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Terminology used in this report

Throughout this report we use these terms to describe people of Black, Asian or minority
ethnicities:

» staff of Black, Asian or minority ethnicities
» minoritised ethnic staff
» and Global Majority staff.

The definitions of ethnicity used in this report are based on those used by the Office for National
Statistics in the Census 2021. This standardisation supports consistency and comparability at a
national level, but it does not fully capture the complexity and personal nature of ethnic identity
and may not always reflect how individuals recognise themselves. We recognise that
terminology in this area will continue to evolve.

Skills for Care keeps the terminology used within the SC-WRES Improvement Programme
under review. This includes ongoing engagement with local authorities through Community of
Practice sessions and wider correspondence, and reviewing the terminology used by local
authority employers in evaluations, local action plans, and data collection tools. This helps
ensure that the language used in SC-WRES remains aligned with current sector practice and
evolving preferences regarding ethnicity terminology.

Please note that throughout this report we have adhered to statistical disclosure controls
whereby we have aggregated the data and suppressed our findings where appropriate. This is
to protect individuals from being identified in this publication and any accompanying documents.
As a result, charts and tables shown here display rounded whole numbers and percentages. It
should be noted therefore that charts and tables may not always total to 100%.
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Foreword from our CEO

Skills for Care remains the custodian for the SC-WRES Improvement
Programme and in 2025/26, the programme has continued to grow
both in reach and commitment. Participation from local authorities
has increased significantly, from 76 in 2024/25 to 100 registering for
the current phase — and 98 completing data returns.

This represents around 70% of all staff employed by local authority
adult social services departments in England, up from 43% in the
previous phase, strengthening the representativeness of the
findings."

This level of sustained engagement is a powerful demonstration of commitment to race equity at
a time of considerable pressure. We recognise and commend the leadership, determination and
openness shown by participating local authorities, many of whom are operating in increasingly
difficult circumstances.

Compared to the previous year, the data continues to show persistent inequalities across key
workforce indicators, including recruitment, disciplinary processes and senior representation.
While some indicators show signs of stability or marginal improvement, there is limited evidence
of meaningful progress overall, and in some areas disparities appear to have widened.

It is important to note that participation in the programme has increased significantly this year,
meaning comparisons are not based on an identical group of local authorities. However, the
consistency of the patterns observed reinforces the scale and persistence of these challenges.

The findings show that, compared with their White colleagues, minoritised ethnic staff:

= were 48% less likely to be appointed from shortlisting in adult services and 40% less likely in
children services

= were 30% more likely to enter the formal disciplinary process in adult services and 83%
more likely in children services

= were 42% less likely to be in senior manager roles in adult services and 28% less likely in
children services

= were 9% and 25% (adult and children services respectively) more likely to leave their
organisations

= had comparable access to funded non-mandatory continued professional development
(CPD) in adult services but 7% less likely to have access to it within children services.

At every point we need to remember that behind these data are real people — we can lose that
sometimes in our language and our jargon. But we have to remember it because the continued

T Equivalent comprehensive workforce data is not available for children’s services, meaning direct comparisons
across the full social care workforce remain limited.

@killsf orcare




rise in reports from Global Majority staff of bullying and harassment, both in the workplace from
colleagues and in the community from members of the public, is deeply troubling.

These findings reinforce the importance of the SC-WRES Improvement Programme’s emphasis
on collaborative, anti-racist approaches to addressing these systemic workforce challenges. We
have seen and are seeing division within our communities in recent years and as a sector we
must reach out and stand together to ensure our workforce is representative, supported, and
safe from bullying and harassment in all its forms. This important aspect is further explored in
section 3.8.

The report demonstrates the importance of support for collaboration around anti-racism to
address these systemic workforce challenges. We continue to have widespread support from
the social care sector and have agreed SC-WRES as one of six recommendations for the
Workforce Strategy for Adult Social Care in England.

A clear focus on social justice, human rights, equality and transformative change underpins the
SC-WRES Improvement Programme and its ability to address systemic racism. Skills for Care is
committed to supporting system-wide change and recognises that progress on anti-racism
requires organisations and leaders to think and act differently. This often means challenging
established norms and being willing to disrupt comfortable ways of working to create lasting
change. This commitment shapes both the interventions we promote, including those outlined in
our new interventions guide, and our decision to work with a Learning Partner led by Global
Majority anti-racist experts. Their role is central to strengthening learning, accountability and
impact, and their reflections are shared in the following section of this report.

This year's SC-WRES findings highlight three clear priorities for leaders: support dedicated
capacity for SC-WRES work, strengthen accountability at every level, and turn commitment to
anti-racism into clear organisational practice. Lasting progress depends on visible leadership,
realistic capacity and a shared focus on measurable systemic change.

Professor Oonagh Smyth CBE
Chief Executive, Skills for Care
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Reflections from the SC-WRES Learning Partner

As Learning Partner to the SC-WRES Improvement Programme, brap has been supporting
Skills for Care since October 2025 to facilitate reflection and learning across this work. Building
on learning to date, the focus has been on engaging participants in anti-racist theory and
practice, recognising that while anti-racism is often widely stated as an ambition, translating this
into action requires a deeper understanding of how racism is produced and maintained within
systems, cultures, and everyday decision-making.

A key observation is that SC-WRES is increasingly well positioned to deepen its focus on
transformation, building a strong foundation of measurement and insight. While data continues
to provide an important mirror, there is an increasing emphasis on how organisations interpret
and act on this insight. There is a clear appetite from participants within Communities of Practice
to engage with these issues more openly, including having honest conversations about the
challenges they face. In this context, the development of a guide on anti-racist interventions,
produced with Skills for Care, represents an important step forward. It offers a more structured
route from insight to action and provides local authorities with a more evidence-informed
approach to tackling racial inequities.

Looking ahead, there is a significant opportunity to strengthen the continuous improvement
process by embedding a more explicit anti-racist framework across the programme. This
includes aligning governance, leadership behaviours, workforce practices, and decision-making
with anti-racist principles, and ensuring that progress is understood not only in terms of
representation, but also experience, power, and outcomes. There is evidence from SC-WRES
action plans that some local authorities are already taking steps in this direction, but would
benefit from clearer, shared understandings of what this looks like in practice. Developing a
robust evaluation framework will be an important part of this, enabling the programme to better
understand what works, for whom, and under what conditions.

SC-WRES continues to offer a powerful platform for change. Its future impact will depend on
maintaining a clear focus on depth as well as scale, supporting organisations to move beyond
compliance and towards sustained shifts in culture and practice. As Learning Partner, brap
remains committed to working alongside Skills for Care and sector partners, ensuring that anti-
racism is not only articulated, but meaningfully embedded across the social care system.

(For context brap (www.brap.org.uk) is an equalities charity working with organisations to improve thinking
and practice since 1999).
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The SC-WRES Improvement Programme supports local authorities to make measurable
organisational change, grounded in human rights principles, which builds and sustains an anti-
racist approach through continuous improvement.

The programme has three equally important components:

= data collection across 9 workforce indicators, enabling evidence based local reporting
and a national annual report

= peer-to-peer support through monthly Community of Practice sessions

= action planning for each local authority

SC-WRES indicator analysis and results

This executive summary predominately focuses on the key findings from the 2025 Social Care
Workforce Race Equality Standard (SC-WRES) data collection, relating to workers employed in
adult and children’s social care.

99 97 adult social care 700/0

local authorities provided employers. of staff employed in the
workforce information in the : : : adult local authority sector
2025/26 SC-WRES 61 children’s social care are within the SC-WRES

programme. employers. programme.

Indicator 1: Pay bands

Employees of Black, Asian or minority ethnicities were more likely to be in the £35,000 to

£69,999 pay bands (55%) compared to employees of White ethnicities (46%). By

comparison, employees of White ethnicities were more likely to be in both the lower pay

bands (52% compared to 43%) and the highest pay bands (2.0% compared to 1.5%).

= 153 of 158 combined employers (97%) were included in analysis for this indicator

= The same overall pattern is observed in both Adult and Children’s social care

» There was a statistically significant association between ethnicity and pay band. This is
observed consistently across both Adult and Children’s services.

Indicator 2: Shortlisted and appointed
At responding local authorities, 16% of people of Black, Asian or minority ethnicities
were appointed from shortlist in the last 12 months, compared to 28.8% of people of
White ethnicities. This means that people of Black, Asian or minority ethnicities were
44% less likely to be appointed from shortlist (relative likelihood? 0.56; calculated as 16% /
28.8%).
= 108 of 158 employers (68%) were included in analysis for this indicator.
» The difference in likelihood varied between adult and children’s social care:
o adult responding local authorities: 48% less likely (15.8% compared to 30.5%)
o children’s responding local authorities: 40% less likely (16.3% compared to 27.3%).
» There was a statistically significant association between ethnicity and being appointed from
shortlist. This is observed consistently across both adult and children’s services.

2 A relative likelihood (RL) is a measure used to show the extent to which two groups differ in their likelihood of
experiencing a particular outcome, see section 3.4.2 for more information.
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Indicator 3: Formal disciplinary process
At responding local authorities, 1.6% of employees of Black, Asian or minority ethnicities
entered the formal disciplinary process in the last 12 months, compared to 1.1% of
employees of White ethnicities. Therefore, employees of Black, Asian or minority
ethnicities were 50% more likely to enter the formal disciplinary process compared to
employees of White ethnicities (relative likelihood 1.50; calculated as 1.6% / 1.1%).
= 124 of 158 employers (78%) were included in analysis for this indicator.
» The difference in likelihood varied between adult and children’s social care:
o adult SC-WRES responding local authorities: 30% more likely (1.5% compared to 1.2%)
o children’s SC-WRES responding local authorities: 83% more likely (1.8% compared to
1%).
» There was a statistically significant association between ethnicity and entering the formal
disciplinary process. This is observed consistently across both adult and children’s services.

Indicator 4: Fitness to practise referrals
At responding local authorities, 0.6% of employees of Black, Asian or minority ethnicities
in regulated profession roles were referred to the fithess to practise process by their
employer in the last 12 months, compared to 0.5% of employees of White ethnicities.
Therefore, employees of Black, Asian or minority ethnicities were 34% more likely to be
referred to the fitness to practise process compared to employees of White ethnicities
(relative likelihood 1.34; calculated as 0.6% / 0.5%).
= 74 of 158 employers (47%) were included in analysis for this indicator.
» The difference in likelihood varied between adult and children’s social care:

o adult SC-WRES local authorities: 60% more likely (0.5% compared to 0.3%)

o children’s SC-WRES local authorities: 16% more likely (0.8% compared to 0.7%)

Indicator 5: Funded non-mandatory continuous professional development

At responding local authorities, access to funded non-mandatory CPD was broadly

similar between ethnicity groups, with 42.3% of employees of Black, Asian or minority

ethnicities and 43.3% of employees of White ethnicities accessing CPD in the last 12

months.

= 105 of 158 employers (66%) were included in analysis for this indicator.

» No real difference was seen within adult social care employees (47.0% compared to 47.7%).
However, employees of Black, Asian or minority ethnicities were 7% less likely to access
CPD within children’s services (34.5% compared to 37.1%). This indicates that the overall
pattern is driven by children’s services.

» There is a statistically significant association between ethnicity and CPD access overall;
however, this is not observed in adult social care, it is only present in children’s social care.

Indicator 6: Staff self-reporting harassment, bullying or abuse from ‘people who use
social care, relatives or the public'

At responding local authorities, the rate of reported experiences of harassment, bullying
or abuse from people who use social care, relatives or the public was 9.3% for
employees of Black, Asian or minority ethnicities, compared to 8.0% for employees of
White ethnicities. Therefore, employees of Black, Asian or minority ethnicities reported
experiences of harassment, bullying or abuse at a rate that was 15% higher than
employees of White ethnicities (relative likelihood 1.15RL; calculated as 9.3% / 8%).

Gskillsbr‘care
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= 52 of 158 employers (33%) were included in analysis for this indicator.
= The rate of reported experiences varied between adult and children’s social care:

o adult SC-WRES responding local authorities: employees of Black, Asian or minority
ethnicities reported experiences at a rate that was 4% lower than employees of White
ethnicities (8.5% compared to 8.8%).

o children’s SC-WRES responding local authorities: employees of Black, Asian or minority
ethnicities reported experiences at a rate that was 57% higher than employees of White
ethnicities (10.7% compared to 6.8%).

Indicator 7a: Staff self-reporting harassment, bullying or abuse from colleagues

At responding local authorities, the rate of reported experiences of harassment, bullying
or abuse from colleagues was 3.8% for employees of Black, Asian or minority ethnicities,
compared to 2.6% for employees of White ethnicities. Therefore, employees of Black,
Asian or minority ethnicities reported experiences of harassment, bullying or abuse at a
rate that was 48% higher than employees of White ethnicities (relative likelihood 1.48RL;
calculated as 3.8% / 2.6%).

= 52 of 158 employers (33%) were included in analysis for this indicator.

» The rate of reported experiences varied between adult and children’s social care:

o adult SC-WRES responding local authorities: employees of Black, Asian or minority
ethnicities reported experiences at a rate that was 51% higher than employees of White
ethnicities (4.4% compared to 3%).

o children’s SC-WRES responding local authorities: employees of Black, Asian or minority
ethnicities reported experiences at a rate that was 35% higher than employees of White
ethnicities (2.7% compared to 2%).

Indicator 7b: Staff self-reporting harassment, bullying or abuse from managers

At responding local authorities, the rate of reported experiences of harassment, bullying
or abuse from managers was 2.3% for employees of Black, Asian or minority ethnicities,
compared to 2.6% for employees of White ethnicities. Therefore, employees of Black,
Asian or minority ethnicities reported experiences of harassment, bullying or abuse at a
rate that was 12% lower than employees of White ethnicities (relative likelihood 0.88RL,;
calculated as 2.3% / 2.6%).

= 52 of 158 employers (33%) were included in analysis for this indicator.

» The rate of reported experiences varied between adult and children’s social care:

o adult SC-WRES responding local authorities: employees of Black, Asian or minority
ethnicities reported experiences at a rate that was 3% higher than employees of White
ethnicities (2.5% compared to 2.4%).

o children’s SC-WRES responding local authorities: employees of Black, Asian or minority
ethnicities reported experiences at a rate that was 33% lower than employees of White
ethnicities (1.9% compared to 2.9%).

Indicator 8: Leavers in the last 12 months

At responding local authorities, 12.1% of employees of Black, Asian or minority
ethnicities left their role in the last 12 months, compared to 10.5% of employees of White
ethnicities. This means that employees of Black, Asian or minority ethnicities were 15%
more likely to leave their role compared to employees of White ethnicities

(relative likelihood 1.15RL; calculated as 12.1% / 10.5%).

Gskillsbr‘care
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= 153 of 158 employers (97%) were included in analysis for this indicator.

» The difference in likelihood varied between adult and children’s social care:
o adult responding local authorities: 9% more likely (11.3% compared to 10.4%)
o children’s responding local authorities: 25% more likely (13.4% compared to 10.7%).

= Many factors could affect someone’s likelihood to leave their role, and the relative influence
of these factors may vary between individuals and groups.

Indicator 9: Senior management roles
At responding local authorities, 1.6% of employees of Black, Asian or minority ethnicities
were working in senior management roles, compared to 2.5% of employees of White
ethnicities. Therefore, employees of Black, Asian or minority ethnicities were 37% less
likely be working in senior management roles compared to employees of White
ethnicities. (relative likelihood 0.63RL; calculated as 1.6% / 2.5%).
= 157 of 158 employers (99%) were included in analysis for this indicator.
» The difference in likelihood varied between adult and children’s social care:
o adult SC-WRES responding local authorities: 42% less likely (1.4% compared to 2.5%)
o children’s SC-WRES responding local authorities: 28% less likely (1.8% compared to
2.5%).
» There was a statistically significant association between ethnicity and working in senior
management roles. This is observed consistently across both Adult and Children’s services.

Learning from data between 2024 and 2025

Analysis of local authorities participating in both the 2024 and 2025 SC-WRES programmes
provides valuable insight into patterns emerging across the workforce over time. The findings
suggest that disparities persisted across several indicators for employees and applicants of
Black, Asian or minority ethnicities compared to White ethnicities, with some widening between
reporting periods, including in senior management representation and entry to formal
disciplinary processes. Inequalities in recruitment from shortlist and rates of leaving the
organisation also remained evident across both years. A more detailed analysis is available in
section 4.3.

Mukosha Mbushi, Head of Service, Provider Services, Islington Council:

I've been leading on SC-WRES work since October 2024. It quickly became something | wove
into my day-to-day role because | believe so strongly in its purpose.

This work matters because it gives us data - real, tangible evidence - that opens up
conversations we need to have. It allows us to examine issues such as representation, pay
scales, bullying and harassment, and progression, and then look deeper into the intersectional
factors behind them. For women and girls especially, equity cannot be achieved without
understanding how race, neurodiversity, disability, age and so many other aspects of identity
interweave. SC-WRES gives us a foundation to ask better questions and make better decisions.

12

Gskills’or'care



Introduction to SC-WRES

13

O\al (5]
[+
@killsforcare »



1 Introduction to SC-WRES

1.1 What is the SC-WRES?

The SC-WRES Improvement Programme supports local authorities to make meaningful,
ongoing improvements to workforce practice and culture, supporting human rights principles
and structured, measurable organisational change that builds and sustains an anti-racist
approach. It has three main components which, to achieve transformative change, cannot be
separated and are framed by social justice programming:

» data collection, leading to a national annual report

= peer-to-peer support and learning opportunities through monthly Community of Practice
sessions

» individual data reports which feed into local action plans

The three components are designed to ensure that data findings are acted on by local authority
employers, within a continuous improvement framework (for more information about this part of
the programme please see section 4).

The Workforce Race Equality Standard (WRES) was developed for the National Health Service
(NHS) in 2014 by the NHS Equality and Diversity Council. Skills for Care commissioned a
scoping review in 2019 (Linde,K.Kline,R.2018) to look at the relevance of the WRES in social
care.

This led to the Chief Social Worker for Adults, Skills for Care and the Department of Health and
Social Care (DHSC), and Department for Education testing the Social Care WRES with 18 local
authorities in 2022. From 2023, this important work has been funded directly by Skills for Care
as part of a three-year funding commitment. Due to the absence of government funding, Skills
for Care, who is committed to supporting this important area of work, has directly funded the
SC-WRES Improvement Programme, while continuing to explore its ongoing sustainability.
During 2025/26, 101 local authorities registered for phase 3 and 99 local authorities submitted
data (97 representing the adult care sector and 61 representing the children's care sector). This
report analyses the data submitted by these respective authorities.

The SC-WRES Improvement Programme aligns with the NHS Workforce Race Equality

Standard sharing seven out of nine indicators. Each indicator in the metric helps us to
intentionally understand and bring to the surface aspects of racism for exposure and change.

14
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Diagram 1. The SC-WRES indicators

1. Pay band

Percentage of
employees of Black,
Aslan or minority
ethnicities within each
pay band, compared to
employees of White
ethniclties.

4. Fitness to practise
referrals

Likellhood of employees
of Black, Aslan or
minority ethnicities, in
regulated profession
roles being referred to
the fitness to practise
process by their
employer in the last 12
months, compared to
employees of White
ethnicities.

7. Staff self-reporting
harassment, bullying
or abuse from
colleagues and from
managers

Likellhood of employees
of Black, Aslan or
minority ethnicities
reporting harassment,
bullying or abuse from
colleagues or from
managers in the last 12
months, compared to
employees of White
ethnicities.

2. Shortlisted and
appointed

Likellhood of people of
Black, Aslan or minority
ethnicitles being
appointed from shortlist
In the last 12 months,
compared to people of
White ethnicities.

5. Funded
non-mandatory
continuous
professional
development

Likellhood of employees
of Black, Asian or
minority ethnicities
accessing funded
non-mandatory CPD In
the last 12 months,
compared to employees
of White ethnicities.

8. Leavers in the last
12 months

Likelihood of employees
of Black, Asian or
minority ethnicities
leaving the organisation
In the last 12 months,
compared to employees
of White ethnicities.

3. Formal disciplinary
process

Likellhood of employees
of Black, Aslan or
minority ethnicitles
entering the formal
disciplinary process In
the last 12 months,
compared to employees
of White ethnicities.

6. Staff self-reporting
harassment, bullying or
abuse from ‘people
who use social care,
relatives or the public'

Likelihood of employees
of Black, Asian or
minority ethnicitles
reporting harassment,
bullying or abuse from
people who use social
care, relatives or the
public In the last 12
months, compared to
employees of White
ethnicities.

9. Senior
management roles

Likelihood of employees
of Black, Aslan or
minority ethnicitles
being In senior manager
roles, compared to
employees of White
ethniclities.

Participating local authorities begin by bringing together a project group representing different
expertise (for example, Human Resources (HR), Equity, Equality, Diversity and Inclusion (EEDI)
colleagues, workforce, staff representatives, principal social workers, senior leaders) to agree
governance, support, engagement and communication. The group analyses their data, checks
the findings and develops actions with involvement across their organisation. They agree an
approach to ongoing monitoring and gathering feedback on the impact of action plans, ensuring
that this involves consultation with staff.

@killsforcare
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Laura Eden, Corporate Director of Children and Young People, London Borough of
Newham

We’re at the early stages of our SC-WRES journey. While our action plan is still developing, the
process of gathering and submitting our data has already been powerful. It created space for us
to pause and reflect, to look honestly at how our systems are experienced by staff, where our
processes support people well, and where they need to improve. What matters most is that this
doesn’t become a data exercise alone. SC-WRES is driving positive change by helping us listen
deeply to our workforce, reflect honestly on inequality, and work together to build stronger
circles of support where staff feel safe, valued and able to thrive.

Yvette Williams, Diversity, Equality and Inclusion Lead - Adult Social Care, London
Borough of Bexley

The SC-WRES framework supports constructive dialogue, shared accountability, and
measurable progress - enabling honest reflection and future-focused change. We’re already
beginning to see positive impact from this work. Colleagues from ethnically diverse
backgrounds and allies are increasingly voicing their experiences with greater confidence, and
managers are more comfortable leading conversations about race equality and inclusive
practice. The SC-WRES is driving positive change by providing a clear, evidence-based
framework that empowers organisations to address inequalities, amplify workforce voice, and
build a more inclusive and representative social care system.

Diagram 2 shows the SC-WRES improvement cycle which enables us to support local
authorities in an efficient way and enabling continuous improvement. This is designed to ensure
that local authorities reflect on best practice for workplace culture and progress through the SC-
WRES Improvement Programme successfully.
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Diagram 2. The SC-WRES improvement cycle
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1.2 Skills for Care

Skills for Care is the strategic workforce development and planning body for adult social care in
England. We work with employers, the Government and partners to ensure social care has the
right people, skills, and support required to deliver the highest quality care and support, now
and in the future. Our role is to respond and adapt to the emerging trends and needs within
social care, using data and evidence to drive forward widescale change.

Skills for Care have led the development of a much-needed Workforce Strateqy for Adult Social
Care in England — working with a wide range of organisations and people who have a stake in
the future of the sector.

One of our priorities is supporting culture and diversity because it is essential if we are to
achieve our vision of a fair and just society where people can access the advice, care and
support they need to live life to the fullest. We can’t deliver this priority without collaboration. By
working with our partners, we're able to bring together a vast array of expertise, support, and
influence which in turn increases the impact and reach of our work.

There are so many benefits to individuals and organisations of having a more equal, diverse and
inclusive workforce. Our review of the benefits of recruiting and retaining a diverse workforce for
organisations found evidence of a positive link between diversity and business performance,
reduced costs and improved quality of care.

Based upon Skills for Care’s Workforce Intelligence data as of September 2025, the adult social
care local authority workforce was slightly more ethnically diverse than the general population,
but notably less diverse than care providers outside the local authority sector, with no
comparable data available for children’s social care.

This report looks at two sources of data that Skills for Care holds. The first is our Adult Social
Care Workforce Dataset and the second is the SC-WRES data itself. For further information on
our approach and to understand more about the analysis that we employed, go to Appendix A.

1.3 Equity, equality, diversity and inclusion at Skills
for Care

Skills for Care is committed to supporting anti-racist local authorities and driving systemic
change across the social care sector. We recognise that achieving genuine equity requires
intentionality in addressing the structures, behaviours and systems that sustain racism.
Focusing on anti-racism strengthens workplace culture, improves the experiences of Black,
Asian and minoritised ethnic staff, and supports progress across other protected characteristics.

This commitment is reflected in initiatives such as our Moving Up Programme, which supports
Global Majority managers/aspiring managers in social care by equipping them to navigate and

@killsf orecare
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https://www.skillsforcare.org.uk/Workforce-Strategy/Home.aspx
https://www.skillsforcare.org.uk/resources/documents/About-us/Benefits-of-recruiting-and-retaining-a-diverse-workforce-Rapid-Evidence-Review-Summary.pdf
https://www.skillsforcare.org.uk/resources/documents/About-us/Benefits-of-recruiting-and-retaining-a-diverse-workforce-Rapid-Evidence-Review-Summary.pdf
https://www.skillsforcare.org.uk/Adult-Social-Care-Workforce-Data/workforceintelligence/Reports-and-visualisations/National-information/The-workforce-employed-by-adult-social-services-departments-in-England.aspx
https://www.skillsforcare.org.uk/Adult-Social-Care-Workforce-Data/Adult-Social-Care-Workforce-Data.aspx
https://www.skillsforcare.org.uk/Adult-Social-Care-Workforce-Data/Adult-Social-Care-Workforce-Data.aspx

challenge systemic barriers to career progression and influence career progression. Skills for
Care is working in partnership with the Stephen Lawrence Research Centre (SLRC) on a
collaborative research project: Storytelling: exploring race and leadership in adult social care.
By exposing the racism and structural barriers faced - and grounding this in SC-WRES data and
social justice research and pedagogy - the project aims to shift attitudes, inform policy and
reshape workforce programmes for long-term, sector wide change.

Alongside our broader Equity, Equality, Diversity and Inclusion (EEDI) work, including our
LGBTQ+ Learning Framework, values based recruitment, allyship resources, a Positive Culture
Toolkit and the Global Majority Nursing Network, our focus on anti-racism reinforces that race
equity is fundamental to building a fair, thriving and representative social care workforce.

Antoinette Ackuaku, Head of Organisational Development, Bracknell Forest Council

We’'re already seeing stronger organisational awareness, richer and more honest conversations
about racial equity, smarter use of data to drive action, and deeper collaboration across teams.

Leadership, engagement and commitment by our Corporate Management Team and our
councillors have been crucial, and SC-WRES is helping us turn our anti-racism commitments
into tangible, lasting workforce change.

SC-WRES aligns our values with action - inclusive, ambitious, always-learning - powering the
anti-racist transformation our workforce and communities deserve.

1.4 Growth in SC-WRES

Considerable foundational work has been undertaken to enable the scaling up of SC-WRES in a
supported, careful, measured way, including working closely with a learning partner, supporting

peer learning, developing and refining resources and tailoring content for the different ranges of
experience involved in the programme.

Voluntary participation in the SC-WRES, which began in 2021, has increased with every phase.

» The test phase in 2021, began with 18 local authorities testing the indicators and data tool.

» Phase 1in 2023/24, included 23 local authorities, established the improvement framework,
methodology and Community of Practice format.

» Phase 2 in 2024/25, included 76 local authorities, strengthened our guidance and action
planning support and scaled up all aspects of the programme support.

» Phase 3, in 2025/26, included 99 local authorities, continued to scale up all areas of the
programme and introduced a learning partner relationship, making learning for participants in
relation to anti-racist practice and human rights principles more explicit.
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https://www.skillsforcare.org.uk/news-and-events/blogs/exploring-race-and-storytelling-in-adult-social-care
https://www.skillsforcare.org.uk/Developing-your-workforce/Care-topics/Equality-diversity-and-inclusivity/LGBTQ-learning-framework.aspx
https://www.skillsforcare.org.uk/Recruitment-support/Values-based-recruitment/Values-based-recruitment.aspx
https://www.skillsforcare.org.uk/Support-for-leaders-and-managers/Supporting-a-diverse-workforce/Allyship/Allyship-resources.aspx
https://www.skillsforcare.org.uk/resources/documents/Support-for-leaders-and-managers/Managing-a-service/Workplace-culture/A-positive-culture-toolkit-for-adult-social-care.pdf
https://www.skillsforcare.org.uk/resources/documents/Support-for-leaders-and-managers/Managing-a-service/Workplace-culture/A-positive-culture-toolkit-for-adult-social-care.pdf
https://www.skillsforcare.org.uk/news-and-events/Events/February/Global-Majority-Nursing-Network-Connections-event.aspx

The maps below show which social care local authority employers have signed up to the SC-
WRES Improvement Programme in 2021, 2023/24, 2024/25 and 2025/26.

Map 1. All 18 local authorities in Map 2. All 23 local authorities in
the SC-WRES programme 2021 the SC-WRES programme 2023

Map 3. All 76 local authorities in the Map 4. All 99 local authorities in the
SC-WRES programme 2024 SC-WRES programme 2025/26
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Dudley Sawyerr and Fiona Murphy Co-Chairs of the RERG (on behalf of the RERG)
explain:

The Race Equity Reference Group (RERG) welcomes the publication of the new SC-WRES
National Report from Skills for Care and urges all to reflect on what is needed to change the
stark narrative that this report continues to portray.

The SC-WRES provides powerful evidence of the inequities that persist across the social care
workforce. The 2025/26 findings again highlight clear structural barriers affecting Black, Asian
and minoritised ethnic staff, particularly in areas such as recruitment, career progression and
staff experience.

It is encouraging to see that both local and national momentum for the SC-WRES Improvement
Programme continues to be sustained, with 99 local authorities participating this year and a
notable increase in representation from children’s services departments. Crucially, this work
has, for the first time, established a meaningful national baseline of race-related workforce data
at a scale that has not previously existed. This provides a robust and substantial evidence base
that can be trusted, taken seriously, and used to drive informed, equitable change across the
sector.

The SC-WRES shows that although the workforce is becoming more diverse, this does not
automatically result in fair outcomes. Staff from Black, Asian and minoritised ethnic backgrounds
remain unevenly represented across levels of seniority, with clear differences in progression
opportunities. These patterns highlight persistent barriers that limit advancement for some
groups and demonstrate that diversity alone is not enough to achieve equity.

The SC-WRES Improvement Programme, with its focus on social justice principles, human
rights and an explicit anti-racist foundation, provides a much-needed forum to consider what is
needed to break and rebuild the narrative through planning for systemic change.

As the RERG Group, we remain clear that data can only drive change when it is partnered with
leadership, accountability and a commitment to transforming workplace culture. With 99 local
authorities now participating in SC-WRES, the sector has never had more insight into the
inequalities affecting its workforce.

The challenge now is action - dismantling structural inequities, embedding consistent EEDI
practice, and ensuring that race equity becomes not just a stated ambition but a lived reality for
everyone working in social care.
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2 Diversity within the social care workforce

The strength of social care is in celebrating, valuing, and recognising what makes people
unique and supporting them to live the life they choose. To do this, it is vital that the social care
workforce reflects the society we live in, and that people feel included and treated equally.

Supporting culture and diversity is a key focus for us. Skills for Care is committed to ensuring
that the workforce is treated equally, feels included and valued, and is supported to stay well
and sustain careers in social care. Skills for Care is committed to using its data and insight to
focus attention on areas and issues where there is more work to do, to ensure that diversity is
valued and that organisational cultures are positive. The SC-WRES Improvement Programme is
for both adult social care and children’s social care local authority employers.

2.1 Children’s social care workforce

The Department for Education collects and publishes annual statistics on child and family
social workers, including agency social workers, employed in local authorities in England. This
is collected via the Children’s social work workforce census.

From these census results, there were 36,200 full-time equivalent (FTE) social workers in post
as of 30 September 2025, up 5.4% or 1,900 workers from a year earlier.

The chart below shows the headcount percentage by ethnicity group, for children and family
social workers in post as of 30 September 2025 with known ethnicity. The chart also shows the
ethnicity of social workers employed by adult social care local authority employers.

Chart 1. Percentage of full-time equivalent child and family social workers in post at 30
September by ethnicity, 2025

Base. 151 out of the 153 local authorities in England

Source. Annual statistics on child and family social workers, 2025 and Skills for Care estimates

m Social workers in children's social care local authorities
m Social workers in adults social care local authorities

. . 72%

4%

Mixed or multiple ethnicities 39

Asian or Asian British ethnicities ;Zﬁ
Black, African, Caribbean or Black British ‘7%
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https://www.gov.uk/guidance/childrens-social-work-workforce-census-guide-to-submitting-data
https://explore-education-statistics.service.gov.uk/find-statistics/children-s-social-work-workforce/2025#section-child-and-family-social-workers-in-post

The ethnic diversity of social workers in local authorities was broadly similar between the
children’s and adult social care workforces. Most staff in both workforces were of White
ethnicities; this was 72% of the workforce in children’s social care and 67% in adult social care.
Adult social care has a slightly higher proportion of social workers of Black, African, Caribbean
or Black British ethnicities (22% compared with 17%). The proportions of social workers from
Asian or Asian British ethnicities were the same in both workforces (7%), while those of Mixed
or multiple ethnicities and ‘Other ethnicities’ made-up small proportions in both workforces.

Please for more information about the children’s social work workforce.

It should be noted that the Children’s Social Work Workforce Census collects
information only on qualified social workers within children’s services and does not
capture the full children’s social care workforce across all job roles.

As aresult, it is not possible to draw direct comparisons between the diversity data
captured in the Census and either the Adult Social Care Workforce Data Set (ASC-WDS)
or the SC-WRES indicators, highlighting a gap in the availability of comprehensive
workforce data for children’s services.

Isabelle Trowler CBE, Chief Social Worker for Children and Families explains:

This year's SC-WRES findings make clear that the scale and persistence of racial inequity
within Children’s Social Care cannot be ignored. The data surfaces disparities in experience,
opportunity and outcomes for Black, Asian and minority ethnic colleagues, which reflect
systemic issues rather than individual shortcomings. Addressing this requires sustained
commitment, honest reflection, and a willingness across the sector to embrace and sustain
meaningful antiracist practice.

The SC-WRES programme continues to be a key lever for driving this change, bringing together
experience from across the country, particularly now that we have 61 local authorities submitting
Children’s Services data. SC-WRES’ national reach, its ability to illuminate patterns of
inequality, and its focus on organisational accountability create a powerful platform for collective
and continuous improvement. But data alone will not transform the system; we must act on what
it tells us and the SC-WRES Improvement Programme provides a robust structure for
colleagues to be supported in the action planning and implementation that this necessitates.

As a sector, we have significant work ahead to ensure that every practitioner, regardless of
ethnicity, experiences fairness, safety, dignity and equal opportunity to progress. We remain
committed to working closely with Skills for Care, local authorities and sector leaders to turn
these insights into sustained action. Through SC-WRES, we have both the evidence and the
impetus to build a more equitable children’s social care workforce - one that truly reflects,
understands and champions the diverse communities we serve.
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https://explore-education-statistics.service.gov.uk/find-statistics/children-s-social-work-workforce/2025

2.2 Adult social care workforce

Skills for Care is the leading source of adult social care workforce intelligence in England.
The information in this chapter is based on workforce estimated created using information
collected in the ASC-WDS. This data set collects information about the entire adult social care
workforce.

Sarah McClinton, Chief Social Worker for Adults:

This year's SC-WRES findings remind us that while Adult Social Care depends upon the rich
diversity of its workforce, diversity alone does not secure justice or fairness. The most recent
data shows clearly that inequities persist at multiple points in the employment journey - from
opportunities for progression to the everyday experiences of the workforce. Staff from Global
Majority backgrounds continue to face disadvantages in recruitment, in the likelihood of entering
disciplinary or regulatory processes, and in their day-to-day experiences at work. These are not
isolated issues; they reflect structural patterns that we must confront with honesty and urgency.
The SC-WRES Improvement Programme, with its focus on continuous improvement and Action
Planning provides an essential and robust platform to address this.

Our ambition is a workforce where everyone feels safe, valued and able to thrive. Achieving this
requires more than representation - it requires cultural change, consistent accountability, and
leadership that is willing to challenge systems that disadvantage parts of our workforce.

The SC-WRES remains crucial in helping us understand where those inequalities are most
visible and where we need to act with greater focus. | remain committed to working closely with
Skills for Care and with local authorities to ensure that this data leads to meaningful and
sustained change. Our communities deserve a workforce that reflects their diversity and our
staff deserve an environment in which fairness is not aspirational, but business as usual.

2.2.1 The workforce employed by adult social services
departments in England

In September 2025, all 153 adult local authority social services departments in England
provided a data return to the ASC-WDS, from this we know that there were 120,500 social care
filled posts within adult services in local authorities. This chapter focuses on the ethnicity of
these employees and provides context for the indicator results within section 3.

Please see the annual ‘workforce employed by adult social services departments in England’
report for full details about the adult social care local authority employed workforce.
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https://www.skillsforcare.org.uk/Adult-Social-Care-Workforce-Data/workforceintelligence/Reports-and-visualisations/National-information/The-workforce-employed-by-adult-social-services-departments-in-England.aspx

2.2.2 Ethnicity

Over three-quarters of adult social care local authority posts were filled by people of White
ethnicities (78%), while 22% of posts were filled by people of Black, Asian or minority
ethnicities.

The SC-WRES and ASC-WDS both hold information on workers’ ethnicities. There are 18
ethnicity options available to choose from, which are then grouped into five categories.
These five category groups use the same groupings as the Office of National Statistics (ONS) in
their Ethnic group classification 6a to analyse Census 2021 data, however the titles of these
groups have been used by Skills for Care:

=  White ethnicities

» Mixed or multiple ethnicities

= Asian or Asian British ethnicities

= Black, African, Caribbean or Black British ethnicities

= Other ethnicities.

Prior to 2025, ethnicity was analysed each year using the five groups. In 2026, Skills for Care
reports present workforce data using all 18 ethnicity options available, rather than only
aggregating into the five high-level ethnic categories used in previous years. This change
reflects the core aim of the SC-WRES Improvement Programme, to improve transparency,
strengthen accountability and support meaningful action to address racial inequalities in social
care.

While reporting by five broad groups provides a useful overview, it can mask important
differences in experience and representation between specific ethnicities. Presenting estimates
at the 18-group level enables a more accurate and nuanced understanding of workforce
diversity, supports more targeted interpretation of the SC-WRES indicators, and aligns with the
programme’s commitment to evidence-based improvement. This approach also reinforces the
principle that reducing inequalities requires visibility of variation within broad categories, not only
between them.

Jess McGregor ADASS President (2025/26), Executive Director, Adults and Health, said:

Racial equity must be at the heart of how we lead and deliver Adult Social Care. It is
fundamental to the dignity, safety and humanity of the people we serve and the colleagues we
stand alongside. The SC-WRES gives us the courage and clarity to confront injustice and to act
with purpose, moving us from aspiration to real, measurable progress on race equality.

SC-WRES strengthens our collective commitment to being actively anti-racist, ensuring every
member of our workforce feels seen, valued, and empowered to thrive. This is the future our
sector deserves - and the standard we must hold ourselves to.
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https://www.ons.gov.uk/census/census2021dictionary/variablesbytopic/ethnicgroupnationalidentitylanguageandreligionvariablescensus2021/ethnicgroup/classifications

In September 2025, over three-quarters of adult social care local authority posts were filled by
people of White ethnicities (78%) and 22% were filled by people of Black, Asian or minority
ethnicities. Chart 2 below shows that diversity varied by adult social care employer type, with
the local authority workforce being less ethnically diverse than care providers outside the local
authority sector.

Chart 2. Estimated ethnicity distribution of the adult social care workforce in local
authorities and independent sector, the population, and the economically active®
population
Source: Skills for Care estimates, Labour Force Survey 2025/26, Census 2021
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2.2.3 Adult social care local authority workforce

The ethnic diversity of adult social care varied by job role group, with regulated professions
having the most ethnic diversity, while managers roles had the least. See Table 1.

This variation provides important context for interpreting the nine SC-WRES indicators. For
example, indicator 1 (representation across pay bands) is closely linked to the distribution of
staff across these groups. Indicator 4 focuses specifically on regulated professionals, meaning
its findings must be considered alongside the overall diversity of that job role group.
Understanding the ethnic composition of each job role group therefore strengthens
interpretation of the indicators and supports a more nuanced assessment of workforce
inequality.

3 Economically active refers to people aged 16 and over in England who are either in employment or are
unemployed and actively seeking work. This does not include students who are not seeking work, retirees, people
with a long-term illness or disability who are not looking for work, or carers who are not seeking employment.
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Table 1. Estimated proportion of filled posts by ethnicity, ethnicity group and job role
group, 2025
Source: Skills for Care estimates

All job Managers Regulqted Direct Other
roles professions  care
Black, Asian or minority ethnicities 22% 15% 31% 23% 17%
White ethnicities 78% 85% 69% 7% 82%
White British (English, Welsh,
Scottish, Northern Irish) 72% 78% 63% 71% 76%
White Irish 1% 1% 1% 1% 1%
White Gypsy or Irish Traveller <1% <1% <1% <1% <1%
Other White ethnicities 5% 6% 6% 5% 5%
Mixed or multiple ethnicities 2% 2% 3% 2% 2%
White and Black Caribbean 1% 1% 1% 1% 1%
White and Black African 1% <1% 1% 1% <1%
White and Asian <1% <1% 1% <1% <1%
Other mixed or multiple ethnicities 1% 1% 1% 1% 1%
Asian or Asian British ethnicities 7% 5% 7% 7% 7%
Indian 3% 2% 3% 3% 3%
Pakistani 1% 1% 2% 1% 1%
Bangladeshi 1% 1% 1% 1% 1%
Chinese <1% <1% <1% <1% <1%
Other Asian ethnicities 1% 1% 1% 2% 1%
Black, African, Caribbean or Black
British ethnicities 12% 7% 19% 14% 7%
African 8% 4% 14% 9% 4%
Caribbean 3% 2% 3% 3% 3%
Other Black ethnicities 2% 1% 2% 2% 1%
Other ethnicities 1% 1% 1% 1% 1%
Arab <1% <1% <1% <1% <1%
Any other ethnicities 1% <1% 1% 1% 1%

For information about adult social care local authority workforce trends from 2021 to 2025
please see section B1 in appendix B.

Chris Badger, Chief Inspector of Adult Social Care and Integrated Care, Care Quality
Commission (CQC) explains:

The SC-WRES continues to be one of the most important programmes we have for
understanding and addressing racial inequality in the social care workforce. | know during my
time as Director of Adult Social Services (DASS) that the SC-WRES can help confront
uncomfortable truths and gave us a clear, evidence-based foundation for meaningful change,
driving tangible actions. What the SC-WRES brings is clarity. It shows us where inequities
persist, where progress is happening, and where leadership action is urgently needed. Now,
with a national lens at CQC, its value is just as clear: a fair, inclusive, and anti-racist culture is
fundamental to delivering high quality care, and the SC-WRES provides essential insight and
accountability to help the sector move decisively in that direction. As such, the SC-WRES
remains a vital driver for the change our sector deserves.
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2.2.4 Adult social care local authority workforce by region

The ethnic diversity of the adult social care workforce varied by region, London has the highest
proportion of people of Black, Asian or minority ethnicities while the northern regions have the
lowest.

Understanding local population and labour market demographics provides essential context for
interpreting workforce data. The ethnic diversity of the adult social care local authority workforce
should be considered alongside the local working-age population and labour pool, as patterns of
representation will vary significantly across regions. Differences in migration patterns, urban and
rural labour markets, and local population structures mean that national averages can mask
substantial regional variation. For information about the estimated proportion of filled posts by
ethnicity group and region, compared to the wider general population and economically active
population please see section B2 of appendix B.

Map 5 Estimated proportion of the adult social care
workforce from Black, Asian or minority ethnicities
by region (local authority sectors only), 2025
Source: Skills for Care estimates
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https://www.skillsforcare.org.uk/Adult-Social-Care-Workforce-Data/Workforce-intelligence/publications/national-information/The-state-of-the-adult-social-care-sector-and-workforce-in-England.aspx
https://www.skillsforcare.org.uk/Adult-Social-Care-Workforce-Data/Workforce-intelligence/publications/national-information/The-state-of-the-adult-social-care-sector-and-workforce-in-England.aspx
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3 SC-WRES indicator analysis and results

3.1 Introduction

This chapter is an overview of the data collected during the SC-WRES Improvement
Programme in phase 3, 2025/26. It reflects the most recent reporting period and enables a clear
understanding of most up to date variation in employee experience by ethnicity. Within the
programme this annual data plays a leading role in providing an evidence base for anti-racist
action, helping to identify where inequities in workforce experience persist across local
authorities. This information is essential for understanding the current landscape and informing
targeted action. This chapter provides a baseline snapshot, which should be read alongside the
longitudinal analysis presented in section 4.3.

Analysis is based on all 99 local authority employers who provided their workforce information.
This data was provided by ethnicity group about adult and/or children’s social care. The report
shows the results of each of the indicators as either percentages or relative likelihoods.

For a methodology of the 2025/26 SC-WRES data collection please see appendix A. This
appendix includes information about small numbers and data sharing, the data collection
process, what relative likelihoods are and how to interpret them, data quality and how this data
was checked.

3.2 Response rates and data representation

In phase 3 in 2025/26, 101 local authority employers registered with the SC-WRES programme.
One local authority provided their data to be included in analysis but later withdrew from the rest
of the programme. There are 99 local authorities included in analysis and 98 of those continue
in phase 3 of the 2025/26 SC-WRES programme.

In phase 3 in 2025/2026, 97 of the 99 local authority employers provided data about their adult
social care workforce and 61 provided data about the children’s social care workforce. The table
below shows the number of local authorities who provided data by region.

Table 2. Number of local authorities that submitted SC-WRES data in phase 3 2025/2026
Base. 97 adult social care local authorities and 61 children’s social care local authorities
Source. SC-WRES phase 3, 2025/26

| Adult social care Children’s social care |
Eastern 9 9
East Midlands 7 5
London 18 9
North East 12 6
North West 17 7
South East 14 9
South West 4 4
West Midlands 7 7
Yorkshire and the Humber 9 5
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Map 6 Responding local authority employers in phase 3
Source. SC-WRES, phase 3, 2025/26

l Local authority employer provided
information about both adult and
children’s social care workforce

l Local authority employer provided
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workforce
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The responding local authorities employed 132,700 employees between them; this was 77,500
in adult social care and 55,300 in children’s social care.

The SC-WRES programme, phase 3 2025/26 included 70% of all staff employed by local
authority adult social services departments in England, this is up from 43% in phase 2 2024/25.

The table below shows the number of staff employed by local authority adult social services
departments compared to those recorded in the SC-WRES, by region.

@killsforcare
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Chart 3. Number and percentage of staff employed by local authority adult social
services departments that are recorded in the 2025/26 SC-WRES programme
Source. SC-WRES, phase 3 2025/26 and Skills for Care estimates 2026

m Estimated number of adult social care employed posts
m SC-WRES staff overview (rounded)

East Midlands (76%) . 5009,900

London (58%) 5700 11,600
North East (90%) [N 0,700

,000

North West (81%) Saamn 20,300

South East (82%) 17,400

14,500
South West (29%) 00 8,800
West Midlands (45%) 2500 10,100

Yorkshire and the Humber (73%)

13,600
10,000

Data education

Not all local authorities were able to provide information for every indicator, and the proportion
of employees with recorded ethnicity data also varied between indicators (see chart 35 in
section A4). We recognise that, for some local authorities, data literacy, reporting structures and
system capability are still developing, and work is ongoing to establish consistent approaches to
collecting, storing, reporting, analysing and acting on SC-WRES data. This includes building
wider organisational understanding of workforce equality data, supporting confidence in
interpreting findings, and strengthening the use of data to inform action planning and
organisational improvement.

As part of the SC-WRES Improvement Programme, support has included peer-to-peer learning
through Communities of Practice sessions, which include demonstrations on using the data
collection tool and interpreting tables and charts, guidance on completing templates, support
with data extraction and validation, sharing examples of good practice, and responding to
individual queries from local authorities. This ongoing data education and support is intended to
strengthen confidence, consistency and capability in workforce equality data over time and
remains a priority as we move into phase 4.

33

@killsf@r‘care



3.3 SC-WRES Indicator 1: Pay bands

This indicator looks at the number of employees within each pay band, by ethnicity.

Employees of Black, Asian or minority ethnicities were more likely to be in the £35,000 to
£69,999 pay bands (55%) compared to employees of White ethnicities (46%). By
comparison, employees of White ethnicities were more likely to be in both the lower pay
bands (52% compared to 43%) and the highest pay bands (2.0% compared to 1.5%).

There was a statistically significant association between ethnicity and pay band*. This is
observed consistently across both Adult and Children’s services.

Lots of factors could be affecting pay rates for someone working in social care - their ethnicity is
one of them.

3.3.1 Response rate

There was high data availability for this indicator across participating local authorities.

» Total SC-WRES local authorities: 153 of 158 combined employers (97%) were included in
analysis for this indicator. 110,600 employees, with known ethnicity, were included in the
analysis for this indicator.

» Adult local authorities in SC-WRES: 94 of 97 employers (97%) were included in analysis
for this indicator. 65,100 employees, with known ethnicity, were included in the analysis for
this indicator.

= Children’s local authorities in SC-WRES: 59 of 61 employers (97%) were included in
analysis for this indicator. 45,500 employees, with known ethnicity, were included in the
analysis for this indicator.

3.3.2 A note on interpretation

Pay differences are influenced by a range of factors, including job role, experience, location,
and level of responsibility. These factors are not captured within SC-WRES data and may affect
different ethnic groups in different ways.

Differences in pay are likely to reflect the distribution of employees across roles and levels of
seniority. For example, Indicator 9 shows that employees of White ethnicities are more likely to
be in senior management roles, which are typically higher paid. This suggests that the pattern
observed in pay bands is more likely to reflect differences in progression and representation at
senior levels, rather than differences in pay for the same role.

Other factors that may influence pay include geographic variation, qualifications and
experience, demand for workers, and the specific responsibilities associated with different roles.
These should be considered when interpreting the findings.

4 Statistical testing confirms that this difference is unlikely to be due to chance: Total (x*(2) = 566.45,
p<.001); Adults (x*(2) = 404.05, p <.001); Children’s (x*(2) = 303.49, p < .001).
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3.3.3 Analysis by pay band

This analysis shows how employees within each ethnic group are distributed across pay bands
(which each ethnic group summing 100%).

Employees of Black, Asian or minority ethnicities were more likely to be in the £35,000 to
£69,999 pay bands (55%) compared to employees of White ethnicities (46%). By comparison,
employees of White ethnicities were more likely to be in both the lower pay bands (52%
compared to 43%) and the highest pay bands (2.0% compared to 1.5%).

This means that for every 200 employees within the highest pay band around four would be of
White ethnicities, compared to around three of Black, Asian or Minority ethnicities.

Differences across the top four higher pay bands (£70,000 and above) were very small, ranging
from 0.0 to 0.3 percentage points, reflecting the low numbers of staff in these bands.

Table 3. Distribution of employees across pay bands by ethnicity group
Source: Total SC-WRES local authorities, SC-WRES, phase 3, 2025/26
Difference in

Black, Asian or percentage points

within pay  of White ethnicities . . between ethnicity
minority ethnicities
band groups

Number of Employees of
employees Employees

Employees within

ethnicity group 110,600* 89,400 21,200

Less than £35,000 55,500 51.8% 43.3% 8.5
£35,000 to £69,999 53,000 46.2% 55.2% -9.1
£70,000 to £79,999 1,100 1.0% 0.8% 0.2
£80,000 to £89,999 500 0.5% 0.2% 0.3
£90,000 to £99,999 200 0.2% 0.2% 0.0
£100,000 or more 400 0.4% 0.3% 0.1

*Tables shown here display rounded number of employees, therefore may not always sum to the total.

While this report presents findings of the nine indicators using five broad ethnic groups, analysis
by detailed ethnicity is also important. Looking at the full 18 ethnicity categories provides a more
nuanced understanding of differences in the experiences and outcomes of people from specific

ethnicities.

Please see the data visualisation on our website for the full 18 ethnicity categories. This level of
detail supports transparency, detailed interpretation of the SC-WRES indicators, and targeted
action to address inequalities within the social care workforce.

Adult social care workforce

In adult social care, employees of Black, Asian or minority ethnicities were more likely to be in
the £35,000 to £69,999 pay band (48.6%) compared to employees of White ethnicities (39.1%).
In contrast, employees of White ethnicities were more likely to be in the lower pay band (59.0%
compared to 50.2%). In the highest pay band, the difference was small in percentage terms
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(1.9% compared to 1.2%), but this equates to a slightly higher proportion of White employees in
senior roles.

Table 4. Distribution of employees across pay bands by ethnicity group

Source: Adult SC-WRES local authorities, SC-WRES, phase 3, 2025/26
Employees of Difference in
Black, Asian or | percentage points

Number of Employees
employees of White
within pay band ethnicities

minority between ethnicity
ethnicities groups

Employees within

ethnicity group 65,100 51,700 13,300
Less than £35,000 | 37,200 59.0% 50.2% 8.8
£35,000 to £69,999 | 26,700 39.1% 48.6% 9.5
£70,000 and over’ | 1,100 1.9% 1.2% 0.7

*Tables shown here display rounded number of employees, therefore may not always sum to the total.

Children’s social care workforce

A similar pattern is observed in children’s social care. Employees of Black, Asian or minority
ethnicities were more likely to be in the £35,000 to £69,999 pay band (66.5%) compared to
employees of White ethnicities (55.9%). In contrast, employees of White ethnicities were more
likely to be in the lower pay band (41.9% compared to 31.5%).

In the highest pay band, the difference between groups was very small (2.2% for White
ethnicities compared to 2.0% for Black, Asian or minority ethnicities). This reflects the very small
proportion of staff in this pay range overall, meaning the difference equates to a minimal
variation in representation at senior pay levels.

Table 5. Distribution of employees across pay bands by ethnicity group
Source: Children’s SC-WRES local authorities, SC-WRES, phase 3, 2025/26
Number of Employees of Difference in

Employees )
employees Black, Asian percentage

of White or minorit oints between
ethnicities 4 ’

within pay
band ethnicities ethnicity groups

Employees within

ethnicity group 45,500 37,700 7,900

Less than £35,000 | 18,300 41.9% 31.5% 10.4
£35,000 to £69,999 | 26,300 55.9% 66.5% -10.6
£70,000 and over | 1,000 2.2% 2.0% 0.2

*Tables shown here display rounded number of employees, therefore may not always sum to
the total.

3.3.4 Examples from phase 2 local authority action plans

The SC WRES Improvement Programme requires participating local authorities to develop
action plans in response to their data. These plans are an important mechanism for translating
insight into action.

5 To support interpretation, the higher pay bands are grouped below.
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The examples below, drawn from phase 2 (2024/25), illustrate how local authorities are
addressing issues related to workforce diversity and progression.

Improving data quality

Milton Keynes Council introduced self-service functionality within its HR system, enabling staff
to update their diversity information. This was supported by a targeted campaign, resulting in
95% of staff reporting their diversity data.

Strengthening career support

Haringey Council adult services are introducing a structured personal development plan to
support career progression. This includes regular career conversations, targeted audits of staff
experience, and training for managers to identify and address barriers to development,
particularly for staff from minority ethnic backgrounds.

3.4 SC-WRES Indicator 2: Appointed from shortlist

This indicator shows the number of people shortlisted and appointed to directly employed roles
in the last 12 months. Local authorities were asked to include any directly employed posts
advertised internally and externally and to count people shortlisted and appointed within the
previous 12 months.

At responding local authorities, 16% of people of Black, Asian or minority ethnicities
were appointed from shortlist in the last 12 months, compared to 28.8% of people of
White ethnicities. This means that people of Black, Asian or minority ethnicities were
44% less likely to be appointed from shortlist (relative likelihood 0.56; calculated as 16% /
28.8%).

The difference in likelihood varied between adult and children’s social care:

» adult responding local authorities: 48% less likely (15.8% compared to 30.5%)
= children’s responding local authorities: 40% less likely (16.3% compared to 27.3%).

There was a statistically significant association between ethnicity and being appointed from
shortlist®. This is observed consistently across both Adult and Children’s services.

3.4.1 Response rates

= Total SC-WRES local authorities: 108 of 158 employers (68%) were included in analysis
for this indicator. There was a total of 79,400 people shortlisted and 19,500 employees
appointed; this was 25% of applicants appointed from shortlist.

6 Statistical testing confirms that this difference is unlikely to be due to chance: Total (x3(1) = 1604.49, p < .001),
Adult (x2 (1) = 1176.71, p < .001) and Children’s (x? (1) = 493.956, p < .001).
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= Adult SC-WRES local authorities: 69 of 97 employers (71%) were included in analysis for
this indicator. There was a total of 42,000 people shortlisted and 10,200 employees
appointed; this was 24% of applicants appointed from shortlist.

= Children’s SC-WRES local authorities: 39 of 61 employers (64%) were included in
analysis for this indicator. There was a total of 37,300 people shortlisted and 9,300
employees appointed; this was 25% of applicants appointed from shortlist.

Of the employees within those responding local authorities, only 6% of people shortlisted and
9% of employees appointed had no ethnicity recorded. In phase 3, 2025/26 local authorities
were asked to say why ethnicity was not known and for this indicator the main reasons were the
application or appointee not disclosing their ethnicity and only a small number of employers
saying that the gap was due to them not recording this information.

3.4.2 Relative likelihood (RL) definition

A relative likelihood is a number that indicates the extent to which two groups differ in their
likelihood of experiencing an outcome. For SC-WRES, that is the likelihood of people of Black,
Asian or minority ethnicities experiencing the outcomes of each indicator compared to staff of
White ethnicities. The closer the number is to 1, the more similar the experiences are.

Chart 4 shows the percentage of people appointed from shortlist by ethnicity group and, in the
boxes to the right of the bars in the chart, is the relative likelihood of being appointed from
shortlist compared to people of White ethnicities.

To aid interpretation, relative likelihoods are also expressed as percentages, showing the
difference from 1 (which represents equal likelihood). For example, a relative likelihood of 0.51
means the likelihood is 49% lower (0.51 — 1 = -0.49), meaning employees of Black, Asian or
minority ethnicities would be described as 49% less likely to experience the outcome. Another
example is a relative likelihood of 1.35 means the likelihood is 35% higher (1.35 — 1 = 0.35),
meaning employees of Black, Asian or minority ethnicities would be described as 35% more
likely to experience the outcome. A negative number is less likely, and a positive number is
more likely to experience the outcome.

3.4.3 Proportion of staff appointed from shortlist

People of Black, Asian or minority ethnicities were 44% less likely to be appointed from shortlist
in the last 12 months, compared to people of White ethnicities (relative likelihood of 0.56).
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Chart 4. Percentage of people appointed from shortlist by ethnicity group, and relative
likelihood compared with White ethnicities Source: Total SC-WRES local authorities, phase
3, 2025/26

m Percentage of people appointed from shortlist [ Relative likelihood
Employees of White ethnicities ||| G 28.5%
Employees of Black, _ 5 5 5 .
Asian or minority ethnicities 16.0% | (16% / 28.8%) 44% less likely

Mixed or multiple ethnicities ||| 170% | (17%/28.8%) 41% less likely |
Asian or Asian British ethnicities _ 14.6% | (14.6% / 28.8%) 49% less Iikely|
Black, African, Caribbean or o o o o .

Biack British othnicites . TN 64%  [(164%/28.8%) 3% less kel

other ethnicities ||| | | | | N 160  [(16.9%/28.8%) 41% less likely

Please see the data visualisation on our website for results of this indicator by 18 ethnicity
categories.

Adult social care workforce

In adult social care, people of Black, Asian or minority ethnicities were 48% less likely to be
appointed from shortlist in the last 12 months, compared to people of White ethnicities (relative
likelihood of 0.52).

Chart 5. Percentage of people appointed from shortlist by ethnicity group, and relative
likelihood compared with White ethnicities
Source: Adult SC-WRES local authorities, phase 3, 2025/26

m Percentage of people appointed from shortlist [] relative likelihood
Employees of White ethnicities _ 30.5%
Employees of Black, _ ,
Asian or minority ethnicities 15.8% | (15.8% /30.5%) 48% less likely

White ethnicities

I 057

I (5% [ (17.8%/30.5%) 42% less likely |
I 3% [ (14.3% /1 30.5%) 53% less likely |
B 6.1 | (16.1%/30.5%) 47% less likely |
B 7o [ (17.4%130.5%) 43% less likely |

Mixed or multiple ethnicities

Asian or Asian British ethnicities

Black, African, Caribbean or
Black British ethnicities

Other ethnicities
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Children’s social care workforce

In children’s social care, people of Black, Asian or minority ethnicities were 40% less likely to be
appointed from shortlist in the last 12 months, compared to people of White ethnicities (relative
likelihood of 0.6).

Chart 6. Percentage of people appointed from shortlist by ethnicity group, and relative
likelihood compared with White ethnicities
Source: Children’s SC-WRES local authorities, phase 3, 2025/26

m Percentage of people appointed from shortlist [] Relative likelihood
27.3%

Employees of White ethnicities

Employees of Black, Asian or
minority ethnicities

16.3% (16.3% / 27.3%) 40% less likely

Mixed or multiple ethnicities _ 16.4% (16.4% / 27.3%) 40% less likely
Asian or Asian British ethnicities ||| G 15.1% (15.1% / 27.3%) 45% less likely
Black, African, Caribbean or _ 16.9% S 5 S -
Black British ethnicities s (16.9% / 27.3%) 38% less likely

other ethnicities ||| G 16.1% (16.1% / 27.3%) 41% less likely

3.4.4 Examples from phase 2 local authority action plans

Bias awareness

Milton Keynes Council has established a robust values-based Recruitment and Selection Policy.
In partnership with an eLearning provider, it co-produced a tailored training course for Adult
Services. All hiring managers complete recruitment and selection training on bias awareness,
structured interviews and onboarding best practice. The approach highlights the importance of
incorporating skills-based assessment into the selection process. Inclusive interview practices
are embedded and candidates can self-select interview slots, improving accessibility and
attendance.

Systems leadership

Walsall Council is strengthening system leadership capacity through an Equality Champions
programme, with 90 colleagues trained to support EEDI across the organisation. They also
chair staff networks (sponsored by an executive director) to raise awareness of different issues.
This helps embed EEDI messages across multiple channels, supported by dedicated training on
topics including microaggressions, gaslighting, and allyship.
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3.5 SC-WRES Indicator 3: Disciplinary process

Indicator 3 shows the number of times employees have entered the formal disciplinary process
in the last 12 months.

At responding local authorities, 1.6% of employees of Black, Asian or minority ethnicities
entered the formal disciplinary process in the last 12 months, compared to 1.1% of
employees of White ethnicities. Therefore, employees of Black, Asian or minority
ethnicities were 50% more likely to enter the formal disciplinary process compared to
employees of White ethnicities. (relative likelihood 1.50; calculated as 1.6% / 1.1%).

The difference in likelihood varied between adult and children’s social care:

= adult SC-WRES responding local authorities: 30% more likely (1.5% compared to 1.2%)
» children’s SC-WRES responding local authorities: 83% more likely (1.8% compared to 1%).

There was a statistically significant association between ethnicity and entering the formal
disciplinary process’. This is observed consistently across both Adult and Children’s services.

Employers were asked to record each time an employee entered the formal disciplinary
process, so if an employee entered the process twice in the past 12 months the employer
recorded two for that employee. This included each time a formal disciplinary investigation was
initiated, as defined by each local authority’s own disciplinary procedure or policy.

Employers were advised that cases where disciplinary action occurs without a preceding
investigation should be counted and employees who have undergone a disciplinary
investigation, even if no further action was taken, should also be counted.

Cases related to probation, performance management, or any other non-disciplinary action
were not to be counted and nor were cases resolved through mediation or other informal means
that do not involve a formal investigation or disciplinary action.

3.5.1 Response rate

» Total SC-WRES local authorities: 124 of 158 employers (78%) were included in analysis
for this indicator. Employees have entered the formal disciplinary process 1,300 times in the
last 12 months, this was 1.3% of the total workforce recorded in SC-WRES.

= Adult SC-WRES local authorities: 74 of 97 employers (76%) were included in analysis for
this indicator. Employees have entered the formal disciplinary process 750 times in the last
12 months, this was 1.3% of the total workforce recorded in SC-WRES.

» Children’s SC-WRES local authorities: 50 of 61 employers (82%) were included in
analysis for this indicator. Employees have entered the formal disciplinary process 550 times
in the last 12 months, this was 1.2% of the total workforce recorded in SC-WRES.

7 Statistical testing confirms that this difference is unlikely to be due to chance: Total (x*(1) = 36.48, p < .001), Adult
(x?(1) = 8.62, p = .003) and Children’s (x*(1) = 35.33, p < .001)
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3.5.2 Proportion of staff who entered the formal disciplinary
process, by ethnicity

The chart below shows the percentage of employees that have entered the formal disciplinary
process in the last 12 months, and the likelihood of entering the formal disciplinary process
compared to employees of White ethnicities.

Employees of Black, Asian or minority ethnicities were 50% more likely to enter the formal
disciplinary process in the last 12 months, compared to employees of White ethnicities (relative
likelihood of 1.5).

Chart 7. Percentage of employees entering the formal disciplinary process by ethnicity
group, and relative likelihood compared with White ethnicities
Source: Total SC-WRES local authorities, SC-WRES, phase 3, 2025/26

m Percentage of employees that have [] Relative likelihood
entered the formal disciplinary process

Employees of White ethnicities  ||||[[GTEN 1.1%
oot cttmistios T %/ 1.1%) 50% more I
Asian or minority ethnicities 1.6% | (1.6% / 1.1%) 50% more likely |

white ethnicities ||| TGN 1.1
Mixed or multiple ethnicities _ 1.4% | (1.4% / 1.1%) 33% more likely |
Asian or Asian British ethnicities _ 1.4% | (1.4% /1.1%) 31% more likely |
Black, African, Carbbean Or s | g, | (1.8% /1.1%) 66% more liely
Black British ethnicities )
Other ethnicities _ 1.6% | (1.6% /1.1%) 46% more Iikely|

0.0% 1.0% 2.0% 3.0% 4.0%

Please see the data visualisation on our website for results of this indicator by 18 ethnicity
categories.

Adult social care workforce

In adult social care, employees of Black, Asian or minority ethnicities were 30% more likely to
enter the formal disciplinary process in the last 12 months, compared to employees of White
ethnicities (relative likelihood of 1.3).
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Chart 8. Percentage of employees entering the formal disciplinary process by ethnicity
group, and relative likelihood compared with White ethnicities
Source: Adult SC-WRES local authorities, SC-WRES, phase 3, 2025/26

m Percentage of employees that have [] Relative likelihood
entered the formal disciplinary process

Erpojees o Wi o
Ermoy ethn}cétliesk 1.2%
Yo minarity etmciies N > |
Asian or minority ethnicities 1.5% | (1.5% / 1.2%) 30% more likely

White ethnicities

I >

B o | (1.4%71.2%) 21% more likely |
I o | (15%/1.2%) 30% more likely |
I 50 | (1.5%/1.2%) 33% more likely
B - | (1.4%71.2%) 20% more likely |

Information about detailed ethnicities is not shown in this report for the adult and children’s
social care workforce responding to the phase 3, 2025/26 SC-WRES, this is due to the results
being based on very small counts and therefore they could be statistically unreliable and may
present a potential disclosure risk when reporting sensitive characteristics such as ethnicity.

Mixed or multiple ethnicities

Asian or Asian British

ethnicities
Black, African, Caribbean or

Black British ethnicities
Other ethnicities

Children’s social care workforce

In children’s social care, employees of Black, Asian or minority ethnicities were 83% more likely
to enter the formal disciplinary process in the last 12 months, compared to employees of White
ethnicities (relative likelihood of 1.83).

Chart 9. Percentage of employees entering the formal disciplinary process by ethnicity
group, and relative likelihood compared with White ethnicities
Source: Children’s SC-WRES local authorities, SC-WRES phase 3, 2025/26

m Percentage of employees that have
entered the formal disciplinary process
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Asian or minority ethnicities
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Black, African, Caribbean or o .
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other ethnicities ||| | | T 1 s | (1.8%/ 1%) 84% more likely |
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3.5.3 Examples from phase 2 local authority action plans

Reflection on bias

Southampton Council is developing a disciplinary decision-making tool that considers cultural
context and systemic bias, with clear guidance on whether formal action is needed and, where
appropriate, early restorative alternatives. A Pre-Formal Action Check Panel, drawn from a
trained, diverse staff pool, will independently review proposed disciplinary cases to challenge
potential bias and conduct regular audits of completed cases, using data by ethnicity, gender,
disability and service area to identify patterns, systemic bias and policy breaches.

3.6 SC-WRES Indicator 4: Fithess to practise

Indicator 4 shows the number of employer-initiated fitness to practise referrals made to
regulatory bodies in the past 12 months for employees in regulated roles, this usually would be
registered nurses, occupational therapists, psychologists, and social workers.

At responding local authorities, 0.6% of employees of Black, Asian or minority ethnicities
in regulated profession roles were referred to the fithess to practise process by their
employer in the last 12 months, compared to 0.5% of employees of White ethnicities.
Therefore, employees of Black, Asian or minority ethnicities were 34% more likely to be
referred to the fitness to practise process compared to employees of White ethnicities (=
(relative likelihood 1.34; calculated as 0.6% / 0.5%).

The difference in likelihood varied between adult and children’s social care:

» adult SC-WRES local authorities: 60% more likely (0.5% compared to 0.3%)
= children’s SC-WRES local authorities: 16% more likely (0.8% compared to 0.7%)

In phase 3 2025/26 the definition of this indicator was updated to improve clarity for employers.
Previously the definition asked for the number of regulated employees that entered the fitness
to practise process, and this year, that was updated to ask for ‘the number of employer-initiated
fithess to practise referrals made to regulatory bodies’. The emphasis was changed to provide
only the information that the employer would hold, and not to ask for information about all
fitness to practise referrals, which would be held by each regulatory body and not necessarily
the employer.

Employers reported both the number of regulated profession employees and the count of the
total number of times each regulated employee was referred to the fithess to practise process,
by their employer, in the last 12 months. If the employer made two referrals for one person, then
they would report two.

Employer-initiated referrals to regulatory bodies included Nursing and Midwifery Council, Health
and Care Professions Council or Social Work England.

Statistical testing was not carried out for this indicator because the data relates to referrals
rather than individual employees, also referral numbers were small.
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3.6.1 Response rate

= Total SC-WRES local authorities: 74 of 158 employers (47% were included in analysis for
this indicator. There was a total of 75 employer-initiated fitness to practise referrals made to
regulatory bodies in the past 12 months. This was a total of 0.5% of the regulated profession
roles recorded in SC-WRES.

= Adult SC-WRES local authorities: 46 of 97 employers (47% were included in analysis for
this indicator. There was a total of 25 employer-initiated fitness to practise referrals made to
regulatory bodies in the past 12 months. This was a total of 0.4% of the regulated profession
roles recorded in SC-WRES.

» Children's SC-WRES local authorities: 28 of 61 employers (48% were included in analysis
for this indicator. There was a total of 50 employer-initiated fitness to practise referrals made
to regulatory bodies in the past 12 months. This was a total of 0.7% of the regulated
profession roles recorded in SC-WRES.

The ethnicity of 16% of regulated employees, and 13% of those who were referred to the fitness
to practise process, was not known. Around half of the employees had not disclosed their
ethnicity and it was not known why half was not recorded. Only a small number of employers
said that the gap was due to them not recording this information.

The information below shows the comparison between employees in regulated roles of White
ethnicities and employees in regulated roles of Black, Asian or minority ethnicities, while
protecting confidentiality for smaller groups.

3.6.2 Low response rates

The following section explains the complications of having a small number of local authorities
providing data for indicators.

Low base (or a small sample size): A low base means that we have a small number of local
authorities telling us about their workforce for some indicators.

Low response rate: A low response rate shows that a large number of local authorities did not
collect data for some indicators. For example, many did not collect data, by ethnicity, about
entering the fitness to practise process and many did not run a staff survey and therefore did
not ask their workforce about experience of harassment, bullying or abuse. This low level of
data from responding local authorities can introduce bias because the local authorities who did
respond might differ from those who didn’t.

Together, both factors — small sample size and low response rate — can undermine the
accuracy of detailed findings, meaning the results from responding local authorities may not be
applicable to those who did not respond, so results from responding local authorities can’t be
applied to all 99 SC-WRES local authorities nor to the whole sector, because they may not be
representative of this larger population/group of employers.

Gskills’or'care

45




Small sample sizes and low response rates are also more susceptible to variation or skewing,
meaning results could be influenced more heavily by outliers or unusual responses from
responding local authorities, which limits our ability to come to meaningful conclusions and
makes it harder to break down results into detailed ethnicity groups or onto adults and children’s
local authority employers.

We do know that the results shown here are an accurate reflection of the responding local
authorities. We have plans to continue to support local authorities participating in the phase 4
2026/2027 SC-WRES programme to better collect this information.

3.6.3 Regulated employees who entered the fithess to
practice process

Employees of Black, Asian or minority ethnicities in regulated profession roles were 34% more
likely to be referred to the fitness to practise process by their employer in the last 12 months
compared to employees of White ethnicities (relative likelihood of 1.34).

Chart 10. Percentage of regulated profession employees referred to the fithess to
practise process by their employer by ethnicity group, and relative likelihood compared
with White ethnicities

Base: 51 employer-initiated fitness to practise referrals made to regulatory bodies for
employees of White ethnicities and 22 for employees of Black, Asian or minority ethnicities
Source: Total SC-WRES local authorities, SC-WRES phase 3, 2025/26

m Percentage of regulated employees being referred [] Relative likelihood
to the fitness to practise process by their employer

Employees of White ethnicities - 0.5%
Employees of Black, o o o o .
Asian or minority ethnicities _ 0.6% (0.6% /0.5%) 34% more likely

Adult social care workforce

In adult social care, employees of Black, Asian or minority ethnicities in regulated profession
roles were 60% more likely to be referred to the fithess to practise process by their employer in
the last 12 months compared to employees of White ethnicities (relative likelihood of 1.6).
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Chart 11. Percentage of regulated profession employees referred to the fithess to
practise process by their employer by ethnicity group, and relative likelihood compared
with White ethnicities

Base: 20 employer-initiated fitness to practise referrals made to regulatory bodies for
employees of White ethnicities and 10 for employees of Black, Asian or minority ethnicities
Source: Adult SC-WRES local authorities, SC-WRES phase 3, 2025/26

m Percentage of regulated employees being referred [] Relative likelihood
to the fitness to practise process by their employer

Employees of White ethnicities - 0.3%

Employees of Black, 0.5% | 0.5% / 0.3%) 60% likel
Asian or minority ethnicities e D07 55 BT More Thely

Children’s social care workforce

In children’s social care, employees of Black, Asian or minority ethnicities in regulated
profession roles were 16% more likely to be referred to the fitness to practise process by their
employer in the last 12 months compared to employees of White ethnicities (relative likelihood
of 1.16).

Chart 12. Percentage of regulated profession employees referred to the fithess to
practise process by their employer by ethnicity group, and relative likelihood compared
with White ethnicities

Base: 31 employer-initiated fitness to practise referrals made to regulatory bodies for
employees of White ethnicities and 12 for employees of Black, Asian or minority ethnicities
Source: Children’s SC-WRES local authorities, SC-WRES, phase 3, 2025/26

® Percentage of regulated employees being referred [] Relative likelihood
to the fitness to practise process by their employer

Employees of White ethnicities - 0.7%

Employees of Black, o o o/ 170 .
Asian or minority ethnicities _ 0.8% [ S

3.6.4 Examples from phase 2 local authority action plans

Fitness to Practise governance

Hull Council has ensured its Fitness to Practise protocol highlights EEDI data to raise
awareness of potential bias. This is monitored by the Single Point of Contact (SPOC), who
coordinates all fitness to practise action in adult social care, including logging internal referrals
and cases raised by Social Work England. The process is supported by an expert adult social
care EEDI officer.
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3.7 SC-WRES Indicator 5: Funded non-mandatory CPD

This indicator shows the number of employees accessing funded non-mandatory continuous
professional development (CPD) in the last 12 months.

At responding local authorities, access to funded non-mandatory CPD was broadly
similar between ethnicity groups, with 42.3% of employees of Black, Asian or minority
ethnicities and 43.3% of employees of White ethnicities accessing CPD in the last 12
months.

No real difference was seen within adult social care employees (47.0% compared to 47.7%).
However, employees of Black, Asian or minority ethnicities were 7% less likely to access CPD
within children’s services (34.5% compared to 37.1%). This indicates that the overall pattern is
driven by children’s services.

There is a statistically significant association® between ethnicity and CPD access overall;
however, this is not observed in adult social care and is only present in children’s social care.

We know “stretch opportunities” (acting up, secondments, involvement in project teams) and
CPD are important contributors to career progression, but these are often accessed informally.
This metric supports a more transparent and reflective approach to how such opportunities are
made available to staff.

Employers were asked to count each employee once if they have accessed any funded non-
mandatory CPD, regardless of how many CPD activities they participated in. They were advised
that non-mandatory CPD included any learning, education, training, qualifications, or staff
development activities that are not statutory or mandated by the organisation. ‘Accessing CPD’
meant that the employee was offered and accepted a place on a course or development
opportunity. And ‘funded’ meant that the CPD activity was paid for either from the organisation’s
training budget or through external funding (e.g. a grant).

3.7.1 Response rate

» Total SC-WRES local authorities: 105 of 158 employers (66%) were included in analysis
for this indicator. There was a total of 36,300 employees who accessed funded non-
mandatory CPD in the last 12 months, 44% of the total workforce recorded in SC-WRES.

= Adult SC-WRES local authorities: 66 of 97 employers (68%) were included in analysis for
this indicator. There was a total of 24,000 employees who accessed funded non-mandatory
CPD in the last 12 months, 49% of the total workforce recorded in SC-WRES.

8 Statistical testing confirms that this difference is unlikely to be due to chance in children’s social care but may be
due to chance in adult social care : Total (x*(1) = 4.37, p = .037); Adult (x*(1) = 0.95, p = .331); Children’s (x*(1) =
13.22, p <.001)
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= Children’s SC-WRES local authorities: 39 of 61 employers (64%) were included in
analysis for this indicator. There was a total of 12,300 employees who accessed funded non-
mandatory CPD in the last 12 months, 37% of the total workforce recorded in SC-WRES.

The ethnicity of 14% of employees accessing funded non-mandatory CPD was not known - this
is about average across all indicators. Approximately two thirds of those employees where
ethnicity was not known was due to the employees not having disclosed their ethnicity.

3.7.2 Staff accessing funded non-mandatory CPD

At responding local authorities, access to funded non-mandatory CPD was broadly similar
between ethnicity groups, with 42.3% of employees of Black, Asian or minority ethnicities and
43.3% of employees of White ethnicities accessing CPD in the last 12 months.

Please note that the likelihood of accessing funded non-mandatory CPD, compared to
employees of White ethnicities was broadly similar for most Global Majority ethnicity groups,
with the expectation of employees of Asian or Asian British ethnicities, where employees were
21% less likely to accessing funded non-mandatory CPD than employees of White ethnicities.

Chart 13. Percentage of employees accessing funded non-mandatory CPD by ethnicity
group, and relative likelihood compared with White ethnicities
Source: Total SC-WRES local authorities, SC-WRES phase 3, 2025/26

m Percentage of employees accessing [] Relative likelihood
funded non-mandatory CPD

P metes . N >
ethnicities 43.3%
ety ctmorics -
Asian or minority ethnicities 42.3% | (42.3% /43.3%) 2% less likely

white ethnicities ||| GG 43.3%
Mixed or muttiple ethnicities |G 244% [ (44.4% 1 43.3%) 3% more likely |
Asian or Asian British N o o .
othmioitios _ 34.2% | (34.2% / 43.3%) 21% less likely |
Black, African, Caribbean or o 5 o 2o ,
Bk Briah s I +6.0% [ (46%/43.3%) 6% more likely |
other ethnicities (||| G 41 0% [ (41%/43.3%) 5% less likely ]

Please see the data visualisation on our website for results of this indicator by 18 ethnicity
categories.
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Adult social care workforce

At responding local authorities, access to funded non-mandatory CPD was broadly similar
between ethnicity groups, with 47.0% of employees of Black, Asian or minority ethnicities and
47.7% of employees of White ethnicities accessing CPD in the last 12 months. No statistically
significant difference was found between the two groups, indicating no evidence of a difference
in CPD access.

Employees of Black, African, Caribbean or Black British ethnicities and employees of mixed or
multiple ethnicities were more likely to have accessed funded non-mandatory CPD in the last 12
months compared to employees of White ethnicities (6% and 16% more likely respectively)
whereas employees of Asian or Asian British ethnicities and employees of other ethnicities were
all less likely (21% and 10% less likely respectively).

Chart 14. Percentage of employees accessing funded non-mandatory CPD by ethnicity
group, and relative likelihood compared with White ethnicities
Source: Adult SC-WRES local authorities, SC-WRES phase 3, 2025/26

m Percentage of employees accessing
funded non-mandatory CPD

Employees of White ethnicities ||| GGG 2.7

P ioyees Of Dk I /.00 i
Asian or minority ethnicities 47.0% | (47% 1 47.7%) 1% less likely

[] Relative likelihood

White ethnicities |GG 7.7
Mixed or multiple ethnicities _ 55.2% | (55.2% / 47.7%) 16% more Iikely|
Asian or Asian British ethnicities ||| [ |G 37.5% | (37.5% 1 47.7%) 21% less likely |
Black, African, Caribbean or o .
Black British ethnicitios I 0/ | (50.4%/47.7%) 6% more likely |

other ethnicities ||| GGG 231 | (43.1% 1 47.7%) 10% less likely |

Children’s social care workforce

At responding local authorities, 34.5% of employees of Black, Asian or minority ethnicities,
compared to 37.1% of employees of White ethnicities, accessed funded non-mandatory CPD in
the last 12 months. This means that employees of Black, Asian or minority ethnicities were 7%
less likely to access CPD than employees of White ethnicities. There was a statistically
significant association between ethnicity and CPD access within the children’s social care
workforce.

Employees of Asian or Asian British ethnicities were 23% less likely to have access funded non-
mandatory CPD in the last 12 months compared to employees of White ethnicities, all other
ethnicity groups in the chart below had a similar likelihood of accessing funded non-mandatory
CPD.
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Chart 15. Percentage of employees accessing funded non-mandatory CPD by ethnicity
group, and relative likelihood compared with White ethnicities
Source: Children’s SC-WRES local authorities, SC-WRES phase 3, 2025/26

m Percentage of employees accessing

funded non-mandatory CPD [ Relative likelihood

Employees of White ethnicities

37.1%

Employees of Black,
Asian or minority ethnicities

34.5% | (34.5% /37.1%) 7% less likely

White ethnicities

37.1%

Mixed or multiple ethnicities

34.7% (34.7% / 37.1%) 6% less likely

Asian or Asian British ethnicities

28.4% (28.4% 1 37.1%) 23% less likely

Black, African, Caribbean or
Black British ethnicities

37.4% | (37.4% / 37.1%) 1% more likely

Other ethnicities 37.9% | (37.9% / 37.1%) 2% more likely

3.7.3 Examples from phase 2 local authority action plans

Improving CPD access and using related data effectively

Coventry Council has invested in improving CPD data and established a process to track and
record CPD opportunities. It can now identify the demographic profile of staff attending any
course and is acting on disparities in access to specific opportunities. For example, social work
degree apprenticeships are under-represented among Black/Black British Caribbean or African
staff, staff with declared disabilities, and men. Communications in relation to this year’s places
included explicit invitations to colleagues from these groups, alongside additional engagement
with the relevant Employee Networks.
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3.8 SC-WRES Indicator 6: Harassment, bullying or
abuse from people who use social care, relatives, or
the public

This indicator shows the likelihood of employees experiencing harassment, bullying or abuse
from people who use social care, relatives or the public in the last 12 months.

At responding local authorities, the rate of reported experiences of harassment, bullying
or abuse from people who use social care, relatives or the public was 9.3% for
employees of Black, Asian or minority ethnicities, compared to 8.0% for employees of
White ethnicities. Therefore, employees of Black, Asian or minority ethnicities reported
experiences of harassment, bullying or abuse at a rate that was 15% higher than
employees of White ethnicities (relative likelihood 1.15; calculated as 9.3% / 8%).

The rate of reported experiences varied between adult and children’s social care:

» adult SC-WRES responding local authorities: employees of Black, Asian or minority
ethnicities reported experiences at a rate that was 4% lower than employees of White
ethnicities (8.5% compared to 8.8%).

= children’s SC-WRES responding local authorities: employees of Black, Asian or minority
ethnicities reported experiences at a rate that was 57% higher than employees of White
ethnicities (10.7% compared to 6.8%).

Skills for Care advised employers to collect information for indicators 6 and 7 through a staff
survey. Unlike some other SC-WRES indicators, the information required for these indicators is
not typically recorded consistently in workforce systems. Collecting this information through a
staff survey allows employees to report their experiences directly and anonymously, which can
provide a more complete picture of staff experiences across the workforce.

Statistical testing was not carried out for this indicator because the data relate to the number of
experiences rather than individual employees.

3.8.1 Response rate

Total SC-WRES local authorities: 52 of 158 employers (33%) were included in analysis for
this indicator. There was a total of 2,500 employees completing a staff survey, this was 9.1% of
those employees self-reported they experienced harassment, bullying or abuse from ‘people
who use social care, relatives or the public'.

Adult SC-WRES local authorities: 35 of 97 employers (36%) were included in analysis for this
indicator. There was a total of 1,700 employees completing a staff survey, this was 9.8% of
those employees self-reported they experienced harassment, bullying or abuse from ‘people
who use social care, relatives or the public'.

Children's SC-WRES local authorities: 17 of 61 employers (28%) were included in analysis
for this indicator. There was a total of 850 employees completing a staff survey, this was 8% of
those employees self-reported they experienced harassment, bullying or abuse from ‘people
who use social care, relatives or the public'.
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Low response rates for indicators 6 and 7

Please see section 3.6.2 about the effects of low bases and a small sample size. In summary, a
small sample sizes and low response rate (as seen in this indicator) are more susceptible to
variation or skewing, meaning results could be influenced more heavily by outliers or unusual
responses from responding local authorities, which limits our ability to come to meaningful
conclusions and makes it harder to break down results into detailed ethnicity groups or onto
adults and children’s local authority employers.

It is important to note that the 33% of employers responding to this indicator is not sufficient to
be considered representative of all SC-WRES participating organisations. We do know that the
results shown here are an accurate reflection of the responding local authorities. And we have
plans to continue to support local authorities participating in the phase 4 2026/2027 SC-WRES
programme to better collect this information.

Information collection method for indicators 6 and 7

As part of the SC-WRES data collection employers were asked to record where they have
collected their information from. This gives us the ability to calculate that 32 of the 52 employers
responding to this indicator collected information via a staff survey and 20 collected it via
existing workforce systems, e.g. information held within an HR system.

For indicators 6 and 7, the information below presents all data provided by responding
employers, alongside a breakdown separating data we know was collected via a staff survey
from data we know was not.

Only one third (33%) of employers were able to respond to these indicators (6 and 7) in the
2025/26 SC-WRES programme, therefore the number of self-reported experiences of
harassment, bullying or abuse was low, especially when looking at detailed ethnicities. Because
of this, the information below shows the comparison between ethnicity groups only, this is to
protect confidentiality for smaller groups.

3.8.2 Ethnicity of staff reporting harassment, bullying or
abuse from people who use social care, relatives, or the
public

At responding local authorities, the rate of reported experiences of harassment, bullying or
abuse from people who use social care, relatives or the public was 9.3% for employees of
Black, Asian or minority ethnicities, compared to 8.0% for employees of White ethnicities.
Therefore, employees of Black, Asian or minority ethnicities reported experiences of
harassment, bullying or abuse at a rate that was 15% higher than employees of White
ethnicities (relative likelihood 1.15; calculated as 9.3% / 8%).
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Chart 16. Rate of reported experiences of harassment, bullying or abuse from people
who use social care, relatives or the public by ethnicity, and relative likelihood compared
with White ethnicities

Source: Total SC-WRES local authorities, SC-WRES, phase 3, 2025/26

® The rate of reported experiences of harassment, bullying or

) . . [ Relative likelihood
abuse from people who use social care, relatives or the public

Employees of White ethnicities 8.0%

Employees of Black, Asian or minority
ethnicities

9.3%| (9.3% / 8%) 15% higher rate
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Mixed or multiple ethnicities

8.4% | (8.4% /8%) 5% higher rate |

Asian or Asian British ethnicities ||| 8-8% [(6:8%/8%) 10% higher rate]

Black, African, Caribbean or Black British o a0 o
hoiton _9_9%| (9.9% / 8%) 23% higher rate |

Of those 52 employers 32 reported they collected their information via a staff survey, this
subset of information showed that the rate of reported experiences of harassment, bullying or
abuse 14.8% for employees of Black, Asian or minority ethnicities, compared to 12.1% for
employees of White ethnicities. Therefore, employees of Black, Asian or minority ethnicities
reported experiences of harassment, bullying or abuse at a rate that was 22% higher than
employees of White ethnicities.

Of the remaining employers 20 reported they did not collect their information via a staff
survey, this subset of information showed that the rate of reported experiences of harassment,
bullying or abuse 5.8% for employees of Black, Asian or minority ethnicities, compared to 5.1%
for employees of White ethnicities. Therefore, employees of Black, Asian or minority ethnicities
reported experiences of harassment, bullying or abuse at a rate that was 14% higher than
employees of White ethnicities.

Adult social care workforce

In adult social care, the rate of reported experiences of harassment, bullying or abuse from
people who use social care, relatives or the public was 8.5% for employees of Black, Asian or
minority ethnicities, compared to 8.8% for employees of White ethnicities. Therefore, employees
of Black, Asian or minority ethnicities reported experiences of harassment, bullying or abuse at
a rate that was 4% lower than employees of White ethnicities (relative likelihood 0.96;
calculated as 8.5% / 8.8%).
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Chart 17. Rate of reported experiences of harassment, bullying or abuse from people
who use social care, relatives or the public by ethnicity, and relative likelihood compared
with White ethnicities

Source: Adult SC-WRES local authorities, SC-WRES phase 3, 2025/26

® The rate of reported experiences of harassment, bullying or [ Relative likelihood
abuse from people who use social care, relatives or the public
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Of those 35 employers 22 reported they collected their information via a staff survey, this
subset of information showed that the rate of reported experiences of harassment, bullying or
abuse 13.2% for employees of Black, Asian or minority ethnicities, compared to 11.5% for
employees of White ethnicities. Therefore, employees of Black, Asian or minority ethnicities
reported experiences of harassment, bullying or abuse at a rate that was 15% higher than
employees of White ethnicities.

There were too few employees within the ‘non-staff survey’, because of this, data cannot be
reliably presented by detailed ethnic groups.

Children’s social care workforce

In children’s social care, the rate of reported experiences of harassment, bullying or abuse from
people who use social care, relatives or the public was 10.7% for employees of Black, Asian or
minority ethnicities, compared to 6.8% for employees of White ethnicities. Therefore, employees
of Black, Asian or minority ethnicities reported experiences of harassment, bullying or abuse at
a rate that was 57% higher than employees of White ethnicities (relative likelihood 1.57;
calculated as 10.7% / 6.8%).
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Chart 18. Rate of reported experiences of harassment, bullying or abuse from people
who use social care, relatives or the public by ethnicity, and relative likelihood compared
with White ethnicities

Source: Children’s SC-WRES local authorities, SC-WRES phase 3, 2025/26

m The rate of reported experiences of harassment, bullying or
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Of those 17 employers 10 reported they collected their information via a staff survey, this
subset of information showed that the rate of reported experiences of harassment, bullying or
abuse 19.3% for employees of Black, Asian or minority ethnicities, compared to 13.2% for
employees of White ethnicities. Therefore, employees of Black, Asian or minority ethnicities
reported experiences of harassment, bullying or abuse at a rate that was 46% higher than
employees of White ethnicities.

There were too few employees within the ‘non-staff survey’, because of this, data cannot be
reliably presented by detailed ethnic groups.

3.8.3 Examples from phase 2 local authority action plans

Hate crimes awareness and partnership support

Lancashire County Council have undertaken hate crime awareness sessions to make staff more
aware that if they are facing any form of racial abuse, not to just record it in the internal system
but to liaise with the staff networks and to also log with the police. Participation in partnerships
with the police and external community groups enable the discussion of hate crime incidents
and lead to better understanding of potential solutions at a local level.
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3.9 SC-WRES Indicator 7a: Harassment, bullying or
abuse from colleagues

This indicator shows the likelihood of employees experiencing harassment, bullying or abuse
from colleagues.

At responding local authorities, the rate of reported experiences of harassment, bullying
or abuse from colleagues was 3.8% for employees of Black, Asian or minority ethnicities,
compared to 2.6% for employees of White ethnicities. Therefore, employees of Black,
Asian or minority ethnicities reported experiences of harassment, bullying or abuse at a
rate that was 48% higher than employees of White ethnicities (relative likelihood 1.48;
calculated as 3.8% / 2.6%).

The rate of reported experiences varied between adult and children’s social care:

» adult SC-WRES responding local authorities: employees of Black, Asian or minority
ethnicities reported experiences at a rate that was 51% higher than employees of White
ethnicities (4.4% compared to 3.0%).

= children’s SC-WRES responding local authorities: employees of Black, Asian or minority
ethnicities reported experiences at a rate that was 35% higher than employees of White
ethnicities (2.7% compared to 2%).

Skills for Care advised employers to collect information for indicators 6 and 7 via a staff survey.
Statistical testing was not carried out for this indicator because the data relate to the number of
experiences rather than individual employees.

3.9.1 Response rate

» Total SC-WRES local authorities: 52 of 158 employers (33%) were included in analysis for
this indicator. There was a total of 800 employees completing a staff survey, this was 2.8%
of those employees self-reported they experienced harassment, bullying or abuse from
colleagues.

= Adult SC-WRES local authorities: 35 of 97 employers (36%) were included in analysis for
this indicator. There was a total of 550 employees completing a staff survey, this was 3.3%
of those employees self-reported they experienced harassment, bullying or abuse from
colleagues.

» Children's SC-WRES local authorities: 17 of 61 employers (28% were included in analysis
for this indicator. There was a total of 225 employees completing a staff survey, this was
2.1% of those employees self-reported they experienced harassment, bullying or abuse from
colleagues.

Results of this indicator are split into those 32 of the 52 employers that we know was collected
via a staff survey and the 20 employers that collected it via existing workforce systems.
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Only one third (33%) of employers were able to respond to these indicators (6 and 7) in the
phase 3, 2025/26 SC-WRES programme, therefore the number of self-reported experiences of
harassment, bullying or abuse was low, especially when looking at detailed ethnicities. Because
of this the information below shows the comparison between ethnicity groups only, this is to
protect confidentiality for smaller groups.

Please see the notes about ‘low response rates’ and ‘information collection method’ in section
3.8.1 because they are also applicable for this indicator

3.9.2 Ethnicity of staff experiencing harassment, bullying or
abuse from a colleague

At responding local authorities, the rate of reported experiences of harassment, bullying or
abuse from colleagues was 3.8% for employees of Black, Asian or minority ethnicities,
compared to 2.6% for employees of White ethnicities. Therefore, employees of Black, Asian or
minority ethnicities reported experiences of harassment, bullying or abuse at a rate that was
48% higher than employees of White ethnicities (relative likelihood 1.48; calculated as 3.8% /
2.6%).

Chart 19. Rate of reported experiences of harassment, bullying or abuse from colleagues
by ethnicity, and relative likelihood compared with White ethnicities
Source: Total SC-WRES local authorities, SC-WRES phase 3, 2025/26
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Of those 52 employers 32 reported they collected their information via a staff survey, this
subset of information showed that the rate of reported experiences of harassment, bullying or
abuse 9% for employees of Black, Asian or minority ethnicities, compared to 5.6% for
employees of White ethnicities. Therefore, employees of Black, Asian or minority ethnicities
reported experiences of harassment, bullying or abuse, via a staff survey, at a rate that was
62% higher than employees of White ethnicities.
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Of the remaining employers 20 reported they did not collect their information via a staff
survey. This subset of information showed that the rate of reported experiences of harassment,
bullying or abuse 0.6% for employees of Black, Asian or minority ethnicities, compared to 0.4%
for employees of White ethnicities. Therefore, employees of Black, Asian or minority ethnicities
reported experiences of harassment, bullying or abuse at a rate that was 41% higher than
employees of White ethnicities.

Adult social care workforce

In adult social care, the rate of reported experiences of harassment, bullying or abuse from
colleagues was 4.4% for employees of Black, Asian or minority ethnicities, compared to 3.0%
for employees of White ethnicities. Therefore, employees of Black, Asian or minority ethnicities
reported experiences of harassment, bullying or abuse at a rate that was 51% higher than
employees of White ethnicities (relative likelihood 1.51; calculated as 4.4% / 3.0%).

Chart 20. Rate of reported experiences of harassment, bullying or abuse from colleagues
by ethnicity, and relative likelihood compared with White ethnicities
Source: Adult SC-WRES local authorities, SC-WRES phase 3, 2025/26
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Of those 35 employers 22 reported they collected their information via a staff survey, this
subset of information showed that the rate of reported experiences of harassment, bullying or
abuse 9.9% for employees of Black, Asian or minority ethnicities, compared to 6% for
employees of White ethnicities. Therefore, employees of Black, Asian or minority ethnicities
reported experiences of harassment, bullying or abuse at a rate that was 66% higher than
employees of White ethnicities.

There were too few employees within the ‘non-staff survey’, because of this, data cannot be
reliably presented by detailed ethnic groups.

Children’s social care workforce

At responding children’s social care local authorities, the rate of reported experiences of
harassment, bullying or abuse from people who use social care, relatives or the public was
2.7% for employees of Black, Asian or minority ethnicities, compared to 2% for employees of
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White ethnicities. Therefore, employees of Black, Asian or minority ethnicities reported
experiences of harassment, bullying or abuse at a rate that was 35% higher than employees of
White ethnicities (relative likelihood 1.35; calculated as 2.7% / 2%).

Chart 21. Rate of reported experiences of harassment, bullying or abuse from colleagues
by ethnicity, and relative likelihood compared with White ethnicities
Source: Children’s SC-WRES local authorities, SC-WRES phase 3, 2025/26

B The rate of reported experiences of harassment,

. [ Relative likelihood
bullying or abuse from colleagues

Employees of White ethnicities 2.0%

Employees of Black,
Asian or minority ethnicities

2.7% (2.7% I 2%) 35% higher rate

White ethnicities

2.0%

Mixed or multiple ethnicities 3.8% | (3.8% / 2%) 93% higher rate

Asian or Asian British ethnicities 2.2% (2.2% I 2%) 10% higher rate

Black, African, Caribbean or
Black British ethnicities

2.3% (2.3% / 2%) 18% higher rate

Of those 17 employers 10 reported they collected their information via a staff survey. This
subset of information showed that the rate of reported experiences of harassment, bullying or
abuse 6.4% for employees of Black, Asian or minority ethnicities, compared to 4.8% for
employees of White ethnicities. Therefore, employees of Black, Asian or minority ethnicities
reported experiences of harassment, bullying or abuse at a rate that was 34% higher than
employees of White ethnicities.

There were too few employees within the ‘non-staff survey’, because of this, data cannot be
reliably presented by detailed ethnic groups.

3.10 SC-WRES Indicator 7b: Harassment, bullying or
abuse from managers

This indicator shows the likelihood of employees experiencing harassment, bullying or abuse
from managers.

At responding local authorities, the rate of reported experiences of harassment, bullying
or abuse from managers was 2.3% for employees of Black, Asian or minority ethnicities,
compared to 2.6% for employees of White ethnicities. Therefore, employees of Black,
Asian or minority ethnicities reported experiences of harassment, bullying or abuse at a
rate that was 12% lower than employees of White ethnicities (relative likelihood 0.88;
calculated as 2.3% / 2.6%).
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The rate of reported experiences varied between adult and children’s social care:

» adult SC-WRES responding local authorities: employees of Black, Asian or minority
ethnicities reported experiences at a rate that was 3% higher than employees of White
ethnicities (2.5% compared to 2.4%).

= children’s SC-WRES responding local authorities: employees of Black, Asian or minority
ethnicities reported experiences at a rate that was 33% lower than employees of White
ethnicities (1.9% compared to 2.9%).

Skills for Care advised employers to collect information for indicators 6 and 7 via a staff survey.
Statistical testing was not carried out for this indicator because the data relate to the number of
experiences rather than individual employees.

3.10.1 Response rate

= Total SC-WRES local authorities: 52 of 158 employers (33%) were included in analysis for
this indicator. There was a total of 750 employees completing a staff survey, this was 2.7%
of those employees self-reported they experienced harassment, bullying or abuse from
managers.

= Adult SC-WRES local authorities: 35 of 97 employers (36%) were included in analysis for
this indicator. There was a total of 450 employees completing a staff survey, this was 2.6%
of those employees self-reported they experienced harassment, bullying or abuse from
managers.

»= Children's SC-WRES local authorities: 17 of 61 employers (28%) were included in
analysis for this indicator. There was a total of 300 employees completing a staff survey, this
was 2.8% of those employees self-reported they experienced harassment, bullying or abuse
from managers.

Results of this indicator are split into those 32 of the 52 employers who collected via a staff
survey and the 20 employers that collected it via existing workforce systems.

One third (33%) of employers were able to respond to these indicators (6 and 7) in SC-WRES
phase 3, 2025/26 programme, therefore the number of self-reported experiences of
harassment, bullying or abuse was low, especially when looking at detailed ethnicities. Because
of this, the information below shows the comparison between ethnicity groups only, this is to
protect confidentiality for smaller groups.

Please see the notes about ‘low response rates’ and ‘information collection method’ in section
3.8.1 because they are also applicable for this indicator

3.10.2 Ethnicity of staff experiencing harassment, bullying or
abuse from a manager

At responding local authorities, the rate of reported experiences of harassment, bullying or
abuse from managers was 2.3% for employees of Black, Asian or minority ethnicities, compared
to 2.6% for employees of White ethnicities. Therefore, employees of Black, Asian or minority
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ethnicities reported experiences of harassment, bullying or abuse at a rate that was 12% lower
than employees of White ethnicities (2.3% / 2.6% = 0.88RL or -12%).

Chart 22. Rate of reported experiences of harassment, bullying or abuse from managers
by ethnicity, and relative likelihood compared with White ethnicities
Source: Total SC-WRES local authorities, SC-WRES phase 3, 2025/26

m The rate of reported experiences of harassment, [] Relative likelihood
bullying or abuse from managers

Employees of White ethnicities _ 2.6%

Employees of Black, Asian or minority _ o S 1m0
sthnicities 2.3% | (2.3% / 2.6%) 12% lower rate

white ethnicities ||| GGG 2.6%
Mixed or multiple ethnicities ||| 2-1% | (21%/ 2.6%) 21% lower rate

Asian or Asian British ethnicities _2.6% (2.6% / 2.6%) 2% lower rate

Black, African, Caribbean or Black British 0 5 5 5
thiicitio B 0% | (1.9%/2.6%) 27% lower rate

Of those 52 employers 32 reported they collected their information via a staff survey. This
subset of information showed that the rate of reported experiences of harassment, bullying or
abuse 5.5% for employees of Black, Asian or minority ethnicities, compared to 5.7% for
employees of White ethnicities. Therefore, employees of Black, Asian or minority ethnicities
reported experiences of harassment, bullying or abuse at a rate that was 4% lower than
employees of White ethnicities.

Of the remaining employers 20 reported they did not collect their information via a staff
survey. This subset of information showed that the rate of reported experiences of harassment,
bullying or abuse 0.3% for employees of Black, Asian or minority ethnicities, compared to 0.4%
for employees of White ethnicities. Therefore, employees of Black, Asian or minority ethnicities
reported experiences of harassment, bullying or abuse at a rate that was 10% lower than
employees of White ethnicities.

Adult social care workforce

In adult social care, the rate of reported experiences of harassment, bullying or abuse from
managers was 2.5% for employees of Black, Asian or minority ethnicities, compared to 2.4%
for employees of White ethnicities. Therefore, employees of Black, Asian or minority ethnicities
reported experiences of harassment, bullying or abuse at a rate that was 3% higher than
employees of White ethnicities (relative likelihood 1.03; calculated as 2.5% / 2.4%).
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Chart 23. Rate of reported experiences of harassment, bullying or abuse from managers
by ethnicity, and relative likelihood compared with White ethnicities
Source: Adult SC-WRES local authorities, SC-WRES phase 3, 2025/26

m The rate of reported experiences of harassment, bullying or abuse from managers

2.4%

Employees of Black, Asian or minority
ethnicities - 2.5% (2.5% / 2.4%) 3% higher rate

Employees of White ethnicities

White ethnicities 2.4%
Mixed or multiple ethnicities [ 2.4% P P ——
Asian or Asian British ethnicities - 3.2% (3.2% / 2.4%) 34% higher rate
Black, African, Caribbean or Black British o (2.1% | 2.4%) 14% lower rate
ethnicities - 2.1%

Of those 35 employers 22 reported they collected their information via a staff survey. This
subset of information showed that the rate of reported experiences of harassment, bullying or
abuse 5.2% for employees of Black, Asian or minority ethnicities, compared to 4.8% for
employees of White ethnicities. Therefore, employees of Black, Asian or minority ethnicities
reported experiences of harassment, bullying or abuse at a rate that was 9% higher than
employees of White ethnicities.

There were too few employees within the ‘non-staff survey’, because of this, data cannot be
reliably presented by detailed ethnic groups.

Children’s social care workforce

In children’s social care, the rate of reported experiences of harassment, bullying or abuse from
people who use social care, relatives or the public was 1.9% for employees of Black, Asian or
minority ethnicities, compared to 2.9% for employees of White ethnicities. Therefore, employees
of Black, Asian or minority ethnicities reported experiences of harassment, bullying or abuse at
a rate that was 33% lower than employees of White ethnicities (relative likelihood 0.67;
calculated at 1.9% / 2.9%).
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Chart 24. Rate of reported experiences of harassment, bullying or abuse from managers
by ethnicity, and relative likelihood compared with White ethnicities
Source: Children’s SC-WRES local authorities, SC-WRES phase 3, 2025/26

m The rate of reported experiences of harassment, ] Relative likelihood
bullying or abuse from managers

Employees of White ethnicities ||| 2.9%

Employees of Black, Asian or minority ethnicities - 1.9% | (1.9% / 2.9%) 33% lower rate

white ethnicities ||| GG 2.9%

Mixed or multiple ethnicities - 1.8% | (1.8% / 2.9%) 40% lower rate |
Asian or Asian British ethnicities || 1.6% [(1.6% / 2.9%) 44% lower rate |
Black, African, Caribbean or Black British o
< thicitios B 5% (1.5% / 2.9%) 50% lower rate

Of those 17 employers 10 reported they collected their information via a staff survey. This
subset of information showed that the rate of reported experiences of harassment, bullying or
abuse 6.2% for employees of Black, Asian or minority ethnicities, compared to 7.5% for
employees of White ethnicities. Therefore, employees of Black, Asian or minority ethnicities
reported experiences of harassment, bullying or abuse at a rate that was 17% lower than
employees of White ethnicities.

There were too few employees within the ‘non-staff survey’, because of this, data cannot be
reliably presented by detailed ethnic groups.

3.10.3 Examples from phase 2 local authority action plans

Improving reporting

Camden Council has promoted corporate resources around anti-racism, focusing on how to
recognise and challenge racism and become more impactful allies. A Discrimination Hub has
been established, encouraging staff to share their experience of racism with staff trained to
support them. A zero-tolerance policy to racism is regularly communicated to adult social care
staff and to provider services.

3.11 SC-WRES Indicator 8: Turnover of directly
employed staff

At responding local authorities, 12.1% of employees of Black, Asian or minority
ethnicities left their role in the last 12 months, compared to 10.5% of employees of White
ethnicities. This means that employees of Black, Asian or minority ethnicities were 15%
more likely to leave their role compared to employees of White ethnicities (relative
likelihood 1.15; calculated as 12.1% / 10.5%).
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The difference in likelihood varied between adult and children’s social care:

= Adult responding local authorities: 9% more likely (11.3% / 10.4%).
= Children’s responding local authorities: 25% more likely (13.4%/10.7%).

Many factors could affect someone’s likelihood to leave their role, and the relative influence of
these factors may vary between individuals and groups.

Employers were asked to record the number of employees who left the organisation in the 12
months prior to the data collection. A leaver is anyone who has left, whether voluntarily (e.g.
resignation or retirement) or involuntarily (e.g. redundancy). This count does not include
employees who have moved to another role within the same local authority.

Statistical testing was not carried out for this indicator because the leaver rates are based on
current workforce data and do not account for vacancies or repeated turnover within posts.

3.11.1 A note on interpretation

It should be noted that there are lots of factors that can affect an employee’s choice to leave,
and the relative influence of these factors may vary between individuals and groups. These
factors are not collected as part of the SC-WRES.

There is a chapter in the State of the adult social care sector and workforce report that looks at
factors affecting care worker turnover rates in adult social care. Its key findings were that the
sector has difficulty retaining younger staff, care workers were more likely to leave soon after
starting their role, or if they are on a zero-hours contract, and that care workers recruited
internationally were less likely to leave.

There are also other factors that could affect an employee’s propensity to leave their role,
include level of job satisfaction, pay and benefits, workload and stress, effective management
and leadership, level of and access to training and development opportunities, workplace
culture and environment, recognition and appreciation, personal circumstances and external job
market conditions.

It is important to consider these factors and how they may impact or affect workers from
different ethnicities differently when interpreting the results for this indicator.

3.11.2 Response rate

» Total SC-WRES local authorities: 153 of 158 employers (97%) were included in analysis
for this indicator. There was a total of 14,500 employees leaving the organisation, this was a
turnover rate of 11.3% of the total workforce recorded in SC-WRES.

= Adult SC-WRES local authorities: 93 of 97 employers (96%) were included in analysis for
this indicator. There was a total of 8,300 employees leaving the organisation, this was a
turnover rate of 11.1% of the total workforce recorded in SC-WRES.
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= Children’s SC-WRES local authorities: 60 of 61 employers (98%) were included in
analysis for this indicator. There was a total of 6,300 employees leaving the organisation,
this was a turnover rate of 11.6% of the total workforce recorded in SC-WRES.

3.11.3 Proportion of leavers in the past 12 months

The charts below show the turnover rate by ethnicity group. This is calculated by dividing the
number of employees who left the organisation within the 12 months prior to data collection by
the current number of employees.

Employees of Black, Asian or minority ethnicities were 15% more likely to leave the organisation
in the last 12 months, compared to employees of White ethnicities (relative likelihood of 1.15).

Chart 25. Percentage of employees leaving their role in the last 12 months by ethnicity
group, and relative likelihood compared with White ethnicities
Source: Total SC-WRES local authorities, SC-WRES phase 3, 2025/26

m Percentage of employees leaving [] Relative likelihood
the organisation in the last 12 months
Employees of White
ethnicities

Employees of Black,
Asian or minority ethnicities

10.5%

12.1% | (12.1% / 10.5%) 15% more likely

White ethnicities 10.5%

Mixed or multiple ethnicities 11.3% | (11.3% / 10.5%) 7% more likely |

Asian or Asian British
ethnicities
Black, African, Caribbean or
Black British ethnicities

10.8% | (10.8% / 10.5%) 2% more likely |

12.8% | (12.8% / 10.5%) 21% more likely |

16.1% | (16.1% / 10.5%) 53% more likely |

Other ethnicities

Please see the data visualisation on our website for results of this indicator by 18 ethnicity
categories.

Adult social care workforce

In adult social care, employees of Black, Asian or minority ethnicities were 9% more likely to
leave the organisation in the last 12 months, compared to employees of White ethnicities
(relative likelihood of 1.09)
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Chart 26. Percentage of employees leaving their role in the last 12 months by ethnicity
group, and relative likelihood compared with White ethnicities
Source: Adult SC-WRES local authorities, SC-WRES 2025/26

m Percentage of employees leaving [] Relative likelihood
the organisation in the last 12 months
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Black British ethnicities
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Children’s social care workforce

Within the children’s social care employers responding to SC-WRES phase 3, 2025/26,
employees of Black, Asian or minority ethnicities were 25% more likely to leave the organisation
in the last 12 months, compared to employees of White ethnicities (relative likelihood of 1.25).

Chart 27. Percentage of employees leaving their role in the last 12 months by ethnicity
group, and relative likelihood compared with White ethnicities
Source: Children’s SC-WRES local authorities, SC-WRES phase 3, 2025/26
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3.11.4 Examples from phase 2 local authority action plans

Retention and wellbeing

Dudley Council has used staff turnover data to inform an employee health and wellbeing
strategy focused on improving retention. SC-WRES data and findings from exit interviews are
regularly shared with the directorate leadership team to provide insight into the experiences of
Global Majority staff and the impact of wellbeing initiatives. Actions to support retention include
promoting opportunities for CPD, acting-up opportunities, and access to employee engagement
activities.

3.12 SC-WRES Indicator 9: Senior management roles

At responding local authorities, 1.6% of employees of Black, Asian or minority ethnicities
were working in senior management roles, compared to 2.5% of employees of White
ethnicities. Therefore, employees of Black, Asian or minority ethnicities were 37% less
likely be working in senior management roles compared to employees of White
ethnicities (relative likelihood 0.63; calculated as (1.6% / 2.5%).

The difference in likelihood varied between adult and children’s social care:
» adult SC-WRES responding local authorities: 42% less likely (1.4% compared to 2.5%)
= children’s SC-WRES responding local authorities: 28% less likely (1.8% compared to 2.5%).

There was a statistically significant association between ethnicity and working in senior
management roles®. This is observed consistently across both Adult and Children’s services.

Employers were asked to record the number of employees in senior management roles. They
were advised that senior management roles included Directors of Adult Social Care, Directors of
Children’s Services, Assistant Directors, and heads of services. Secondments, ‘acting up’ and
interim roles were included.

3.12.1 Response rate

» Total SC-WRES local authorities: 157 of 158 employers (99%) were included in analysis
for this indicator. There was a total of 2,900 employees in senior management roles, this
was 2.2% of the total workforce recorded in SC-WRES.

» Adult SC-WRES local authorities: 96 of 97 employers (99%) were included in analysis for
this indicator. There was a total of 1,700 employees in senior management roles, this was
2.1% of the total workforce recorded in SC-WRES.

= Children’s SC-WRES local authorities: All 61 of 61 employers (100%) were included in
analysis for this indicator. There was a total of 1,300 employees in senior management
roles, this was 2.3% of the total workforce recorded in SC-WRES.

9 Statistical testing confirms that this difference is unlikely to be due to chance: Total (x*(1) = 66.72, p < .001); Adult
(x3(1) = 54.08, p < .001); Children’s (x*(1) = 14.64, p < .001)

Gskillsm care

68




3.12.2 Number of employees in senior manager roles

The chart below shows the percentage of employees in senior manager roles, by ethnicity
group, and the likelihood of being in senior manager roles compared to employees of White
ethnicities.

Employees of Black, Asian or minority ethnicities were 37% less likely to be in senior manager
roles compared to employees of White ethnicities (relative likelihood of 0.63).

Table 6. Percentage of employees in senior management roles by ethnicity group, and
relative likelihood compared with White ethnicities
Source: Total SC-WRES local authorities, SC-WRES phase 3, 2025/26

Percentage of Relative likelihood, compared to

employees in senior employees of White ethnicity
management roles

Employees of White ethnicities 2.5%

Employees of Black, Asian or

minority ethnicities 1.6% (1.6% / 2.5%) 37% less likely
White ethnicities 2.5%

Mixed or multiple ethnicities 2.6% (2.6% / 2.5%) 4% more likely
Asian or Asian British ethnicities 1.8% (1.8% / 2.5%) 28% less likely
Black, African, Caribbean or Black

British ethnicities 1.1% (1.1% / 2.5%) 55% less likely
Other ethnicities 2.3% (2.3% 1 2.5%) 8% less likely

Please see the data visualisation on our website for results of this indicator by 18 ethnicity
categories.

Adult social care workforce
In adult social care, employees of Black, Asian or minority ethnicities were 42% less likely to be
in senior manager roles compared to employees of White ethnicities (relative likelihood of 0.58).

Table 7. Percentage of employees in senior management roles by ethnicity group, and
relative likelihood compared with White ethnicities
Source: Adult SC-WRES local authorities, SC-WRES phase 3, 2025/26

Percentage of Relative likelihood, compared to
employees in employees of White ethnicity
senior
management roles

Employees of White ethnicities 2.5%
Employees of Black, Asian or
minority ethnicities 1.4% (1.4% / 2.5%) 42% less likely
White ethnicities 2.5%
Mixed or multiple ethnicities 2.5% | (2.5% / 2.5%) the same likelihood
Asian or Asian British ethnicities 1.9% (1.9% 1 2.5%) 22% less likely
Black, African, Caribbean or Black
British ethnicities 0.9% (0.9% / 2.5%) 62% less likely
Other ethnicities 1.6% (1.6% / 2.5%) 37% less likely
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Children’s social care workforce

In children’s social care, employees of Black, Asian or minority ethnicities were 28% less likely
to be in senior manager roles compared to employees of White ethnicities (relative likelihood of
0.72).

Table 8. Percentage of employees in senior management roles by ethnicity group, and
relative likelihood compared with White ethnicities
Source: Children’s SC-WRES local authorities, SC-WRES phase 3, 2025/26

Percentage of Relative likelihood, compared to

employees in senior  employees of White ethnicity
management roles

Employees of White ethnicities 2.5%

Employees of Black, Asian or 1.8%

minority ethnicities (1.8% / 2.5%) 28% less likely
White ethnicities 2.5%

Mixed or multiple ethnicities 2.7% (2.7% 1 2.5%) 7% more likely
Asian or Asian British ethnicities 1.6% (1.6% / 2.5%) 38% less likely
Black, African, Caribbean or Black 1.5% (1.5% / 2.5%) 42% less likely
British ethnicities

Other ethnicities 3.4% (3.4% / 2.5%) 34% more likely

3.12.3 Examples from phase 2 local authority action plans

Strengthening diversity in senior leadership

Wigan Council is building an inclusive workforce through representative leadership and targeted
career development for colleagues from minoritised ethnicities, including work shadowing,
coaching, mentoring, and access to programmes such as Moving Up.

The Council has also introduced a reciprocal mentoring programme, pairing senior leaders with
colleagues with lived experience to support learning, challenge perceptions, and improve
progression into senior roles. Initially piloted in adult social care, the programme has since been
extended to children’s social care.
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4 What do we mean by an Improvement
Programme?

4.1 Developing continuous improvement

The phase 2 (2024/25) SC-WRES report set out the programme’s approach to continuous
improvement. This has been strengthened in phase 3, embedding a human rights framework to
enhance delivery, impact and, over time, outcomes for people drawing on care.

The SC-WRES Improvement Programme:

= supports ongoing, structured and responsive improvement

= brings together data, peer support and action planning in a continuous cycle of learning and
development

= is grounded in human rights principles: participation, accountability, non-discrimination and
equality, empowerment and legality

= works in partnership with organisations including ADASS, ADCS, NHS WRES, CQC and
Social Work England to support alignment across the sector

= informs Chief Social Workers, government departments and wider stakeholders.

Skills for Care has expanded programme capacity in phase 3, including appointing a National
Lead for Culture and Diversity and working with a Global Majority learning partner.

The programme has strengthened its focus on anti-racism, reflected in enhanced Community of
Practice sessions and a new interventions guide to support local authorities in developing
effective action plans. The learning partner (brap) has engaged with Global Majority
representatives across regions, reviewed action plans, and is contributing to programme
learning, evaluation and future development, including presenting an evaluation framework in
autumn 2026.

The programme continues to progress work across research, development and evaluation. This
includes research on bullying and harassment, work on intersectionality within the data tool, and
collaboration with partners such as the Stephen Lawrence Research Centre. Evaluation activity
focuses on understanding impact over time, including the development of a long-term
evaluation framework that considers data, action, local context and system-wide change.
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Diagram 3. Programme of continuous improvement
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4.2 Social justice and human rights programming — how can
it drive anti-racist change?

Effective EEDI activity must begin with identifying those who experience inequality,
marginalisation and injustice. Impactful programmes are grounded in clear principles, including
human rights, social justice, equality, equity, diversity and inclusion.

The SC-WRES Improvement Programme provides a practical example of how these principles
can underpin transformational change. It focuses on identifying inequality, involving those
affected, and supporting local authorities to plan and deliver change. Senior leadership
engagement is critical to this, as leaders play a central role in shaping organisational culture
and driving improvement.

A human rights approach recognises that:

= rights must be respected, protected and fulfilled

= human rights are universal and interdependent

= they are often underpinned by law

= progress is achieved over time (progressive realisation).
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Within SC-WRES, this is reflected in the development of action plans that respond to local
context, available resources and evidence. This aligns with the principle of progressive
realisation, supporting local authorities to move towards becoming anti-racist organisations over
time. The programme continues to be informed by the United Nations Convention on the
Elimination of Racial Discrimination (UNCERD).

Core approaches and methodology include:

= co-production, ensuring diverse perspectives are heard and acted on

= recognition of intersectionality, acknowledging that inequality is experienced in layered
ways

= systems thinking, identifying where change is needed and how systems can be redesigned

= accountability, including openness to challenge and difficult conversations

= evidence-informed and trauma-aware practice, recognising the lived experiences behind
the data

= action research and enquiry, supporting reflection, learning and continuous improvement.

These approaches are supported by a learning model that emphasises:
= transformative and reflective learning
= dialogue and shared reflection
= learning from experience in practice.

Together, this enables organisations to move beyond compliance, supporting deeper change in
culture, behaviours and systems. While this transformation can appear complex, structured
programmes such as SC-WRES support local authorities to work collectively, build capability
and drive change over time.

In the December 2025 Community of Practice, Skills for Care Chair John Coughlan emphasised
that senior leadership engagement is critical to establishing and changing local authority culture.
Held on Human Rights Day, the session highlighted that human rights shape our daily lives and
the essentials that are relied on every day. Human rights are contained in the food that we eat,
the air that we breathe and in feeling safe. All people share the need for these essential human
rights, and they unite people in their differences.
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Diagram 4. Equality and human rights planning for change

Anti-racist organisation;
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SC-WRES Improvement Programme:
Data collection, support and action plans on 9 indicators

Examples of awareness raising activities: Allyship; All staff EEDI focused
meetings; EEDI pages on company website; strategy documents and information

Foundational: EEDI accountable plans,
frameworks, pedagogy, methodology and approaches

Unerpinning: Strategy and Culture; Theory of Change pedagogy;
legislative framework; social justice and human rights; social care.

4.3 Learning from data between 2024 and 2025

This section moves beyond the presentation of individual indicators to consider what can be
learned from findings across reporting periods. By bringing together findings from phase 2
(2024/2025) and phase 3 (2025/2026) of the SC-WRES programme, it provides insight into how
local authorities are applying the framework and highlights areas where changes may

be emerging. While analysis across two years cannot demonstrate impact or establish longer-
term sector trends, it can support a more informed understanding of areas of progress and
where further focus may be needed. As such, this section provides additional context to support
interpretation of the data presented elsewhere in the report.

Analysis is based on local authority employers that participated in both the 2024 and 2025
SC-WRES programmes. Showing the analysis in these two consecutive programme years
supports greater comparability, reflecting the continued development of the SC-WRES
programme, associated support, and reporting approaches.

Notes about the data

This section uses a longitudinal subset of responding local authorities that participated in both
the 2024 and 2025 SC-WRES programmes. This base is different to the full group of 97 local
authorities responding to phase 3 of the 2025/2026 SC-WRES programme used in the indicator
analysis chapter, so the 2025/2026 likelihoods may not align exactly with figures reported
elsewhere in this report.

While this analysis uses SC-WRES returns from two reporting periods, it is not sufficient
to establish longer-term trends representative of the whole sector. In addition, not all indicators
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can be analysed longitudinally, as low response rates for some indicators limit the ability to
undertake robust comparisons.

The analysis shows ‘total SC-WRES local authorities’ - this is the combined total of adult and
children’s social care local authorities responding.

4.3.1 Likelihood of being appointed from shortlist, between
2024 and 2025

35 In both years, applicants of Black, Asian or

total SC-WRES local authorities minority ethnicities were less likely to be

provided data on this indicator in 2024 appointed from shortlist than applicants of White

and 2025. ethnicities.

The chart below shows data for local authorities that provided SC-WRES returns in both 2024
and 2025. In both years, applicants of Black, Asian or minority ethnicities were less likely to be
appointed from shortlist than applicants of White ethnicities (46% less likely in 2024 and 38%
less likely in 2025).

Chart 28. Likelihood of applicants of Black, Asian or minority ethnicity being appointed
from shortlist compared to applicants of White ethnicities

Base. 25 adult social care local authorities and 10 children’s social care local authorities
Source. SC-WRES 2024 and 2025

oOMore likely 0O The same likelihood OlLess likely

100%
50%
0%
-50%
-46% ~38%
-100%
2024 2025

4.3.2 Likelihood of entering the formal disciplinary process,
between 2024 and 2025

58 In both years, employees of Black, Asian or
total SC-WRES local authorities minority ethnicities were more likely to enter the

provided data on this indicator in 2024 formal disciplinary process compared to
and 2025. employees of White ethnicities.
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The chart below shows data for local authorities that provided SC-WRES returns in both 2024
and 2025. In both years, employees of Black, Asian or minority ethnicities were more likely to
enter the formal disciplinary process compared to employees of White ethnicities (28% more
likely in 2024 and 60% more likely in 2025).

Chart 29. Likelihood of employees of Black, Asian or minority ethnicities entering the
formal disciplinary process compared to employees of White ethnicities
Base. 41 adult social care local authorities and 17 children’s social care local authorities
Source. SC-WRES 2024 and 2025

OMore likely ©OThe same likelihood 0OlLess likely

100%

60%
50% 28%
0%
-50%
-100%
2024 2025

4.3.3 Likelihood of leaving the organisation, between 2024
and 2025

66 In both years, employees of Black, Asian or minority
total SC-WRES local authorities ethnicities were more likely to leave the organisation in

provided data on this indicator in the previous 12 months compared to employees of

2024 and 2025. White ethnicities

The chart below shows data for local authorities that provided SC-WRES returns in both 2024
and 2025. In both years, employees of Black, Asian or minority ethnicities were more likely to
leave the organisation in the previous 12 months compared to employees of White ethnicities
(7% more likely in 2024 and 11% more likely in 2025).

Chart 30. Likelihood of employees of Black, Asian or minority ethnicity leaving the
organisation in the previous 12 months compared to employees of White ethnicities
Base. 46 adult social care local authorities and 20 children’s social care local authorities
Source. SC-WRES 2024 and 2025

OMore likely ©OThe same likelihood 0OlLess likely

100%
50% 7% 1%
0%
-50%
-100%
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4.3.4 Likelihood of working in senior manager roles, between
2024 and 2025

66 In both years, employees of Black, Asian or

total SC-WRES local authorities minority ethnicities were less likely to be

provided data on this indicator in 2024 working in senior management roles compared
and 2025. to employees of White ethnicities

The chart below shows data for local authorities that provided SC-WRES returns in both 2024
and 2025. In both years, employees of Black, Asian or minority ethnicities were less likely to be
working in senior management roles compared to employees of White ethnicities (43% less
likely in 2024 and 52% less likely in 2025).

Chart 31. Likelihood of employees of Black, Asian or minority ethnicity working in senior
management roles compared to employees of White ethnicities

Base. 66 adult social care local authorities and 35 children’s social care local authorities
Source. SC-WRES 2024 and 2025

OMore likely oOThe same likellhood oOLess likely

100%
50%
0%
-50%
_A0
43% -529%
-100%
2024 2025

4.4 Community of Practice

4.4.1 Community of Practice sessions

The Community of Practice is a vital component of the SC-WRES Improvement Programme,
providing a structured, supportive and non-judgemental space for local authorities to come
together. Through monthly sessions, participants engage with peers, subject matter experts and
the SC-WRES team to reflect on progress, share challenges and develop solutions.

These sessions provide dedicated time for local authorities to:
= reflect on their SC-WRES data and progress
= develop and refine local reports and action plans
» share learning and practical experience
» build confidence in addressing workforce race inequality.
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In 2025/26, the Community of Practice has further strengthened its focus on anti-racist practice
and the application of social justice and human rights focused principles. Contributions from
Global Majority leaders have helped ensure that sessions are grounded in lived experience,
while creating a space where open and sometimes challenging conversations can take place.

The Community of Practice is also a key mechanism for continuous improvement. Feedback
gathered through participant engagement and session evaluations informs the ongoing
development of content and support, ensuring that the programme remains responsive to the
needs of local authorities.

Average monthly participation reached 167 individuals during this phase, reflecting growing
engagement and the value placed on peer learning across the sector. As participation has
increased, the role of peer support has become more important in enabling local authorities at
different stages of the programme to learn from one another.

Tapiwa Julius, Principal Social Worker and National Co-Chair of the Principal Social
Worker (PSW) Network:

SC-WRES provides a critical mirror to challenge us as leaders to take on the responsibility of
creating psychologically safe, equitable systems where Black and racially minoritised
practitioners can thrive as it highlights the disparities. It has been encouraging to see the
increased participation across all regions and more so within Children's Services. This
demonstrates the power of collective leadership in moving anti-racist practice from intent into
action.

The SC-WRES is not about a programme alone, it is about cultural change. It requires relational
leadership, courage and accountability at every level of the system. When we centre lived
experience, invest in our workforce and act with purpose we begin to shift outcomes not only for
practitioners but for children and families that we serve. The Eastern Region has recently
collaborated with Social Work England to pilot an In Conversation with Black Males project in
response to indicator 3 of SC-WRES, strengthening the anti-racist agenda within the region.

As a Principal Social Worker (PSW) and national co-chair of the network, anti-racist practice has
been a priority in relation to both practice improvement and workforce development. This joint
priority between Adult Services and Children's Services has facilitated for the Anti-Racist
Steering Group chaired by the PSW network to resume its ambitions for the social care sector in
addressing racial inequities. This steering group with stakeholder membership from British
Association of Social Workers (BASW), SWE, Skills for Care, ADCS, PSW chairs for both Adults
and Children's Services reminds us that to achieve lasting change in our systems, we need a
collaborative approach.

| am reminded of an African proverb: "if you want to go fast, go alone and if you want to go far,
go together.
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Diagram 5. Example schedule of the Community of Practice sessions, with session
themes as well as additional themed focus sessions.

_ Welcome to your race equity _ Deep dive on the data
journey. What to expect and process and linking to
how to implement SC-WRES. the indicators.
Jul , Aug ,
Supporting staff engagement _ Data and support

and focus on harassment,
bullying and abuse.

Indicators: 6 and 7

Oct

around fitness to practise
and disciplinaries.

Indicators: 3 and 4

Making sense of your
data and creating your
own data report.

Indicators: 2 and 8

Theory and practice behind
SC-WRES: human rights
and anti-racism.

Indicators: 1 to 9

O
®
0

m
®
o

Creating a
diverse senior

@
o
3

Indicators: 1 and 9

Continuous
improvement and
action planning.

Indicators: 1to 9

[~ 2 »n
Q o D
= < T

Action planning: guidance on
interventions through an
anti-racist lens.

Implementing your
action plan and a focus
on intersectionality.

Mar Indicators: 1 to 9 Apr Indicators: 1 to 9
_ Our national _ Implementing
data set. your action plan.
May Indicators: 1 to 9 J un Indicators: 1 to 9

oo

Additional themed focus sessions |

= Working with your data

= The importance of HR colleagues in SC-WRES

= Social worker focus session.

4.4.2 Evaluation of Community of Practice sessions

Evaluation of the Community of Practice indicates increasing confidence among participants
over the course of the programme. Polling conducted before and after sessions shows
consistent improvements in understanding of session topics and in overall confidence in
engaging with the SC-WRES programme. Details of this evaluation is available in Appendix C.
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Alongside formal evaluation, the SC-WRES team draws on participant feedback and
engagement to shape future sessions. This includes identifying areas where additional support
is required and introducing more focused sessions on specific themes, such as data, the role of
HR colleagues and profession specific challenges.

Supporting materials and follow up resources are shared after each session to reinforce
learning and enable continued progress. This responsive approach, reflected in a ‘you said, we
did’ model, helps build confidence and trust in the programme.

4.5 Action plans

4.5.1 Action plan information, case studies and resources

Action plans are a core output of the SC-WRES Improvement Programme, translating data into
practical change. Once local authorities receive their analysed data, they engage senior leaders
and staff networks to reflect on the results, identify priorities and agree achievable actions.

The SC-WRES data tool and supporting resources help ensure that findings are acted upon
within a structured improvement cycle, where data informs reports, reports inform action plans,
and action plans drive change over time.

Diagram 6. Data journey to creating an action plan

Data Individual Individual
collection data report action plan

=1 = — CELE
) I 4!'Il ise

Diagram 7. Steps to creating and implementing an action plan

/\/\/\/’\

Analyse your Local Agree with your Ensure senior leaders Plan how and Keep track of what
Authority report and | staff how and are supportive of the when you will you will and have
share and reflect on when improvements | changes that will be collect feedback done in your action
these findings with can be made implemented from your teams plan template

your staff networks
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Action plans typically include:
= short-, medium- and long-term actions
= clear ownership and accountability
= measures to track progress and impact.

Not all actions can be achieved within a single phase; plans are reviewed and developed over
time as part of the programme’s continuous improvement approach.

In phase 3 (2025/26), there has been a stronger emphasis on embedding anti-racist principles
within action planning. These include:

= Understanding that race is a social construct that shapes real systems

= addressing the root causes of inequality rather than isolated behaviours

= making systemic patterns and hidden norms visible

= recognising that responsibility for change sits across the whole organisation and involves
everyone

= supporting learning, reflection and collaboration rather than relying on simple solutions

= sharing and using power more equitably.

These principles are reflected in our Anti-Racist Interventions Guide (published April 2026)
which supports local authorities to select and implement evidence-informed approaches to
addressing inequalities.

4.5.2 Action plan case studies
Skills for Care provides a structured template and ongoing support to help local authorities
develop effective action plans. Through peer learning and feedback, common strengths and

areas for development are identified and shared across the programme.

Examples from phase 2 (2024/25) illustrate the types of approaches being taken:

Cambridgeshire County Council

The council uses different levers to raise awareness of anti-racism and to ensure policy and

practice are consistent with this approach.

They have focused on building awareness and embedding anti-racism across policy and

practice, including:

» co-produced learning on racism and its impact

= reflective learning sessions on systemic racism and values

» reviewing policies such as recruitment to identify bias

= strengthening support through trained “Respect at Work” contacts who reflect the diversity
of the workforce

= proactive use of data and staff network groups to address barriers to training and
development for Global Majority staff.
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https://www.skillsforcare.org.uk/resources/documents/Support-for-leaders-and-managers/Supporting-a-diverse-workforce/SCWRES/SC-WRES-Anti-Racist-Interventions-Guide-2026.pdf

Hackney Council

Hackney council considers the complexity of aligning action to address racism in the workforce

with improving practice and outcomes for children and families from diverse communities.

They have strengthened leadership accountability and anti-racist practice through:

» investment in dedicated anti-racist leadership capacity through an Anti-Racist Practice Lead
role

» development of anti-racist practice standards and supervision

= |eadership programmes and mentoring for Black and Global Majority staff

= a clear focus on how racism impacts on wellbeing and organisational culture

» nitiatives to improve psychological safety and address workplace experiences, including
therapeutic and peer support for Black and Global Majority staff and workshops on
psychological safety

= arestorative approach to addressing racialised experiences in the workplace through Speak
Up Speak Out.

Bristol Council

The council takes a system-wide approach across adult’s and children’s services.

Anti-racist leadership development and reflective practice harnesses opportunities for a shared

building of anti-racist leadership capacity. The council recognises the impact of racism on

wellbeing.

This approach has included:

= Supporting senior and middle managers through training and reflection opportunities with an
anti-racist lens

*» embedding expectations about inclusive and respectful behaviour

= strengthening psychological safety and support so that Global Majority colleagues feel
comfortable raising concerns and challenging discriminatory practices

= aligning policy, culture and practice to reflect anti-racism themes, including expectations in
relation to induction and onboarding

= Embedding ‘No Space for Hate’ guidance across adult and children's services, encouraging
a consistent approach to dealing with harassment and abuse.

Stockport Council

Stockport Council has made explicit its commitment to become an anti-racist council,

acknowledging that colleagues from the Global Majority experience intergenerational and

normalised racial trauma, structural inequality and intersectional wounds. They have a clear

view of what improvement looks like in indicators 6 and 7 and have expectations that there will

be a higher reporting rate as a result of actions.

This includes:

" introducing anonymous reporting and support systems

. strengthening leadership accountability and visible support from senior leaders for
colleagues who experience harassment, bullying, or abuse

. co-producing approaches with staff networks to ensure that voices are heard and
considered in the decision-making processes.
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These examples demonstrate how local authorities are using the SC-WRES Improvement
Programme to move from data to action, addressing workforce inequalities through targeted,
practical interventions and consistent anti-racist approaches. Full versions of these action plan
snapshots are available on the skills for care website.

Colum Conway, Chief Executive at Social Work England reflects their view on racism
within the sector:

Social Work England has continued to deepen its analysis of diversity data to strengthen our
understanding of fitness to practise processes and outcomes. As part of this work, we have
collaborated closely with Skills for Care, sharing data and insights to support the Social Care
Workforce Race Equality Standard. This partnership is helping participating organisations
review their fitness to practise data and processes, with the aim of promoting fair, proportionate
and appropriate referrals.

We have also shared our findings with key contacts across local authorities, leading to
constructive conversations about shared challenges, regional variation and opportunities for
improvement. Building on this engagement, we have now published a set of fair referral
principles (see section 5), co-produced with sector partners, to support those making referrals
and to promote greater consistency, transparency and fairness across the system.

This work reflects our broader commitment to embedding equality, diversity and inclusion into
every aspect of how we regulate social work. We look forward to continuing our collaboration
with Skills for Care and working with the wider sector to take joint action that brings these values
into everyday practice.

4.6 Thematic action plan feedback

Skills for Care reviewed phase 2, 2024/2025, action plans from local authorities and provided
individual feedback. To provide broader support and guidance, Skills for Care drew common
themes from 68 plans that were available, highlighting key areas of progress and areas for
improvement.

Across reviewed action plans, the following progress and improvement themes were identified.

4.6.1 Areas of progress

Governance and accountability

The majority of local authorities had established governance structures for SC-WRES activity,
typically overseen by EEDI boards or Workforce/People Boards. Local authorities emphasised
the importance of aligning SC-WRES with corporate EEDI strategies.
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https://www.skillsforcare.org.uk/Support-for-leaders-and-managers/Supporting-a-diverse-workforce/Social-Care-Workforce-Race-Equality-Standard/SC-WRES-impact-and-inspiration.aspx
https://www.skillsforcare.org.uk/Support-for-leaders-and-managers/Supporting-a-diverse-workforce/Social-Care-Workforce-Race-Equality-Standard/SC-WRES-impact-and-inspiration.aspx
https://www.socialworkengland.org.uk/concerns/fair-referral-principles/
https://www.socialworkengland.org.uk/concerns/fair-referral-principles/

Use of data

Local authorities are collecting and using workforce data more systematically. Many have
prioritised reducing “not known” ethnicity data through disclosure campaigns and updated
systems.

Recruitment, progression and workforce diversity

Strong actions are emerging from pay band and senior-level composition data, particularly
around inclusive recruitment and leadership development. Many local authorities are reviewing
the inclusivity of their recruitment strategies. Limited diversity, especially at senior levels, led to
reflections on barriers to progression and reviews of access and effectiveness of existing
leadership training and progression support.

Collaboration and engagement

There has been an increase in joint adult social care and children’s social care participation,
enabling a better sharing of resources, reduced duplication of effort and fostering a consistency
in approach.

Culture, bullying and psychological safety

SC-WRES has increased awareness of gaps in policy and practice around bullying,
harassment, awareness of bias and organisational culture. Many local authorities are shifting
from written policy approaches to wider work on trust, reporting culture and psychological
safety. This indicator is becoming a more pressing area for support based upon local
circumstances.

Cheshire West and Chester Council explains:

Being involved in the Social Care Workforce Race Equality Standard has strengthened our
organisation’s ability to understand and address workforce inequalities using clear, evidence-
based insights. The programme’s nine metrics offer a powerful lens through which to examine
representation, progression, culture, and colleague experience.

Combining this information with invaluable shared learning from peers in the Community of
Practice sessions has really helped us to move from understanding our data to developing a
targeted action plan that we hope will drive meaningful change.

Looking ahead, we are excited to progress into co-produced improvement planning and
expanding our programme to include colleagues from Children’s Social Care.

4.6.2 Areas for improvement

Capacity and resourcing
Local authorities vary considerably in capacity and experience. Smaller councils feel sharper
resource pressures and may rely on a single individual to coordinate many complex actions.
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Staff representation and engagement

Whilst most local authorities involved Global Majority staff networks and were aiming for
increased opportunities for staff feedback, there is a difficulty reflecting Global Majority staff
views where the workforce lacked diversity and in securing engagement from the range of staff
groups needed to deliver for systemic impact.

Leadership and manager contribution

Managers play a significant role in EEDI, but fewer plans considered how to build their
contribution and accountability. Greater attention is needed on supporting their people
management skills, to fulfil key roles in creating inclusive workplaces. There is scope for clearer
senior leadership roles in relation to driving the systemic change needed and in championing
SC-WRES.

Anti-racism practice

Local authorities vary widely in their adoption of anti-racism as a framework. Whilst there are
emerging signs of good practice in this area, anti-racism interventions were commonly limited to
training in micro aggressions, unconscious bias and facilitated safe spaces. Psychological
safety was also mentioned by many but without a clear definition of what this entailed. It would
be useful to establish some shared definitions to inform shared standards and clear outcomes.

Accountability

Common gaps in plans included actions which built in accountability e.g. asking recruiting
managers to provide a narrative to the senior team explaining the reasons for an appointment
without a diverse shortlist.

Haringey Council explains:

As we approached our 2024 data collection and began shaping the 2025 Action Plan, we first
reviewed the key gaps highlighted in the data and then reflected these findings back to staff to
understand how they interpreted them and what they felt Haringey’s priorities should be. We
used two engagement methods to do this: a series of facilitated workshops where colleagues
explored the data, shared their experiences, and identified themes and meaningful actions; and
a staff survey to capture wider experiences of racism, bullying and harassment, while also
asking staff to prioritise the issues that mattered most.

We were determined that the action plan would not be developed in isolation, so we created a
cross functional working group to bring together diverse perspectives and expertise. The
insights gathered from staff formed the backbone of the plan, ensuring the actions were
meaningful, grounded in lived experience and reflective of what colleagues believed needed to
change.

To strengthen oversight, we also established a steering group made up of staff, managers, and
subject matter specialists to monitor progress and ensure accountability. Alongside this, we
maintained ongoing engagement with our corporate governance structures, regularly presenting
to the Corporate Equality Steering Group, chaired by the Chief Executive, to ensure the work
remains visible and supported at the highest level of the organisation.
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5 Resources

This section provides information about further resources from a range of organisations relevant
to this report.

= Skills for Care resources
Please visit our Workforce Intelligence website to access reports and visualisations about adult

social care, including information at various geographic levels and topic areas such as factors
affecting turnover and international recruitment.

Please visit our Skills for Care website for more information and resources about supporting a
diverse workforce.

Supporting a diverse workforce: Understanding racism

SC-WRES Anti-Racist Interventions Guide

SC-WRES impact and inspiration

LGBTQ+ Learning Framework

Values-based recruitment

Our review of the benefits of recruiting and retaining a diverse workforce for organisations

Allyship resources

Positive Culture Toolkit

Global Majority Nursing Network,

= Care Quality Commission resources

To find out more about the CQC’s Local Authority assessment framework please visit
https://www.cqc.org.uk/quidance-requlation/local-authorities/assessment-framework

To find out more about humanity into action from the CQC please visit
https://www.cqc.org.uk/about-us/our-updated-human-rights-approach

To read CQC’s WRES Annual Report 2025 please visit
CQC's Workforce Race Equality Standard (WRES): annual report 2025 - Care Quality
Commission
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https://www.skillsforcare.org.uk/Adult-Social-Care-Workforce-Data/Workforce-intelligence/publications/Data-and-publications.aspx
https://www.skillsforcare.org.uk/Support-for-leaders-and-managers/Supporting-a-diverse-workforce/Supporting-a-diverse-workforce.aspx
https://www.skillsforcare.org.uk/resources/documents/Support-for-leaders-and-managers/Supporting-a-diverse-workforce/Supporting-a-diverse-workforce-Understanding-racism.pdf
https://www.skillsforcare.org.uk/resources/documents/Support-for-leaders-and-managers/Supporting-a-diverse-workforce/SCWRES/SC-WRES-Anti-Racist-Interventions-Guide-2026.pdf
https://www.skillsforcare.org.uk/Support-for-leaders-and-managers/Supporting-a-diverse-workforce/Social-Care-Workforce-Race-Equality-Standard/SC-WRES-impact-and-inspiration.aspx
https://www.skillsforcare.org.uk/Developing-your-workforce/Care-topics/Equality-diversity-and-inclusivity/LGBTQ-learning-framework.aspx
https://www.skillsforcare.org.uk/Recruitment-support/Values-based-recruitment/Values-based-recruitment.aspx
https://www.skillsforcare.org.uk/resources/documents/About-us/Benefits-of-recruiting-and-retaining-a-diverse-workforce-Rapid-Evidence-Review-Summary.pdf
https://www.skillsforcare.org.uk/Support-for-leaders-and-managers/Supporting-a-diverse-workforce/Allyship/Allyship-resources.aspx
https://www.skillsforcare.org.uk/resources/documents/Support-for-leaders-and-managers/Managing-a-service/Workplace-culture/A-positive-culture-toolkit-for-adult-social-care.pdf
https://www.skillsforcare.org.uk/news-and-events/Events/February/Global-Majority-Nursing-Network-Connections-event.aspx
https://eur01.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.cqc.org.uk%2Fguidance-regulation%2Flocal-authorities%2Fassessment-framework&data=05%7C02%7CSarah.Davison%40skillsforcare.org.uk%7C211414983f754c9feb9d08dc370ddffa%7C5c317017415d43e6ada17668f9ad3f9f%7C0%7C0%7C638445779930246421%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C0%7C%7C%7C&sdata=LNwHU6NWYkOASSbaz7Y4T09u8NAwIm%2F58uwWnsoTvdk%3D&reserved=0
https://www.cqc.org.uk/about-us/our-updated-human-rights-approach
https://www.cqc.org.uk/about-us/our-strategy-plans/equality-human-rights/data-standards/wres-report-2025
https://www.cqc.org.uk/about-us/our-strategy-plans/equality-human-rights/data-standards/wres-report-2025

» Equality and Human Rights Commission

To read more about the Equality and Human Rights Commission Guidance on the Public Sector
Equality Duty please visit https://www.equalityhumanrights.com/quidance/public-sector-equality-

duty-psed

To read the EHRC report please visit https://www.equalityhumanrights.com/our-work/inquiries-
and-investigations/experiences-health-and-social-care-treatment-lower-paid

To visit the EHRC and Human Rights website please visit
https://www.equalityhumanrights.com/human-rights/what-are-human-rights

= NHS WRES and NHS Patient and Carer Race Equality Framework

Find out about the NHS Patient and Carer Race Equality Framework to visit
https://www.england.nhs.uk/mental-health/advancing-mental-health-equalities/pcref/

Find out more about the NHS Workforce Race Equality Standard
https://www.england.nhs.uk/about/equality/equality-hub/workforce-equality-data-
standards/equality-standard/

WRES 2025 Data analysis report for NHS trusts

= Social Work England resources

Fair referral principles - Social Work England

* Find out more about key stakeholders of the SC-WRES programme

ADASS - https://www.adass.org.uk/

ADCS - https://www.adcs.org.uk/
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https://eur01.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.equalityhumanrights.com%2Four-work%2Finquiries-and-investigations%2Fexperiences-health-and-social-care-treatment-lower-paid&data=05%7C02%7CSarah.Davison%40skillsforcare.org.uk%7C211414983f754c9feb9d08dc370ddffa%7C5c317017415d43e6ada17668f9ad3f9f%7C0%7C0%7C638445779930296522%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C0%7C%7C%7C&sdata=ue38ulmhZGHOSY%2F3eMJreX2mG5Orxmyvhf1ZvL8j4uo%3D&reserved=0
https://eur01.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.equalityhumanrights.com%2Four-work%2Finquiries-and-investigations%2Fexperiences-health-and-social-care-treatment-lower-paid&data=05%7C02%7CSarah.Davison%40skillsforcare.org.uk%7C211414983f754c9feb9d08dc370ddffa%7C5c317017415d43e6ada17668f9ad3f9f%7C0%7C0%7C638445779930296522%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C0%7C%7C%7C&sdata=ue38ulmhZGHOSY%2F3eMJreX2mG5Orxmyvhf1ZvL8j4uo%3D&reserved=0
https://www.equalityhumanrights.com/human-rights/what-are-human-rights
https://www.england.nhs.uk/mental-health/advancing-mental-health-equalities/pcref/
https://www.england.nhs.uk/about/equality/equality-hub/workforce-equality-data-standards/equality-standard/
https://www.england.nhs.uk/about/equality/equality-hub/workforce-equality-data-standards/equality-standard/
https://www.england.nhs.uk/publication/workforce-race-equality-standard-2025-data-analysis-report-for-nhs-trusts/
https://www.socialworkengland.org.uk/concerns/fair-referral-principles/
https://www.adass.org.uk/
https://www.adcs.org.uk/
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Appendix: A, B and C
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Appendix A: Methodology of analysis

Appendix A provides more information about the methodology of the 2025/26 SC-WRES data
collection stage of the programme. It includes information about how we collected and analysed
data, on response rates by region and by indicators, and the how the staff within responding
local authorities compare to the total adult social care sector and the population of England.

A1. Small numbers and data sharing

This report uses information based on aggregated data only and does not contain any
identifying information relating to individuals. Data shown in this report are a total of all 99
responding local authorities. However, response rates vary by indicator, so if bases were low
due to lower data availability for certain indicators, or due to poor data quality, then data is
supressed or not shown with a level of detail that could be unreliable.

Skills for Care’s workforce intelligence team conducted the analysis of both ASC-WDS data and
SC-WRES data. Skills for Care is the leading source of workforce intelligence for the adult
social care sector in England and is expert in adult social care insight. All analysts leading on
the production of this report are certified statisticians, meaning they work to the standard of the
‘Five Safes’. Skills for Care always make sure that its research and outputs are appropriate and
trustworthy, and that there is no risk of misuse or confidentially breach. When creating outputs,
they always adhere to statistical disclosure controls.

A2. Data collection process

From 8th September to 24" October 2025, participating local authorities were asked to provide
their SC-WRES data return. Several local authorities were granted an extension into November.

Data was submitted to Skills for Care in an Excel data collection tool. Employers provided their
information about the social care employees by ethnicity for nine indicators.

Local authorities could choose to provide data about their adult social care, children’s social
care or both workforces. 97 local authorities provided data about adult social care and 61
provided data about children’s social care. Response rates varied between indicators, please
each indicator analysis for details.

As the local authority populated the data collection tool, they were presented with analysis of
their own data. This analysis included charts and tables showing percentages and relative
likelihoods for each indicator. This analysis was designed to be used by employers to inform
their action plans.

Once Skills for Care received the data, data quality checks were performed.
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A3. Data quality checks and overview

One of Skills for Care’s core values is to use data and insight to provide a solid evidence base
about the adult social care workforce and to understand trends. This helps to empower the
sector to implement positive change.

Skills for Care’s Workforce Intelligence team is committed to the three pillars of trustworthiness,
quality and value, and to the principles of the Code of Practice for Statistics. As part of this,
methods are put in place that help ensure the production of assured statistics. Several methods
are used to quality assure the data that is collected as part of the SC-WRES, including checking
and approving data at the point of collection, and further data quality checks are made when
creating summary statistics and this report.

Rigorous data quality checks result in data limitations being minimised, and outputs are as
reliable, up to date, accurate and consistent as possible. Examples of the checks include
comparisons to the ASC-WDS data to see if response were within an expected range, cross-
checking responses between indicators to check totals, and considering if the open-ended
responses suggested the data was based on correct information with consistent definitions used
across local authorities.

The outcome of each data quality check was reported back to each local authority and where
data was unclear the employer was asked to clarify. In many cases, the local authority provided
clarification, provided missing data, or confirmed the data was not going to be provided to this
submission. Where data quality was not within the expected range, the data was excluded from
this report.

A4. Staff overview

The chart below shows staff by five ethnicity groups. This chart excludes those where ethnicity
was not known. The chart shows that the ethnicity groups were very similar between adult and
children’s social care, with a difference of only three percentage points. This will be, in part, due
to the population of the local area and therefore the recruitment pool being the same for all
employers.

Response rate

A total of 157 of 158 (99%) local authority employers provided good quality information about
the number of employees by ethnicity and were included in this analysis.

= Adult social care: 96 of 97 employers (99%)

» Children’s’ social care: 61 of 61 (100%)

Ethnicity not known

Of the 132,700 employees recorded in SC-WRES 2025/26 ethnicity was not known, not
disclosed or not recorded for 13% (17,600 employees). The proportion of employees with
ethnicity not known was 13% in adult social care and 14% in children’s social care. In 2025/26
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employer were asked to provide ‘ethnicity not known’ by three groups. The options and
responses are shown in the chart below.

Chart 32. Proportion of employees with ethnicity not disclosed, not recorded or not
known
Source. SC-WRES 2025/26

m Ethnicity not disclosed (not reported by the individual)
= Ethnicity not recorded (not recorded by the employer for this indicator)
Ethnicity not known (reason not known)

Total SC-WRES employers 51% 6% 43%

Adult social care 54% 4% 42%
Children's social care 46% 8% 46%
0% 20% 40% 60% 80% 100%

Number of employees, with ethnicity known
The SC-WRES included 115,200 employees whose ethnicity was known to and recorded by
their employer. Of these, 67,600 were in adult social care and 47,600 in children’s social care.

The chart below shows the ethnicity distribution of employees in responding local authorities,
with ethnicity known.

Chart 33. Ethnicity distribution of employees in responding local authorities
Source. SC-WRES, 2025/26

m Total SC-WRES employers ®m Adult social care m Children's social care

3%
Mixed or multiple ethnicities Iz%’?

3%
. . " — 5%
Asian or Asian British ethnicities 5603/0
0
Black, African, Caribbean or Black British 1101%7
ethnicities 8
- 1%
Other ethnicities | 1%
1%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90%
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Table 9. Ethnicity distribution of employees in responding local authorities
Source. SC-WRES, 2025/26
Total SC-WRES  Adult social Children's

employers care social care
White ethnicities 81% 80% 83%
English, Welsh, Scottish, Northern Irish
or British 77% 75% 79%
Irish 1% 1% 1%
Gypsy or Irish Traveller <1% <1% <1%
Other White ethnicity 4% 4% 4%
Mixed or multiple ethnicities 3% 2% 3%
White and Asian <1% <1% 1%
White and Black African <1% <1% <1%
White and Black Caribbean 1% 1% 1%
Other mixed or multiple ethnicities 1% 1% 1%
Asian or Asian British ethnicities 5% 6% 5%
Bangladeshi 1% 1% 1%
Chinese <1% <1% <1%
Indian 2% 2% 2%
Pakistani 1% 1% 2%
Other Asian ethnicity 1% 1% 1%
African 6% 8% 4%
Caribbean 2% 2% 3%
Other Black ethnicity 1% 1% 1%
Other ethnicities 1% 1% 1%
Arabic <1% <1% <1%
Any other ethnicity 1% 1% 1%
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Appendix B: Adult social care local authority
workforce trends and regional context

Appendix B provides more information about the adult social care local authority workforce
trends and region workforce estimates compared to the wider general population and
economically active population.

B1. Adult social care local authority workforce trends

The adult social care workforce has become more ethnically diverse since 2018/19. The
proportion of workers of White ethnicities has decreased from 85% in 2018/19 to 78% in
2025/26. The proportion of workers of Black, African, Caribbean or Black British ethnicities has
increased from 8% in 2018/19 to 12%, whilst workers of Asian or Asian British ethnicities
increased from 5% to 7% over the same period. See table 10 below.

One factor contributing to this trend could be international recruitment. Among local authority
staff who can be identified as having a non-British nationality, a lower proportion are of White
ethnicities compared to the workforce overall, indicating that overseas recruits are
disproportionately from a Global Majority. Although nationality data for local authority staff are
incomplete, available evidence suggests the proportion of non-British workers in the sector
increased from 13% in 2021 to 19% in 2025. This, alongside broader workforce dynamics, has
contributed to modest increases in ethnic diversity in the local authority workforce over the last
seven years.

Table 10. Estimated proportion of the adult social care workforce by ethnicity group
local authority sectors only, 2018/19 to 2025/26
Source: Skills for Care estimates

Black, African,

White Mlxe.d or AS|an gr Caribbean or Other
o multiple Asian British I I
ethnicities - e Black British ethnicities
ethnicities ethnicities e
ethnicities

2018/19 85% 2% 5% 8% 1%
2019/20 84% 2% 5% 8% 1%
2020/21 83% 2% 5% 9% 1%
2021/22 83% 2% 6% 9% 1%
2022/23 82% 2% 6% 9% 1%
2023/24 81% 2% 6% 10% 1%
2024/25 79% 2% 6% 11% 1%
2025/26 78% 2% 7% 12% 1%

Further breakdowns of job roles and trended ethnicity information see tables 10.1 to 10.3 of the
‘workforce employed by adult social services departments in England reference tables’.



https://www.skillsforcare.org.uk/Adult-Social-Care-Workforce-Data/workforceintelligence/Reports-and-visualisations/National-information/The-workforce-employed-by-adult-social-services-departments-in-England.aspx
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B2. Adult social care local authority, regional context

This section of appendix B shows the estimated proportion of filled posts by ethnicity group and
region, compared to the wider general population and economically active population.

The ethnic diversity of the workforce varied between regions. In the North East 96% of workers
were of White ethnicities, while in London this was 39%. The ethnicity of workers in both the
wider population and economically active also varied across regions (as reported in the Census
2021 and Labour Force Survey in 2024/25). Error! Reference source not found. shows that in
general, the ethnicity of workers in adult local authorities reflected that of the wider population
and recruitment pool.

Of note, in September 2025, there was a lower proportion of filled posts in local authorities of
Asian or Asian British ethnicities (7%), compared to the most recent estimates for the general
population in 2021 (10%) and the economically active population (10%). Conversely, there was
a higher proportion of workers of Black, African, Caribbean or Black British ethnicities (12%)
compared to the general population (4%) and economically active population (6%).

Table 11. Estimated proportion of filled posts by ethnicity group and region, compared to
the wider general population and economically active population

Source: Skills for Care estimates, Census 2021, Labour Force Survey 2024/25

Asian or Black, African,

Mixed or

W.hitg multiple Agign Caribbea.n., or Ot.hcla.r
ethnicities . British Black British  ethnicities
ethnicities " "
ethnicities ethnicities

Eastern Eastern
Adult local authority workforce 76% 3% 5% 14% 1%
General population 86% 3% 6% 3% 1%
Economically active 83% 2% 8% 6% 1%
East Midlands East Midlands
Adult local authority workforce 82% 3% 7% 8% 1%
General population 86% 2% 8% 3% 1%
Economically active 85% 2% 7% 5% 2%
London London
Adult local authority workforce 39% 5% 13% 41% 2%
General population 54% 6% 21% 14% 6%
Economically active 56% 4% 21% 13% 6%
North East North East
Adult local authority workforce 96% 1% 1% 2% 0%
General population 93% 1% 4% 1% 1%
Economically active 91% 1% 4% 3% 1%
North West North West
Adult local authority workforce 85% 2% 5% 8% 0%
General population 86% 2% 8% 2% 1%
Economically active 86% 2% 8% 4% 2%
South East South East
Adult local authority workforce 81% 2% 7% 9% 1%
General population 86% 3% 7% 2% 1%
Economically active 85% 2% 8% 4% 2%



https://www.nomisweb.co.uk/sources/census_2021
https://www.nomisweb.co.uk/sources/census_2021

gl

Asian or Black, African,

White l\r/rl:ﬁﬁﬁ)g Asian Caribbean, or Other
ethnicities L British Black British ethnicities
ethnicities N A
ethnicities ethnicities

South West South West
Adult local authority workforce 90% 2% 3% 5% 0%
General population 93% 2% 3% 1% 1%
Economically active 92% 1% 4% 2% 1%
West Midlands West Midlands
Adult local authority workforce 72% 2% 11% 14% 0%
General population 77% 3% 13% 5% 2%
Economically active 75% 2% 15% 6% 2%
Yorkshire and the Humber Yorkshire and the Humber
Adult local authority workforce 85% 2% 6% 6% 1%
General population 85% 2% 9% 2% 1%
Economically active 85% 1% 8% 4% 1%
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Appendix C: Evaluation of Community of Practice
sessions

Appendix C shows the method for, and results of, the evaluation of the Community of Practice
sessions.

Over the course of five of the last eight Community of Practice sessions, a standardised polling
method was employed to assess the impact of session content on participants' learning and
confidence. The method involved posing the same question to attendees both at the start and
end of each session. This approach allows for direct comparison of how participants’
understanding and confidence have shifted because of the session's content.

Pre-session poll

At the start of each session, participants were asked to rate their confidence in the topic being
discussed. The question was framed to capture their initial understanding and preparedness,
with a scoring scale from 1 to 5 (1 being low confidence, 5 being high confidence).

Post-session poll

At the conclusion of each session, the same question was posed to the participants, allowing
them to reflect on their learning and confidence after engaging with the session content. Again,
participants rated their confidence on a scale of 1 to 5.

Reasoning behind the method

The pre- and post-session polling method was chosen to provide a clear, quantifiable measure
of the session's effectiveness in enhancing participants' confidence and knowledge. The use of
a consistent, simple scale (1-5) makes it easier to analyse trends across sessions, providing a

clear understanding of areas where confidence improved.

Asking attendees to reflect on their confidence before and after the session encourages them to
consider what they’ve learned and how their perception of the topic has evolved. This method
also allows us to assess the immediate impact of the session content on the participants,
focusing specifically on how it influences their confidence and learning.

The chart below shows the questions asked at each session, their average score pre- and post-
session.
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Chart 34. Average confidence in community of practice session topics, pre and post
session.
Source. Skills for Care evaluation of community of practice sessions, 2025/26

® Average pre-session score m Average post-session score

How would you rate your confidence to navigate
the data collection process and how to complete
the 9 SC-WRES indicators?

How would you rate your confidence to collect
and return the information about indicators 6&7,
bulling harassment and abuse?

How would you rate your confidence with
indicators 3 and 47

How confident are you in using the SC-WRES
improvement model to enhance recruitment,
retention, and career progression practices?

2.8

How confident are you feeling about approaching

your Action Plan? 392

All sessions showed an increase in participants' confidence levels, with post-session averages
consistently higher than pre-session scores.

Chart 35. Average confidence in the overall SC-WRES programme, at the end of each
Community of Practice session
Source. Skills for Care evaluation of community of practice sessions, 2025/26

6.0

L L S —
2.0 39 3.6 3.0 3.4 3.5 3.1
0.0

CoP 2 CoP 3 CoP 4 CoP 5 CoP7 CoP 8

The chart above shows the average confidence in the overall SC-WRES programme after each
of the community of practice sessions. Average scores declined between Community of
Practice 2 and Community of Practice 4, reaching a low point, before improving again through
Community of Practice 5 to 8, though the final score remains slightly below the initial level.

This shows that confidence is lower in the overall programme around the time of the data
collection, which is a challenging part of the SC-WRES programme for employers, and then
rises as that phase passes and the information is being used in individual data reports and
action plan development.
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Keeping informed and register your interest

To be kept up to date with the SC-WRES programme or to register your interest, as a
000 local authority, to be involved in a future SC-WRES programme then please email us
at equalityandrights@skillsforcare.org.uk

Skills for Care
West Village,
Wellington Street,
Leeds,

LS14LT

facebook.com/skillsforcare
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