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1. [bookmark: _Toc211279610]Introduction

This report sets out how the Social Care Wales Workforce Development Programme (SCWWDP) grant was invested by local authorities in 2024 to 2025.

What is the SCWWDP grant?
SCWWDP is a long-established grant programme to support training and workforce development across social care in Wales. The annual grant from Social Care Wales is distributed regionally and is used by local authorities to support training and workforce development activity in both their own organisations and for providers in the independent and voluntary sector. 
Local authorities are required to provide match funding for SCWWDP, the same as 30 per cent of the funding provided by Social Care Wales. 

How is the grant managed?

We issue the requirements of the grant to regions each year through the ‘grant circular.’ The grant circular is approved by our Board, and includes information about:
· the amount of the grant
· what it can be used for that year 
· how to apply for the money 
· how the grant should be managed
· what our expectations are for reporting and monitoring.

The SCWWDP programme also includes the Regional Facilitation Grant. This funding doesn’t need to be match funded by local authorities but must be used on specific priorities to support sector wide engagement within the regions.


What’s in this report? 

As part of our requirements for receiving the SCWWDP grant, regions must report on how they’ve invested the SCWWDP funds. This includes the money we’ve issued and the 30 per cent match funding contributed by each local authority.

Each region is audited every year by Audit Wales to make sure all the public money invested in SCWWDP is accounted for and is used in line with the requirements of the grant circular.

As well as the SCWWDP funding and 30 per cent match funding, some local authorities give more information about the additional funding they spend on training and workforce development. Local authority additional funding is not mandatory information as part of the SCWWDP grant reporting. This information isn’t always provided for many reasons, as noted later in this report. 
We don’t have to include this additional local authority spending information, but we include it if a local authority has provided it. Because of this, we have two figures for spend. One figure is referred to as the core SCWWDP funding, and the other is referred to as additional local authority spend. Both figures combined are referred to as ‘total’ or ‘overall’ spend.

Local authorities have told us informally that they’re contributing over and above the expected 30 per cent match funding but without this information we can’t get the full picture of the workforce development outputs, outcomes or trends for the social care sector in Wales. This reporting also doesn’t include workforce investment from private and third sector providers. 
Welsh Government also provides a social care workforce grant to local authorities, which was £45m in 2024 to 2025. Any workforce development activities from this grant will not be captured in SCWWDP reporting.     

We’ll be exploring how we can build a more comprehensive and fuller picture in the future with local authorities, regions and Welsh Government. 


How is this report structured?

The first part of the report shows:
· the financial data on how the SCWWDP money has been invested in 2024 to 2025
· key figures such as training numbers and qualification activity
· comparisons for the last three financial years, where possible.
The second part of the report:
· highlights the activity against the key themes outlined in the SCWWDP grant circular
· has information on outcomes and outputs for each region.

Following an independent review in 2021, the national priorities of the SCWWDP grant were aligned to selected themes in A Healthier Wales: Our Workforce Strategy for Health and Social Care. We developed and published the joint workforce strategy with Health Education and Improvement Wales in October 2020. 

After three years, we reviewed the workforce strategy and published the Social Care Workforce Delivery Plan 2024 to 2027 (referred to as the ‘delivery plan’) in June 2024. The delivery plan has been informed by the sector, with over 350 people attending and contributing to stakeholder events and over 70 responses to the formal consultation. It details the priorities for the second phase of the workforce strategy implementation and includes the actions that will help to move the social care workforce forward over the next three years.

Since SCWWDP can't fully fund the entire ambition of the workforce strategy, and to make sure the current funding is used proportionately, the grant focuses on the following key areas: 

SCWWDP (match funded)
· Building a digitally ready workforce 
· Excellent education and learning  
· Leadership and succession  
· Workforce shape and supply  
· Provision of qualifying and post qualifying social work training (This is a priority of the Social Work Workforce Plan)

 Regional Facilitation Grant (not match funded)
· Attraction, recruitment and retention

2024 to 2025 is the third year that the national priorities in the grant circular matches some of the themes of the workforce strategy.

For the first time in 2024 to 2025, as part of the SCWWDP application process, regions were asked to include information on unmet workforce development needs. Unmet needs were areas of work that could be supported if additional funding were available in the future.
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The main findings from the SCWWDP end of year monitoring for 2024 to 2025 are:
· overall, total spend on SCWWDP has increased by 0.5 per cent (£61,542), from £12,694,344 to £12,755,886
· the additional investment reported by local authorities (over and above their expected 30 per cent match funding) increased by 4.2 per cent (compared to a reported decrease of 21.3 per cent in 2023 to 2024). This increase reflects fewer local authorities (seven compared to ten previously) reporting more additional investment above the required match funding
· there was a decrease of 0.7 per cent in spend on staff who provide direct learning and development
· 27.6 per cent (£3,013,763) of the grant is spent on national priorities, and the two main areas of SCWWDP national priorities spending are:
· providing excellent education and learning, which includes vocational qualifications (42 per cent, £1,266,534)
· providing qualifying and post qualifying social work training (36.7 per cent, £1,104,637).
· the total value of unmet need reported by regions as part of the 2024 to 2025 application process amounted to over £2.7 million.
The SCWWDP grant as reported by the regions in their end-of-year submissions, was used to support learning and development programmes across all seven regions of Wales. The grant:

· supported 2,486 vocational qualification learners, an increase of 31.6 per cent on last year.

· supported 693 people on social work qualifying training, an increase of 2.2 per cent on last year.

· supported 416 people with social work post qualifying training, a decrease of 3.7 per cent on last year.

· supported 171 people with social work post qualifying specialist awards, for example enabling practice, best interest assessor and Approved Mental Health Professional (AMHP). This was a decrease of 8.6 per cent on last year.

· provided 134,526 training places, with 86.2 per cent attendance.

· helped increase training take-up and attendance by the voluntary and private sector.

[bookmark: _Toc210987760][bookmark: _Toc211279613]Future developments

Through sector feedback and working with partners we’ve identified specific improvement or developmental areas of work for future years, which are described in more detail in this report, including:

· building a digitally ready workforce
· investigating and responding to qualification challenges
· improving access to workforce data 
· social work 
· building a fuller picture of social care workforce development across Wales 
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This section gives an overview of the financial spend analysis of the core funding SCWWDP grant (70 per cent funding provided by us and 30 per cent match funding by local authorities) and the reported additional local authority funding (over and above their 30 per cent match funding) against elements including staffing, health and safety, and spend against the national priorities.

Table 1 shows the total amount of spend across Wales for 2024 to 2025 against each main category of the SCWWDP grant circular, and the percentage change against the 2023 to 2024 spend. 


	Table 1: Summary of spend, 2024 to 2025

	
	SCWWDP (70%+30%)
	% change
	Reported additional local authority funding
	% change

	SCWWDP grant (70%)[footnoteRef:2] [2:  Money Social Care Wales has issued] 

	7,640,051
	-
	 
	

	30% local authority contribution[footnoteRef:3] [3:  30 per cent match funding contributed by each local authority] 


	3,261,951
	-0.4%
	 
	

	Reported additional local authority funding[footnoteRef:4] [4:  Additional funding spent by local authorities over and above the expected 30 per cent match funding] 


	 
	
	1,853,884 
	

	Total spend (£)
	10,902,002
	-0.1%%
	1,853,884
	+4.2%

	 
	 
	
	 
	

	Staffing
	 
	
	 
	

	Delivery[footnoteRef:5] [5:  Delivery staff includes staff employed to provide learning and development, work-based and practice-based assessment, including accredited qualification assessment and should be delivering training for the statutory and non-statutory workforce.   ] 


	5,158,309
	-0.7%
	397,486
	+92.7%

	Management and admin[footnoteRef:6] [6:  Management and administration costs are day-to-day operational costs of managing and administering the grant including financial administration, strategic oversight and coordination of grant activities, ensuring compliance with governance and reporting requirements including supporting grant applications and end of year reporting.] 

	2,543,531
	+8.3%
	276,000
	-30.3%

	 
	 
	
	 
	

	Health and safety[footnoteRef:7] [7:  Health and safety spend is capped, and regions aren’t allowed to spend any more than 10 per cent of their grant on health and safety arrangements that the employers are responsible for.] 

	186,400
	-18.4%
	345,170
	-10.6%

	 
	 
	
	 
	

	National priorities

	 
	
	 
	

	Build a digitally ready workforce 

	161,193
	-18.8%
	1,432
	-91.8%

	Excellent education and learning
 
	1,266,534
	-9.4%
	243,067
	-8.7%

	Provision of qualifying and post qualifying social work training
 
	1,104,637
	-3.6%
	118,486
	-48.4%

	Leadership and succession
 
	182,360
	-3.6%
	18,680
	+24.7%

	Workforce shape and supply

	147,977
	+24.2%
	39,116
	+102.7%

	Other priorities[footnoteRef:8] [8:  Specific local and regional priorities] 


	151,063
	-11.5%
	414,448
	+69.9%

	
30% LA contribution variation carried over to 2025 to 2026 (1 region)

	
12,357
	
	
	

	
	
	
	
	

	Total (£)
	10,914,359
	
	1,853,884
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· Total spend on SCWWDP in 2024 to 2025 was £12,755,886 compared to £12,694,344 in 2023 to 2024 (an increase of £61,542 or up 0.5 per cent compared to a 1.8 per cent increase the year before, as shown in Figure 1). 

· Total spend includes the SCWWDP funding from us, the 30 per cent match funding contributed by each local authority and, if the information has been provided, the reported additional local authority funding (over and above their 30 per cent match funding)  

· This increase of 0.5 per cent of total spend is a result of an underspend of £12,357 in the 30 per cent local authority contribution of the SCWWDP funding by one region (which has been rolled over to the 2025 to 2026 financial year) and counteracted by an increase in reported additional local authority funding of £73,899 (+ 4.2 per cent). 

	Figure 1: Total spend, the three-year trend 


	






	Figure 2: Proportion of funding 2024 to 2025 

Figure 2 shows the split between SCWWDP grant funding, 30 per cent match funding from local authorities and, where reported, additional funding provided by local authorities over and above the required match funding in 2024 to 2025.



	 


· The SCWWDP grant funding provided by us in 2024 to 2025 stayed the same as the previous year at £7,640,051.

· The additional funding by local authorities, over and above their expected 30 per cent match funding, was £1,853,884 in 2024 to 2025 (an increase of £73,899 or 4.2 per cent compared to a 21.3 per cent decrease the year before). 


Table 2: Local authority additional funding, the three-year trend

	Financial year
	Local authority additional funding
	% change
	£ change

	2024 to 2025
	£1,853,884
	+4.2%
	+£73,899

	2023 to 2024
	£1,779,985
	-21.3%
	-£481,916

	2022 to 2023
	£2,261,901
	+32.4%
	+£553,194




· Seven local authorities didn’t declare any additional investment over their 30 per cent match funding, compared with ten local authorities in 2024 to 2025. These seven authorities were spread across four separate regions, compared to six in 2023 to 2024. One region didn’t declare any additional funding at all in 2024 to 2025, compared to two regions in 2023 to 2024. 

· Local authority additional funding isn’t required information in the SCWWDP grant reporting. Local authorities have told us that they’re contributing over and above the expected 30 per cent match funding required, but this information isn’t always reported or declared for the following reasons:

· some local authorities choose not to share this information

· services will fund additional needs from their own budgets or provide learning and development events themselves without including the workforce development teams

· there’s an element of variation in financial coding between local authorities and regions.

· staff time and capacity is used to support workforce development but if the role is fully funded by the local authority, then this information isn’t reported. If the role is SCWWDP funded, it’s reported as part of the staffing costs.

· because of financial pressure there’s a need to do things differently and use different ways which might not be reported, or are difficult to count for reporting purposes, such as:
· statutory services arranging and funding their own workforce development through supporting reflective groups
· using experts in service teams to support and develop others
· in-service learning events and workshops. 

This is reducing reliance on commissioned training by using internal expertise to support broader approaches to learning. We’ll need to change how we capture training and learning opportunities, as well as areas where we’re not meeting needs. 

· Without this reported additional local authority funding information, we’re not able to report all outputs, outcomes and trends to the workforce development for the social care sector in Wales. Also, this reporting won’t capture the workforce investment made by private and third sector providers. We plan to explore the possibilities of building a fuller picture with local authorities, regions and Welsh Government. 

	Figure 3: Percentage spend split by reporting headings, 2024 to 2025 

Figure 3 shows the percentage split of spend across the headings that local authorities need to report on. The SCWWDP figures includes the 30 per cent match funding, while the ‘overall’ figure includes the reported additional local authority funding above the 30 per cent match funding
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· In 2024 to 2025, 70.6 per cent of SCWWDP spend was on staffing (this includes delivery, management, and admin staff) compared to 36.3 per cent of reported additional local authority funding. Staffing costs make up 65.7 per cent of the overall spend in 2024 to 2025.

· Figure 4 and Table 3 show the split of spend against staffing in terms of spend, and percentage of the overall grant.

· Table 3 shows that the cost to the local authorities of managing and administering the SCWWDP grant increased by 8.3 per cent in 2024 to 2025 compared to a 0.3 per cent increase the previous year. This was associated with increased costs in four out of the seven regions. Local authority additional funding over and above the 30 per cent match funding, showed a 30.3 per cent decrease in management and administration costs, leading to an overall increase in spend of 2.7 per cent on management and administration in 2024 to 2025.

· Management and administration costs are:

· day-to-day operational costs of managing and administering the grant including financial administration, strategic oversight and coordination of grant activities

· ensuring compliance with governance and reporting requirements including supporting grant applications and end of year reporting.

· Delivery staff costs for the SCWWDP grant decreased slightly for the first time in three years, with a 0.7 per cent decrease in 2024 to 2025 compared to a 9.2 per cent increase the previous year. However local authority additional funding over and above the 30 per cent match funding, showed a 92.7 per cent increase in delivery staff costs leading to an overall increase in spend on delivery staff of 2.9 per cent in 2024 to 2025. 

· Delivery staff are: 

· staff employed to provide learning and development

· staff who provide work-based and practice-based assessments, including accredited qualification assessment. They should be delivering training for the statutory and non-statutory workforce at the local level. They could also be delivering workforce development activities that align with the national priorities.

· The grant circular says that the largest proportion of the grant must be used for learning, development, and qualifications (including costs of staff to deliver training). In 2024 to 2025, 47.3 per cent of the SCWWDP grant was spent on delivery staff.

· As noted above, the reported additional local authority funding data isn’t always provided, so the data presented in this report might not be a true reflection of the total spend. For example, there are some roles within local authorities that support the social care workforce, but they won’t be reported as they’re fully funded by the local authority. 



	Figure 4: Spend on staffing, 2024 to 2025 


	



Table 3: Staff spend, the three-year trend
	
	
	
	
	
	
	

	SCWWDP
	Delivery staff
	Management and administration

	
	£
	£ change
	% change
	£
	£ change
	% change

	2024/2025
	£5,158,309
	-£35,533
	-0.7%
	£2,543,531
	+£194,605
	+8.3%

	2023/2024
	£5,193,842
	+£438,854
	+9.2%
	£2,348,926
	+£6,084
	+0.3%

	2022/2023
	£4,754,988
	+£178,771
	+3.9%
	£2,342,842
	-£45,571
	-1.9%

	
	
	
	
	
	
	

	Local authority additional funding
	Delivery staff
	Management and administration

	
	£
	£ change
	% change
	£
	£ change
	% change

	2024/2025
	£397,486
	+£191,181
	+92.7%
	£276,000
	£-119,773
	-30.3%

	2023/2024
	£206,305
	-£310,521
	-60.1%
	£395,773
	-£26,914
	-6.4%

	2022/2023
	£516,826
	+£270,034
	+109.4%
	£422,687
	+£176,060
	+71.4%

	
	
	
	
	
	
	

	Overall
	Delivery staff
	Management and administration

	
	£
	£ change
	% change
	£
	£ change
	% change

	2024/2025
	£5,555,795
	+£155,648
	+2.9%
	£2,819,530
	+£74,832
	+2.7%

	2023/2024
	£5,400,147
	+£128,333
	+2.4%
	£2,744,699
	-£20,830
	-0.8%

	2022/2023
	£5,271,814
	+£448,805
	+9.3%
	£2,765,529
	+£130,489
	+5.0%
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· Health and safety spend is capped, and regions aren’t allowed to spend any more than 10 per cent of their grant on health and safety arrangements that employers are responsible for.

· In 2024 to 2025 the spending on health and safety as a proportion of the SCWWDP grant decreased, with 1.7 per cent of the grant spent on health and safety compared to 2.1 per cent the previous year. One region didn’t spend any of their SCWWDP grant on health and safety in 2024 to 2025 while for the other regions the spend ranged from 0.6 per cent to 3.4 per cent, which is well within the 10 per cent allowance. 

· Table 4 shows that SCWWDP funding spent on health and safety has reduced from £228,451 in 2023 to 2024 to £186,400 in 2024 to 2025, a reduction of 18.7 per cent. This continues to be a positive trend in terms of the reduction in the SCWWDP grant used for legislative training because if the grant was reduced or stopped, the regions would still meet their required legal health and safety needs. It shows how valuable the grant is beyond essential health and safety training. 

· Health and safety made up for 18.6 per cent of the reported additional local authority funding in 2024 to 2025, a decrease of 10.6 per cent compared to the previous year.

Table 4: Health and safety spending, the three-year trend

	
	SCWWDP grant spend
	% of SCWWDP grant
	% change
	Additional local authority funding spend
	% of additional local authority funding
	% change

	2024/2025
	£186,400
	1.7%
	-18.7%
	£345,170
	18.6%
	-10.6%

	2023/2024
	£228,451
	2.1%
	-8.7%
	£386,153
	21.7%
	+12.4%

	2022/2023
	£250,176
	2.4%
	+15.7%
	£343,440
	15.2%
	+18.7%

	2021/2022
	£216,182
	2.1%
	+19.2%
	£289,446
	16.9%
	+15.0%











	Figure 5: Spend on health and safety, 2024 to 2025 
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· The national priorities for workforce development in the grant circular are taken from the themes of the long term workforce strategy. These are:

· building a digitally ready workforce  
· excellent education and learning  
· provision of qualifying and post qualifying social work training  
· leadership and succession  
· workforce shape and supply. 

· Regions can also use the funding to support other priorities identified at local and regional level.

· In 2024 to 2025, 27.6 per cent of the SCWWDP spend (£3,013,763) was in-line with the national priorities, which is a slight decrease compared to the previous year (29.6 per cent, £3,227,248 in 2023 to 2024).

· Delivery staff who provide direct learning and development also deliver activities linked to the national priorities. The SCWWDP spend on delivery staff is mentioned earlier in this report.

· SCWWDP national priorities spending (£3,013,763) continues to be dominated by education and learning, which includes vocational qualifications (42 per cent, £1,266,534) as well as qualifying and post qualifying social work training (36.7 per cent, £1,104,637).

· Training across regions is mainly provided at the local authority level, and examples are given by the regions  of this range of work. Learning and development is offered by all regions and includes a mix of self-directed learning, online resources, virtual classrooms, and face-to-face training, reflecting a flexible and responsive approach to workforce development.

· All regions use learning platforms that are available for internal and external providers.


	Figure 6: National, regional, and local priorities spend, 2024 to 2025 


	

	

Figure 7: National, regional, and local priorities percentage spend, 2024 to 2025 

	

	Figure 8: National, regional, and local priorities percentage change on spend, 2024 to 2025 


	 


· Figure 8 shows the change in spend on national and other priorities and table 5 shows the information for the last three financial years. 

· There was an increase in SCWWDP spend on workforce shape and supply (+24.2 per cent) compared to the previous year, while spend on all other priorities declined. Although a decline in spend compared to the previous year it must be noted that when looking over the last three years the spend as a proportion of the SCWWDP grant on each of the national priorities has stayed about the same.

· The greatest increase SCWWDP spend and local authority spending on national priorities was on the workforce shape and supply national priority (+ 24.2 per cent and +102.7 per cent respectively). 

· It’s encouraging to see an increased focus in this national priority, reflecting the targeted work and support around workforce planning over recent years. In 2023, we carried out a maturity scoping exercise to assess where each local authority was on its workforce planning journey. Building on these insights, we partnered with the WLGA and commissioned the Local Government Association (England) to deliver a series of workshops and sessions during 2024 to 2025. These were designed to further strengthen workforce planning approaches, with a particular focus on social services. In 2025 to 2026 we’ll be continuing with the next phase of this work by engaging directly with each local authority to establish what tailored support is needed to further develop their workforce planning approaches in social services.

· Local authorities also provide staff to help with the national priority of workforce shape and supply, with associated costs often reported under delivery staff spending where roles are SCWWDP funded. However, some staff are funded entirely by local authorities that may not be shown in reports. For example, in some local authorities, workforce planning, shape, and supply fall under the remit of human resources rather than workforce development teams supported by SCWWDP, which can mean this work isn’t fully reported.

· The most significant decline in SCWWDP spend and reported additional local authority funding on national priorities was in building a digitally ready workforce, with reductions of 18.8 per cent and 91.8 per cent respectively. 

· Regions have shared that digital skills development and building a digitally ready workforce is often the lowest priority because of limited funding. However, during 2024 to 2025, regions and local authorities were aware of, and in some cases actively involved in, the development of our Digital Potential Tool. They were waiting for its findings, as the recommendations would guide workforce development and digital skills training from 2026 to 2027 onwards.

· Although overall the proportion of the SCWWDP grant spent on qualifying and post-qualifying social work awards remains about the same, when considering the proportion as a total of the national priority spend, once again there has been an increase. 

· In 2024 to 2025, the spend on qualifying and post-qualifying social work accounted for 36.7 per cent of the SCWWDP spend on national priorities, up from 35.5 per cent in 2023 to 2024 and 32.4 per cent in 2022 to 2023. 

· While investment in social work is essential, the sector can’t function without a well-developed social work workforce. Tere’s a continued risk that focusing spending in this area may lead to under-investment in the wider non-social worker workforce, which is also vital in delivering high-quality care and support. Qualified social workers are 11.2[footnoteRef:9] per cent of the total registered social care workforce.   [9:  Qualified Social Workers (as their lead registration) as of 31 March 2024 using Social Care Wales registration data] 


· Interestingly, reported additional local authority funding for qualifying and post-qualifying social work decreased significantly in 2024 to 2025, by 48.4 per cent. However, as data on additional local authority funding isn’t always consistently reported, this figure may not fully reflect the actual level of investment.

· Feedback suggests that funding strongly influences the focus on qualifying and post-qualifying social work. As part of our ongoing engagement with the social work sector, we gather and share the feedback with Welsh Government, including concerns about bursary levels and funding. We also highlight how current funding arrangements could affect the recruitment and retention of social work students, to help shape future policy decisions. 

· Following a significant decline in 2023 to 2024, reported additional local authority funding for leadership and succession increased by 24.7 per cent  in 2024 to 2025.. We’ve been working closely with local authorities to give clearer guidance on how to report financial information for national priorities. This improvement may show both better reporting and a continued local focus on strengthening leadership and succession planning.

· In 2024 to 2025, there was a notable 69.9 per cent increase in reported additional local authority funding for 'other priorities' compared to 2023 to 2024. This category often reflects specific local and regional priorities, and in this reporting period, the data came from five regions. The spend included:

· Additional investment in regional attraction, recruitment, and retention initiatives
· Regional overheads and unallocated budgets
· Purchase of resources and equipment
· Localised training on specific service areas, including:
· Safeguarding
· Strengths-based practice
· Mental health (Deprivation of Liberty Safeguards (DoLS), Liberty Protection Safeguards (LPS), and The Mental Capacity Act (MCA))
· Induction programmes
· Well-being initiatives
· Workforce development in line with the Children’s National Fostering Framework
· Additional contributions towards delivery staff in child and family teams



























Table 5: National, regional, and local priorities spend, the three-year trend

	Build a digitally ready workforce

	
	SCWWDP grant spend
	% of SCWWDP grant
	% change
	Additional local authority funding spend
	% of additional local authority funding
	% change

	2024/2025
	£161,193
	1.5%
	-18.8%
	£1,432
	0.1%
	-91.8%

	2023/2024
	£198,534
	1.8%
	-5.3%
	£17,464
	1.0%
	+12.7%

	2022/2023
	£209,710
	2.1%
	
	£15,500
	0.7%
	

	

	Excellent education and learning

	
	SCWWDP grant spend
	% of SCWWDP grant
	% change
	Additional local authority funding spend
	% of additional local authority funding
	% change

	2024/2025
	£1,266,534
	11.6%
	-9.4%
	£243,067
	13.1%
	-8.7%

	2023/2024
	£1,397,797
	12.8%
	+17.8%
	£266,321
	15.0%
	-28.4%

	2022/2023
	£1,186,963
	11.6%
	
	£371,891
	16.4%
	

	

	Qualifying and post qualifying social work awards

	
	SCWWDP grant spend
	% of SCWWDP grant
	% change
	Additional local authority funding spend
	% of additional local authority funding
	% change

	2024/2025
	£1,104,637
	10.1%
	-3.6%
	£118,486
	6.4%
	-48.4%

	2023/2024
	£1,146,467
	10.5%
	+21.0%
	£229,677
	12.9%
	+71.9%

	2022/2023
	£947,860
	9.3%
	
	£133,585
	5.9%
	

	

	Leadership and succession

	
	SCWWDP grant spend
	% of SCWWDP grant
	% change
	Additional local authority funding spend
	% of additional local authority funding
	% change

	2024/2025
	£182,360
	1.7%
	-6.2%
	£18,680
	1.0%
	+24.7%

	2023/2024
	£194,489
	1.8%
	-2.8%
	£14,974
	0.8%
	-68.0%

	2022/2023
	£200,177
	2.0%
	
	£46,822
	2.1%
	

	

	Workforce shape and supply

	
	SCWWDP grant spend
	% of SCWWDP grant
	% change
	Additional local authority funding spend
	% of additional local authority funding
	% change

	2024/2025
	£147,977
	1.4%
	+24.2%
	£39,116
	2.1%
	+102.7%

	2023/2024
	£119,191
	1.1%
	-25.4%
	£19,294
	1.1%
	-30.4%

	2022/2023
	£159,820
	1.6%
	
	£27,702
	1.2%
	

	

	Other priorities

	
	SCWWDP grant spend
	% of SCWWDP grant
	% change
	Additional local authority funding spend
	% of additional local authority funding
	% change

	2024/2025
	£151,063
	1.4%
	-11.5%
	£414,448
	22.4%
	+69.9%

	2023/2024
	£170,770
	1.6%
	-21.6%
	£243,997
	13.7%
	-36.4%

	2022/2023
	£217,973
	2.1%
	
	£383,447
	17.0%
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· Table 6 shows a slight decrease in 2024 to 2025 in the number of training places booked (-0.5 per cent) and an increase in the number of people attending (+3.5 per cent) compared to 2023 to 2024. The rise in attendance suggests more people are taking part and engaging with available training.

· There was a decrease in the number of training places booked by the statutory and ‘other services’ sector. ‘Other services’ includes any services outside of the statutory, private and voluntary services and could include health, police, education, unpaid carers and volunteers. 

· There was a significant increase in the number of training places booked by the voluntary sector (+41.5 per cent), and a steady growth in the private sector (+3.6 per cent). Attendance also rose in both sectors, with an 8.9 per cent increase for the voluntary sector and an 11.9 per cent increase for the private sector, showing more people taking part in training opportunities.

· Other services experienced a decline in both the number of training places booked (-15.8 per cent) and the number of people attending training (-17.6 per cent) suggesting potential barriers or shifts in training priorities that need to be looked into to understand why.

Table 6: Training places and attendance levels, 2024 to 2025

	
	Training places booked
	People attending

	
	Number
	% change to previous year
	Number
	% change to previous year

	Statutory
	102,164
	-0.7%
	90,633
	+4.2%

	Voluntary
	3,552
	+41.5%
	2,206
	+8.9%

	Private
	20,109
	+3.6%
	15,899
	+11.9%

	Other
	19,416
	-15.8%
	7,164
	-17.6%

	Total
	134,526
	-0.5%
	115,902
	+3.5%



· As shown in Table 7, the overall national decline in training places booked didn’t drop in every local authority in Wales. In fact, nearly half (45.5 per cent) of local authorities reported an increase in the number of training places booked, and 40.9 per cent also saw a rise in the number of people attending training compared to the previous year.




· Compared to the previous year, more local authorities reported an increase in both training bookings and attendance from the statutory and voluntary sectors. However, fewer saw similar increases from the private and other sectors when compared to 2023 to 2024.

Table 7: Local authorities experiencing an increase in training places and attendance levels, 2024 to 2025

	
	Increase in training places booked
	Increase in people attending

	
	Number of local authorities
	% of local authorities
	Change in number
	Number of local authorities
	% of local authorities
	Change in number

	Statutory
	12
	54.5%
	+3
	11
	50.0%
	+2

	Voluntary
	10
	45.5%
	+4
	10
	45.5%
	+2

	Private
	9
	40.9%
	-1
	9
	40.9%
	-2

	Other
	7
	31.8%
	-7
	7
	31.8%
	-5

	Total
	10
	45.5%
	-1
	9
	40.9%
	-1



· Informal feedback from the local authorities suggests that the decline in training places booked is linked to several ongoing factors:

· service pressures and difficulties in releasing staff for training beyond mandatory requirements is still a key barrier. This reflects the recruitment and retention challenges across social care 

· more training is moving to e-learning, but workforce development teams won’t always know when training has been completed, such as staff who complete our learning modules or HEIW’s Ty Dysgu platform. So this isn’t always shown in the reported data.

· some providers use their own digital alternatives which they’ve sourced and manage, and it’s not possible to track this external data

· larger private providers often have their own training departments and facilities, so don’t rely on workforce development teams. This also contributes to gaps in reported data

· in statutory services, some workers access learning and development activity that has moved to being a corporate responsibility, so the numbers completing these aren’t always reported as SCWWDP funded.

· Workforce development teams continue to take proactive steps locally and regionally to support positive training attendance, which has contributed to the increase seen this year. These actions include:

· continually checking that the training and development offer is open to everyone. 

· wider promotion of training opportunities, such as using the Dewis Cymru website to promote or reaching out directly to providers and personal assistants (PAs).

· contacting providers directly with information and visiting them to make sure workers are taking the offer, and providing a training offer tailored for them.

· giving direct support, for example providers can book workforce development staff to visit care settings with iPads to help care staff with online learning.

· working with commissioned services in each area, to identify local training needs and adapt delivery to make training more relevant and easily available, which will then encourage a greater uptake. 

Table 8: Training places and attendance levels, the three-year trend

	
	Training places booked
	People attending

	
	Number
	% change
	% of total training places booked
	Number
	% change
	% of total people attending

	Statutory

	2024/2025
	102,164
	-0.7%
	75.9%
	90,633
	+4.2%
	78.2%

	2023/2024
	102,907
	-17.2%
	76.1%
	87,017
	-19.7%
	77.7%

	2022/2023
	124,331
	+8.0%
	77.4%
	108,425
	+8.9%
	78.9%

	Private

	2024/2025
	20,109
	+3.6%
	14.9%
	15,899
	+11.9%
	13.7%

	2023/2024
	19,416
	-22.9%
	14.4%
	14,202
	-28.8%
	12.7%

	2022/2023
	25,168
	+30.5%
	15.7%
	19,940
	+43.6%
	14.5%

	Voluntary

	2024/2025
	3,552
	+41.5%
	2.6%
	2,206
	+8.9%
	1.9%

	2023/2024
	2,510
	-12.5%
	1.9%
	2,025
	-7.8%
	1.8%

	2022/2023
	2,870
	-9.4%
	1.8%
	2,197
	+13.1%
	1.6%

	Other

	2024/2025
	8,701
	-15.8%
	6.5%
	7,164
	-17.6
	6.2%

	2023/2024
	10,336
	+26.4%
	7.6%
	8,699
	+28.2%
	7.8%

	2022/2023
	8,174
	-8.0%
	5.1%
	6,786
	-1.2%
	4.9%


· Table 8 shows the three-year trend of training places booked and the people attending by service type. It shows the continued trend of the proportion of training places booked and attended being dominated by the statutory sector. This isn’t in proportion when considering 67 per cent[footnoteRef:10] of the registered number of people employed in the social care workforce in Wales work for commissioned providers. [10:  As of 31 March 2024 using Social Care Wales registration data] 


· This has been an area of focus in the grant circular over the past few years where we stated: “The grant must be used to support equality of access to all types of social care providers in each region, and spend should be broadly reflective of the profile of the sector in the local authority and region.” But it continues to be clear from the data that the progress towards training take-up and attendance to broadly reflect the profile of the sector isn’t progressing as we anticipated. 

· This area has been strengthened even more as part of the 2025 to 2026 grant circular, but we must also acknowledge that, because of how data is collected and reported, we’re unlikely to  ever have a fully accurate picture of training uptake in the commissioned service sector. 

· Local authorities have also raised concerns about how accurate the sector profile is, because not all commissioned service providers filled in the annual workforce data. 

· Also, as previously noted, many commissioned service providers use their own training systems, platforms, and approaches, which aren’t tracked through SCWWDP reporting  or by local authority workforce development teams. This creates gaps in the data and makes it challenging to assess the full picture of workforce development activity across the sector.












	Figure 9: Training attendance numbers, the three-year trend 


	



	Figure 10: Training attendance percentage, the three-year trend 


	 


· Figure 10 shows overall attendance at training grew from 82.8 per cent in 2023 to 2024, to 86.2 per cent in 2024 to 2025. 
· There was an increase in training attendance in the statutory sector (rising from 84.6 per cent in 2023 to 2024 to 88.7 per cent in 2024 to 2025) and the private sector (rising from 73.1 per cent in 2023 to2024 to 79.1 per cent in 2024 to 2025).
· As part of the 2025 to 2026 grant circular we required all local authorities to publish a digital learning and development programme that’s accessible to all providers.  To make things more transparent and collaborative, we’ve also launched a dedicated SCWWDP webpage on our website. This page includes key information about the grant and includes contact details for workforce development teams in each local authority.
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Vocational awards and All Wales induction framework (AWIF)
· As shown in Table 9, both the number of individuals enrolled on the programme and the levels of achievement in approved vocational qualifications have increased. 

· It’s important to note that many individuals may also access funding for vocational qualifications through apprenticeships, which are not captured in this report. Health and social care has the largest uptake of apprenticeships across all sectors in Wales. In 2024 to 2025, a total of 3,272 health and social care apprentices were completed, compared to 2,390 the previous year.

· However, data from local authorities shows a continued decline in the number of people taking and achieving the All Wales health and social care induction framework (AWIF), although the number of individuals achieving the framework has increased compared to the previous year.

· Retention rates have improved for both the AWIF and Approved Awards, with less learners dropping out than last year. More learners are continuing with their studies for the Approved Awards, while it has declined for the AWIF.





Table 9: Vocational awards and AWIF activity, 2024 to 2025

	
	AWIF
	Approved Awards

	
	Number
	% change
	Number
	% change

	Numbers on programme 
	530
	-32.0%
	2,486
	+31.6%

	Numbers achieving
	299
	+16.8%
	788
	+58.6%

	Numbers withdrawing
	40
	-50.0%%
	97
	-53.4%

	Numbers carrying forward
	191
	-56.9%%
	1,601
	+35.2%


Number on programme = Number on programme on 1 April and enrolled during the year



	Figure 11: Number of people on vocational awards and AWIF programmes, the three-year trend 
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Social work

Social work qualifying awards.
· Table 10 shows the three-year trend in routes into social work qualifying awards, as reported by the regions in their end-of-year returns.

	Table 10: Social work students, the three-year trend

	Financial Year
	Sponsored
	% change
	Other
	% change
	Total
	% change

	2024/2025
	389
	+26.7%
	304
	-18.1%
	693
	+2.2%

	2023/2024
	307
	+35.8%
	371
	+17.8
	678
	+25.3%

	2022/2023
	226
	+26.3%
	315
	-10.8%
	541
	+1.7%

	Figures are for those enrolled during the year minus numbers withdrawing






· In 2024 to 2025, the regions reported a total of 693 social work students, both sponsored and non-sponsored, were on the social work degree programme. This marks continued growth over the past three years, although the rate of increase has slowed slightly, rising by 2.2 per cent in 2024 to 2025 compared to a 25.3 per cent increase in the previous year.

· Sponsored social work students through the grow your own pathway have continued to rise significantly year on year, with 389 social work students in 2024 to 2025, an increase of 26.7 per cent compared to the previous year.

· Following an increase in the previous year, the number of other social work students fell by 18.1 per cent in 2024 to 2025. These students usually pay for their studies, often using student loans or bursaries.

· Local authorities continue to say they’re worried about the declining number of self-funding ‘other’ social work students being admitted to traditional (physical, not online) higher education institutions (HEIs), they say that affordability is one of the main reasons for this.

· As part of our ongoing engagement with the social work sector, we gather and communicate feedback about bursary levels and funding concerns. This includes highlighting the potential impact of current funding arrangements on the recruitment and retention of social work students. All feedback received is shared with Welsh Government, so this information can shape future policy. 

· During recent discussions between HEIs, Social Care Wales and Welsh Government, concerns were raised about funding, particularly in relation to the decline in admissions to traditional universities. 
First three years post qualifying awards
· Table 11 shows the three-year trend in the levels of engagement in the social work first three years post qualifying programmes, as reported by the regions..

· 416 people were supported with social work post qualifying training, a decrease of 3.7 per cent on last year

Table 11: First three years post qualifying awards, the three-year trend

	Financial year
	NQSW Programme
	% change
	Consolidation
	% change

	2024 to 2025
	188
	-10.5%
	228
	+2.7%

	2023 to 2024
	210
	+16.0%
	222
	+1.8%

	2022 to 2023
	181
	+12.4%
	218
	-1.4%

	Figures are for those enrolled during the year minus numbers withdrawing



· In 2024 to 2025, there was a reduction in the number of participants in the Newly Qualified Social Worker (NQSW) Programme (decreased by 10.5 per cent) and an increase in the number participating in the Consolidation Programme (increased by 2.7 per cent)

Post qualifying awards

· Table 12 shows the three-year trend in the levels of engagement in post qualifying specialist awards.

· A total of 171 people were supported with social work post qualifying specialist awards (Enabling Practice, Best Interest Assessor and Approved Mental Health Professional (AMHP)). This was a decrease of 8.6 per cent on last year.


Table 12: Post qualifying specialist awards, the three-year trend

	Financial year
	Practice Assessor
 Level 6 or 7
	Best Interest Assessor
	AMHP

	2024/2025
	128
	17
	26

	2023/2024
	130
	30
	27

	2022/2023
	97
	44
	24

	Figures are for those enrolled during the year minus numbers withdrawing



· In 2024 to 2025 the numbers of those taking post qualifying specialists awards have:
· decreased slightly for Practice Assessor level 6 or 7
· nearly halved for Best Interest Assessor specialist awards
· remained constant for AMHP specialist awards. 

· Over the past three years, participation in all three programmes has varied, reflecting broader workforce dynamics and sector pressures. Changes in how many people join the programme every year can also depend on how SCWWDP grant funding is prioritised locally and regionally, to meet their needs.

Management awards (other than vocational awards)

· Table 13 shows a growth in the numbers taking on a national management programme funded through SCWWDP in 2024 to 2025. 

Table 12: Team Manager Development Programme (TMDP) and Middle Manager Development Programme (MMDP) engagement, the three-year trend

	Year
	TMDP
	MMDP

	2024/2025
	28
	18

	2023/2024
	20
	10

	2022/2023
	21
	19

	Figures are for those enrolled during the year minus numbers withdrawing 



· After remaining relatively stable, there has been increased uptake in the Team Manager Development Programme (TMDP) during 2024 to 2025, with 28 participants, compared to 20 in 2023 to 2024. This increase shows more investment in frontline leadership through the national programme. 

· There’s also been an increase in participation on the Middle Manager Development Programme (MMDP), reaching 18 participants in 2024 to 2025, compared with ten in 2023 to 2024. This jump shows a stronger focus on strengthening middle management, possibly linked to succession planning or making the organisation more resilient.
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· The following shows a summary of the key themes and analysis from the regional end of year reports in line with the national priorities

· The information includes ‘highlights’ from the regional delivery and more localised solutions. 

· The information in the end-of-year reporting by regions is mainly a mixture of numbers and stories about the results, but don’t show the full story of the difference the SCWWDP funding is making. 

· During 2025 to 2026 we’ll consider future developments in our work with local authorities and regions, and we’ll look at how we can present a strong and meaningful story showing SCWWDP’s impact. 

[bookmark: _Toc211279623]Priority 1: Building a digitally ready workforce

By 2030, we aim to have a workforce with good digital and technological skills that are widely used to improve the way we work, to help us deliver the best possible care for people. 
Common themes across the regions for this national priority in 2024 to 2025 were:

Digital skills development

· Widespread delivery of basic IT training, Microsoft 365 training and platform-specific skills (for example, Mosaic content management system).

	Following the successful pilot of Microsoft 365 training with the Children's Services administration team, we’ve now rolled it out to the Adults' administration team and are we’re looking at the development of a fuller programme for wider social work teams across both Adults' and Children's services. The aim is to create a digitally inclusive Powys and bridging the gap of digital inclusion and confidence in social care. - Powys region.



· Use of self-evaluation tools and digital skills guides to assess and improve workforce skills along with promoting the digital potential tool. 



Virtual Reality (VR) 

· Investing in VR technology and using VR to give staff hands-on training on topics like trauma, dementia, mental health, and end-of-life care, so they can safely experience real-life scenarios and interactions in a controlled, digital setting. 

	Delivery of 20 VR training sessions in Ceredigion has allowed 192 staff to develop a more informed and empathetic understanding of Adverse Childhood Experiences (ACE), trauma informed practice, working with adults with unresolved trauma. New VR content has raised awareness of young people and knife crime and provided strategies for interventions.

Feedback: ‘Excellent training, immersed into emotions and different perspectives, more relatable, and will inform my work with children and young people. Excellent training and desperately needs to be delivered to the youth and parents and everyone that works with them.’ (Ceredigion - west Wales region)



Digital champions and peer support

· Use of peer-led support models (digital champion, mentor, or partner approach) to help upskill the workforce and support digital confidence and inclusion. 

	To help with communication and training opportunities, a network has been established on Thinqi as part of the initiative to develop a digitally proficient workforce. This is available to internal staff as well as private and voluntary sector providers. (Neath Port Talbot – west Glamorgan region)



Learning platforms and resources

· A wide range of health and social care learning topics have been turned into digital learning resources. These are available as e-learning modules on each local authority’s Learning Management System (LMS), alongside face-to-face training to support flexible, blended learning.

· The main LMS platforms currently used across Wales include Thinqi, Learning Pool, and Oracle Fusion. These platforms help ensure accessibility across the workforce.

	We continue to provide ICT awareness sessions encouraging foster carers and kinship carers to use online learning. Self-enrolment continues to be successful. Staff can access training updates and maintain compliance (Cwm Taf Morgannwg region)

	In 2024 to 2025, Cardiff saw an increase in engagement with its learning and development platform, Learning Pool. Over the course of the year, approximately 1,600 partner accounts were created, enabling more providers than ever to access and benefit from Cardiff's offer. This growth reflects the promotional work we’ve undertaken over the past year to strengthen provider engagement. However, despite creating 1600 accounts, only 457 engaged with their account in 2024 to 2025. It’s important to point out that managers often book their staff on training however, we would have liked to see these users accessing eLearning opportunities. (Cardiff – Cardiff and the Vale region)



· Working together to develop shared learning and management systems is improving workforce access to online learning. It helps them as employees but also as citizens and unpaid carers. At the same time, local authorities are saving money by jointly creating bilingual, non-branded content.

	Gwent continued to be a major influencer of expanding the benefits of a shared digital learning system. Implemented as an organisational level system to ensure high level support from key services like HR and digital, partner local authorities have seen an immediate return on investment including essential learning such as safeguarding and Violence Against Women, Domestic Abuse and Sexual Violence (VAWDASV). In addition to the benefits for the social care sector the approach has had a far wider impact and is making a difference. Employees are also citizens within their community and some are unpaid carers, their ease of access to improve awareness of safeguarding, and their individual responsibilities, supports the social care sector in its protection of the vulnerable. (Gwent region)




· Creation of ebooks, padlets, interactive modules, and digital dashboards to support flexible learning.

	Training development officers have developed padlet electronic resources for dementia and client manual handling. This is a central point where staff can access these materials at any time to support their own continuing professional development (CPD) and support their staff training. This resource is ‘live’ and will continue to add and update with relevant information, learning resources, videos and guidance as required. These resources have been well received by the statutory and private sectors, who following the launch event have taken time to devise their own padlets relating to their services and other areas of training they deliver. (Neath Port Talbot - west Glamorgan region)



	Social worker dashboard is now available for staff to promote e-learning, learning and development opportunities and resources. (Ynys Môn – north Wales region)




Inclusive access and equipment provision

· A continued focus on equity of access and support for digitally excluded groups through:
· maintaining ICT licenses and continuing to build up stock of hardware for training use
· buying equipment to support learning and development
· loaning equipment to settings which allows groups to take part in digital learning 
· workforce development teams going into places to offer support and fix issues together.

	Ipad’s purchased allowed officers within the service to deliver sessions to the sector either on a one-to-one or group basis to support with accessing e-learning. (Conwy – north Wales region)



	We’ve purchased 12 laptops, USB sticks, headphones and wireless mice, to meet the needs of staff and services, expanding a digital library to support learning and development. We’ve increased our licences for Microsoft office, and we continue to work with our ICT department to update computers and tablets with required software, to ensure ongoing delivery and engagement in online learning. (Cwm Taf Morgannwg region)



Assistive and innovative technology

Use of adaptive technology such as magic tables, reminiscence bikes, and driving simulators and supporting the use of assistive technology in delivering social care services.

	Demonstrations and information sessions on ‘Ask Sara’ (a rapid access online self -assessment tool) have enabled social care staff to promote to citizens with the aim of reducing the number of occupational therapy referrals. It empowers individuals to manage and access their own support. (west Wales region)



Strategic collaboration

· Working with partners, such as Digital Communities Wales, Cwmpas and local colleges, to deliver digital skills programmes and training. This helps improve digital literacy and meet the different needs of the workforce across the sector.

	We retain strong working relationships with Digital Communities Wales and Cwmpas reviewing and offering their rolling programme and offer training. (Flintshire - north Wales region



· Regional working groups, networks, and partnerships with agencies that support digital development are driving strong collaboration. This approach helps share content, platforms, and best practices, speeding up progress and ensuring consistency across the sector.

	We’re supporting a digitally ready workforce through joint working as part of the Regional Digital Learning Working Group. We’re also using other organisations and local college offering digital training, learning and development to support individuals with their digital learning experience and to enhance current skills. (Wrexham – north Wales region)



Adaptive approach to digital learning

· A responsive and adaptive approach to digital learning, acting on feedback and ensuring that content is relevant, accessible, and impactful for the sector.

	We’re using regular feedback surveys and sessions to adjust digital learning content based on user needs and preferences, make sure the training stays relevant and engaging. (Greater Gwent region)



	The New Skills Academy was well received in theory, especially for unpaid carers and micro enterprises. However, despite promotion through Cardiff, local hubs, and phone calls, uptake was low, not many users completed any training. A review found the modules too broad to meet staff needs. In response, Cardiff has invested in eLearning tokens from a local provider and will now offer two targeted modules each month, based on workforce priorities and development needs (Cardiff – Cardiff and the Vale region)




[bookmark: _Toc211279624]Priority 2: Excellent education and learning 

By 2030, we hope that investment in education and learning for health and social care professionals will deliver the skills and capabilities needed to meet the future needs of people in Wales. 

SCWWDP spend on this priority remains high, with 42 per cent of national priority spending in 2024 to 2025 used to support the whole sector workforce including, personal assistants, unpaid carers, volunteers and foster parents. 

This priority also makes up for the highest proportion (29.1 per cent) of national priority spend in terms of the reported additional local authority funding in 2024 to 2025 (these figures don’t include qualifying and post qualifying programmes). 

Common themes across the regions for this national priority in 2024 to 2025 were:


Qualifications and induction

· Providing ongoing support for staff across the sector with Level 2 to 5 Health and Social Care qualifications to match the skills, responsibilities, and regulatory requirements of different roles.

· This support includes:
· ‘drop-in’ sessions focused on qualifications and registration
· signposting to our website for resources and information around the pathways and accepted qualifications for registration
· information about workshops
· support for registration and re-registration with Social Care Wales.

· The All Wales induction framework (AWIF) continues to be widely implemented and supported, alongside local induction programmes. However, there has been a 32 per cent decrease in its use to support the initial journey for staff toward full qualifications. This ongoing decline needs to be looked into to find out the reasons, or if it’s a reporting issue.

	Regionally we’ve continued to offer support and information to our providers about the All Wales induction framework (AWIF) and qualifications.  Cardiff and the Vale of Glamorgan have continued to commission through 2024 to 2025 on a regional basis to offer the AWIF for Health and Social Care workshops in partnership with Cardiff and Vale College (CAVC). As reported at mid-year, three regional AWIF workshops were delivered at care level across the region during 2024 to 2025 (Cardiff and the Vale region)



	Wrexham continues to provide strategic support to provider services through ongoing advice, guidance, and signposting to relevant Social Care Wales resources. Where appropriate, direct support is offered through the delivery of taught sessions. We maintain active engagement with the All Wales induction framework (AWIF) group, making sure that key updates and developments are communicated and embedded at a local level through regular feedback and collaboration. (Wrexham – north Wales region)



Extensive programme of learning based on needs

· Strong alignment between identified training needs and the design and delivery of a wide range of learning and development programmes, which are offered free to the whole sector.  This includes:
· adults and children’s services across the whole sector (statutory, private and voluntary) 
· foster care
· adoption 
· paid and unpaid carers 
· personal assistants. 

· The programmes of learning delivered aim to make sure that all statutory, legislative, and requirements linked to registration are included in offers as well as supporting the resilience and well-being of the workforce.

	A needs-based learning programme was made available to the entire sector, free of charge. It made sure all statutory, legislative, and registration-linked requirements could be met while also offering opportunities that foster resilience and well-being. (Gwent region)



· We’re working closely with external providers and responding proactively to requests for tailored training and support. However not all providers make use of the learning and development opportunities offered by the regional or local workforce development teams.

	Throughout 2024 to 2025, provider support visits were carried out to deliver targeted training and guidance across key areas, including strength-based practice, qualifications, registration, dementia care, and manual handling. Training officers provided a responsive and flexible service, meeting a wide range of needs, from general support to safeguarding concerns and issues raised through the Joint Quality Multi-Agency Meeting (JQMM) process. Training Officers worked with professionals and service providers to problem-solve and develop tailored solutions, including on-site visits to ensure support was practical, timely, and effective. The focus was on building provider capacity, improving the quality of care, and supporting compliance with best practice standards. (Cardiff – Cardiff and the Vale region)




	The region worked hard to improve sector engagement with the opportunities available. It’s important to note that there are known factors that will always limit full engagement but efforts will continue. Moving forward, it’s predicted that once fully operational the new digital system, it will make a positive difference. (Gwent region)



· Learning and development is delivered through a blended approach, combining e-learning, virtual sessions, and face-to-face training. This hybrid model enhances accessibility and flexibility, particularly during winter months and periods of remote working.

· In 2024 to 2025 there was a slight decrease in the number of training places booked (-0.5 per cent) but an increase in the number of people attending (+3.5 per cent) compared to the previous year. 
· There was also a significant increase in the number of training places booked by the voluntary sector (+41.5 per cent), alongside steady growth in the private sector (+3.6 per cent). Attendance also rose in both sectors, with an 8.9 per cent increase for the voluntary sector and an 11.9 per cent increase for the private sector, showing stronger engagement and uptake of training opportunities.

· As part of the 2025 to 2026 grant circular we’ve required all local authorities to publish a digital learning and development programme that is accessible to all providers.  To improve transparency and collaboration, we’ve also launched a dedicated SCWWDP webpage on our website. This page shares key information about the grant and includes contact details for workforce development teams in each local authority.

Training themes

Common themes for learning and development matching previous years reporting include:

· Trauma informed practice embedded through specialist training.

	Carmarthenshire has commissioned training for an additional two members of staff onto the Diploma in Trauma and Mental Health Informed Schools and Communities (Practitioner Status). Ongoing supervision sessions are now being provided for the five staff who had completed the course earlier in the year. (Carmarthenshire – west Wales region)



· Strength-based practice promoted through collaborative communication training and learning.

	Cardiff Children’s Services has drafted a new practice model that incorporates motivational interviewing, trauma-informed approaches, and strengths-based practice. This continues to develop through innovation coaching sessions with Social Care Wales.

Twelve practitioners completed a train-the-trainer course in motivational interviewing. They’ve since developed bespoke training materials for Cardiff, with a rollout planned over an 18-month period starting in 2025 to 2026.

Children’s Services also offers an introduction to trauma-informed approaches, aligned with the new practice model. In 2024 to 2025, nine senior managers completed a Diploma in Trauma to become experts in trauma-informed practice. They will share their learning across the service in 2025 to 2026.

Staff working with looked after children in Cardiff and the Vale have access to a psychology-led PACE, attachment and trauma course provided by ENFYS. (Cardiff – Cardiff and the Vale region)




	There’s a renewed commitment to strengths-based practice in adult services, with all services thinking about how to embed and show evidence of strengths-based practice. This was highlighted in the Swansea Council inspection in April to May 2024, where it has been noted that the collaborative communication model can be seen in staff discussion, and in social care records. ‘What matters’ conversations with the use of tools such as scaling questions to evidence goals.

Train-the-trainer sessions in delivering Collaborative Communication Skills (from ASC Ltd) have been commissioned and delivered to five members of the staff development and training unit. Trainers will also complete refresher training and shadow sessions before delivering the two day collaborative communication skills training. Swansea trainers are collaborating with colleagues in Neath Port Talbot and Cardiff to improve outcomes-focused practice. After the initial three-day training sessions, we will offer additional workshops. (Swansea – west Glamorgan region)



	We’ve run two collaborative communication skills training during the financial year. This is a two-day in-person training followed by a half day online follow up in a month to allow participants to practice the principles and techniques in daily practice. We then follow this up with a series of three reflective groups over the course of three months to support and embed the learning into practice. All of the Community Resource Teams have now undertaken refresher collaborative training. We also ran training on outcome focused care and support plans for our teams in the edge of care service. (Gwynedd – north Wales region)




	Collaborative communication continued to be supported and put into practice beyond the classroom. The high numbers reached are impossible to track, so the impact isn’t shown in the data. Reflective networks and service-based mentor programmes are just two examples of programmes that are helping drive better outcomes. (Gwent region)




· There is engagement in national and regional groups to embed the Autism Framework and the e-learning modules from Autism Wales are widely used.

· Various neurodiversity e-learning and face to face training is delivered. The resources and training provided by Neurodivergence Wales and the national team is also promoted regularly.

	The Training Needs Analysis showed that more training is needed for neurodivergence, especially autism and ADHD. An evaluation of in-person autism training delivered by in-house trainers showed that learners felt they had gained a deeper understanding of autism - its spectrum, lifelong nature, and the impact of environmental factors, sensory experiences, and social barriers. Many reported feelings more confident and better equipped to deliver inclusive services. (Cardiff – Cardiff and the Vale region)




· Ongoing delivery of positive behaviour support and active support training, in partnership with the British Institute of Learning Disabilities (BILD).

· A wide range of dementia training delivered both in-house and through external providers.  Using dementia virtual reality (VR) to raise awareness of dementia and how it affects the sensory experiences of individuals living with dementia.

	Neath Port Talbot acquired the Virtual Dementia Bus, which operated over two consecutive days and was available to both statutory and private or voluntary sector staff. This helped to promote awareness raising of dementia and how dementia affects the sensory experiences of individuals living with dementia across commissioned providers, in both residential and domiciliary care services. 
55 staff members were supported, including 15 from statutory sectors and 41 from private or voluntary sectors. 

One individual provided feedback via email after the event, saying that they ‘found the experience invaluable and suggested it should be included in the induction process for all staff’. (Neath Port Talbot – west Glamorgan region)



	Audits were carried out with dementia providers to look at what provisions they’re accessing and what support they need moving forward, shaping a dementia learning plan. The dementia action plan has been created and will involve numerous practical elements for staff to experience and learn. Conwy has also commissioned a Dementia Learning Pathway for providers to access; this is to be developed further following consultation with providers. (Conwy – north Wales region)



· Training on mental health topics and specific learning and development around the Mental Capacity Act (MCA) to strengthen practitioners' knowledge of the Act.

· Working with the health sector to deliver health related learning and development including safe administration of medicines or medication management training.

	In collaboration with Hywel Dda Health Board and the three local authorities, a significant number of domiciliary PCC staff have also completed Medication Administration Record (MAR) chart training. (west Wales region)




· Active participation in regional safeguarding boards and training groups. Safeguarding training follows the National Safeguarding Training Framework and is delivered in different ways across regions.  Topics include neglect, abuse in faith settings, professional curiosity, and suicide intervention.

	Virtual and face to face sessions are being planned and delivered for adults, children and the third sector. These sessions cover the new safeguarding framework, Section 47, safeguarding and culture, child exploitation community of practice, disguised compliance, hoarding, self-neglect and complex lifestyles as well as specific areas of abuse. The aim is to support frontline social care workers develop their safeguarding skills and understand the changes to legislation.  (Powys region)


 
	Neath Port Talbot and Swansea have continued to work with One Step North to create an interactive 360-degree e-learning resource to enhance existing training videos on self-neglect prevention and safeguarding. This will give trainers tools to make sessions more engaging using immersive technologies to allow learners to practice skills and decision-making using scenario-based learning. In 2025 to 2026 it will be part of a regional multiagency training pack on self-neglect for the West Glamorgan Safeguarding Board. (west Glamorgan region)



Collaboration and regional commissioning

· Local authorities continue to work together to commission training jointly. This helps use resources more efficiently and makes sure training is delivered consistently within regions and, in some cases across regions.

· There are strong partnerships with higher education institutions, colleges, training providers, and national bodies to support a coordinated approach to workforce development.

· Working with local colleges provides students with work experience placements, helping to raise awareness of social care as a career and strengthen future workforce pipelines.

	“I meet the care worker once a week, usually on the second call of the day. I then travel to each call with the carer. I’m really enjoying my experience meeting difference people in their own homes who are being supported with a range of needs. I have experienced what it’s like to provide care to people in their own homes and how much they rely on this service. It made me think of this as a career choice in the future” (Student work experience comments – Neath Port Talbot - west Glamorgan region)



[bookmark: _Toc210987772][bookmark: _Toc211279625]Challenges
· Regions report that recruitment and retention remain challenging, and service pressures often makes it hard to release staff for training. Informally, attendance at virtual training seems to be better than in-person ones, and workforce development teams actively encourage full attendance.

· Apprenticeship funding has dropped since European Social Funding ended in 2023. This means less apprenticeship places available and waiting lists for key qualifications. We know this is particularly affecting managers and residential care for children and young people. We ‘re working with external partners to find solutions and to reduce the impact on the registration of workers. 

· Apprenticeship funding decisions sit with Welsh Government and since 1 August 2024, Medr is the arm’s length body responsible for funding and regulating tertiary education and research. We continue to work closely with Welsh Government and with Medr and have worked with them to consult with the sector to review the apprenticeship frameworks for Health and Social Care and Children’s Care, Play, Learning and Development (Wales).  After the consultation, we’ll work with Medr to update the framework documents. Medr will publish the updated framework on its website. The current framework will remain in place until the new frameworks are published.

· One region has raised concerns about qualification misalignment. The full-time Level 3 Health and Social Care qualification doesn’t currently match the core work-based Health and Social Care qualification. This means workers who hold a Level 3 qualification still have to complete the full Level 2 work-based qualification, which has raised concerns around duplication and inefficiency. We continue to support the sector and work with awarding bodies to make improvements as needed. It’s important to emphasise that there are no concerns or challenges with the content of the qualifications

[bookmark: _Toc211279626]Priority 3: Qualifying and post qualifying programmes for social work

The aim of this priority is to build confidence in the workforce, and lead and support improvement in social care and the social work profession as a key part of the workforce. This involves support for all qualifying and post qualifying programmes of learning.

This theme has had a lot of attention in the last few years because of issues facing this part of the workforce, as noted in the Social Work Workforce Plan. 

The Social Work Workforce Plan (2022 to 2025) was created in response to recommendations from the Health and Social Care Workforce Strategy launched in 2020. To stay in line with national priorities, we’ll start engaging with stakeholders and the wider social work sector in autumn or winter 2025 to help shape a refreshed Social Work Delivery Plan. 

This updated plan will be in line with the wider Social Care Workforce Delivery Plan 2024 to 2027, which is the second phase of the ten-year workforce strategy. It will make sure a coordinated and future-focused approach to supporting the social work profession within the wider social care context.

SCWWDP spend on this priority stayed the second highest at 36.7 per cent in 2024 to 2025. For the same period, this priority made up for 14.2 per cent of reported additional local authority funding on national priorities. 

Common themes across the regions for this national priority in 2024 to 2025 were:

‘Grow our own’ workforce strategies

· All regions continue to invest in internal sponsorship, secondments, and trainee schemes to help existing staff qualify as social workers.  Retention rates for sponsored and supported staff remain high.

· There’s a strong emphasis on widening access, supporting non-traditional entrants, and retaining talent within local authorities 

· The Open University (OU) route is still the most popular route for internal sponsorship due to cost and flexibility. 

· The continued focus on “grow our own” models is having a positive impact, showing a steady rise in the number of sponsored social work students undertaking qualifying programmes over the past three years. In 2024 to 2025, there was a 36.6 per cent increase in sponsored students, following a 34.1 per cent increase in 2023 to 2024, and a 27.5 per cent increase in 2022 to 2023. This trend shows the effectiveness of local investment in developing the social work workforce and the value of supporting individuals to train and qualify within their communities.

· In 2024 to 2025, 39.7 per cent of the regional facilitation grant was given to social work degree sponsor programmes.


	Regionally, substantial investment continues to support the grow our own social workers initiative, mainly through the sponsorship route in partnership with the Open University. Currently, this is the only pathway being used by the Vale to develop its internal social work workforce. (Vale of Glamorgan – Cardiff and the Vale region)



· Again in 2023 to 2024, there’s a consistent level of learners reported as being involved in the social services practitioner award (169 in 2024 to 2025, compared to 166 in 2023 to 2024).  This award is needed for carrying out assessments and is also used as a pathway to qualify as a social worker.

	All 14 Social Service Practitioner learners have remained on the programme and are now approaching the end of their first year. Initial challenges such as difficulties releasing staff one day per week, reluctance to complete essential skills (particularly mathematics), and issues with using digital tools like Google Classroom (which is not supported by Cardiff IT department), have now been resolved.

A key learning from this first cohort is the importance of providing clear reassurance to learners who wish to progress into social work. They need confirmation of a guaranteed place on the Open University (OU) degree and confidence that their efforts will lead to a defined career pathway. The absence of a formal agreement has understandably caused some concern.

In Cardiff, the Social Service Practitioner (work-based learning programme) is being combined with the Level 5 or 6 Open University programme as part of the sponsorship pathway. In 2024 to 2025 significant partnership work went into developing this pathway to ensure:
·  timelines were the same across both programmes
· strong data-sharing protocols
· mandatory selection processes have been combined for both the college and the Open University
· agreed time limits for qualifications and interviews
· a clear and structured process and framework.

Cardiff will also use the Social Services Practitioner programme to support Social Services Practitioners who do not wish to pursue a career in social work but are interested in gaining a Level 4 qualification to enhance their skills and development. (Cardiff – Cardiff and the Vale region)



Strong Partnership working

· Collaboration, engagement and partnership working with HEIs is central for both qualifying and post-qualifying training. 

· Regions are active partners in HEI programme management structures. This includes recruitment, placements, assessment panels and hosting students from multiple HEIs.

	Gwent collaborated closely with four social work degree programme providers, monitoring the impact of changes to entry requirements on both applicant numbers and quality. They remained a key player in programme management boards, maintaining a visible presence and holding leadership roles such as Chair and Vice Chair. (Gwent region)



· There is strong collaborative within and across regions, with partners sharing learning and resources to meet the workforce learning and development needs.

	Gwent facilitated and Chaired the Wales Local Family Justice Board learning and development group on behalf of the three Local Family Justice Boards. The outcome of 2024 to 2025 work will be launched in the first half of 2025 to 2026 with the release of a court skills toolkit, funded by Social Care Wales, for use by all 22 local authorities. The toolkit is a series of filmed lectures, with training aids, to improve the confidence of newly qualifies social workers and is used as a refresher for all social workers. (Gwent region)


 
Structured support for newly qualified social workers 

· There continues to be a strong focus on the support needs of newly qualified social workers. Every region runs a structured “first three years in practice” or equivalent programme, and support includes individual development plans, mentoring, peer support, regular workshops, and reviews.

	All newly qualified social workers are allocated an individual mentor to support them during their first year. The mentor provides guidance, quality assurance for example, assessment reports and so on. Also, mentors host peer and group supervision sessions for newly qualified social workers.  (Conwy – north Wales region)





Post-qualifying consolidation and specialist awards

· There’s consistent involvement in and achievement of post qualifying specialist awards. These include consolidation programmes, Approved Mental Health Professional (AMHP), Best Interest Assessor, and other advanced qualifications all of which are widely supported.

· Clear career pathways, ongoing professional development, leadership, and succession planning are seen as key to workforce stability and retention.

Placement planning and practice educators (PE)

· Placement planning and practice educators (PE) continues to be a key theme across all regions with significant effort made to provide a wide range of placements (statutory, voluntary and specialist).

	Students have had a variety of placements, with more teams offering learning opportunities, including the 16+ Team, Community Mental Health Team and Children Looked After Teams. One student has had a placement with an independent Women’s Aid placement with personal education support from within a Merthyr Tydfil County Borough Council statutory team. (Cwm Taf Morgannwg region)



· Work is ongoing to improve both the availability and quality of social work placements. However, there are still some challenges with complex student circumstances particularly for those who are non-drivers or have additional learning needs. These barriers can affect access to suitable placements and the overall learning experience but are considered as part of wider efforts to enhance placement support and inclusivity.

	A growing concern is the number of non-driving students. Although remote working during the pandemic offered flexibility, the shift to hybrid models with increased face-to-face work has made looking for placements difficult. Most statutory and voluntary agencies can’t host non-drivers because of the nature of the work. This year, seven students didn’t; two passed their test just before placement, while securing placements for the others was challenging, with some teams unwilling to accommodate them. (Cardiff – Cardiff and the Vale region)



· All regions are actively supporting staff to become Practice Educators (PEs), with peer support, workshops, and formal qualifications.

· There are waiting lists and high demand for PE programmes in some areas.

	There’s been an increase in the number of staff wanting to complete the practice educator programme.  Eight new candidates joined the programme this year, including one candidate from the third sector.  Finding assessors for all eight candidates has been difficult but has also provided development opportunities for existing experienced practice educators. (Ynys Môn – north Wales region)




[bookmark: _Toc210987774][bookmark: _Toc211279627]Challenges
· Regions are noticing fewer students enrolling in social work courses at traditional HEIs, with cost often mentioned as a major reason. Through ongoing engagement with the social work sector, we collect and share feedback about bursary levels and other funding issues. This includes highlighting how current funding arrangements might affect recruitment and retention of social work students. All feedback is shared with Welsh Government to inform future policy decisions.

· In recent discussions involving HEIs, Social Care Wales, and Welsh Government, concerns were raised about funding, particularly regarding the decline in admissions to traditional universities. 

· Service pressures continue to affect the capacity of internal practice educators across Wales, so external services are being used to meet the growing demand for both qualifying and post-qualifying practice education. Different regions have different arrangements, which complicates workforce planning and delivery. To understand the situation better, we’ll be working with an external provider in 2025 to develop and share a survey for both practice educators and employers. The results will guide future planning and support, with a report published in early 2026.

· Staff consistently report that they’re enjoying the workshops, discussions, and practical exercises of consolidation programmes, but many say that having to complete the portfolio and academic tasks adds extra pressure and takes away from their overall professional development experience.

· Regions say that Best Interest Assessor training is still expensive and needs to be funded as part of the ongoing recovery from the withdrawal of the Liberty Protection Safeguards (LPS).

[bookmark: _Toc211279628]

Priority 4: Leadership and succession

By 2030, the workforce strategy hopes that leaders in the health and social care system will show collective and compassionate leadership. 

Common themes across the regions for this national priority in 2024 to 2025 were:

Leadership development pathways

· Leadership development is supported by all regions by a blended approach that encompasses both non-accredited development programmes, which are often developed and delivered in-house, and accredited qualifications.

	The Cardiff social care management programme was launched in quarter three and delivered across quarters three and four. It was open to all managers across the sector, including statutory services and provider organisations. The programme followed a hybrid model, combining three face-to-face sessions with five virtual classroom sessions.

Face-to-face sessions
· Leadership day: Understanding leadership and being an effective leader – 100 per cent attendance
· Managing difficult conversations, conflict and personal resilience – 75 per cent attendance
· Performance management, supervision and mentoring – 60 per cent attendance

Virtual classroom sessions
· Ability to perform management tasks – 31 per cent attendance
· Managing workload pressures – 55 per cent attendance
· Action planning an issue – 45 per cent attendance
· Understanding how to organise and delegate – 44 per cent attendance
· Chairing meetings – 36 per cent attendance

Based on participant feedback, the 2025 to 2026 programme will be delivered fully virtually, as many managers reported difficulties attending face-to-face sessions. The content has been streamlined, with less popular topics reduced or removed. (Cardiff – Cardiff and the Vale region)
 




· The national Team Manager Development Programme (TMDP) and Middle Manager Development Programme (MMDP) are widely promoted and accessed, though some regions report challenges like low uptake or withdrawals.

· Aspiring Manager Programmes are used to build early leadership interest.
· Institute of Leadership and Management (ILM) qualifications (Levels 3 to 7) are consistently offered to formalise leadership skills.  Some regions also use other leadership programmes such as the Dragon’s Heart Institute CLIMB programme.

Succession planning and talent pipelines

· Regions are building succession planning into workforce strategies to keep staff and maintain continuity. They’re using structured programmes and coaching initiatives to identify and develop future leaders.

Coaching, mentoring, and peer support

· Coaching, mentoring and peer support is a key theme. Regions are creating and growing coaching networks and mentoring schemes.

	We’re working with regional local authorities and health colleagues to set up a Regional Coaching scheme. A regional coaching network has also been successfully established. (west Wales region)



· One-on-one coaching and peer learning is also used to support new and existing managers.

Compassionate and inclusive leadership

· Compassionate leadership is a recurring theme, with training delivered both virtually and in-person.

	The service has been supporting the Academy by promoting the compassionate leadership programme module one and two and the Introduction to Compassionate Leadership course. These are multi-agency courses delivered to staff across the sector. (Powys region)




· There is extensive use and take up of our compassionate leadership offer with support alongside the Gwella website run by HEIW.

Practical resources and induction support

· Practical resources to support new managers includes the development of eBooks, resource files and induction frameworks alongside workshops and e-learning modules covering core management skills.


	We’ve developed a comprehensive induction eBook tailored for new managers in adult social care. This interactive guide is designed to give the key information and resources needed to excel in their role. It defines their responsibilities as a manager, their training requirements and gives them access to policies and procedures that will support them. It’s also a great resource for aspiring managers and serves as a valuable reference tool for existing managers to keep up-to-date with essential links and information. (Powys region)




[bookmark: _Toc211279629]Priority 5: Workforce shape and supply 

By 2030, the workforce strategy hopes to have a sustainable workforce with enough numbers to meet the health and social care needs of our population. 

SCWWDP in 2024 to 2025 has contributed the following:

Strengthening recruitment pipelines

· Most regions have developed or expanded career academies and/or fast-track programmes (their own unique ‘Introduction to Social Care’ programmes) to attract new entrants and support recruitment.

	Vale Fast Track 2 Care programme: One cohort of 17 candidates started the programme in January 2025 and  17 completed.  
 
In quarter four, we updated the programme and ran a regional pilot that included the WeCare Wales Introduction to Social Care course and signposting back to Vale Fast Track to Care and Cardiff Care Academy, plus extra local support and training on offer after completion. We promoted the programme more widely using external channels. The programme was successful, with 60 per cent of surveyed candidates rating their experience as ‘excellent’. We’re now reviewing the outputs of the pilot to consider capacity and need. In the meantime, the programmes proceed without using candidate cohorts. We’ll keep promoting the programme and refer candidates to the Introduction to Social Care course (unless we have enough to make a full cohort for WeCare Wales), with the offer of additional tailored support after completion. (Vale of Glamorgan – Cardiff and the Vale region




· There are also dedicated posts, for example, Care Career Connector, that support recruitment and local recruitment activities, including engagement with schools, colleges and job centres.

	Workforce development team staff have established excellent links with Careers Wales. 

Staff alongside colleagues and our social care ambassadors have attended various events across all secondary schools within Bridgend County Borough Council. With continuing interest from schools, and dates for engagement planned for spring and summer terms in 2025.

Social care workforce staff have been meeting with teachers in schools to discuss the curriculum and plans to take part in health and social care classes. (Cwm Taf Morgannwg)



· Regular events, outreach, and partnerships with education providers are common to promote social care careers.

Support for learning, qualifications, and career progression

· There’s consistent delivery of induction frameworks and support for staff registration.

· All regions offer structured apprenticeship and trainee schemes with progression routes and support for qualification completion.

	All apprentices have been successful in gaining permanent employment within the social care services in which they were placed. Three remain on their qualification journey. (Cwm Taf Morgannwg region)



· Delivery of Level 4 and 5 qualifications and management awards is common, helping career progression and supporting succession planning.


Inclusion and support for under-represented groups

· Targeted programmes and resources to support international recruits.

	The newly developed multilingual social care app designed to support migrant care workers is currently being piloted with the hope to be rolled out to the region in 2025 to 2026. The app gives access to training materials, community information, practical signposting for guidance for settling in Wales, and links to key external resources. 

Across the region, we delivered an ‘understanding sponsorship’ webinar, presented by area specialists from Capital Law. 

[bookmark: _Int_vRmpFR3v]We’ve also developed a regional forum with representatives from both local authorities to look at how to support migrant workers, with input from unions. Migrant worker training development and support is a key action of this group.  Awareness sessions on modern slavery and human trafficking have also complemented this forum’s focus of work. (Cardiff and the Vale region)




	Bridgend County Borough Council is continuing its International Social Work Recruitment programme, working with a recruitment agency to ensure ethical hiring. All internationally recruited social workers are still employed by the local authority.  The project was chosen as a finalist for the 2025 Social Care Wales Accolades in the ‘Developing and inspiring the workforce’ category. (Cwm Taf Morgannwg region)



· Strong emphasis on promoting Welsh language skills, bilingual learning, and the Active Offer across all regions.

· Training, tailored support, and engagement initiatives are available for unpaid carers, personal assistants, and small care businesses.

	In Ceredigion the offer of training to support unpaid carers and personal assistants has been expanded to include tailored moving and handling support. Additional SCWWDP funding enabled a project to capture the experiences of unpaid carers on film. These will be used in future training on carers needs assessments and have also been shared with the Open University for curriculum content. (Ceredigion – west Wales region)



	We regularly share information about the training available for unpaid carers and the third sector on our website and on our social media. E-learning is made accessible through a learning pool account to all who enquire. Representatives from the workforce team meet regularly with agencies through the new Carers Strategy and Dementia Strategy Group, to discuss unpaid carers’ training needs and opportunities. (Ynys Môn – north Wales region)




	Denbighshire is taking part in Change Group meetings with the Edge of Care Team to discuss the need and impact of micro-providers, personal assistants and volunteers. All e-learning content is made available along with face-to-face training where available. (Denbighshire – north Wales region)





Workforce data and planning

·  Work is ongoing to improve workforce data collection, automate reporting, and use data for strategic planning.

· Many regions are working closely with internal business intelligence and HR teams to improve data reliability and inform workforce planning.
	After reviewing the data, we’ve worked closely with our business intelligence and HR colleagues to fill in any gaps. Recent communications to staff across the service areas have been sent to encourage updating sensitive information on our HR system as are part of the data collection.

The department continues to develop automated reports from the HR TRENT system and will be creating an excel spreadsheet for bulk upload for this year’s data submission. (Powys region)




· Some local authorities reported that they’d taken part in our programme of workforce planning support during 2024 to 2025. 

	We’ve been part of the WLGA and Social Care Wales workforce planning offer which has been excellent. Our HR team is undertaking a data analysis process, and we plan to implement many of the WLGA recommendations for planning when that process has been completed. (Gwynedd – north Wales region)





Innovation in recruitment and training

· Development of apps, multimedia resources, and VR-enabled training to enhance learning and attract younger people.

	Shared prosperity funding has allowed Ceredigion local authority to develop a new multi-media library of resources to support further apprenticeship or careers recruitment. This includes an interactive careers map which will be used careers fairs and schools. (Ceredigion – west Wales region)




· Use of creative engagement through storytelling, film projects, and ambassador programmes to promote careers and share success stories.

[bookmark: _Toc210987777][bookmark: _Toc211279630]Challenges
· Some local authorities are frustrated with the lack of access to the local anonymised data in Social Care Wales’s annual workforce data collection. They say this restricts their ability to effectively plan with commissioned services, especially around workforce qualifications, Welsh language skills, and other key workforce indicators. We’re actively working to improve access to this data.

· Connected to this, some regions say that having separate internal HR systems causes problems with consistency and accessibility of workforce planning and development data, making it harder to build a full national picture.

· Some regions have reported that it’s hard to engage unpaid carers in training, even though the training opportunities are available, resulting in low uptake of training.
[bookmark: _Toc211279631]
5. Regional facilitation grant

Funding that used to be given under the regional facilitation grant is now within the SCWWDP grant circular but isn’t expected to attract 30 per cent match funding. It can only be used for the priorities below:

· supports sector-wide engagement in the regions 
· the delivery of the registered managers’ forums (minimum of one per region per year) 
· [bookmark: _Int_O9eKd173]the development of a regional care career connector role to support the central attraction, recruitment and retention campaign throughout this programme of work
· increase the number of sponsored social work students by each local authority. This must increase the number of sponsored students and not be used to fund existing plans for sponsoring students. 

[bookmark: _Toc210987779][bookmark: _Toc211279632]Analysis of themes from the regional facilitation grant
· We continued to hold provider forums, to help engagement and provide communication channels with providers. This makes sure there’s access to SCWWDP offers through a blended approach of face to face and virtual forums.  Efforts are ongoing to make sure that forum agendas reflect the needs and priorities of registered managers and providers, so that they have a real say in shaping discussions.

· Well-being support is still a prominent feature of provider forums, offering ongoing support to registered managers and Responsible Individuals.

· Local and regional initiatives beyond national programmes include:
· close working, promotion and recruitment initiatives with key partners such as Careers Wales, Job Centres, schools, colleges and learning and skills teams
· youth engagement through career events and ambassador programmes in schools and colleges
· attending local and regional recruitment events to promote the opportunities available in the social care sector
· several regions creating bespoke or localised media assets to support the national resources being developed, giving a more targeted resource to use with job seekers and learners.
· Extensive regional work continues to support social work education. The regional facilitation grant funding is seen as essential for:
· increasing the number of sponsored social work students
· supporting internal staff to qualify as social workers
· enabling continuity for those progressing through their qualifying journey and supporting future cohorts.
6. [bookmark: _Toc211279633]Fundamental principles: Well-being, Welsh language and inclusion

In terms of SCWWDP funding, we welcome submissions that clearly support the main principles of the workforce strategy. These are:
· well-being
· the Welsh language
· inclusion.
We don’t have specific sections in the monitoring templates that captures information on the main principles, specifically because we expect them to be considered as part of all activities and outputs funded by SCWWDP. 
This section highlights some of the information from the regional end-of year reports that are linked to the main principles. 

[bookmark: _Toc210987781][bookmark: _Toc211279634]Well-being
Workforce well-being is still a priority for all regions. Ongoing well-being training, learning and support for staff, managers, and care providers includes:
· well-being initiatives that are regularly promoted and signposted through newsletters, Learning Management System platforms, staff bulletins and events like provider forums

· access to e-learning modules, including topics such as resilience, stress management, and mental health awareness

· well-being specific learning and development sessions with examples including vicarious trauma workshops, mindfulness sessions, and well-being forums

· tailored well-being support offered to specific teams and services, with a focus on self-care, emotional resilience, and work-life balance.

	A variety of well-being-focused training programmes, including mindfulness, managing pressure, and personal resilience continues to be a key element of the programme offer. (Gwent region)


[bookmark: _Toc210987782][bookmark: _Toc211279635]Welsh language
· Welsh language support and development is embedded across learning and development programmes.

	We continue to promote the Welsh language in the workplace, helping staff to develop their skills and confidence. In 2024, we launched Hyb Cymraeg on Staffnet+, which gives staff access to the Welsh Language Standards, guidance, translation support, learning opportunities, and cultural events.

We’ve promoted the Welsh awareness course on iDev and the full range of Work Welsh courses, including short online modules, to all staff. In Social Services, we publish a quarterly e-bulletin featuring Welsh language resources, training opportunities, and useful phrases.

To support informal learning, we also delivered face-to-face Welsh drop-in sessions for Social Services staff.

A cross-functional More Than Words group has been established across Social Services, HR, and the SCWWDP team to drive forward the Welsh language agenda in the sector, focusing on embedding Welsh in practice and improving access to bilingual services. (Vale of Glamorgan – Cardiff and the Vale region)



· Vocational qualifications are offered in Welsh, which include sessions on Welsh culture and the use of Welsh legislation and standards. However, in most regions, because of the language demography, most qualification assessments are done in English.

	We continue to promote Welsh language support to the candidates.  The qualification provider also encourages and supports the completion of the qualifications through the Welsh language. Welsh language courses can be offered through Cymraeg Gwaith who we work with to offer bespoke sessions. (Ynys Môn – north Wales region)



· Many regions have Welsh language champions to promote and support the use of the Welsh Language, encouraging staff to use their Welsh language skills, raise awareness of the importance of the Welsh language in care settings, and help embed the principles of the Welsh Government’s More than Just Words strategy.

	Swansea has developed a team of Welsh champions; these include people who use services and staff members. The group meets every six weeks to share practices and ideas, using digital buttons with Welsh translations. Some members, including a lady living with dementia, are now part of the Corporate Welsh Champions Group, which meets every eight weeks. (Swansea – west Glamorgan region)


	Events and learning opportunities were offered to support More Than Just Words, with help from the Welsh language champions who promote resources and opportunities. The regional More Than Just Words group also supports the Health and Social Care Action Plan. Gwent are pleased to see the introduction of the Welsh Government facilitated group looking to improve the availability of digital training in Welsh. This is important because, while there are plenty of English resources, the costs associated with translating them into Welsh has slowed progress. (Gwent region)



· Welsh language training is available across all regions, with local training providers helping to deliver Welsh language courses for individuals. Like digital literacy, there are different levels of Welsh language skills across the sector, with training offered at a range of levels, from entry to advanced. Uptake depends on the region, and sometimes on the individual local authority.

	Ceredigion has delivered two ‘Welsh language, the basics’ courses, made up of three sessions each for external social care providers. 

Participants felt they had greater capacity and confidence to converse with service users and colleagues in Welsh. (Ceredigion - west Wales region)




[bookmark: _Toc210987783][bookmark: _Toc211279636]Inclusion
· Equality, diversity and inclusion e-learning is available on learning management systems accessible to the whole workforce across the sector. Face to face sessions were also available in some regions.

	Denbighshire have worked to implement key awareness training across the sector. We’ve commissioned, anti racism awareness training, providing an introduction into racism awareness.  Also, cross cultural communication training,  designed to enhance understanding and effectiveness in communication between individuals from diverse cultural backgrounds. Also, the developing cultural humility and working inclusively training (Denbighshire – north Wales region)



· Local authorities across the regions are working on the Anti-Racist Wales Action Plan. Many are starting with corporate approaches before considering additional social care specific work that may be needed to support the wider strategy.

· Many regions reported that they’re waiting for the launch of the Social Care Wales interactive e-learning training around anti racism as a baseline learning resource.
	This work is ongoing in the authority with some training already taken place and we have training in place for the coming year on unconscious bias and anti-racism in social care. For now, suitable online resources have been offered as we wait for the Social Care Wales e-learning package.  (Gwynedd – north Wales region)



· Learning and development aligned with the Welsh Government LGBTQ+ Action Plan included: 
· LGBTQ+ sessions
· trans awareness sessions
· e-learning 
· Stonewall workshops
· support groups.

	A rolling programme of LGBTQ+ sessions have been delivered covering specific content for adults and young people. Training on race awareness for managers has been provided; further sessions and content is awaiting senior management approval. Diversity and cultural awareness online sessions are being delivered to social work students and newly qualified social workers. (west Wales region)



	Swansea has developed an LGBTQ+ support group which is a group of staff and people who use the services to support anyone who lives, visits, or works in services. . We have peer mentors from Sadie’s Butterflies who are there to support anyone who is struggling with transition. This group is working hard to remove some of the barriers and fears that people may have about using services, it also increases staff knowledge on the correct terminology to embrace the needs of people from the LGBTQ+ community. The group has held a mini pride event and a transform hair, beauty, and fashion event to help people in transition to learn how to apply makeup and enjoy fashion. These events have had such a positive impact bringing people from different services together to celebrate. (Swansea – west Glamorgan region)



	The introduction to trans awareness training was very well received. The session gave staff and carers a basic understanding of how to support individuals who identify as, or may be exploring identifying as, trans. The training covered:
· experiences of marginalised young people
· risks of exploitation and safeguarding concerns
· appropriate and inclusive terminology
· how and where to find further support
Feedback showed participants felt more confident in supporting children and young people’s services (CYPS) and better prepared to create safe, respectful, and inclusive environments. The session was offered across all divisions, both internally and externally. (Vale of Glamorgan – Cardiff and the Vale region)



[bookmark: _Toc211279637]

7. Unmet need

For the first time in 2024 to 2025, as part of the SCWWDP application process, regions were asked to include information on unmet workforce development needs. These were areas of work that could be supported if additional funding were to become available in the future.
Across Wales, the total value of unmet need reported by regions as part of the 2024 to 2025 application process amounted to over £2.7 million. Table 13 shows the amount broken down by region.
Table 13: Unmet need by region, 2024 to 2025 

	Region
	£
	%

	North Wales
	1,849,524
	67.3%

	Greater Gwent
	325,000
	11.8%

	Cardiff and the Vale
	317,230
	11.5%

	West Glamorgan
	173,244
	6.3%

	Cwm Taf Morgannwg
	44,985
	1.6%

	West Wales
	37,617
	1.4%

	Powys
	None submitted
	-

	Total
	2,747,600
	100%



Table 14: Unmet need by priority, 2024 to 2025 

	Priority
	£
	%

	Provision of qualifying and post qualifying social work training
	£982,408
	35.8%

	Excellent education and learning 
	£775,232
	28.2%

	Delivery staff
	£331,094
	12.1%

	Regional Facilitation Grant – Attraction and recruitment
	£292,572
	10.6%

	Build a digitally ready workforce
	£254,294
	9.3%

	Leadership and succession 
	£112,000
	4.1%

	Total
	£2,747,600
	100%



Table 14 shows this unmet need by priority. The largest area of unmet need was in qualifying and post-qualifying social work training, totalling £982,408 (35.8 per cent). Excellent education and learning also represented a significant portion at £775,232 (28.2 per cent).
[bookmark: _Toc211279638]

8. Developmental areas in future years

By analysing the end of year reports for 2024 to 2025, and collecting feedback with the regional workforce leads, we’ve identified five areas to focus on. We’ll continue to work on these with organisations and partners in 2026 to 2027. 

[bookmark: _Toc210987786][bookmark: _Toc211279639]Building a digitally ready workforce
· In 2024 to 2025 the most significant decline in SCWWDP spend and additional local authority funding on national priorities was in building a digitally ready workforce. Regions have shared informally that developing digital skills and building a digitally ready workforce is often the lowest priority, mainly because of limited funding. 

· However, during 2024 to 2025, regions and local authorities were aware of, and in some cases actively involved in developing the digital potential tool. Many regions said they were waiting for its findings, as the recommendations would be important in shaping future workforce development, and guiding the commissioning of digital skills training from 2026 to 2027 onwards.

· The national report on the digital potential tool was published in July 2025 and outlines recommendations, including:
· developing a ‘what good look like’ framework for digital working in social care
· creating a digital capability framework
· developing a skills development programme that builds on existing initiatives, including support for leaders
· developing a guide for AI in social care
· establishing a national community of practice for digital working in social care to share learning, resources, and support.
· We’ve drafted an action plan in response to the recommendations and we’re working on a communications and engagement plan to share with our partners. The work to be able to respond to the recommendations is subject to funding and:
· We’ve secured funding to: 
·  scope how to develop a ‘what good looks like’ framework for digital working in social care
· scope the development of a digital leadership competency framework
· provide digital leadership support.


· We’re wating for confirmation on:
· a funding proposal to the WLGA to design and set up a national community of practice for digital working in social care in Wales
· A three-year funding proposal to the WLGA that would enable us to develop a programme of work to increase digital confidence and skills.

[bookmark: _Toc210987787][bookmark: _Toc211279640]Investigating and responding to qualification challenges
· The All Wales induction framework (AWIF) is still widely used and supported, alongside locally tailored induction programmes.  However, over the past two financial years, data shows a decline in its use to support people start in their journey toward full qualifications. 

· To understand the decline, we’ll review the data from the regions to check its accuracy and consult with the All Wales Training Managers network for feedback and insights.

· Apprenticeship funding has dropped since European Social Funding ended in 2023. This means fewer apprenticeship places and waiting lists for key qualifications. It’s having the biggest impact on managers and residential care for children and young people. We’re working with external partners to find solutions and reduce the impact on the registration of workers. 

· Apprenticeship funding decisions sit with Welsh Government and since 1 August 2024, Medr is the arm’s length body responsible for funding and regulating tertiary education and research. We continue to work closely with Welsh Government and with Medr and have worked with them to consult with the sector to review the apprenticeship frameworks for Health and Social Care and Children’s Care, Play, Learning and Development (Wales).  After the consultation, we’ll work with Medr to change the framework documents. Medr will publish the updated framework on its website. The current framework will remain in place until the new frameworks are published.

· One region has raised concerns about qualification misalignment. The full-time Level 3 Health and Social Care qualification doesn’t currently match the core work-based Health and Social Care qualification. This means workers who hold a Level 3 qualification still have to complete the full Level 2 work-based qualification, which has raised concerns around duplication and inefficiency. We continue to support the sector and work with awarding bodies to make improvements as needed. It’s important to emphasise that there are no concerns or challenges with the content of the qualifications

[bookmark: _Toc210987788][bookmark: _Toc211279641]Access to and improving workforce data 
· The Performance and Improvement Framework, introduced in April 2020, created a joined-up way to collect social care workforce data. The 2024 collection was the fourth year we’ve gathered data under this framework.

· Regions have raised concerns about the accuracy of the sector profile from the annual workforce data collection, because not all commissioned service providers take part. Providers have also told us that submitting workforce data to both Social Care Wales and Care Inspectorate Wales (CIW)as part of their annual returns, is time-consuming and confusing. When we compared workforce data with CIW’s data on the number of settings, we found lower return rates in the 2024 collection. 

· High quality data is essential for understanding the social care workforce in Wales and is fundamental to effective workforce planning. Without reliable data, we can’t fully understand the shape and size of the sector at the local, regional or national level. To address concerns, we’re working closely with CIW colleagues to develop a single, unified data collection in the future. In the meantime, we’ll continue working to make it easier to use the same data across both collections.

· It’s important to note that national and regional data comes from local data, and the quality of this information is the responsibility of each local authority and commissioned providers. The National Framework for the Commissioning of Care and Support in Wales: Code of Practice also states:

“Commissioners must proactively encourage their providers to complete and return the annual Social Care Wales workforce data collection undertaken by Social Care Wales. Having an accurate and up to date national dataset relating to the social care workforce supports robust workforce planning at national, regional and local levels (pg 17)[footnoteRef:11].” [11:  Welsh Government (2024) National framework for commissioning care and support: code of practice, Available at: https://www.gov.wales/sites/default/files/publications/2024-07/national-framework-for-commissioning-care-and-support-code-of-practice.pdf ] 


· As part of the Health and Social Care Workforce Strategy launched in October 2020, workforce planning approaches in local authorities in Wales were identified as a key priority. In 2023, we carried out a maturity scoping exercise to see where each local authority is on its workforce planning journey. Building on this, in 2024 to 2025 we commissioned with the WLGA the Local Government Association (England) run workshops and sessions to further support workforce planning approaches, especially in social services. 

· We’re now moving into the next phase of this work and have commissioned Practice Solutions to work with us to engage directly with local authorities to find out what tailored support they need to improve workforce planning approaches in social services. To tackle challenges around accessing data, we’ll also look at the options for building a Power BI-based solution that could give some solutions for a consistent, flexible view of workforce data across Wales.

· Comparing the data submitted through the end-of-year regional reports with other sources has shown some inconsistencies. . As a result, we’ll carry out an internal review to better understand the data being reported by local authorities and regions.

[bookmark: _Toc210987789][bookmark: _Toc211279642]A focus on social work
· Social work is important, and the sector can’t function without social workers supporting adults, children and families. While the share of the SCWWDP grant spent on qualifying and post-qualifying social work awards has stayed fairly steady overall, its proportion as a total of the national priority spending has increased again this year. There’s risk that continuing to prioritise this area may lead to under-investment in the wider non-social worker workforce, which also plays a critical role in delivering high-quality care and support.

· The main challenges associated with social work highlighted in the 2024 to 2025 SCWWDP include:

· social work education and funding - concerns about falling numbers of social work students at traditional universities, with costs noted as a key barrier.

· practice education capacity - internal practice educator capacity is under strain, so more external services are being commissioned. Practice educator arrangements vary across regions, complicating workforce planning.

· The current Social Work Workforce Plan ends this year. To keep it in line with the priorities of the social work workforce, we’ll start engaging with stakeholders and the wider social work sector in autumn/winter 2025 to help shape a refreshed Social Work Delivery Plan. This updated plan will link to the broader Social Care Workforce Delivery Plan 2024 to 2027 and will ensure a coordinated and future-focused approach to capturing the challenges facing the social work profession and identifying actions to address them.

· Welsh Government funds the Social Work Bursary Scheme (SWBS). It sets the policy, decides on the budget, and holds the legal authority to award funding under the Regulation and Inspection of Social Care (Wales) Act 2016. Social Care Wales runs and manages the scheme on behalf of Welsh Government.

· Bursary fee levels are agreed each year by the Welsh Government. Through ongoing engagement with the social work sector, we collect and share feedback on bursary levels and related funding issues. This includes highlighting how current funding arrangements might affect recruiting and keeping social work students. All feedback is passed to Welsh Government to help shape future policy decisions. 

· We’re reviewing social work education, to help develop a more sustainable and inclusive model in Wales. The review responds to a long-term challenge with low numbers of direct-entry applications for under-and post-graduate social work degrees, and concerns about workforce stability. It will look at challenges such as limited study routes, financial barriers, and public perceptions and explore alternative education models through a three-stage process: reviewing existing evidence, engaging stakeholders to identify and evaluate options, and implementing a preferred approach. The goal is to increase student numbers, improve diversity, and maintain high standards in social work education to meet the sector’s future needs.
· To better understand the current practice education landscape, we’ll work with an external provider in 2025 to create and share a survey targeting both practice educators and employers. The results will guide future planning and support, with a report expected in early 2026.

[bookmark: _Toc210987790][bookmark: _Toc211279643]A fuller picture of social care workforce development 

· In 2024 to 2025, Welsh Government gave a £45m social care and workforce grant to local authorities. However, activities funded through this grant are not captured in SCWWDP reporting. We’ve started early discussions with the Welsh Government to see if information on the use of this funding can be shared. This would help us understand how both funding streams are being spent.





· Additional funding provided by local authorities beyond the required 30 per cent match isn’t and can’t be mandatory in SCWWDP reporting. This information isn’t always shared, limiting our ability to build a complete picture of workforce development outputs, outcomes, and trends across Wales. Current reporting also doesn’t capture investment made by private and third sector providers – information which local authorities also can’t get.

· We plan to explore how we can build a more detailed and fuller understanding of workforce investment with local authorities, regions and Welsh Government. This will include:

· engaging with Welsh Government to explore whether intelligence from the £45m social care and workforce grant can be included in the SCWWDP 2025 to 2026 end-of-year themes and trends report.

· strengthening the 2026 to 2027 SCWWDP grant circular to encourage local authorities to share information on additional local funding as part of their SCWWDP reporting.
Total Spend	
2022/2023	2023/2024	2024/2025	12475258.369999999	12694344.42	12755886.4	


Value £	[CATEGORY NAME]
[VALUE] / 59.9%
[CATEGORY NAME]
[VALUE] / 25.6%
[CATEGORY NAME]
[VALUE] /14.5%

SCWWDP grant (70%)	Local authority contribution (30%)	Additional local authority funding	7640051	3261951	1853884.3999999997	Percentage	SCWWDP grant (70%)	Local authority contribution (30%)	Additional local authority funding	0.59894316713262674	0.25572123313986239	0.14533559972751087	
% SCWWDP	
Delivery staff	Management and admin	National Priorities	Other Priorities	0.47315248428683099	0.23330857488376905	0.26258483533574839	1.3856431139895223E-2	% Overall	
Delivery staff	Management and admin	National Priorities	Other Priorities	0.43554754375987542	0.22103758152001102	0.25740911270580147	4.4333325201140077E-2	



SCWWDP	
Delivery staff	Management and admin	5158309.33	2543530.5499999998	Local authority additional funding	
Delivery staff	Management and admin	397485.66	275999.73	



Total Spend	[VALUE] (1.7%)
[VALUE] (36.3%)
[VALUE] (4.2%)

SCWWDP	Local authority additional funding	Overall	186399.95	345169.94	531569.89	


SCWWDP	
Build a digtially ready workforce 	Excellent education and learning 	Provision of qualifying and post qualifying social work training 	Leadership and succession 	Workforce shape and supply 	Other Priorities	161192.53	1266534.25	1104636.8999999999	182359.54	147977.18	151062.84	Local authority additional funding	
Build a digtially ready workforce 	Excellent education and learning 	Provision of qualifying and post qualifying social work training 	Leadership and succession 	Workforce shape and supply 	Other Priorities	1432	243067.27	118486	18679.87	39115.86	414448.02	



SCWWDP	
Build a digtially ready workforce 	Excellent education and learning 	Provision of qualifying and post qualifying social work training 	Leadership and succession 	Workforce shape and supply 	Other Priorities	1.4785589839370786E-2	0.11617446502027792	0.10132422466992759	1.6727160754510962E-2	1.3573395051661153E-2	1.3856431139895223E-2	Overall	
Build a digtially ready workforce 	Excellent education and learning 	Provision of qualifying and post qualifying social work training 	Leadership and succession 	Workforce shape and supply 	Other Priorities	1.2748979169334715E-2	0.11834548165935375	9.5886938911591432E-2	1.5760520570330575E-2	1.4667192395190974E-2	4.4333325201140077E-2	



SCWWDP	
Build a digtially ready workforce 	Excellent education and learning 	Provision of qualifying and post qualifying social work training 	Leadership and succession 	Workforce shape and supply 	Other Priorities	-0.18808626590319061	-9.3906707780703508E-2	-3.6486385765805006E-2	-6.2365789324846092E-2	0.241513033702209	-0.11540254546828016	Local authority additional funding	
Build a digtially ready workforce 	Excellent education and learning 	Provision of qualifying and post qualifying social work training 	Leadership and succession 	Workforce shape and supply 	Other Priorities	-0.9180027485112231	-8.7315662972344388E-2	-0.48411900190267199	0.247486977427541	1.0273587643827098	0.69857813433220894	



2024/2025	
Statutory	Voluntary	Private	Other	Overall	102164	3552	20109	8701	134526	2023/2024	
Statutory	Voluntary	Private	Other	Overall	102907	2510	19416	10336	135169	2022/2023	
Statutory	Voluntary	Private	Other	Overall	124331	2870	25168	8174	160543	



2024/2025	
Statutory	Voluntary	Private	Other	Total	88.713245370189114	62.10585585585585	79.064100651449593	82.335363751292959	86.155836046563493	2023/2024	
Statutory	Voluntary	Private	Other	Total	84.558873546017281	80.677290836653384	73.145859085290482	84.162151702786375	82.817066043249568	2022/2023	
Statutory	Voluntary	Private	Other	Total	87.206730421214345	76.550522648083614	79.227590591226956	83.019329581600203	85.552157365939337	



Vocational Awards Level 2-5	
2024/2025	2023/2024	2022/2023	2486	1889	1836	AWIF	
2024/2025	2023/2024	2022/2023	530	779	801	
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