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Action plan for continuous development

The action plan for continuous development is produced annually by 
the ASYE co-ordinator working closely with the senior manager who has responsibility for the programme, or person with strategic responsibility for the programme. They are joint signatories to the action plan.

When applying for grant funding each year, an organisation must complete a signed action plan to support their application. Please refer to the guidance about the transitional arrangements for 2023-24 before you start to fill in your action plan.

If an organisation has a joint adults and child and family ASYE programme, then a joint action plan can be produced and submitted for each funding application.

All ASYE programmes are encouraged to be part of an external moderation partnership. This is a requirement for adult services.

The start of a programme’s annual cycle of review will be different for each programme. 

Please scroll down to start filling in your action plan for continuous development.
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Organisation name   Salford Adult Social Care (ASC)

Please check the relevant box to indicate what type of ASYE programme(s) you’re running:
☒  Adults ASYE programme
☐  Child and family ASYE programme
☐  Joint adults and child and family ASYE programme


Confirmation of the information and evidence that has been gathered and used in the development of the action plan.

Please check the relevant box(es) to indicate which information and evidence sources you have drawn on:
☒  360 evaluations 
☒  Internal moderation panel minutes
☒  Internal panel summary report
☒  External partnership moderation summary report
☐  External reviewer feedback
☒  Feedback from NQSWs/assessors/line managers/other stakeholders
☐  Skills for Care quality assurance visit report
☒  Skills for Care annual ASYE report
☐  National quality assurance panel (NQAP) feedback
☒  National quality assurance panel (NQAP) key messages
☒  Good practice examples endorsed by the national quality assurance panel (NQAP)
☐  Other (please specify)  Click or tap here to enter text.



	 
Programme areas that have been developed during the last 12 months

Please record the key developments (suggested 3-5) and a brief comment on what have been the essential ingredient(s) for the development. You may wish to refer to the national evaluation criteria when thinking about/identifying the areas of your programme that have developed.


	[bookmark: _Hlk169021742]
ASYE Salford Adults

ASYE is our employer led programme designed to provide Newly Qualified Social Workers (NQSWs) extra support during their first year of employment through key support arrangements such as a reduced workload, frequent supervision, and protected time for ASYE related Career Progression Development (CPD). The main national frameworks for assessment in ASYE are the Professional Capabilities Framework (PCF) at the NQSW level and the Post Qualifying Standards (PQS) in an Adults setting. Each NQSW has an allocated ASYE assessor who supports the NQSW in their development of social work practice and professional decision-making. The ASYE assessor undertakes an assessment of the NQSW’s progressive development, leading to a pass/fail recommendation at the end of the programme for which they are professionally accountable. The final recommendation by the ASYE assessor is internally moderated at 12 months, which in Salford Adults forms part of an ASYE quality assurance panel process. 

ASYE has been in place in Salford Adults for several years with initial inception from 2012. ASYE is firmly embedded in our social work career pathway and remains a requisite for all NQSWs to undertake. At present, we have 20 NQSWs registered on the programme, with a few individuals to finish imminently and others to commence soon, pending either recruitment or completion of social work apprenticeship programmes. A short summary of key features of our present Salford Adults ASYE offer can be found below: 

· Introduction to ASYE Sessions to all NQSWs and Assessors to provide an overview of the programme, discuss requirements and support arrangements. 
· Monthly ASYE Reflective Groups for NQSWs which are a combination of social work theoretical, legislative, and research-based information. Sessions are underpinned by the PQS and PCF with opportunities for reflective activities to aid professional development. There have been joint learning sessions with Salford Childrens and the Salford Safeguarding Adults Board (SSAB). Adults with lived experience have been invited to reflective sessions focused on ‘feedback” and these individuals have made meaningful contributions to improving our ASYE programme. 
· ASYE Self Care Sessions during August and December to promote well-being. These sessions form part of a rolling programme and are themed as the ASYE ‘Picnic in the Park’ and ‘Christmas Gathering’, where NQSWs are promoted to develop good self-care habits as contained within PCF 1 of ‘Professionalism’. 
· Three Core Skills Training Days externally commissioned from Griffin Care through our Greater Manchester Social Work Academy (GMSWA), partnership. Topics for these training days are eclectic and range from social work skills, learning styles, theory-based practice, development of critical thinking to application of statutory legal frameworks.
· Support to ASYE Assessors, who have had access to a bi-monthly support group, the offer to have reports quality checked and one-to-one advice (at request). These arrangements have been in place to help these social workers to feel supported in their roles and to promote a shared understanding for ASYE reflective supervision and assessment of practice, to aid consistency.
· Support from ASYE Coordinator, includes attendance of at least one ASYE review (more if required), providing feedback to support professional development and checking the quality of evidence in the ASYE portfolio is meeting assessment frameworks. The role also includes input when issues or concerns arise that are seen to be having a negative impact on NQSW well-being, for example when teams are struggling to maintain support arrangements. 
· ASYE Communications with introduction emails, updates on ASYE events and opportunities, and regular uploading of resources on our Information Hub. 
· ASYE Document Arrangements, as all our ASYE portfolios are now in line with the latest Skills for Care April 2024 refresh, with addendum documents created by the ASYE coordinator from an organisational perspective, including our latest portfolio checklist. Portfolios are stored on MSTs channels which has now made it easier for NQSWs and Assessors to manage and navigate. Unfortunately, we are currently unable to connect MSTs channels for social work colleagues in Mental Health teams due to different networking systems, but we are expecting this to change in 2026 due to organisation structure changes. 
· ASYE Guides, we are in the process of creating additional guidance documentation to support both NQSW’s and ASYE Assessors. These include a Workload guide; a Practice and Capabilities concern guide, and a Skills and Standards guide. These will be completed and signed off for use in early 2026.

ASYE Lead Assessor Post 

Due to the progressive increase in numbers of NQSWs entering our workforce, the role of an independent ASYE Lead Assessor was introduced in June 2023. The ASYE Lead Assessor was based in the ASC Learning and Development (L&D) Team and acted supernumerary as an ‘off-site’ ASYE supervisor to NQSWs within operational teams. The Lead Assessor completed all critically reflective ASYE supervisions; professional development planning; and assessment of NQSWs practice over a duration of 12 months. The post holder retired in June 2025, and we are currently actively recruiting to fill this post on a permanent basis. There have been significant benefits to the ASYE Lead Assessor post, with positive promotion of staff well-being and development of social work practice. Evidence base from moderation processes and feedback from staff over a two-year period, have shown the following benefits to the ASYE Lead Assessor role:  

· Reduced the gap between NQSWs commencing employment to start of ASYE; reducing delays in staff career progression and implementation of key support arrangements such as close frequency of supervision.
· Alleviated pressures to operational teams struggling to identify experienced social workers to act as ASYE assessors. 
· Reduced the need for team managers having to carry out the role of assessor, alongside supervising large operational teams, with team managers struggling to allocate time to carry out ASYE reflective supervision. 
· Provided additional support to teams with staffing difficulties, sickness, high numbers of NQSWs and instability due to turn over in management.
· High numbers of NQSWs have successfully completed their ASYE programme with the Lead Assessor, followed by retention of these staff in our workforce.  
· The bespoke nature of the role enabled more time to focus on individual differences and learning approaches to foster positive supervisory relationships in ASYE, with a closer understanding of cultural differerences and neurodivergent needs from onset of ASYE.
· The role provided a refined approach to ASYE supervision, teaching and assessment of social work practice, which increased greater quality and consistency in the NQSWs experience of the programme. 
· The ASYE Lead Assessor provided support to other ASYE Assessors in teams, with information, advice and access to assessor groups.
· There was a lesser propensity of concerns being raised about NQSW practice when the Lead Assessor post was in situ, although the exact reasons for this trend are unknown.
· The recent feedback through ‘External Moderation’ from our partners in Greater Manchester shows the ASYE Lead Assessor provided good support, holistic approaches and robust assessment of progressive practice against the PCF and PQS; as evidenced in report writing.  

Action Plan for Continuous Development

[bookmark: _Hlk214818944]Skills for Care (SfC) is the workforce development body appointed by the Department of Health and Social Care (DHSC) to support adult services with the delivery of ASYE programmes to improve consistency and standards on a national basis. Each organisation running ASYE is responsible for producing an action plan for continuous improvement based on a robust cycle of ASYE quality assurance. This process involves gathering feedback from key stakeholders of ASYE, inclusive of NQSWs, ASYE assessors, managers, and others; followed by thematic evaluation of feedback received; and finally, the development of an action plan with steps to improve the programme. 

The ASYE National Evaluation Criteria (NEC) provides a benchmark for organisations on all the elements to create a successful ASYE programme. The NECs demonstrate commitment to inclusivity and that the NQSW experience is central to ASYE. The four categories of the NECs:  
A - The NQSW experience is central to the ASYE.
B - The ASYE programme is delivered in accordance with the ASYE framework and employer standards.
C - The ASYE programme ensures that Post Qualifying Standards (PQS) and Professional Capabilities Framework (PCF) underpin professional practice.
D - The ASYE programme is integrated with the wider organisational system.
For further information please see National evaluation criteria (skillsforcare.org.uk)
The NECs have been considered in the creation and delivery of our action plans. 

This is the Third Action Plan for Continuous Development, with the first plan completed in January 2024, a second in August 2024 and an optional light touch review in January 2025. All copies of previous action plans for perusal can be found via our ASYE section on the ASC Information Hub https://www.salfordappp.co.uk/appp-learning/appp-asye-action/ 
This action plan, along with historic copies, will be shared with our workforce to ensure transparency, accountability and we welcome staff suggestions to develop our ASYE programme.

All action plans have been written by the Social Work Development Lead and ASYE coordinator, Shoyley Chowdhury. As ASYE is a programme endorsed within our whole organisation, other significant contributors with managerial and strategic oversight of ASYE include the ASC Learning and Development manager, Sarah Hardman, Principal Social Worker (PSW) Martin Sexton and Head of Service (HoS) David Williams; all of whom have co-produced and supported the ASYE coordinator to complete this 2025 action plan for continuous improvement.

ASYE Programme Developments over last 12months
In August 2024, several actions were set to improve our ASYE programme for the subsequent year, to support our NQSWs, ASYE assessors and the teams surrounding them. Furthermore, to raise social work standards of practice to promote the well-being of key stakeholders directly impacted by the ASYE programme, including the adults, carers and families in our diverse communities of Salford. An outline of each action from 2024 has been detailed with a brief evaluation of progress to date and correlations made to the corresponding NECs.  


	[bookmark: _Hlk214963049]Programme areas for development set August 2024
	Progress November 2025
	NEC

	1. Implementing measures to ensure NQSWs receive consistent support arrangements (supervision, reduced workload, and protected time) across all teams. Along with the emphasis on NQSW well-being. 

	The ASYE coordinator completes an introductory meeting with NQSWs and Assessors to discuss all support arrangements and where they can go to in the event of concerns. Attempts are made to promote an open culture to raise issues if there are factors impacting on support arrangements.

The ASYE Coordinator checks support arrangements when attending ASYE reviews. Similarly, arrangements are checked during the internal moderation process, and we have taken stock of learning if there have been issues compromising the NQSWs experience of ASYE. There has been themes that support arrangements are more likely to be hindered when there have been staffing issues or manager absences, with limited contingency plans.

Well-being is threaded in ASYE reflective sessions and professional development planning, with two dedicated sessions per year solely focused on ‘self-care’ in August and December months to promote resilience. These well-being sessions have been positively received. 

NQSWs have a breadth of well-being support available through S.C.A.R.F our internal overarching health and well-being programme and this will continue to be promoted, however it is acknowledged time constraints could restrict people up taking such services.  

When the ASYE Lead Assessor was in post there was robust checking of support arrangements, and liaison with work supervisors to implement remedial actions if issues presented. The Lead Assessor was the ASYE supervisor therefore more readily able to check support arrangements. 

	A2

A3

B4

B5

B6

B13

C3

D5


	2. Implementing measures to ensure ASYE assessors gave access to advice, support and training, promoting consistency in approach.

	The ASYE assessors have had access to their own bimonthly CPD support groups up until June 2025. Unfortunately, these were on pause since the departure of the ASYE Lead Assessor. Sessions have now recommenced as of November 2025 by the ASYE Coordinator and L&D Team manager. 

As needed, ASYE assessors have had opportunity for their reports to be quality assured by the ASYE coordinator to receive advice on their assessments of practice to promote accuracy, validity, robustness and sufficiency.

The partners of the Greater Manchester Social Work Academy (GMSWA) and ASYE coordinators group have created an online training programme for assessors to promote consistency on a regional basis of GM. All assessors now have access to training and will be encouraged to complete the GM assessor programme.

A proposal was completed by the ASYE Coordinator for 1 day per month protected time which ASYE assessors can use flexibly for report writing and role related CPD. The proposal was agreed by the Senior Leadership Team (SLT) and has been in place since August 2024.

All assessors are regularly encouraged to attend Skills for Care national forum to network with assessors on a national basis. 

	B7

B9

B16

C3

	3. Transparency over NQSW workload expectations, through a workload guide

	There has been delays in producing a workload document, however, a guide has recently been commenced by the ASC Learning and Development manager and the ASYE coordinator will contribute towards contents of the guide. The development of a workload guide will therefore continue in the subsequent plan moving forward into 2026, and we require senior leadership input for the guide to be effective.  

In the meantime, there has been on-going emphasis and advice that the workload of NQSW should gradually increase in line with their development of knowledge, skills and professional confidence. There needs to be a balance between professional challenge and suitability of work allocation given NQSWs are in their first qualifying year. It has been suggested certain statutory duties are not undertaken in hast or too early in ASYE, for example safeguarding section 42 enquiries, mental capacity assessments and possible subsequent best interests’ decision-making. That NQSWs require appropriate exposure to shadowing, training, joint working and can demonstrate good curiosity, legal literacy and hypothetical application of guiding principles before commencing these areas of practice.

	B5 

B13

C3

D5


	4. Implementing steps to ensure that principles of equality, diversity, and inclusion are central to the ASYE programme.

	Our ASYE registration form has been updated with the aim to promote inclusivity and openness to talk about a diverse range of needs, without fear of prejudice or disadvantage. The explanatory note in the form describes how this data is collated to reflect the diversity of our workforce. To act and take steps where necessary so that employees from a diverse background are not disadvantaged.

EDI in ASYE is discussed by the coordinator when meeting with NQSWs and assessors at the start of the programme. 

It has been encouraged the IPDM and Support and Assessment Agreement are used as key opportunities to make ASYE programmes inclusive and accessible with of consideration of culture, learning needs, identities, and other protected characteristics, taking an intersectional understanding. 

There has been active promotion to use reflective models to evaluate power, privilege, unconscious bias, diversity and discrimination, including Social Graces and MANDELA. These models can support us to consider similarities, differences and fostering positive relationships. All in a bid to strengthen our approach to EDI.

A diverse range of theoretical perspectives and views of lived experiences from different groups, continues to be incorporated into ASYE reflective sessions. Adults who draw on care and support have taken part in our ASYE learning sessions, to provide expert by experience perspectives on the importance of why they feel social workers should gather feedback for professional development. 

We have an annual ASYE Black History Month session with a focus on Black perspectives in Social Work and Allyship. Furthermore, EDI is threaded in most reflective sessions to promote anti-oppressive, culturally conscious and non-homogenising practice. Also bringing in learning and perspectives from awareness months into ASYE groups, a few examples include sensory loss, mental health and LGBQT+ awareness. 

Furthermore, there have been attempts made to sensitively reflect on well-being, following the recent events of far-right racist rioting, inappropriate flag flying and the devastating antisemitic attacks in Greater Manchester.

The ASYE coordinator is an active member and contributor to the Salford ASC EDI Group and will continue to encourage NQSWs to join this group, which centres on promoting inclusion both in the workplace and in practice. 

NQSWs from Global Majority backgrounds are encouraged to attend the Skills for Care GEMS forums which is based on anti-racist practice. 

There has been on-going research and learning to understand and support the needs of neurodivergent NQSWs. In general, there is transparency that we seek to learn and continue strengthening our EDI approach in ASYE. 

	A4

A5

A6

A7






Summary of evidence gathered and used to inform the development of the next action plan.

In order to gather evidence to determine the next actions for our continuous improvement plan into 2026, feedback has been attained from the key stakeholders of ASYE, inclusive of NQSWs, assessors and managers. The primary method of gathering feedback has been the use of a 360-degree questionnaire, which has produced meaningful data, both qualitative and quantitative in nature. It was made clear the questionnaires were anonymous in a bid to gather honest feedback and reduce participant reactivity. Other key evidence to inform this action plan includes a review of themes from our internal moderations (the Salford ASYE panel process), external moderation and national moderation. As well as considering ideas from good practice endorsement examples from other Local Authorities carrying out ASYE
 Examples of good practice in the delivery of the ASYE programme

Of the feedback received, there were themes highlighting the following strengths in our Salford Adults ASYE programme: 
· In most part, support arrangements of ASYE are maintained (supervision, reduced workload, and protected time for ASYE CPD)
· Several NQSWs felt they had a strong and supportive programme through ASYE, with individuals providing positive testimonials of their experiences.
· There are benefits to NQSWs meeting as peers at ASYE monthly groups to learn and share knowledge with social workers in different practice settings.
· Individuals felt there were opportunities for stakeholders to provide feedback to improve ASYE, such as the 360-degree questionnaires.
· An NQSW of Global Majority background shared how they felt ‘included and seen’, which drives their passion to support others. 
· A few ASYE assessors found the L&D team helpful and supportive for their role and for the professional development of NQSWs, including access to learning sessions, resources for supervision and for advice on ASYE requirements. 
· Some NQSWs shared how they feel they receive great support from their assessors and managers. 
· Most people felt our ASYE programme focuses on critically reflective practice, with an individual approach to NQSW professional development. 
· Overall themes from moderation show that good quality ASYE portfolios are being produced, demonstrating positive learning and practice by NQSWs. Also, that assessor reports show progressive development and triangulation of evidence to inform the assessment outcomes. 

There was feedback from NQSWs, ASYE assessors, managers and themes through moderation, highlighting challenges and areas for improvement, themes included:
· The access to NQSW support arrangements is not consistent for all, instances where supervision has not been maintained due to team pressures. 
· NQSWs have different experiences of the ASYE programme dependent on the team they are based; as well as the experience and role of the ASYE assessor.
· Themes of NQSW work-life balance issues and periods of sickness apparent. 
· Staffing issues and high turnover in management impacting NQSW experiences of ASYE. 
· Inconsistencies in recordings of NQSW individual learning needs in the 
· 
· support and assessment agreement to make the ASYE programme accessible. 
· More support needed for assessors, including workload considerations, that although protected time is available it cannot readily be taken.
· Some found the guideline of 10% reduction is not a helpful gauge for workloads, as workloads fluctuate in complexity. 
· Not much support and advice provided to managers on ASYE, only if acting as an ASYE assessor.
· Senior management are not aware of the impact having several NQSWs in teams, including the impacts on assessors; there could be more to link senior leadership into ASYE. 
· There could be improvement in the way feedback is gathered from others to make a meaningful contribution to ASYE. 
· There is a need to strengthen assessment outcomes to ensure accuracy, validity, robustness and sufficiency. Also ensure portfolios focus on critically reflective social work practice.
· Feedback from both external and national moderation has shown that recordings in our internal moderation forms needs to improve.
· There is a need to strengthen EDI in ASYE to support NQSWs of Global Majority background, as this is presenting a weaker area.
· Some feedback that ASYE does not consider NQSWs background, possible discrimination has occurred and assessors not aware of their biases.

Cumulatively these themes will be used to define the programme areas of development for the next twelve months. The comments and themes detailed above are not exhaustive, however highlight key areas of development which require initial attention. Please note, there are certain actions which are within the power and remit of the ASYE coordinator and Learning and Development team to implement. However other actions will require the commitment and involvement of other stakeholders such as senior leads and management as required. The actions set are in the absence of the ASYE Lead Assessor as the post is currently vacant and updates will be made once someone is in post.


	Optional: what impact have these developments had on the NQSWs’ experience of the programme?


	This is information has been covered in discussions detailed above.

	
Programme areas for development during the next 12 months

When thinking about the areas of your programme to develop:
· use the information/evidence gathered and its evaluation and 
· consider the national evaluation criteria (NEC) to support you in identifying areas for development. 

When deciding the desired outcome from the development:
· write it in a SMART (Specific, Measurable, Achievable, Realistic and Timely) way
· link it to a specific criteria from the NEC e.g. NEC A3.

Further areas for development can be added if necessary.


	
Specific area (1)
(e.g. national evaluation criteria NEC A3 or NEC+ D7)

	
Improving the NQSW experience of ASYE to promote consistency in support arrangements (for supervision, workload and protected time) across teams, with an emphasis on well-being

ASYE coordinator to continue providing explanation for the purpose of support arrangements, when completing introductory sessions with NQSWs and assessors. Also, checking support arrangements when attending reviews and holistically seeking steps for resolution if arrangements are not being maintained.  

Ensuring all ASYE assessors have completed the 1-day assessor programme within next 6 months, to promote a shared understanding of key principles for support arrangements and NQSW well-being in ASYE. All new assessors to complete the training before their NQSWs commence ASYE.

Ideally, the line manager to attend the Support and Assessment Agreement (SAA) meeting with their NQSW and Assessor, to agree and have a clear understanding of support arrangements within individual teams. Send email to managers with this request along with rationale.

NQSWs to continue being encouraged to share information about their individual learning approaches, disability and/or cultural related needs to support make the programme accessible to their needs. Information about accessibility in ASYE will be incorporated into the next ASYE handbook revision. 

NQSW well-being to continue being embedded into the ASYE rolling programme of events, personal development planning and within key ASYE guides and documents. 

Develop a simple reporting mechanism in the event of issues that pertain to NQSW support arrangements, excessive workload and well-being concerns. A reporting mechanism to be used when issues have not been resolved through actions between the NQSW, Assessor, Manager and L&D team. These issues may be escalated to Senior Leadership, particularly when staffing issues are having an impact on ASYE, with limited contingencies in place. 

A2, A3, B4, B5, B6, B13, C3, D5



	
Support needed
	Line managers to attend the Support and Assessment Agreement meetings. 

ASYE assessors to be provided protected time to undertake 1 day assessor training programme. 

Including an accessibility section in the next revision of our ASYE handbook.

Senior management to agree to reporting mechanism in the event of escalating concerns.


	
Specific area (2)

	Improving our programme for ASYE assessors to promote consistency in approaches to reflective supervision and assessment of social work practice

Developing a programme of CPD for ASYE assessors, with bimonthly sessions on topics such as: 
· Supervision and reflective practice 
· Personal development planning
· Holistic report writing
· Providing feedback; appraisal and constructive
· Use of social graces and MANDELA model to build supervisory relationships.

Developing and facilitating a session for ASYE assessors on working with individual differences, learning needs and reasonable adjustments. Seek input from Occupational Health to contribute material and resources to supplement. 

Seek input from senior leadership team (including the PSW) to attend at least part of one assessor learning event, to promote an open culture for assessors to share their views on their roles and more broadly on NQSW development in our workforce. 

Continue promoting use of protected time for ASYE assessors, with a periodic reminder to management if required. A guide detailing the purpose and use of assessor protected time is included on the ASC information hub. This guide has an escalation pathway in the instances assessors are experiencing difficulties accessing their protected time which has not been resolved through discussions with their line managers. 

Offering the opportunity for assessors to have their reports quality assured to ensure there is validity, sufficiency, accuracy and robustness. This offer will only be provided on a need’s basis, e.g. first-time assessors, assessors with their own learning needs, or assessors experiencing difficulties because their NQSW is struggling.

Providing anonymized assessor reports (RSPAs) for 3, 6 and 12 months, as exemplars. The reports will be available at individual request for learning purposes to share best practice in holistic report writing. 

The following guides are being developed to support assessors in their professional decision-making of NQSW’s progressive development and meeting the required assessment frameworks (PCF & PQS): 
· NQSW Workload
· Skills and Standards
· Concerns

B7, B9, B11, B13, B14, B17, C3, D5



	
Support needed
	Input and expertise from Occupational Health re. reasonable adjustments and advice on well-being services to benefit NQSWs.

PSW and representatives from senior leadership and management, to join an ASYE assessor learning session.

Agreement senior management to agree to reporting mechanism in the event of escalating concerns.



	
Specific area (3)

	Strengthen the EDI Framework in our ASYE Programme

ASYE Coordinator to actively continue discussing EDI with NQSWs and assessors at the start of the programme. 

A diverse range of theoretical perspectives and views of lived experiences from different groups, will continue to be incorporated into ASYE reflective sessions for NQSWs and assessors.

Explore external training options on topics to strengthen our EDI approach, allyship, anti-racism, working with difference and the impacts of unconscious bias. Offering training to ASYE assessors and Team managers. External training would be subject to funding approval.

Including optional demographic questions into our anonymized surveys to be able to understand the experiences of ASYE from our diverse group of NQSWs, based on gender, disability, age, neurodivergence and/or ethnicity, including an intersection of these protected characteristics. 

The next renewal of the ASYE handbook will contain a section on EDI, emphasising the importance of understanding the barrier/challenges NQSWs from marginalised groups potentially face and how to access support, if faced with discrimination. This will include access to our Adult Social Care (ASC) Equality Diversity Inclusion (EDI) group and Manager Guide for Responding to Discrimination.

A1, A4, A5, A6, A7


	
Support needed
	Authorisation of funding to commission external training.

Management to agree to reporting mechanism in the event of discrimination concerns 





	
Review date (optional)

	

	
12 month review date

	





	
I am a senior manager with responsibility for the ASYE programme or, have strategic responsibility for the programme, and confirm that I have worked with the ASYE co-ordinator in considering the sources of evidence for developing this action plan and in agreeing the plan for the next twelve months.


	
Name and title
	 David Williams Head of Service 

	
Signature
	[image: ]

	
Date
	12.12.25
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I am a senior manager with responsibility for the ASYE programme or, have strategic responsibility for the programme, and confirm that I have worked with the ASYE co-ordinator in considering the sources of evidence for developing this action plan and in agreeing the plan for the next twelve months.


	
Name and title
	Martin Sexton, Principal Social Worker

	
Signature
	Martin Sexton

	
Date
	14th December 2025



	
I am a manager with responsibility for the ASYE programme and have responsibility for the programme, and confirm that I have worked with the ASYE co-ordinator in considering the sources of evidence for developing this action plan and in agreeing the plan for the next twelve months.


	
Name and title
	Sarah Hardman, Learning and Development Team Manager

	
Signature
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Date
	12.12.25





	
ASYE co-ordinator
	Shoyley Chowdhury
Social Work Development Lead 

	
Signature
	S.Chowdhury

	
Date
	25/11/25
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