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Annex 1  ï Agency Spend  

 

Agency spend is monitored through Welsh Government financial monitoring returns. The 

latest position at May 2025 can be found below.  
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Foreword  
This framework describes an agreement reached between representatives of NHS Wales Employers and the 

.ǊƛǘƛǎƘ aŜŘƛŎŀƭ !ǎǎƻŎƛŀǘƛƻƴΩǎ ²ŜƭǎƘ resident doctor committee on reform to the terms and conditions of 

service for doctors and dentists in training in Wales.   

This package of reform is judged by both parties to fulfil the mandate provided by the Cabinet Secretary for 

Health and Social Services for a costed, mutually agreed proposal that addresses the areas detailed in the 

ministerial mandate.  

This agreement summarises the outcome of discussions held through social partnership and through 

negotiation. It sets out an agreement for contract reform from 2026/27, alongside preparatory work prior 

to these dates and review stages following implementation.   

It sets out changes to the pay scale and terms and conditions of service for resident doctors and dentists in 

training that employers όƘŜƴŎŜŦƻǊǘƘ ǊŜŦŜǊǊŜŘ ǘƻ ŀǎ ΨǊŜǎƛŘŜƴǘǎΩΩύ, the British Medical Association (BMA) 

Cymru Wales, and the Welsh Government are agreeing to implement over the period of the agreement and 

going forward. It also sets out a series of other agreements to provisions and policies relevant to residents 

that lie outside of their terms and conditions of service.  

The framework is adopted following the confirmation of relevant funding received from the Cabinet 

Secretary for Health and Social Services. The investment supports reforms to pay scales and terms and 

conditions of service over the course of the three-year implementation period.  

  

  

    

 Dr. Deiniol Jones    Mrs Sue Green  

  

Deputy chair for terms and  

Director conditions of service  

NHS Wales Employers  

BMA Welsh resident doctors committee  

 

 

 

 

 

 



Definitions  
  

wŜǎƛŘŜƴǘ  wŜǎƛŘŜƴǘ ŘƻŎǘƻǊ ƻǊ ŘŜƴǝǎǘ ǿƘƻ ƛǎ ǳƴŘŜǊǘŀƪƛƴƎ ŀ ŦƻǊƳŀƭ 

ǘǊŀƛƴƛƴƎ ǇǊƻƎǊŀƳƳŜ  

CƭŜȄƛōƭŜ όtŀǊǘ ǝƳŜύ  ! ǊŜǎƛŘŜƴǘ ŜƳǇƭƻȅŜŘ ƻƴ ŀ ǇŀǊǘ ǝƳŜκƭŜǎǎ ǘƘŀƴ Ŧǳƭƭ ǝƳŜ 

ōŀǎƛǎ  

!ŘŘƛǝƻƴŀƭ IƻǳǊǎ  ²ƻǊƪ ǳƴŘŜǊǘŀƪŜƴ ǿƛǘƘƛƴ ǘƘŜ ǊŜǎƛŘŜƴǘΩǎ ǇŜǊǎƻƴŀƭƛǎŜŘ Ƨƻō 

Ǉƭŀƴ ōŜȅƻƴŘ пл ƘƻǳǊǎ ŀƴŘ ǳǇ ǘƻ ŀƴ ŀǾŜǊŀƎŜ пу ƘƻǳǊǎ ǇŜǊ 

ǿŜŜƪ  

hǾŜǊǝƳŜ  ²ƻǊƪ ǳƴŘŜǊǘŀƪŜƴ ǘƘŀǘ ƛǎ ƴƻǘ ŘŜǘŀƛƭŜŘ ǿƛǘƘƛƴ ǘƘŜ 
ǊŜǎƛŘŜƴǘΩǎ ǇŜǊǎƻƴŀƭƛǎŜŘ Ƨƻō Ǉƭŀƴ ŀƴŘ ƛǎ ƴƻǘ ŀŘŘƛǝƻƴŀƭΣ 
ŜƭŜŎǝǾŜ ǎƘƛƊǎ όƛΦŜΦ  
ƭƻŎǳƳκŜȄǘǊŀ ŎƻƴǘǊŀŎǘǳŀƭ ǿƻǊƪύ  

[ƻŎǳƳκŜȄǘǊŀ ŎƻƴǘǊŀŎǘǳŀƭ  ²ƻǊƪ ǳƴŘŜǊǘŀƪŜƴ ōȅ Ǿƻƭƛǝƻƴ ǘƘŀǘ ƛǎ ƻǳǘǎƛŘŜ ƻŦ ǘƘŜ ŎƻǊŜ 

ŎƻƴǘǊŀŎǘ ƻŦ ŜƳǇƭƻȅƳŜƴǘ ŜΦƎΦ ƳŜŘƛŎŀƭ ōŀƴƪ  

wŜǎƛŘŜƴǘ Ƨƻō Ǉƭŀƴ  ! ǿƻǊƪ ǎŎƘŜŘǳƭŜ ŎƻƴǘŀƛƴƛƴƎ ŎƭƛƴƛŎŀƭΣ ǘǊŀƛƴƛƴƎΣ ŀŎŀŘŜƳƛŎ 

ŀƴŘ ŀƴȅ ƻǘƘŜǊ ǿƻǊƪǇƭŀŎŜ ŎƻƳƳƛǘƳŜƴǘǎΣ ŀǎ ŘŜǘŀƛƭŜŘ ƛƴ 

ǘƘŜ ¢/{  

Cм ŀƴŘ Cн  wŜǎƛŘŜƴǘǎ ŀǘ CƻǳƴŘŀǝƻƴ ƭŜǾŜƭǎ  

wŜƎƛǎǘǊŀǊ  wŜǎƛŘŜƴǘǎ ǿƘƻ ƘƻƭŘ ŀ CƻǳƴŘŀǝƻƴ tǊƻƎǊŀƳƳŜ /ŜǊǝŬŎŀǘŜ 

ƻŦ /ƻƳǇƭŜǝƻƴ ƻǊ ŜǉǳƛǾŀƭŜƴǘ  

9ƴƘŀƴŎŜŘ ǇǊƻƎǊŜǎǎƛƻƴ  tŀȅ ǇǊƻƎǊŜǎǎƛƻƴ ǎǳōƧŜŎǘ ǘƻ ŎǊƛǘŜǊƛŀ ōŜƛƴƎ ŜǾƛŘŜƴŎŜŘ ŀǎ 

ŘŜǘŀƛƭŜŘ ƛƴ ǘƘŜ ¢/{  

{ǘŀƴŘŀǊŘ ǇǊƻƎǊŜǎǎƛƻƴ  tǊƻƎǊŜǎǎƛƻƴ ōŀǎŜŘ ƻƴ ŀƴƴǳŀƭ ƛƴŎǊŜƳŜƴǘŀƭ ŘŀǘŜ  

    

[ƻŎŀƭƭȅ ŜƳǇƭƻȅŜŘ ŘƻŎǘƻǊ  

  

  

! ŘƻŎǘƻǊ ŜƳǇƭƻȅŜŘ ŘƛǊŜŎǘƭȅ ōȅ ŀ ƘŜŀƭǘƘ ōƻŀǊŘ ƻǊ ǘǊǳǎǘ 

ǿƘƻ ƛǎ ǿƻǊƪƛƴƎ ƻƴ ŀ ǊŜǎƛŘŜƴǘ ŘƻŎǘƻǊ ǊƻǘŀΦ   

  

 

 

 

 

 

 

 

 

   



Introduction  

Basis of agreement  
Welsh Government, NHS Wales Employers and BMA Welsh resident doctors committee agreed to enter 

contract negotiations in 2024, building on the basis of previous negotiations conducted between 2020 and 

2022. These talks commenced in early 2025 based on a mandate provided by the Cabinet Secretary for 

Health and Social Care.  

The agreed aims of the negotiations were:  

 To improve the recruitment, retention, motivation, and engagement of resident doctors and dentists 

in order to make Wales the preferred destination for medical and dental training.  

 To ensure high-quality care by enabling employers and staff to meet shared responsibilities to patients, 

while maintaining competitiveness with other UK and international training programmes.   

 To develop an equitable and progressive pay structure aligned with skills, experience, and Welsh 

Government longer term commitments to pay restoration.   

 To provide clear entitlements to protected study time, modernise terms and conditions to support 

well-being and patient safety, and ensure affordability and return on investment in line with A Healthier 

Wales and the Workforce Strategy.  

The initial phase of talks considered the current contractual landscape in the UK, the availability of 

necessary information for further contract reform discussions, and lessons learned from past contract 

reform processes. From here, detailed discussion was held on all areas of the terms and conditions, with 

particular focus on the working week, balancing training and clinical duties, the pay structure and pay 

system.   

With a deal now agreed, the intention is to put this to a referendum of BMA resident doctor members in 

Wales. Members will be asked to consider whether they accept the new contract. If members vote to 

accept the new contract it will come into force in August 2026. The existing contract will be closed to new 

entrants employed on or after 1 August 2026 and existing employees will be transferred to the new terms 

and conditions at appropriate stages in training and in accordance with a transition and implementation 

timetable, an outline of which is set out in section 9. It is anticipated that there will be specific 

circumstances whereby some residents who expect to complete their training soon or have extenuating 

circumstances may not have to transfer to the new contract. Likewise, depending on the stage of training, a 

pragmatic approach will also be adopted with regards to residents who defer their training during the 

transitional phase.   

If BMA members accept the new contract, and the Cabinet Secretary for Health and Social Services 

subsequently approves its introduction, the implementation process will begin. This will be staged to ensure 

the continuity and smooth running of the health service and the best experience for residents upon 

transfer. More information is provided in the relevant section of this document.  

Scope and status  
This framework document represents the outcomes of negotiations and a summary of the new terms and 

ŎƻƴŘƛǘƛƻƴǎ ƻŦ ǎŜǊǾƛŎŜ όάǘƘŜ ƴŜǿ ŎƻƴǘǊŀŎǘέύΦ bI{ ²ŀƭŜǎ 9ƳǇƭƻȅŜǊǎ Ƙŀǎ ŀƎǊŜŜŘ ǘƘŜǎŜ ŎƘŀƴƎŜǎ ƻƴ ōŜƘŀƭŦ ƻŦ 

HEIW, health boards and trusts in Wales. BMA Welsh resident doctors committee will now consult their 

membership on the proposals.  

¢Ƙƛǎ ŀƎǊŜŜƳŜƴǘ ŎƻǾŜǊǎ ōƻǘƘ ǊŜǎƛŘŜƴǘ ŘƻŎǘƻǊǎ ŀƴŘ ŘŜƴǘƛǎǘǎΦ CƻǊ ŜŀǎŜΣ ǘƘƛǎ ŘƻŎǳƳŜƴǘ ǳǎŜǎ ǘƘŜ ǘŜǊƳ άǊŜǎƛŘŜƴǘέ 

to refer all in scope.  



It is recognised that the 2002 TCS are widely mirrored in other employment contexts; the reforms set out in 

this framework agreement will be extended to those affected. For example:  

Å Academic trainees who hold a National Training Number/Deanery Number and are substantively 

employed by universities.  

Å Public health registrars.  

Å Locally employed doctors who work on rotas alongside resident doctors.  

Both parties are committed to partnership working to ensure the new contract supports the delivery of 

strategic health objectives in Wales through the recruitment and retention of residents.  

This agreement covers all NHS employers in Wales that employ or host residents and equivalent local roles 

as appropriate. It will be adopted subject to the confirmation of relevant funding received from the Cabinet 

Secretary for Health and Social Services and the approval of all negotiating parties.   

This agreement does not summarise every detail of the new TCS, which will be issued separately if the 

contract deal is agreed. The final TCS will need to undergo a legal review by the relevant parties.   

Guidance will be issued as required to express and clarify the shared intention behind contractual 

provisions and the intended use and implementation of the new contract.  

Welsh Ministers have an equality duty under s.149 of the Equality Act 2010 to consider the impact of any 

changes in relation to the protected characteristics. The parties have developed this agreement and have 

been guided by a working Equality Impact Assessment throughout. However, a comprehensive equalities 

impact assessment on the new contract will be undertaken during the implementation stage and prior to 

implementation.   

Investment  
If BMA Cymru Wales and NHS Wales Employers agree the new contract via their respective consultative 

processes, the Cabinet Secretary for Health and Social Services will make available funding to invest in the 

cost of the proposed reforms. This equates to an investment of up to 4% of the value of the current resident 

doctor workforce costs as of 2025/26.  

The contractual reforms contained in this agreement have been robustly costed as best possible using 

available data. Funding provided by Welsh Government for the cost of the proposed reform will be based 

on the modelled costs. This includes an agreed proportion for implementation and transition. Should any 

further costs arising from the implementation of the contract be experienced by employers, these will be 

outside of the envelope provided and managed by employers.   

As investment provided for transitional arrangements (for example, transitional pay protection) tapers off, 

it is agreed that this will be reviewed in partnership and any funding unlocked by the tapering off of these 

arrangements will be considered for further investment in the new contract.  

Areas for further development and agreement  
The contract reform proposed in this document is very wide-ranging and will require support of a range of 

non-contractual changes to working practices, partnership arrangements and resourcing. It is recognised 

that it was not feasible to discuss all changes required for full implementation of the new contract in the 

context of negotiation.   

Therefore, all parties have committed to a programme of work, some as part of implementation plans, to 

take forward to priorities established in the new contract and ensure they are put into practice as best as 



possible. The following areas for further development. for implementation and future work are agreed by 

all parties:  

 The Code of Practice: Provision of Information for Postgraduate Medical Training will be reviewed in 

partnership and an equivalent document agreed for Wales to reflect its new contractual status.  

 A single lead employer (SLE) implementation working group will examine the relationship between 

contract implementation and the SLE arrangements for residents in Wales to ensure clear, mutually 

agreed division of contractual responsibilities between the lead and host employers.  

 A Digital Systems Working Group will be established to support the practical implementation of the new 

contract. This group will collaborate closely with workforce teams, the SLE, and payroll departments to 

ensure digital systems and processes are aligned with the new requirements.  

 Work in partnership will take place to identify ways in which production and provision of 

rotas/schedules/job plans can be streamlined to avoid delays.  

 Work in partnership will continue to develop mechanisms for locally employed doctors to achieve greater 

security of employment as detailed later in this document.  

 Work in partnership will continue to review, identify and address causes for and impact of άōƻǘǘƭŜƴŜŎƪǎ 

άƛƴ training as detailed later in this document.  

 Work in partnership will be undertaken to agree appropriate rates for or a methodology for setting extra 

contractual work undertaken by residents in NHS Wales organisations. If the contract deal is approved by 

all parties for implementation, BMA Cymru Wales will cease to promote the BMA 2002 TCS rate card 

unless a dispute arises in the future or partnership talks to agree rates fail.  

 Work in partnership will be undertaken to develop appropriate policy/guidance to support effective 

resident job planning.  

 ²ƻǊƪ ƛƴ ǇŀǊǘƴŜǊǎƘƛǇ ǿƛƭƭ ōŜ ǳƴŘŜǊǘŀƪŜƴ ǘƻ ŘŜǾŜƭƻǇ ŎǊƛǘŜǊƛŀ ŦƻǊ ƛŘŜƴǘƛŦƛŎŀǘƛƻƴ ƻŦ άƳŀƴŘŀǘƻǊȅέ courses and 

to establish a process for automatic approval of attendance or participation of these courses as part of 

an overarching study leave improvement workstream as detailed later in this document.  

This programme of activity is not exhaustive, and all parties will agree additional elements through the 

implementation period.  

A new contract for Wales  

The 2002 contract  
The National Health Service Hospital Medical and Dental Staff and Doctors in Public Health Medicine and the 

Community Health Service (England and Wales) Terms and Conditions of Service, also known in its 

ŀǇǇƭƛŎŀǘƛƻƴ ǘƻ ŘƻŎǘƻǊǎ ŀƴŘ ŘŜƴǘƛǎǘǎ ƛƴ ǘǊŀƛƴƛƴƎ ŀǎ ǘƘŜ άнллн ŎƻƴǘǊŀŎǘέ ƻǊ άbŜǿ ŘŜŀƭ ŎƻƴǘǊŀŎǘέΣ ǿŀǎ 

introduced over twenty years ago.  

In the earlier discussions on contract reform in 2020ς22, it was agreed that the contract was no longer 

functioning as intended and had lost the confidence of both doctors and employers. Rota monitoring 

exercise response rates were low, reflecting a lack of faith in the system, and it was agreed that the TCS 

required modernisation. All parties have maintained this view in the intervening years.  

In initial discussions in 2025, an overarching principle of simplification of TCS was agreed, with all parties 

acknowledging the need to test proposals to ensure they could be implemented at a practical level.  



Social partnership  
The new contract has been developed in social partnership. Time has been taken to consider and learn from 

ǘƘŜ ǇǊŜǾƛƻǳǎ ƴŜƎƻǘƛŀǘƛƻƴǎ ŀƴŘ ŦǊŀƳŜǿƻǊƪΦ ¢ƘǊƻǳƎƘ ōǳƛƭŘƛƴƎ ŀƴ ǳƴŘŜǊǎǘŀƴŘƛƴƎ ƻŦ ŜŀŎƘ ƻǘƘŜǊΩǎ ǇŜǊǎǇŜŎǘƛǾŜǎΣ 

establishing shared priorities and working on joint solutions, the parties have ensured that the new contract 

has the confidence of all parties, and all elements are mutually supported and considered sustainable, 

suitable and implementable.  

Pay structure  

Aims of the new pay structure  
The aims of the pay structure are to:  

 Create a simple to understand pay system.  

 Move to an hours-based model of pay, where each hour of work has a clearly defined value and 

residents are more accurately and fairly remunerated for their work.  

 Reduce the number of pay points and frontload pay within the reduced points to reduce the gender 

pay gap, support early career earnings and improve pension outlook.  

 Redistribute some out of hours (OOH) pay, currently contained within banding supplements, into basic 

pay to reduce variations in pay across rotations and improve pension outlook.  

 Ensure established flexible training pathways are supported and appropriately remunerated.  

 Ensure the pay system does not discriminate against protected groups.  

  

Pay scale  
The pay scale for the new contract is made up of seven pay points. The pay point determines the basic pay 

level for a nominal 40-hour working week.  

tŀȅ tƻƛƴǘ  ¸ŜŀǊ  нллн ¢/{  bŜǿ 

ŎƻƴǘǊŀŎǘ  

 

{ǇƛƴŜ  ±ŀƭǳŜ  {ǇƛƴŜ  ±ŀƭǳŜ  

Cм  м  aƛƴ  ϻорΣофл  м  ϻплΣллл  

н  м  ϻотΣпут  

о  н  ϻофΣрут  

Cн  м  aƛƴ  ϻпоΣпсс  м  ϻрлΣллл  

н  м  ϻпсΣмфн  

о  н  ϻпуΣфмр  

wŜƎƛǎǘǊŀǊ 

όǇƻǎǜƻǳƴŘŀǝƻƴύ  

м  aƛƴ  ϻпсΣонп  м  ϻррΣллл  

н  м  ϻпфΣлпс  

о  н  ϻрнΣуро  н  ϻснΣллл  

п  о  ϻррΣмрт  

р  п  ϻртΣфнф  о  ϻсуΣллл  



с  р  ϻслΣтлс  

т  с  ϻсоΣпун  п  ϻтпΣллл  

у  т  ϻссΣнрф  

ф  у  ϻсфΣлоп  р  ϻтуΣллл  

мл  ф  ϻтмΣумп  

  

The value of pay for residents working flexibly (part-time) will be pro rata to the levels set out above and in 

the Medical and Dental Pay Circular according to the hours set out in their job plan.  

The annual basic pay values included in this Framework Agreement have been set in respect of the 2025/26 

pay scales. The pay scales published in this agreement will be considered in the usual manner by the Welsh 

Government for an uplift alongside all other medical pay scales following the publication of 

ǊŜŎƻƳƳŜƴŘŀǘƛƻƴǎ ōȅ ǘƘŜ wŜǾƛŜǿ .ƻŘȅ ƻƴ 5ƻŎǘƻǊǎΩ ŀƴŘ 5ŜƴǘƛǎǘǎΩ wŜƴǳƳŜǊŀǘƛƻƴ ό55w.ύ ƛƴ ǘƘŜ нлнсκнт Ǉŀȅ 

year (i.e. prior to implementation) and in subsequent years.  

The new pay structure frontloads pay earlier in the pay scale than the 2002 TCS pay scale. This means that 

all residents receive a higher level of basic pay than before, with more of it earlier in their career. It also 

means that pay progresses in larger, less frequent amounts after F2. It also redistributes the balance of pay 

further into basic pay, which enhances contributions to the NHS pension scheme and reduces the significant 

fluctuations in pay observed in banding. It increases the level of earnings that may be routinely considered 

by lenders, e.g. for mortgages. We expect the new pay scale to reduce the gender pay gap.  

Pay progression  
The new pay progression system has a single pay point each for Foundation 1 and Foundation 2. Pay 

progression for residents in foundation training will be based on the development of competency denoted 

by the progression from F1 to F2.  

There is then a scale for registrar level (i.e. those who hold a FPCC or equivalent) with standard progression 

ŜǾŜǊȅ ǘǿƻ ŎŀƭŜƴŘŀǊ ȅŜŀǊǎ ƻƴ ǘƘŜ ǊŜǎƛŘŜƴǘΩǎ ƛƴŎǊŜƳŜƴǘŀƭ ŘŀǘŜΦ   

tŀȅ ǇǊƻƎǊŜǎǎƛƻƴ ōŜǘǿŜŜƴ ǎǇƛƴŀƭ Ǉƻƛƴǘǎ н ŀƴŘ о ƻŦ ǘƘŜ ǊŜƎƛǎǘǊŀǊ ǎŎŀƭŜ ǿƛƭƭ ōŜ ƪƴƻǿƴ ŀǎ ΨŜƴƘŀƴŎŜŘ Ǉŀȅ 

ǇǊƻƎǊŜǎǎƛƻƴΩΦ Lǘ ǿƛƭƭ ǊŜǉǳƛǊŜ ŀ ǊŜǎƛŘŜƴǘ ǘƻ ƘŀǾŜ п ȅŜŀǊǎ ǘƻǘŀƭ ŜǉǳƛǾŀƭŜƴǘ ŜȄǇŜǊƛŜƴŎŜ ŦƻƭƭƻǿƛƴƎ ŎƻƳǇƭŜǘƛƻƴ ƻŦ 

their Foundation Programme, of which 2 years must be in a formal training programme (including dental 

core training) or equivalent.   

Residents in the career grades who return to training will have all years of equivalent experience post 

foundation counted for the purposes of the above calculation.  

tŀȅ tƻƛƴǘ  ¸ŜŀǊ  bŜǿ tŀȅ {ǘǊǳŎǘǳǊŜ  

{ǇƛƴŜ  ±ŀƭǳŜ  

Cм    м  ϻплΣллл  

Cн    м  ϻрлΣллл  

wŜƎƛǎǘǊŀǊ  м  м  ϻррΣллл  



н  

о  н  ϻснΣллл  

п  

р  о  ϻсуΣллл  

с  

т  п  ϻтпΣллл  

у  

ф  р  ϻтуΣллл  

мл  

  

Residents with experience gained in local employment or from work abroad will be able to access enhanced 

progression based on being able to evidence the following criteria:  

 Competencies completed as per equivalent training year and specialty requirement (this may be 

evidenced by an appropriate certificate of readiness)  

 Regular meetings with an Educational Supervisor or equivalent  

 Demonstrate their contributions to a wider role, for example, meaningful participation in or 

contribution to relevant:  

ω Management or leadership  

ω Service development and modernisation  

ω Teaching and training (of others)  

ω Committee work  

ω Representative work  

ω Innovation  

ω Audit  

 Continual Professional Development (including courses, training sessions and presentations)  

 Evidence presented as would be expected from ARCP or appraisal process.  

Where a resident is able to evidence the criteria described above, each year of service as a locally employed 

doctor (LED) or doctor abroad will be regarded as equivalent to a year in a training programme for the 

purposes of calculations towards enhanced pay progression. If the doctor is unable to provide this evidence, 

or where the equivalent experience took the form of locum work, then each calendar year in service will be 

counted as equivalent to half a year in a formal training programme for these purposes.  

Residents who have undertaken an out of programme experience (OOP) or an academic qualification 

relevant to their training programme will have each year of these counted as equivalent to a training 

programme year for the above purposes.  

Elements of pay  

Principles  
The principle of the new pay system is that residents will be paid for the actual hours that they work. 

LƴǎǘŜŀŘ ƻŦ ǘƘŜ нллн ŎƻƴǘǊŀŎǘΩǎ ōŀƴŘƛƴƎ ǎȅǎǘŜƳΣ ǘƘŜ ƴŜǿ ŎƻƴǘǊŀŎǘ Ǉŀȅǎ ŦƻǊ ƛƴŘƛǾƛŘǳŀƭ ƘƻǳǊǎ ƻŦ ǿƻǊƪ ǘƘŀǘ ŀǊŜ 



ŎƻƴǘŀƛƴŜŘ ƛƴ ǘƘŜ ǊŜǎƛŘŜƴǘΩǎ ƛƴŘƛǾƛŘǳŀƭ Ƨƻō ǇƭŀƴΣ ŀǎ ǿŜƭƭ ŀǎ ƻǾŜǊǘƛƳŜ ƘƻǳǊǎ ǘƘŀǘ ŀǊŜ ǊŜǇƻǊǘŜŘ ǘƘǊƻǳƎƘ ǘƘŜ 

rostering system. There are enhanced rates for work undertaken outside of core hours/in unsocial hours.  

Where a resident works for fractions of an hour, pay will be for each quarter hour, rounded to the nearest 

quarter hour.   

Basic pay   
Basic pay is awarded at the relevant point value for an average 40-hours of work per week. For flexible 

(part-time) residents, this is paid pro-rata for the proportion of full-time work that has been agreed.  

Additional hours contained in the job plan   
!ŘŘƛǘƛƻƴŀƭ ƘƻǳǊǎ ƻŦ ǿƻǊƪ ǘƘŀǘ ŀǊŜ ŎƻƴǘŀƛƴŜŘ ƛƴ ǘƘŜ ǊŜǎƛŘŜƴǘΩǎ Ƨƻō Ǉƭŀƴ όƛΦŜΦ ǊƻǎǘŜǊŜŘ ƘƻǳǊǎύ ǿƛƭƭ ōŜ ǇŀƛŘ ŀǘ 

1/40th of full-time basic pay, i.e. at an hourly rate, up to a safe working maximum of an average 48 hours 

per week.  

Overtime  
In some circumstances, additional work may be undertaken that is not detailed in the job plan. This may 

include, but is not limited to:  

 Staying beyond a scheduled shift end time due to service demands.  

 Performing work (either remotely or on-site) during a non-resident on-call duty period.  

 Undertaking work outside of scheduled hours to participate in a training opportunity required for 

progression within the training programme.  

In these circumstances, the resident must report the additional hours worked outside of the job plan via the 

rostering system. They will receive payment at the appropriate hourly rate for the time and day the work 

was performed. All additional work undertaken outside the job plan must be recorded within the same 

roster period in which it occurred. This replaces the current rota monitoring system that determines 

bandings on the 2002 contract.  

!ǳǘƘƻǊƛǎŀǘƛƻƴ ŦƻǊ ŀŘŘƛǘƛƻƴŀƭ Ǉŀȅ ǿƛƭƭ ōŜ ƛƴ ŀŎŎƻǊŘŀƴŎŜ ǿƛǘƘ ǘƘŜ ƻǊƎŀƴƛǎŀǘƛƻƴΩǎ Ǉŀȅ ŀƴŘ ŦƛƴŀƴŎƛŀƭ controls 

processes. Approved additional hours or overtime will be paid in the next payroll cycle following 

submission, subject to the organisation's standard payroll deadlines. It is expected that all submissions for 

additional pay/overtime are accurate and genuine and as such no separate clinical supervisor sign-off will 

be required. Where the payroll team identifies concerns regarding the validity of a roster, these concerns 

must be referred to the person authorising the roster and, where necessary, Guardian of Safe and Flexible 

Working for review/investigation.   

The guardian will be expected to monitor overall patterns of reporting of additional hours of work 

(additional hours and/or overtime) in order to ensure resident job plans are accurate, reflective of service 

demands, and maintain safe design limits.  

Core and unsocial hours  
Core hours will be between 07:00 and 19:00, Monday to Friday, as is the case on the 2002 contract.   

An enhancement of 50 per cent of the hourly basic rate will be paid on any hours worked between 19:00 

and 07:00 Monday to Friday, and any hours worked on a Saturday, Sunday or Bank Holiday. This forms a 

supplement additional to the basic pay and additional hours detailed in 4.2 and 4.3.   



On-call availability and work  
Where a resident is required by their employer to be available to return to work or provide telephone 

advice for a duty period but are not expected to be on site for the whole period, they will be paid an 

availability rate of 50 per cent of their basic hourly rate for the hours they are available.   

Residents will be paid for any actual hours worked while on-call ς either on site or remotely ς at the 

appropriate rate for the hours worked. Payment for these hours will be made retrospectively via the 

rostering system, in accordance with the on-call payment process.  For pay purposes, the on-call availability 

allowance will count towards the pay for actual hours worked for each hour or part thereof applicable, i.e. 

ǇŀȅƳŜƴǘ ŦƻǊ ŀŎǘǳŀƭ ǿƻǊƪ ǇŜǊŦƻǊƳŜŘ ǿƛƭƭ ŦƻǊƳ ŀ ΨǘƻǇ ǳǇΩ ƻŦ ǘƘŜ ƘƻǳǊƭȅ ŀǾŀƛƭŀōƛƭƛǘȅ ǊŀǘŜΣ ƻǊ any part thereof, 

up to the relevant rate.   

Where a resident is required to work for 75% or more of the on-call duty period, they shall be paid for the 

total on-call duty period at the full appropriate hourly rate and not the 50% availability rate.  

Pay premia  
In addition to the other pay elements, a new category of pay premia will be introduced in order to pay 

residents working in specific training pathways which are deemed in particular need of recognition.  

General practice  
A pay premium shall be paid to residents employed on general practice training programmes. The premium 

will be paid at a rate of 30% of point 1 of the registrar scale, as defined in the pay circular. It will be paid 

pro-rata for residents who work flexibly (part time). The purpose of this premium is to appropriately 

compensate work performed in general practice; it is not a recruitment premium, nor specific targeting of a 

hard-to-fill specialty.  

The premium will only be paid to GP registrars when they are working in a general practice placement. It is 

not payable when the resident is working in a hospital or any other setting. It will not be payable to 

residents on a different training programme when they are working in a general practice placement (for 

example, on a foundation training programme).   

Oral and maxillo-facial surgery (OMFS)  
A pay premium will be payable to residents undertaking higher training in OMFS to recognise the 

requirement for such residents to complete undergraduate degrees and foundation programmes in both 

medicine and dentistry. The premium will be payable at the point in time when the resident commences 

employment in a post on a higher training programme in OMFS.   

The premium will be paid at a rate of 8.6% of point 1 of the registrar scale, as defined in the pay circular. It 

will be paid pro-rata for residents who work flexibly (part time). The purpose of this is to compensate for 

the longer length of training and the impact of this on pay progression; it is not a recruitment premium, nor 

specific targeting of a hard-to-fill specialty.  

Resident Recruitment and Retention Premia (RRP)   
In order to ensure effective application of equal pay for equal value principles, employers will be required 

to submit applications for any temporary recruitment and retention premia. These applications and, where 

approved, review and withdrawal or extension of the premium will be overseen by Medical and Dental 

Business Group (MDBG).  



Safe working hours  

Limits on working hours  
The new contract will introduce comprehensive and wide-ranging limits on working hours, designed to 

ensure that the rotas are safe for both patient and resident, sustainable and provide a higher quality of 

workςlife balance than the old contract does. Employers must abide by these working limits as well as by 

the statutory working time regulations. Residents will have a professional responsibility to ensure that their 

total hours of work comply with these limits.  

The limits will be as follows:  

 No more than 48-hours worked in an average week, taken over a 26-week reference period or the rota 

length if this is shorter.  

 bƻ ƳƻǊŜ ǘƘŀƴ тн ƘƻǳǊǎΩ ŀŎǘǳŀƭ ǿƻǊƪ ƛƴ ŀƴȅ мсу-hour period.  

 No shifts longer than 13 hours.  

 No more than 4 consecutive long shifts (longer than 10 hours).  

 пу ƘƻǳǊǎΩ ǊŜǎǘ ŀŦǘŜǊ п ŎƻƴǎŜŎǳǘƛǾŜ ƭƻƴƎ ǎƘƛŦǘǎ όƭƻƴƎŜǊ ǘƘŀƴ мл ƘƻǳǊǎύΦ  No more than 7 consecutive shifts 

of any length.  

 пу ƘƻǳǊǎΩ ǊŜǎǘ ŀŦǘŜǊ т ŎƻƴǎŜŎǳǘƛǾŜ ǎƘƛŦǘǎ ƻŦ ŀƴȅ ƭŜƴƎǘƘΦ  

 All reasonable steps must be taken to avoid a weekend frequency higher than 1 in 3, with an absolute 

limit of 1 in 2.  

Breaks  
For shifts rostered to last more than 5 hours, a 30-minute break must be provided. For shifts longer than 9 

hours, another 30-minute break must be provided. For night shifts (i.e. where part of the shift takes place 

between midnight and 7am inclusive) longer than 12 hours, a third 30minute break must be provided. 

These breaks should be taken separately and spaced evenly. If they are combined, the break should take 

place towards the middle of the shift wherever possible. Breaks are counted as working time for pay 

purposes.  

On-call periods   
On-call duty periods, where a resident is expected to be available to attend at their workplace or provide 

telephone advice, may last no longer than 24 hours (and can be extended by between 15 minutes and 1 

hour for handover). These duty periods cannot be worked consecutively except at weekends, when 2 are 

permitted, or more by local agreement subject to scrutiny and approval by the Guardian of Safe and Flexible 

Working. No more than 3 on-call duty periods can be rostered in 7 consecutive days. Residents are entitled 

ǘƻ у ƘƻǳǊǎΩ ǊŜǎǘΣ ŀƴŘ р Ŏƻƴǘƛƴǳƻǳǎ ƘƻǳǊǎΩ ǊŜǎǘΣ ƛƴ ŀ нп-hour period whilst on-call. The day following an on-

Ŏŀƭƭ Řǳǘȅ ǇŜǊƛƻŘ Ŏŀƴƴƻǘ ōŜ ǊƻǎǘŜǊŜŘ ŦƻǊ ƳƻǊŜ ǘƘŀƴ мл ƘƻǳǊǎΩ ǿƻǊƪΣ ƻǊ р ƘƻǳǊǎΩ ǿƻǊƪ ƛŦ ǘƘŜ ǊŜǎǘ ŜƴǘƛǘƭŜƳŜƴǘǎ 

during the preceding on-call duty period could not be met.  

Where overnight rest is significantly impeded by work during an on-call duty period, arrangements must be 

made immediately for adequate rest and time off in lieu taken within 24 hours. Where rest has been 

significantly disrupted, the default assumption is that the resident maybe unsafe to undertake work due to 

tiredness and they must inform the employer that they will not be attending work as rostered, other than 

ensuring a safe handover of patients. No detriment in pay will be experienced by the resident.  



Where an on-Ŏŀƭƭ Řǳǘȅ ǇŜǊƛƻŘ ƛǎ ŘŜŦƛƴŜŘ ŀǎ Ψƭƻǿ ƛƴǘŜƴǎƛǘȅΩΣ ǘȅǇƛŎŀƭƭȅ ōŜƛƴƎ ŀƴ ŜȄǇŜŎǘŀǘƛƻƴ ƻŦ ƭŜǎǎ ǘƘŀƴ о 

ƘƻǳǊǎΩ ŀŎǘǳŀƭ ǿƻǊƪ ŘǳǊƛƴƎ ǘƘŜ bwh/ ǇŜǊƛƻŘΣ ŀ ƭƛƳƛǘ ƻŦ т ŎƻƴǎŜŎǳǘƛǾŜ Řǳǘȅ ǇŜǊƛƻŘǎ ǿƛƭƭ ŀǇǇƭȅΦ {ǳōƧŜŎǘ ǘƻ ƭƻŎŀƭ 

agreement and oversight as above, this may be extended to 12 consecutive duty periods.  

Facilities when too tired to drive home  
Where a resident has worked a long shift or night shift, or has been rostered on-call and has been required 

to attend at their place of work, and subsequently judges that they are too tired to safely drive home, the 

host employer must provide them with an appropriate rest facility or, where this is not possible, cover 

reasonable expenses for their safe journey home by other means, as well as return to work for their next 

shift or to collect their vehicle. This will be managed via existing expensing arrangements.  

Leave  
Annual leave entitlement will be at 28 days upon first employment in the Welsh NHS, rising to 33 days after 

5 years of employment. These entitlement values include the additional day of annual leave granted by the 

Minister for Health and Social Services in December 2021 and previous statutory days. All annual leave 

entitlements will be calculated and recorded on an hours-based system within the Electronic Staff Record 

(ESR).  

Residents may take one day of annual leave against a shift of any length provided the shift takes place 

wholly on one day and no part of the shift attracts an enhanced hourly rate of pay. Other shifts must be 

swapped according to existing arrangements. Whiƭǎǘ ƛǘ ƛǎ ǘƘŜ ǊŜǎƛŘŜƴǘΩǎ ǊŜǎǇƻƴǎƛōƛƭƛǘȅ ǘƻ ŀǊǊŀƴƎŜ ǎǿŀǇǎΣ ǘƘŜ 

employer must facilitate this.  

Employers must allow leave to be taken when requested for a life-changing event, provided sufficient 

notice is given.  

No other significant changes are made in the new contract, compared to the old contract, with regards to 

other types of leave except that, as part of the introduction of the common schedules of the NHS Terms and 

Conditions of Service Handbook, residents will have access to shared parental leave policies and child 

bereavement leave under sections 15 and 23 of the Handbook.  

The working week  

Principles of Resident Job Planning  
Job planning will be introduced for residents to provide a clear picture of clinical duties and scheduled 

training and to allow employers to appropriately plan and deliver clinical services alongside training 

commitments.   

These resident job plans will reflect the contractual safe working hours. They will detail all clinical 

commitments for which the individual resident is contracted alongside required training and other 

commitments agreed with their educational supervisor and the host employer (for example, rota 

coordination). They will indicate safe staffing levels for the medical team the placement is in and define 

educational development time (EDT) entitlements.  

The clinical commitments of job plans should be based upon well designed rotas that are, where possible, 

co-produced with residents and adhere to appropriate Welsh guidance that will be developed in social 

partnership.   



Resident job plans will typically apply for the length of the placement and should be discussed at a 

minimum at the start and finish of the placement. The resident job plan will also form the basis of 

discussions between the resident and their educational supervisor on their progress against training 

objectives.  

Employers will be responsible for ensuring that a system is in place to allow residents to request annual 

leave prior to the commencement of a placement, to allow this to be factored into the resident job plan.  

Provision of resident job plan  
The new contract stipulates minimum periods prior to the commencement of a placement by which the 

resident must receive each piece of resident job plan documentation in line with the Code of Practice: 

Provision of Information for Postgraduate Medical Training (All-Wales version will be published during 

implementation).   

These are summarised as follows:  

wŜǎƛŘŜƴǘ Wƻō Ǉƭŀƴ ŜƭŜƳŜƴǘ   5ŜŀŘƭƛƴŜ ŦƻǊ ǇǊƻǾƛŘƛƴƎ ǘƻ ǊŜǎƛŘŜƴǘ  

DŜƴŜǊƛŎ wŜǎƛŘŜƴǘ Wƻō tƭŀƴ  у ǿŜŜƪǎ ǇǊƛƻǊ ǘƻ ŎƻƳƳŜƴŎŜƳŜƴǘ ƻŦ ǇƭŀŎŜƳŜƴǘ  

5ǳǘȅ ǊƻǎǘŜǊ όŎƻƴŬǊƳƛƴƎ Ǌƻǘŀ ǎƭƻǘύ  с ǿŜŜƪǎ ǇǊƛƻǊ ǘƻ ŎƻƳƳŜƴŎŜƳŜƴǘ ƻŦ ǇƭŀŎŜƳŜƴǘ  

tŜǊǎƻƴŀƭƛǎŜŘ wŜǎƛŘŜƴǘ Wƻō tƭŀƴ  .ŜŦƻǊŜ ƻǊ ǿƛǘƘƛƴ п ǿŜŜƪǎ ƻŦ ŎƻƳƳŜƴŎŜƳŜƴǘ ƻŦ 

ǇƭŀŎŜƳŜƴǘ  

  

Where a resident job plan or rota has not been provided within the contractual time limit, or access has not 

been provided to the additional work reporting system or exception reporting system within the contractual 

time limit, a financial penalty will be incurred as detailed below. Prior to implementation of the new 

contract, the parties will work together to improve processes to mitigate the likelihood of delays resulting in 

missed deadlines.  

Generic resident job plan  
The generic resident job plan will provide the resident with an understanding of the range of work, duties 

and training commitments involved in a placement prior to its commencement. It details broad intended 

educational outcomes, work duties, other workplace activities and the number and distribution of hours for 

which the resident is contracted. It will detail entitlements to EDT, minimum staffing levels within the team, 

and will be subject to regular reviews by the relevant training programme director (TPD).  

The generic resident job plan must include time for local workplace inductions. Where a resident is 

beginning work in an unfamiliar setting, the induction must be included in the generic resident job plan 

prior to the commencement of clinical duties, which will not be undertaken until it is completed. Inductions 

must be delivered in line with the NHS Wales Fatigue and Facilities Charter.  

Personalised resident job plan  
The generic resident job plan should form the basis of the personalised job plan, which will be agreed 

between the resident and their educational supervisor. They will personalise the job plan according to the 

learning needs of the resident and the opportunities available in the post. It may also include other 

professional duties that are agreed with the educational supervisor, which may include, for example, rota 

coordination duties or participation in the resident doctor forum (RDF).  



This conversation will be the opportunity for the resident to raise caring responsibilities that should be 

factored into the resident job plan where possible.   

Part time resident job planning  
Residents who train flexibly (part time) will have bespoke resident job plans which reflect their agreed 

training percentage and ensure they are working the correct pro-rata hours. The process of agreeing this 

job plan should begin as soon as possible after the resident has been notified of their placement.  

Clinical academic resident job planning  
Residents on an integrated academic training pathway will have their academic commitments reflected in 

their personalised resident job plan in accordance with Follett principles. Where employment arrangements 

place the resident under the new terms and conditions, the resident, academic employer and clinical 

employer will agree a job plan for the placement prior to its commencement to accurately reflect the 

residentΩǎ ǾŀǊƛƻǳǎ ŎƻƳƳƛǘƳŜƴǘǎΦ  

GP registrar resident job planning  
GP registrars will receive job plans just like hospital-based residents. Their job plan must reflect COGPED 

guidance on the split of sessions for GP residents for their basic 40-hour working week. Additional hours of 

work above 40 must be linked to the curriculum and be agreed in the resident job plan.  

Maintaining high training and working conditions  

Guardian of Safe and Flexible Working   
The contract contains a number of safeguards to ensure safe working conditions that mitigate against staff 

fatigue. The Guardian of Safe and Flexible Working (hereafter referred to as the Guardian), a new role 

introduced enshrined in the new contract, will provide assurance to the host employer and the lead 

employer that safe working hours are being complied to.   

They will also promote and improve support for flexible (part time) and other models of flexible 

working/training. Recognising that increasing numbers of residents are electing to undertake their training 

on flexible basis, the role is intended to champion flexible training pathways and support residents and 

employers by providing guidance and being a point of contact on such issues.   

The Guardian is a senior appointment that all health boards will be required to make. However, health 

boards with a smaller number of residents may appoint a single Guardian to work collaboratively across 

multiple employers. TƘŜ ƭŜŀŘ ŜƳǇƭƻȅŜǊ ǿƛƭƭ ŀǇǇƻƛƴǘ ŀ Ψ[ŜŀŘ DǳŀǊŘƛŀƴΩ ǘƻ provide strategic oversight on its 

behalf and ensure compliance with the safeguards within host organisations.   

The Guardian will work with RDFs that will be set up in all host employers where they do not already exist. 

RDFs will function to represent the views of residents and to scrutinise the Guardian.  

The Guardian is a new and vital role within NHS Wales, designed to support and advocate for trainees. To 

ensure the successful development, embedding, and long-term impact of this role, it is essential that the 

Guardian is properly funded and fully supported within organisations. This also includes the provision of 

dedicated administrative support to enable the Guardian to function effectively and deliver meaningful 

improvements in training experience and working conditions. It has been agreed that funding provision will 

be ringfenced as part of an Implementation and Transition fund.  



  

The Guardian will:  

 act as the champion of safe working hours and flexible training for residents.  

 provide assurance to residents and employers that residents are safely rostered and enabled to work 

hours that are safe and in compliance with the TCS.   

 receive copies of all exception reports in respect of safe working hours. This will allow the guardian to 

record and monitor compliance with the terms and conditions of service.  

 escalate issues in relation to working hours that are raised in the review of additional hours reports to 

the relevant executive director, or equivalent, for decision and action, where persistent additional 

working beyond resident job plans has not been addressed at a departmental level.   

 require intervention to mitigate any identified risk to resident or patient safety in a timescale 

commensurate with the severity of the risk.   

 require a resident job plan review to be undertaken, where there are regular or persistent breaches in 

safe working hours, which have not been addressed.   

 have the authority to intervene in any instance where the guardian considers the safety of patients 

and/or staff is compromised, or that issues are not being resolved satisfactorily; and   

 distribute monies received as a consequence of financial penalties to improve the training and service 

experience of residents.   

¢ƘŜ DǳŀǊŘƛŀƴ ǿƛƭƭ ǊŜǇƻǊǘ ǘǿƛŎŜ ŀ ȅŜŀǊ ǘƻ ǘƘŜ ƻǊƎŀƴƛǎŀǘƛƻƴΩǎ ōƻŀǊŘΣ ǿƘƛŎƘ ǿƛƭƭ ƛƴŎƭǳŘŜ ƛƴŦƻǊƳŀǘƛƻƴ on all rota 

gaps on all shifts. A consolidated annual report on rota gaps and the plan for improvement will be included 

ƛƴ ǘƘŜ ƻǊƎŀƴƛǎŀǘƛƻƴΩǎ ǉǳŀƭƛǘȅ ŀŎŎƻǳƴǘΦ These reports will also be shared with the local negotiating committee 

(LNC).  

Where the Guardian has escalated a serious issue which remains unresolved, they will submit an 

exceptional report at the next meeting of the board. Where the Guardian identifies an issue with specific 

posts that cannot be solved locally, they will inform the board, who will raise the system-wide issue as 

appropriate.  

Appointing a guardian  
Organisations will be provided with guidance on the appointment and support of the Guardian role. 

Funding will be provided as part of contract reform for a minimum sessional requirement dependent upon 

the size of the organisation. This will be reviewed as the role is introduced to ensure that Guardians are 

properly resourced.  

What is exception reporting?  
The new contract will introduce a new system for reporting instances when the personalised job plan is not 

reflected in the actual working conditions, training entitlements, or safe working limits of the residents. This 

ǎȅǎǘŜƳ ƛǎ ŎŀƭƭŜŘ ΨŜȄŎŜǇǘƛƻƴ ǊŜǇƻǊǘƛƴƎΩ ς in other words, when an exception from your agreed pattern of 

work takes place, it must be reported. This system is not used to report overtime, except when it causes the 

resident to breach safe working limits.  

Exception reporting ensures that residents are working within safe limits and experiencing a high-quality 

training and working environment. Where an exception report shows this has not occurred, it enables 

employers to take steps to address the issue and ensure a breach does not happen again. As a source of 

information on resident working patterns, it will enable employers to make informed decisions about 

staffing in order to support clinical services and training opportunities.  



Residents will be able to exception report a range of events including, but not limited to:  

Å Staffing levels below those defined in the job plan for a given shift.  

Å Being redeployed at short notice to another working area (e.g. a different ward)  

Å Being unable to attend or undertake scheduled training due to service demand.  

Å Performing additional work that causes the resident to breach their safe working hours limits as 

defined in schedule 3.  

Å Concerns regarding workload in non-resident on-call duty periods  

Å Being required to act in a different role to their normal one (e.g. acting up or acting down)  

Å Being unable to undertake professional activities that the resident is required to fulfil by their employer 

(e-portfolio, induction, e-learning, Quality Improvement and Quality Assurance projects, audits, 

mandatory training / courses) due to service demand.  

Å Being unable to undertake any activities that are agreed between the resident and their employer, 

such as quality improvement, attendance at the RDF, rota  

coordination/maintenance responsibilities, or patient safety tasks directly serving a department or 

wider employing organisation, due to service demand.  

How will residents be able to exception report?  
Exception reports will be administered by a consistent digital system across Wales that all residents must 

have access to from the first day their employment begins with NHS Wales under these TCS. Residents will 

be able to report the type of exception, when and where it occurred, other residents who were also 

affected, and what steps have already been taken to resolve the issue.  

Exception reports do not preclude conversations within teams, for example to arrange time off in lieu, but 

should be used in parallel to ensure that an accurate record is kept of when exceptions have occurred. This 

enables employers to better understand work pressures and design rotas accordingly.  

What happens to exception reports?  
All exception reports will have a clear actioner who will determine the appropriate action in response to the 

exception. All exception reports will be copied to the ǊŜǎƛŘŜƴǘΩǎ educational supervisor regardless of if they 

are the actioner. The resident will copy in the Director of Medical Education where the exception relates to 

training and the Guardian of Safe and Flexible Working where it relates to safe working practices, either of 

whom may be an actioner.  

The appropriate course of action will depend upon the nature of the exception that occurred. It may include 

additional education and development time, or changes to the job plan. Where the report has flagged that 

other residents were affected, the actioner may follow up with the other affected residents and, if 

appropriate, register additional reports to reflect that multiple residents were affected. They may discuss an 

appropriate action in response to the exception with the affected individual(s) or decide upon the 

appropriate course of action where this is clear.  

For reports of missed training opportunities that were contained in their personalised job plan, the resident 

will receive educational development time in lieu of their missed training. This will normally involve their 

release from their normal rostered duties for an equivalent training opportunity (not already contained in 

their individual job plan) in the near future, but where this is not possible it may also involve release from 

their normal rostered duties for individual study or other training activities. In exceptional circumstances, 

where options above are not available or not appropriate in the circumstances, the resident may receive 



additional pay in lieu of the lost training time to undertake training or individual study in otherwise un-

rostered time.  

Where an exception report has not received a response within 7 working days, the Guardian of Safe and 

Flexible Working will have the authority to independently action the report. The Guardian will routinely 

review the outcome of exception reports to identify whether further improvements to the job plans are 

required to ensure safe working hours are being maintained. They will also be able to investigate whether 

other residents were affected and if further action is required.  

Breaches that incur a financial penalty  
Some breaches of working hour limits will incur a financial penalty to the host employer. This will take place 

where the exception that is reported is determined to have caused the resident to have breached the safe 

working hours limits as follows:  

 A breach of the 48-hour average working week (across the reference period agreed for that placement 

in the job plan); or   

 A breach of the maximum 13-hour shift length; or   

 A breach of maximum of 72 hours worked across any consecutive 168-hour period.   

 where 11 hours rest in a 24-hour period has not been achieved (excluding on-call shifts); or   

 where five hours of continuous rest between 22:00 and 07:00 during a non-resident on-call shift has not 

been achieved; or   

 where 8 hours of total rest per 24-hour non-resident on-call shift has not been achieved.  

The resident will be paid for the hours that incurred the breach at a penalty rate of two times the relevant 

hourly rate, and the Guardian of Safe and Flexible Working will additionally levy a fine on the department 

for the additional hours at a penalty rate of two times the relevant hourly rate.  

Where a concern is raised that breaks have been missed on at least 25% of occasions across a four-week 

reference period, and the concern is validated and shown to be correct, Guardian of Safe and Flexible 

Working will levy a fine at the rate of twice the relevant hourly rate for the time in which the break was not 

taken.   

Where a breach that incurs a financial penalty can be demonstrated to affect a group of residents, the 

Guardian will consider the number of residents affected and will determine a proportionate level of penalty. 

In addition, where significant and regular levels of additional work or exception reports are being reported 

in a department, the Guardian shall have the discretion to issue a fine at stipulated penalty rates if, 

following investigation and intervention there is no improvement in the department.  

Where a concern is raised that a resident job plan or rota has not been provided within the contractual time 

limit, or that access has not been provided to the additional work reporting system or exception reporting 

system within the contractual time limit, Guardian of Safe  and Flexible Working will levy a fine of £500 per 

resident, per week until the issue has been resolved.  

The money raised through fines will be ringfenced for uses that benefit the education, training and working 

environment of residents. The Guardian will collaborate with the host employer and resident doctor forum 

(RDF) to allocate the funds. The funds should not be used to ensure that the host employer meets the 

minimum facilities standards set out in Fatigue and Facilities Charter.  



Job plan reviews  
The resident, their educational supervisor, their manager, or the Guardian of Safe  and Flexible Working 

may request that a review of the resident job plan takes place if they have concerns regarding its 

compliance with contractual rota design requirements, or where educational objectives are not being 

achieved, leave allowance is not able to properly utilised,  actual working patterns vary consistently from 

the job plan, or training opportunities are consistently being missed due to clinical commitments.  

The residentΩǎ ŜŘǳŎŀǘƛƻƴŀƭ ǎǳǇŜǊǾƛǎƻǊ ǿƛƭƭ ŘƛǎŎǳǎǎ ǘƘŜ ƴŜŜŘ ŦƻǊ ŀ ǊŜǾƛŜǿ ǿƛǘƘ ǘƘŜƳ as soon as possible 

following receipt of the request, ideally no later than 7 working days. Where the request is in response to a 

serious concern that there was an immediate risk to patient and/or staff safety, this must be followed up 

within 7 working days.  

The conversation between the resident and the educational supervisor will lead to one or more of the 

following outcomes:   

a. No change to the resident job plan is required.  

b. Prospective documented changes are made to the resident job plan.  

c. Compensation or time off in lieu is required.   

d. Organisational changes, such as a review of the timing of ward rounds, handovers and clinics, are 

needed.   

If the resident is dissatisfied with the outcome of the review, they may request a level 2 review, setting out 

their areas of disagreement with the original outcome and the outcome they are seeking. This review will 

be composed of a meeting between the educational supervisor, the resident, a service representative and a 

nominee either of the director of postgraduate medical education (where the request pertains to training 

concerns) or of the Guardian of Safe and Flexible Working (where the request pertains to safe working 

concerns).  

If the resident is dissatisfied with the outcome of the level 2 review, they may request a final stage review. 

The final stage for a resident job plan review will be a formal hearing, in accordance with the ACAS Code of 

Practice on Discipline and Grievance and the final stage of the Respect and Resolution Policy, with the 

provision that the Director of Medical Education or nominated deputy must be present as a member of the 

panel. Where the resident is appealing a decision made by the Guardian of Safe and Flexible Working, the 

panel will include a representative of the BMA.  

Modernised terms and conditions  

Additional capacity and locum work  
Where a resident wishes to undertake additional hours of paid work as a locum, they are strongly 

encouraged to offer this first to the NHS, so long as work is available appropriate to their grade and 

competencies.  

The resident will have a professional duty to ensure that any additional work they undertake for their host 

employer, or another NHS organisation does not exceed the safety and rest requirements of the new 

contract.  

Locum work undertaken will be paid separately and in accordance with the relevant pay circular.   

As part of this framework agreement, BMA Cymru Wales, NHS Wales Employers and Welsh Government 

have agreed to develop either a set of payment rates, or a suitable and consistent methodology for 



determining these rates. In addition, BMA Cymru Wales have agreed to cease promotion of the BMA 2002 

contract rate card unless a future dispute arises or talks on agreed rates do not conclude successfully.  

Fee-paying services  
Fee-paying work should normally be carried out in the resident Ωǎ ƻǿƴ ǘƛƳŜΦ However, it will be permissible 

for the resident to undertake fee-paying work and retain the fee where undertaking the work entails 

minimal disruption to the NHS (1 hour per month).   

Where the work requires more time than this, the employer may request that the resident remit the fee to 

the employer unless they choose to undertake an equivalent duration of compensatory work outside of 

their normal rostered hours or they authorise their employer to reclaim the salary for the time during which 

the fee-paying work was undertaken.  

Introduction of common schedules  
The following sections from the NHS Terms and Conditions of Service Handbook will be introduced as part of 

the new contract. Where the relevant sections are updated via existing procedure, these will be reflected in 

the TCS for resident doctors and dentists in training.  

 Section 15: Leave and pay for new parents  

 Section 16: Redundancy pay (Scotland, Wales and Northern Ireland)  

 Section 17: Reimbursement of travel costs  

 Section 18: Subsistence Allowance  

 Section 22: Injury allowance  

 Section 23: Child bereavement leave  

 Section 25: Time off and facilities for trade union representatives  

 Section 26: Joint consultation machinery  

 Section 30: General equality and diversity statement  

 Section 32: Dignity at work  

 Section 33: Balancing work and personal life  

 Section 34: Employment break scheme  

 Annex 26: Managing sickness absences ς developing local policies and procedures  

Facilities  
Host employers will be responsible for providing minimum standards of facilities in line with the NHS Wales 

Fatigue and Facilities Charter and the Standards for Hospital Resident Accommodation and Associated 

Support Facilities.   

The host employer will have to provide options for a range of foods via vending machines or other 

arrangements during periods where restaurant facilities are not open.  

The host employer will have to provide sufficient and reasonably accessible parking which has well-lit, safe 

and timely routes to and from the hospital/site for staff expected to travel after dark. Safety assessments 

should be undertaken to ensure that car parking provision meets the needs of staff working shifts, on-call 

and at night.  



Expenses  
Standard reimbursement rates set out in the NHS Terms and Conditions Handbook (Section 17 and 18) for 

reimbursement of travel, subsistence, and other business-related expenses will replace the General Whitley 

Council provisions currently in place. These reimbursements are intended to cover actual costs incurred 

during official duties and are not considered part of salary or pensionable pay.   

Study leave reforms  
The MDBG will establish a dedicated working group to scope and assess the implications of proposed 

changes to study leave arrangements.   

The following changes will be made as soon as practical (and in any event prior to implementation of the 

contract):  

Å Clarification that the ŦƛǾŜ ŘŀȅǎΩ ǎǘǳŘȅ ƭŜŀǾŜ available for each exam is per sitting, not per exam.  

Å Increasing the study leave budget cap to £1,000, with regular uplifts each year thereafter, aligned to 

an agreed measure of inflation (the same will apply to the Excess Travel and Relocation budget cap)  

Å Rollover of unused study leave budget, aligned with the duration of the training programme.   

Enabling reimbursement of course expenses at the point of expense submission  

In the medium-term (i.e. during the implementation of the contract), the following changes will be taken 

forwards:  

Å Introduction of automatic approval for mandatory courses  

Å Move towards a system where individual study budget caps are solely for the purposes of 

discretionary training, with mandatory courses funded outside of the cap.  

This work will include engagement with key stakeholders and a financial impact assessment to support 

informed decision-making and effective implementation.  

Understanding and tackling bottlenecks in training  
The MDBG will establish a dedicated working group to investigate the existence, location, and causes of 

bottlenecks within training programmes (including clinical academic places). The focus will be on 

understanding where these bottlenecks occur and why they arise.  

Where bottlenecks are identified, the group will work collaboratively with the Welsh Government to 

explore options for increasing training posts in the affected areas, ensuring that training capacity meets 

service and workforce needs.  

Locally employed doctors  
The MDBG will explore the development of a clear and consistent process for locally employed doctors to 

secure permanent employment on the specialty doctor TCS, subject to eligibility.  

This initiative recognises the mutual benefits for both doctors and employers: supporting career 

development for doctors whilst providing workforce stability and funding continuity for organisations.   

In the longer term, MDBG will examine the overall funding arrangements for resident rotas, ensuring that 

funding is allocated most effectively to maximise the number of training places available in each rota and 

reduce reliance on local appointments and locum doctors.  



Implementation and transitional arrangements  

Onboarding   
The new contract will be subject to a multi-year programme of implementation.  

In August 2026, it is intended that residents commencing the foundation programme and residents in 

specialty training programmes whose rotas do not attract bandings in the 2002 contract will be placed 

under the new terms and conditions. From this point onwards, the 2002 contract will be closed to new 

entrants. However, its pay levels will continue to be uplifted each year as part of the annual pay review 

process until such time as it is no longer in use.  

After this time, new starters in other training programmes will also begin such employment under the new 

terms and conditions. Where they were previously in another training programme in Wales within the last 

two years, they will be pay protected if required. Where time has elapsed since their last such employment, 

their most recent rota in a training programme in Wales will be used for the purposes of calculation of their 

pay protection, albeit utilising pay scale values contained in the most recent pay circular. Where the 

resident has most recently been employed in the NHS in Wales in a role whose TCS mirrors that of the 2002 

contract, their pay and banding in that employment will be used for the purposes of this calculation.  

By August 2027, all residents training in the foundation programme and all new starters in specialty and 

core training will have been appointed on the new TCS. At this point, all remaining residents already 

employed in core prior to August 2026 will also be transferred to the new TCS. Residents already employed 

in speciality training prior to August 2026 will have the option of transfer to the new contract from this 

point. Where all residents on a rota agree to transfer to the new TCS, they will be prioritised over 

individuals within rotas where not all residents wish to transfer. This will be managed locally.  

In August 2028, with the exception of those within 12 months of CCT, all remaining specialty registrars will 

be transferred to the new contract. Further criteria for exceptional consideration will be developed in 

partnership as part of implementation.  

Locally employed doctors should be transferred to the new contract alongside their equivalent training 

groups. However, employers will be afforded some leeway to prioritise residents in formal training 

programmes over locally employed doctors on a temporary basis where justified. In any event, all locally 

employed doctors in scope must be transferred to the new contract by August 2028, and no new locally 

employed doctor should be employed on terms mirroring the 2002 TCS from August 2026 onwards.  

The precise detail of these arrangements will be determined in social partnership as part of the 

implementation programme and will be subject to robust readiness assessments in advance of each 

transition point and routine monitoring and oversight by all parties until completion of implementation.  

5ŀǘŜ  ¢Ǌŀƴǎƛǝƻƴ  
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Specialties on unbanded rotas are as follows (this list is not exhaustive). As they will see the most benefit from 

the increase in basic pay, their transfer is being prioritised above other specialty training programmes.  
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Transitional pay protection  
Residents moving from the 2002 contract onto the new contract as part of implementation will see their 

pay protected by a ŎŀǎƘ ŦƭƻƻǊ ƻǊ Ψƴƻ-ŘŜǘǊƛƳŜƴǘΩ arrangement based upon their salary, including banding, the 

day prior to their transfer.   

Pay protection arrangements will be subject to review following completion of implementation to assess 

the utilisation of the pay protection and consider the reinvestment of funding freedup by the diminishing 

need for pay protection as residents progress up the new pay structure.  

Monitoring and contract maintenance  
An implementation programme will be conducted to manage the complex and significant changes required 

to implement the new contract. This will be overseen in social partnership by Welsh Government, NHS 

Wales Employers and BMA Cymru Wales.  

A subgroup reporting to the MDBG will allow ongoing development of the contract according to the needs 

of residents and Welsh NHS employers. The contract will be subject to a review one year following 

implementation to assess its operation against expectations. A review will also be conducted on the 

operation of transitional pay protection to assess the ongoing need for the arrangements and the 

appropriate use of funds previously allocated to pay protection until all residents have migrated to the new 

contract or completed training on current contract.  
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Foreword  

 
Alex Howell  
Chief Executive HEIW 

I am pleased to introduce the 2025 edition of the NHS Wales 
Workforce Trends Report, which continues our commitment to 
transparent, evidence-based insight into the challenges and 
progress shaping our health and care workforce. This thorough 
analysis that provides crucial insights into the state of our 
healthcare workforce across Wales. As Chief Executive of Health 
Education Improvement Wales (HEIW), our mandate to take a 
comprehensive approach to the workforce challenges and 
opportunities facing the health system remains more pertinent 
than ever. 

Over the past year, our workforce has shown continued resilience in the face of sustained service 

ÐÒÅÓÓÕÒÅÓȟ ÒÉÓÉÎÇ ÄÅÍÁÎÄ ÁÎÄ ÔÈÅ ÃÏÍÐÌÅØ ÈÅÁÌÔÈ ÎÅÅÄÓ ÏÆ ÏÕÒ ÐÏÐÕÌÁÔÉÏÎȢ 4ÈÉÓ ÙÅÁÒȭÓ ÒÅÐÏÒÔ ÐÒÏÖÉÄÅÓ 
an updated perspective on workforce profile, costs and absence trends, highlighting where progress has 

been made and where continued investment, support and reform are needed. 

The analysis reinforces several key themes: the continued reliance on international recruitment within 
Medical and Dental staffing; the scale and persistence of sickness absence, particularly linked to anxiety, 
stress and musculoskeletal conditions; and the growing need for targeted action on workforce ageing. It 
also highlights the vital contribution of thousands of early and mid-career staff who now form the 

largest share of many workforce groups, while pointing to emerging retention risks as working patterns 

and expectations evolve. 

Aligned with the principles of A Healthier Wales: Our Workforce Strategy for Health and Social Care, our 

role is to work collaboratively with partners across NHS Wales to build a skilled, supported and 

sustainable workforce. This report is one of the tools that supports that work, underpinning decisions 

on education, training, recruitment and deployment that will shape services for years to come. 

To support transparency and ease of access, the data and analysis within this report, along with wider 
workforce intelligence resources, can also be accessed via the HEIW Data and Analytics Portal for NHS 

Wales Staff. 

As healthcare continues to evolve, so too must our workforce. Through shared commitment, forward-
thinking strategies and a focus on impact, we can shape a more sustainable and responsive future for 

healthcare in Wales. 

I want to thank all staff across the system who contribute to our understanding of the workforce and to 
the delivery of care across Wales every day. Your expertise, insight and dedication remain at the heart 

of our collective progress 

 

  

https://nhswales365.sharepoint.com/sites/HEI_Data%20and%20Analytics%20Portal/SitePages/Home.aspx
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Summary 

The purpose of this report is to summarise the high-level trends relating to the NHS Wales workforce. 

Organisations routinely undertake data quality exercises and update their workforce when new data 

standards are introduced1. As a result of these changes, and to ensure data is accurately reported, where 

applicable, new reports have been run. 

Multiple data sources have been used that cover differing time periods:  

¶ ESR Data Warehouse (ESR DW): 2020- 2025. Data source used for staff in post and sickness data. 

¶ Stats Wales: 2025. Data source used for vacancies numbers and rates. 

¶ NHS Wales Financial Monitoring Returns: 2020 ς 2025. Data source used for total, locum and agency 
pay. 

¶ NHS Wales Workforce Performance Measures Dashboard: March 2024 ς March 2025. Data source 
used for annual appraisal and statutory and mandatory compliance.  

Wales National Workforce Reporting System December 2020 ς December 2025. 
 

Size of the NHS Wales Workforce 

"ÅÔ×ÅÅÎ ςπςπ ÁÎÄ ςπςυȟ ÔÈÅ .(3 7ÁÌÅÓ ×ÏÒËÆÏÒÃÅ ÇÒÅ× ÂÙ ςπȢχϷ ÉÎ ÃÏÎÔÒÁÃÔÅÄ ÆÕÌÌȤÔÉÍÅ ÅÑÕÉÖÁÌÅÎÔ 

(FTE) terms, rising from 82,815 to 99,964 FTE. Over the last reporting year from March 2024 to March 

2025 the contracted NHS Wales workforce grew by 2,346 FTE, a rise of 2.4 per cent, continuing the 

steady growth trend seen each year since 2021. Nursing and Midwifery and Administrative and Clerical 

ÒÏÌÅÓ ÈÁÖÅ ÃÏÎÔÒÉÂÕÔÅÄ ÔÏ ÏÖÅÒ υπϷ ÏÆ ÔÈÅ ÔÏÔÁÌ ÇÒÏ×ÔÈ ÏÖÅÒ ÔÈÅ ÆÉÖÅȤÙÅÁÒ ÐÅÒÉÏÄȟ ÉÎÃÒÅÁÓÉÎÇ ÂÙ τȟυππ 

and 4,300 FTE respectively. Agenda for Change (AfC) Bands 7ɀ9 grew by 39%, reflecting an expanding 

senior clinical and managerial workforce. Training grades also increased by nearly 100 FTE (36%), 

highlighting continued investment in developing the future medical workforce. 

Between 2020 and 2025, the proportion of NHS Wales staff aged over 55 increased slightly overall, rising by 

0.9 percentage points. However, this shift varied considerably between staff groups. The proportion of staff 

retiring and subsequently returning between March 24 and March 25 has decreased across most staff 

groups over the past year. Nursing and midwifery and Estates and Ancillary have both seen significant 

reductions, from 39% - 25% and 48% - 41% respectively. 

The overall NHS Wales vacancy rate increased slightly from 5.1 per cent in December 2022 to 5.6 per 

cent in December 2024. The Medical and Dental workforce (excluding trainees) had the highest vacancy 

rate in both years, rising from 8.7 per cent to 9.9 per cent, reflecting recruitment challenges in this area. 

In contrast, Registered Nursing, Midwifery and Health Visiting roles saw vacancy rates reduce from 8.8 
per cent to 4.5 per cent. This follows a peak of 9.7 per cent in June 2023, after which rates fell steadily to 

the December 2024 level. 

 

Turnover rates across NHS Wales varied by staff group, with Medical and Dental staff experiencing the 

highest turnover at 12.3%, up from 11.1% the previous year. Healthcare Scientists and Nursing and 

Midwifery (Registered), experienced the largest decrease in turnover, falling from 8.2% to 6.8% and 6.6% to 

5.8% respectively. 

 

 

 

 
1 National Workforce Data Set (NWD) guidance documents - NHS England Digital 

https://digital.nhs.uk/data-and-information/areas-of-interest/workforce/national-workforce-data-set-nwd-guidance-documents
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Size of the General Medical Workforce  

The GP workforce has shown steady growth over the three-year period to September 2024, with increases 

observed across all staff groups. Admin/Non-clinical roles remain the largest group, rising from around 3,800 

FTE in September 2021 to just over 4,000 FTE by mid-2023. GP numbers have remained relatively stable over 

the period, fluctuating slightly around 2,000 FTE, with a gradual increase observed in the most recent 

quarters. 

The age distribution of the GP workforce shows a strong mid-career concentration. The largest proportions 

of GPs are aged 31ς35 and 36ς40, each representing 18% of the total workforce. Female participation 

declines in the early career stages, dropping to around 65% by age 36ς45. Male participation also declines 

but remains higher than females across all age groups until 66ς70, where both converge around 60%. In 

terms of ethnicity, 1,971 (approximately 64%) identified as White. Just over 20% identified as coming from a 

Black, Asian, mixed or other minority ethnic background.  

Cost of the NHS Wales Workforce 

Workforce costs across NHS Wales have increased year-on-year over the five-year period, rising from £4.8 

billion in 2020/21 to £6.7 billion in 2024/25, a total increase of nearly £2 billion. 

From 2023/24 onwards, agency expenditure dropped significantly, with a 19% reduction followed by a 

further 34% decrease in 2024/25. In 2022/23, the annual agency expenditure amounted to £324 million. In 

the most recent financial year, this expenditure has been reduced by nearly 50%, now totalling £173 million. 

Nursing and Midwifery Registered staff group continue to account for the highest level of agency spend but 

has reduced significantly from £94 million to £79 million. Medical and Dental spend has now returned to 

2020/21 levels at £57 million. The only two staff groups to see a rise in agency spend are Allied Health 

Professionals and Additional Clinical Services rising from £9 million to £13 million and from £3 million to £7 

million respectively.  

NHS Wales Sickness Absence 

Sickness levels peaked during 2021/22, with a 12-month average of 6.7%, reflecting the ongoing impact of 

COVID-19. The rate remained elevated through 2022/23 at 6.6%, before declining to 6.1% in 2023/24. In the 

most recent year (2024/25), sickness absence has edged back up slightly to an average of 6.3%. Overall 

sickness for every staff group has increased, aside from Add Prof, Scientific & Technical and Additional 

Clinical Services.  

Anxiety, stress, depression, and other mental health reasons remain one of the leading cause of sickness 

absence. Levels have gradually increased since 2020/21, peaking at over 70,000 recorded absences in late 

2024/25. Anxiety and stress-related absence, makes up 33% of all sickness, the highest is in Administrative 

and Clerical staff (40%) and lowest in Estates and Ancillary (27%).  

Overseas Nursing workforce 

Over the past decade, the number of non-overseas nursing staff in NHS Wales has remained relatively stable, 

rising gradually from 22,678 in 2015 to 25,273 in 2024, a 11% increase. In contrast, the number of overseas 

nurses has more than doubled during the same period, increasing from 1,467 in 2015 to 3,866 in 2024.  

The number of overseas nursing starters was consistently low between 2015 and 2019, averaging fewer than 

100 per year. From 2020 numbers increases to 196, 560 in 2021, and reaching 818 by 2024, more than a 

tenfold increase from 2015 levels. 
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Nurse vacancy numbers peaked in June 2023 at just over 2,700 (9.7%) before falling steadily to 1,300 (4.5%) 

by December 2024, a near halving of the rate. This decline in vacancies coincides with the notable rise in 

international nursing recruitment. 

Performance Dashboard 

Health Education and Improvement Wales (HEIW) in collaboration with Health Boards & Trusts collates key 

performance indicators critical to measuring organisational workforce performance. 

 

Annual Appraisal Compliance: Overall, the percentage compliance for all staff groups has remained the 

same at 77% over the period. All staff groups are showing a RAG rating of amber indicating that they all have 

a compliance rate of between 50-85%. 

 

Statutory and Mandatory Training Rates: The overall compliance rate is 83%. Only two staff groups are in 

ǘƘŜ Ψ!ƳōŜǊΩ ŎƻƳǇƭƛŀƴŎŜ ǊŀǘŜǎΣ aŜŘƛŎŀƭ ŀƴŘ 5Ŝƴǘŀƭ ŀƴŘ 9ǎǘŀǘŜǎ ŀƴŘ !ƴŎƛƭƭŀǊȅΦ  

 

NHS Wales Current workforce Profile  

Gender Profile: Overall, within NHS Wales, 76% of the workforce is female. Every staff group has a higher 

percentage of females in the workforce than males, except for Medical and Dental where males account for 

53%. 

Staff Nationality: People from non-UK countries make up 9% of the Welsh NHS workforce. Some types of 

staff group depend more on international workers than others. For example, 3% of Administrative and 

Clerical staff are not from the UK, but just below a third of Medical and Dental staff have non-UK 

nationalities (30%). 

 

Welsh Language Competency: Out of all the staff, 51% of staff say that they have no Welsh Language skills 

and 12% stating that have entry level competency. 23% of staff have not stated their Welsh Language 

competency.  

Staff Ethnicity: Out of the information entered 79.6% of staff state they are of a White ethnic background. 

The next highest category is Asian or Asian British ethnicity which is 5.4% of the workforce. 

Staff Disability: 4.4% of NHS Wales staff have declared a disability and over one in five staff (22.1%) have 

either not disclosed or not stated their status. 

Sexual Orientation: 75.7% have recorded their sexual orientation as heterosexual or straight, 21.1% have 

not disclosed or not stated their sexual orientation.  

 

Size of the NHS Wales Workforce  

NHS Wales Workforce Profile 

Graph 1 shows the overall workforce numbers in Full Time Equivalent (FTE) using data from the Electronic 

Staff Record Data Warehouse (ESR DW).  

Between 2020 and 2025, the NHS Wales workforce grew by 20.7% in contracted full-time equivalent (FTE) 

terms, rising from 82,815 to 99,964 FTE. This sustained year-on-year growth reflects continued investment in 

workforce capacity during and following the COVID-19 pandemic. 
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The largest annual increase occurred between 2020 and 2021, with a rise of nearly 6,000 FTE. Growth has 

continued steadily since then, averaging around 3,400 FTE per year. This trend demonstrates a consistent 

upward trajectory in workforce expansion, supporting efforts to meet increasing service demand and 

improve resilience across the health system. 

NHS Wales Workforce Profile March 2020 to March 2025 

 

DATA SOURCE: ESR DW  
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Workforce Changes by Staff Group Between 2020 and 2025 

 

Graph 2 shows the FTE and percentage change in the different staff groups between March 2020 and March 

2025.  

The largest proportional increase was seen in Allied Health Professionals (AHPs), which grew by 30% over the 

period, an absolute increase of over 1,770. Medical and Dental staff also saw significant growth of over 

1,900 FTE (27%). 

Nursing and Midwifery and Administrative and Clerical have contributed to over 50% of the growth in the 

workforce, 4,500 and 4,300 FTE respectively.  

In contrast, growth in the Estates & Ancillary and Additional Professional Scientific & Technical groups was 

more modest, each increasing by 6%.  

Staff Group by FTE and Percentage Change March 2020 to March 2025 

 

The percentage change represents the growth rate for each staff group over the five-year period (2020 to 

2025) relative to their starting size in 2020. 

DATA SOURCE: ESR DW  
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Grade Change Between 2020 and 2025 

 

Graph 3 shows the FTE and percentage change in the Grade Bands between March 2019 and March 2024.  

The largest proportional increase in workforce FTE between 2020 and 2025 was seen in Agenda for Change 

(AfC) Bands 7ς9, which grew by 39%. This reflects an expanding senior clinical and managerial workforce, 

consistent with increasing complexity in service delivery. 

Training grades also grew by nearly 100 FTE (36%), highlighting continued investment in developing the 

future medical workforce. Band 5ς6 roles, which include a significant proportion of registered nurses and 

allied health professionals, increased by 23%. 

hǘƘŜǊ ƳŜŘƛŎŀƭ ŀƴŘ ŘŜƴǘŀƭ ǊƻƭŜǎ ƻǳǘǎƛŘŜ ǎǘŀƴŘŀǊŘ ƎǊŀŘŜǎ όάhǘƘŜǊ aϧ5έύ ǎŀǿ ǘƘŜ ƘƛƎƘŜǎǘ ǇǊƻǇƻǊǘƛƻƴŀƭ ǊƛǎŜ ŀǘ 

65%, albeit from a smaller base. Consultant and SAS doctor numbers rose by 17% and 22%, respectively. 

While Band 1-4 only increased by 11% this workforce has seen the highest absolute increase, increase of 

over 500 FTE. 

Changes in Grade by FTE and Percentage Change March 2020 and March 2025 

 
The percentage change represents the growth rate for each staff group over the five-year period (2020 to 

2025) relative to their starting size in 2020. 

DATA SOURCE: ESR DW  
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Percentage Staff by Age Band For 2020 and 2025 

 

Graph 4 shows the percentage of staff in each age band comparing March 2020 and March 2025.  

The age distribution of the NHS Wales workforce has shifted slightly between March 2020 and March 2025, 

with a gradual increase in both younger and older age groups. 

The proportion of staff aged 30 and below and 61 and above has increased by 1ς2 percentage points, 

suggesting improved recruitment at entry level and continued engagement of staff beyond traditional 

retirement age.  

Mid-career age bands (31ς40) now represent a larger share of the workforce, each increasing to 13% of the 

total. This equates to for approximately 4,000 FTE more per age group compared to 5 years ago. In contrast, 

the proportion of staff in the 46-50 & 51-55 age band, previously the largest group, has declined from 14 & 

15% to 11% & 13% respectively, indicating an ageing cohort transitioning into later career stages. 

This comparison has implications for workforce planning, particularly around succession, training needs, and 

flexible working policies. 

Age Profile Comparison March 2020 and March 2025 

 
DATA SOURCE: ESR DW  
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Percentage Staff 55 and Over by Staff Group 

Graph 5 shows the percentage of staff aged 55 and over by staff group comparing 2020 and 2025.  

Between 2020 and 2025, the proportion of NHS Wales staff aged over 55 increased slightly overall, rising by 

0.9 percentage points. However, this shift varied considerably between staff groups. 

The most notable increase occurred in the Estates & Ancillary workforce, where the proportion of staff over 

55 rose by 4.3 percentage points, reaching over 40%. Administrative & Clerical roles also saw a significant 

increase (+2.4%), contributing to an ageing profile in key non-clinical functions. 

In contrast, Healthcare Scientists saw the largest decrease (-2.8%). Smaller reductions were observed in 

Additional Professional Scientific & Technical (-1.5%) and Allied Health Professionals (-0.4%). 

Despite these changes, Nursing & Midwifery and Medical & Dental roles saw relatively stable proportions of 

older staff.  

Understanding these age trends is critical for succession planning, targeting recruitment, and developing 

policies that support older workers to remain in the workforce.   

Staff 55 and Over Comparison ï March 2020 and March 2025 

 
DATA SOURCE: ESR DW  
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Percentage of staff who retire and return 

 

The graph illustrates the percentage of staff who retire and return back into the workforce over a 12 month 

period. Comparing the last 12 month to the previous 12 months.  

The proportion of staff retiring and subsequently returning to NHS Wales has decreased across most staff 

groups over the past year. 

Lƴ aŀǊŎƘ нлнрΣ 9ǎǘŀǘŜǎ ϧ !ƴŎƛƭƭŀǊȅ ǎǘŀŦŦ ƘŀŘ ǘƘŜ ƘƛƎƘŜǎǘ ǊŜǘƛǊŜ ŀƴŘ ǊŜǘǳǊƴ ǊŀǘŜ ŀǘ пм҈Σ Řƻǿƴ ŦǊƻƳ пу҈ ǘƘŜ 

previous year. Nursing & Midwifery fell from 39% to 25% over the same period. These single year changes 

may be influenced by factors such as pension arrangements, working patterns, or retirement incentives, 

though further monitoring is needed to confirm any sustained shift. 

Additional Clinical Services and Administrative and Clerical groups also saw year-on-year decreases of 

approximately 4 percentage points and 7 percentage points respectively. Meanwhile, retire and return rates 

among Healthcare Scientists, Allied Health Professionals, and Medical and Dental staff remain comparatively 

low, with all under 13% for the latest year. 

12-month rolling retire and return rate by Staff Group: March 2024 vs 2025 

 

DATA SOURCE: ESR DW 
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Number of vacancies and vacancy rates by staff group 

Vacancy data is submitted to Welsh Government (WG) on a quarterly basis direct from NHS Wales 

Organisations. The graph shows the number of FTE vacancies and the vacancy rates for NHS Wales staff as at 

December 2024.  

As of December 2024, the overall vacancy rate across NHS Wales stood at 5,601 FTE, with notable variation 

between staff groups. 

The highest vacancy rate was observed within the Medical and Dental (excluding trainees) group, at 

approximately 10%, equating to 516 FTE. This highlights ongoing recruitment and retention challenges 

within key clinical specialties. 

Vacancies were also substantial in Administration, Estates and Facilities (1,992 FTE) and Nursing, Midwifery 

and Health Visiting (Registered) roles (1,294 FTE), with rates exceeding 5%. These areas represent both 

frontline and essential support services, indicating pressures across the wider system. 

Support roles in Nursing, Midwifery and Health Visiting showed 941 FTE vacancies, while Scientific, 

Therapeutic and Technical professions reported 669 FTE. The Ambulance workforce had the lowest absolute 

number of vacancies at 188 FTE but still exceeded 5% in relative terms. 

Addressing these vacancies is critical for improving service resilience and reducing workload pressures. 

Efforts to improve retention, streamline recruitment, and expand training pipelines will be central to future 

workforce planning. 

Vacancies by staff group ï December 2024 

 

DATA SOURCE: STATSWALES 
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Percentage vacancies rate by staff group 

The graph shows December 2022 in light blue columns and December 2024 in navy columns. It shows the 

overall NHS Wales vacancy rate increased slightly from 5.1% to 5.6%. However, this varies between by staff 

groups. 

The Medical and Dental (excluding trainees) category saw the highest vacancy rate in both years, increasing 

from 8.7% to 9.9%, reflecting persistent recruitment challenges in this area. 

Ambulance services experienced a notable rise in vacancy rates, growing from 3.6% to 5.6%. Similar upward 

trends were observed in Scientific, Therapeutic and Technical roles (from 1.7% to 3.8%). 

In contrast, a marked improvement was seen in Registered Nursing, Midwifery and Health Visiting roles, 

where vacancy rates reduced from 8.8% to 4.5%.  

These shifts underline the need for tailored workforce strategies, balancing high-demand areas with 

targeted recruitment and retention initiatives to address ongoing system pressures. 

Vacancies rate by staff group 2022 vs 2024 

 

DATA SOURCE: STATSWALES 
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Participation Rate by Age Band and Gender 

Workforce participation rates remain high for both males and females up to age 50, with over 80% 

engagement across the age bands.  

From age 21ς55, male participation remains relatively stable at around 95%, whereas female participation 

dips below 90% from age band 31-35. Both male and female a gradual decline from the age band 56 

onwards. By age 66ς70, female participation falls to 57%and males, 63%. 

Understanding gendered participation trends can help inform targeted retention strategies, particularly for 

women in mid-career roles. 

Definition of Participation Rate: The graph shows participation rate for the NHS Wales workforce by age and 

gender for March 2025. Participation rate is a percentage of part time working. The number is derived by 

dividing the contracted FTE by the headcount. The higher the participation rate, the more hours, on average 

a person is working per week.  

For example, if an individual is working 37.5 hours a week they will have a participation rate of 100% (full 

time), if they are working 22.5 hours a week they will have a participation rate of 60%.  

Participation Rate by Age Band and Gender ï March 2024 

 
(Participation rate = FTE / Headcount) 

DATA SOURCE: ESR DW  

For a more detailed breakdown showing the comparison of participation rate between 2020 and 2025 by 

staff group and by age band, see Appendix 1 graph (1). 
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Turnover by staff group - March 2024 vs 2025 

The graph shows a comparison between March 2024 and March 2024 of 12 month rolling turnover 

percentage by staff group.  

Turnover rates across NHS Wales varied by staff group, with Medical and Dental staff (this excludes trainees 

in turnover calculation) experiencing the highest turnover at 12.3%, up from 11.1% the previous year. This 

increase reflects ongoing challenges in retaining staff within this critical workforce segment. 

Healthcare Scientists experienced the largest decrease in turnover, falling from 8.2% to 6.8%. A reduction 

was also seen in Nursing and Midwifery (Registered), where turnover dropped from 6.6% to 5.8% τ the 

lowest rate among all staff groups. 

12 month rolling turnover by staff group for March 2024 vs March 2025 

 

DATA SOURCE: ESR DW 
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General Medical Service Workforce in Wales 

This section provides an overview of the current GP workforce, examining age distribution, gender and 

ethnic diversity and participation rates.  

Historic trend of the General Medical Service 

The graph below shows the GP and wider practice workforce between September 2021 and September 

2024.  

The wider GP workforce, including all staff groups, has shown steady growth over the three year period 

to September 2024. Admin and non clinical roles remain the largest group, rising from around 3,800 

FTE in September 2021 to just over 4,000 FTE by mid 2023. In contrast, the number of General 

Practitioners themselves has remained broadly stable at around 2,000 FTE over the same period, with a 

modest increase in the most recent quarters. 

Nurses and Direct Patient Care roles, including healthcare assistants and pharmacists, have remained stable 

over the period. 

GP and Wider Practice Staff by Headcount ï 2021 to 2024 

 

DATA SOURCE: WG STATSWALES 

Age profile of the GP workforce 

 

The graph shows the age profile of the GP workforce as of September 2024. The bars represent the actual 

number of GPs (headcount) in each age group, while the percentages indicate the proportion of the total GP 

workforce within each corresponding age band. This visual helps to highlight the distribution of GPs across 

age groups 
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The age distribution of the GP workforce shows a strong mid-career concentration. The largest proportions 

of GPs are aged 31ς35 and 36ς40, with each age band representing 18% of the total workforce. Together 

these two age bands account for over a third (36%) of the workforce.  

Older age groups continue to form a significant portion of the GP workforce. 8% are aged 56ς60, 3% are 

aged 61ς65. Combined, GPs over the age of 55 account for 13% of the workforce. 

Age profile of GP workforce by headcount Sept 2024 

 

DATA SOURCE: WRNRS 
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Participation rate of the GP workforce 

 

This graph shows the estimated participation rate of GPs by age and gender. Participation is defined as the 

headcount divided by the full time equivalent.  

Participation is highest in the youngest age group (<=30), where both male and female GPs show near full 

participation.  

Female participation declines in the early career stages, dropping to 64% by age band 41-45, rebounding 

slightly to 68% in age band 51-55 then dropping to 60% in later years (excluding age band >=71). Male 

participation also declines but remains higher than females across all age groups until 66ς70, where both 

converge around 60%. 

From age 46 onwards, female participation gradually increases again, peaking at around 68% by age 51ς55, 

while male participation holds steady until declining more noticeably beyond age 60. 

These trends reflect known patterns in general practice of, increased part-time working, and growing 

demand for flexible career structures. They also highlight the importance of considering both headcount and 

FTE in workforce planning to ensure supply matches demand. 

Participation rate by age and gender for September 2024 

 

Unknown age bands have been excluded approx. 8% (317 Headcount) 

DATA SOURCE: WRNRS 
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Demographics of the GP workforce 

The following graphs show the gender and ethnicity breakdown of the GP work by headcount, these figures 

include Locum, Registrar and substantive posts.  

Of the current workforce recorded in the latest period, 57% identified as female (1,657), 43% as male 

(1,251), and 5% did not state or had unknown gender recorded (159). This is broadly consistent with the 

gender profile of the wider NHS Wales workforce, which remains predominantly female. 

In terms of ethnicity, 1,971 (approximately 64%) identified as White. Just over 20% identified as coming from 

a Black, Asian, mixed or other minority ethnic background.  

A further 400 individuals (13%) declined to state their ethnicity. 

These figures suggest continued progress in attracting staff from a diverse range of backgrounds, although 

the proportion of ethnicity data that is either unknown or declined remains relatively high. 

 

GP workforce Gender and Ethnicity by headcount in Sept 2024 

 

DATA SOURCE: WRNRS 
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NHS Wales Workforce Cost 

 

The cost of the total NHS Wales workforce (including agency and locum) for 2024/25 was £6.7 billion2. 

Cost of the Current NHS Wales Workforce  

 

The graph shows the percentage of staff by FTE and their total earnings, based on the staff in post as of 

March 2025 taken from ESR DW data. 

Nursing and Midwifery make up the largest proportion of the workforce at 28%, contributing 27% of the 

total pay bill. Medical and Dental staff account for 9% of the workforce but 23% of total earnings, reflecting 

higher average pay in this group. 

The staff group that has the highest FTE compared to salary cost is Additional Clinical Services which makes 

up 13% of total cost and accounts for 20% of the total workforce. 

Percentage of FTE & Total Earnings by Staff Group March 2025 

 

DATA SOURCE: ESR DW 

 

 

 

 

 
2 NHS Wales Financial Monitoring reports ς Pay Bill  
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Total Pay Bill Trends 

The cost analysis in the rest of this section has been based on NHS Wales Financial Monitoring returns and 

refers to the last five financial years. The following graph shows the monthly pay bill and the annual 

percentage change from the previous year from April 2020 to March 2025. 

Workforce costs across NHS Wales have increased year-on-year over the five-year period, rising from £4.8 

billion in 2020/21 to £6.7 billion in 2024/25 τ a total increase of nearly £2 billion. 

The largest annual growth occurred in 2021/22, with a 10.2% rise, reflecting recovery and expansion efforts 

following the COVID-19 pandemic. Growth remained high in subsequent years, with annual increases of 

between 8.6% and 9.8%. 

This sustained rise in workforce expenditure is driven by a combination of pay awards, increased staffing 

levels, and the expansion of roles to support service transformation. It highlights the ongoing commitment 

to invest in workforce as the foundation for service delivery and system resilience. 

Annual Pay Bill 2020/21 ï 2024/25 

 
DATA SOURCE: NHS WALES FINANCIAL MONITORING RETURNS. 
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Agency & Locum Trends 

Agency and locum staff are usually deployed when substantive and bank options have been exhausted. 

Below shows the monthly spend on agency and locum staff and the percentage change compared to the 

previous year from April 2020 to March 2025.  

Agency workforce spend rose sharply during 2021/22 and 2022/23, peaking at over £30 million in March 

2022 and 2023. While there are short-term monthly fluctuations, the series demonstrates a clear overall 

downward trend from 2022/23 onwards, with sustained year-on-year reductions. Overall, agency spend has 

decreased by 13% across the five-year period. 

A 36% increase was recorded in 2021/22, likely reflecting ongoing pandemic-related pressures and 

workforce gaps. Growth continued into 2022/23, though at a slower rate (20%). From 2023/24 onwards, 

agency expenditure dropped significantly, with a 19% reduction (£63 million) followed by a further 34% 

decrease in 2024/25 (£88 million). In 2022/23, the annual agency expenditure amounted to £324 million. In 

the most recent financial year, this expenditure has been reduced by nearly 50%, now totalling £151 million.  

This downward trend suggests greater workforce stabilisation, improved vacancy management, and tighter 

financial controls. It also reflects targeted efforts to reduce reliance on agency staffing through recruitment 

and retention initiatives. 

Monthly Agency & Locum Spend: 2020/21 ï 2024/25 

 
 DATA SOURCE: NHS WALES FINANCIAL MONITORING RETURNS 

Appendix 1 graph 2: shows the breakdown of Agency & Locum spend by staff group.   
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Agency and Locum Spend by Staff Group 

 

The graph below shows the total agency and locum spend by staff group. Between 2020/21 and 2024/25, 

agency spend patterns have shifted across staff groups. 

Nursing and Midwifery Registered staff group continue to account for the highest level of agency spend but 

has reduced significantly from £94 million to £79 million. Medical and Dental spend has now returned to 

2020/21 levels at £57 million. 

Significant reductions in agency spend was seen in Estates and Ancillary (from £14 million to £5 million) and 

Administrative, Clerical & Board Members (from £15 million to £6 million).  

The only two staff groups to see a rise in agency spend are Allied Health Professionals and Additional Clinical 

Services rising from £9 million to £13 million and from £3 million to £7 million respectively.  

These trends suggest a clapping down on agency spend across the staff groups through policies changes and 

increase financial control. 

Agency & locum Spend by Staff Group for 2020/21 and 2024/25 

 

 

DATA SOURCE: NHS WALES FINANCIAL MONITORING RETURNS 
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NHS Wales Sickness Absence  

Monthly Sickness Absence 

 

The sickness graph below shows NHS Wales monthly sickness absence rate from April 2020 to March 2025 

for all staff groups. The red line indicates the 12-month average sickness absence rate for the financial year. 

Sickness levels peaked during 2021/22, with a 12-month average of 6.7%, reflecting the ongoing impact of 

COVID-19. The rate remained elevated through 2022/23 at 6.6%, before declining to 6.1% in 2023/24. In the 

most recent year (2024/25), sickness absence has edged back up slightly to an average of 6.3%.  

Monthly variation has remained within a narrow band since mid-2022, suggesting a more stable but 

persistently high pattern compared to pre-pandemic levels. 

Sustained high sickness rates continue to place pressure on service delivery, staffing resilience, and 

temporary staffing costs. Addressing underlying causes remains a critical focus for workforce wellbeing and 

retention efforts. 

NHS Wales Sickness, all staff groups: 2020/21 ï 2024/25 

 

DATA SOURCE: ESR DW  
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Sickness by Staff Group  

The graph shows the 12-month average sickness rate by staff group comparing 2020/21 to 2024/25, (April-

March). The blue bars represent the latest annual rates, while the diamond markers show the 2020/21 

baseline. 

Overall sickness for every staff group has increased, aside from Add Prof, Scientific & Technical and 

Additional Clinical Services.  

Estates and Ancillary have the highest overall sickness (9.4) followed by (9.4%) and Additional Clinical 

Services (8.6%). The two staff group that have seen the highest percentage change from 2020/21 are Estates 

& Ancillary and Healthcare Scientists, both increasing by 1.1 percentage points.  

12 month average Sickness by Staff Group 2020/21 and 2024/25 

 

DATA SOURCE: ESR DW 

Additional analysis has been undertaken, to see the sickness trend from 2020 ς 2025 by staff group see 

appendix ς graph (3) 
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Reasons for Sickness Absence  

The below graph shows the volume of FTE days sickness split into five summarised categories over the past 

five years; anxiety/stress; back & other musculoskeletal; respiratory & infectious diseases, Cold, Cough, Flu 

and everything else.  

Anxiety, stress, depression, and other mental health reasons remain one of the leading cause of sickness 

absence. Levels have gradually increased since 2020/21, peaking at over 70,000 recorded absences in late 

2024/25. This reflects sustained pressure on the workforce. 

Musculoskeletal issues, particularly back and other conditions, have remained consistently high across the 

period. 

Cold, cough, and flu absences show seasonal peaks, most notably in early 2022/23 and again in late 

2024/25. The respiratory and infectious diseases category, which spiked during the COVID-19 period, has 

since declined sharply and stabilised at lower levels. 

ΨhǘƘŜǊ ǎƛŎƪƴŜǎǎΩ also accounts for a substantial volume of absence and has shown a gradual rise over the 

reporting period. 

The data highlight the persistent impact of mental and physical health on workforce availability, alongside 

seasonal and public health-related pressures. It is important to note that while these patterns provide 

valuable insight, caution should be exercised when interpreting the data due to known data quality issues 

which may affect completeness and consistency in reporting. 

NHS Wales Reasons for Sickness 2020/21 to 2024/25 

 

DATA SOURCE: ESR DW  

There are 31 different reasons for sickness held in the ESR. For a description of how the sickness reasons 

have been summarised see appendix 1 table 4. 
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Reasons for sickness by staff group  

This chart shows the proportion of sickness absence in 2024/25 by reason across NHS Wales and by staff 

group. 

ΨhǘƘŜǊ ǎƛŎƪƴŜǎǎΩ accounts for 35% of all absences across NHS Wales. This ranged from 30% in Estates and 

Ancillary to 41% in Medical and Dental. 

Anxiety and stress-related absence continues to be a significant contributor, making up 33% of all sickness, 

the highest is in Administrative and Clerical staff (40%) and lowest is in Estates and Ancillary (27%).  

Back and other musculoskeletal problems accounted for 18% of absences nationally, with Estates and 

Ancillary staff reporting the highest proportion (29%). This aligns with the physically demanding nature of 

many of these roles. 

Cold, cough, and flu made up 9% of absences overall, peaking at 15% in Healthcare Scientists and 12% in 

Medical and Dental and Professional Scientific & Technical staff. Respiratory and infectious diseases 

represented 5% of sickness absence across most groups. 

Sickness reasons by staff group 2024/25 
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Overseas and non-overseas nursing workforce movements  

Understanding the movement of nurses, both within NHS Wales and from overseas, is essential to planning a 

sustainable and resilient nursing workforce. This section explores patterns of nurse recruitment, retention, 

and international inflow, providing insight into the factors shaping supply, including reliance on overseas 

staff and the effectiveness of recruitment strategies. These dynamics are critical to ensuring safe staffing 

levels, workforce stability, and the delivery of high-quality care. The subsequent analysis focuses on Nurses 

employed in NHS Wales who are under the Nursing Specialty, i.e., those with N and P occupational codes, 

who are Band 5 or above. 

 

Annual Overview of Overseas and Non-Overseas Nurses in NHS Wales (2015-2024) 

This graph shows the headcount of nursing staff in NHS Wales over a ten-year period, split between those 

who trained overseas and those who trained within the UK (non-overseas). The blue line represents non-

overseas nurses, while the red line shows overseas-trained staff. 

Over the past decade, the number of non-overseas nursing staff in NHS Wales has remained relatively stable, 

rising gradually from 22,678 in 2015 to 25,273 in 2024 τ a 11% increase. 

In contrast, the number of overseas nurses has more than doubled during the same period, increasing from 

1,467 in 2015 to 3,866 in 2024. The most rapid growth occurred from 2020 onwards, coinciding with 

expanded international recruitment efforts to address workforce shortages during and following the COVID-

19 pandemic. In 2015, overseas nurses made up 6.1% of the nursing workforce; by 2024, that figure has 

climbed to 13.3%. 

While overseas nurses still represent a minority of the overall nursing workforce, their growing contribution 

has become a key component of nursing supply. This trend highlights the importance of international 

recruitment pipelines, as well as the need to ensure appropriate support and retention measures for 

overseas staff. 

Number of Overseas and Non-Overseas Nurses in the last 10 years 

 
 

DATA SOURCE: ESR DW   
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Number of new staters of Overseas and Non-Overseas Nurses in NHS Wales 

This graph displays the number of new nursing workforce starters in NHS Wales each year over the 
last decade, split by whether they trained overseas (red line) or in the UK (blue line). 

The number of non-overseas starters has remained relatively stable, fluctuating between 1,683 and 
2,520 per year. After a slight dip in 2018, the trend has generally increased, peaking in 2023 at 
2,520 before a small drop in 2024. 

In contrast, the number of overseas nursing starters was consistently low between 2015 and 2019, 
averaging fewer than 100 per year. From 2020 onward, however, there was a marked increase, 
rising to 196 in 2020, 560 in 2021, and reaching 818 by 2024, more than a tenfold increase from 
2015 levels. The proportion of new starters who are non-overseas nurses has fallen from 95.8% in 
2015 to 74.5% in 2024. 

These figures highlight a significant shift in the composition of new nursing workforce entrants. While UK-

based recruitment remains the dominant source, overseas recruitment has grown rapidly in recent years, 

accounting for nearly a quarter of all new nursing starters in 2024. This shift reflects strategic efforts to 

address workforce shortages, particularly in the wake of the COVID-19 pandemic, through targeted 

international recruitment campaigns. The trend underscores the growing importance of global nursing 

supply chains to NHS Wales' workforce strategy. 

Number of Nursing Workforce Starters from Overseas and Non-Overseas (2015ï2024) 

 

DATA SOURCE: ESR DW   
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Nurse Vacancy figures 

This graph tracks both the number of nursing vacancies (y-axis) and the corresponding vacancy rate (%) 

across NHS Wales over a two-year period. 

Vacancy numbers peaked in June 2023 at 9.7% (2,700 FTE) before falling steadily to 4.5% (1,300 FTE) by 

December 2024, a near halving of the rate. 

This decline in vacancies coincides with the notable rise in international nursing recruitment shown in the 

previous charts. Between 2022 and 2024, the number of overseas nursing workforce starters rose 

significantly (from 471 to 818), while the overall overseas nursing workforce grew from 3,198 to 3,866. 

At the same time, UK-based nursing starters remained relatively stable, maintaining a consistent inflow of 

new staff. The combined effect of sustained domestic recruitment and rapid growth in international 

recruitment appears to have alleviated pressure on vacancy rates. 

Number and percentage of vacancies in the Nursing workforce 

 

DATA SOURCE: WG STATSWALES 
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Overseas Adult Nursing commissioning 

This graph shows the number of adult nursing students in Wales who filled commissioned education places, 

split by UK and international students, for the academic years 2023/24 and 2024/25. 

The graph illustrate that 2,032 adult nursing places were commissioned in 2023/24. Of these places 1,404 of 

these places were filled by UK students, representing 69% of the total. A further 150 international students 

were initially anticipated, which would have brought the fill rate to 76%. As can be seen from the second 

stacked bar, actual recruitment exceeded expectations, with 416 international students joining. This brought 

the total to 1,820 and increased the overall fill rate to 90%. 

A similar pattern followed in 2024/25, when 1,614 places were commissioned. UK students filled 1,240 of 

these, representing 77% of the total, up from 69% in the previous year. Although the number of 

international students was lower than in 2023/24, the continued pilot still helped bring the overall total to 

1,404, resulting in a fill rate of 87%. 

This data illustrates the critical role international students played in expanding adult nursing education 

supply in 2023/24. While the pilot has helped in the short term, careful planning is needed to understand 

whether this approach can support the workforce long term. Ongoing monitoring is essential, particularly 

around student retention, regional variation, reasons for staff leaving, and the continued decline in domestic 

applications. 

Adult Nursing Commissioned Places filled 2023-2025 

 

DATA SOURCE: HEIW DW 
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NHS Wales Workforce Performance Measures 

 

Health Education and Improvement Wales (HEIW) in collaboration with Health Boards & Trusts collates key 

performance indicators critical to measuring organisational workforce performance. This section focuses on 

appraisal rates, and statutory and mandatory training rates. 

Annual Appraisal Compliance 

 

Appraisal Rates are based on the percentage of headcount of staff who have had a PADR/Medical Appraisal 

in the previous 12-month period - excluding doctors and dentists in training. 

The appraisal graph shows the appraisals rates by staff group based on the 13 months between March 2024 

(white line) and March 2025 (blue diamond). The colour coding indicates compliance thresholds: green 

όҗур҈ύΣ ŀƳōŜǊ όрл҈ς84.9%), and red (<50%). 

Overall, the percentage compliance comparison for all staff groups has remained the same at 77%. All staff 

groups are showing a RAG rating of amber indicating that they all have a compliance rate of between 50-

85%. 

Medical and Dental have the highest compliance rate of 83%, which is an increase from 81% in March 2024. 

Healthcare Scientist have seen the largest reduction, reducing from 76% to 73%.  

Appraisal Compliance by Staff Group ï March 2024 and March 2025 

 
DATA SOURCE: NHS WALES PERFORMANCE DASHBOARD MARCH 2025 

Statutory and Mandatory Training Compliance 
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NHS Wales organisations by law need to ensure that all employees undertake statutory and mandatory 

training. There are 10 agreed Level 1 competencies within the Core Skills and Training Framework (CSTF). 

See Appendix 1, Table 3 for a breakdown of modules included in the CSTF.  

The compliance graph below shows the percentage of statutory and mandatory training for all 10 completed 

Level 1 competencies within the Core Skills and Training Framework (CSTF), which have been entered into 

ESR in the previous 12 months. The compliance graph shows the compliance rates by staff group based on 

the 13 months between March 2024 (white line) and March 2025 (blue diamond). The colour coding 

ƛƴŘƛŎŀǘŜǎ ŎƻƳǇƭƛŀƴŎŜ ǘƘǊŜǎƘƻƭŘǎΥ ƎǊŜŜƴ όҗур҈ύΣ ŀƳōŜǊ όрл҈ς84.9%), and red (<50%). 

The overall the NHS Wales compliance rate is 83%. Nursing and midwifery and AHPs have the highest 

compliance, both at 92%.  

hƴƭȅ ǘǿƻ ǎǘŀŦŦ ƎǊƻǳǇǎ ŀǊŜ ƛƴ ǘƘŜ Ψ!ƳōŜǊΩ Ŏompliance rates, Medical and Dental and Estates and Ancillary. 

Estates and Ancillary are the staff group with the largest reduction in compliance rates, from 83% down to 

77%. 

Statutory and Mandatory Compliance by Staff Group ï March 2024 and March 2025 

 
DATA SOURCE: NHS WALES PERFORMANCE DASHBOARD MARCH 2025 
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Current NHS Wales Workforce Profile 

 

Based on NHS Contracted staff in post as of March 2025, this section looks at Gender, Nationality, Welsh 

Language Skills, Ethnicity, Disability and Sexual Orientation.  

Gender by Staff group 

The graph below shows the gender profile of the NHS Wales workforce by staff group. Every staff group has 

a higher percentage of females in the workforce than males, except for Medical and Dental where males 

account for 53%. 

The staff group with the largest percentage of females is the Nursing and Midwifery workforce where 

females account for 91%. Overall, within NHS Wales 76% of the workforce is female. 

Gender Profile by Staff Group ï March 2025 

 

DATA SOURCE: ESR DW 
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Nationality / International Staff 

The following graph shows the percentage of staff who have reported on ESR that they have a nationality 

that is not from UK split into staff groups.  

People from non-UK countries make up 9% of the Welsh NHS workforce. Some types of staff group depend 

more on international workers than others. For example, 3% of Administrative and Clerical staff are not from 

the UK, but just below a third of Medical and Dental staff have non-UK nationalities (30%). Nursing and 

Midwifery staff group has the second highest percentage of international staff at 11%. 

Nationality of Non-UK Staff by Staff Group ï March 2025 

 
DATA SOURCE: ESR DW  

Note: People report their own nationality, which may be different from where they were born. Records with 

unknown/ not stated nationality (11.1%) are not included in the graph. 
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Welsh Language Skills 

The graph below shows the Welsh Language competency levels of staff in NHS Wales. Staff are requested to 

enter their level of competency in the use of the Welsh Language; however, this is not a mandatory 

requirement within ESR, and 23% of staff have not stated their Welsh Language competency. 

Out of all the staff in ESR, 51% of staff say that they have no Welsh Language skills with 12% stating that 

have entry level competency. 

For a definition of the skills see Appendix 1, Table 2. 

Welsh Language Competence ï March 2025 

 
DATA SOURCE: ESR DW  
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Ethnicity by Staff Group 

The table below shows the ethnicity split between each staff group. 

Ethnic categories are based on the definitions specified in the NHS Data Dictionary3. Staff are required to 

enter their Ethnicity into the ESR system as part of the Equalities data collection.  

As of the latest reporting period, 79.6% of the NHS Wales workforce identify as White, with 9.8% not stating 

their ethnicity. The remaining 10.6% represent a range of ethnic minority backgrounds, with notable 

variation across staff groups. 

The highest levels of ethnic diversity are seen in the Medical and Dental workforce, where just 47.7% 

identify as White. Over one-fifth (22.4%) identify as Asian or Asian British, 4.8% as 

Black/African/Caribbean/Black British, and 6.3% as Other ethnic groups. This reflects the international 

composition of the medical workforce and highlights its critical contribution to NHS Wales. 

Nursing and Midwifery Registered staff and Healthcare Scientists report a relatively high proportion of ethnic 

minority staff, 12% for both.  

In contrast, Administrative, Clerical, and Allied Health Professional groups have the highest proportion of 

White staff (over 88%), with lower representation from ethnic minority groups. 

Ethnicity Percentage by Staff Group ï March 2025 

Staff Group White Asian / 

Asian 

British 

Black / 

African / 

Caribbean 

/ Black 

British 

Mixed / 

Multiple 

ethnic 

groups 

Other 

Ethnic 

Groups 

Not 

Stated 

Add Prof Scientific and Technic 88.1% 2.7% 0.9% 1.4% 1.4% 5.5% 

Additional Clinical Services 83.7% 3.4% 1.9% 1.0% 1.1% 8.8% 

Administrative and Clerical 88.7% 2.0% 1.0% 1.1% 0.6% 6.6% 

Allied Health Professionals 88.8% 2.3% 1.3% 1.3% 0.7% 5.6% 

Estates and Ancillary 77.2% 3.6% 0.8% 0.8% 1.4% 16.2% 

Healthcare Scientists 79.3% 5.3% 3.4% 1.5% 1.9% 8.5% 

Medical and Dental 47.7% 22.4% 4.8% 2.5% 6.2% 16.3% 

Nursing and Midwifery Registered 76.8% 7.5% 1.9% 0.9% 2.0% 10.9% 

NHS Wales 79.6% 5.9% 1.8% 1.2% 1.7% 9.8% 

DATA SOURCE: ESR DW  

 

 

 

 

 

 
3 Based on NHS Data Dictionary - 
https://www.datadictionary.nhs.uk/data_dictionary/attributes/e/end/ethnic_category_code_de.asp 
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Disability by Staff Group 

 

The table shows the percentage of staff, by staff group who have indicated that they have some form of 

disability.  

As of March 2025, 4.4% of NHS Wales staff have declared a disability. However, disclosure rates vary 

significantly across staff groups, and over one in five staff (22.1%) have either not disclosed or not stated 

their status. 

The highest levels of disability declaration are found among Allied Health Professionals (5.8%) and 

Administrative & Clerical staff (5.7%). Estates & Ancillary staff report a lower declaration rate (3.5%), but also 

have the highest percentage of undeclared responses (35.3%). 

Medical & Dental staff report the lowest declaration rate at just 1.4%, with 39.1% not disclosing their status. 

This pattern may reflect cultural, professional, or data quality factors that limit self-reporting in this group. 

Across all groups, high levels of non-disclosure suggest that recorded rates likely underrepresent the true 

proportion of staff living with a disability. Continued efforts to promote a culture of openness and inclusion, 

alongside improved data completeness, are essential to supporting an inclusive working environment and 

ensuring equitable access to workplace adjustments. 

Disability Percentage by Staff Group ï March 2025 

Staff Group Yes No 
Not Disclosed / 

Not Stated 

Allied Health Professionals 5.8% 77.2% 17.0% 

Administrative & Clerical 5.7% 77.1% 17.2% 

Add Prof Scientific & Technical 4.9% 80.8% 14.4% 

Healthcare Scientists 4.5% 72.6% 22.8% 

Additional Clinical Services 4.3% 75.3% 20.4% 

Nursing & Midwifery 4.0% 75.7% 20.3% 

Estates & Ancillary 3.5% 61.2% 35.3% 

Medical & Dental 1.4% 59.5% 39.1% 

NHS Wales 4.4% 73.5% 22.1% 

DATA SOURCE: ESR DW  
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Sexual Orientation by Staff Group  

The table shows a breakdown of the sexual orientation for staff as recorded in ESR, by staff group and for 

NHS Wales.  

Most staff within NHS Wales, 73.7% have recorded their sexual orientation as heterosexual or straight, 

23.3% have not disclosed or not stated their sexual orientation.  Medical and Dental staff group has the 

ƘƛƎƘŜǎǘ ǇŜǊŎŜƴǘŀƎŜ ƻŦ ǎǘŀŦŦ ǘƘŀǘ ƘŀǾŜ Ψbƻǘ 5ƛǎŎƭƻǎŜŘκbƻǘ {ǘŀǘŜŘΩ ŀǘ рмΦн҈.  

Sexual Orientation Percentage by Staff Group ï March 2025 

Sexual Orientation 

Heterosexu

al or 

Straight 

Gay or 

Lesbian 
Bisexual 

Other 

sexual 

orientation 

not listed 

Undecided 

Not 

Disclosed

/Not 

Stated 

Add Prof Scientific & Technical 79.8% 2.6% 1.2% 0.1% 0.3% 16.0% 

Additional Clinical Services 76.0% 2.0% 1.1% 0.1% 0.1% 20.6% 

Administrative & Clerical 79.2% 1.9% 1.1% 0.2% 0.2% 17.6% 

Allied Health Professionals 78.9% 2.0% 1.5% 0.2% 0.1% 17.3% 

Estates & Ancillary 62.1% 1.1% 0.6% 0.1% 0.1% 36.1% 

Healthcare Scientists 72.1% 2.6% 1.6% 0.2% 0.3% 23.2% 

Medical & Dental 46.9% 0.9% 0.9% 0.0% 0.1% 51.2% 

Nursing & Midwifery 77.2% 1.7% 0.9% 0.1% 0.1% 20.1% 

NHS Wales 73.7% 1.8% 1.0% 0.1% 0.1% 23.3% 

DATA SOURCE: ESR DW  
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Appendix 1  

 

Contracted FTE by Staff Group ï March 2020 and March 2025  

Staff Group 2020 2025 

Additional Clinical Services 16,615 20,120 

Allied Health Professionals 5,834 7,613 

Healthcare Scientists 2,015 2,485 

Medical & Dental 7,211 9,131 

Administrative & Clerical 18,155 22,538 

Estates & Ancillary 6,846 7,251 

Nursing & Midwifery 23,039 27,551 

Add Prof Scientific & Technical 3,099 3,274 

Total 82,815 99,964 
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Welsh Language Definitions 

 

Core Skills and Training Framework 

Core Skills and Training Framework  

1 Equality, Diversity & Human Rights (Treat me Fairly) 

2 Fire Safety 

3 Health, Safety & Welfare 

4 Infection Prevention & Control 

5 Information Governance (Wales) 

6 Moving and Handling  

7 Resuscitation 

8 Safeguarding Adults 

9 Safeguarding Children 

10 Violence & Aggression (Wales) 

 

 

Welsh Language Skill LevelDefinition
No Skills / Dim Sgiliau I cannot understand or speak any Welsh

Entry/ Mynediad

I can: Pronounce Welsh words, people's names, place names etc. Greet and 

understand a greeting Understand and use basic everyday words and phrases 

e.g. thank you, please, excuse me, may I speak to...etc.

Foundation / Sylfaen

I can: Understand the gist of Welsh conversations in work Understand, ask and 

respond to simple job related requests, questions and instructions Express 

opinions in a limited way as long as the topic is familiar

Intermediate / Canolradd

I can: Understand much of what is said in the workplace Keep up a simple 

conversation or answer simple questions on a work related topic but may need 

to revert to English to discuss complex or technical issues Offer advice on 

simple job-related matters

Higher / Uwch

I can: Keep up an extended casual work related conversation Give a 

presentation with a good degree of fluency but may need to revert to English to 

answer unpredictable questions or explain complex points.

Proficiency / Hyfedredd

I can: Advise on/talk about routine, non-routine, complex, contentious or 

sensitive issues related to own experiences Give a presentation/demonstration 

and deal confidently with hostile or unpredictable questions
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Graph (1) Participation Rate by Staff Group ï2020 vs 2025  

DATA SOURCE: ESR DW 
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Graph (2) Agency Pay by Staff Group ï Financial Years 2020/21 to 2024/25  

DATA SOURCE: NHS WALES FINANCIAL MONITORING RETURNS 
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Graph (3) Sickness by Staff Group ï Financial Years 2020/21 to 2024/25  

DATA SOURCE: ESR DW 
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Summary Sickness Reasons 

Sickness Reasons Workforce Trends 

Summary 

Anxiety/stress/depression/other psychiatric 

illnesses 

Anxiety/Stress 

Asthma Other sickness 

Musculo-skeletal Back Back & Other 

Musculoskeletal 

Back Problems Back & Other 

Musculoskeletal 

Benign and malignant tumours, cancers Other sickness 

Blood disorders Other sickness 

Burns, poisoning, frostbite, hypothermia Other sickness 

Respiratory Respiratory & 

Infectious Disease 

Chest & respiratory problems Respiratory & 

Infectious Disease 

Cold, Cough, Flu - Influenza Cold, Cough, Flu 

Dental and oral problems Other sickness 

Ear, nose, throat (ENT) Other sickness 

Endocrine / glandular problems Other sickness 

Eye problems Other sickness 

Gastrointestinal problems Other sickness 

Genitourinary & gynaecological disorders Other sickness 

Sickness Reasons Workforce Trends 

Summary 

Headache / migraine Other sickness 

Cardiac Conditions Other sickness 

Hypertension Other sickness 

Heart, cardiac & circulatory problems Other sickness 

Infectious diseases  Respiratory & 

Infectious Disease 

Neurological Other sickness 

Nervous system disorders Other sickness 

Other musculoskeletal problems Back & Other 

Musculoskeletal 

Injury, fracture Back & Other 

Musculoskeletal 

Pregnancy related disorders Other sickness 

Skin disorders Other sickness 

Substance abuse Other sickness 

Surgery Other sickness 

Other known causes - not elsewhere classified Other sickness 

Unknown causes / Not specified Other sickness 



1 
 

 

Annex 4 ï HEIW, Workforce Data  

 

The following information is by staff in post, by staff group and grade summary.  This 

contains information on staff earnings per FTE, per employee on basic salary, additional 

salary and total earnings.   

1. FTE/Headcount 

2. Gender  

3. Ethnicity 

4. Disability 

5. Age 

6. LED 

7. CDS 

8. Leavers/Turnover 

9. Leaver and Turnover Average 

10. Staff Earnings 
 

Staffing Overview: Grades, Full Time Equivalent, Headcount and Participation Rate (March 2025) 

 

 

 

 

 

 

 

Grade Summary FTE Headcount Participation Rate

Band 1 - 4 36,776.90                            44,058                                0.83                                              

Band 5 - 7 46,568.16                            51,813                                0.90                                              

Band 8 - 9 7,111.97                              7,628                                  0.93                                              

Non AfC 318.03                                  440                                      0.72                                              

ESP 202.57                                  212                                      0.96                                              

Consultant 3,327.53                              3,619                                  0.92                                              

SAS 1,052.07                              1,173                                  0.90                                              

Training Grade 3,230.55                              3,449                                  0.94                                              

LED 1,159.25                              1,185                                  0.98                                              

GP 121.61                                  330                                      0.37                                              

Dental Grade 94.87                                    150                                      0.60                                              

Staffing Overview: Grades, Full Time Equivalant, Headcount and Participation 

Rate (March 2025)
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Workforce Gender Distribution and Participation Rates by Grade Group ς March 2025 

 

 

 

Workforce Ethnicity Distribution by Group and FTE ς March 2025 

 

Workforce Disability Status by Grade (FTE) ς March 2025 

Workforce Disability Status by Grade (FTE) ς March 2025 

Grade Summary (Grade. FTE) Yes (FTE, %) No (FTE, %) 
Not Declared/ 

Unknown (FTE, %) 

Band 1 - 4 (36776.9) 2418.53 (6.6%) 28189.37 (76.6%) 6169 (16.8%) 

Band 5 - 7 (46568.16) 3168.64 (6.8%) 37685.6 (80.9%) 5713.92 (12.3%) 

Band 8 - 9 (7111.97) 417.48 (5.9%) 6033.67 (84.8%) 660.82 (9.3%) 

Non AfC (318.03) 28.37 (8.9%) 203.75 (64.1%) 85.91 (27%) 

ESP (202.57) 11.6 (5.7%) 132.01 (65.2%) 58.96 (29.1%) 

Consultant (3327.53) 93.95 (2.8%) 2247.99 (67.6%) 985.59 (29.6%) 

SAS (1052.07) 30.22 (2.9%) 749.02 (71.2%) 272.82 (25.9%) 

Training Grade (3230.55) 43.9 (1.4%) 2826.4 (87.5%) 360.25 (11.2%) 

LED (1159.25) 26.65 (2.3%) 820.54 (70.8%) 312.06 (26.9%) 

GP (121.61) 6.19 (5.1%) 78.88 (64.9%) 36.54 (30%) 

Dental Grade (94.87) 1.92 (2%) 70.42 (74.2%) 22.53 (23.7%) 

 

Difference (Female - Male)

Female (FTE, %) Male (FTE, %) Female (HC) Male (HC)
Participation Rate 

(Female)

Participation Rate 

(Male)

Participation Rate Difference 

(F -M)

Band 1 - 4 (36776.89) 27877.03 (75.8%) 8899.86 (24.2%) 34,279                             9,779                            0.81 0.91 -0.1

Band 5 - 7 (46568.15) 37418.72 (80.4%) 9149.43 (19.6%) 42,297                             9,516                            0.88 0.96 -0.08

Band 8 - 9 (7111.96) 4937.05 (69.4%) 2174.91 (30.6%) 5,382                                2,246                            0.92 0.97 -0.05

Non AfC (318.03) 195.96 (61.6%) 122.07 (38.4%) 274                                   166                               0.72 0.74 -0.02

ESP (202.57) 110.19 (54.4%) 92.38 (45.6%) 115                                   97                                  0.96 0.95 0.01

Consultant (3327.54) 1247.06 (37.5%) 2080.48 (62.5%) 1,405                                2,214                            0.89 0.94 -0.05

SAS (1052.06) 435.3 (41.4%) 616.76 (58.6%) 516                                   657                               0.84 0.94 -0.1

Training Grade (3230.55) 1719.9 (53.2%) 1510.65 (46.8%) 1,883                                1,566                            0.91 0.96 -0.05

LED (1159.25) 509.15 (43.9%) 650.1 (56.1%) 527                                   658                               0.97 0.99 -0.02

GP (121.61) 73.95 (60.8%) 47.66 (39.2%) 196                                   134                               0.38 0.36 0.02

Dental Grade (94.87) 66.36 (69.9%) 28.51 (30.1%) 105                                   45                                  0.63 0.63 0

Full time Equivalent Headcount Female -Male

²ƻǊƪŦƻǊŎŜ DŜƴŘŜǊ 5ƛǎǘǊƛōǳǘƛƻƴ ŀƴŘ tŀǊǘƛŎƛǇŀǘƛƻƴ wŀǘŜǎ ōȅ DǊŀŘŜ DǊƻǳǇ ς aŀǊŎƘ нлнр

Grade Summary (Group, 

Total FTE)

Group Summary (Group, FTE) White (FTE, %)
Asian / Asian British 

(FTE, %)

Black / African / Caribbean 

/ Black British (FTE, %)

Mixed / Multiple ethnic 

groups (FTE, %)

Other Ethnic Groups 

(FTE, %)

Not Stated/Unknown 

(FTE, %)

Band 1 - 4 (36776.9) 30,905.43 (84%) 1165.44 (3.2%) 560.53 (1.5%) 344.83 (0.9%) 418.78 (1.1%) 3381.89 (9.2%)

Band 5 - 7 (46568.16) 37,526.56 (80.6%) 2903.24 (6.2%) 911.4 (2%) 510.22 (1.1%) 786.27 (1.7%) 3930.48 (8.4%)

Band 8 - 9 (7111.97) 6,443.99 (90.6%) 105.29 (1.5%) 43.93 (0.6%) 72.75 (1%) 47.41 (0.7%) 398.6 (5.6%)

Non AfC (318.03) 208.84 (65.7%) 19.81 (6.2%) 6.02 (1.9%) 4.6 (1.4%) 4.34 (1.4%) 74.42 (23.4%)

ESP (202.57) 150.08 (74.1%) 4 (2%) 2 (1%) 1 (0.5%) 0 (0%) 45.49 (22.5%)

Consultant (3327.53) 1772.56 (53.3%) 731.8 (22%) 75.3 (2.3%) 63.33 (1.9%) 163.85 (4.9%) 520.7 (15.6%)

SAS (1052.07) 263.75 (25.1%) 390.21 (37.1%) 74.65 (7.1%) 28.11 (2.7%) 96.4 (9.2%) 198.95 (18.9%)

Training Grade (3230.55) 1752.1 (54.2%) 643.3 (19.9%) 227.6 (7%) 82.1 (2.5%) 235.4 (7.3%) 290.05 (9%)

LED (1159.25) 183.51 (15.8%) 362.7 (31.3%) 90.7 (7.8%) 46.4 (4%) 103.98 (9%) 371.96 (32.1%)

GP (121.61) 72.84 (59.9%) 14.54 (12%) 1.26 (1%) 1.9 (1.6%) 4.49 (3.7%) 26.58 (21.9%)

Dental Grade (94.87) 68.73 (72.4%) 7.94 (8.4%) 0 (0%) 3.31 (3.5%) 1.8 (1.9%) 13.09 (13.8%)

²ƻǊƪŦƻǊŎŜ 9ǘƘƴƛŎƛǘȅ 5ƛǎǘǊƛōǳǘƛƻƴ ōȅ DǊƻǳǇ ŀƴŘ C¢9 ς aŀǊŎƘ нлнр
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Workforce Age Distribution by Grade (FTE) ς March 2025 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Grade Summary (Grade, FTE)<20 (FTE,%) 21-30 (FTE,%) 31-40 (FTE,%) 41-50 (FTE,%) 51-60 (FTE,%) 61-70 (FTE,%) 71-80 (FTE,%) 81-90 (FTE,%)

Band 1 - 4 (36776.9) 578.14 (1.6%) 5958.04 (16.2%) 7835.45 (21.3%) 7497.94 (20.4%) 10197.36 (27.7%) 4468.42 (12.2%) 234.37 (0.6%) 7.17 (0%)
Band 5 - 7 (46568.16) 2 (0%) 10001.97 (21.5%) 13685.81 (29.4%) 10900.57 (23.4%) 9591.23 (20.6%) 2325.07 (5%) 59.56 (0.1%) 1.95 (0%)
Band 8 - 9 (7111.97) 0 (0%) 181.35 (2.5%) 1605.94 (22.6%) 2582.41 (36.3%) 2374.57 (33.4%) 358.59 (5%) 9.11 (0.1%) 0 (0%)
Non AfC (318.03) 25.65 (8.1%) 21.61 (6.8%) 46.25 (14.5%) 84.45 (26.6%) 98.55 (31%) 38.03 (12%) 3.49 (1.1%) 0 (0%)
ESP (202.57) 0 (0%) 3 (1.5%) 8 (3.9%) 44.99 (22.2%) 95.82 (47.3%) 44.09 (21.8%) 6.67 (3.3%) 0 (0%)
Consultant (3327.53) 0 (0%) 1 (0%) 543.8 (16.3%) 1282.19 (38.5%) 1168.02 (35.1%) 305.68 (9.2%) 25.55 (0.8%) 1.3 (0%)
SAS (1052.07) 0 (0%) 21 (2%) 302.32 (28.7%) 359.89 (34.2%) 257.09 (24.4%) 99.4 (9.4%) 12.36 (1.2%) 0 (0%)
Training Grade (3230.55) 0 (0%) 1524.2 (47.2%) 1502.95 (46.5%) 187.4 (5.8%) 14 (0.4%) 2 (0.1%) 0 (0%) 0 (0%)
LED (1159.25) 0 (0%) 441.91 (38.1%) 574.37 (49.5%) 117.68 (10.2%) 24.1 (2.1%) 0.2 (0%) 0 (0%) 1 (0.1%)
GP (121.61) 0 (0%) 0 (0%) 21.59 (17.8%) 45.64 (37.5%) 43.95 (36.1%) 9.44 (7.8%) 1 (0.8%) 0 (0%)
Dental Grade (94.87) 0 (0%) 9.6 (10.1%) 31.25 (32.9%) 26.16 (27.6%) 17.05 (18%) 9.5 (10%) 1.31 (1.4%) 0 (0%)

ìŸƖťŉŸƖĦĲН ŊĲН?ŔƚƣƖŔĤƨƣŔŸŰНĤǃН]ƖċĬĲНы[ÑEьНтН~ċƖĦőНΞΜΞΡ
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Total number of Locally Employed Doctors by Specialty and Health boards 

 

 

 

 

Specialty (FTE)
BETSI CADWALADR UNIVERSITY 

LHB (FTE,%)
SWANSEA BAY UNIVERSITY 

LHB (FTE,%)
ANEURIN BEVAN UNIVERSITY 

LHB (FTE,%)
CARDIFF AND VALE UNIVERSITY 

LHB (FTE,%)

Acute Internal Medicine (15.7) 15 (95.5%) 0.7 (4.5%) 0 (0%) 0 (0%)
Acute Internal Medicine Locum (1) 1 (100%) 0 (0%) 0 (0%) 0 (0%)
Anaesthetics (48.5) 16.6 (34.3%) 18.85 (38.9%) 5 (10.3%) 3 (6.2%)
Anaesthetics Locum (0.8) 0 (0%) 0.8 (100%) 0 (0%) 0 (0%)
Cardio-thoracic Surgery (15) 0 (0%) 8 (53.3%) 0 (0%) 7 (46.7%)
Cardiology (12.8) 3.8 (29.7%) 3 (23.4%) 2 (15.6%) 4 (31.2%)
Cardiology Locum (3) 3 (100%) 0 (0%) 0 (0%) 0 (0%)
Chemical Pathology (1) 0 (0%) 0 (0%) 0 (0%) 1 (100%)
Child and Adolescent Psychiatry (1) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Clinical Neurophysiology (2) 0 (0%) 0 (0%) 0 (0%) 2 (100%)
Clinical Oncology (13.4) 5 (37.3%) 0 (0%) 0 (0%) 0 (0%)
Clinical Oncology Locum (1) 1 (100%) 0 (0%) 0 (0%) 0 (0%)
Dermatology (3) 1 (33.3%) 1 (33.3%) 1 (33.3%) 0 (0%)
Emergency Medicine (116) 23.8 (20.5%) 11.5 (9.9%) 14.6 (12.6%) 19.9 (17.2%)
Emergency Medicine Locum (7) 6 (85.7%) 1 (14.3%) 0 (0%) 0 (0%)
Endocrinology and Diabetes Mellitus (1.6) 1.6 (100%) 0 (0%) 0 (0%) 0 (0%)
Endocrinology and Diabetes Mellitus Locum (1)1 (100%) 0 (0%) 0 (0%) 0 (0%)
Gastro-enterology (35.7) 3 (8.4%) 0 (0%) 1 (2.8%) 31.7 (88.8%)
General (Internal) Medicine (260.8) 13.8 (5.3%) 61.68 (23.7%) 76.54 (29.3%) 18.2 (7%)
General (Internal) Medicine Locum (8) 7 (87.5%) 0 (0%) 0 (0%) 0 (0%)
General Psychiatry (24.5) 2 (8.2%) 0.5 (2%) 6 (24.5%) 2 (8.2%)
General Psychiatry Locum (9.8) 5 (51%) 2.8 (28.6%) 0 (0%) 0 (0%)
General Surgery (84.7) 14 (16.5%) 7 (8.3%) 24 (28.3%) 16 (18.9%)
General Surgery Locum (3) 2 (66.7%) 0 (0%) 0 (0%) 0 (0%)
Geriatric Medicine (14) 7 (50%) 4 (28.6%) 3 (21.4%) 0 (0%)
Geriatric Medicine Locum (4) 4 (100%) 0 (0%) 0 (0%) 0 (0%)
Haematology (12) 0 (0%) 6 (50%) 2 (16.7%) 3 (25%)
Infectious Diseases (0.8) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Intensive Care Medicine (11.6) 0 (0%) 0 (0%) 0 (0%) 11.6 (100%)
Medical Microbiology (14.3) 0 (0%) 0 (0%) 0 (0%) 1 (7%)
Medical Oncology (7.8) 0 (0%) 3 (38.5%) 1.8 (23.1%) 0 (0%)
Neurology (4.2) 0 (0%) 0.2 (4.8%) 0 (0%) 4 (95.2%)
Neurosurgery (9) 0 (0%) 1 (11.1%) 0 (0%) 8 (88.9%)
Obstetrics and Gynaecology (67.6) 20.07 (29.7%) 4 (5.9%) 11.5 (17%) 16 (23.7%)
Obstetrics and Gynaecology Locum (5) 0 (0%) 3 (60%) 0 (0%) 0 (0%)
Old Age Psychiatry (3) 0 (0%) 1 (33.3%) 0 (0%) 0 (0%)
Old Age Psychiatry Locum (2) 0 (0%) 1 (50%) 0 (0%) 0 (0%)
Ophthalmology (6) 1 (16.7%) 0 (0%) 0 (0%) 4 (66.7%)
Oral Surgery (2) 0 (0%) 0 (0%) 2 (100%) 0 (0%)
Oral and Maxillo-Facial Surgery (7.8) 4 (51%) 0 (0%) 0 (0%) 2.85 (36.3%)
Oral and Maxillo-Facial Surgery Locum (2) 0 (0%) 2 (100%) 0 (0%) 0 (0%)
Orthodontics (1) 0 (0%) 1 (100%) 0 (0%) 0 (0%)
Other Specialities (17.5) 2 (11.4%) 2.5 (14.3%) 0 (0%) 7 (40%)
Otolaryngology (12) 7 (58.3%) 0 (0%) 3 (25%) 0 (0%)
Otolaryngology Locum (1) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Paediatric Surgery (7.1) 0 (0%) 0 (0%) 0 (0%) 7.1 (100%)
Paediatrics (73.9) 17.65 (23.9%) 6 (8.1%) 12 (16.2%) 19.42 (26.3%)
Paediatrics Locum (2) 1 (50%) 1 (50%) 0 (0%) 0 (0%)
Palliative Medicine (8) 0 (0%) 3 (37.5%) 0 (0%) 0 (0%)
Plastic Surgery (8.7) 0 (0%) 8.7 (100%) 0 (0%) 0 (0%)
Public Health Dental (1) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Public Health Medicine (6.8) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Rehabilitation Medicine (1) 0 (0%) 1 (100%) 0 (0%) 0 (0%)
Renal Medicine (8) 2 (25%) 1 (12.5%) 0 (0%) 5 (62.5%)
Respiratory Medicine (6.9) 4 (58%) 1 (14.5%) 0 (0%) 1.9 (27.5%)
Respiratory Medicine Locum (2) 2 (100%) 0 (0%) 0 (0%) 0 (0%)
Restorative Dentistry (1) 0 (0%) 0 (0%) 0 (0%) 1 (100%)
Rheumatology (1) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Special Care Dentistry (1) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Trauma and Orthopaedic Surgery (126) 17 (13.5%) 19 (15.1%) 33 (26.2%) 24 (19%)
Trauma and Orthopaedic Surgery Locum (1)0 (0%) 1 (100%) 0 (0%) 0 (0%)
Urology (22) 5 (22.7%) 2 (9.1%) 7 (31.8%) 3 (13.6%)
Vascular Surgery (7) 1 (14.3%) 6 (85.7%) 0 (0%) 0 (0%)
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Specialty (FTE)
CWM TAF MORGANNWG UNIVERSITY 

LHB (FTE,%)
HYWEL DDA UNIVERSITY 

LHB (FTE,%)
VELINDRE UNIVERSITY NHS 

TRUST (FTE,%)
HEALTH EDUCATION AND IMPROVEMENT 

WALES (FTE,%)

Acute Internal Medicine (15.7) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Acute Internal Medicine Locum (1) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Anaesthetics (48.5) 2 (4.1%) 3 (6.2%) 0 (0%) 0 (0%)
Anaesthetics Locum (0.8) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Cardio-thoracic Surgery (15) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Cardiology (12.8) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Cardiology Locum (3) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Chemical Pathology (1) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Child and Adolescent Psychiatry (1) 0 (0%) 1 (100%) 0 (0%) 0 (0%)
Clinical Neurophysiology (2) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Clinical Oncology (13.4) 0 (0%) 0 (0%) 8.4 (62.7%) 0 (0%)
Clinical Oncology Locum (1) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Dermatology (3) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Emergency Medicine (116) 23.18 (20%) 23 (19.8%) 0 (0%) 0 (0%)
Emergency Medicine Locum (7) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Endocrinology and Diabetes Mellitus (1.6) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Endocrinology and Diabetes Mellitus Locum (1)0 (0%) 0 (0%) 0 (0%) 0 (0%)
Gastro-enterology (35.7) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
General (Internal) Medicine (260.8) 30.4 (11.7%) 59.8 (22.9%) 0 (0%) 0.38 (0.1%)
General (Internal) Medicine Locum (8) 1 (12.5%) 0 (0%) 0 (0%) 0 (0%)
General Psychiatry (24.5) 0 (0%) 14 (57.1%) 0 (0%) 0 (0%)
General Psychiatry Locum (9.8) 2 (20.4%) 0 (0%) 0 (0%) 0 (0%)
General Surgery (84.7) 9.71 (11.5%) 14 (16.5%) 0 (0%) 0 (0%)
General Surgery Locum (3) 1 (33.3%) 0 (0%) 0 (0%) 0 (0%)
Geriatric Medicine (14) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Geriatric Medicine Locum (4) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Haematology (12) 0 (0%) 1 (8.3%) 0 (0%) 0 (0%)
Infectious Diseases (0.8) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Intensive Care Medicine (11.6) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Medical Microbiology (14.3) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Medical Oncology (7.8) 0 (0%) 0 (0%) 3 (38.5%) 0 (0%)
Neurology (4.2) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Neurosurgery (9) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Obstetrics and Gynaecology (67.6) 10 (14.8%) 6 (8.9%) 0 (0%) 0 (0%)
Obstetrics and Gynaecology Locum (5) 2 (40%) 0 (0%) 0 (0%) 0 (0%)
Old Age Psychiatry (3) 0 (0%) 2 (66.7%) 0 (0%) 0 (0%)
Old Age Psychiatry Locum (2) 1 (50%) 0 (0%) 0 (0%) 0 (0%)
Ophthalmology (6) 1 (16.7%) 0 (0%) 0 (0%) 0 (0%)
Oral Surgery (2) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Oral and Maxillo-Facial Surgery (7.8) 1 (12.7%) 0 (0%) 0 (0%) 0 (0%)
Oral and Maxillo-Facial Surgery Locum (2) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Orthodontics (1) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Other Specialities (17.5) 6 (34.3%) 0 (0%) 0 (0%) 0 (0%)
Otolaryngology (12) 1 (8.3%) 1 (8.3%) 0 (0%) 0 (0%)
Otolaryngology Locum (1) 0 (0%) 1 (100%) 0 (0%) 0 (0%)
Paediatric Surgery (7.1) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Paediatrics (73.9) 17.8 (24.1%) 1 (1.4%) 0 (0%) 0 (0%)
Paediatrics Locum (2) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Palliative Medicine (8) 0 (0%) 0 (0%) 5 (62.5%) 0 (0%)
Plastic Surgery (8.7) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Public Health Dental (1) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Public Health Medicine (6.8) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Rehabilitation Medicine (1) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Renal Medicine (8) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Respiratory Medicine (6.9) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Respiratory Medicine Locum (2) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Restorative Dentistry (1) 0 (0%) 0 (0%) 0 (0%) 0 (0%)
Rheumatology (1) 1 (100%) 0 (0%) 0 (0%) 0 (0%)
Special Care Dentistry (1) 0 (0%) 0 (0%) 0 (0%) 1 (100%)
Trauma and Orthopaedic Surgery (126) 18 (14.3%) 15 (11.9%) 0 (0%) 0 (0%)
Trauma and Orthopaedic Surgery Locum (1)0 (0%) 0 (0%) 0 (0%) 0 (0%)
Urology (22) 0 (0%) 5 (22.7%) 0 (0%) 0 (0%)
Vascular Surgery (7) 0 (0%) 0 (0%) 0 (0%) 0 (0%)



 

  

 
 

 

 

Specialty (FTE) PUBLIC HEALTH WALES NHS TRUST (FTE,%)

Acute Internal Medicine (15.7) 0 (0%)
Acute Internal Medicine Locum (1) 0 (0%)
Anaesthetics (48.5) 0 (0%)
Anaesthetics Locum (0.8) 0 (0%)
Cardio-thoracic Surgery (15) 0 (0%)
Cardiology (12.8) 0 (0%)
Cardiology Locum (3) 0 (0%)
Chemical Pathology (1) 0 (0%)
Child and Adolescent Psychiatry (1) 0 (0%)
Clinical Neurophysiology (2) 0 (0%)
Clinical Oncology (13.4) 0 (0%)
Clinical Oncology Locum (1) 0 (0%)
Dermatology (3) 0 (0%)
Emergency Medicine (116) 0 (0%)
Emergency Medicine Locum (7) 0 (0%)
Endocrinology and Diabetes Mellitus (1.6) 0 (0%)
Endocrinology and Diabetes Mellitus Locum (1)0 (0%)
Gastro-enterology (35.7) 0 (0%)
General (Internal) Medicine (260.8) 0 (0%)
General (Internal) Medicine Locum (8) 0 (0%)
General Psychiatry (24.5) 0 (0%)
General Psychiatry Locum (9.8) 0 (0%)
General Surgery (84.7) 0 (0%)
General Surgery Locum (3) 0 (0%)
Geriatric Medicine (14) 0 (0%)
Geriatric Medicine Locum (4) 0 (0%)
Haematology (12) 0 (0%)
Infectious Diseases (0.8) 0.8 (100%)
Intensive Care Medicine (11.6) 0 (0%)
Medical Microbiology (14.3) 13.34 (93%)
Medical Oncology (7.8) 0 (0%)
Neurology (4.2) 0 (0%)
Neurosurgery (9) 0 (0%)
Obstetrics and Gynaecology (67.6) 0 (0%)
Obstetrics and Gynaecology Locum (5) 0 (0%)
Old Age Psychiatry (3) 0 (0%)
Old Age Psychiatry Locum (2) 0 (0%)
Ophthalmology (6) 0 (0%)
Oral Surgery (2) 0 (0%)
Oral and Maxillo-Facial Surgery (7.8) 0 (0%)
Oral and Maxillo-Facial Surgery Locum (2) 0 (0%)
Orthodontics (1) 0 (0%)
Other Specialities (17.5) 0 (0%)
Otolaryngology (12) 0 (0%)
Otolaryngology Locum (1) 0 (0%)
Paediatric Surgery (7.1) 0 (0%)
Paediatrics (73.9) 0 (0%)
Paediatrics Locum (2) 0 (0%)
Palliative Medicine (8) 0 (0%)
Plastic Surgery (8.7) 0 (0%)
Public Health Dental (1) 1 (100%)
Public Health Medicine (6.8) 6.8 (100%)
Rehabilitation Medicine (1) 0 (0%)
Renal Medicine (8) 0 (0%)
Respiratory Medicine (6.9) 0 (0%)
Respiratory Medicine Locum (2) 0 (0%)
Restorative Dentistry (1) 0 (0%)
Rheumatology (1) 0 (0%)
Special Care Dentistry (1) 0 (0%)
Trauma and Orthopaedic Surgery (126) 0 (0%)
Trauma and Orthopaedic Surgery Locum (1)0 (0%)
Urology (22) 0 (0%)
Vascular Surgery (7) 0 (0%)



 

  

 

Community Dental Services workforce, by Grade and FTE 

Community Dental Services workforce, by Grade 
and FTE 

Grade Summary (Grade, FTE) FTE, % 

Band 1 - 4 (30.17) 30.17 (54.6%) 
Band 5 - 7 (12.26) 12.26 (22.2%) 
Band 8 - 9 (1.6) 1.6 (2.9%) 
Consultant (1.5) 1.5 (2.7%) 
Dental Grade (9.73) 9.73 (17.6%) 

  

 

Note: percentage is 
calculated from th total 
CDS workforce's FTE 

 

 

Leavers and Turnover rate April 2024-March 2025 

 

 

Grade Summary Total Headcount Leavers  Count Leavers Rate

Band 1 - 4 45,205                        3,299                          7.3

Band 5 - 7 49,995                        2,611                          5.22

Band 8 - 9 7,429                          294                              3.96

Non AfC 512                              52                                10.16

ESP 205                              20                                9.76

Consultant 3,538                          118                              3.34

SAS 1,148                          122                              10.63

Training Grade 4,439                          1,020                          22.98

GP 299                              11                                3.68

Dental Grade 167 13 7.78

Leavers Summary by Grades (April 2024 -March 2025)



 

  

 

 

 

Leavers and Turnover rates by Gender Split  

 

 

Leaver and Turnover Rates by Age Bands  (April 2024 - March 2025 
Age Group Leavers Rate Turnover Rate 

<20 17.34 17.21 
21-30 10.73 10.59 
31-40 5.98 5.86 
41-50 3.5 3.47 
51-60 4.88 4.88 
61-70 13.33 12.79 
71-80 16.3 15.48 
81-90 0 0 

 

 

 

 

Grade Summary
Total Headcount 

April 2024

Total Headcount 

March 2025

Average 

Headcount
Leavers  Count Turnover Rate

Band 1 - 4 45,205                          44,705                           44955 3299 7.34
Band 5 - 7 49,995                          52,537                           51266 2611 5.09
Band 8 - 9 7,429                             7,830                             7629.5 294 3.85
Non AfC 512                                499                                 505.5 52 10.29
ESP 205                                213                                 209 20 9.57
Consultant 3,538                             3,659                             3598.5 118 3.28
SAS 1,148                             1,187                             1167.5 122 10.45
Training Grade 3,324                             3,466                             3395 696 20.5
GP 299                                398                                 348.5 11 3.16
Dental Grade 167 160 163.5 13 7.95

Turnover Summary by Grades (April 2024 -March 2025)

Gender Leavers Rate Turnover Rate
Male 7.6 7.48
Female 6.42 6.34

Leaver and Turnover Rates by Gender Split  (April 2024 - March 2025

Ethnicity Leavers Rate Turnover Rate

White 6.01 5.94
Black / African / Caribbean / Black British 12.62 11.49
Asian / Asian British 9.36 8.82
Mixed / Multiple ethnic groups 10.75 10.29
Other Ethnic Groups 7.41 7.04
Not Stated/Unknown 9.21 9.35

Leaver and Turnover Rates by Ethnicity  (April 2024 - March 2025



 

  

 

 

 

 

NHS Staff Earnings per Full-Time Equivalent (FTE) and per Employee : 2024-25 

 

 

 

 

 

 

Disability Status Leavers Rate Turnover Rate
Yes 7.34 6.75
No 6.45 6.29
Not Declared/ Unknown 7.52 8.01

Leaver and Turnover Rates by Disability Status  (April 2024 - March 2025

Grade Summary Annual basic pay (£) Annual Additional pay (£) Annual total earnings (£)

Band 1 - 4 25,490.69                                  4,632.36                                                            30,123.04                                           

Band 5 - 7 40,366.01                                  7,361.02                                                            47,727.03                                           

Band 8 - 9 67,612.52                                  5,181.84                                                            72,794.36                                           

Non AfC 75,461.61                                  49,931.88                                                         125,393.49                                         

ESP 96,218.29                                  6,678.81                                                            102,897.10                                         

Consultant 134,341.98                                13,876.08                                                         148,218.06                                         

SAS 87,972.48                                  13,284.06                                                         101,256.54                                         

Training Grade 51,295.69                                  13,149.01                                                         64,444.70                                           

GP 115,436.32                                22,456.52                                                         137,892.84                                         

Dental Grade 86,840.59                                  11,263.79                                                         98,104.38                                           

Annual Pay Summary by Grade (per FTE Basis): April 2024 to March 2025

Grade Summary Annual basic pay (£) Annual Additional pay (£) Annual total earnings (£)

Band 1 - 4 21,239.06                                 3,859.72                                                 25,098.78                                          

Band 5 - 7 36,176.59                                 6,597.05                                                 42,773.65                                          

Band 8 - 9 62,624.43                                 4,799.55                                                 67,423.98                                          

Non AfC 5,375.72                                   3,557.04                                                 8,932.76                                            

ESP 91,374.84                                 6,342.61                                                 97,717.45                                          

Consultant 121,819.93                              12,582.69                                               134,402.63                                        

SAS 77,567.61                                 11,712.90                                               89,280.51                                          

Training Grade 48,051.72                                 12,317.46                                               60,369.17                                          

GP 40,241.94                                 7,828.51                                                 48,070.44                                          

Dental Grade 53,961.14                                 6,999.11                                                 60,960.26                                          

Annual Pay Summary by Grade (per Employee Basis): April 2024 to March 2025

Grade Summary Annual basic pay (£) Annual Additional pay (£) Annual total earnings (£)
Add Prof Scientific and Technic                                   51,100.28                                                              4,891.46                                              55,991.74 

Additional Clinical Services                                    26,334.18                                                              5,892.88                                              32,227.07 

Administrative and Clerical                                    37,605.89                                                              3,046.84                                              40,652.73 

Allied Health Professionals                                    44,374.61                                                              7,966.39                                              52,341.00 

Estates and Ancillary                                    25,639.39                                                              5,872.86                                              31,512.26 

Healthcare Scientists                                    47,137.59                                                              6,549.73                                              53,687.32 

Medical and Dental                                    88,115.67                                                            14,927.87                                           103,043.54 

Nursing and Midwifery 

Registered                                    41,061.56                                                              8,311.25                                              49,372.81 

Students                                    33,515.17                                                              5,839.80                                              39,354.98 

Annual Pay Summary by Staff group (per FTE Basis): April 2024 to March 2025



 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Grade Summary Annual basic pay (£) Annual Additional pay (£) Annual total earnings (£)
Add Prof Scientific and Technic                                  44,306.08                                                    4,241.10                                            48,547.18 

Additional Clinical Services                                   22,630.34                                                    5,064.06                                            27,694.40 

Administrative and Clerical                                   33,276.97                                                    2,696.11                                            35,973.08 

Allied Health Professionals                                   39,709.57                                                    7,128.89                                            46,838.46 

Estates and Ancillary                                   20,309.23                                                    4,651.96                                            24,961.19 

Healthcare Scientists                                   43,751.50                                                    6,079.24                                            49,830.74 

Medical and Dental                                   59,957.92                                                 10,157.60                                            70,115.52 

Nursing and Midwifery 

Registered                                   36,085.44                                                    7,304.04                                            43,389.48 

Students                                   31,995.43                                                    5,575.00                                            37,570.43 

Annual Pay Summary by Staff group (per Employee Basis): April 2024 to March 2025



 

  

 

 

Annex 5 ï HEIW, Recruitment Activity  

 

The embedded spreadsheet contains vacancies advertised by NHS Wales Shared Services 

Partnership from August 2023 to June 2025.  

Data excluded- Any non agenda for change activity including Medical (please see further table 

below of the Medical activity managed by NWSSP Recruitment)), Non-Exec Directorôs, VSM. 



 

   

Staff group
Years 

(Advertising 
started at)

Months 
(Advertising 
started at)

Count of Vacancy 
ID

Sum of Full-time 
equivalents

Additional Clinical Services 2023 Aug 315 562.6
Additional Clinical Services 2023 Sep 277 406.85
Additional Clinical Services 2023 Oct 323 495.6
Additional Clinical Services 2023 Nov 302 461.81
Additional Clinical Services 2023 Dec 212 309.77
Additional Clinical Services 2024 Jan 293 380.53
Additional Clinical Services 2024 Feb 284 430.25
Additional Clinical Services 2024 Mar 241 366.13
Additional Clinical Services 2024 Apr 256 449.88
Additional Clinical Services 2024 May 287 410.75
Additional Clinical Services 2024 Jun 253 449.5
Additional Clinical Services 2024 Jul 319 508.07
Additional Clinical Services 2024 Aug 260 373.75
Additional Clinical Services 2024 Sep 265 474.29
Additional Clinical Services 2024 Oct 311 586.71
Additional Clinical Services 2024 Nov 244 436.96
Additional Clinical Services 2024 Dec 195 276.45
Additional Clinical Services 2025 Jan 232 346.64
Additional Clinical Services 2025 Feb 187 246.89
Additional Clinical Services 2025 Mar 197 250.78
Additional Clinical Services 2025 Apr 216 333.04
Additional Clinical Services 2025 May 197 290.27
Additional Clinical Services 2025 Jun 218 299.38
Additional Clinical Services Total 2025 5884 9146.9
Additional Professional Scientific and Technical 2023 Aug 104 113.72
Additional Professional Scientific and Technical 2023 Sep 76 69.84
Additional Professional Scientific and Technical 2023 Oct 71 71.27
Additional Professional Scientific and Technical 2023 Nov 68 67.31
Additional Professional Scientific and Technical 2023 Dec 65 68.75
Additional Professional Scientific and Technical 2024 Jan 79 80.19
Additional Professional Scientific and Technical 2024 Feb 70 80.74
Additional Professional Scientific and Technical 2024 Mar 67 71.7
Additional Professional Scientific and Technical 2024 Apr 78 79.72
Additional Professional Scientific and Technical 2024 May 82 106.72
Additional Professional Scientific and Technical 2024 Jun 58 62.05
Additional Professional Scientific and Technical 2024 Jul 84 89.42
Additional Professional Scientific and Technical 2024 Aug 76 80.79
Additional Professional Scientific and Technical 2024 Sep 69 73.56
Additional Professional Scientific and Technical 2024 Oct 95 92.07
Additional Professional Scientific and Technical 2024 Nov 71 79.94
Additional Professional Scientific and Technical 2024 Dec 54 50.77
Additional Professional Scientific and Technical 2025 Jan 55 62.16
Additional Professional Scientific and Technical 2025 Feb 65 81.94
Additional Professional Scientific and Technical 2025 Mar 71 68.48
Additional Professional Scientific and Technical 2025 Apr 57 57.47
Additional Professional Scientific and Technical 2025 May 58 76.4
Additional Professional Scientific and Technical 2025 Jun 82 85.77
Additional Professional Scientific and Technical Total 2025 1655 1770.78
Administrative and Clerical 2023 Aug 479 490.75
Administrative and Clerical 2023 Sep 450 440.76
Administrative and Clerical 2023 Oct 438 451.91
Administrative and Clerical 2023 Nov 471 490.51
Administrative and Clerical 2023 Dec 389 407.71
Administrative and Clerical 2024 Jan 428 432.04
Administrative and Clerical 2024 Feb 449 471.69
Administrative and Clerical 2024 Mar 406 410.38
Administrative and Clerical 2024 Apr 465 487.73
Administrative and Clerical 2024 May 519 547.85
Administrative and Clerical 2024 Jun 440 445.6
Administrative and Clerical 2024 Jul 555 591.07
Administrative and Clerical 2024 Aug 504 531.06
Administrative and Clerical 2024 Sep 461 465.29
Administrative and Clerical 2024 Oct 525 518.19
Administrative and Clerical 2024 Nov 418 425.32
Administrative and Clerical 2024 Dec 423 477.87
Administrative and Clerical 2025 Jan 360 400.88
Administrative and Clerical 2025 Feb 345 432.05
Administrative and Clerical 2025 Mar 327 327.16
Administrative and Clerical 2025 Apr 413 457.66
Administrative and Clerical 2025 May 458 503.03
Administrative and Clerical 2025 Jun 442 484.41
Administrative and Clerical Total 2025 10165 10690.92
Allied Health Professionals 2023 Aug 214 233.55
Allied Health Professionals 2023 Sep 204 216.27
Allied Health Professionals 2023 Oct 207 244.48
Allied Health Professionals 2023 Nov 208 255.19
Allied Health Professionals 2023 Dec 170 177.41
Allied Health Professionals 2024 Jan 201 286.74
Allied Health Professionals 2024 Feb 165 213.49
Allied Health Professionals 2024 Mar 168 293.97
Allied Health Professionals 2024 Apr 212 310.53
Allied Health Professionals 2024 May 144 236.5
Allied Health Professionals 2024 Jun 185 212.36
Allied Health Professionals 2024 Jul 199 235.17
Allied Health Professionals 2024 Aug 177 257.21
Allied Health Professionals 2024 Sep 162 238.95
Allied Health Professionals 2024 Oct 169 233.76
Allied Health Professionals 2024 Nov 149 327.73
Allied Health Professionals 2024 Dec 135 186.87
Allied Health Professionals 2025 Jan 159 358.73
Allied Health Professionals 2025 Feb 115 151.6
Allied Health Professionals 2025 Mar 167 239.68
Allied Health Professionals 2025 Apr 158 232.5
Allied Health Professionals 2025 May 150 293.54
Allied Health Professionals 2025 Jun 132 160.83
Allied Health Professionals Total 2025 3950 5597.06



 

   

Estates and Ancillary 2023 Aug 83 122.77
Estates and Ancillary 2023 Sep 80 137.45
Estates and Ancillary 2023 Oct 100 142.2
Estates and Ancillary 2023 Nov 77 128.07
Estates and Ancillary 2023 Dec 61 68.25
Estates and Ancillary 2024 Jan 58 75.04
Estates and Ancillary 2024 Feb 86 102.29
Estates and Ancillary 2024 Mar 76 118.76
Estates and Ancillary 2024 Apr 90 99.94
Estates and Ancillary 2024 May 108 120.09
Estates and Ancillary 2024 Jun 106 113.4
Estates and Ancillary 2024 Jul 92 120.08
Estates and Ancillary 2024 Aug 92 91.84
Estates and Ancillary 2024 Sep 75 103.89
Estates and Ancillary 2024 Oct 105 100.18
Estates and Ancillary 2024 Nov 107 101.14
Estates and Ancillary 2024 Dec 101 101.86
Estates and Ancillary 2025 Jan 100 91.13
Estates and Ancillary 2025 Feb 71 71.09
Estates and Ancillary 2025 Mar 98 83.27
Estates and Ancillary 2025 Apr 107 108.64
Estates and Ancillary 2025 May 99 136.73
Estates and Ancillary 2025 Jun 81 80.02
Estates and Ancillary Total 2025 2053 2418.13
Healthcare Scientists 2023 Aug 50 47.5
Healthcare Scientists 2023 Sep 38 44
Healthcare Scientists 2023 Oct 39 46.7
Healthcare Scientists 2023 Nov 35 36.35
Healthcare Scientists 2023 Dec 30 31.97
Healthcare Scientists 2024 Jan 66 98.81
Healthcare Scientists 2024 Feb 48 62.73
Healthcare Scientists 2024 Mar 42 54.5
Healthcare Scientists 2024 Apr 46 49.22
Healthcare Scientists 2024 May 59 71.64
Healthcare Scientists 2024 Jun 50 58.82
Healthcare Scientists 2024 Jul 59 65.6
Healthcare Scientists 2024 Aug 46 63.65
Healthcare Scientists 2024 Sep 45 49.88
Healthcare Scientists 2024 Oct 38 37.15
Healthcare Scientists 2024 Nov 42 83.82
Healthcare Scientists 2024 Dec 44 44.32
Healthcare Scientists 2025 Jan 34 38.97
Healthcare Scientists 2025 Feb 52 89.4
Healthcare Scientists 2025 Mar 43 44.6
Healthcare Scientists 2025 Apr 55 58.73
Healthcare Scientists 2025 May 55 58.78
Healthcare Scientists 2025 Jun 51 56.2
Healthcare Scientists Total 2025 1067 1293.34
Medical and Dental 2023 Aug 1 1
Medical and Dental 2023 Sep 6 4.5
Medical and Dental 2023 Oct 4 2.33
Medical and Dental 2023 Nov 3 1.6
Medical and Dental 2023 Dec 9 14.1
Medical and Dental 2024 Jan 6 3.8
Medical and Dental 2024 Feb 6 2.3
Medical and Dental 2024 Mar 9 5.2
Medical and Dental 2024 Apr 9 10
Medical and Dental 2024 May 9 6.2
Medical and Dental 2024 Jun 3 0.8
Medical and Dental 2024 Jul 14 7.1
Medical and Dental 2024 Aug 11 6.03
Medical and Dental 2024 Sep 5 2.8
Medical and Dental 2024 Oct 6 3.7
Medical and Dental 2024 Nov 2 1.4
Medical and Dental 2024 Dec 5 2.8
Medical and Dental 2025 Jan 5 1.7
Medical and Dental 2025 Feb 3 1.4
Medical and Dental 2025 Mar 3 2.6
Medical and Dental 2025 Apr 4 1.73
Medical and Dental 2025 May 8 2.8
Medical and Dental 2025 Jun 6 3.2
Medical and Dental Total 2025 137 89.09
Nursing and Midwifery Registered 2023 May 1 1
Nursing and Midwifery Registered 2023 Aug 814 1315.78
Nursing and Midwifery Registered 2023 Sep 569 928.33
Nursing and Midwifery Registered 2023 Oct 597 943.74
Nursing and Midwifery Registered 2023 Nov 601 879.58
Nursing and Midwifery Registered 2023 Dec 397 653.65
Nursing and Midwifery Registered 2024 Jan 614 1058.39
Nursing and Midwifery Registered 2024 Feb 645 1088.42
Nursing and Midwifery Registered 2024 Mar 570 912.65
Nursing and Midwifery Registered 2024 Apr 526 795.49
Nursing and Midwifery Registered 2024 May 501 685.49
Nursing and Midwifery Registered 2024 Jun 446 698.74
Nursing and Midwifery Registered 2024 Jul 647 879.4
Nursing and Midwifery Registered 2024 Aug 639 1053.36
Nursing and Midwifery Registered 2024 Sep 502 649.97
Nursing and Midwifery Registered 2024 Oct 485 638.72
Nursing and Midwifery Registered 2024 Nov 407 586.59
Nursing and Midwifery Registered 2024 Dec 384 480.51
Nursing and Midwifery Registered 2025 Jan 379 536.65
Nursing and Midwifery Registered 2025 Feb 481 715.54
Nursing and Midwifery Registered 2025 Mar 542 941.49
Nursing and Midwifery Registered 2025 Apr 430 562.2
Nursing and Midwifery Registered 2025 May 336 417.5
Nursing and Midwifery Registered 2025 Jun 365 399.61
Nursing and Midwifery Registered Total 2025 11878 17822.8
(blank) <25/05/2023 <25/05/2023

Grand Total 36789 48829.02



 

  

The table below is Medical and Dental Vacancies advertised by NWSSP Recruitment 

 

 

Employer name
Years 

(Advertising 
started at)

Months 
(Advertising 
started at)

Count of Vacancy 
ID

Sum of Full-time 
equivalents

Cwm Taf Morgannwg University Health Board 2023 Aug 18 19
Cwm Taf Morgannwg University Health Board 2023 Sep 24 27.2
Cwm Taf Morgannwg University Health Board 2023 Oct 29 27.7
Cwm Taf Morgannwg University Health Board 2023 Nov 28 31
Cwm Taf Morgannwg University Health Board 2023 Dec 22 27.7
Cwm Taf Morgannwg University Health Board 2023 Total 121 132.6
Cwm Taf Morgannwg University Health Board 2024 Jan 27 29.2
Cwm Taf Morgannwg University Health Board 2024 Feb 25 28.3
Cwm Taf Morgannwg University Health Board 2024 Mar 15 17.1
Cwm Taf Morgannwg University Health Board 2024 Apr 22 26.9
Cwm Taf Morgannwg University Health Board 2024 May 23 29.4
Cwm Taf Morgannwg University Health Board 2024 Jun 17 24
Cwm Taf Morgannwg University Health Board 2024 Jul 28 29.6
Cwm Taf Morgannwg University Health Board 2024 Aug 22 16.4
Cwm Taf Morgannwg University Health Board 2024 Sep 26 33
Cwm Taf Morgannwg University Health Board 2024 Oct 25 24
Cwm Taf Morgannwg University Health Board 2024 Nov 10 11.1
Cwm Taf Morgannwg University Health Board 2024 Dec 17 17.01
Cwm Taf Morgannwg University Health Board 2024 Total 257 286.01
Cwm Taf Morgannwg University Health Board 2025 Jan 22 23.1
Cwm Taf Morgannwg University Health Board 2025 Feb 18 15.9
Cwm Taf Morgannwg University Health Board 2025 Mar 22 31.9
Cwm Taf Morgannwg University Health Board 2025 Apr 20 24.6
Cwm Taf Morgannwg University Health Board 2025 May 29 36.4
Cwm Taf Morgannwg University Health Board 2025 Jun 12 21.35
Cwm Taf Morgannwg University Health Board 2025 Total 123 153.25
Cwm Taf Morgannwg University Health Board Total 2025 Total 501 571.86
Public Health Wales NHS Trust 2023 Aug 2 0.2
Public Health Wales NHS Trust 2023 Total 2 0.2
Public Health Wales NHS Trust 2024 Apr 1 0.2
Public Health Wales NHS Trust 2024 May 2 1.3
Public Health Wales NHS Trust 2024 Jun 2 0.8
Public Health Wales NHS Trust 2024 Jul 1 1
Public Health Wales NHS Trust 2024 Total 6 3.3
Public Health Wales NHS Trust Total 2024 Total 8 3.5
Velindre Cancer Centre 2024 Jul 2 1
Velindre Cancer Centre 2024 Sep 3 2.8
Velindre Cancer Centre 2024 Oct 3 9.4
Velindre Cancer Centre 2024 Nov 1 1
Velindre Cancer Centre 2024 Dec 4 4
Velindre Cancer Centre 2024 Total 13 18.2
Velindre Cancer Centre 2025 Jan 3 2.6
Velindre Cancer Centre 2025 Feb 2 2.7
Velindre Cancer Centre 2025 Mar 2 1.8
Velindre Cancer Centre 2025 Apr 4 4
Velindre Cancer Centre 2025 May 2 1.83
Velindre Cancer Centre 2025 Jun 1 0.6
Velindre Cancer Centre 2025 Total 14 13.53
Velindre Cancer Centre Total 2025 Total 27 31.73
Welsh Blood Service 2025 Feb 1 0.2
Welsh Blood Service 2025 Mar 1 0.6
Welsh Blood Service 2025 May 2 0.6
Welsh Blood Service 2025 Total 4 1.4
Welsh Blood Service Total 2025 Total 4 1.4
(blank) <02/08/2023 <02/08/2023

Grand Total 540 608.49



 

  

 

Annex 6 ï NHS Staff Survey  

 
 
The information below contains information on the 2024 NHS Wales Staff Survey, including: 

¶ Survey response rates by Tier 1 (organisations). 

Responses to the 14 survey questions listed below, split by occupational group. 

¶ Responses to the 14 survey questions listed below, split by grade. 

¶ Responses to the 14 survey questions listed below, split by specialty (for the Medical and 

Dental occupational group). 

¶ Responses to the equality, diversity and inclusion questions included in the survey, for the 

Medical and Dental occupational group and all other occupational groups. 

 

 



 

   

Occupational Group:Additional 
Clinical 
Services

Additional 
Professional, 
Scientific and 
Technical

Administrative 
and Clerical

Question Response n % n % n %
02a) I have unrealistic time pressures. Always 184 8.6% 296 10.4% 1260 6.7%

Often 368 17.1% 720 25.2% 3226 17.1%
Sometimes 852 39.6% 1068 37.4% 7426 39.4%
Rarely 506 23.5% 592 20.8% 5202 27.6%
Never 242 11.2% 176 6.2% 1738 9.2%

2152 100.0% 2852 100.0% 18852 100.0%
02b) I am able to meet all the conflicting demands on my time at work.Always 302 14.0% 228 8.0% 3098 16.4%

Often 846 39.2% 1088 38.3% 8676 46.1%
Sometimes 698 32.4% 984 34.6% 5050 26.8%
Rarely 248 11.5% 412 14.5% 1560 8.3%
Never 62 2.9% 132 4.6% 454 2.4%

2156 100.0% 2844 100.0% 18838 100.0%
02c) I have adequate supplies, materials and equipment to do my work.Always 516 24.0% 536 18.9% 6574 35.0%

Often 708 32.9% 964 33.9% 6676 35.5%
Sometimes 568 26.4% 820 28.9% 3538 18.8%
Rarely 268 12.5% 384 13.5% 1502 8.0%
Never 92 4.3% 136 4.8% 496 2.6%

2152 100.0% 2840 100.0% 18786 100.0%
02d) There are enough staff at this organisation for me to do my job properly.Always 294 13.7% 192 6.8% 2838 15.1%

Often 512 23.8% 548 19.3% 5300 28.1%
Sometimes 638 29.6% 852 30.0% 5792 30.8%
Rarely 428 19.9% 796 28.0% 3176 16.9%
Never 280 13.0% 456 16.0% 1728 9.2%

2152 100.0% 2844 100.0% 18834 100.0%
03b) On average, how many additional PAID hours do you work per week for this organisation, over and above your contracted hours? Please include paid overtime, bank shifts, and additional paid hours on-call.0 Hours 738 69.0% 1128 79.3% 8231 87.9%

Up to 5 hours 185 17.3% 238 16.7% 680 7.3%
6-10 hours 66 6.2% 38 2.7% 243 2.6%
11 or more hours 81 7.6% 18 1.3% 206 2.2%

1070 100.0% 1422 100.0% 9360 100.0%
03c) On average, how many additional UNPAID hours do you work per week for this organisation, over and above your contracted hours? Please include unpaid overtime and additional unpaid hours on-call.0 Hours 602 56.2% 578 40.6% 4832 51.3%

Up to 5 hours 393 36.7% 662 46.5% 3409 36.2%
6-10 hours 59 5.5% 138 9.7% 811 8.6%
11 or more hours 17 1.6% 46 3.2% 368 3.9%

1071 100.0% 1424 100.0% 9420 100.0%
04e) My immediate manager (line manager) values my work.Strongly agree 768 35.5% 1168 41.2% 8044 42.6%

Agree 760 35.2% 1052 37.1% 6802 36.0%
Neither agree nor disagree 320 14.8% 368 13.0% 2374 12.6%
Disagree 176 8.1% 136 4.8% 926 4.9%
Strongly disagree 138 6.4% 112 3.9% 732 3.9%

2162 100.0% 2836 100.0% 18878 100.0%
14e) I am satisfied with the opportunity for flexible working patterns.Strongly agree 261 24.1% 404 28.3% 3777 40.0%

Agree 347 32.1% 522 36.6% 3406 36.1%
Neither agree nor disagree 239 22.1% 256 17.9% 1070 11.3%
Disagree 126 11.6% 152 10.6% 658 7.0%
Strongly disagree 109 10.1% 94 6.6% 529 5.6%

1082 100.0% 1428 100.0% 9440 100.0%
14g) I achieve a good balance between my work life and my home life.Strongly agree 205 19.0% 262 18.4% 2788 29.5%

Agree 425 39.5% 556 39.1% 3791 40.2%
Neither agree nor disagree 215 20.0% 278 19.5% 1487 15.8%
Disagree 151 14.0% 224 15.8% 894 9.5%
Strongly disagree 81 7.5% 102 7.2% 477 5.1%

1077 100.0% 1422 100.0% 9437 100.0%
15b) The organisation values my work. Strongly agree 147 13.7% 198 13.9% 1613 17.1%

Agree 366 34.0% 552 38.8% 3739 39.6%
Neither agree nor disagree 321 29.8% 376 26.4% 2578 27.3%
Disagree 161 15.0% 230 16.2% 1068 11.3%
Strongly disagree 81 7.5% 68 4.8% 439 4.7%

1076 100.0% 1424 100.0% 9437 100.0%
18b) There are opportunities for me to develop my career in this organisation.Strongly agree 136 12.6% 190 13.3% 1461 15.5%

Agree 382 35.5% 546 38.3% 3549 37.8%
Neither agree nor disagree 252 23.4% 326 22.9% 2253 24.0%
Disagree 195 18.1% 274 19.2% 1454 15.5%
Strongly disagree 112 10.4% 88 6.2% 683 7.3%

1077 100.0% 1424 100.0% 9400 100.0%
20b) How often, if at all, do you feel burnt out because of your work?Always 102 9.5% 110 7.7% 552 5.9%

Often 233 21.6% 352 24.8% 1737 18.4%
Sometimes 400 37.1% 550 38.7% 3460 36.7%
Rarely 228 21.2% 304 21.4% 2507 26.6%
Never 114 10.6% 106 7.5% 1166 12.4%

1077 100.0% 1422 100.0% 9422 100.0%
22a) I look forward to going to work. Always 148 13.7% 144 10.1% 1277 13.5%

Often 372 34.5% 526 37.0% 3632 38.5%
Sometimes 363 33.6% 520 36.6% 3104 32.9%
Rarely 144 13.3% 164 11.5% 1049 11.1%
Never 52 4.8% 68 4.8% 372 3.9%

1079 100.0% 1422 100.0% 9434 100.0%
22b) I am enthusiastic about my job. Always 305 28.3% 300 21.1% 2342 24.9%

Often 392 36.3% 612 43.0% 3671 39.0%
Sometimes 272 25.2% 384 27.0% 2461 26.1%
Rarely 82 7.6% 98 6.9% 715 7.6%
Never 28 2.6% 28 2.0% 225 2.4%

1079 100.0% 1422 100.0% 9414 100.0%



 

   

Occupational Group:A
d
d
i

Allied Health 
Professionals

Ambulance 
Service 
(Professional & 
Support)

Estates and 
Ancillary

Question Response nn % n % n %
02a) I have unrealistic time pressures. Always # 500 9.6% 358 17.6% 198 8.4%

Often # 1076 20.7% 512 25.2% 382 16.2%
Sometimes # 2192 42.2% 748 36.8% 1076 45.7%
Rarely # 1156 22.2% 338 16.6% 470 19.9%
Never # 276 5.3% 76 3.7% 230 9.8%

# 5200 100.0% 2032 100.0% 2356 100.0%
02b) I am able to meet all the conflicting demands on my time at work.Always # 350 6.7% 132 6.5% 398 17.0%

Often # 2130 41.0% 676 33.4% 820 35.0%
Sometimes # 1796 34.6% 728 36.0% 806 34.4%
Rarely # 714 13.7% 344 17.0% 216 9.2%
Never # 206 4.0% 144 7.1% 104 4.4%

# 5196 100.0% 2024 100.0% 2344 100.0%
02c) I have adequate supplies, materials and equipment to do my work.Always # 758 14.6% 394 19.6% 522 22.2%

Often # 1768 34.1% 778 38.6% 612 26.0%
Sometimes # 1602 30.9% 484 24.0% 690 29.3%
Rarely # 818 15.8% 230 11.4% 324 13.8%
Never # 246 4.7% 128 6.4% 208 8.8%

# 5192 100.0% 2014 100.0% 2356 100.0%
02d) There are enough staff at this organisation for me to do my job properly.Always # 358 6.9% 102 5.0% 256 10.8%

Often # 1210 23.3% 464 22.8% 458 19.3%
Sometimes # 1722 33.2% 646 31.8% 766 32.3%
Rarely # 1196 23.0% 484 23.8% 468 19.7%
Never # 706 13.6% 336 16.5% 426 17.9%

# 5192 100.0% 2032 100.0% 2374 100.0%
03b) On average, how many additional PAID hours do you work per week for this organisation, over and above your contracted hours? Please include paid overtime, bank shifts, and additional paid hours on-call.0 Hours # 2115 81.6% 381 37.8% 791 67.5%

Up to 5 hours # 311 12.0% 368 36.5% 154 13.1%
6-10 hours # 97 3.7% 141 14.0% 132 11.3%
11 or more hours # 69 2.7% 119 11.8% 95 8.1%

# 2592 100.0% 1009 100.0% 1172 100.0%
03c) On average, how many additional UNPAID hours do you work per week for this organisation, over and above your contracted hours? Please include unpaid overtime and additional unpaid hours on-call.0 Hours # 1214 46.6% 669 66.1% 776 66.4%

Up to 5 hours # 1177 45.2% 241 23.8% 285 24.4%
6-10 hours # 171 6.6% 73 7.2% 68 5.8%
11 or more hours # 41 1.6% 29 2.9% 39 3.3%

# 2603 100.0% 1012 100.0% 1168 100.0%
04e) My immediate manager (line manager) values my work.Strongly agree # 2108 40.5% 436 21.5% 578 24.4%

Agree # 1990 38.2% 734 36.1% 784 33.1%
Neither agree nor disagree# 678 13.0% 394 19.4% 486 20.5%
Disagree # 218 4.2% 210 10.3% 220 9.3%
Strongly disagree # 214 4.1% 258 12.7% 300 12.7%

# 5208 100.0% 2032 100.0% 2368 100.0%
14e) I am satisfied with the opportunity for flexible working patterns.Strongly agree # 754 29.0% 133 13.1% 237 20.0%

Agree # 918 35.3% 259 25.5% 444 37.5%
Neither agree nor disagree# 446 17.1% 318 31.3% 228 19.2%
Disagree # 284 10.9% 138 13.6% 117 9.9%
Strongly disagree # 201 7.7% 169 16.6% 159 13.4%

# 2603 100.0% 1017 100.0% 1185 100.0%
14g) I achieve a good balance between my work life and my home life.Strongly agree # 520 20.0% 93 9.2% 213 18.0%

Agree # 1033 39.7% 341 33.6% 495 41.8%
Neither agree nor disagree# 511 19.6% 230 22.6% 227 19.2%
Disagree # 384 14.7% 181 17.8% 122 10.3%
Strongly disagree # 157 6.0% 171 16.8% 128 10.8%

# 2605 100.0% 1016 100.0% 1185 100.0%
15b) The organisation values my work. Strongly agree # 325 12.5% 44 4.3% 145 12.3%

Agree # 1031 39.6% 257 25.3% 394 33.3%
Neither agree nor disagree# 764 29.4% 326 32.1% 329 27.8%
Disagree # 340 13.1% 215 21.2% 170 14.4%
Strongly disagree # 141 5.4% 173 17.0% 145 12.3%

# 2601 100.0% 1015 100.0% 1183 100.0%
18b) There are opportunities for me to develop my career in this organisation.Strongly agree # 393 15.2% 105 10.4% 120 10.2%

Agree # 1012 39.0% 397 39.3% 414 35.2%
Neither agree nor disagree# 584 22.5% 189 18.7% 288 24.5%
Disagree # 399 15.4% 173 17.1% 195 16.6%
Strongly disagree # 206 7.9% 147 14.5% 160 13.6%

# 2594 100.0% 1011 100.0% 1177 100.0%
20b) How often, if at all, do you feel burnt out because of your work?Always # 206 7.9% 175 17.3% 116 9.8%

Often # 638 24.6% 312 30.8% 226 19.1%
Sometimes # 1061 40.9% 342 33.7% 474 40.0%
Rarely # 553 21.3% 140 13.8% 225 19.0%
Never # 137 5.3% 45 4.4% 144 12.2%

# 2595 100.0% 1014 100.0% 1185 100.0%
22a) I look forward to going to work. Always # 278 10.7% 84 8.3% 208 17.6%

Often # 1095 42.0% 303 29.9% 343 29.1%
Sometimes # 916 35.2% 349 34.4% 388 32.9%
Rarely # 243 9.3% 172 17.0% 147 12.5%
Never # 73 2.8% 106 10.5% 94 8.0%

# 2605 100.0% 1014 100.0% 1180 100.0%
22b) I am enthusiastic about my job. Always # 653 25.1% 171 16.9% 330 28.1%

Often # 1185 45.6% 351 34.8% 336 28.6%
Sometimes # 615 23.7% 290 28.7% 333 28.3%
Rarely # 124 4.8% 119 11.8% 106 9.0%
Never # 23 0.9% 79 7.8% 71 6.0%

# 2600 100.0% 1010 100.0% 1176 100.0%



 

   

Occupational Group:Healthcare 
Science 
Professionals

Medical and 
Dental

Nursing and 
Midwifery 
Registered

Question Response n % n % n %
02a) I have unrealistic time pressures. Always 314 9.8% 780 12.1% 1172 10.9%

Often 708 22.0% 1804 27.9% 2502 23.2%
Sometimes 1238 38.4% 2400 37.2% 4696 43.6%
Rarely 738 22.9% 1192 18.5% 1894 17.6%
Never 222 6.9% 284 4.4% 514 4.8%

3220 100.0% 6460 100.0% 10778 100.0%
02b) I am able to meet all the conflicting demands on my time at work.Always 290 9.0% 472 7.3% 892 8.3%

Often 1214 37.6% 2228 34.5% 4090 38.0%
Sometimes 1188 36.8% 2444 37.9% 4028 37.4%
Rarely 420 13.0% 1028 15.9% 1420 13.2%
Never 114 3.5% 284 4.4% 336 3.1%

3226 100.0% 6456 100.0% 10766 100.0%
02c) I have adequate supplies, materials and equipment to do my work.Always 684 21.3% 904 14.0% 2040 19.0%

Often 1284 39.9% 2204 34.2% 3708 34.6%
Sometimes 804 25.0% 1908 29.6% 3034 28.3%
Rarely 328 10.2% 996 15.5% 1526 14.2%
Never 118 3.7% 428 6.6% 420 3.9%

3218 100.0% 6440 100.0% 10728 100.0%
02d) There are enough staff at this organisation for me to do my job properly.Always 326 10.1% 504 7.8% 826 7.7%

Often 780 24.2% 1312 20.3% 2610 24.2%
Sometimes 1034 32.1% 2036 31.5% 3594 33.3%
Rarely 678 21.0% 1500 23.2% 2370 22.0%
Never 408 12.6% 1108 17.2% 1384 12.8%

3226 100.0% 6460 100.0% 10784 100.0%
03b) On average, how many additional PAID hours do you work per week for this organisation, over and above your contracted hours? Please include paid overtime, bank shifts, and additional paid hours on-call.0 Hours 1038 64.7% 1966 61.1% 3533 66.1%

Up to 5 hours 343 21.4% 558 17.4% 855 16.0%
6-10 hours 126 7.9% 358 11.1% 467 8.7%
11 or more hours 98 6.1% 334 10.4% 490 9.2%

1605 100.0% 3216 100.0% 5345 100.0%
03c) On average, how many additional UNPAID hours do you work per week for this organisation, over and above your contracted hours? Please include unpaid overtime and additional unpaid hours on-call.0 Hours 895 55.8% 1010 31.4% 2137 39.8%

Up to 5 hours 556 34.6% 1582 49.2% 2457 45.7%
6-10 hours 114 7.1% 440 13.7% 546 10.2%
11 or more hours 40 2.5% 186 5.8% 236 4.4%

1605 100.0% 3218 100.0% 5376 100.0%
04e) My immediate manager (line manager) values my work.Strongly agree 1014 31.4% 1684 26.1% 3892 36.0%

Agree 1242 38.5% 2380 36.8% 3930 36.4%
Neither agree nor disagree 516 16.0% 1232 19.1% 1656 15.3%
Disagree 250 7.7% 584 9.0% 700 6.5%
Strongly disagree 208 6.4% 580 9.0% 620 5.7%

3230 100.0% 6460 100.0% 10798 100.0%
14e) I am satisfied with the opportunity for flexible working patterns.Strongly agree 415 25.8% 664 20.6% 1363 25.2%

Agree 493 30.6% 1064 33.0% 1873 34.7%
Neither agree nor disagree 310 19.2% 768 23.8% 1073 19.9%
Disagree 215 13.3% 430 13.3% 624 11.6%
Strongly disagree 178 11.0% 296 9.2% 466 8.6%

1611 100.0% 3222 100.0% 5399 100.0%
14g) I achieve a good balance between my work life and my home life.Strongly agree 281 17.4% 468 14.5% 1007 18.7%

Agree 577 35.8% 1090 33.9% 1932 35.8%
Neither agree nor disagree 305 18.9% 766 23.8% 1158 21.5%
Disagree 293 18.2% 556 17.3% 818 15.2%
Strongly disagree 156 9.7% 338 10.5% 482 8.9%

1612 100.0% 3218 100.0% 5397 100.0%
15b) The organisation values my work. Strongly agree 190 11.8% 358 11.1% 612 11.4%

Agree 551 34.2% 1068 33.2% 1851 34.4%
Neither agree nor disagree 489 30.4% 930 28.9% 1692 31.4%
Disagree 256 15.9% 544 16.9% 854 15.9%
Strongly disagree 123 7.6% 316 9.8% 379 7.0%

1609 100.0% 3216 100.0% 5388 100.0%
18b) There are opportunities for me to develop my career in this organisation.Strongly agree 237 14.7% 456 14.2% 723 13.5%

Agree 609 37.8% 1374 42.9% 2096 39.0%
Neither agree nor disagree 347 21.6% 706 22.0% 1380 25.7%
Disagree 275 17.1% 418 13.0% 762 14.2%
Strongly disagree 141 8.8% 250 7.8% 407 7.6%

1609 100.0% 3204 100.0% 5368 100.0%
20b) How often, if at all, do you feel burnt out because of your work?Always 159 9.9% 266 8.3% 536 10.0%

Often 419 26.0% 794 24.7% 1365 25.4%
Sometimes 616 38.3% 1246 38.8% 2110 39.3%
Rarely 298 18.5% 652 20.3% 1040 19.4%
Never 118 7.3% 254 7.9% 321 6.0%

1610 100.0% 3212 100.0% 5372 100.0%
22a) I look forward to going to work. Always 146 9.1% 354 11.0% 717 13.3%

Often 543 33.7% 1322 41.0% 2090 38.8%
Sometimes 599 37.2% 1084 33.6% 1809 33.6%
Rarely 232 14.4% 344 10.7% 570 10.6%
Never 92 5.7% 118 3.7% 203 3.8%

1612 100.0% 3222 100.0% 5389 100.0%
22b) I am enthusiastic about my job. Always 347 21.5% 686 21.3% 1562 29.0%

Often 634 39.4% 1360 42.3% 2152 40.0%
Sometimes 451 28.0% 870 27.0% 1251 23.3%
Rarely 139 8.6% 230 7.1% 307 5.7%
Never 40 2.5% 72 2.2% 105 2.0%

1611 100.0% 3218 100.0% 5377 100.0%



 

    

Occupational Group:H
e
a
l

Students Unknown

Question Response nn % n %
02a) I have unrealistic time pressures. Always # 6 3.8% 4 5.3%

Often # 22 14.1% 4 5.3%
Sometimes # 60 38.5% 32 42.1%
Rarely # 40 25.6% 8 10.5%
Never # 28 17.9% 28 36.8%

# 156 100.0% 76 100.0%
02b) I am able to meet all the conflicting demands on my time at work.Always # 20 13.0% 24 30.0%

Often # 62 40.3% 32 40.0%
Sometimes # 54 35.1% 16 20.0%
Rarely # 14 9.1% 4 5.0%
Never # 4 2.6% 4 5.0%

# 154 100.0% 80 100.0%
02c) I have adequate supplies, materials and equipment to do my work.Always # 42 26.9% 32 38.1%

Often # 50 32.1% 8 9.5%
Sometimes # 42 26.9% 32 38.1%
Rarely # 16 10.3% 8 9.5%
Never # 6 3.8% 4 4.8%

# 156 100.0% 84 100.0%
02d) There are enough staff at this organisation for me to do my job properly.Always # 22 14.1% 16 20.0%

Often # 46 29.5% 20 25.0%
Sometimes # 48 30.8% 24 30.0%
Rarely # 28 17.9% 16 20.0%
Never # 12 7.7% 4 5.0%

# 156 100.0% 80 100.0%
03b) On average, how many additional PAID hours do you work per week for this organisation, over and above your contracted hours? Please include paid overtime, bank shifts, and additional paid hours on-call.0 Hours # 49 63.6% 12 33.3%

Up to 5 hours # 13 16.9% 6 16.7%
6-10 hours # 7 9.1% 6 16.7%
11 or more hours # 8 10.4% 12 33.3%

# 77 100.0% 36 100.0%
03c) On average, how many additional UNPAID hours do you work per week for this organisation, over and above your contracted hours? Please include unpaid overtime and additional unpaid hours on-call.0 Hours # 52 66.7% 30 83.3%

Up to 5 hours # 16 20.5% 2 5.6%
6-10 hours # 2 2.6% 0.0%
11 or more hours # 8 10.3% 4 11.1%

# 78 100.0% 36 100.0%
04e) My immediate manager (line manager) values my work.Strongly agree # 40 26.0% 16 20.0%

Agree # 50 32.5% 28 35.0%
Neither agree nor disagree# 40 26.0% 24 30.0%
Disagree # 6 3.9% 8 10.0%
Strongly disagree # 18 11.7% 4 5.0%

# 154 100.0% 80 100.0%
14e) I am satisfied with the opportunity for flexible working patterns.Strongly agree # 16 20.8% 10 25.0%

Agree # 28 36.4% 18 45.0%
Neither agree nor disagree# 16 20.8% 8 20.0%
Disagree # 7 9.1% 0.0%
Strongly disagree # 10 13.0% 4 10.0%

# 77 100.0% 40 100.0%
14g) I achieve a good balance between my work life and my home life.Strongly agree # 17 21.8% 8 20.0%

Agree # 28 35.9% 20 50.0%
Neither agree nor disagree# 20 25.6% 8 20.0%
Disagree # 4 5.1% 2 5.0%
Strongly disagree # 9 11.5% 2 5.0%

# 78 100.0% 40 100.0%
15b) The organisation values my work. Strongly agree # 9 11.5% 8 21.1%

Agree # 29 37.2% 10 26.3%
Neither agree nor disagree# 31 39.7% 16 42.1%
Disagree # 7 9.0% 2 5.3%
Strongly disagree # 2 2.6% 2 5.3%

# 78 100.0% 38 100.0%
18b) There are opportunities for me to develop my career in this organisation.Strongly agree # 17 21.8% 8 20.0%

Agree # 31 39.7% 10 25.0%
Neither agree nor disagree# 21 26.9% 14 35.0%
Disagree # 7 9.0% 6 15.0%
Strongly disagree # 2 2.6% 2 5.0%

# 78 100.0% 40 100.0%
20b) How often, if at all, do you feel burnt out because of your work?Always # 3 3.9% 2 5.0%

Often # 14 18.2% 2 5.0%
Sometimes # 41 53.2% 20 50.0%
Rarely # 13 16.9% 8 20.0%
Never # 6 7.8% 8 20.0%

# 77 100.0% 40 100.0%
22a) I look forward to going to work. Always # 13 16.9% 14 35.0%

Often # 23 29.9% 8 20.0%
Sometimes # 32 41.6% 12 30.0%
Rarely # 8 10.4% 0.0%
Never # 1 1.3% 6 15.0%

# 77 100.0% 40 100.0%
22b) I am enthusiastic about my job. Always # 16 20.8% 16 40.0%

Often # 29 37.7% 10 25.0%
Sometimes # 27 35.1% 10 25.0%
Rarely # 4 5.2% 2 5.0%
Never # 1 1.3% 2 5.0%

# 77 100.0% 40 100.0%



 

   

Occupational Group:H
e
a
l

Students Unknown

Question Response nn % n %
02a) I have unrealistic time pressures. Always # 6 3.8% 4 5.3%

Often # 22 14.1% 4 5.3%
Sometimes # 60 38.5% 32 42.1%
Rarely # 40 25.6% 8 10.5%
Never # 28 17.9% 28 36.8%

# 156 100.0% 76 100.0%
02b) I am able to meet all the conflicting demands on my time at work.Always # 20 13.0% 24 30.0%

Often # 62 40.3% 32 40.0%
Sometimes # 54 35.1% 16 20.0%
Rarely # 14 9.1% 4 5.0%
Never # 4 2.6% 4 5.0%

# 154 100.0% 80 100.0%
02c) I have adequate supplies, materials and equipment to do my work.Always # 42 26.9% 32 38.1%

Often # 50 32.1% 8 9.5%
Sometimes # 42 26.9% 32 38.1%
Rarely # 16 10.3% 8 9.5%
Never # 6 3.8% 4 4.8%

# 156 100.0% 84 100.0%
02d) There are enough staff at this organisation for me to do my job properly.Always # 22 14.1% 16 20.0%

Often # 46 29.5% 20 25.0%
Sometimes # 48 30.8% 24 30.0%
Rarely # 28 17.9% 16 20.0%
Never # 12 7.7% 4 5.0%

# 156 100.0% 80 100.0%
03b) On average, how many additional PAID hours do you work per week for this organisation, over and above your contracted hours? Please include paid overtime, bank shifts, and additional paid hours on-call.0 Hours # 49 63.6% 12 33.3%

Up to 5 hours # 13 16.9% 6 16.7%
6-10 hours # 7 9.1% 6 16.7%
11 or more hours # 8 10.4% 12 33.3%

# 77 100.0% 36 100.0%
03c) On average, how many additional UNPAID hours do you work per week for this organisation, over and above your contracted hours? Please include unpaid overtime and additional unpaid hours on-call.0 Hours # 52 66.7% 30 83.3%

Up to 5 hours # 16 20.5% 2 5.6%
6-10 hours # 2 2.6% 0.0%
11 or more hours # 8 10.3% 4 11.1%

# 78 100.0% 36 100.0%
04e) My immediate manager (line manager) values my work.Strongly agree # 40 26.0% 16 20.0%

Agree # 50 32.5% 28 35.0%
Neither agree nor disagree# 40 26.0% 24 30.0%
Disagree # 6 3.9% 8 10.0%
Strongly disagree # 18 11.7% 4 5.0%

# 154 100.0% 80 100.0%
14e) I am satisfied with the opportunity for flexible working patterns.Strongly agree # 16 20.8% 10 25.0%

Agree # 28 36.4% 18 45.0%
Neither agree nor disagree# 16 20.8% 8 20.0%
Disagree # 7 9.1% 0.0%
Strongly disagree # 10 13.0% 4 10.0%

# 77 100.0% 40 100.0%
14g) I achieve a good balance between my work life and my home life.Strongly agree # 17 21.8% 8 20.0%

Agree # 28 35.9% 20 50.0%
Neither agree nor disagree# 20 25.6% 8 20.0%
Disagree # 4 5.1% 2 5.0%
Strongly disagree # 9 11.5% 2 5.0%

# 78 100.0% 40 100.0%
15b) The organisation values my work. Strongly agree # 9 11.5% 8 21.1%

Agree # 29 37.2% 10 26.3%
Neither agree nor disagree# 31 39.7% 16 42.1%
Disagree # 7 9.0% 2 5.3%
Strongly disagree # 2 2.6% 2 5.3%

# 78 100.0% 38 100.0%
18b) There are opportunities for me to develop my career in this organisation.Strongly agree # 17 21.8% 8 20.0%

Agree # 31 39.7% 10 25.0%
Neither agree nor disagree# 21 26.9% 14 35.0%
Disagree # 7 9.0% 6 15.0%
Strongly disagree # 2 2.6% 2 5.0%

# 78 100.0% 40 100.0%
20b) How often, if at all, do you feel burnt out because of your work?Always # 3 3.9% 2 5.0%

Often # 14 18.2% 2 5.0%
Sometimes # 41 53.2% 20 50.0%
Rarely # 13 16.9% 8 20.0%
Never # 6 7.8% 8 20.0%

# 77 100.0% 40 100.0%
22a) I look forward to going to work. Always # 13 16.9% 14 35.0%

Often # 23 29.9% 8 20.0%
Sometimes # 32 41.6% 12 30.0%
Rarely # 8 10.4% 0.0%
Never # 1 1.3% 6 15.0%

# 77 100.0% 40 100.0%
22b) I am enthusiastic about my job. Always # 16 20.8% 16 40.0%

Often # 29 37.7% 10 25.0%
Sometimes # 27 35.1% 10 25.0%
Rarely # 4 5.2% 2 5.0%
Never # 1 1.3% 2 5.0%

# 77 100.0% 40 100.0%



 

   

Grade:Band 1-4 Band 1-4 / Other Band 5-7

Question Response n % n % n %
02a) I have unrealistic time pressures. Always 1066 7.1% 2348 9.3%

Often 2132 14.2% 5266 20.9%
Sometimes 5588 37.1% 10552 41.9%
Rarely 4282 28.4% 5682 22.5%
Never 1988 13.2% 1356 5.4%

15056 100.0% <10 25204 100.0%
02b) I am able to meet all the conflicting demands on my time at work.Always 2912 19.4% 2408 9.6%

Often 6318 42.0% 10500 41.7%
Sometimes 4260 28.3% 8506 33.8%
Rarely 1108 7.4% 2966 11.8%
Never 430 2.9% 800 3.2%

15028 100.0% <10 25180 100.0%
02c) I have adequate supplies, materials and equipment to do my work.Always 4620 30.8% 5608 22.3%

Often 4776 31.8% 9052 36.1%
Sometimes 3444 22.9% 6378 25.4%
Rarely 1512 10.1% 3108 12.4%
Never 656 4.4% 956 3.8%

15008 100.0% <10 25102 100.0%
02d) There are enough staff at this organisation for me to do my job properly.Always 2512 16.7% 2324 9.2%

Often 3812 25.3% 6552 26.0%
Sometimes 4544 30.2% 7982 31.7%
Rarely 2426 16.1% 5258 20.9%
Never 1764 11.7% 3076 12.2%

15058 100.0% <10 25192 100.0%
03b) On average, how many additional PAID hours do you work per week for this organisation, over and above your contracted hours? Please include paid overtime, bank shifts, and additional paid hours on-call.0 Hours 5636 75.2% 9140 73.0%

Up to 5 hours 854 11.4% 1926 15.4%
6-10 hours 505 6.7% 766 6.1%
11 or more hours 500 6.7% 682 5.4%

7495 100.0% <10 12514 100.0%
03c) On average, how many additional UNPAID hours do you work per week for this organisation, over and above your contracted hours? Please include unpaid overtime and additional unpaid hours on-call.0 Hours 5415 72.3% 5866 46.7%

Up to 5 hours 1862 24.9% 5580 44.4%
6-10 hours 148 2.0% 846 6.7%
11 or more hours 66 0.9% 281 2.2%

7491 100.0% <10 12573 100.0%
04e) My immediate manager (line manager) values my work.Strongly agree 4954 32.9% 9594 38.0%

Agree 5214 34.6% 9336 37.0%
Neither agree nor disagree 2636 17.5% 3492 13.8%
Disagree 1132 7.5% 1514 6.0%
Strongly disagree 1144 7.6% 1298 5.1%

15080 100.0% <10 25234 100.0%
14e) I am satisfied with the opportunity for flexible working patterns.Strongly agree 2000 26.6% 3739 29.6%

Agree 2407 32.0% 4356 34.5%
Neither agree nor disagree 1489 19.8% 2174 17.2%
Disagree 828 11.0% 1307 10.4%
Strongly disagree 806 10.7% 1044 8.3%

7530 100.0% <10 12620 100.0%
14g) I achieve a good balance between my work life and my home life.Strongly agree 1819 24.2% 2774 22.0%

Agree 2854 37.9% 4888 38.8%
Neither agree nor disagree 1444 19.2% 2336 18.5%
Disagree 781 10.4% 1672 13.3%
Strongly disagree 631 8.4% 938 7.4%

7529 100.0% <10 12608 100.0%
15b) The organisation values my work. Strongly agree 1018 13.5% 1616 12.8%

Agree 2612 34.7% 4535 36.0%
Neither agree nor disagree 2247 29.9% 3800 30.2%
Disagree 1013 13.5% 1854 14.7%
Strongly disagree 627 8.3% 798 6.3%

7517 100.0% <10 12603 100.0%
18b) There are opportunities for me to develop my career in this organisation.Strongly agree 814 10.9% 1801 14.3%

Agree 2545 34.0% 4931 39.2%
Neither agree nor disagree 1926 25.7% 2936 23.4%
Disagree 1371 18.3% 1936 15.4%
Strongly disagree 839 11.2% 960 7.6%

7495 100.0% <10 12564 100.0%
20b) How often, if at all, do you feel burnt out because of your work?Always 667 8.9% 1060 8.4%

Often 1345 17.9% 2989 23.8%
Sometimes 2673 35.6% 4869 38.7%
Rarely 1790 23.8% 2737 21.8%
Never 1040 13.8% 926 7.4%

7515 100.0% <10 12581 100.0%
22a) I look forward to going to work. Always 1102 14.7% 1472 11.7%

Often 2479 33.0% 4795 38.0%
Sometimes 2512 33.4% 4356 34.5%
Rarely 965 12.8% 1476 11.7%
Never 460 6.1% 514 4.1%

7518 100.0% <10 12613 100.0%
22b) I am enthusiastic about my job. Always 1918 25.6% 3106 24.7%

Often 2512 33.5% 5125 40.7%
Sometimes 2057 27.4% 3252 25.8%
Rarely 704 9.4% 842 6.7%
Never 305 4.1% 268 2.1%

7496 100.0% <10 12593 100.0%



 

   

Grade:B
a
n
d 
1

Band 8 and 
above

Consultant Doctors in 
Training

Question Response nn % n % n %
02a) I have unrealistic time pressures. Always # 956 12.1% 430 15.6% 52 8.0%

Often # 2196 27.9% 956 34.7% 128 19.8%
Sometimes # 3382 43.0% 962 34.9% 308 47.5%
Rarely # 1138 14.5% 358 13.0% 136 21.0%
Never # 202 2.6% 52 1.9% 24 3.7%

# 7874 100.0% 2758 100.0% 648 100.0%
02b) I am able to meet all the conflicting demands on my time at work.Always # 472 6.0% 116 4.2% 8 1.2%

Often # 3010 38.2% 832 30.2% 284 43.8%
Sometimes # 2776 35.3% 1044 37.9% 268 41.4%
Rarely # 1292 16.4% 610 22.1% 62 9.6%
Never # 324 4.1% 156 5.7% 26 4.0%

# 7874 100.0% 2758 100.0% 648 100.0%
02c) I have adequate supplies, materials and equipment to do my work.Always # 1886 24.0% 264 9.6% 70 10.9%

Often # 2892 36.9% 884 32.1% 232 36.0%
Sometimes # 1952 24.9% 862 31.3% 226 35.1%
Rarely # 870 11.1% 492 17.9% 94 14.6%
Never # 248 3.2% 252 9.2% 22 3.4%

# 7848 100.0% 2754 100.0% 644 100.0%
02d) There are enough staff at this organisation for me to do my job properly.Always # 478 6.1% 134 4.9% 28 4.3%

Often # 1714 21.8% 402 14.6% 186 28.7%
Sometimes # 2708 34.4% 868 31.5% 250 38.6%
Rarely # 2014 25.6% 798 28.9% 110 17.0%
Never # 960 12.2% 556 20.2% 74 11.4%

# 7874 100.0% 2758 100.0% 648 100.0%
03b) On average, how many additional PAID hours do you work per week for this organisation, over and above your contracted hours? Please include paid overtime, bank shifts, and additional paid hours on-call.0 Hours # 3328 85.3% 809 58.9% 198 61.5%

Up to 5 hours # 391 10.0% 291 21.2% 65 20.2%
6-10 hours # 111 2.8% 157 11.4% 31 9.6%
11 or more hours # 71 1.8% 116 8.4% 28 8.7%

# 3901 100.0% 1373 100.0% 322 100.0%
03c) On average, how many additional UNPAID hours do you work per week for this organisation, over and above your contracted hours? Please include unpaid overtime and additional unpaid hours on-call.0 Hours # 676 17.2% 259 18.8% 79 24.5%

Up to 5 hours # 1871 47.5% 740 53.7% 184 57.1%
6-10 hours # 960 24.4% 266 19.3% 45 14.0%
11 or more hours # 434 11.0% 114 8.3% 14 4.3%

# 3941 100.0% 1379 100.0% 322 100.0%
04e) My immediate manager (line manager) values my work.Strongly agree # 3612 45.9% 636 23.0% 132 20.5%

Agree # 2928 37.2% 1114 40.3% 298 46.3%
Neither agree nor disagree# 814 10.3% 528 19.1% 146 22.7%
Disagree # 262 3.3% 256 9.3% 34 5.3%
Strongly disagree # 256 3.3% 228 8.3% 34 5.3%

# 7872 100.0% 2762 100.0% 644 100.0%
14e) I am satisfied with the opportunity for flexible working patterns.Strongly agree # 1613 40.9% 303 22.0% 27 8.3%

Agree # 1570 39.8% 510 37.0% 97 29.9%
Neither agree nor disagree# 387 9.8% 314 22.8% 95 29.3%
Disagree # 243 6.2% 174 12.6% 68 21.0%
Strongly disagree # 134 3.4% 78 5.7% 37 11.4%

# 3947 100.0% 1379 100.0% 324 100.0%
14g) I achieve a good balance between my work life and my home life.Strongly agree # 842 21.3% 165 12.0% 28 8.6%

Agree # 1524 38.6% 462 33.5% 90 27.8%
Neither agree nor disagree# 712 18.1% 337 24.4% 101 31.2%
Disagree # 615 15.6% 297 21.5% 64 19.8%
Strongly disagree # 251 6.4% 118 8.6% 41 12.7%

# 3944 100.0% 1379 100.0% 324 100.0%
15b) The organisation values my work. Strongly agree # 665 16.9% 131 9.5% 18 5.6%

Agree # 1655 42.0% 487 35.3% 145 45.0%
Neither agree nor disagree# 966 24.5% 383 27.8% 94 29.2%
Disagree # 489 12.4% 245 17.8% 40 12.4%
Strongly disagree # 165 4.2% 133 9.6% 25 7.8%

# 3940 100.0% 1379 100.0% 322 100.0%
18b) There are opportunities for me to develop my career in this organisation.Strongly agree # 758 19.3% 216 15.8% 55 17.2%

Agree # 1643 41.8% 670 48.9% 175 54.9%
Neither agree nor disagree# 850 21.6% 276 20.2% 57 17.9%
Disagree # 483 12.3% 137 10.0% 19 6.0%
Strongly disagree # 198 5.0% 70 5.1% 13 4.1%

# 3932 100.0% 1369 100.0% 319 100.0%
20b) How often, if at all, do you feel burnt out because of your work?Always # 266 6.8% 111 8.1% 24 7.4%

Often # 1033 26.2% 364 26.6% 99 30.4%
Sometimes # 1591 40.4% 507 37.0% 136 41.7%
Rarely # 822 20.9% 293 21.4% 55 16.9%
Never # 224 5.7% 95 6.9% 12 3.7%

# 3936 100.0% 1370 100.0% 326 100.0%
22a) I look forward to going to work. Always # 428 10.9% 143 10.4% 22 6.7%

Often # 1755 44.6% 598 43.4% 134 41.1%
Sometimes # 1328 33.7% 470 34.1% 125 38.3%
Rarely # 328 8.3% 123 8.9% 33 10.1%
Never # 99 2.5% 43 3.1% 12 3.7%

# 3938 100.0% 1377 100.0% 326 100.0%
22b) I am enthusiastic about my job. Always # 1041 26.5% 266 19.3% 51 15.6%

Often # 1811 46.1% 635 46.2% 131 40.2%
Sometimes # 871 22.2% 357 26.0% 115 35.3%
Rarely # 169 4.3% 90 6.5% 25 7.7%
Never # 39 1.0% 27 2.0% 4 1.2%

# 3931 100.0% 1375 100.0% 326 100.0%



 

   

Grade:Medical & 
Dental Other

Medical SAS Other

Question Response n % n % n %
02a) I have unrealistic time pressures. Always 102 9.8% 28 8.1% 90 8.1%

Often 262 25.0% 116 33.5% 240 21.7%
Sometimes 420 40.2% 128 37.0% 428 38.6%
Rarely 198 18.9% 70 20.2% 250 22.6%
Never 64 6.1% 4 1.2% 100 9.0%

1046 100.0% 346 100.0% 1108 100.0%
02b) I am able to meet all the conflicting demands on my time at work.Always 116 11.1% 12 3.5% 154 13.9%

Often 350 33.5% 122 35.3% 424 38.2%
Sometimes 390 37.3% 140 40.5% 372 33.5%
Rarely 160 15.3% 56 16.2% 118 10.6%
Never 30 2.9% 16 4.6% 42 3.8%

1046 100.0% 346 100.0% 1110 100.0%
02c) I have adequate supplies, materials and equipment to do my work.Always 212 20.3% 32 9.2% 298 26.6%

Often 366 35.0% 166 48.0% 358 32.0%
Sometimes 268 25.6% 92 26.6% 276 24.6%
Rarely 142 13.6% 40 11.6% 130 11.6%
Never 58 5.5% 16 4.6% 58 5.2%

1046 100.0% 346 100.0% 1120 100.0%
02d) There are enough staff at this organisation for me to do my job properly.Always 100 9.6% 16 4.6% 130 11.7%

Often 248 23.8% 92 26.3% 240 21.5%
Sometimes 282 27.1% 112 32.0% 392 35.2%
Rarely 242 23.2% 74 21.1% 188 16.9%
Never 170 16.3% 56 16.0% 164 14.7%

1042 100.0% 350 100.0% 1114 100.0%
03b) On average, how many additional PAID hours do you work per week for this organisation, over and above your contracted hours? Please include paid overtime, bank shifts, and additional paid hours on-call.0 Hours 319 60.9% 101 57.7% 419 75.8%

Up to 5 hours 81 15.5% 36 20.6% 63 11.4%
6-10 hours 54 10.3% 20 11.4% 35 6.3%
11 or more hours 70 13.4% 18 10.3% 36 6.5%

524 100.0% 175 100.0% 553 100.0%
03c) On average, how many additional UNPAID hours do you work per week for this organisation, over and above your contracted hours? Please include unpaid overtime and additional unpaid hours on-call.0 Hours 165 31.5% 60 34.7% 259 46.2%

Up to 5 hours 252 48.1% 89 51.4% 180 32.1%
6-10 hours 73 13.9% 22 12.7% 56 10.0%
11 or more hours 34 6.5% 2 1.2% 66 11.8%

524 100.0% 173 100.0% 561 100.0%
04e) My immediate manager (line manager) values my work.Strongly agree 356 34.1% 56 16.0% 394 35.1%

Agree 336 32.2% 106 30.3% 390 34.8%
Neither agree nor disagree 174 16.7% 104 29.7% 174 15.5%
Disagree 84 8.0% 56 16.0% 82 7.3%
Strongly disagree 94 9.0% 28 8.0% 82 7.3%

1044 100.0% 350 100.0% 1122 100.0%
14e) I am satisfied with the opportunity for flexible working patterns.Strongly agree 152 29.1% 28 16.2% 163 29.1%

Agree 165 31.6% 59 34.1% 200 35.7%
Neither agree nor disagree 106 20.3% 42 24.3% 114 20.4%
Disagree 54 10.3% 28 16.2% 40 7.1%
Strongly disagree 45 8.6% 16 9.2% 43 7.7%

522 100.0% 173 100.0% 560 100.0%
14g) I achieve a good balance between my work life and my home life.Strongly agree 105 20.1% 12 6.9% 108 19.3%

Agree 170 32.6% 63 36.4% 225 40.2%
Neither agree nor disagree 96 18.4% 58 33.5% 113 20.2%
Disagree 94 18.0% 28 16.2% 69 12.3%
Strongly disagree 57 10.9% 12 6.9% 45 8.0%

522 100.0% 173 100.0% 560 100.0%
15b) The organisation values my work. Strongly agree 85 16.3% 16 9.1% 95 17.0%

Agree 165 31.6% 43 24.6% 191 34.2%
Neither agree nor disagree 149 28.5% 54 30.9% 147 26.3%
Disagree 83 15.9% 32 18.3% 81 14.5%
Strongly disagree 40 7.7% 30 17.1% 44 7.9%

522 100.0% 175 100.0% 558 100.0%
18b) There are opportunities for me to develop my career in this organisation.Strongly agree 91 17.4% 8 4.6% 96 17.2%

Agree 210 40.2% 49 28.0% 191 34.2%
Neither agree nor disagree 90 17.2% 58 33.1% 155 27.8%
Disagree 83 15.9% 40 22.9% 75 13.4%
Strongly disagree 48 9.2% 20 11.4% 41 7.3%

522 100.0% 175 100.0% 558 100.0%
20b) How often, if at all, do you feel burnt out because of your work?Always 37 7.1% 14 8.0% 42 7.6%

Often 116 22.3% 32 18.3% 108 19.5%
Sometimes 217 41.7% 84 48.0% 219 39.5%
Rarely 103 19.8% 37 21.1% 121 21.8%
Never 47 9.0% 8 4.6% 64 11.6%

520 100.0% 175 100.0% 554 100.0%
22a) I look forward to going to work. Always 85 16.3% 14 8.0% 110 19.7%

Often 223 42.8% 73 41.7% 188 33.7%
Sometimes 154 29.6% 52 29.7% 168 30.1%
Rarely 52 10.0% 24 13.7% 61 10.9%
Never 7 1.3% 12 6.9% 31 5.6%

521 100.0% 175 100.0% 558 100.0%
22b) I am enthusiastic about my job. Always 133 25.5% 26 14.9% 180 32.3%

Often 224 43.0% 83 47.4% 199 35.7%
Sometimes 118 22.6% 46 26.3% 130 23.3%
Rarely 41 7.9% 14 8.0% 34 6.1%
Never 5 1.0% 6 3.4% 15 2.7%

521 100.0% 175 100.0% 558 100.0%



 

   

Grade:Salaried Primary 
Care Dentist

Unknown

Question Response n % n %
02a) I have unrealistic time pressures. Always 0.0% 0.0%

Often 24 33.3% 4 25.0%
Sometimes 14 19.4% 4 25.0%
Rarely 22 30.6% 0.0%
Never 12 16.7% 8 50.0%

72 100.0% 16 100.0%
02b) I am able to meet all the conflicting demands on my time at work.Always 4 5.6% 4 25.0%

Often 14 19.4% 8 50.0%
Sometimes 30 41.7% 4 25.0%
Rarely 8 11.1% 0.0%
Never 16 22.2% 0.0%

72 100.0% 16 100.0%
02c) I have adequate supplies, materials and equipment to do my work.Always 4 5.6% 8 40.0%

Often 34 47.2% 0.0%
Sometimes 14 19.4% 8 40.0%
Rarely 8 11.1% 4 20.0%
Never 12 16.7% 0.0%

72 100.0% 20 100.0%
02d) There are enough staff at this organisation for me to do my job properly.Always 4 5.6% 8 40.0%

Often 10 13.9% 4 20.0%
Sometimes 14 19.4% 0.0%
Rarely 20 27.8% 8 40.0%
Never 24 33.3% 0.0%

72 100.0% 20 100.0%
03b) On average, how many additional PAID hours do you work per week for this organisation, over and above your contracted hours? Please include paid overtime, bank shifts, and additional paid hours on-call.0 Hours 28 77.8%

Up to 5 hours 4 11.1%
6-10 hours 2 5.6%
11 or more hours 2 5.6%

36 100.0% <10
03c) On average, how many additional UNPAID hours do you work per week for this organisation, over and above your contracted hours? Please include unpaid overtime and additional unpaid hours on-call.0 Hours 8 22.2%

Up to 5 hours 22 61.1%
6-10 hours 6 16.7%
11 or more hours 0.0%

36 100.0% <10
04e) My immediate manager (line manager) values my work.Strongly agree 14 19.4% 0.0%

Agree 16 22.2% 12 60.0%
Neither agree nor disagree 12 16.7% 8 40.0%
Disagree 14 19.4% 0.0%
Strongly disagree 16 22.2% 0.0%

72 100.0% 20 100.0%
14e) I am satisfied with the opportunity for flexible working patterns.Strongly agree 3 8.3% 6 60.0%

Agree 6 16.7% 2 20.0%
Neither agree nor disagree 10 27.8% 0.0%
Disagree 9 25.0% 0.0%
Strongly disagree 8 22.2% 2 20.0%

36 100.0% 10 100.0%
14g) I achieve a good balance between my work life and my home life.Strongly agree 3 8.3% 6 60.0%

Agree 10 27.8% 2 20.0%
Neither agree nor disagree 6 16.7% 2 20.0%
Disagree 9 25.0% 0.0%
Strongly disagree 8 22.2% 0.0%

36 100.0% 10 100.0%
15b) The organisation values my work. Strongly agree 1 2.8% 4 40.0%

Agree 12 33.3% 2 20.0%
Neither agree nor disagree 8 22.2% 4 40.0%
Disagree 10 27.8% 0.0%
Strongly disagree 5 13.9% 0.0%

36 100.0% 10 100.0%
18b) There are opportunities for me to develop my career in this organisation.Strongly agree 3 8.3% 4 40.0%

Agree 4 11.1% 2 20.0%
Neither agree nor disagree 8 22.2% 4 40.0%
Disagree 14 38.9% 0.0%
Strongly disagree 7 19.4% 0.0%

36 100.0% 10 100.0%
20b) How often, if at all, do you feel burnt out because of your work?Always 4 11.1% 0.0%

Often 4 11.1% 2 20.0%
Sometimes 19 52.8% 4 40.0%
Rarely 8 22.2% 2 20.0%
Never 1 2.8% 2 20.0%

36 100.0% 10 100.0%
22a) I look forward to going to work. Always 3 8.3% 4 40.0%

Often 10 27.8% 2 20.0%
Sometimes 9 25.0% 2 20.0%
Rarely 11 30.6% 0.0%
Never 3 8.3% 2 20.0%

36 100.0% 10 100.0%
22b) I am enthusiastic about my job. Always 3 8.3% 4 40.0%

Often 10 27.8% 2 20.0%
Sometimes 13 36.1% 4 40.0%
Rarely 7 19.4% 0.0%
Never 3 8.3% 0.0%

36 100.0% 10 100.0%



 

   

Specialty (for the Medical and Dental occupational group):Adult & General 
/ Nursing

Anaesthetics Dentistry

Question Response n % n % n %
02a) I have unrealistic time pressures. Always 28 5.1% 12 1.9%

Often 128 23.5% 100 15.8%
Sometimes 192 35.3% 248 39.2%
Rarely 172 31.6% 212 33.5%
Never 24 4.4% 60 9.5%

<10 544 100.0% 632 100.0%
02b) I am able to meet all the conflicting demands on my time at work.Always 40 7.4% 100 15.8%

Often 192 35.3% 268 42.4%
Sometimes 192 35.3% 192 30.4%
Rarely 104 19.1% 56 8.9%
Never 16 2.9% 16 2.5%

<10 544 100.0% 632 100.0%
02c) I have adequate supplies, materials and equipment to do my work.Always 68 12.5% 176 28.4%

Often 176 32.4% 248 40.0%
Sometimes 184 33.8% 112 18.1%
Rarely 72 13.2% 56 9.0%
Never 44 8.1% 28 4.5%

<10 544 100.0% 620 100.0%
02d) There are enough staff at this organisation for me to do my job properly.Always 40 7.4% 120 19.0%

Often 136 25.0% 160 25.3%
Sometimes 136 25.0% 172 27.2%
Rarely 132 24.3% 116 18.4%
Never 100 18.4% 64 10.1%

<10 544 100.0% 632 100.0%
03b) On average, how many additional PAID hours do you work per week for this organisation, over and above your contracted hours? Please include paid overtime, bank shifts, and additional paid hours on-call.0 Hours 122 44.9% 264 84.1%

Up to 5 hours 82 30.1% 20 6.4%
6-10 hours 40 14.7% 22 7.0%
11 or more hours 28 10.3% 8 2.5%

<10 272 100.0% 314 100.0%
03c) On average, how many additional UNPAID hours do you work per week for this organisation, over and above your contracted hours? Please include unpaid overtime and additional unpaid hours on-call.0 Hours 86 31.9% 156 49.7%

Up to 5 hours 126 46.7% 134 42.7%
6-10 hours 40 14.8% 18 5.7%
11 or more hours 18 6.7% 6 1.9%

<10 270 100.0% 314 100.0%
04e) My immediate manager (line manager) values my work.Strongly agree 96 17.6% 200 31.6%

Agree 192 35.3% 208 32.9%
Neither agree nor disagree 160 29.4% 120 19.0%
Disagree 36 6.6% 52 8.2%
Strongly disagree 60 11.0% 52 8.2%

<10 544 100.0% 632 100.0%
14e) I am satisfied with the opportunity for flexible working patterns.Strongly agree 42 15.4% 70 22.3%

Agree 112 41.2% 68 21.7%
Neither agree nor disagree 66 24.3% 80 25.5%
Disagree 30 11.0% 54 17.2%
Strongly disagree 22 8.1% 42 13.4%

<10 272 100.0% 314 100.0%
14g) I achieve a good balance between my work life and my home life.Strongly agree 34 12.5% 70 22.3%

Agree 124 45.6% 112 35.7%
Neither agree nor disagree 62 22.8% 62 19.7%
Disagree 34 12.5% 44 14.0%
Strongly disagree 18 6.6% 26 8.3%

<10 272 100.0% 314 100.0%
15b) The organisation values my work. Strongly agree 16 5.9% 38 12.2%

Agree 80 29.4% 100 32.1%
Neither agree nor disagree 94 34.6% 96 30.8%
Disagree 48 17.6% 52 16.7%
Strongly disagree 34 12.5% 26 8.3%

<10 272 100.0% 312 100.0%
18b) There are opportunities for me to develop my career in this organisation.Strongly agree 38 14.2% 24 7.7%

Agree 130 48.5% 120 38.5%
Neither agree nor disagree 68 25.4% 78 25.0%
Disagree 12 4.5% 52 16.7%
Strongly disagree 20 7.5% 38 12.2%

<10 268 100.0% 312 100.0%
20b) How often, if at all, do you feel burnt out because of your work?Always 18 6.6% 14 4.5%

Often 54 19.7% 60 19.2%
Sometimes 94 34.3% 126 40.4%
Rarely 82 29.9% 80 25.6%
Never 26 9.5% 32 10.3%

<10 274 100.0% 312 100.0%
22a) I look forward to going to work. Always 50 18.2% 48 15.4%

Often 104 38.0% 128 41.0%
Sometimes 88 32.1% 86 27.6%
Rarely 26 9.5% 36 11.5%
Never 6 2.2% 14 4.5%

<10 274 100.0% 312 100.0%
22b) I am enthusiastic about my job. Always 74 27.0% 82 26.3%

Often 106 38.7% 126 40.4%
Sometimes 68 24.8% 78 25.0%
Rarely 18 6.6% 22 7.1%
Never 8 2.9% 4 1.3%

<10 274 100.0% 312 100.0%



 

   

Specialty (for the Medical and Dental occupational group):Emergency 
Medicine

Medicine Obstetrics & 
Gynaecology

Question Response n % n % n %
02a) I have unrealistic time pressures. Always 108 27.8% 184 14.7% 40 14.9%

Often 128 33.0% 368 29.5% 76 28.4%
Sometimes 108 27.8% 488 39.1% 108 40.3%
Rarely 32 8.2% 172 13.8% 36 13.4%
Never 12 3.1% 36 2.9% 8 3.0%

388 100.0% 1248 100.0% 268 100.0%
02b) I am able to meet all the conflicting demands on my time at work.Always 24 6.1% 60 4.8% 8 3.0%

Often 92 23.5% 408 32.8% 64 23.9%
Sometimes 124 31.6% 500 40.2% 144 53.7%
Rarely 112 28.6% 196 15.8% 48 17.9%
Never 40 10.2% 80 6.4% 4 1.5%

392 100.0% 1244 100.0% 268 100.0%
02c) I have adequate supplies, materials and equipment to do my work.Always 28 7.2% 96 7.7% 20 7.5%

Often 124 32.0% 332 26.7% 100 37.3%
Sometimes 112 28.9% 476 38.3% 76 28.4%
Rarely 88 22.7% 248 19.9% 48 17.9%
Never 36 9.3% 92 7.4% 24 9.0%

388 100.0% 1244 100.0% 268 100.0%
02d) There are enough staff at this organisation for me to do my job properly.Always 12 3.1% 60 4.8% 4 1.5%

Often 64 16.3% 188 15.1% 52 19.4%
Sometimes 120 30.6% 432 34.6% 80 29.9%
Rarely 100 25.5% 328 26.3% 92 34.3%
Never 96 24.5% 240 19.2% 40 14.9%

392 100.0% 1248 100.0% 268 100.0%
03b) On average, how many additional PAID hours do you work per week for this organisation, over and above your contracted hours? Please include paid overtime, bank shifts, and additional paid hours on-call.0 Hours 86 43.9% 396 64.1% 74 55.2%

Up to 5 hours 48 24.5% 84 13.6% 32 23.9%
6-10 hours 24 12.2% 70 11.3% 10 7.5%
11 or more hours 38 19.4% 68 11.0% 18 13.4%

196 100.0% 618 100.0% 134 100.0%
03c) On average, how many additional UNPAID hours do you work per week for this organisation, over and above your contracted hours? Please include unpaid overtime and additional unpaid hours on-call.0 Hours 66 33.7% 156 25.2% 36 26.9%

Up to 5 hours 108 55.1% 332 53.7% 70 52.2%
6-10 hours 16 8.2% 84 13.6% 28 20.9%
11 or more hours 6 3.1% 46 7.4% 0.0%

196 100.0% 618 100.0% 134 100.0%
04e) My immediate manager (line manager) values my work.Strongly agree 88 22.4% 332 26.8% 60 22.4%

Agree 148 37.8% 508 41.0% 92 34.3%
Neither agree nor disagree 72 18.4% 196 15.8% 48 17.9%
Disagree 28 7.1% 88 7.1% 44 16.4%
Strongly disagree 56 14.3% 116 9.4% 24 9.0%

392 100.0% 1240 100.0% 268 100.0%
14e) I am satisfied with the opportunity for flexible working patterns.Strongly agree 48 24.5% 114 18.4% 10 7.6%

Agree 54 27.6% 194 31.3% 38 28.8%
Neither agree nor disagree 50 25.5% 160 25.8% 36 27.3%
Disagree 18 9.2% 88 14.2% 28 21.2%
Strongly disagree 26 13.3% 64 10.3% 20 15.2%

196 100.0% 620 100.0% 132 100.0%
14g) I achieve a good balance between my work life and my home life.Strongly agree 32 16.3% 84 13.5% 10 7.6%

Agree 62 31.6% 182 29.4% 52 39.4%
Neither agree nor disagree 44 22.4% 168 27.1% 34 25.8%
Disagree 30 15.3% 106 17.1% 18 13.6%
Strongly disagree 28 14.3% 80 12.9% 18 13.6%

196 100.0% 620 100.0% 132 100.0%
15b) The organisation values my work. Strongly agree 16 8.2% 78 12.5% 10 7.8%

Agree 56 28.9% 208 33.4% 42 32.8%
Neither agree nor disagree 66 34.0% 182 29.3% 32 25.0%
Disagree 32 16.5% 102 16.4% 32 25.0%
Strongly disagree 24 12.4% 52 8.4% 12 9.4%

194 100.0% 622 100.0% 128 100.0%
18b) There are opportunities for me to develop my career in this organisation.Strongly agree 32 16.3% 84 13.5% 8 6.2%

Agree 86 43.9% 298 48.1% 54 41.5%
Neither agree nor disagree 40 20.4% 116 18.7% 34 26.2%
Disagree 20 10.2% 84 13.5% 22 16.9%
Strongly disagree 18 9.2% 38 6.1% 12 9.2%

196 100.0% 620 100.0% 130 100.0%
20b) How often, if at all, do you feel burnt out because of your work?Always 22 11.2% 60 9.7% 18 13.8%

Often 76 38.8% 156 25.2% 38 29.2%
Sometimes 66 33.7% 238 38.4% 54 41.5%
Rarely 22 11.2% 134 21.6% 16 12.3%
Never 10 5.1% 32 5.2% 4 3.1%

196 100.0% 620 100.0% 130 100.0%
22a) I look forward to going to work. Always 24 12.2% 54 8.7% 12 9.2%

Often 72 36.7% 264 42.4% 46 35.4%
Sometimes 66 33.7% 220 35.4% 50 38.5%
Rarely 30 15.3% 62 10.0% 12 9.2%
Never 4 2.0% 22 3.5% 10 7.7%

196 100.0% 622 100.0% 130 100.0%
22b) I am enthusiastic about my job. Always 42 21.4% 110 17.7% 30 23.1%

Often 72 36.7% 278 44.7% 44 33.8%
Sometimes 66 33.7% 184 29.6% 36 27.7%
Rarely 14 7.1% 34 5.5% 18 13.8%
Never 2 1.0% 16 2.6% 2 1.5%

196 100.0% 622 100.0% 130 100.0%



 

   

Specialty (for the Medical and Dental occupational group):Other Paediatrics Pathology

Question Response n % n % n %
02a) I have unrealistic time pressures. Always 176 12.1% 60 11.9% 12 9.4%

Often 400 27.4% 184 36.5% 44 34.4%
Sometimes 480 32.9% 212 42.1% 44 34.4%
Rarely 312 21.4% 48 9.5% 24 18.8%
Never 92 6.3% 0.0% 4 3.1%

1460 100.0% 504 100.0% 128 100.0%
02b) I am able to meet all the conflicting demands on my time at work.Always 152 10.4% 12 2.4% 8 6.3%

Often 536 36.7% 156 30.7% 44 34.4%
Sometimes 560 38.4% 192 37.8% 52 40.6%
Rarely 180 12.3% 124 24.4% 16 12.5%
Never 32 2.2% 24 4.7% 8 6.3%

1460 100.0% 508 100.0% 128 100.0%
02c) I have adequate supplies, materials and equipment to do my work.Always 332 22.7% 36 7.1% 12 9.4%

Often 572 39.2% 188 37.3% 68 53.1%
Sometimes 328 22.5% 168 33.3% 32 25.0%
Rarely 180 12.3% 84 16.7% 4 3.1%
Never 48 3.3% 28 5.6% 12 9.4%

1460 100.0% 504 100.0% 128 100.0%
02d) There are enough staff at this organisation for me to do my job properly.Always 160 11.0% 28 5.5% 8 6.3%

Often 320 22.0% 88 17.3% 12 9.4%
Sometimes 508 35.0% 160 31.5% 56 43.8%
Rarely 292 20.1% 128 25.2% 28 21.9%
Never 172 11.8% 104 20.5% 24 18.8%

1452 100.0% 508 100.0% 128 100.0%
03b) On average, how many additional PAID hours do you work per week for this organisation, over and above your contracted hours? Please include paid overtime, bank shifts, and additional paid hours on-call.0 Hours 482 66.4% 162 63.8% 26 40.6%

Up to 5 hours 120 16.5% 38 15.0% 10 15.6%
6-10 hours 58 8.0% 32 12.6% 16 25.0%
11 or more hours 66 9.1% 22 8.7% 12 18.8%

726 100.0% 254 100.0% 64 100.0%
03c) On average, how many additional UNPAID hours do you work per week for this organisation, over and above your contracted hours? Please include unpaid overtime and additional unpaid hours on-call.0 Hours 224 30.8% 60 23.6% 28 43.8%

Up to 5 hours 348 47.8% 140 55.1% 26 40.6%
6-10 hours 98 13.5% 32 12.6% 10 15.6%
11 or more hours 58 8.0% 22 8.7% 0.0%

728 100.0% 254 100.0% 64 100.0%
04e) My immediate manager (line manager) values my work.Strongly agree 516 35.3% 92 18.1% 28 21.9%

Agree 484 33.2% 188 37.0% 48 37.5%
Neither agree nor disagree 216 14.8% 112 22.0% 12 9.4%
Disagree 144 9.9% 48 9.4% 20 15.6%
Strongly disagree 100 6.8% 68 13.4% 20 15.6%

1460 100.0% 508 100.0% 128 100.0%
14e) I am satisfied with the opportunity for flexible working patterns.Strongly agree 230 31.6% 46 18.3% 18 28.1%

Agree 268 36.8% 86 34.1% 26 40.6%
Neither agree nor disagree 140 19.2% 70 27.8% 6 9.4%
Disagree 50 6.9% 24 9.5% 12 18.8%
Strongly disagree 40 5.5% 26 10.3% 2 3.1%

728 100.0% 252 100.0% 64 100.0%
14g) I achieve a good balance between my work life and my home life.Strongly agree 136 18.7% 22 8.8% 12 18.8%

Agree 254 35.0% 74 29.6% 20 31.3%
Neither agree nor disagree 168 23.1% 52 20.8% 12 18.8%
Disagree 104 14.3% 72 28.8% 16 25.0%
Strongly disagree 64 8.8% 30 12.0% 4 6.3%

726 100.0% 250 100.0% 64 100.0%
15b) The organisation values my work. Strongly agree 116 15.9% 22 8.7% 8 12.5%

Agree 248 34.1% 72 28.6% 24 37.5%
Neither agree nor disagree 186 25.5% 82 32.5% 16 25.0%
Disagree 118 16.2% 42 16.7% 4 6.3%
Strongly disagree 60 8.2% 34 13.5% 12 18.8%

728 100.0% 252 100.0% 64 100.0%
18b) There are opportunities for me to develop my career in this organisation.Strongly agree 140 19.3% 32 13.0% 10 15.6%

Agree 254 35.0% 100 40.7% 24 37.5%
Neither agree nor disagree 190 26.2% 46 18.7% 14 21.9%
Disagree 104 14.3% 42 17.1% 10 15.6%
Strongly disagree 38 5.2% 26 10.6% 6 9.4%

726 100.0% 246 100.0% 64 100.0%
20b) How often, if at all, do you feel burnt out because of your work?Always 44 6.1% 22 8.9% 2 3.1%

Often 134 18.5% 66 26.6% 22 34.4%
Sometimes 296 40.9% 122 49.2% 22 34.4%
Rarely 148 20.4% 26 10.5% 16 25.0%
Never 102 14.1% 12 4.8% 2 3.1%

724 100.0% 248 100.0% 64 100.0%
22a) I look forward to going to work. Always 96 13.2% 26 10.4% 4 6.3%

Often 304 41.8% 98 39.2% 32 50.0%
Sometimes 262 36.0% 86 34.4% 16 25.0%
Rarely 52 7.1% 32 12.8% 4 6.3%
Never 14 1.9% 8 3.2% 8 12.5%

728 100.0% 250 100.0% 64 100.0%
22b) I am enthusiastic about my job. Always 188 26.0% 48 19.2% 10 15.6%

Often 298 41.2% 124 49.6% 24 37.5%
Sometimes 196 27.1% 50 20.0% 20 31.3%
Rarely 32 4.4% 26 10.4% 6 9.4%
Never 10 1.4% 2 0.8% 4 6.3%

724 100.0% 250 100.0% 64 100.0%



 

  

 

Specialty (for the Medical and Dental occupational group):Psychiatry Radiology Surgery

Question Response n % n % n %
02a) I have unrealistic time pressures. Always 44 10.6% 32 15.7% 84 12.7%

Often 116 27.9% 44 21.6% 212 31.9%
Sometimes 180 43.3% 72 35.3% 268 40.4%
Rarely 64 15.4% 48 23.5% 72 10.8%
Never 12 2.9% 8 3.9% 28 4.2%

416 100.0% 204 100.0% 664 100.0%
02b) I am able to meet all the conflicting demands on my time at work.Always 20 4.9% 12 5.9% 36 5.5%

Often 160 38.8% 64 31.4% 240 36.4%
Sometimes 148 35.9% 80 39.2% 260 39.4%
Rarely 68 16.5% 36 17.6% 88 13.3%
Never 16 3.9% 12 5.9% 36 5.5%

412 100.0% 204 100.0% 660 100.0%
02c) I have adequate supplies, materials and equipment to do my work.Always 52 12.6% 28 13.7% 56 8.4%

Often 140 34.0% 72 35.3% 184 27.7%
Sometimes 136 33.0% 60 29.4% 220 33.1%
Rarely 52 12.6% 28 13.7% 136 20.5%
Never 32 7.8% 16 7.8% 68 10.2%

412 100.0% 204 100.0% 664 100.0%
02d) There are enough staff at this organisation for me to do my job properly.Always 24 5.8% 28 13.7% 20 3.0%

Often 80 19.2% 36 17.6% 176 26.5%
Sometimes 116 27.9% 60 29.4% 192 28.9%
Rarely 104 25.0% 44 21.6% 136 20.5%
Never 92 22.1% 36 17.6% 140 21.1%

416 100.0% 204 100.0% 664 100.0%
03b) On average, how many additional PAID hours do you work per week for this organisation, over and above your contracted hours? Please include paid overtime, bank shifts, and additional paid hours on-call.0 Hours 124 60.2% 60 60.0% 170 51.5%

Up to 5 hours 34 16.5% 24 24.0% 66 20.0%
6-10 hours 26 12.6% 10 10.0% 48 14.5%
11 or more hours 22 10.7% 6 6.0% 46 13.9%

206 100.0% 100 100.0% 330 100.0%
03c) On average, how many additional UNPAID hours do you work per week for this organisation, over and above your contracted hours? Please include unpaid overtime and additional unpaid hours on-call.0 Hours 60 29.1% 48 47.1% 88 26.7%

Up to 5 hours 106 51.5% 48 47.1% 144 43.6%
6-10 hours 38 18.4% 6 5.9% 70 21.2%
11 or more hours 2 1.0% 0.0% 28 8.5%

206 100.0% 102 100.0% 330 100.0%
04e) My immediate manager (line manager) values my work.Strongly agree 120 28.8% 28 13.7% 124 18.7%

Agree 200 48.1% 80 39.2% 232 34.9%
Neither agree nor disagree 52 12.5% 64 31.4% 176 26.5%
Disagree 24 5.8% 24 11.8% 76 11.4%
Strongly disagree 20 4.8% 8 3.9% 56 8.4%

416 100.0% 204 100.0% 664 100.0%
14e) I am satisfied with the opportunity for flexible working patterns.Strongly agree 34 16.5% 20 19.6% 32 9.6%

Agree 82 39.8% 32 31.4% 104 31.1%
Neither agree nor disagree 44 21.4% 20 19.6% 96 28.7%
Disagree 34 16.5% 22 21.6% 68 20.4%
Strongly disagree 12 5.8% 8 7.8% 34 10.2%

206 100.0% 102 100.0% 334 100.0%
14g) I achieve a good balance between my work life and my home life.Strongly agree 32 15.4% 8 7.8% 28 8.4%

Agree 78 37.5% 40 39.2% 92 27.7%
Neither agree nor disagree 44 21.2% 28 27.5% 92 27.7%
Disagree 40 19.2% 14 13.7% 76 22.9%
Strongly disagree 14 6.7% 12 11.8% 44 13.3%

208 100.0% 102 100.0% 332 100.0%
15b) The organisation values my work. Strongly agree 26 12.5% 6 5.9% 22 6.6%

Agree 96 46.2% 34 33.3% 108 32.5%
Neither agree nor disagree 52 25.0% 26 25.5% 96 28.9%
Disagree 18 8.7% 18 17.6% 78 23.5%
Strongly disagree 16 7.7% 18 17.6% 28 8.4%

208 100.0% 102 100.0% 332 100.0%
18b) There are opportunities for me to develop my career in this organisation.Strongly agree 38 18.4% 16 16.0% 34 10.2%

Agree 108 52.4% 46 46.0% 152 45.5%
Neither agree nor disagree 28 13.6% 18 18.0% 74 22.2%
Disagree 18 8.7% 12 12.0% 42 12.6%
Strongly disagree 14 6.8% 8 8.0% 32 9.6%

206 100.0% 100 100.0% 334 100.0%
20b) How often, if at all, do you feel burnt out because of your work?Always 16 7.7% 2 2.0% 48 14.4%

Often 66 31.7% 24 24.0% 96 28.7%
Sometimes 68 32.7% 38 38.0% 122 36.5%
Rarely 42 20.2% 30 30.0% 56 16.8%
Never 16 7.7% 6 6.0% 12 3.6%

208 100.0% 100 100.0% 334 100.0%
22a) I look forward to going to work. Always 14 6.7% 4 3.9% 22 6.6%

Often 108 51.9% 42 41.2% 124 37.1%
Sometimes 52 25.0% 26 25.5% 130 38.9%
Rarely 22 10.6% 22 21.6% 46 13.8%
Never 12 5.8% 8 7.8% 12 3.6%

208 100.0% 102 100.0% 334 100.0%
22b) I am enthusiastic about my job. Always 34 16.3% 12 11.8% 54 16.2%

Often 112 53.8% 46 45.1% 130 38.9%
Sometimes 42 20.2% 28 27.5% 102 30.5%
Rarely 18 8.7% 8 7.8% 34 10.2%
Never 2 1.0% 8 7.8% 14 4.2%

208 100.0% 102 100.0% 334 100.0%



 

  

 

 

 

 

 

 

 

  

Occupational Group:Medical and 
Dental

All other groups

Equality, Diversity and Inclusion question Response n % n %
25) What best describes your gender? Female 1724 53.6% 16884 71.0%

Male 1134 35.3% 5054 21.3%
Non-binary <10 48 0.2%
Prefer not to say 310 9.6% 1625 6.8%
Prefer to self describe (please specify) 40 1.2% 154 0.6%

3214 100.0% 23765 100.0%
26) Is this the same as the sex you were assigned at birth?No 18 0.6% 116 0.5%

Prefer not to say 264 8.3% 1291 5.5%
Yes 2890 91.1% 22261 94.1%

3172 100.0% 23668 100.0%
27) Which of the following terms best describes your sexual orientation?Asexual 14 0.4% 288 1.2%

Bisexual 80 2.5% 695 2.9%
Gay or lesbian 100 3.1% 632 2.7%
Heterosexual or Straight 2550 79.7% 19618 82.7%
Prefer not to say 404 12.6% 2205 9.3%
Prefer to self-describe (please specify) 52 1.6% 287 1.2%

3200 100.0% 23725 100.0%
28) Age 16-20 10 0.3% 109 0.5%

21-30 308 9.6% 3189 13.4%
31-40 644 20.0% 5143 21.6%
41-50 886 27.6% 5877 24.6%
51-65 986 30.7% 7351 30.8%
66+ 44 1.4% 248 1.0%
Prefer not to say 336 10.5% 1925 8.1%

3214 100.0% 23842 100.0%
29) Which race or ethnicity best describes you? ŰŸƣőĲƖНƖċĦĲНŸƖНĲƣőŰŔĦŔƣǃНтНƓũĲċƚĲНŔĬĲŰƣŔŉǃ50 1.6% 218 0.9%

Arabic 44 1.4% 24 0.1%
Asian / British Asian: Bangladeshi 14 0.4% 50 0.2%
Asian / British Asian: Chinese 34 1.1% 56 0.2%
Asian / British Asian: Indian 216 6.7% 339 1.4%
Asian / British Asian: Other 54 1.7% 160 0.7%
Asian / British Asian: Pakistani 40 1.2% 46 0.2%
Black / British Black: African 50 1.6% 170 0.7%
Black / British Black: Caribbean 12 0.4% 38 0.2%
Black / British Black: Other <10 15 0.1%
Mixed Race: Asian & White 20 0.6% 66 0.3%
Mixed Race: Black & Asian <10 <10
Mixed Race: Black & White 12 0.4% 63 0.3%
Mixed Race: Other 124 3.9% 803 3.4%
Prefer not to say 424 13.2% 1783 7.5%
Traveller: Gypsy or Roma <10 11 0.0%
Traveller: Irish <10 14 0.1%
White: British (British / English / Northern Irish / Scottish / Welsh) 1860 57.9% 18622 78.0%
White: European 212 6.6% 1223 5.1%
White: Irish 38 1.2% 154 0.6%

3210 100.0% 23861 100.0%
30) What do you consider your religion to be? Buddhist 36 1.1% 96 0.4%

Christian 1124 35.4% 9192 38.8%
Hindu 140 4.4% 128 0.5%
Jewish <10 101 0.4%
Muslim 108 3.4% 161 0.7%
No religion 1142 35.9% 10691 45.1%
Prefer not to say 528 16.6% 2726 11.5%
Prefer to self-describe (please specify) 92 2.9% 572 2.4%
Sikh <10 23 0.1%

3178 100.0% 23690 100.0%
31) Do you have an impairment that can affect day-to-day activities, this can be either a physical or hidden disability?No 2542 79.4% 17808 74.8%

Prefer not to say 326 10.2% 2195 9.2%
Yes 332 10.4% 3794 15.9%

3200 100.0% 23797 100.0%
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Key Findings  

Data returned from the Welsh health board and trusts (HBT) indicate that there are nearly 2500 apprentices 

in NHS Wales, 56% following non-healthcare frameworks (glossary). The framework with the largest number 

of healthcare apprentices is Clinical Healthcare Support (FR05001) with 675 apprentices at levels 2 and 3. 

Overall 27% of apprentices are studying a qualification at level 2, 47% at level 3, 20% at level 4, 5% at level 5 

and 1% at level 6 within their chosen framework.  

It is not currently possible to triangulate data to establish reliable information or draw reliable conclusions 

relating to the use of apprenticeships in NHS Wales. Each of the main data sets, whichever source is utilised, 

have significant data errors or omissions. There is a future need to establish a reliable data source to enable 

the identification of trends and inform future opportunities and direction. HEIW are best placed to influence 

the data collated by the health boards and trusts and should work with them to establish methodologies 

which enable reliable data collation and reporting.  

Health boards and trusts can request and receive the most reliable source of data from their training 

providers (TP). However, there is a level of unfamiliarity within health boards and trusts surrounding the data 

which can be requested from the TPs, compounded by the TP only providing the information requested by 

individual health boards. This has created a situation whereby the same training provider will provide 

different levels of information to different health boards and thus the availability of data to HEIW is currently 

limited and disjointed.   

Health boards with staff in a centralised apprenticeship role tend to actively collate and report on 

apprenticeship data with greater regularity. Where this role to support apprenticeships is divided between 

multiple members of staff and/or there is no requirement to report against apprenticeship figures, the data 

becomes unfamiliar and more ad hoc.   

HEIW needs to work with all Welsh HBTs to inform them of the data they can request from the TP and 

encourage the development an understanding of apprenticeship data, leading to standardised returns and 

centralised all-Wales reporting. For HEIW to be able to provide analysis of apprenticeships in NHS Wales in 

the future there is a need to create a more standardised approach to data gathering. This data should also be 

shared with HEIW on a more regular basis to enable trend analysis and to facilitate a reason for the collation 

of a reliable data set by health boards and trusts. It is recognised that this process should not be onerous to 

the health boards and trusts to ensure engagement with the process, especially for those organisations 

which do not have centralised apprenticeship staff.  

Recommendations  

1. HEIW will gather quantitative data to provide reliable insight into the use of apprenticeships in NHS 

Wales and enable trend analysis.   

  

2. HEIW will work with NHS Wales organisations to increase awareness of the processes available for 

the recruitment of new and existing apprentices.  

  

3. HEIW will work with all-Wales groups (Apprenticeship Steering and Leads groups) to establish 

methodologies for measuring the impacts of apprenticeships on service provision.  

  

4. HEIW will develop a long-term vision, for agreement with all-Wales groups and NHS organisations, 

that supports a sustainable health-based apprenticeship learning and skills development pathway for 

education at levels 2-6.  

  



 

  

wŜŎƻƳƳŜƴŘŀǝƻƴΥ I9L² ǿƛƭƭ ƎŀǘƘŜǊ ǉǳŀƴǝǘŀǝǾŜ Řŀǘŀ ǘƻ ǇǊƻǾƛŘŜ ǊŜƭƛŀōƭŜ ƛƴǎƛƎƘǘ ƛƴǘƻ ǘƘŜ 
ǳǎŜ ƻŦ ŀǇǇǊŜƴǝŎŜǎƘƛǇǎ ƛƴ bI{ ²ŀƭŜǎ ŀƴŘ ŜƴŀōƭŜ ǘǊŜƴŘ ŀƴŀƭȅǎƛǎΦ   
  

!Ŏǝƻƴǎ  

Å /ǊŜŀǘŜ ǘǿƻ ŀƭƭπ²ŀƭŜǎ ǎǘŀƴŘŀǊŘƛǎŜŘ ŦƻǊƳǎΥ  

мΦ ! Řŀǘŀ ǊŜǉǳŜǎǘ ŦƻǊƳ ŦǊƻƳ I.¢ǎ ǘƻ ¢tǎΦ ¢Ƙƛǎ ǿƛƭƭ ǎǳǇǇƻǊǘ I.¢ ǘƻ ƎŀǘƘŜǊ 
ǘƘŜ ǊŀƴƎŜ ƻŦ Řŀǘŀ ǿƘƛŎƘ Ŏŀƴ ōŜ ǊŜǉǳŜǎǘŜŘ ŦǊƻƳ ¢tǎ  

нΦ ! Řŀǘŀ ǊŜǘǳǊƴ ŦƻǊƳ ǘƻ I9L²Φ ¢Ƙƛǎ ǿƛƭƭ ŜƴŀōƭŜ ŀƭƭπ²ŀƭŜǎ Řŀǘŀ ǊŜǇƻǊǝƴƎ 
ŀƴŘ ǘǊŜƴŘ ŀƴŀƭȅǎƛǎΣ ŦŀŎƛƭƛǘŀǝƴƎ ƻƴƎƻƛƴƎ ǊŜǇƻǊǝƴƎ ǘƻ 9ȄŜŎǳǝǾŜǎΦ  

¢ƘŜǎŜ ŦƻǊƳǎ ǿƛƭƭ ŜƴŀōƭŜ ŦǳǊǘƘŜǊ ǉǳŀƭƛǘŀǝǾŜ ŀƴŘ ǉǳŀƴǝǘŀǝǾŜ Řŀǘŀ ƛƴŎƭǳŘƛƴƎ 
ŘŜǎǝƴŀǝƻƴΣ ǊŜǘŜƴǝƻƴΣ ŀǧŀƛƴƳŜƴǘ ŀƴŘ ǊŜŀǎƻƴ ŦƻǊ ƭŜŀǾƛƴƎκƴƻƴ ŎƻƳǇƭŜǝƻƴ ŘŀǘŀΦ   

Å /ƻƴǝƴǳŜ ǿƻǊƪƛƴƎ ǿƛǘƘ ōƻǘƘ ƛƴǘŜǊƴŀƭ ŀƴŘ ŜȄǘŜǊƴŀƭ 9{w ǊŜǇǊŜǎŜƴǘŀǝǾŜǎ ǘƻ ƛƴƅǳŜƴŎŜ 
ǘƘŜ Řŀǘŀ ƛƴǇǳǘ ŀƴŘ ŘŜǾŜƭƻǇƳŜƴǘ ƻŦ 9{w ǘƻ ŎƻƴǎƛŘŜǊ ŀ ²ŜƭǎƘ ǇŜǊǎǇŜŎǝǾŜΦ  

  

wŜŎƻƳƳŜƴŘŀǝƻƴΥ I9L² ǿƛƭƭ ǿƻǊƪ ǿƛǘƘ bI{ ²ŀƭŜǎ ƻǊƎŀƴƛǎŀǝƻƴǎ ǘƻ ƛƴŎǊŜŀǎŜ ŀǿŀǊŜƴŜǎǎ ƻŦ 

ǘƘŜ ǇǊƻŎŜǎǎŜǎ ŀǾŀƛƭŀōƭŜ ŦƻǊ ǘƘŜ ǊŜŎǊǳƛǘƳŜƴǘ ƻŦ ƴŜǿ ŀƴŘ ŜȄƛǎǝƴƎ ŀǇǇǊŜƴǝŎŜǎΦ  

  

!Ŏǝƻƴǎ  

Å 5ŜǾŜƭƻǇ ŀƴ ŀƭƭπ²ŀƭŜǎ ŦƻǊƳ ǘƻ ŜƴŎƻǳǊŀƎŜ ǘƘŜ I.¢ ǘƻ ŎŜƴǘǊŀƭƭȅ ǇǊƻŎŜǎǎ 

ŀǇǇǊŜƴǝŎŜǎƘƛǇ ŀǇǇƭƛŎŀǝƻƴǎΦ   

Å 9ƴŎƻǳǊŀƎŜ ǘƘŜ ǎƘŀǊƛƴƎ ƻŦ ōŜǎǘ ǇǊŀŎǝŎŜ ŀƴŘ ŘŜǾŜƭƻǇ ƳŀǘŜǊƛŀƭǎ ǘƻ ƘŜƭǇ ƛƴŎǊŜŀǎŜ 
ŀǿŀǊŜƴŜǎǎ ŀƳƻƴƎǎǘ ƳŀƴŀƎŜǊǎ ǘƻ ŜƳōŜŘ ŀǇǇǊŜƴǝŎŜǎƘƛǇ ǊŜŎǊǳƛǘƳŜƴǘ ŀǎ ŀ 
ǎǘŀƴŘŀǊŘƛǎŜŘ ŎƻƴǎƛŘŜǊŀǝƻƴ ŦƻǊ ǊŜŎǊǳƛǘƳŜƴǘ ŀǇǇǊƻŀŎƘΦ  
  

wŜŎƻƳƳŜƴŘŀǝƻƴΥ I9L² ǿƛƭƭ ǿƻǊƪ ǿƛǘƘ ǘƘŜ I9L² ŀƭƭπ²ŀƭŜǎ ƎǊƻǳǇǎ ό!ǇǇǊŜƴǝŎŜǎƘƛǇ 
{ǘŜŜǊƛƴƎ ŀƴŘ [ŜŀŘǎ ƎǊƻǳǇǎύ ǘƻ ŜǎǘŀōƭƛǎƘ ƳŜǘƘƻŘƻƭƻƎƛŜǎ ŦƻǊ ƳŜŀǎǳǊƛƴƎ ǘƘŜ ƛƳǇŀŎǘǎ ƻŦ 
ŀǇǇǊŜƴǝŎŜǎƘƛǇǎ ƻƴ ǎŜǊǾƛŎŜ ǇǊƻǾƛǎƛƻƴΦ  
  

!Ŏǝƻƴǎ  

Å 9ǎǘŀōƭƛǎƘ ǊŜŎƻƎƴƛǎŜŘ ƛƳǇŀŎǘǎ όōŜƴŜŬǘǎ ŀƴŘ Ǌƛǎƪǎύ ǿƛǘƘ !ǇǇǊŜƴǝŎŜǎƘƛǇ [ŜŀŘ ƎǊƻǳǇ 
ǘƻ ŜƴŀōƭŜ ǘǊŀŎƪƛƴƎ ŀƴŘ ǊŜǇƻǊǝƴƎ ǿƛǘƘ ŘŜŬƴŜŘ ǇŀǊŀƳŜǘŜǊǎ  

Å 9ƴƎŀƎŜ ǿƛǘƘ I.¢ ǘƻ ǎƘŀǊŜ ōŜǎǘ ǇǊŀŎǝŎŜ ǿƘŜƴ ƎŀǘƘŜǊƛƴƎ ƭŜŀǊƴŜǊ ǾƻƛŎŜ ǎǳǊǾŜȅǎ  

  

wŜŎƻƳƳŜƴŘŀǝƻƴΥ I9L² ǿƛƭƭ ŘŜǾŜƭƻǇ ŀ ƭƻƴƎπǘŜǊƳ ǾƛǎƛƻƴΣ ŦƻǊ ŀƎǊŜŜƳŜƴǘ ǿƛǘƘ ŀƭƭπ²ŀƭŜǎ 
ƎǊƻǳǇǎ ŀƴŘ bI{ ƻǊƎŀƴƛǎŀǝƻƴǎΣ ǘƘŀǘ ǎǳǇǇƻǊǘǎ ŀ ǎǳǎǘŀƛƴŀōƭŜ ƘŜŀƭǘƘπōŀǎŜŘ ŀǇǇǊŜƴǝŎŜǎƘƛǇ 
ƭŜŀǊƴƛƴƎ ŀƴŘ ǎƪƛƭƭǎ ŘŜǾŜƭƻǇƳŜƴǘ ǇŀǘƘǿŀȅ ŦƻǊ ŜŘǳŎŀǝƻƴ ŀǘ ƭŜǾŜƭǎ нπсΦ  
  

!Ŏǝƻƴǎ  

Å 5ƛǎŎǳǎǎ ǿƛǘƘ aŜŘǊΣ ŀƭǘŜǊƴŀǝǾŜ ŦǳƴŘƛƴƎ ŀƴŘ ŘŜƭƛǾŜǊȅ ƳŜŎƘŀƴƛǎƳǎ ǘƻ ŜƴǎǳǊŜ Ŝǉǳŀƭƛǘȅ 
ƻŦ ŀŎŎŜǎǎƛōƛƭƛǘȅ ǘƻ ǘƘŜ ǊŀƴƎŜ ƻŦ ǉǳŀƭƛŬŎŀǝƻƴǎ ƘƻǎǘŜŘ ǿƛǘƘƛƴ ǘƘŜ ƘŜŀƭǘƘπōŀǎŜŘ 
ŀǇǇǊŜƴǝŎŜǎƘƛǇ ŦǊŀƳŜǿƻǊƪǎΦ  

Å wŜǾƛŜǿ ǘƘŜ ŦǊŀƳŜǿƻǊƪǎ ŦƻǊ ŎǳǊǊŜƴŎȅ ŀƴŘ ǾŀƭƛŘƛǘȅΦ  

Å ²ƻǊƪ ǿƛǘƘ ŀ ǊŀƴƎŜ ƻŦ ƘŜŀƭǘƘπōŀǎŜŘ ǎŜŎǘƻǊǎ ǘƻ ŘŜǾŜƭƻǇ ŀǇǇǊƻǇǊƛŀǘŜ ŀŎŎǊŜŘƛǘŜŘ 

ǉǳŀƭƛŬŎŀǝƻƴǎ ōŜǘǿŜŜƴ /ǊŜŘƛǘ ŀƴŘ vǳŀƭƛŬŎŀǝƻƴǎ CǊŀƳŜǿƻǊƪ ŦƻǊ ²ŀƭŜǎ ό/vC²ύ 

ƭŜǾŜƭǎ нπсΣ ƛƴŎƭǳŘƛƴƎ ŎƻƴǎƛŘŜǊŀǝƻƴ ƻŦ ƛƳǇŀŎǘ ƻŦ ǳǎƛƴƎ ŘŜƎǊŜŜ ŀǇǇǊŜƴǝŎŜǎƘƛǇǎΦ  

  



 

  

    

Introduction  

HEIW are the recognised development partner of Medr for healthcare apprenticeship frameworks in Wales. 

This gives HEIW the remit to develop new and maintain existing healthcare frameworks to ensure the 

currency and suitability for service provision, whilst meeting Medr and the Specification of Apprenticeship 

Standards for Wales (SASW) requirements. Medr is responsible for funding and regulating the tertiary 

education sector in Wales and has responsibility for the approval of new apprenticeship frameworks. Welsh 

Government (WG) develops the associated policy for the strategic direction of apprenticeships in line with 

wider social and economic policies.   

Within Wales there are over 120 apprenticeship frameworks which cover multiple sectors of the economy. 

Data published by Medr for all apprenticeships indicates:   

  

Å Healthcare and Public Services apprenticeships were the most popular sector in 2023/24 Q3 with 

2,305 programmes started. This accounted for 50% of all apprenticeship learning programmes 

started.   

Å 42% of apprenticeship learning programmes started were by learners aged 25 to 29 in Q3 2023/24 

compared to 44% in Q3 for the previous year.  

Å Compared to 2022/2023: level 2 foundation apprenticeships starts decreased by 28%, level 3 

decreased by 16% and level 4+ decreased by 28% (for further data see appendix 1)  
Source: Apprenticeships learning programmes started: February to April 2024 (provisional) - Medr  

Currently health-based apprenticeships within healthcare in Wales exist at levels 2-5 and sit within 12 

Frameworks (appendix 2) and 2 Health & Social Care frameworks. There are over 105 non-health-based 

apprenticeships in areas such as Business Management, Accountancy, Engineering, Hospitality, 

Construction, Digital Skills for Business, HR and Warehousing; the full range of available frameworks can be 

found on the ACW library.  HEIW is not the recognised development partner of Medr for these frameworks 

and has no influence over their development or content.  

There are no degree level healthcare apprenticeships currently available in Wales. In 2023 WG carried out 

an evaluation of the Degree apprenticeship programme in Wales (Evaluation of the Degree Apprenticeship 

programme: final report (summary) [HTML] | GOV.WALES). In the same year HEIW conducted a 

consultation across the health sector into the appetite for degree apprenticeships in healthcare services 

(Evaluation Report ς Healthcare Degree Apprenticeships (nhs.wales)). There are currently only four degree-

apprenticeships available in Wales. Of these, only the Digital Degree Apprenticeship is utilised by NHS Wales 

HBTs.  

The purpose of this 2024/5 HEIW data research was to establish base line quantitative data to inform 

Executives of the breadth, use and impact of apprenticeship frameworks and qualifications in NHS Wales. 

The intention is to include data for healthcare and non-healthcare frameworks. The research was not 

intended to offer any solutions to operational activity or implementation methodology, this would come in 

later stages of any developments, with the data utilised to inform future apprenticeship direction.  

  

The breadth of research included statistics and data provided by WG and Medr, all seven NHS Wales health 

boards, Public Health Wales, Velindre University NHS Trust, WAST and HEIW.   

Data was gathered from three sources:  

Å Medr and Welsh Government - this data was provided digitally following a direct request and 

utilising data in the public domain.   

https://www.medr.cymru/en/News/apprenticeships-learning-programmes-started-february-to-april-2024-provisional/
https://www.medr.cymru/en/News/apprenticeships-learning-programmes-started-february-to-april-2024-provisional/
https://www.medr.cymru/en/News/apprenticeships-learning-programmes-started-february-to-april-2024-provisional/
https://www.medr.cymru/en/News/apprenticeships-learning-programmes-started-february-to-april-2024-provisional/
https://www.medr.cymru/en/News/apprenticeships-learning-programmes-started-february-to-april-2024-provisional/
https://acwcerts.co.uk/web/frameworks-library
https://acwcerts.co.uk/web/frameworks-library
https://acwcerts.co.uk/web/frameworks-library
https://www.gov.wales/evaluation-degree-apprenticeship-programme-final-report-summary-html#:~:text=The%20initial%20phase%20of%20funding,in%20the%20existing%20priority%20areas.
https://www.gov.wales/evaluation-degree-apprenticeship-programme-final-report-summary-html#:~:text=The%20initial%20phase%20of%20funding,in%20the%20existing%20priority%20areas.
https://www.gov.wales/evaluation-degree-apprenticeship-programme-final-report-summary-html#:~:text=The%20initial%20phase%20of%20funding,in%20the%20existing%20priority%20areas.
https://www.gov.wales/evaluation-degree-apprenticeship-programme-final-report-summary-html#:~:text=The%20initial%20phase%20of%20funding,in%20the%20existing%20priority%20areas.
https://www.gov.wales/evaluation-degree-apprenticeship-programme-final-report-summary-html#:~:text=The%20initial%20phase%20of%20funding,in%20the%20existing%20priority%20areas.
https://heiw.nhs.wales/files/final-report/
https://heiw.nhs.wales/files/final-report/
https://heiw.nhs.wales/files/final-report/
https://heiw.nhs.wales/files/final-report/
https://heiw.nhs.wales/files/final-report/


 

  

Å NHS Wales organisations - HEIW met with Apprenticeship Leads and/or Educational Leads within 

each of the NHS Wales organisations to gather data and to hold conversations on their wider 

apprenticeship processes.   

Å Employment Service Records (ESR) - Data was gathered through data requests drawn from the ESR 

system.  

The research invoked many operational based questions and highlighted the diversity of approaches to 

apprenticeship management and data capture across the NHS Wales organisations. It is due to this diversity 

that one all-Wales approach is likely to be neither effective nor possible to achieve in the short term.   

  

HEIW took care to ensure clarity of intent and created a standardised meeting format to ensure that all HBTs 

were asked the same questions. This has enabled comparison of data and allowed the identification of 

themes and trends within the data (appendix 3). Inevitably, the qualitative data collection led to wider 

conversations, which were outside the scope of this piece of research. These comments have been retained 

but do not form part of this report.  

  

Some of the questions in the research were intentionally binary to enable gathering of generic data statistics.  

Further comments sections were included to encourage fuller answers of such a complex and rich topic area.   

     



 

  

Wider context of Apprenticeships in Wales  

Welsh Government (WG) initially identified their priorities for apprenticeships in Wales in the 2017 report 

Aligning the Apprenticeship model to the needs of the Welsh Economy Apprenticeship policy plan. At this 

time their priorities were summarised as:  

Å increasing the number of school leavers that take on apprenticeships  

Å addressing skills shortages by developing apprenticeships in growing and emerging sectors  

Å developing higher level skills by focusing on apprenticeships at level 4 and above ς to ensure benefits 

in terms of wage returns and career progression are available  

Å developing skills pathways by integrating apprenticeships into the wider education system  

Å increasing the number of people of all ages who can access apprenticeships  

Å focusing on the achievement of meaningful and sustainable employment  

Å ensuring that opportunities are easy to access, to apply and recruit for  

Å delivering Welsh and bilingual apprenticeships  

Å establishing a system to make sure apprenticeships meet the needs of employers  

  

Funding for apprenticeships is devolved from the UK government and whilst the WG receive a share of the 

apprenticeship levy, allocated via the Barnett formula, it is not ringfenced. Welsh ministers allocate 

resources in their budget according to Welsh priorities. c£4billion4 was raised by payments into the UK levy 

(23/24), of which c£500million1 was paid out to the devolved nations, it is unknown what proportion of this 

£500m was received by the WG5. There is no obligation on the WG to allocate the full payment to 

apprenticeships in Wales as education is devolved, it is their decision how to allocate the budget received 

from the UK government. The WG is not privy to how much employers in Wales pay into HM Revenue & 

Customs. The value of apprenticeship commissioning programme contracts for 2024/2025 was £134 million 

divided between the ten contract holders (appendix 4). An additional £9.4 million is allocated in 2024/2025 

for level 6, degree apprenticeship provision in Wales. Medr have indicated that there is no intention to fund 

level 7 apprenticeships or any new degree apprenticeships in the next financial year (this is currently seen in 

England through the provision of level 7 apprenticeships), although with the changes to the Levy announced 

in  

September 2024 by the new Labour government, it is believed that this area of UK funding will be reduced  

(Prime Minister overhauls apprenticeships to support opportunity - GOV.UK)  

  

  

¸ŜŀǊ  ±ŀƭǳŜ  /ƘŀƴƎŜ  

нлнмκнлнн  ϻмнрΣпффΣтрс    

нлннκнлно  ϻмпуΣснрΣорс  LƴŎǊŜŀǎŜ муΦр҈  

нлноκнлнп  ϻмрсΣлрсΣснп  LƴŎǊŜŀǎŜ р҈  

нлнпκнлнр  ϻмопΣрнлΣллл  5ŜŎǊŜŀǎŜ моΦу҈  

  

Fig 16 Apprenticeship commissioning in Wales 2021-2025  

  

Apprenticeship funding is drawn down by one of the 10 contracted TPs and used by them or sub-contractors 

to deliver and assess the qualifications using a variety of delivery models (appendix 5).  

  

 
4 !ǎǎƻŎƛŀǝƻƴ ƻŦ 9ƳǇƭƻȅƳŜƴǘ ŀƴŘ [ŜŀǊƴƛƴƎ tǊƻǾƛŘŜǊǎ ό!9[tύ    
5 I9L² ƳŀŘŜ ǊŜǉǳŜǎǘǎ ǘƻ aŜŘǊ ǿƘƻ ǿŜǊŜ ǳƴŀōƭŜ ǘƻ ǇǊƻǾƛŘŜ ǘƘƛǎ ŘŀǘŀΦ ¢Ƙƛǎ ƛǎ ŎƻƴǎƛǎǘŜƴǘ ǿƛǘƘ {ŜƴŜŘŘ ǊŜǉǳŜǎǘǎ ŀƭǎƻ ōŜƛƴƎ ǳƴŀƴǎǿŜǊŜŘΦ  
6 !ǇǇǊŜƴǝŎŜǎƘƛǇǎ π aŜŘǊ  

https://www.gov.wales/sites/default/files/publications/2018-03/aligning-the-apprenticeship-model-to-the-needs-of-the-welsh-economy.pdf
https://www.gov.wales/sites/default/files/publications/2018-03/aligning-the-apprenticeship-model-to-the-needs-of-the-welsh-economy.pdf
https://www.gov.uk/government/news/prime-minister-overhauls-apprenticeships-to-support-opportunity
https://www.gov.uk/government/news/prime-minister-overhauls-apprenticeships-to-support-opportunity
https://www.gov.uk/government/news/prime-minister-overhauls-apprenticeships-to-support-opportunity
https://www.gov.uk/government/news/prime-minister-overhauls-apprenticeships-to-support-opportunity
https://www.gov.uk/government/news/prime-minister-overhauls-apprenticeships-to-support-opportunity
https://www.medr.cymru/en/apprenticeships/#providers
https://www.medr.cymru/en/apprenticeships/#providers
https://www.medr.cymru/en/apprenticeships/#providers
https://www.medr.cymru/en/apprenticeships/#providers


 

Data capture methods  

There is no consistency across health boards and trusts (HBTs) around apprenticeship data 

collection. Some HBTs collate data on their own spreadsheets whilst others use ESR (which brings 

challenges, see ESR section). The majority of HBTs rely on the training provider (TP) for their 

apprenticeship data in relation to starts, progress and completion statistics. Where HBT have 

developed strong relationships with individual TPs this data is provided monthly, where this 

relationship is less well developed the data is provided upon request. There is no consistency of the 

data provided, with the same TP providing different information to different HBTs, it appears that 

the only data provided is that which is requested. The quality of the data received is dependent on 

the knowledge of the HBT requesting it and their awareness of what can be requested.  

This causes problems for central data collation as the same data is not available from each HBT. This 

is compounded where apprenticeships are not administered centrally within the HBT as the data is 

ƴƻǘ ΨƻǿƴŜŘΩ ŀƴŘ ǘƘŜǊŜŦƻǊŜ ƴƻǘ ƳŀƴŀƎŜŘΦ {ƻƳŜ I.¢ǎ ƘŀǾŜ ŘƛŦferent systems for new apprentices and 

existing apprentices7 which further complicates data capture.  

Quantitative data  

There are currently 12 Healthcare apprenticeships frameworks which contain 38 qualifications which 

have been developed at the request of health boards in response to clinical and non-clinical need. 

53% of these qualifications are currently available to learners within NHS Wales organisations. The 

remaining qualifications are not available due to TPs not delivering them and/or health boards being 

unable to assess/offer them largely due to faculty time pressures. The fact they remain unavailable is 

likely to be having a negative impact on the development of new and existing staff in NHS Wales, 

and by association, on service provision and staff retention/development.  

There are two Health and Social Care frameworks which contain 19 qualifications. 100% of these 

qualifications are delivered by TPs and available to NHS Wales organisations.   

In addition to the health-based frameworks there are potentially over 105 non-health based 

frameworks available to NHS organisations. 56% of apprentices in NHS Wales are currently 

undertaking non-healthcare apprenticeships (excluding Health and Social Care)8Φ I.¢Ωǎ Řŀǘŀ 

indicates that the most utilised of these are Business Administration, Management and digital 

frameworks (which include Digital Skills for Business, Data Analyst, Digital Application Support, 

Digital Learning Design and the Digital degree apprenticeship).   

   

Publicly available data (Secondary data)  

Framework completion rates across all sectors in Wales were 72% for academic year 2022/2023 and 

68% for healthcare apprenticeships for the same period (data from Medr). The lowest 

 
7 bŜǿ ŀǇǇǊŜƴǝŎŜǎƘƛǇǎ π ŀǇǇǊŜƴǝŎŜǎ ǿƘƻ ŀǊŜ ǊŜŎǊǳƛǘŜŘ ŘƛǊŜŎǘƭȅ ƛƴǘƻ ŀƴ ŀǇǇǊŜƴǝŎŜǎƘƛǇ ǊƻƭŜ ŀǎ ŀ ƴŜǿ ƳŜƳōŜǊ ƻŦ ǎǘŀũΦ  9ȄƛǎǝƴƎ 

ŀǇǇǊŜƴǝŎŜǎƘƛǇǎ ς ŀǇǇǊŜƴǝŎŜǎ ǿƘƻ ŀǊŜ ŀƭǊŜŀŘȅ ŜƳǇƭƻȅŜŘ ƛƴ bI{ ²ŀƭŜǎ ŀƴŘ ǳǎƛƴƎ ŀƴ ŀǇǇǊŜƴǝŎŜǎƘƛǇ ŦǊŀƳŜǿƻǊƪ ŦƻǊ 

ǳǇǎƪƛƭƭƛƴƎκǇǊƻƳƻǝƻƴ ŜǘŎΦ  

8 {ƻǳǊŎŜΥ {ǘŀκaŜŘǊκлтκнлнр [ŜŀǊƴŜǊ ƻǳǘŎƻƳŜ ƳŜŀǎǳǊŜǎ ŦƻǊ ŀǇǇǊŜƴǝŎŜǎƘƛǇǎΣ !ǳƎǳǎǘ нлно ǘƻ Wǳƭȅ нлнп  

 

https://www.medr.cymru/wp-content/uploads/2025/03/Sta_Medr_07_2025-Learner-outcome-measures-for-apprenticeships-2023-24-English.pdf
https://www.medr.cymru/wp-content/uploads/2025/03/Sta_Medr_07_2025-Learner-outcome-measures-for-apprenticeships-2023-24-English.pdf
https://www.medr.cymru/wp-content/uploads/2025/03/Sta_Medr_07_2025-Learner-outcome-measures-for-apprenticeships-2023-24-English.pdf


 

apprenticeship completion rates across all sectors in Wales is amongst low-earning apprentices living 

in deprived areas (fig 2), the same socioeconomic strata also see the highest attrition rates (fig 3).   

 

Fig 2  

  

 

Fig 3  

Source: Lifelong Learning Wales Record (LLWR), Longitudinal Education Outcomes Study, Welsh Index of Multiple Deprivation (WIMD) 2019   
  

Overall success rates of apprenticeship rates are still below pre-pandemic levels. Healthcare and 

Public Services has been one of the strongest recovering sectors post-pandemic, with the success 

rate increasing by 15% from 2021/2022 to 2023/2024 (fig 4). The success rate for this sector is still 

11% below the last seen pre-pandemic figure. Health and Public Services accounted for 42% of all 

apprenticeship completions in 2023/20245.  

  

  

  

5 Source: Sta/Medr/07/2025 Learner outcome measures for apprenticeships, August 2023 to July 2024  
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https://www.medr.cymru/wp-content/uploads/2025/03/Sta_Medr_07_2025-Learner-outcome-measures-for-apprenticeships-2023-24-English.pdf
https://www.medr.cymru/wp-content/uploads/2025/03/Sta_Medr_07_2025-Learner-outcome-measures-for-apprenticeships-2023-24-English.pdf
https://www.medr.cymru/wp-content/uploads/2025/03/Sta_Medr_07_2025-Learner-outcome-measures-for-apprenticeships-2023-24-English.pdf


 

  

  

Fig 4: Apprenticeship Success rate by Sector Area  

Fig 5 demonstrates that the age group most likely to succeed in their apprenticeships in 2022/2023 

were aged 19 with an 80% pass rate, and whilst success rates remain below pre-pandemic levels 

there had been some recovery on all age groups in 2023/2024, except for 17-year-olds.  

  

Fig 5: Apprenticeship success rate by age at the start of the apprenticeship  

  

It is difficult to determine the reasons for apprentices failing to complete their apprenticeships in 

NHS Wales, as this data is not gathered by most HBTs. However, fig 6 does provide all sector data for 

2023-2024.  

  

  

Fig 6  

  

Fig 4, 5 and 6 data source: Sta/Medr/07/2025 Learner outcome measures for apprenticeships, August 2023 to July 2024   

Of the learners who did not complete their higher apprenticeship, 59% ended in failure, the next 

Ƴƻǎǘ ŎƻƳƳƻƴ ǊŜŀǎƻƴ ǿŀǎ ΨǇŜǊǎƻƴŀƭ ǊŜŀǎƻƴǎΩ όмф҈ύΦ ¢Ƙƛǎ ŎƻƴǘǊŀǎǘǎ ǿƛǘƘ ƭŜǾŜƭ о ŀƴŘ ŦƻǳƴŘŀǘƛƻƴ 

apprenticeships where the second most common reason after failure wŀǎ ΨƎƻƴŜ ƛƴǘƻ ŜƳǇƭƻȅƳŜƴǘΩΦ 

  

https://www.medr.cymru/wp-content/uploads/2025/03/Sta_Medr_07_2025-Learner-outcome-measures-for-apprenticeships-2023-24-English.pdf
https://www.medr.cymru/wp-content/uploads/2025/03/Sta_Medr_07_2025-Learner-outcome-measures-for-apprenticeships-2023-24-English.pdf
https://www.medr.cymru/wp-content/uploads/2025/03/Sta_Medr_07_2025-Learner-outcome-measures-for-apprenticeships-2023-24-English.pdf
https://www.medr.cymru/wp-content/uploads/2025/03/Sta_Medr_07_2025-Learner-outcome-measures-for-apprenticeships-2023-24-English.pdf


 

For a level 2 foundation apprenticeship, 57% failed to gain their apprenticeship with gone into 

employment being the next highest reason at 18% (fig 6).  

Healthcare sector data demonstrates that whilst success rates may still not have recovered to pre-

pandemic levels by 2022/2023, the number of apprenticeships starting in the sector has grown each 

year since 2018/2019 (fig 7). With the data showing an average annual increase of 14.7% and the 

largest increase occurring between 2021/2022 and 2022/2023; 19%.  

 

Fig 7  

Fig 8 shows how these apprenticeship starts in healthcare are allocated between qualifications. With 

most starts consistently being in Clinical Healthcare Support at levels 2 and 3. Many of these 

qualifications seemingly showing a two-year cycle of peaks in the start rate.  

  

  

Fig 8  

  

Fig 7 and 8  data source: Apprenticeship learning programmes started by quarter, sector and programme type.  
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https://statswales.gov.wales/Catalogue/Education-and-Skills/Post-16-Education-and-Training/Further-Education-and-Work-Based-Learning/Learners/Work-Based-Learning/apprenticeshiplearningprogrammesstarted-by-quarter-sector-programmetype
https://statswales.gov.wales/Catalogue/Education-and-Skills/Post-16-Education-and-Training/Further-Education-and-Work-Based-Learning/Learners/Work-Based-Learning/apprenticeshiplearningprogrammesstarted-by-quarter-sector-programmetype
https://statswales.gov.wales/Catalogue/Education-and-Skills/Post-16-Education-and-Training/Further-Education-and-Work-Based-Learning/Learners/Work-Based-Learning/apprenticeshiplearningprogrammesstarted-by-quarter-sector-programmetype


 

Health board data (Primary Data)   

Due to General Data Protection Regulations (GDPR) it is not possible for HEIW directly approach the 

TPs for access to learner data. The request for data information was therefore made to the HBTs by 

HEIW. This data was gathered to enable a quantitative and qualitative overview of apprenticeships in 

the health boards to be gathered. Contracts of employment for Dental Nursing apprentices are 

between the dental practice and not with NHS Wales, therefore they are not counted as NHS Wales 

apprentices and not included in the data return9.   

There are several acknowledged data errors in the data set including:  

Å data for one health board represents only new apprentices as it was not possible to 

determine (from the data received from the TP or HB records) the number of existing staff 

currently on an apprenticeship programme. The TP did not provide information which 

distinguishes between learners registered against other commercial funding streams and 

those registered as apprentices.  

Å some HBT data identified learners on level 7 apprenticeships ς this is not possible as there is 

no apprenticeship funding at level 7.  

Å framework numbers are not used as identifiers, causing ambiguity for some 

apprenticeships/qualifications  

Å qualification titles vary, with some following routes within the qualification, causing 

ambiguity as to which framework apprentices should allocated.  

A robust relationship between the HBT and the TP has a direct positive impact on the reliability, 

consistency and usefulness of the data received. Some HBTs have also reported an increase in 

completion rates where the relationship between HBT and TP has been strengthened.  

Some HBT do not gather their own apprenticeship data and are reliant on the data being received 

from the TP.  

In this situation it is not always possible to track which apprentices are over expected end date 

(OED). Generally, HBTs which control applications via a centralised form can record this data as they 

have an accurate start date for each apprentice.   

Most HBT are unable to determine if lack of attainment10 is due to a failure to complete the Essential 

Skills  

Wales (ESW) qualifications or the core qualification(s). However, there is anecdotal evidence 

gathered by some HBTs that suggests where ESW are front-loaded and non-contextualised, 

apprentices have a higher likelihood of leaving the programme before completion. Most TPs front-

load the ESW element of the apprenticeship as historically there is a larger drop off in attainment 

when the apprentice receives their core qualification first. Where the HBT can track progress, 

positive actions include putting a tailored action plan in place with actions such as additional 

support, revised deadlines and alternative assessment methods are offered to encourage 

attainment.  

 
9 CƛƎǳǊŜǎ ŦƻǊ 5Ŝƴǘŀƭ bǳǊǎƛƴƎ ŀǇǇǊŜƴǝŎŜǎƘƛǇǎ ƘŀǾŜ ƴƻǘ ōŜŜƴ ƛƴŎƭǳŘŜŘΥ ǘƘŜ 5Ŝƴǘŀƭ ŦŀŎǳƭǘȅ ŀǘ I9L² ŎƻƴŬǊƳŜŘ ǘƘŜǊŜ ǿŜǊŜ Ψƴƻ ŘŜƴǘŀƭ 

ŀǇǇǊŜƴǝŎŜǎ ƛƴ ŀƴȅ Ƨƻō ǊƻƭŜ ƛƴ ǘƘŜ ƘŜŀƭǘƘ ōƻŀǊŘǎΩ ŀǘ ǘƘŜ ǝƳŜ ƻŦ Řŀǘŀ ŎƻƭƭŀǝƻƴΦ  

10 !ǧŀƛƴƳŜƴǘ ƛǎ ŘŜŬƴŜŘ ŀǎ ŀǇǇǊŜƴǝŎŜǎ ŎƭŀƛƳƛƴƎ ǘƘŜƛǊ ŀǇǇǊŜƴǝŎŜǎƘƛǇ ǉǳŀƭƛŬŎŀǝƻƴΣ ǿƘƛŎƘ ǊŜǉǳƛǊŜǎ ŀǧŀƛƴƳŜƴǘ ƻŦ ōƻǘƘ 9{² 

ŀƴŘ ŎƻǊŜ ǉǳŀƭƛŬŎŀǝƻƴόǎύΦ  



 

HBTs which seem to have a more detailed data capture and tracking system appear to be those who 

have obligations to report internally on apprenticeship data to Senior Management Teams or People 

Services.  

  

Many HBTs are not currently aware of reasons for early leavers11 as this is not information widely 

received from the TP or gathered through learner voice feedback. One HBT which actively gathers 

this data records the following as the main reasons for apprentices not completing their 

qualification(s):  

Å transfer to another health board  

Å leave role before the apprenticeship is completed.   

Å a lack of time to complete the qualification  

Å ill health  

Å struggles with ESW  

Å going to university  

  

 

 

Fig 9  

There are 2398 apprentices in NHS Wales (fig 9). SBUHB have the highest number of recorded 

apprentices across 26 frameworks. HEIW have the fewest apprentices. Data for HBTs where one 

point of contact for apprenticeship data could not be identified, was challenging to collect.  

  

 
11 9ŀǊƭȅ ƭŜŀǾŜǊΥ ŀƴ ŀǇǇǊŜƴǝŎŜ ǿƘƻ ƭŜŀǾŜǎ ǘƘŜƛǊ ƭŜŀǊƴƛƴƎ ǇǊƻƎǊŀƳƳŜ ǿƛǘƘƻǳǘ ŎƻƳǇƭŜǝƴƎ ƻǊ ŀǧŀƛƴƛƴƎΣ ǇǊƛƻǊ ǘƻ ǘƘŜ ŜȄǇŜŎǘŜŘ ŜƴŘ 

ŘŀǘŜ  

CƛƎ ф ŀƴŘ мл Řŀǘŀ ǎƻǳǊŎŜΥ tǊƛƳŀǊȅ Řŀǘŀ ŦǊƻƳ bI{ ²ŀƭŜǎ I.¢ǎ όŀǇǇŜƴŘƛȄ сύ  



 

 

  

Data submitted by HBT indicates just under half of all apprentices in NHS Wales are undertaking 

qualifications which sit in a healthcare framework (fig 10) and that nearly half of all apprentices in 

NHS Wales are undertaking a level 3 qualification within an apprenticeship framework. The smallest 

percentage is for level 6, this is likely due to the only level 6, or degree level, framework which can 

be utilised within NHS Wales is the Digital degree pathway (Fig 11). The Clinical Health Support 

framework at levels 2 and 3 account for 28% of active apprentices in NHS Wales9. This supports the 

expectations of the ΨDeveloping Excellence in Healthcare An NHS Wales Skills and Career Framework 

for Healthcare Support Workers supporting Nursing and the Allied IŜŀƭǘƘ tǊƻŦŜǎǎƛƻƴǎΩ, 2018.   

 

Fig 11  

Medr currently has 23 classifications of frameworks on their library (Find an Apprenticeship 

Framework | Apprenticeships). Applying these classifications to the frameworks utilised across NHS 

Wales allows identification of usage by sector. The greatest number of apprentices are completing 

Healthcare frameworks, with the second largest completing Business and Management frameworks 

(fig 12).  

  

Fig 10   
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https://heiw.nhs.wales/education-and-training/healthcare-support-workers/
https://heiw.nhs.wales/education-and-training/healthcare-support-workers/
https://heiw.nhs.wales/education-and-training/healthcare-support-workers/
https://heiw.nhs.wales/education-and-training/healthcare-support-workers/
https://heiw.nhs.wales/education-and-training/healthcare-support-workers/
https://heiw.nhs.wales/education-and-training/healthcare-support-workers/
https://heiw.nhs.wales/education-and-training/healthcare-support-workers/
https://heiw.nhs.wales/education-and-training/healthcare-support-workers/
https://findanapprenticeship.service.gov.wales/find-an-apprenticeship-framework
https://findanapprenticeship.service.gov.wales/find-an-apprenticeship-framework
https://findanapprenticeship.service.gov.wales/find-an-apprenticeship-framework
https://findanapprenticeship.service.gov.wales/find-an-apprenticeship-framework
https://findanapprenticeship.service.gov.wales/find-an-apprenticeship-framework


 

 

 
Fig 10, 11 and 12 data source: Primary data from NHS Wales NBTs (appendix 6)  
9 Appendix 6: Primary data gathered by HEIW from HBTs Dec ς Jan 2024/2025   

 

 

Funding  
Apprenticeship funding and development in Wales is devolved to the WG by the UK government. 

Levy payers in Wales do not receive a direct return from their contribution to the Apprenticeship 

Levy, which costs NHS Wales approximately £25.5m a year.  

Calculating the funding rate of an apprenticeship allows employers to calculate a value for a return 

on their investment as an Apprenticeship Levy payer and allows for a quantitative monetary value to 

be identified for the training received through an apprenticeship. At the time of writing the report, 

funding rates for each framework were not publicly available. Unsuccessful requests were made to 

Medr for this information to enable these calculations to be made. Therefore, it has not been 

possible to calculate a return for NHS Wales organisations on the levy payment. Guidance has been 

received from Medr which indicates that on the new WG apprenticeship library (Apprenticeship 

learning programmes started by quarter, sector and programme type), each framework will have the 

funding rates available to view, but this area of the new web page has not yet been completed.  

  

Recruitment and Employment of Apprentices  
HBTs approach recruitment and employment of apprenticeships differently.  

Some HBTs encourage internal departments to approach the Apprenticeship Lead with band 2 and 3 

vacancies to establish if the vacancy is suitable for an apprenticeship position prior to advertising the 

post. Other HBTs have no focused development or practices for ensuring vacancies are considered 

for apprenticeship provision prior to going to advertisement.  

https://statswales.gov.wales/Catalogue/Education-and-Skills/Post-16-Education-and-Training/Further-Education-and-Work-Based-Learning/Learners/Work-Based-Learning/apprenticeshiplearningprogrammesstarted-by-quarter-sector-programmetype
https://statswales.gov.wales/Catalogue/Education-and-Skills/Post-16-Education-and-Training/Further-Education-and-Work-Based-Learning/Learners/Work-Based-Learning/apprenticeshiplearningprogrammesstarted-by-quarter-sector-programmetype
https://statswales.gov.wales/Catalogue/Education-and-Skills/Post-16-Education-and-Training/Further-Education-and-Work-Based-Learning/Learners/Work-Based-Learning/apprenticeshiplearningprogrammesstarted-by-quarter-sector-programmetype
https://statswales.gov.wales/Catalogue/Education-and-Skills/Post-16-Education-and-Training/Further-Education-and-Work-Based-Learning/Learners/Work-Based-Learning/apprenticeshiplearningprogrammesstarted-by-quarter-sector-programmetype
https://statswales.gov.wales/Catalogue/Education-and-Skills/Post-16-Education-and-Training/Further-Education-and-Work-Based-Learning/Learners/Work-Based-Learning/apprenticeshiplearningprogrammesstarted-by-quarter-sector-programmetype


 

Best practice by some HBTs include holding training sessions with management teams to ensure 

they are aware of the processes of recruiting an apprentice into a vacant position, increasing 

consideration and therefore apprenticeship vacancies. Other HBTs acknowledge that there is no 

apparent coordination between vacancies and consideration of an apprentice position with some 

unsure their Recruitment teams are confident recruiting an apprentice, resulting in low rates of 

apprenticeship vacancies and due to low management buy in.  

 HBTs actively engaging with managers can highlight the potential cost savings of recruiting an 

apprentice into a vacancy. By utilising Annex 21, it is possible to recruit and pay the apprentice 

above minimum apprenticeship wages (Are you an Apprentice? - Check Your Pay), thus increasing 

the appeal of the position to potential apprentice applicants whilst paying 75% of the band. Evidence 

presented in figs 2 and 3 supports the qualitative opinion that paying an apprentice a higher rate is 

likely to lead to greater completion. One HBT identified they have a target of reaching a position 

where all band 2 vacancies are advertised as apprenticeship positions. In several cases it is reported 

that managers only think about an apprenticeship position after they have unsuccessfully tried 

recruiting into the position as a substantive role first.  

Recruiting new apprentices  

All HBTs confirmed that they advertise apprenticeship vacancies via the apprenticeship section of 

TRAC. Internal promotion of apprenticeship vacancies takes place using a variety of resources 

including the HBT intranet pages and web pages.  

A small number of the HBTs have a rolling budget for apprenticeship recruitment, thus ensuring the 

recruitment of minimum numbers of apprentices each year. Funding restrictions have been a factor 

in reduced apprenticeship recruitment. One HBT stated that the vacancy rates for apprenticeships is 

low as the number of vacancies recognised as viable for apprenticeships is low.   

Employment contracts for apprentices vary, some HBTs acknowledging that there are difficulties in 

standardising the terms and conditions of apprenticeship contracts. Some health boards offer a fixed 

term contract for the period required to complete the qualification. One stated advantage being that 

ƛŦ ǘƘŜ ŀǇǇǊŜƴǘƛŎŜ ƛǎ ƴƻǘ ŀ ΨƎƻƻŘ ŦƛǘΩ ƛǘ ƛǎ ƴƻǘ ƴŜŎŜǎǎŀǊȅ ǘƻ ƳƻǾŜ ǘƘŜƳ ǘƻ ŀ ǎǳōǎǘŀƴǘƛǾŜ ǇƻǎǘΦ ! 

recognised negative impact of a fixed term contract is that when a permanent position is advertised 

for the same role, the apprentice can apply for this role and if successful, will leave their 

apprenticeship before completing.  

Some HBTs offer a substantive position to the apprentice from initial recruitment. Where used, HBTs 

report an increase in the recruitment success rate as the apprentice is assured a position after the 

qualification has been achieved. There are also examples of HBTs having different contract 

arrangements for different sectors. Examples of this include where apprentices recruited into 

sectors, other than healthcare, have a destination job identified, but those recruited into healthcare 

do not. The reason for this was given as an inability to know the future workforce recruitment within 

healthcare roles.  

Another contract model provided was that the apprentice remains supernumerary until they have 

completed 70% of their qualification, after which they are converted to substantive posts. The 

benefit for this approach is that it allows the HBT to move the apprentice between roles/wards. One 

HBT indicated that there is a clause built into the apprenticeship contracts which states that should 

the apprentice fail to complete the apprenticeship, then their contract is terminated.  

Most HBTs indicate that they pay apprentices using annex 21 whilst others indicate that pay is set at 

the National Minimum Wage for apprentices. Some HBTs use a mixture of these approaches, initially 

recruiting on an apprenticeship wage, but upon completion of a Gateway review, they progress to 

https://checkyourpay.campaign.gov.uk/are-you-an-apprentice/
https://checkyourpay.campaign.gov.uk/are-you-an-apprentice/
https://checkyourpay.campaign.gov.uk/are-you-an-apprentice/
https://checkyourpay.campaign.gov.uk/are-you-an-apprentice/


 

band 2. The HB that indicates use of this approach report a 94% success rate for progressing through 

the Gateway review.   

  

Job descriptions are largely different for apprentices compared to their counterparts fulfilling similar 

nonapprenticeship roles.   

Recruiting existing staff  

Again, the methods used to recruit existing staff onto apprenticeships varies between HBTs. Some 

have a centralised system where all applications come into this central point via a training request 

ŦƻǊƳΦ ¢Ƙƛǎ ŦƻǊƳ Ƴǳǎǘ ōŜ ǎƛƎƴŜŘ ōȅ ǘƘŜ ǎǘŀŦŦ ƳŜƳōŜǊΩǎ ƳŀƴŀƎer and the apprenticeship team before 

being passed to the TP. The TP is aware, through built relationships, that without this form any 

apprentice cannot be placed onto a course. One benefit of this appears to be greater control of the 

data due to the increased awareness of apprentices starting learning programmes. This in turn also 

ensures that all apprentices receive support for the duration of their apprenticeship. Before the 

applicant is allowed to start their apprenticeship, they must have all mandatory/core training 

completed and an up to date PADR.  

Where this centralised process is not used, individual managers can approach TPs directly. This has 

created several situations where the Apprenticeship/Educational Leads are not always aware of how 

many apprentices exist in the HBT or which courses they are following. This situation increases the 

data error for HBT data submissions.  

Use of different recruitment systems for new and existing apprentices contributes to the differences 

in data reliability and in some cases availability of data from the HBTs.  

    

Benefits/Risks and Impacts of Apprenticeships  
Benefits  
There is no standardised methodology for measuring the benefits and risks of apprenticeships in 

NHS Wales, nor an all-Wales recognition of potential benefits and risks.   

Most HBTs acknowledge that the benefits and risks for the apprentice are gathered via learner 

evaluations at the end of the apprenticeship. This learner voice is not consistently heard across all 

HBTs. Differences in collating this feedback include:  

Å Some HBTs only ask apprentices completing certain frameworks and not all frameworks.  

Å Some HBTs ask all apprentices when they end their programme of study, whether they 

completed or not, whilst others only ask those who completed. Those HBTs that do gather 

learner voice data have developed their own feedback forms, the focus of which would 

appear to be gathering data to inform retention and the quality of the learning experience.  

Å Some HBTs do not collect the learner voice independently of the TP. They are aware that the 

TP collects this information, but it is not shared with the HBT.  

  

Wider benefits and risks of apprenticeships is much harder to establish and measure.   

Staff recruitment, retention and promotion   

Apprenticeships enable HBTs to offer an opportunity for gaining a qualification as part of the 

recruitment promotion, helping to increase the interest in vacant positions.    



 

Many health boards cannot specifically report against the impact of apprenticeships on retention 

and promotion. Some HBTs record this data as a separate entry in their own spreadsheets and can 

provide progression data e.g. promotion, movement to a new job, moved into higher level learning. 

Others indicate progression by indicating on ESR the individual has moved from band 2 to band 3. 

But as progression is generally not specifically recorded anywhere, many HBTs find it difficult to 

report against.  

Retention rates for new apprentices moving into permanent positions are not recorded by all health 

boards. Where data can be provided, there is a data range of 30% to 93% of apprentices gaining 

permanent positions following successful completion of their apprenticeships. One HB is starting to 

track progression through feedback forms sent to learners. The national average for apprentices 

remaining in employment when the apprenticeship is finished is 92% (GOV.uk).  

aŀƴȅ I.¢ǎ ŀŎƪƴƻǿƭŜŘƎŜ ǘƘŀǘ ŀǇǇǊŜƴǘƛŎŜǎƘƛǇǎ ŀǊŜ ŀ Ǿƛǘŀƭ ǘƻƻƭ ƛƴ ǎǳŎŎŜǎǎƛƻƴ ǇƭŀƴƴƛƴƎ ŀƴŘ ΨƎǊƻǿƛƴƎ 

ȅƻǳǊ ƻǿƴΩ ƛƴƛǘƛŀǘƛǾŜǎ ōŜƭƛŜǾƛƴƎ ǘƘŜȅ ƛƴŎǊŜŀǎŜ ǊŜǘŜƴǘƛƻƴ ƻŦ ǎǘŀŦŦΦ aƻǊŜ I.¢ǎ ǊŜŎƻǊŘ ǘƘŜ ǊŜǘŜƴǘƛƻƴ ƻŦ 

new apprentices within the health board than when apprenticeships are being used for upskilling of 

existing staff. There is also difficulty tracking apprentices who move through levels within the same 

framework and move between health boards.   

HBTs acknowledge one benefit of apprenticeships for new apprentices is that the skill-based 

approach enables the apprentice to be more work ready upon completion of the apprenticeship. For 

frameworks being used with existing staff they underpin the practical knowledge and gives a 

recognised qualification that can be taken with the individual to other positions.  

Apprenticeships are viewed by HBTs as an important way to attract a younger workforce; this is 

especially felt by some of the HBTs where there is a significant proportion of the workforce over 25. 

Data presented in fig 5 indicates that younger apprentices are more likely to attain their 

apprenticeship highlighting the importance of apprenticeships in longer-term workforce planning 

and progression pathways.  

A few of the HBTs provided examples of where they actively recruit apprentices on a lower band 

with a view to utilising the apprenticeship pathway for progression as part of their grow your own 

strategy. One HBT stated that degree apprentices are only recruited from existing substantive staff 

demonstrating the importance of apprenticeships as a tool for offering progression opportunities 

and skills development.  

Benefits to the learners   

Whilst there was no quantitative data available indicating benefits to the apprentice, HBTs did 

provide the following qualitative insights from apprenticeship feedback:  

Å They feel recognised and have increased confidence in carrying out their roles  

Å They feel valued by the HBT and more likely to stay working in NHS Wales  

Å Earn whilst they learned. Some HBTs provided permanent employment from day one.  

Å The apprenticeship provided real world experience and skills they could apply direct to HB 

and role.  

Å As they were working whilst learning they felt they had a better insight into their role and 

felt more able to actively participate.  

Å As they were taking qualifications directly related to their career choice, they felt they had 

faster career progression  

Å They were integrated into their workplace practice and culture quicker.  



 

Å Work-study balance ς where large cohorts of learners doing same qual (Facilities) encourage 

work group time for reflection and questions  

Å In addition to their main qualification, they also developed other skills such as time 

management, selfconfidence and communication.  

Some HBTs use learner voice surveys/feedback to establish the impacts (positive and negative) upon 

the learners. However, not all HBTs do this so identifying specific impacts on the learner becomes 

harder to identify and quantitative data is not available.  

Impact on service provision  

HBTs report that using an apprenticeship allows skills and knowledge to be increased utilising 

funding external to NHS Wales and that they enable the building of a talent pipeline.   

A positive impact on service provision is generally considered to be implied. This is due to increased 

skills and knowledge of apprentices, either remaining within the original field choice or informing 

and enabling a move to a different sector / role. In addition, some HBTs have commented that the 

increased positive attitudes, due to the individual feeling valued has a positive impact on service 

delivery.   

HBTs referred to the apprenticeship being tailored to meet the HBT needs as individual managers 

were involved in unit choice, allowing qualifications to be tailored to meet service requirements and 

building competencies immediately relevant to HBT.  

Risks:  

Sustainability  

HBTs have highlighted that the unavailability of 47% of the qualifications on the healthcare 

frameworks is seen as a risk to service provision due to restricted opportunities to develop staff. This 

is also exacerbated by limited staff capacity to carry out assessor responsibilities for qualifications 

which rely on clinical assessors due to TP not having competent staff to offer the qualification, either 

in part or as a whole. Where the service area has small numbers of staff, even when taken across 

Wales, the TP does not see a financial return on offering the qualification.   

Even where TPs currently offer qualifications, there is no obligation for them to continue to do so. 

This results in a lack of sustainability in the system as HBTs are unable to ensure ongoing provision of 

key qualifications year on year. This is even evident in degree level apprenticeships with one TP 

unable to provide the same number of apprenticeship places. The inability to secure a sustainable 

delivery of key qualifications has had a direct impact on HEIWs procurement for pre-registration 

programmes at level 5. This is because the pathway is not available at level 4 to facilitate this 

progression.  

²Ƙƛƭǎǘ ŀ ǎǘǊŜƴƎǘƘ ƻŦ ŀǇǇǊŜƴǘƛŎŜǎƘƛǇǎ ƛǎ ǘƘŜ ŎƻƭƭŀōƻǊŀǘƛƻƴ ōŜǘǿŜŜƴ ŀƴ ƛƴŘƛǾƛŘǳŀƭΩǎ ƳŀƴŀƎŜǊ ŀƴŘ ¢t ǘƻ 

ensure the units chosen to meet the service need, there are reports from some HBTs that the TP 

restricts the choice of units. This undermines the benefits for service provision and is also creates 

differences in apprenticeship experience depending on locality and chosen TP.   

Quality of delivery  

±ŜǊȅ ŦŜǿ ƻŦ ǘƘŜ I.¢ǎ ŀǊŜ ƎƛǾŜƴ ŀŎŎŜǎǎ ǘƻ ǘƘŜ ƭŜŀǊƴŜǊΩǎ Ŝ-portfolio and so have little direct knowledge 

ƻŦ ŀƴ ŀǇǇǊŜƴǘƛŎŜΩǎ ǇǊƻƎǊŜǎǎƛƻƴ ƻƴ ǘƘŜƛǊ ǉǳŀƭƛŦƛŎŀǘƛƻƴόǎύΦ Lƴ ŀŘŘƛǘƛƻƴΣ ŦŜǿ ŀǊŜ ŀǿŀǊŜ ƻŦ ǘƘŜ ǉǳŀƭƛǘȅ ƻŦ 

the TP delivery to their apprentices. It is not common practice for them to visit their TPs for quality 

ǇǳǊǇƻǎŜǎ ŀƴŘ ƻƴƭȅ ǊŜŎŜƛǾŜ ŦŜŜŘōŀŎƪ ŦǊƻƳ ŀǇǇǊŜƴǘƛŎŜǎ ƻŎŎŀǎƛƻƴŀƭƭȅ ƛƴ ǘƘŜ ΨƭŜŀǊƴŜǊ ǾƻƛŎŜΩ ŦŜŜŘōŀŎƪΦ 



 

Where this feedback mechanism does not exist the opportunity to check on the quality of provision 

is further reduced. Where HBT quality checks have taken place issues which have been recorded 

include:  

Å Lack of inclusivity and undermining of learner confidence  

Å Negative trainer comments about the HBT  

Å Inappropriate discussions and language unchallenged by assessor  

Å Provision of incorrect information re further training available in HB  

Å Confidentiality and GDPR breaches  

There are experiences where the TP has stated that they are the assessor only and so training, 

education and learning mechanisms are not provided as part of the qualification. This can mean that 

the training element of the qualification falls to the HBT and individual sector areas. A result of this 

the apprentices do not receive the same level of training  across Wales leading to an inequality of 

provision and learning experience, depending on locality.   

The progression of apprentices towards completion can be dependent upon the quality of the 

relationship built up between the HBT and the TP. Where this is strong, there is qualitative evidence 

which indicates information is shared and feeling of shared responsibility for the apprentice is 

fostered. However, where this relationship is weaker, the HBT is not always aware of a lack of 

progress and may not be aware that additional support for the apprentice could be required, leading 

to higher non-completion and attrition rates.   

Data  

There is a lack of a standardised approach to apprenticeship data recording across NHS Wales. In 

some instances, where ESR is used for data collection, the lack of flexibility in the system means that 

the data which is captured is unreliable. When the apprenticeship is not centrally managed by HBTs, 

there is an increased risk of reduced data continuity. E.g. only one health board reported any 

Pharmacy apprentices, but when HEIW Pharmacy faculty provided data, 8 health boards were 

recorded as having Pharmacy apprentices. Only 10% of pharmacy apprentices were identified from 

the health board request alone.  

The data that is provided by the TP is not consistent and does not always provide sufficient detail. 

There have been occurrences where learners with the same names have not been identified by the 

TPs, which reduced the support the HBT could offer individual apprentices.   

It was recognised by some HBTs that currently there is no driver to ensure data is gathered or is 

accurate as there is no obligation to report against it. It was recognised that a biennial request for 

data from HEIW might change this position.  

General  

It was also indicated that there was a lack of understanding surrounding apprenticeship options and 

how they can be made available within some of the HBTs. This was coupled with an expression 

around a lack of understanding of the funding mechanisms.   

Where the qualifications and frameworks are providing opportunities in dynamic environments such 

as Digital Technology there was a concern about the ability for environmental changes to be 

reflected quickly enough in the education opportunities.  

Apprenticeship contracts have been identified as a potential recruitment and retention risk. One of 

the reasons for attrition from apprenticeships has been identified as pay. Some HBTs have reduced 

this attrition rate by paying salaries with line with non-apprenticeship equivalents. Some offer 



 

contracts on an Annex 21 basis, but some HBTs have reported that if a full-time position opens then 

the apprentice may apply for the full-time position as they will receive a higher salary. Some HBTs 

have suggested that they are considering a contractual tie-in for staff who are taken through an 

apprenticeship route.  

Where a prolonged apprenticeship pathway is chosen, that is using increasing levels of qualifications 

to progress in the role, a risk has been identified of learner fatigue. In addition, where a pathway is 

being used it is not always possible to provide a seamless transition from one qualification to 

another due to a difference in the start dates and method of delivery provided by TPs.   

  

A funding risk is related to the cost of backfill where apprentices are not available for work due to 

study leave. This has been exacerbated by recent limits to HBT funding and ability to spend on bank 

and agency staff to cover these shifts. Where more than one staff member is studying the same 

qualification at the same TP, this can increase this risk as it results in more than one member of staff 

on study leave at the same time.  

  

Some TPs require face to face enrolment, even though delivery of content is to be undertaken 

remotely. For HBTs with more rural environments this is a risk to engagement as some potential 

apprentices cannot access enrolment.  

  

Employment Service Record (ESR)  
ESR is not used consistently for central data recording across all health boards. Whilst some health 

boards update ESR monthly or bi-monthly, others do not use it at all. Some HBT record their data 

independently on spreadsheets, or not at all (at least not in a central manner). Some health boards 

have indicated that due to time and staff restraints, they are unable to ensure complete data entry 

on a regular basis. An impact of this is that HEIW are unable to access a reliable central resource for 

current apprenticeship data and need to continue to ask health boards for data submissions to 

enable monitoring of apprenticeships across NHS Wales.  

Health boards gave several reasons for either not using ESR or why ESR data is unreliable. These 

include:  

Å ESR loses the apprenticeship information when the learner is no longer listed as an 

ŀǇǇǊŜƴǘƛŎŜΦ hƴŜ ƘŜŀƭǘƘ ōƻŀǊŘ ŘƛŘ ƛƴŘƛŎŀǘŜ ǘƘŀǘ ƛǘ ƛǎ ǇƻǎǎƛōƭŜ ǘƻ ΨƭƻƎ ǇǊƻƎǊŜǎǎ ŦǊƻƳ ŀ ƭŜŀǊƴŜǊ 

view but that this means too many clicks, enrolling and unenrolling to ensure all connected, 

ƭŜŀŘƛƴƎ ǘƻ ŀ ōǳƭƪȅ ǎȅǎǘŜƳΩΦ IMPACT: HBTs are unable to track and monitor progression data 

following completion of an apprenticeship. During the research it was indicated that it may 

be possible to run this report, DHCW have undertaken a task to see if this is possible.  

Å Framework titles are not standardised, sometimes with three or four similar titles on the ESR 

database, reflecting only English apprenticeships.   

IMPACT: Data entry by HBTs is inconsistent therefore ESR data is unreliable. It is not possible 

for a third party to know which Welsh apprenticeship framework is included in the data 

entry.  

Å ESR requests a unique training provider number to be entered against all training data 

ό¦YtwbύΣ ǘƘƛǎ ǇǊƻŎŜǎǎ ƛǎ ΨŎƭǳƴƪȅΩ ŀƴŘ ŘƛŦŦƛŎǳƭǘ ǘƻ ƛŘŜƴǘƛŦȅ ǘƘŜ ǊƛƎƘǘ ¢tΦ ¢ƘŜ ǎȅǎǘŜƳ ŀƭǎƻ ŘƻŜǎ 

not request confirmation that this is the correct training provider.  

IMPACT: The system is not used due to non-user friendly data entry mechanisms, resulting 

in incomplete or incorrect data.  



 

In some HBTs the need to enter training data on ESR is a role for the managers, this has resulted in 

data not being entered consistently or regularly. Some HBTs have overcome this by centralising this 

role within Apprenticeship Academies, but for the HBTs who do not have staff capacity for an 

allocated Apprenticeship Lead, this is not a viable solution.   

Suggested improvements to ESR to facilitate speeding up data entry and to increase data reliability 

suggested by the health boards include:  

Å Ensure consistent framework title usage   

Å Use of framework number as the unique identifier  

Å Ability to identify qualification within the framework (e.g. richer data in terms of level, ILM 

Vs CLM)  

Å LƳǇǊƻǾŜ ǘƘŜ ŦƛŜƭŘ ΨǊŜŀǎƻƴǎ ŦƻǊ ŘƛǎŎƻƴǘƛƴǳŜŘΩΦ ¢ƘŜ ŎǳǊǊŜƴǘ ƛƴŦƻǊƳŀǘƛƻƴ ŜƴǘŜǊŜŘ ƛǎ ƴƻǘ 

sufficiently detailed to identify a breakdown of the reason e.g. personal reasons  

Å Change how training is logged for the apprentice. If it is set as learner competency then this 

might be used as a way of logging apprenticeships on a national basis. Supplementary roles 

do not move between HBTs but competency will move with the learner.  

Å Centralised data entry to improve consistency and regularity of data entry, this is dependent 

on staff capacity.  

As part of this data project HEIW has been working with ESR specialists to try and develop some of 

these requests. To date it has not been possible to include Welsh framework numbers or include 

Welsh specific framework titles due to the impact this would have on the English apprenticeships. 

Changes to ESR can only be actioned on an annual basis and so even if a change was granted ς it 

would have to fall within the annual cycle of updates.   

It increasingly seems that the way to ensure more accurate data is to develop and issue guidance to 

HBTs which directs them in the choice of which ESR heading should be allocated for Welsh 

Frameworks. This research project has highlighted pockets of ESR expertise, and utilisation of this, 

through tailored training, could be investigated.  

    

Conclusion  

Apprenticeships are an important route for enhancing access to education and training 

opportunities for individuals in NHS Wales. They provide a funded route which is becoming 

increasingly important as HBTs budgets are cut. At present there are nearly 2500 individuals 

currently within the level 2-6 apprenticeship system across 37 active frameworks in both healthcare 

and non-healthcare sectors. This highlights that apprenticeships are generally embraced as an 

education and training pathway for both new and existing staff within NHS Wales.  However, there is 

an inconsistent approach to employment contacts and related issues for those recruited into NHS 

Wales as new staff. Approaches that support locality, retention and progression pathways for service 

delivery are welcomed.  

  

Longer term considerations: To ensure apprenticeships are available and utilised, HEIW will work 

with NHS Wales organisations to increase awareness of the processes available for the recruitment 

of new apprentices. For new staff recruitments, HEIW will support sharing of best practice and 

collaboration to facilitate consistent internal messaging and understanding of the use of 

apprenticeships as a tool for recruitment.  For existing staff, HEIW will support mechanisms to 

increase awareness of apprenticeship frameworks as a tool for staff development.   



 

  

Improved partnership working between education providers and NHS Wales organisations is likely 

to lead to improved qualify of data. The research suggests where stronger partnerships exist, the 

quality of data received by the NHS Wales organisation is better.   

  

Longer term considerations: HEIW will work with HBTs and TP to develop centralised mechanisms 

which will strengthen and streamline an all-Wales onboarding of learners to enable a clear and 

transparent HBT monitoring of all apprenticeship starts.   

  

Data triangulation (between government, employment and health board data) is not possible as 

there is a significant divergence and incompatibility between these sources. Due to the UK wide 

focus of ESR, it is unlikely that any significant impact can be brought to this system to ensure more 

accurate data capture, certainly in the short term. Even where HBTs utilise the system to record 

dataΣ ǘƘŜ ΨŎƭǳƴƪȅΩ ƴŀǘǳǊŜ ƻŦ ǘƘŜ system does not facilitate accurate data recording. Gathering reliable 

apprenticeship data is more likely by working directly with the HBTs to ensure they have models for 

data collection and access to more standardised data from the TPs. A need to report against data has 

also proven to encourage gathering and recording of data.  

  

Longer term considerations: To enable consistent and reliable data collection in the future there is a 

need to develop a standardised HEIW data reporting mechanism. It is unlikely that ESR can be 

influenced sufficiently to facilitate this. It would seem more likely that collecting data directly from 

HBTs would enable the most sustainable long-term methodology and accurate source. By supporting 

HBTs to understand the data which they can request from TPs and collecting this in a standardised 

way some of the identified data errors can be eliminated. Reporting this data to HEIW will help to 

ensure the data is collated and monitored by the HBTs locally and will provide an all-Wales 

interpretation of apprenticeships across NHS Wales. This will additionally support trend analysis, 

year on year comparisons and executive reporting to drive an all-Wales apprenticeship vision 

through Medr.   

  

Any approach to improving data recording and reporting must learn lessons from existing 

apprenticeship experiences, utilising examples of best practice which already exist. Data can then be 

used to identify impacts, benefits, improvement and development opportunities, encouraging the 

utilisation of apprenticeships in NHS Wales.   

  

Longer term considerations: HEIW will facilitate mechanisms to identify and measure benefits, 

impacts and risks of using apprenticeships as a tool for staff recruitment, development and 

progression.  Through collaboration with HBT, HEIW will encourage standardised approaches to:  

- The embedding of learner voice surveys   

- Executive interpretation requirements for application within workforce planning   

- Monitoring effects on local service provision   

- Quality of apprenticeship learning and development programmes  

Reporting this data to HEIW will enable quantitative and qualitative interpretations, scrutinised 

through the allWales Apprenticeship Steering and Leads groups.  

  

Development of a long-term vision will support the embedding of sustainable and accessible 

apprenticeship pathways. The research has shown that currently only 47% of qualification within 

health-based apprenticeship frameworks are available and utilised by HBTs.   



 

  

Longer term considerations: HEIW will seek to influence Medr in the future mechanisms for 

allocating funding to health-based apprenticeships.  There is an ongoing need to continue reviewing 

health-based apprenticeship frameworks to ensure their currency and validity. This includes working 

with the relevant sectors to develop further appropriate qualifications for inclusion within the 

frameworks to meet service needs. Future service needs and workforce planning will be identified by 

HEIW through collaboration with HBT via the all-Wales Apprenticeship Steering and Leads groups.  
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Abbreviations  

CTER ς Commission for Tertiary Education & Research (Medr)  

ESR ς Employment Service Record  

ESW ς Essential Skills Wales  

HBT ς Health Board(s) and Trust(s)  

HEIW - Health Education Improvement Wales  

TP ς Training Provider  

WAST ς Welsh Ambulance Services University NHS Trust  

WG - Welsh Government  

  

Glossary  

Healthcare apprenticeship frameworks - these frameworks include both clinical and non-clinical 

roles which are recognised as being specific to the healthcare sector. Examples of non-clinical 

healthcare roles include Primary Care Administration, Healthcare Management, Facilities and 

Estates. All these frameworks are grouped by Medr under the classification of Healthcare.  

Non-healthcare frameworks include those which are available to anyone working across wider 

sectors of the economy and are grouped by Medr under the other 22 classifications.  

Attainment Rate - % of completed activities where the framework was achieved.  

Completion Rate ς the % of programmes that are finished, whether the framework was achieved or 

not  

Programme ς a collection of learning activities that a learner will study. E.G. an apprenticeship 

programme will include a core qualification(s) and Essential Skills Wales qualifications  

Early leaver: an apprentice who leaves their learning programme without completing or attaining, 

prior to the expected end date.  



 

  

    

Appendix 1 ς Apprenticeship starts  

  

  

  



 

Appendix 2 ς Healthcare Frameworks  

C² 

ƴǳƳōŜǊ  
C² ¢ƛǘƭŜ  vǳŀƭƛŬŎŀǝƻƴǎ ǿƛǘƘƛƴ C²  

Cwлрлфп  IŜŀƭǘƘŎŀǊŜ {ŜǊǾƛŎŜǎ ό¢ƘŜǊŀǇƛŜǎύ  

[о 5ƛǇ ƛƴ wŜƘŀōƛƭƛǘŀǝƻƴ {ǳǇǇƻǊǘ ό²ŀƭŜǎύ  

[о 5ƛǇ ƛƴ h¢ {ǳǇǇƻǊǘ ƛƴ ²ŀƭŜǎ  

[о 5ƛǇ ƛƴ tƘȅǎƛƻǘƘŜǊŀǇȅ {ǳǇǇƻǊǘ ƛƴ ²ŀƭŜǎ  

[о 5ƛǇ ƛƴ {ǇŜŜŎƘ ŀƴŘ [ŀƴƎǳŀƎŜ ¢ƘŜǊŀǇȅ {ǳǇǇƻǊǘ ό²ŀƭŜǎύ  

[о 5ƛǇ ƛƴ 5ƛŜǘŜǝŎ {ǳǇǇƻǊǘ  

[о 5ƛǇ ƛƴ tƻŘƛŀǘǊȅ {ǳǇǇƻǊǘ ŦƻǊ tƻŘƛŀǘǊȅ !ǎǎƛǎǘŀƴǘǎ ϧ ¢ŜŎƘƴƛŎƛŀƴǎ  

[п 5ƛǇ ƛƴ /ƻƳǇƭŜȄ /ŀǊŜ {ǳǇǇƻǊǘ  

[п 5ƛǇ ŦƻǊ ¢ƘŜǊŀǇȅ !ǎǎƛǎǘŀƴǘ tǊŀŎǝǝƻƴŜǊ  

[п 5ƛǇ {ǳǇǇƻǊǝƴƎ ϧ 9ƳǇƻǿŜǊƛƴƎ LƴŘƛǾƛŘǳŀƭǎ ǿƛǘƘ [ƻƴƎ ¢ŜǊƳ /ƻƴŘƛǝƻƴǎ   

Cwлрллм  IŜŀƭǘƘ ό/ƭƛƴƛŎŀƭ IŜŀƭǘƘŎŀǊŜ {ǳǇǇƻǊǘύ  

[н 5ƛǇ ƛƴ /ƭƛƴƛŎŀƭ IŜŀƭǘƘŎŀǊŜ {ǳǇǇƻǊǘ ƛƴ ²ŀƭŜǎ  

[о 5ƛǇ ƛƴ /ƭƛƴƛŎŀƭ IŜŀƭǘƘŎŀǊŜ {ǳǇǇƻǊǘ ƛƴ ²ŀƭŜǎ  

[о 5ƛǇ ƛƴ tǊƛƳŀǊȅ IŜŀƭǘƘŎŀǊŜ {ǳǇǇƻǊǘ ƛƴ ²ŀƭŜǎ  

Cwлрлфр  IŜŀƭǘƘŎŀǊŜ {ŜǊǾƛŎŜǎ όIŜŀƭǘƘŎŀǊŜ {ŎƛŜƴŎŜύ  

[н .¢9/ 5ƛǇ ƛƴ IŜŀƭǘƘŎŀǊŜ {ŎƛŜƴŎŜ  

[о 5ƛǇ ƛƴ IŜŀƭǘƘŎŀǊŜ {ŎƛŜƴŎŜ  

[о tǊƛƴŎƛǇƭŜǎ ƻŦ !ǎŜǇǝŎ tƘŀǊƳŀŎŜǳǝŎŀƭǎ tǊƻŎŜǎǎƛƴƎ  

[о 5ƛǇ ƛƴ /ƭƛƴƛŎŀƭ LƳŀƎƛƴƎ {ǳǇǇƻǊǘ ό²ŀƭŜǎύ  

[п .¢9/ 5ƛǇ ƛƴ IŜŀƭǘƘŎŀǊŜ {ŎƛŜƴŎŜ  

Cwлрлнп  IŜŀƭǘƘ όIŜŀƭǘƘŎŀǊŜ {ǳǇǇƻǊǘ {ŜǊǾƛŎŜǎύ  

[н 5ƛǇ ƛƴ CŀŎƛƭƛǝŜǎ {ŜǊǾƛŎŜǎ ŦƻǊ IŜŀƭǘƘŎŀǊŜ ƛƴ ²ŀƭŜǎ  

[н 9Ȅ /ŜǊǝŬŎŀǘŜ ƛƴ CŀŎƛƭƛǝŜǎ {ŜǊǾƛŎŜǎ ŦƻǊ IŜŀƭǘƘŎŀǊŜ ƛƴ ²ŀƭŜǎ  

[н 5ƛǇ ƛƴ tǊƛƳŀǊȅ /ŀǊŜ !ŘƳƛƴƛǎǘǊŀǝƻƴ ŀƴŘ wŜŎŜǇǝƻƴ  



 

[о 5ƛǇ ƛƴ IŜŀƭǘƘŎŀǊŜ aŀƴŀƎŜƳŜƴǘ  

Cwлрммо  IŜŀƭǘƘ όLƴŦƻǊƳŀǝŎǎύ  
[о 5ƛǇ ƛƴ IŜŀƭǘƘ LƴŦƻǊƳŀǝŎǎ  

[п 5ƛǇ ƛƴ IŜŀƭǘƘŎŀǊŜ LƴŦƻǊƳŀǝŎǎ  

 

Cwлрмлн  IŜŀƭǘƘŎŀǊŜ π /ƭƛƴƛŎŀƭ /ƻŘƛƴƎ  [п 5ƛǇ ƛƴ /ƭƛƴƛŎŀƭ /ƻŘƛƴƎ ό²ŀƭŜǎύ  

Cwлрлтр  IŜŀƭǘƘŎŀǊŜ {ŜǊǾƛŎŜǎ όaŀǘŜǊƴƛǘȅ ϧ tŀŜŘǎύ  [о 5ƛǇ ƛƴ aŀǘŜǊƴƛǘȅ ŀƴŘ tŀŜŘƛŀǘǊƛŎ {ǳǇǇƻǊǘ  

Cwлрлсл  IŜŀƭǘƘ όtŜǊƛƻǇŜǊŀǝǾŜ {ǳǇǇƻǊǘύ  
[о 5ƛǇ tŜǊƛƻǇŜǊŀǝǾŜ {ǳǇǇƻǊǘ ƛƴ ²ŀƭŜǎ  

[п 5ƛǇ ƛƴ tŜǊƛƻǇŜǊŀǝǾŜ tǊŀŎǝŎŜ ό{ŎǊǳō tŀǘƘǿŀȅύ ό²ŀƭŜǎύ  

Cwлпплу  !ǎǎƻŎƛŀǘŜ !ƳōǳƭŀƴŎŜ tǊŀŎǝǝƻƴŜǊ  

[п 5ƛǇ ŦƻǊ ŀǎǎƻŎƛŀǘŜ !ƳōǳƭŀƴŎŜ tǊŀŎǝǝƻƴŜǊǎ  

[о 5ƛǇƭƻƳŀ ƛƴ !ƳōǳƭŀƴŎŜ 9ƳŜǊƎŜƴŎȅ ŀƴŘ ¦ǊƎŜƴǘ /ŀǊŜ {ǳǇǇƻǊǘ  

[о /ŜǊǘ ƛƴ 9ƳŜǊƎŜƴŎȅ wŜǎǇƻƴǎŜ !ƳōǳƭŀƴŎŜ 5ǊƛǾƛƴƎ  

Cwлрлло  IŜŀƭǘƘ όtƘŀǊƳŀŎȅ {ŜǊǾƛŎŜǎύ  

[н /ŜǊǘ ƛƴ tǊƛƴŎƛǇƭŜǎ ŀƴŘ tǊŀŎǝŎŜ ŦƻǊ tƘŀǊƳŀŎȅ {ǳǇǇƻǊǘ {ǘŀũ  

[н /ŜǊǘ ƛƴ tǊƛƴŎƛǇƭŜǎ ŀƴŘ tǊŀŎǝŎŜ ŦƻǊ tƘŀǊƳŀŎȅ {ǳǇǇƻǊǘ {ǘŀũ  

[о 5ƛǇ ƛƴ ǘƘŜ tǊƛƴŎƛǇƭŜǎ ŀƴŘ tǊŀŎǝŎŜ ŦƻǊ tƘŀǊƳŀŎȅ ¢ŜŎƘƴƛŎƛŀƴǎ   

[п /ŜǊǘ ƻŦ IƛƎƘŜǊ 9ŘǳŎŀǝƻƴ ŦƻǊ tƘŀǊƳŀŎȅ tǊŀŎǝŎŜ  

[о 5ƛǇ ƛƴ ǘƘŜ tǊƛƴŎƛǇƭŜǎ ŀƴŘ tǊŀŎǝŎŜ ŦƻǊ tƘŀǊƳŀŎȅ ¢ŜŎƘƴƛŎƛŀƴǎ   

Cwлрлно  IŜŀƭǘƘ ό5Ŝƴǘŀƭ bǳǊǎƛƴƎύ  

[о 5ƛǇ ƛƴ 5Ŝƴǘŀƭ bǳǊǎƛƴƎ ό²ŀƭŜǎύ  

[о 5ƛǇ ƛƴ 5Ŝƴǘŀƭ bǳǊǎƛƴƎ  

[о 5ƛǇ ƛƴ ǘƘŜ tǊƛƴŎƛǇƭŜǎ ŀƴŘ tǊŀŎǝŎŜ ƻŦ 5Ŝƴǘŀƭ bǳǊǎƛƴƎ  

[п /ŜǊǘ ƻŦ IƛƎƘŜǊ 9ŘǳŎŀǝƻƴ ƛƴ !ŘǾŀƴŎŜŘ 5Ŝƴǘŀƭ bǳǊǎƛƴƎ  

Cwлпмон  IŜŀƭǘƘ ό5Ŝƴǘŀƭ ¢ŜŎƘƴƻƭƻƎȅύ  [р CƻǳƴŘŀǝƻƴ 5ŜƎǊŜŜ ƛƴ 5Ŝƴǘŀƭ ¢ŜŎƘƴƻƭƻƎȅ όCŘ{/ύ  

  

  



 

 
 

  

Appendix 3 ς Agenda for NHS Wales data gathering meetings  
  

Health Boards & Trusts (HBT) Apprenticeship Data Meetings:   

October ς December 2024:   

In preparation for the meeting please gather, where available, data in relation to agenda item 3 for discussion.  

  

1. Welcome, introduction and purpose.  

  

2. Identification of current apprenticeship data capture methods across whole HBT a. Existing staff   

b. Newly employed staff.   

  

3. Content of current data capture  

a. numbers registered against a framework and specific qualification from within the framework.   

b. methodology for capturing, monitoring and recording timelines for learners on programme.   

c. Completion rates   

d. Attainment rates   

e. Methods for capturing reasons for retention variations   

f. Methods for capturing destination data following completion of apprenticeship.   

  

4. Approaches to employing apprentices: workforce planning  

a. Vacancy rates for apprenticeship posts   

b. progression rates to permanent positions.   

  

5. Future methodology approaches for improving ESR data capture as an all-Wales approach.  

  

6. Methods for capturing the benefits and impacts of apprenticeships:   

a. In comparison to other learning routes/work-based learning opportunities   

b. As training options in their own rights  

  

7. Risks and issues identified to date in relation to apprenticeship delivery, learning and achievement.  

  

 

  



 

 
 

  

Appendix 4 ς Apprenticeship Funding allocation  

  

Source: Apprenticeship contract values 2024/2025  

  

Appendix 5 ς Models of delivery  

  

Delivery of apprenticeships within NHS Wales utilises a mix of approaches that includes collaboratively based 

models that fall into the following four broad categories: -           

Å Offsite TP Delivery - funding is drawn down by a contracted TP and the TP provide 100% of the delivery, 

assessing and quality assurance.   

Å Independent in-house HBT Delivery ς funding is drawn down by a contracted TP and an individual 

health board/trust delivers 100% of the qualification.  

Å Collaborative TP local HBT partnership delivery (1:1)- funding is drawn down by a contracted TP and the 

qualification is delivered in partnership via a training provider and a single health board/trust.    

Å Collaborative Regional/Once for Wales TP HBT partnership delivery. (1:many) ς x1 TP with all HBT. 

Funding is drawn down by a contracted TP and all HBT in Wales share the responsibility for the delivery, 

assessing and QA. A SLA would be needed to ensure clarity of roles and responsibilities.  

  

https://www.medr.cymru/wp-content/uploads/2024/11/ACP-contract-values-2024_25-English.pdf
https://www.medr.cymru/wp-content/uploads/2024/11/ACP-contract-values-2024_25-English.pdf
https://www.medr.cymru/wp-content/uploads/2024/11/ACP-contract-values-2024_25-English.pdf


 

 
 

 

 Appendix 6 ς Health board Apprenticeship data  

(Dec 2024ς Jan 20025) 

 

 

 



 

 
 

 
 

 

 

 



 

 
 

 

 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 
 

Annex 8 ï Apprenticeship Case studies  

 

 
The most recent case study examples are attached. 
 

 
 
 

 
 
 
 


