
· published a 2025 newsletter to update and inform stakeholders of the progress against the ambitions of the plan and also produced a closure report detailing its achievements

· planned to transition from delivery through the plan to supporting implementation of the Mental Health and Wellbeing Strategy 2025 to 2035 through the NHS Wales Performance and Improvement-led Strategic Programme for Mental Health
· implemented a pilot to support AMHPs and Section 12 doctors, who are specially trained doctors who help make sure mental health assessments and decisions are safe, lawful and fair. The pilot is designed to reduce delays and improve experiences for people and families who need specialist Mental Health Act assessments during periods of crisis. The pilot will be evaluated in the local areas of implementation to inform future practice
· started working with Welsh Government to develop a detailed national implementation plan following the enactment of Mental Health Act reforms in December 2025. AMHPs have played an active role in shaping this work, including preparing and presenting to stakeholders at National Implementation Board level on the anticipated challenges and implications for AMHP practice arising from the reforms.
[bookmark: _Toc192160566][bookmark: _Toc203054146]Actions to be progressed during 2026 to 2027: 

21. In response to service models, adjust or implement workforce focused initiatives and resources to support working across health and social care boundaries.
· This action will be progressed further in 2026 to 2027.


[bookmark: _4._Building_a][image: ]
[bookmark: _Toc203054147]4. Building a digitally ready workforce 

[bookmark: _Toc163657861][bookmark: _Toc192160569][bookmark: _Toc203054148]
Our ambition by 2030

[bookmark: _Toc163657862]The digital and technological capabilities of the workforce will be well developed and widely used; to optimise the way we work and help us deliver the best possible care for people.
[bookmark: _Toc192160570][bookmark: _Toc203054149]Impact measures

Digital in Social Care (DiSC) Cymru brings together organisations across the social care sector in Wales to work collaboratively on digital change. It’s not a single organisation or system, but a structured, sector‑led national partnership that aims to support consistent, person‑centred and sustainable digital transformation across Wales.
The DiSC Cymru Framework is built around four strategic pillars:
· Big change – driving national reform, supporting health and social care integration, influencing policy and aligning funding. 
· Brilliant basics – identifying key challenges and putting key digital building blocks in place to underpin essential data, skills and processes. 
· Bright ideas – supporting research, innovation and pilots that can be scaled and embedded across Wales. 
· Building knowledge – establishing mechanisms to share learning, best practice and evidence to reduce duplication and accelerate improvement. 

The pillars are integrated and interdependent, working together to deliver the shared vision of better digital, better social care and better lives.
DiSC Cymru recognises that digital transformation in social care is not just about technology, but about people, culture, processes and leadership. It helps organisations assess digital maturity, build confidence and use digital tools in ways that improve outcomes for people who need care and support, unpaid carers and the workforce.
Going forward, impact measures for this theme of building a digitally ready workforce will be developed in partnership with national partners, making sure they’re meaningful, proportionate and aligned to sector priorities

[bookmark: _Toc163657863][bookmark: _Toc192160571][bookmark: _Toc203054150]Workforce strategy actions 2024 to 2027

Progress of actions during 2025 to 2026:

23. Continue to develop resources and consider opportunities to widen access to digital learning and development.
Together with HEIW, we: 
· continued to support the ongoing work of the Gwella professional development website, which sets out learning pathways and opportunities for professionals in social care and health
· started discussions with Digital Health and Care Wales to support the development of new digital learning modules for health and social care.

We:
· continued to promote our range of digital learning resources and learning modules
· launched our new social care Essential Skills Wales learning modules to support workers develop their literacy and numeracy skills in the workplace
· launched our new anti‑racism e‑learning
· published five specialist webinars on our website which were created in partnership with Traumatic Stress Wales and delivered by therapeutic practitioners. These are learning resources specifically for the residential child care workforce, and also for anyone working with children who may have experienced trauma
· continued to represent social care interests in a range of policy, working and steering groups and events including: 
· developing work through the Digital in Social Care (DiSC) partnership to support and enable digital transformation in social care in Wales
· the Local Government Collaboration and Innovation Copilot Sub Group
· participating in the Oxford AI Alliance to discuss how we can support the work in Wales and attending their national conference
· supporting the MediWales Connects conference by attending and co-ordinating a workshop for Life Sciences Hub Wales and North Wales RPB.
· presented our work on the algorithmic transparency recording standard at the Centre for Digital Public Services (CDPS) AI and Automation Community of Practice and wrote a blog about the work that we've done for the qualifications chatbot
· [image: Quotes outline]created and launched a new AI guide for social care in Wales, which attracted positive feedback, including: “Fantastic tool and document. Thanks for being so forward thinking and supporting the concept of AI in social care”




· published a new ’Supporting digital in social care’ webpage that will host all our work to support digital in social care.

For the social work workforce plan, we:

· ran a session as part of Social Work Week titled ‘Social work in the digital age: balancing rights and risks’, exploring how technology and AI are reshaping practice. An expert from Blake Morgan LLP discussed the legal and ethical challenges linked to social media, surveillance, privacy and emerging technologies, and how social workers can manage these risks while upholding people’s rights. The session covered key legal and professional frameworks, with practical examples to support decision‑making in complex situations
· delivered a social work-focused event on AI in November 2025, responding directly to requests from practitioners during Social Work Week for further learning. The event was attended by 180 people, with evaluation feedback showing a high level of impact, including:
· 85 per cent of respondents said they would think or act differently as a result of the session, including exploring AI tools, reviewing guidance and considering ethical issues such as consent 
· 94 per cent wanted more information and training, particularly around mental capacity, data protection, practical use and ethics, alongside a clear message that professional judgement and ethical safeguards must remain central as AI use in social care develops.

For the strategic mental health workforce plan, together with HEIW we:
· launched a new Section 12 (S12) app to help speed up Mental Health Act assessments as part of a pilot scheme. The bilingual S12 app is being used by Approved Mental Health Professionals (AMHPs) and Section 12-approved doctors in mid and south Wales, by eight local authorities and three health boards
· launched updated perinatal mental health e-learning modules. Developed in partnership with NHS Scotland, the modules offer evidence-based learning to help practitioners understand perinatal and infant mental health and support families in times of need
· launched the parent-infant relationship and infant mental health e-learning. The training has been developed in partnership with Welsh Government and specialist practitioners and is aimed at people who are working with parents, infants and families
· relaunched the revised NEST / NYTH children’s rights training. The training course supports the implementation of Welsh Government’s NEST / NYTH framework. The framework is a planning and reflection tool for those working with, and on behalf of, babies, children and young people. It aims to ensure a whole-system approach for developing mental health, well-being and support services  
· extended the range of mental health-related online learning modules available on Y Tŷ Dysgu.

24. Develop an action plan based on the findings of the digital maturity and literacy assessment.
We:
· published the report containing the early findings of our digital potential tool, which helps staff at social care organisations to better understand their digital skills and capabilities
· worked together with the DiSC partnership to share the findings of the digital potential tool report to inform the work of the partnership. We also published summaries of the main findings about skills and capabilities, leadership and strategy, and IT and infrastructure
· commissioned scoping work, informed by findings from the digital potential tool and wider sector engagement, to explore the development of two interconnected frameworks: a ‘what good looks like’ framework for digital maturity and literacy, and a digital competency framework for leadership. The scoping work identified key learning, emerging themes, challenges and opportunities, alongside recommendations that will inform discussions with DiSC national partners and provide a robust foundation for next steps
· commissioned work to test and evaluate different learning approaches for supporting social care leaders with digital transformation, to ensure future investment is grounded in practical experience

· commissioned work to design and develop a community of practice for digital in social care. We’ve identified a dedicated community manager who‘ll develop and sustain the community, with a launch planned for spring 2026.

[bookmark: _Toc192160573][bookmark: _Toc203054152]Actions to be progressed during 2026 to 2027: 

25. Implement ways of enhancing the digital maturity and literacy, including the confidence, of the wider health and social care workforce in Wales, reflecting the action plan.
· Support for digital working in social care will continue in 2026 to 2027 through the DiSC Cymru partnership. Joint working with national partners will support the implementation of practical actions to enhance the digital maturity, literacy and confidence of the social care workforce across Wales, supporting delivery of this action.


[bookmark: _5._Excellent_education][bookmark: _Toc163657867][image: ]
[bookmark: _Toc203054153]5. Excellent education and learning 


[bookmark: _Toc163657871][bookmark: _Toc192160576][bookmark: _Toc203054154]Our ambition by 2030

[bookmark: _Toc163657872]The investment in education and learning for health and social care professionals will deliver the skills and capabilities needed to meet the needs of people in Wales.

[bookmark: _Toc192160577][bookmark: _Toc203054155]Impact measures

Excellent education and learning are affected by a range of factors, so positive progress for this theme would mean:
· A reduction in the percentage of the registered workforce who don’t have the qualifications needed to renew their registration.
The employer assessment route allows employers to endorse their workers’ application to register after assessing their understanding against a list of areas. This route is for people who don’t have a required qualification.
As of February 2026, the employer assessed workforce was as follows:

· adult care home workforce – 53.7 per cent
· adult care home managers – 54.5 per cent
· adult care home workers – 56.3 per cent

· domiciliary care workforce – 44.2 per cent
· domiciliary care managers – 54.1 per cent
· domiciliary care workers – 46.0 per cent

· residential care home workforce – 60.5 per cent
· residential care home managers – 0.8 per cent
· residential care home workers – 65.3 per cent

Over time, we’d expect the proportion of workers using the employer assessment route to decrease as individuals complete the required qualifications and renew their registration on that basis. However, the route will continue to be used by new starters, meaning percentages may reduce gradually rather than disappear entirely. Patterns are also likely to vary by job role and workforce stability.
· an increase in the percentage of the workforce who say they get the right training to support them in their role
Findings from the 2025 Have Your Say survey indicate strong and sustained confidence in training provision across the workforce. A large majority of respondents (86 per cent) agreed that they had the right training to do their job well, remaining broadly consistent with 2024 (87 per cent) and representing a continued improvement from 2023 (79 per cent). This positive trend was evident across all job roles. 
Similarly, 83 per cent of respondents felt they received sufficient training to meet their continuing professional development (CPD) requirements, an increase from 80 per cent in 2024, suggesting incremental progress in CPD support.
Managers reported the highest levels of satisfaction, with 90 per cent agreeing they had the right training to do their role effectively. This mirrors the upward trend seen in previous years (88 per cent in 2024 and 77 per cent in 2023), reinforcing perceptions that training provision for leadership and management roles is well embedded.
However, perceptions of training to support career progression were more mixed. Nearly half of respondents (47 per cent) reported needing more training to progress or gain promotion. This was particularly pronounced among care workers (48 per cent) and social workers (51 per cent), compared with just under one third of managers (32 per cent). While this represents a slight improvement on 2024 and 2023 findings, it continues to highlight a gap between training that supports role competence and CPD, and training that enables longer‑term career development, especially for frontline roles.
Encouragingly, two thirds of respondents (66 per cent) reported no barriers to accessing work‑related training. However, among those who did identify barriers, three key themes emerged. The most frequent issues raised were:
· lack of time, often linked to workload pressures and the challenge of balancing training with work and personal responsibilities 
· cost and budget constraints, particularly where training opportunities depended on local funding availability 
· digital access barriers, including limited access to devices, insufficient protected time for online learning, and difficulties engaging with digital training platforms.

· an increase in the number of individuals completing apprenticeships 
In 2025 to 2026, 4,670 people completed a health and social care apprenticeship, compared to 4,251 in 2024 to 2025. 

[bookmark: _Toc163657873][bookmark: _Toc192160578][bookmark: _Toc203054156]Workforce strategy actions 2024 to 2027

[bookmark: _Toc192160579][bookmark: _Toc203054157]Progress of actions during 2025 to 2026:

26. Continue to work with partners and education providers to make sure education meets the needs of the health and social care system, and includes programmes offered in Welsh.
We:
· engaged with local authorities to gather information on education commissioning needs for the social care occupational therapy workforce and shared this intelligence with HEIW to inform the 2027 to 2028 Education and Training Plan (ETP). 
· continued to work with awarding organisations, employers and learning providers to improve, maintain and support the delivery of vocational qualifications 
· continued to hold the Qualification and Standards Advisory Group (QSAG) and All Wales Induction Framework (AWIF) networks, supporting collaborative working to address shared challenges and make sure qualifications and standards remain fit for purpose and responsive to emerging legislation, policy and guidance 
· published and promoted the bilingual national resources to be used by learners, learning providers and employers to support the teaching and learning of Essential Skills Wales
· continued to work with colleagues across Scotland, Northern Ireland and England to review the National Occupational Standards (NOS) for social care, early years and childcare, which then led to a consultation period. We contributed to the review and development of new NOS, which included meetings with sector specialists, awareness‑raising events and workforce workshops delivered both online and in person to ensure accessibility for stakeholders across Wales. We also worked with sector partners to make sure the terminology used in the Welsh translations of the NOS is appropriate and fit for purpose. The final reviewed NOS are due to be published by summer 2026.

For the social work workforce plan, we:
· provided ongoing assurance of the quality of social work programmes in Wales through annual monitoring and education quality assurance activities
· commissioned an independent review of social work education pathways in response to sustained challenges, including low numbers of direct entry applications to social work programmes and wider concerns about workforce stability. The review will examine current issues and explore alternative education models that could increase student numbers, improve diversity and uphold high standards in social work training to meet the sector’s future needs. A final report based on the review’s findings is expected to be published in summer 2026
· started carrying out an inquiry with practice educators to better understand how student social workers are supported in practice learning settings. Initial engagement took place through targeted questionnaires in early 2026, which will be followed by workshops and deeper engagement during mid-2026, with the aim of publishing the results of the inquiry by summer 2026.

For the strategic mental health workforce plan, together with HEIW we:

· provided ongoing assurance of the quality of the Approved Mental Health Professional (AMHP) programme in Wales through annual monitoring and education quality assurance activities
· provided ongoing assurance of the quality of the Mental Health Team Manager Development Programme through quarterly steering group meetings.


27. Continue to invest in increasing the number of social care professionals who are trained and carry out continuing professional development (CPD) in Wales, including supporting learning opportunities for volunteers and unpaid carers.
We:
· provided grant funding through the Social Care Wales Workforce Development Programme (SCWWDP) and published the SCWWDP end-of-year trends and themes report for the 2024 to 2025 financial year. This report includes the key metrics from the SCWWDP grant, information about the numbers of qualifications and training places funded, and an analysis of spending on the main priorities. It also includes qualitative ‘highlights’ showing the outcomes of the regional action plans submitted
· surveyed the main Welsh Government–funded apprenticeship learning providers across Wales to assess the challenges affecting the availability of apprenticeship places across all health and social care qualification levels, in order to develop a representative picture of apprenticeship capacity across Wales
· developed an infographic outlining the health and social care qualification pathway for sharing with Careers Wales and other partners
· updated the qualification and standards updates for managers and employers webpage to make sure qualification and standards information remains current and accessible
· produced promotional qualification case study videos sharing the qualifications journey of Alaw, Tania and Sion to showcase the value of Health and Social Care Level 4 and 5 qualifications. Most importantly, these stories show that the qualifications make a real difference, and they’re achievable
· continued to deliver information sessions on the AWIF and health and social care qualifications. Across children’s care, play, learning and development, and health and social care, around 16 sessions were held during the year, reaching around 200 people
· continued to deliver a mix of online and face-to-face employer engagement and training sessions across Wales, supporting the ongoing development and implementation of induction and health and social care qualifications at all levels, including employer assessment routes 
· supported the Employer Support team at the Care Roadshow in Cardiff to advise delegates on registration routes, induction requirements and the health and social care qualifications levels 2, 3, 4 and 5 required for different roles   
· delivered a webinar on qualifications to work in the care sector and registration requirements to careers advisors for Careers Wales, attended by around 52 people
· continued to support the social care sector to improve their Welsh-language skills by promoting and supporting the Croeso and Camau courses and support delivered by the National Centre for Learning Welsh 
· worked with a range of partner organisations to publish a new national safeguarding training, learning and development standards training pack for Group C practitioners, as part of Safeguarding Week. To support use of the training pack, we ran in-person implementation days with safeguarding boards across Wales 
· engaged with national partner organisations, including the Welsh Government Safeguarding Education Group, Public Health Wales and HEIW, to support alignment between their safeguarding learning frameworks and the national safeguarding training, learning and development standards. This engagement supports greater consistency and clarity in safeguarding learning approaches and promotes a shared understanding of safeguarding practice across Wales
· continued to review and update strengths-based practice webpages, designed to help people understand what strengths-based practice is, why it matters, and how to embed it in their organisation by providing practical tools, guides and real-life examples. During the year, the webpages have seen 4,232 visits
· co-hosted with Integrated Family Support Services colleagues an event in Welshpool to celebrate 15 years of Integrated Family Support Teams
· developed two new guides to support people who work with or care for individuals with dementia or learning disabilities, helping them have meaningful conversations about what matters most. We developed the guides in collaboration with people who have lived experience Donna Thomas, Director of Here2There, said: 
[image: Quotes outline]


“There’s nothing more powerful than hearing from people who live and breathe this every day. They love the fact that the guides are very simple and easy to understand.”

· continued to support strengths-based practice across the sector through actively supporting leaders and mentors. The work this year included:
· supporting the collaborative communications programme to grow across health and social care for adults in Pembrokeshire
· supporting a leadership preparation session in Torfaen to look at embedding strengths-based practice and collaborative communication skills through mentors 
· having wider conversations which support the embedding of strengths-based practice at the core of our wider multi-disciplinary team offer to local authorities
· developing a strengths-based practice model of practice for Powys adult services to support their front door re-modelling
· delivering two workshops to MSc students at Swansea University on strengths-based practice
· delivering ‘what matters conversation’ workshops to the Vale of Glamorgan local authority
· continuing work with the Gwent region on their ‘Balancing rights, risks and responsibilities’ programme
· launching our new online ‘what matters’ training sessions
· delivering bespoke sessions on understanding strengths-based ways of working
· working with research colleagues to deliver an all-Wales Integrated Family Support Service conference.
· delivered five specialist webinars in partnership with Traumatic Stress Wales for the children’s residential care workforce, focused on trauma-informed practice and real-world application. The webinars reached strong audiences of 80 to 110 attendees each, with participation from 14 local authorities alongside private, health and third-sector colleagues. Evaluation feedback was consistently positive, with most participants reporting increased knowledge and confidence and clear plans to apply learning in supervision, team discussions, policy development and practice. Managers highlighted the value of accessible, practical resources and identified ongoing needs around reflective spaces, trauma-informed leadership and staff support
· continued to deliver a comprehensive Dyadic Developmental Psychotherapy (DDP) and Playfulness, Acceptance, Curiosity and Empathy (PACE)‑informed therapeutic support programme to eight local authorities, combining whole‑team training with six months of embedded follow‑up support. The programme strengthened trauma‑informed practice, improved consistency across staff and managers, and supported sustainable change beyond one‑off training. Early impact included highly positive feedback, improved staff retention, reported improvements in practice quality and supervision, and strong inspection outcomes. The success of the programme has driven further demand, with additional local authorities and third‑sector providers commissioning or requesting PACE support for new and existing services
· strengthened relationships with children’s residential services across Wales through direct engagement and visits to homes, including local authority, third‑sector and private provider homes. By spending time with managers, staff and service development teams, and participating in team meetings and development days, we gained valuable insight into workforce experiences, pressures and strengths. This relationship‑based approach increased trust and collaboration, made sure frontline voices directly informed our wider support offer, and improved awareness of Social Care Wales resources while helping identify both shared challenges and distinct workforce needs across the sector

· through our knowledge mobilisation work, continued to support efforts to get the right information to the right people in the right format to help inform practice and decision-making. As part of this work we:
· launched our ‘apply knowledge to practice’ offer, promoting the support and resources available to help people working in social care use research and evidence in practice
· continued to deliver bespoke sessions to the workforce looking at understanding research and how to consider and embed research into practice
· co-presented a session with colleagues from the Children’s Social Care Research and Development Centre (CASCADE) and Centre for Adult Social Care Research (CARE) at the Health and Care Research Wales (HCRW) Annual Conference and published a blog reflecting on the conference
· continued to deliver sessions to local authority teams, both online and face to face, to support practitioners who are developing the use of research and evidence locally
· [image: Four members of Social Care Wales staff stand in front of a Social Care Wales banner at one of our research roadshows. ]ran six research roadshows across Wales in partnership with all Regional Safeguarding Boards, exploring transitional safeguarding and also produced a video about the events










· continued to work in collaboration with Swansea University and Bangor University to develop, deliver, promote and support implementation of Developing Evidence Enriched Practice (DEEP) methods, tools, approaches and resources. As part of this work we:
· published a guest blog by Bridgend County Borough Council exploring how storytelling methods can be applied for learning and evaluation purposes in a quality-assurance context
· launched the Storytelling framework for social care in Wales. The resource includes information on the benefits of storytelling, ethical considerations and examples, and methods of using storytelling in practice for well-being, learning and development, and promotion and recruitment. Natalie Coates-Pryor, Evaluation and Innovation Project Manager at North Wales Regional Partnership Board said: "It’s great to have an evidence-based framework to be able to signpost people to, with everything they need to plan, gather and use stories to improve outcomes for people they support. This is a fantastic resource for anyone who would like to get started. Whether you’re interested in collecting stories for well-being, promotion or evaluation, this resource is for you."


[image: Quotes outline]



· supported an event hosted by DEEP with the North Wales Regional Innovation Coordination (RIC) Hub on Most Significant Change (MSC) and Ripple Effect Mapping (REM). Our colleague from DEEP also published a blog exploring similarities between MSC and REM
· delivered DEEP bitesize training events, reaching 258 people, including frontline practitioners, managers, policy staff, public representatives and researchers, or those in training and learning
· continued to deliver the DEEP catalyst course, which was attended by 20 people this year. 
· hosted a series of webinars celebrating social care research-practice partnerships, exploring how projects funded by the National Institute for Health and Care Research (NIHR) through the Health and Social Care Delivery Research (HSDR) Programme are building research capacity in adult social care. We also published a guest blog by Professor Jon Glasby, reflecting on his contribution to one of these webinar workshops
· continued to promote the research, innovation and improvement skills resource 
· continued to raise awareness and provide support, coaching and advice on evaluation. We ran 10 demystifying evaluation training events during the year, attended by 110 people, and supported over 30 practitioners across the sector through one-to-one evaluation support.
[image: Quotes outline]One person said our evaluation programme of support was “easy to follow and made evaluation feel much more achievable”, while another commented: “Each session has been invaluable in developing my approach… moving away from less meaningful quantitative data.”



· [image: Quotes outline]continued to raise awareness of innovation coaching by engaging with colleagues across the sector, publishing blog posts and coaching case studies on the Insight Collective. We experimented with new ways to make innovation support more accessible and flexible by running drop-in coaching sessions – commitment-free, informal spaces where people could explore ideas, ask questions, or simply talk through a challenge. We also developed and ran two training sessions to help people understand what innovation coaching is, and the kinds of skills and support it offers. Throughout the year, we’ve provided innovation coaching support and advice to around 25 people. Feedback included: 






"I feel that my experience of innovation coaching has helped me to develop in my role and to clearly define what I want to achieve and why. I am a passionate advocate for children's residential care and the positive outcomes achieved from therapeutic parenting. This coaching experience has given me a confidential space and protected time to explore ideas and thoughts, which without I wouldn't have the time to focus on bringing about change through my project idea."




· continued to support relational working, informed by the positive culture themes of learning cultures, reflective practice and collaborative improvement, to understand how evaluation, governance and performance systems can support relational approaches to practice 
· continued to support the Cymru Gryf network, delivered in partnership with the Welsh NHS executive, which brings together a large group of public servants for cross-sector learning and collaboration along with exploring relational working and reflective practice
· ran two ‘Building connected care’ workshops, one in north Wales and the other in south Wales, where we were joined by people from a range of roles, including practitioners, managers, digital colleagues and support staff. Attendees came together to explore how better information sharing can support the people of Wales and help shape what that future should look like. We published blogs reflecting on both the Cardiff and Llandudno events. You can learn more about our involvement in the Connecting Care project here
· ran Fast Healthcare Interoperability Resources (FHIR) training events. The first two were introductory and suitable for anyone with an interest in data sharing. More sessions are planned, including a hackathon style event where people can get more hands‑on and explore FHIR in practice. You can learn more about our involvement in data standards and FHIR here.

For the social work workforce plan, we:
· provided a total of 369 social work students with bursaries to support them in their studies. Of these, 184 were new students and 185 were continuing with their studies
· continued to give advice and information about bursaries to prospective social work students and higher education institution staff
· ran, as part of Social Work Week, a session called ‘It’s the little things - building trusting relationships with individuals, families and carers’. For the session, we were joined by colleagues from Carers Consultancy Cymru, Swansea University, University of Strathclyde, Bangor University, the Open University and a care-experienced individual
· ran, again as part of Social Work Week, a session called ‘What we fight to keep: holding onto the heart of social work in a changing world’, with speakers including Rhoda Emlyn-Jones OBE, Denbighshire County Council, Cardiff Hospital Social Work Team and Credu 
· ran, also as part of Social Work Week, a session called ‘The ‘what, why and how’ of professional curiosity’, where our guest speaker Siobhan Maclean looked at what helps and gets in the way of professional curiosity, how ‘situated curiosity’ works in remote working, and safe spaces for curiosity
· surveyed local authorities and other social work employers for information about induction, training and support to help us understand arrangements for newly qualified social workers in Wales. A summary report with recommendations will be available in winter 2026.

For the strategic mental health workforce plan, together with HEIW we:

· funded additional AMHP training, with 22 people starting their training during the year
· delivered for the first time two AMHP conferences in Wales to increase visibility of the AMHP role and strengthen the national AMHP community. The conferences were held in Cardiff and Llandudno and provided a platform to showcase the complexity, impact and value of AMHP practice, countering the historically low profile of the role and its frequent association with negative media coverage. A range of speakers addressed key issues affecting AMHPs, supporting professional recognition, learning and engagement across the system. We hope to support another two conferences in 2026 to 2027
· supported 840 health and social care professionals across Wales to develop skills in BRIEF Solution Focused Brief Therapy (SFBT) to help the mental health workforce deliver high-quality, meaningful care 
· launched the Supervision Hub for health and social care professionals across Wales as a resource to enhance compassionate cultures and effective leadership. The hub provides accessible resources to help professionals strengthen their supervision skills and confidence. In doing so, it supports the development of a more knowledgeable and empowered workforce, ultimately improving the services delivered to people across Wales
· launched the systemic family therapy questionnaire, which was developed in conjunction with Welsh Government, local authority and health colleagues, and aligned with Trauma‑Informed Wales. It’s been agreed on an all‑Wales basis as a way of supporting consistent access to, and learning in, systemic family therapy
· developed and delivered a Mental Health Masterclass programme of training for AMHPs and wider professionals, delivering three sessions covering mental health reform, the interface between the Mental Capacity Act and the Mental Health Act, and updates to Section 117 aftercare arrangements.
28. Make it easier for people to start social care careers by removing barriers and developing work-based learning models.
We:
· continued to operate the qualification equivalence assessment process for people wishing to work in Wales who hold qualifications not listed in our qualification framework as recommended or required for practice and/or registration. This process is open to UK and international workers and individuals don’t need to be employed to apply for an assessment. During the year, we received a total of 135 submissions, with 29 assessed as equivalent and 86 assessed as not equivalent. In addition, 20 applications were referred for further information
· continued to promote apprenticeship opportunities for health and social care and, during apprenticeship week, shared resources and launched a new qualifications page designed as a one‑stop shop for qualification‑related information 
· attended the National Apprenticeship and Education Event at Cardiff City Stadium, engaging with more than 39 young people about careers in care and promoting our apprenticeship webinar. We also attended the apprenticeship event at the Senedd, which provided valuable networking opportunities with main contract providers, Medr and Welsh Government colleagues, and reinforced the continued priority placed on apprenticeships due to their significant contribution to the economy
· supported Medr by leading on the light-touch reviews for children’s care, play, learning and development and health and social care apprenticeships. The new links for these pathways are in Medr’s apprenticeship framework library
· continued to support the delivery of the Social Services Practitioner (SSP) award and developed specific SSP webpages to share more information. Cohort 3 of the SSP is nearing the end of its second year, with 37 learners awaiting final external assessment, while Cohort 4 consists of 44 learners who are completing their first year of learning and are scheduled to begin work‑based assessment in summer 2026. Attrition rates across cohorts remain very low. Indicative numbers for Cohort 5 starting in September 2026 are 82 learners, with each college planning to run two cohorts
· celebrated the achievements of the second cohort of students on the Level 4 Social Services Practitioner apprenticeship programme, at an award event held by Neath Port Talbot Council. Nineteen students out of 21 completed the programme, with five students having applied to use credit transfer to access year two of the social work degree across the Open University and Cardiff Metropolitan University
· published a case study video highlighting Dominique’s career journey – the first learner to progress to the second year of a social work degree after completing the Welsh Government-funded SSP course. The case study demonstrates widened access to higher education and showcases the value of higher-level apprenticeships
· supported the Open University to research the experiences of social work students entering degree programmes through credit transfer, focusing on identifying any gaps or differences for those who haven’t completed the initial modules. Following low survey participation in the early phase, the project was refocused on tracking students entering through the City & Guilds SSP route, particularly those transferring directly into year two, to strengthen understanding of progression, transition experiences and support needs. The work also highlighted practical challenges in the credit transfer process, including delays in certificate issuance that can cause uncertainty for students, and identified potential improvements such as earlier eligibility assessment, clearer timelines and better coordination between local authorities, colleges and the university. It was confirmed that the SSP qualification remains valid for credit transfer for up to five years post‑completion, and findings will be shared with the national group once available, currently expected in autumn 2026. 

[bookmark: _Toc192160580][bookmark: _Toc203054158]Actions to be progressed during 2026 to 2027: 

The following actions will be progressed further in 2026 to 2027:
29. Consider and scope ways of presenting career and learning pathways that are linked to the Pay and Progression Framework being developed by the Social Care Fair Work Forum and align these to the revised CPD expectations of Social Care Wales. 
30. Consider and scope qualifications that support the recognition of a range of working arrangements, such as students and night workers.
31. Consider and scope a ‘passport’ for training specifically aimed at recognising training, making sure it is portable from one role to another and links to CPD expectations. 


[image: ]
[bookmark: _Toc203054159]6. Leadership and succession 


[bookmark: _Toc163657880][bookmark: _Toc192160583][bookmark: _Toc203054160]Our ambition by 2030

[bookmark: _Toc163657881]Leaders in the health and social care system will show collective and compassionate leadership.

[bookmark: _Toc192160584][bookmark: _Toc203054161]Impact measures

Excellent leadership and succession are affected by a range of factors, so positive progress in this theme would mean:
· an increase in the percentage of the workforce who’d like a leadership position in the future 
According to the 2025 Have Your Say survey, overall, 43 per cent of the workforce wanted a leadership role in the future, which was slightly lower than in 2024 (47 per cent) and significantly higher than in 2023 (36 per cent).
Fifty-eight per cent believed it was possible for them to become a leader, a similar finding to 2024 (60 per cent) and 2023 (50 per cent).
The proportion of the workforce actively pursuing a career move fell across all groups, from 37 per cent in 2024 to 27 per cent in 2025.
· an increase in the percentage of the workforce who feel supported by their manager 
Most of the workforce (73 per cent) feel helped and supported by their manager (up from 70 per cent in 2024 and 66 per cent in 2023).
· a decrease in the inequality of minoritised staff in managerial positions
The Workforce Race Equality Standard (WRES) is a tool to help monitor the experience of people from ethnic minorities who work in health and social care in Wales. Together with Welsh Government and NHS Wales, we’ve published the first WRES social care report.
The report found that despite an appetite to seek progression, Black, Asian and Minority Ethnic social care staff are under-represented in managerial positions. Twenty-two per cent of Minority Ethnic social care workers falls to seven per cent at a managerial level.
[bookmark: _Toc163657882][bookmark: _Toc192160585][bookmark: _Toc203054162]Workforce strategy actions 2024 to 2027

[bookmark: _Toc192160586][bookmark: _Toc203054163]Progress of actions during 2025 to 2026:

32. Create accessible leadership development resources and offers for individuals and organisations, based on the compassionate leadership principles and improve access for those from diverse backgrounds.
We:
· continued to support the sector to implement the Level 4 and Level 5 Leadership and Management qualifications, which are a registration requirement for social care managers. They’re the higher-level qualifications that develop the knowledge, understanding, behaviours and skills that underpin professional practice in the sector. These include: 
· Level 4 Preparing for Leadership and Management in Health and Social Care, which provides the knowledge for managers to take their first step into a leadership role
· Level 4 Professional Practice in Health and Social Care, which is a practice‑based qualification that develops the knowledge, skills, behaviours and understanding required for professional practice in health and social care. It’s designed for learners in work‑based roles and assesses both knowledge and practical competence. It provides progression for learners who have completed the Level 2 and/or 3 Health and Social Care Practice (Adults) or Level 3 Health and Social Care: Practice (Children and Young People) qualifications

· Level 5 Leadership and Management of Health and Social Care: Practice, which is a practice-based qualification for experienced leaders and managers working in health and social Care. Suitable for learners who hold a Level 4 Leadership and Management qualification (or equivalent), are able to apply theory in their workplace, and meet relevant regulatory and work-setting requirements.
· delivered an Introduction to Compassionate Leadership programme, running 10 online events and 10 face-to-face events during the year, which were attended by 375 people. Those who took part learned about the importance of compassion for improving outcomes, staff well-being and organisational culture. Of those who attended, 98 per cent said:
· they learned something new they could use in the workplace
· the session met their expectations
· the presentation and information were clear
· the pitch, pace and content of the session was at the right level.
[image: Quotes outline]Other feedback included: 








“This is without doubt one of the best training courses I have attended.”

“An excellent introduction to the subject.”

“Sessions like this help create the conditions for success.”


· delivered bespoke face-to-face Introduction to Compassionate Leadership sessions for Wrexham, Blaenau Gwent, Vale of Glamorgan and Gwynedd local authorities, as well as a private care provider, who requested the bespoke sessions after attending an online session 
· continued to promote our compassionate leadership webpages to support people who work in the sector to champion compassionate leadership at work, with 1,509 visits to the webpages during the year
· started work to develop a compassionate leadership framework. Activity during the year included desktop research and a mapping exercise, alongside engagement with the All‑Wales Training Managers Network and leadership network members to gather further insight. This approach helped make sure the emerging framework is meaningful, co‑produced and firmly grounded in sector need. Development of the framework will continue, with the aim of launching it during 2026 to 2027

· launched the pilot leadership programme to support people from diverse backgrounds to progress into leadership roles. Delivered by the Institute of Public Care (Oxford Brookes University), the programme aims to strengthen leadership capability, improve representation and widen progression opportunities across the sector. The pilot will continue during 2026 to 2027 before being fully evaluated to assess impact and inform future delivery. 
For the social work workforce plan, we:
· ran a session called ‘The curious leader: strengthening decision-making and confidence’ as part of Social Work Week. The session used interactive discussion and real‑world scenarios to support social work leaders to enhance decision‑making capability and build confidence in their teams.





33. Promote programmes that support aspiring leaders.
We: 
· continued to promote, support and review the Aspirant Middle Manager Programme, with 18 people participating this year. One participant said: “I have already experienced tangible benefits from this course, both in my personal development and in the positive impact on my organisation.”

[image: Quotes outline]


For the social work workforce plan, we:
[image: Quotes outline]continued to promote, support and review the Team Manager Development Programme and Middle Manager Development Programme qualifications. This year, 102 students enrolled across both programmes. Eighteen people completed and passed the 42nd cohort of the Team Manager Development Programme. Feedback on the courses included: 








“The support, guidance and materials provided in advance of assignments was more than I expected and far in excess of other distance learning courses I have completed.”
“I am enjoying the context of the course and our discussions being very relatable to my job and having the time to reflect on practice.”


34. Continue to develop, promote and widen access to the Gwella site.
Together with HEIW, we:
· continued to develop, promote and widen access to the Gwella site. We have 146 people from the social care sector signed up to Gwella as members.
35. Care Inspectorate Wales (CIW) and Social Care Wales will publish principles of positive cultures to support services to embed them in practice.
Together with CIW, we:
· published the new supporting positive cultures guide and were joined by over 220 practitioners, leaders and partners from across Wales in the launch webinar. The guide helps service providers to deliver better services and improve outcomes for people who provide and use care and support by bringing together resources on the key principles of positive cultures all in one place. The guide also features videos from inspirational leaders in social care, sharing their advice and personal experiences of creating positive cultures
· [image: Quotes outline]moved ahead with our work with the Rayne Foundation to design a new evidence-led approach to help adult social care providers embed positive cultures in their organisations. This included commissioning a discovery piece of work and inviting social care providers to help shape the next phase of work. Holly Baine, Programme Development Lead for the Rayne Foundation, said: 

“This is our first project in Wales within the Better Careers for Better Care funding programme, and we’re delighted to be working with Social Care Wales to support learning on how to implement positive cultures in adult social care and measure its impact on both the workforce and the quality of care for older people.” 






36. Develop joint leadership programmes across health and social care.
For the strategic mental health workforce plan, together with HEIW we:

· continued to deliver a fully funded Level 7 accredited Mental Health Team Manager Development Programme, with around 60 people continuing with their studies during the year. Evaluation and feedback have been overwhelmingly positive, with leaders finding the ability to reflect on leadership and share and hear experience from across Wales really valuable. Several participants have reported the programme transforming how they lead and connect with others, with tangible impact on service delivery. We now hope to review content and run more sessions in 2026 to 2027

37. Embed compassionate and positive culture principles in the refreshed Code of Practice for Social Care Employers and Social Care Workers.
We: 
· launched the updated Codes of Professional Practice for social care workers and employers in Wales to make them clearer, shorter and easier to follow. The Code of Professional Practice for Social Care Workers and the Code of Professional Practice for Social Care Employers are standards that set out what’s expected of people working in social care, to help keep the public safe. From 1 July 2026, all social care workers should follow the Code of Professional Practice even if they aren’t currently expected to register. We also updated our practice guidance, which explains how to apply the Codes in day-to-day practice, by embedding compassionate and positive culture principles into them.

[bookmark: _Toc163657886][image: ]

[bookmark: _Toc203054165]7. Workforce supply and shape 

[bookmark: _Toc163657889][bookmark: _Toc192160590][bookmark: _Toc203054166]Our ambition by 2030

[bookmark: _Toc163657890]We will have a sustainable workforce in sufficient numbers to meet the health and social care needs of our population.

[bookmark: _Toc192160591][bookmark: _Toc203054167]Impact measures

Workforce supply and shape is affected by a range of factors, so positive progress in this theme would mean:
· a reduction in the percentage of vacancies as a proportion of the sector
There was a total of 6,103 vacancies in 2025,[footnoteRef:23] which represents 7.2 per cent of the workforce. In 2024, there was an estimated 5,346 vacancies – 757 fewer than 2025.  [23:  Social Care Wales (2026) Social care workforce report 2025. Available at https://socialcare.wales/research-and-data/workforce-reports] 

· workforce plans in each region of Wales to meet the population’s needs 
Population needs assessments (PNA) are statutory assessments undertaken jointly by local authorities and local health boards in Wales. Their purpose is to understand the current and future care and support needs of the population, including the needs of unpaid carers. PNAs are required under Part 2, Section 14 of the Social Services and Well‑being (Wales) Act 2014 and are produced on a regional basis through Regional Partnership Boards (RPBs).
PNAs are completed every five years. The most recent PNAs were published in April 2022, and the next cycle is due in April 2027. The 2027 PNAs are expected to align more closely with well‑being assessments produced under the Well‑being of Future Generations (Wales) Act 2015, supporting a more joined‑up approach to understanding need at local and regional levels. 
PNAs help identify what care and support is needed now and in the future in each region. Strategic workforce planning uses this intelligence to understand what social care workforce will be required over the longer term, including the number of staff and the skills needed. Regional workforce planning then turn this into practical action, setting out how organisations will recruit, develop and retain the workforce needed to meet local population needs, now and in the future.
Wales doesn’t yet have a consistent set of formal regional social care workforce plans across all regions. While RPBs lead PNAs and regional area plans, and there’s workforce planning activity at local and regional levels, approaches vary across Wales. Strengthening local and regional workforce planning remains an important area for development to improve alignment between workforce supply, skills and local population needs.
Engagement with local authorities during 2025 to 2026 has confirmed that the strategic workforce planning challenges identified in the 2023 scoping study remain. These include limited capacity and capability, ongoing budget pressures and a lack of consistent tools, systems and data to support effective workforce planning. 
In recognition of this, national discussions will take place to agree next steps for strengthening social care workforce planning in Wales. These discussions will focus on clarifying expectations, improving support for regions and exploring what further national enablers may be needed to support more consistent and effective regional workforce planning going forward.

[bookmark: _Toc163657891][bookmark: _Toc192160592][bookmark: _Toc203054168]Workforce strategy actions 2024 to 2027

[bookmark: _Toc192160593][bookmark: _Toc203054169]Progress of actions during 2025 to 2026:

38.  Build capacity and capability in workforce planning.
We:
· launched the next phase of workforce planning support in partnership with the WLGA, including a programme of work delivered by Practice Solutions to strengthen long‑term workforce sustainability through promoting a more consistent, data‑informed approach aligned with future service models, financial pressures and digital transformation. Engagement with all 22 local authorities demonstrated strong commitment to the workforce agenda, while also highlighting significant variation in workforce planning maturity, leadership capacity and organisational readiness. Ongoing operational pressures limited the ability of some local authorities to engage at pace, resulting in a phased, readiness‑based approach. Six local authorities voluntarily formed an initial cohort to review their workforce planning approaches and identified opportunities for improvement at local, regional and national levels. This phase generated valuable insights into effective practice and reinforced the importance of strategic workforce planning as a core system leadership responsibility. Learning from this work is shaping the next phase of support in 2026 to 2027, including the establishment of a Social Care National Workforce Planning Network, the development of accessible learning resources and exploration of further targeted skills development to support continuous improvement across Wales
· continued to support social care employers with their Welsh-language workforce planning and to develop their employees’ Welsh-language skills 
· developed a new registration dashboard on the National Social Care Data Portal for Wales that makes it easier to find out more about the registered social care workforce in Wales. The dashboard gives an overview of some of the data we hold as part of our Register, and it can be tailored to show the information people are most interested in. This new tool makes it easier for people to find answers to questions they might have about the registered workforce
· published the 2024 Social care workforce report, which gives a snapshot of the social care workforce in Wales, and ran the 2025 workforce data collection. The 2025 social care workforce report will be published in 2026 
· continued working with Care Inspectorate Wales (CIW) to bring together our two annual data collections into one single process and sent a joint letter to providers to let them know about our plans for a shared process. This will make it easier for social care providers by reducing the need for them to collect similar information twice. This will also support our commitment to the Performance and Improvement Framework for social care in Wales, by simplifying the work to gather high-quality data 
· updated the projections data on the data portal. This data can help give the sector a better understanding of how many people may be impacted by dementia and other health conditions in the future. We worked with ST Analytics to look at how we could improve the projections data we offer and, using the feedback we received, ST Analytics identified updated prevalence rates   
· started developing a residential workforce data portal to strengthen workforce planning and risk management across children’s residential care. By integrating registration data from Social Care Wales systems with Care Inspectorate Wales information, the portal provides a single, accessible view of the residential workforce profile for partners. This will improve understanding of workforce capacity and trends, enable a more robust triangulation with wider sector data, and strengthened strategic planning in support of legislative change, including preparation for the removal of profit in children’s residential care, ultimately contributing to improved long‑term outcomes for children
· published new web pages to explain how we work with partners across Wales to improve the way social care collects, manages and uses its data. The pages include information and videos on data projects we’re involved with and support.





For the social work workforce plan, we:
· commissioned an independent provider to support the development of the social work workforce plan. Engagement activity is ongoing, with the aim to publish the plan by winter 2026.
For the strategic mental health workforce plan, together with HEIW we:
· launched the 2025 AMHP survey to enhance knowledge and understanding of the AMHP role, including the key impacts and challenges faced across local authorities in Wales. Findings will be used to inform future support and help sustain the AMHP workforce.

39. Develop, evaluate, and refresh workforce plans based on agreed priorities.

We:
· published the annual report which showed the progress made against the Social Care Workforce Delivery Plan between April 2024 and March 2025
· started the work to develop a children’s residential workforce delivery plan. Stage one engagement focused on targeted questionnaires to validate the strategic themes and identify areas where deeper, more targeted discussion is needed in stage two. Stage two will be qualitative engagement with key stakeholders during early 2026. The aim is to publish the plan by autumn 2026. 
For the social work workforce plan, we
· started work to develop a refreshed social work workforce delivery plan. Initial engagement took place through targeted questionnaires in early 2026, which will be followed by workshops and deeper engagement during mid-2026, with the aim of publishing the revised plan by autumn 2026
· started carrying out an inquiry with practice educators to better understand how student social workers are supported in practice learning settings and how practice educators themselves are supported. Initial engagement took place through targeted questionnaires in early 2026, which will be followed by workshops and deeper engagement during mid-2026, with the aim of publishing the results of the inquiry by autumn 2026.

For the strategic mental health workforce plan, together with HEIW we:
· continued to make progress with the final-year implementation of the strategic mental health workforce plan and produced an impact and legacy report setting out the key achievements and outlining next steps as the plan concludes in March 2026.
40.  Support the development of a National Care and Support Service and respond to workforce implications.
Welsh Government:
· delivered the Stage 1 Initial Implementation Plan (2022 to 2026) and published the proposed Stage 2 Implementation Plan for 2026 to 2028. Key achievements during the year include:
· publishing the inaugural annual report, highlighting progress in establishing the National Office for Care and Support and laying the foundations for the development of a National Care and Support Service in Wales
· undertaking national engagement activities, including a roundtable event at the Royal Welsh Show and a question-and-answer session at the National Eisteddfod, raising the profile of social care and stimulating national discussion on developing a National Care and Support Service for Wales. Further engagement is underway with Llais to conduct targeted community outreach with key groups
· appointment of a consultant social worker, hosted by BASW Cymru and funded by the National Office for Care and Support, to act as a catalyst for transformative change
· the Social Care Workforce Partnership developing exemplar workforce policies to support greater consistency, improved employment practices and better working conditions, aligned to Action 7 of the delivery plan
· the Social Care Fair Work Forum publishing the pay and progression framework, supporting Action 2a of the delivery plan
· committing funding to implement the first phase of a National Social Care Academy for Wales
· launching a consultation on establishing a social care negotiating body to develop fair pay agreements for social care workers in Wales
· maintaining and further developing the publicly accessible toolkit supporting the National Framework for Commissiong Care and Support
· funding 48 Level 5 qualification places for colleagues across local authorities and local health boards to strengthen commissioning capability and implementation of commissioning standards 
· organising and delivering three one-day mini conferences for commissioners, enabling peer learning, refinement of the self-assessment tool, and discussion of reporting through directors of social service and Regional Partnership Boards (RPBs) annual reports
· the National Office began developing a theory of change to support evaluation of the National framework for commissioning care and support: code of practice and inform future reviews
· updating requirement for directors of social services’ annual reports, strengthening their role as a statutory mechanism for accountability and assurance
· updated Part 9 guidance on partnership arrangements to strengthen accountability for integration, introducing new Part 9 responsible officers in each local authority and health board
· developing a national outcomes reporting tool for the Regional Integration Fund (RIF), consisting of 20 quantitative national measures. This tool demonstrates impact across jointly funded projects and integration models of care and can be adapted for more specific commissioned services where required
· providing national oversight of ‘Mwy na geiriau’ / ‘More than just words’, supporting delivery monitoring and strengthening social care reporting in annual reporting processes
· progressing work to enable direct payments for adults receiving Continuing Healthcare (CHC) to become legally possible in Wales, including public consultation on proposed regulations and guidance
· close working between Welsh Government and the NHS Value and Sustainability Board to advance a national digital CHC oversight tool, covering case management, performance and finance, alongside development of a Performance Management Framework and exploration of AI-enabled solutions
· beginning to scope a national approach to recording ‘what matters’ conversations through potential development of a national dataset and survey for adults receiving care and support. A proposal to establish a national stakeholder group has been developed 
· forming a task-and-finish group with national leads to prepare the next population needs assessment (PNA) for April 2027, aligning with Well-being Assessments under the Well-being of Future Generations Act. The revised Part 2 Code of Practice guidance has been published
· commissioning a feasibility study into national fee methodologies for care home placements, including CHC and Funded Nursing Care (FNC), aligned with the National Framework for Commissioning Care and Support. The resulting report set out recommendations and proposed next steps
· launching a consultation on a new National Strategy for Unpaid Carers, shaped by carers’ lived experiences and priorities
· announcing renewed commitment to the Short Breaks Scheme, expanding opportunities for unpaid carers to take breaks beyond the existing statutory duties
· substantial progress in developing the Social Care Capacity and Demand dataset, with initial publication scheduled for early March 2026
· commissioning independent research into local authority spending on prevention and early intervention over the past decade; findings will inform future policy decisions
· continued work on the removal / elimination of profit agenda, including sector-wide engagement and consultation on requiring local authorities to produce annual sufficiency plans
· convened workshops to support development of an Integrated Community Care System (ICCS) for Wales, including consideration of an expanded capital and revenue fund
· continued analysis of the financial and operational implications of care free at the point of need, recognising that further in-depth research is required given the complexity and scale of this reform.

41. Develop a retention framework that supports organisations to improve retention. 
We:
· finalised an online retention framework to support social care organisations to retain staff. The framework will bring together practical tools, evidence and resources to help employers create positive workplace experiences that encourage staff to stay, develop and thrive, and is planned for launch on our website in the spring of 2026. Further resources focusing on values-based recruitment and exit and stay interviews will be introduced through 2026 to 2027.

For the strategic mental health workforce plan, together with HEIW we:
· developed an AMHP Exit Interview Proforma to address the lack of consistent national information on the factors influencing AMHPs’ decisions to relinquish their warrant. Given the significant investment in AMHP training and accreditation, understanding the personal and practice-based reasons for leaving the role is critical to informing strategic and local workforce responses. The proforma can be completed anonymously and went live in October 2025, with key themes shared through relevant forums to support action to strengthen and sustain the AMHP workforce.


[bookmark: _Toc203054171]Contact details
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