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Foreword from our CEO  
 
I am proud that Skills for Care has supported the Social 
Care Workforce Race Equality Standard (SC-WRES) for a 
new round of data collection, peer-to-peer support and 
action planning in 2023-24. We see SC-WRES as owned by 
the social care sector, as is reflected by the powerful support 
included in this report. As such, we consider Skills for Care 
has been honoured to be a custodian of SC-WRES. We 
thank the many contributors to this report, including the SC-
WRES Advisory Group, for their important work over many 
years, blazing a trail for race equity and the SC-WRES 
Improvement Programme. 
 
Organisations participating in the SC-WRES use nine metrics to measure, share and 
improve the experiences of people from minoritised ethnic backgrounds. The framework 
draws on clear improvement methodology that has been well-tested in the NHS and 
adapted for social care and helps us drive real organisational change towards race equity.  
  
The test phase of the SC-WRES ran across 18 local authorities from April 2021 to June 
2022 and is used, where appropriate, for comparative data in this report, running across 
23 local authorities. The nine indicators allow organisations to compare staff experience 
across issues including bullying, harassment, and learning and development. The data 
collected concerning minoritised ethnic employees is compared with the data about white 
employees. Local authorities create action plans to address what emerges from the data 
with short, medium, and long-term measurable goals.   
  
While the results indicate much work ahead, for example, staff with a Black, Asian and 
minoritised ethnic background were half as likely to be appointed from shortlist compared 
to white colleagues, I am pleased to publish this report as we explore a sustainable model 
of the SC-WRES. The data could become a valuable source of shared data for others 
such as the Care Quality Commission (CQC) and the Equality and Human Rights 
Commission (EHRC) to track, monitor and support progress in race equality in social care. 
We’re also exploring with the CQC how the rich information contained in local authority 
strategies and plans might be used as evidence of equality, diversity, and inclusivity (EDI) 
progress. The SC-WRES is a vital step forward in making measurable and authentic 
change.  Find out more about the SC-WRES on our website.1 
 

 
1 http://www.skillsforcare.org.uk/SCWRES  



   
 

   
 

Georgina Walton, Senior Project Manager, Adult Social Care and  Health, Kent 
County Council  said,  
“Being part of the SC-WRES means we have the framework and support from Skills for 
Care to analyse our data and take meaningful actions. Which we hope will have a positive 
impact for our workforce and the communities we support.” 

 



   
 

   
 

Headline findings from the SC -WRES 
 
If you are a colleague from a Black, Asian and minority ethnic background  you are : 
 

�x 
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What is the SC -WRES? 
 
The SC-WRES is an improvement programme that collects data on nine key metrics 
and supports organisations to benchmark, reflect and improve with their peers.  

 
 
It was developed for the NHS in 2014 by the NHS Equality and Diversity Council. 
Skills for Care commissioned a scoping review in 2019 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 for Education testing the WRES with 18 local authorities led in 2022. 
In 2023, after funding stopped from Government, Skills for Care agreed to fund for 
another year to test the sustainability. 23 local authorities took part in 2023.  
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organisations. They agree an approach to monitoring and gathering feedback on the 
impact of action plans ensuring that this involves consultation with staff.   
 
Liz Fergus, Senior Project Manager for Diversity and Inclusion from Adult Care 
Services Hertfordshire County Council  said,  
“Through SC-WRES, hidden truths are being uncovered and honest conversations are 
being had. Our SC-WRES action plan aligns with our departmental plans on equality, 
diversity and inclusion and the questions SC-WRES pose are influencing change 
across the council and supporting organisational and personal growth in relation to 
ethnicity, race and other protected characteristics. SC-WRES challenges us to do 
better and be better and benefits us all.” 

 
As well as data analysis the project brings together monthly thematic support groups 
to support the peer-to-peer learning and communications, good practice and support 
for action planning and improvement. Topics covered include: 
�ƒ potential for a fitness-to-practice metric to improve oversight and action  
�ƒ best practice in staff survey design to support better feedback on bullying and 

harassment  
�ƒ experiences of rural local authorities. 
 
The first phase evaluation3 found three main reasons why individual local authorities 
applied to join Phase 1 of the SC-WRES: 
 

1. The opportunity to use the SC-WRES as a disruptor to address racism, 
particularly through the development of action plans aimed at improving the 
situation of Black and minority ethnic social workers.  
 

2. The SC-WRES fitted with other corporate activities focusing on tackling racism, 
bullying and harassment, and inequality and as such, seen part of this journey. 
 

3. It offered the grounds for staff to challenge existing issues including addressing 
undertones of racism within leadership teams and supporting staff who had  
experienced racism from service users or their families and hoped the SC-
WRES might improve consistency in these areas. 

  

 
3 https://kclpure.kcl.ac.uk/portal/en/publications/implementing-the-social-care-workforce-race-equality-
standard-in-  

https://kclpure.kcl.ac.uk/portal/en/publications/implementing-the-social-care-workforce-race-equality-standard-in-
https://kclpure.kcl.ac.uk/portal/en/publications/implementing-the-social-care-workforce-race-equality-standard-in-
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A few words from Tricia Pereira and Cedi Frederick, Co -
Chairs of the DHSC SC- WRES Advisory Group   
 
The Group was established in the initial phase of SC-WRES, under the DHSC, during 
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2. Diversity within adult social care 
 
2.1. The state of the adult social care sector and workforce report  
 
Skills for Care researches and compiles the annual state of the adult social care sector 
and workforce report4. It is based on data collected in Skills for Care’s Adult Social 
Care Workforce Data Set (ASC-WDS), that provides a comprehensive analysis of the 
adult social care workforce in England and the characteristics of the 1.52 million 
people working in it. Topics covered include: recent trends in workforce supply and 
demand, employment overview, recruitment and retention, demographics, pay, 
qualification rates, and future workforce projections. 
 
This information is taken from the state of the adult social care sector and workforce 

http://www.skillsforcare.org.uk/stateof
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The NHS Workforce Race Equality Standard5 shows people from ethnic minority 
backgrounds make up almost a quarter of the NHS workforce (24.2%) this as an 
increase of 27,500 people since 2021 (22.4% of staff). 
 
Chart 2 and Table 1 shows the ethnic profile of the adult social care workforce by 
region. There were large variations by region, with London having the most diverse 
workforce (29% with a white ethnic background) and the North East the least diverse 
workforce (93% with a white ethnic background). In general, the proportions of adult 
social care workforce within each ethnicity group reflects the local population in each 
area (from the Census 2021).  
 
Chart 2. Estimated proportion of the adult social care workforce by ethnicity, 
England and London (independent and local authority sectors only)  
Source: Skills for Care estimates 2022/23 

 
 
Table 1 shows ethnicity group by selected adult social care job roles. Registered 
nurses had the lowest proportion of workers with a white ethnicity (56%), whereas 
occupational therapists had the highest (83%). Registered managers and senior 
managers also had a relatively high proportion of those with a white ethnicity (83% 
and 81% respectively) compared to the overall workforce. 
  

 
5 https://www.england.nhs.uk/publication/nhs-workforce-race-equality-standard-2022/  
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Chart 3. Estimated proportion of all job roles  by ethnic group, from 2016/17 to 
2022/23 
Source: Skills for Care estimates 

 
 

Managerial roles have seen a slight increase in the number of people with a Black/ 
African/ Caribbean/ Black British ethnicity background, rising from 7% in 2016/17 to 
9% in 2022/23. The chart below shows the proportion of people with other ethnicities 
has remained consistent.  
 
Chart 4. Estimated proportion of managerial roles by ethnic group, from  2016/17 
to 2022/23 
Source: Skills for Care estimates 
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Reflections from the Skills for Care Race Equity Reference Group 6 
 
A bold call to leadership: championing race equity with SC -WRES 
  
The SC-WRES isn't just an initiative; it's a groundbreaking movement for race equity in 
social care. This sector, diverse yet united, demands consistent standards for both its 
workforce and the care and support provided. The stark reality of Covid-19's 
disproportionate impact on Black and minority communities, the barriers in leadership 
progression, and the distressing prevalence of workplace harassment and 
discrimination underline this urgent need. 
 
SC-WRES is a clarion call for leaders to rise and drive transformation. It's about 
implementing an assurance system that visibly shifts race equality indicators. 
Leadership means endorsing positive practices and challenging the status quo. 
The nine indicators of SC-WRES are more than metrics; they are reflections of lived 
experiences. They spotlight the unjust barriers - the race-toughened glass ceilings, the 
unrealised potential, and the absence of diverse role models in positions of power. 
Embracing SC-WRES is to recognise it as a catalyst for excellence. It's about fostering 
inclusive, culturally intelligent work environments where everyone feels they belong 
and can thrive. This isn't just beneficial; it's essential for attracting and retaining a 
diverse workforce. 
 
The challenge isn't just in signing up for SC-WRES; it's in the commitment to ongoing 
collaborative efforts and leadership investment. Skills for Care has pioneered this 
journey, creating a platform for leaders to unite, face these challenges, and be 
supported in their endeavours. True leadership strength lies in accountability - using 
SC-WRES to spotlight leadership shifts and promote equality, social justice, and fair 
practices for all workforce members, embracing their diverse and intersectional 
identities. 
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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 2023 SC



 03  
18         

 

   
 

Response rate  
 
21 (of 23) of local authorities who responded did so for adult social care and 17 (of 
20) for children's social care which is a good response rate, but there are lower 
responses in the higher pay bands. Because of this we are unable to split this 
analysis by adult and children’s local authorities or the five ethnicity groups that are 
used throughout this report.  
 
Analysis by pay band  
 
This indicator shows the ethnicity breakdown across 12 pay categories. The chart 
below shows that, of all staff employed by responding local authorities, 81% were 
from a white background and 19% were from a Black, Asian and minority ethnic 
background. Comparing each pay band to this total staff figure shows if people from 
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Chart 6 shows 
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compared to the proportion of total staff from all responding local authorities who had 
a Black, Asian and minority ethnic background. 
 
Chart 7. Percentage all responding staff in each pay band, by ethnicity  
Source. Local authorities who submitted data in both SC-WRES 2021 and 2023 

 
 

3.3. SC-WRES Indicator 2: Appointed from shortlist  
 

Staff with a minority ethnic background were relatively half as likely to be 
appointed from shortlist than staff with a white background.  
 

Transparency is a vital first step towards harnessing the power of a diverse 
workforce at all levels, including removing barriers to recruitment and progression 
along the workforce pipeline for all ethnic groups. 
 

Response rate  
 

Analysis of indicator two is based on a total of 13 (of 23) adult social care local 
authorities and 11 (of 20) children's social care local authorities. Of these responses 
six adult local authorities were unable to provide this data in adults and five in 
children’s, four were excluded for data quality issues in adult’s and four in children’s.  
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Proportion of applicants shortlisted and  appointed by ethnicity  
 
The chart below shows that 62% of all applicants were from a white background and 
38% were from a minority ethnic background. Of those appointed, 75% were from a 
white background and 25% were from a minority ethnic background.  
 
Chart 8. Proportion of applicants shortlisted and appointed by ethnicity group  
Source. SC-WRES, 2023  

 
 
The table below gives more information between ethnicity groups. It shows that 20% 
of applicants shortlisted and 14% of staff appointed were from a Black, Black British, 
Caribbean or African ethnicity background. The table also shows that 12% of 
applicants shortlisted and 7% of staff appointed were from an Asian, Asian British 
ethnicity background.  
 
Table 2. Proportion of applicants shortlisted and appointed by ethnicity group  
Source. SC-WRES, 2023 

    
Total Adult social 

care 
Childrens 

social care 
White 
  

Shortlist 62% 58% 66% 
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Chart 10. Relative likelihood by ethnicity  
Source. SC-WRES, 2023 

 
 
The Charts 9 and 10 above show how experiences of people from different minority 
ethnic background compare to white staff. We also looked at how experience differ 
between people from different minority ethnic background. Staff from an Asian, Asian 
British ethnic background were more likely to be appointed from shortlist compared 
to applicants from a Black, Black British, Caribbean or African ethnic background, 
with a relative likelihood of 1.2 (1.3 within adult social care and 1.2 within childrens 
social care).  
 
2021 and 2023 trends  
 
Nine adult social care and seven children's social care local authorities had 
participated in the 2021 and 2023 data collection and provided data for this indicator.  
 
The results do not show a positive change, it shows that staff from a Black, Asian 
and minority ethnic background were relatively less likely to be appointed from 
shortlist, compared in white staff, in 2023 than in 2021. And that was the same for 
almost all variations of relative likelihoods analysed. For more information please see 
section 5.7 in appendix 1. 
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Because SC-WRES is an improvement programme it is likely that data will reveal 
more inequalities and discrimination in the first few years rather than less as 
awareness is built and actions are taken. The data collection allows for fresh and 
comparative evidence on issues, while the action plans support continuous efforts to 
improve on those issues. Over time, we might see areas of improvements and new 
areas to focus on.  
 

3.4. SC-WRES Indicator 3: Disciplinary process  
 

Staff with a Black, Asian and minority ethnic background were, relatively  40% 
more likely to enter the formal disciplinary process, compared to white staff 
(1.4 likelihood)  
 

Response rate  
 
Analysis of indicator three is based on a total of 20 (of 23) adult social care local 
authorities and 17 (of 20) children’s social care local authorities. Of these responses 
three adult local authorities and two children’s were unable to provide this data. One 
childrens local authority was excluded for data quality issues. 
 
Proportion of staff who entered the formal disciplinary process, by ethnicity  
 
The chart below shows that 75% of staff who entered the formal disciplinary process 
in the last 12 months had a white ethnicity background, 6% an Asian, Asian British 
ethnicity background and 14% a Black, Black British, Caribbean or African ethnicity 
background. The group ‘Other ethnic groups’ is not shown there due to small 
numbers. The chart also shows the ethnicity profile of all responding local 
authorities, this is to add context to the information. The comparison shows that a 
lower proportion of staff who entered the formal disciplinary process had a white 
background (75%) than the profile of all responding local authorities (81%).   
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Chart 11. Proportion of staff who entered the formal disciplinary process, by 
ethnicity  
Source. SC-WRES, 2023 
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Chart 13. Relative likelihood by ethnicity  
Source. SC-WRES, 2023 

 
Trend data  
 
Twelve adult social care and nine children’s social care local authorities had both 
participated in the 2021 and 2023 data collection and also provided data for this 
indicator. The table below shows the relative likelihoods between the two data 
collection periods. It shows that, for adult social care services the relative likelihoods 
of staff from a minority ethnic background entering the formal disciplinary process 
compared to white staff was less in 2023 but children’s showed an increase. 
 
Chart 14. Relative likelihood trends, from 2021 to 2023  
Source. Local authorities who submitted data in both SC-WRES 2021 and 2023 
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Chart 16. Proportion of staff who entered the formal disciplinary process, by 
ethnicity  
Source. SC-WRES, 2023 

 
 

Chart 17. Relative likelihood of regulated professionals from a minority ethnic 
background entering the fitness -to -practice process compared to white staff  
Source. SC-WRES, 2023 

 
 
Relative likelihoods are not shown by ethnicity for this indicator due to low bases and 
results might not be reliable nor representative of the responding local authorities. 
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Nyoka Fothergill, Head of Service, Community Social Work said , 
“Being part of the SC-WRES Pilot it has enabled us as a [Leeds] council to hold a 
mirror up to ourselves and deal with what we have uncovered, warts and all. 
 
It has also given a ‘voice’ to social care staff from ethnically diverse backgrounds, to 
share their experience of racism that they have encountered in the course of 
undertaking their social work role as well as the disadvantage and bias they have 
faced in their career progression. 
The biggest measure of success is going to be measured by our ethnically diverse 
staff reporting that their experience has improved as a result of the work we will be 
delivering through the WRES Action Plan. 
  
Any council considering implementing the SC-WRES framework needs to work in 
partnership with their corporate HR teams to ensure the focus on race equality and 
any benefits realisation is experienced by all staff from ethnically diverse back 
grounds.” 

 
3.6. SC-WRES Indicator 5: Funded non- mandatory continuous professional 
development  
 
The relative likelihood of directly employed staff from a minority ethnic 
background accessing funded non -mandatory continuous professional 
development (CPD) in the last 12 months as compared to white staff was the 
same (a ratio of one to one).  
 
Number of staff accessing funded non -mandatory CPD in the last 12 months . 
We know “stretch opportunities” (acting up, secondments, involvement in project 
teams) and CPD are the most important contributors to career progression, but these 
are often accessed informally. This metric is supporting a more transparent and 
reflective approach to how such opportunities are made available to staff. 
 
Response rate  
 
Analysis is based on 12 (of 23) adult social care local authorities and 10 (of 20) 
children’s social care local authorities. Of these responses 10 adult and 10 children’s 
local authorities were unable to provide this data and one adult social care local 
authority was excluded for data quality issues.  
 
Staff accessing funded non -mandatory CPD, by ethnic group  
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The chart below shows the proportion all staff that have accessed funded non-
mandatory CPD by ethnicity.  
 

Chart 18. Staff accessing funded non -
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The chart above shows how experiences of people from different minority ethnic 
background compare to white staff. We also looked at how experience differ 
between people from different minority ethnic background. Staff from an Asian, Asian 
British ethnic background were more likely to accessing funded non-mandatory CPD 
compared to staff with a Black, Black British, Caribbean or African ethnic 
background, with a relative likelihood of 1.3 (1.5 within adult social care and 1.1 
within childrens social care). 
 
Although this indicator was collected in the 2021 SC-WRES data collection, trend 
information cannot be provided due to the low number of local authorities who 
provided this data within both data collections. 
 
Wakefield Council said  
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The chart below shows that of the 750 staff who reported experiencing harassment, 
bullying or abuse from service users, relatives or the public in the last 12 months, 
66% were from a white background, 7% had an Asian, Asian British ethnicity and 
19% had a Black, Black British, Caribbean or African ethnicity. 
 

Chart 20. Proportion of staff who reported experiencing harassment, bullying 
or abuse from service users, relatives or the public, by ethnicity  
Source. SC-WRES, 2023 

 
 
Overall 26% of staff who completed the survey reported experiences of 
discrimination. The chart below shows the ethnicity of staff who completed the 
survey that did report experiences of discrimination. It shows that 24% of white staff 
report experiences of discrimination compared to 28% of staff with an Asian, Asian 
British ethnicity and 29% of people with a Black, Black British, Caribbean or African 
ethnicity. 
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Table 4. Relative likelihood by ethnicity  
Source. SC-WRES, 2023 

  
 from a… Total 

Adult 
social 
care 

Childrens 
social 
care 

Mixed or Multiple ethnic backgrounds 
experiencing harassment, bullying or 
abuse compared to white staff  

Colleague 1.2 1.4 1.0 
Manager 1.4 1.4 1.3 

Asian, Asian British ethnic backgrounds 
experiencing harassment, bullying or 
abuse compared to white staff  

Colleague 1.4 1.7 1.1 
Manager 1.7 2.0 1.4 

Black, Black British, Caribbean or African 
ethnic backgrounds experiencing 
harassment, bullying or abuse compared 
to white staff   

Colleague 1.2 1.2 1.2 

Manager 1.9 1.6 2.5 
 
Chart 26. The relative likelihood of staff from an Asian, Asian British ethnic 
background experiencing harassment, bullying or abuse from a colleague or 
manager, compared to  staff with a Black, Black British, Caribbean or African 
ethnic background  
Source. SC-WRES, 2023 

 
 
Trend data cannot be shown because the way the data was collected in 2023 was 
changed and therefore the two data collections are not comparable.  
 
3.9. SC-WRES Indicator 8: Turnover of directly employed staff in the last 12 
months  
 
The relative likelihood of directly employed staff from a minority ethnic 
background leaving the organisation during the last 12 months compared to 
white staff was the same (a ratio of 1.1 to one).  
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Employee turnover is a measurement of how many employees are leaving an 
organisation. Measuring diversity turnover is essential if you want diversity at higher 
organisational levels. 
 
Response rate  
 
Analysis is based on 21 (of 23) adult and 17 (of 20) children’s social care local 
authorities. Of these responses two adult and two children’s local authorities were 
unable to provide data. One children’s local authority was excluded for poor data 
quality. 
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Turnover rate by ethnicity  
 
To calculate the staff turnover rate the number of leavers was divided by the number 
of staff recorded in the staff overview question. The Skills for Care estimate of 
turnover of adult social care staff leaving their posts in the past 12 months, within 
local authority employers was 15.4% in 2022/23.  
 
The chart below shows the turnover rate of staff within participating local authorities 
in 2023. It shows that the turnover rate of staff with a white ethnicity was 12.1% and 
the same figure for staff with an Asian, Asian British ethnicity. For staff with a Black, 
Black British, Caribbean or African it was 14.1%.  
 
Chart 28. Turnover rate by ethnicity  
Source. SC-WRES, 2023 
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Chart 30. Relative likelihood of directly employed staff from a minority ethnic 
background leaving the organisation during the last 12 months compared to 
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Table 5. Ethnicity of the total workforce recorded compared to the senior 
management membership  
Source. Local authorities who submitted data in both SC-WRES 2021 and 2023 
  2021 2023 Change 
  Total 
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�ƒ Staff engagement  
 
Local authorities want to strengthen staff engagement in the SC-WRES but often do 
not have sufficient communication capacity to design strategies or support sensitive 
dialogue. We need to consider how the SC-WRES supports upskilling in this area.  
 
�ƒ Peer support  
 
As the number of participating local authorities grew, there has been more interest in 
peer support to address the different levels of experience with the SC-WRES and 
regional and other differences.  
 
�ƒ Action planning  
 
Action planning was not always specific, measurable, achievable, realistic and 
timebound (SMART). More of a focus is needed here.  
 
�ƒ Data collection window notice  
 
Because there was a delay in the project coming to Skills for Care from DHSC, the 
notice period for the data collection window was reduced. This was a challenge, and 
we will have a longer window in future.  
 
�ƒ Data sharing agreement  
 
We reviewed and changed our data sharing arrangements during the project. We will 
make the requirement for a data sharing agreement clearer to local authorities in 
future and ensure we are building in time for that.  
 
�ƒ Constant cycle of improvement  
 
As part of our cycle of review and improvement we will user test each indicator. We 
already know some changes we need to make to indicator one because of 
challenges with analysis.  
 
�ƒ Continue to work with NHS WRES colleagues  
 
We will continue to work with the NHS WRES team to align as far as possible.  
  



 03  
47         

 

   
 

Reflections from the Anti -racism Steering Group  
 
The Anti-Racist Steering Group was established in 2020 in response to the 
inequalities revealed by COVID-19 and murder of George Floyd which highlighted 
the pervasive structures of racism and inequality. This context, and the global focus 
on racial injustice and inequalities reignited efforts to address racial inequity by 
working together and using our collective influence to create sustainable change. 
The group brings together stakeholder organisations and individuals committed to 
driving forward anti-racism in the social work workforce. The focus is on connection, 
conversation and insight gathering to inform organisational approaches and explore 
opportunities to collaborate and influence change. By co-ordinating aims and aligning 
our activities we hope to increase our collective responsibility and therefore impact. 
 
The SC-WRES involves local authorities reporting on a range of measures of race 
equality in their social care workforces, including in relation to salary, seniority, 
access to training, disciplinaries, recruitment and retention. It is an important step 
towards challenging pervasive structures of racism. As an improvement programme, 
it combines robust data and evidence with peer-to-peer support and importantly, 
developing action plans to address the evidence and take practical steps. There is an 
absence on robust data on race equity and the opportunities now exist to build and 
support this tool to share evidence across the sector and feed into academia, 
regulatory and watchdog bodies, working collectively on change in this area. 
 
In March 2022 the Anti-Racist Steering Group commissioned research7 to explore 
the experiences and perspectives of nearly 2000 social workers relating to racism. It 
highlighted the toll racism is taking on social workers in England with 10% of 
respondents considering leaving their organisation as a result of racism, and 8% 
considering leaving social work entirely. The findings and recommendations from this 
survey have been used by the steering group to inform anti-racism initiatives. On the 
back of the research, the steering group pledged to work with stakeholders – such as 
directors of children’s and adults’ services – to “garner support for an action plan to 
address the findings of the survey”. This would take into account existing anti-racism 
work, such as the SC-WRES. Sadly, across the sector this research continues to be 
the case and without concerted and consistent, collective efforts we anticipate this 
situation worsening.  
 
Further information can be found in community care.8  

 
7 https://whatworks-csc.org.uk/research-report/anti-racism-survey-report/  
8 https://www.communitycare.co.uk/2023/07/28/racism-driving-black-and-minority-ethnic-social-
workers-into-agency-work-finds-research/ 

https://whatworks-csc.org.uk/research-report/anti-racism-survey-report/
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4. Action plan information, case studies and resources  
 
4.1. Action plan information, examples, and case studies  
 
Action plans are a vital output of the SC-WRES because this is where the 
improvement happens. They should be underpinned by anti-racist strategy and vision 
and bring together the data analysis and engagement with staff. The early adopters 
developed action plans (see links below) and are benefiting from revisiting and 
learning whether improvement occurred and what barriers got in the way of progress. 
 

Brighton and Hove Council said,  
“The action plan has been a useful tool and reference point. One of the challenges 
has been around ensuring that SC-WRES actions are both aligned to and 
accommodating of wider EDI initiatives in the council. We are going to review our 
original action plan in the next couple of months and will use the engagement 
feedback as a basis for setting new actions and reviewing how much progress we 
have made. On reflection, I think we could have had a narrower focus for our original 
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4.2. Further resources  
 
This provides information about further resources from the Care Quality 
Commission, Equality and Human Rights Commission and the NHS. 
 
�ƒ Care Quality Commission resources  
 
To find out more about the CQC’s Local Authority assessment framework please 
visit  
https://www.cqc.org.uk/guidance-regulation/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 2023 please visit  
https://www.cqc.org.uk/about-us/our-strategy-plans/equality-human-rights/data-
standards/wres-report-2023 
 
�ƒ 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/guidance/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 read the EHRC and Human Rights website please visit 
https://www.equalityhumanrights.com/human-rights/what-are-human-rights 
 
�ƒ 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/ 
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Appendix 1: Methodology  

5. Small numbers and data sharing  
This appendix provides information on the methodology of the 2023 SC-WRES data 
collection. It includes information about how we collected and analysed data, on 
response rates by region and per indicators, and the how the staff within responding 
local authorities compare to total adult social care sector and the population of 
England. 
 
5.1. Small numbers and data sharing  
 
This report uses information based on aggregated data only and does not contain 
any identifying information concerning individuals. Data shown in this report are a 
total of all 23 responding local authorities, if bases are low due to lower response 
rates for certain indicators, or due to filtering data quality, then data is supressed and 
not shown. 
 
Skills for Care’s Workforce Intelligence team conducted the analysis of the ASC-
WDS data and also the SC-WRES data. We are the leading source of workforce 
intelligence for the adult social care sector in England and are experts in adult social 
care insight. The Workforce Intelligence Analysts follow the UK Statistics Authority’s 
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As the local authority was populating 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 they performed data quality checks, please 
see section 5.6 for more details. 
 
5.3. Relative likelihood  
 
The relative likelihood is the percentage (or proportion) of one group experiencing an 
outcome, divided by percentage (or proportion) of another group experiencing an 
outcome. The closer a relative likelihood is to one, the greater equality there is 
between the two groups. If a likelihood is less than one then one group is less likely 
to experience an outcome than the other group, and vice versa.  
 
If relative rate is less than 0.80 or more than 1.25 then it is suggested that ongoing 
monitoring from analysts and priority for policy action could be considered.9 
 
5.4. Response rates  
 
In 2023 23 local authorities provided data about their adult social care workforce and 
20 provided data about children’s social care workforce. Table 3 shows the number 
of local authorities who have provided data by region. 
 
Table 6. Number of l ocal authorities responding, by region  
Source. SC-WRES, 2023
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The region with the highest response rate was the London region (28%), followed by 
the West Midlands (19%) and the South East region (12%). Chart 6 below shows the 
proportion of SC-WRES adult social care responses compared to the distribution of 
the whole adult social care workforce.10 
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Chart 35. Response rate by indicator  after local authorities have been removed 
due to incomplete or poor data quality  
Source. SC-WRES, 2023 

 
 
5.5. Data quality checks and overview  
 
One of Skills for Care’s core values is to use our 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 are committed to the three pillars of 
trustworthiness, quality and value, and principles of the Code of Practice for 
Statistics. As part of this we have methods in place that help ensure we produce 
assured statistics. Several methods are used to quality assure the data that is 
collected as part of the SC-WRES, including checked 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 which mean data limitations are minimised and that our 
outputs are as reliable, up to date, accurate and consistent as possible. 
 
Examples of the checks included comparisons to the ASC-WDS data to see if 
response were within an expected range, cross checking responses between 
indicators to check totals and if the open-ended responses suggested the data was 
based on the correct information. 
 
The outcome of each data quality check was reported back to each local authority. 
Data was either ‘within expected range’ or feedback was made to the local 
authorities. In many cases the local authority provided clarification, provided missing 
data, or confirmed the data was not going to be provided this submission. Where 
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data quality was not within the expected range the data has been excluded from this 
report (please see the table above). 
 
5.6. Staff overview  
 
The first question local authorities were asked was the number of staff they employ 
by ethnicity. There were 19 ethnicities on the list and also ‘not known’. These were 
then grouped into five groups. The following two charts show the ethnicity profile of 
the staff within the responding 23 (of 23) adult social care local authorities and 19 (of 
20) children’s social care local authorities. In total there were 75,000 staff reported, 
41,500 within adult social care and 43,500 in children’s social care. 
 
Chart 8 shows staff by five ethnicity groups. This chart excludes those where 
ethnicity was not known. The chart shows that the ethnicity groups are very similar 
between adult and children’s social care, with a difference of only two 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. 
 
Chart 36. Ethnic group of responding l ocal authorities  
Source. SC-WRES, 2023 

 
 
The chart below shows the shows the ethnic profile of responding local authorities, 
the estimated adult social care workforce employed by local authorities and the 
population of England. 
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Chart 37. Ethnic  group of responding local authorities , estimated proportion of 
the adult social care workforce and the population of England  
Source: SC-WRES 2023, Skills for Care workforce estimates 2022/23, Census 2021 

 
 
The adult social care workforce estimate shows that workers within the local 
authority sector had a lower proportion of workers with a Black, Asian and minority 
ethnic background (19%) than the workforce as a whole (26%).  
 
It should be noted that London has a more diverse population than the rest of the 
country. The chart below shows results of the responding 23 adult social care and 19 
children social care local authorities split into the London region and ‘the rest of 
England’. It was not possible to show regions individually due to low bases.  
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Chart 38. Ethnic group of responding local authorities  by region groups  
Source. SC-WRES, 2023
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5.7. Appointed from shortlist  
 
Table 7. Relative likelihood of directly employed staff from a minority ethnic background being appointed from 
shortlisting in the last 12 months. T rends, from 2021 to 2023, by ethnicity  
Source. Local authorities who submitted data in both SC-WRES 2021 and 2023 
  Total Adult social care Childrens social care 
   2021 2023  
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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 local authority, to be involved in a future SC-WRES 
programme then please email us at 
equalityandrights@skillsforcare.org.uk  
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