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Executive Summary 

The purpose of this report is to identify Safer Recruitment as a point of need, considering the crisis faced in the Social Care Sector in which Swansea Council employs within. This is mainly down to a sector that has several inequalities compared to the national health service. Several megatrends, such as an ageing population, a rise of technology and a rise in health costs have created a direct impact on the Social Care Workforce, creating high staffing pressures with high staff turnover. There is a risk that hiring managers cut corners to fill vacancies which could lead to recruiting the wrong people, proving costly, if recruitment checks are not followed.

External factors are to be explored with other qualifying factors that add pressure to the sector, creating a concern in safely recruiting employees to help deliver a high quality of care to Swansea’s most vulnerable. 

The report will explore the very latest research in modern learning methods and practices which will be critically evaluated to warrant a learning resource that is fit for purpose and engages the user with key characteristics such as being intuitive, user friendly and supportive. It will also be explored how the resource will be evaluated.   

Detailed recommendations will conclude the report for Swansea Council to consider the development and design of a learning resource to meet the point of need and regulate safe recruitment to hire the right people to deliver care to Swansea’s most vulnerable. 
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1. Introduction 
“The Parliamentary Review of Health and Social Care in Wales” outlines the continuing level of “demands and new challenges facing health and Social Care in Wales.” Due to several factors including megatrends from “an ageing population, technology and rising costs in health and social care workforce” (Social Care Wales, 2020).

The World Health Organisation (WHO) estimates “a projected shortfall of 18 million health workers by 2030” in low-and lower-middle income countries (World Health Organisation, 2022). 

Factors such as Brexit, COVID-19 and ‘the Great Resignation’ add disruption to the labour market. This can be demonstrated by “6.4% of those working in registered social care and 4.5% working in registered childcare” sectors in Wales are non-UK, EU Nationals. Added challenge with “58% social care employers and 47% of children day care employers”, voicing their difficulty to recruit before the pandemic (Welsh Government, 2019). 

With anticipated mass recruitment into Social Care, managers are to understand the importance of safe recruitment. Recruiting the wrong people leads to high costs, safeguarding concerns and a high level of care errors resulting in a low-level delivery of care.

A point of need is to be established to provide a learning outcome that is designed to equip managers to of safely recruit, with what to do, how to do it, at each stage of the recruitment process, enabling and empowering managers to hire the right people. 


2. Literature Review
2.1 Establishing the Point of Need
The Social Care sector is ‘a system at breaking point’. Several inequalities in comparison to health-board staff across Wales include “low pay, low status in the profession, with limited opportunities for career progression”. Employees are moving to other sectors such as retail where terms and conditions are enhanced (Senedd, 2021). 

Naturally leading to a high level of staff shortages and turnover creates further disruption to Social Care in Wales. Demonstrated by a report from Cardiff University (2020), before the pandemic in 2018, “13,000 staff were recruited by commissioned care providers where 11,000 left” during that year (Social Care Wales, 2020). This tends to be higher for domiciliary care services where the terms of conditions of employment determine longer, irregular hours including relief contracts. Comparably in 2019, “1070 joined the social care workforce where 940 left” (Social Care Wales, 2019).  Whilst Local Authority’s improved terms and conditions to reduce the turnover rate by increasing permanent/temporary contracts which give access to better Annual Leave, Pension and Sick Pay entitlements, this hasn’t appeared to influence the figures (Cardiff University, 2020).

This creates pressure on Local Authorities and Social Care providers to recruit safely and recruit the right people. Encompassing the right qualifications, right registrations at professional bodies, satisfactory references, DBS checks in place, eligibility to work in the UK, medical assessments, and service specific risk assessments are essential factors to enable ‘safe recruitment’ (Swansea Council, 2020). Considerable pressure on service delivery could present problems in that checks can often be overlooked, leading to consequences to practice social care safely, making Safer Recruitment an identified point of need for learning. 
2.2 Pestle Analysis 
A PESTLE (Appendix 1) explores the disruption caused to Local Government, establishing safer recruitment as a point of need. The following subjects can be drawn from the PESTLE analysis, impacting on the workforce:
· Politically – Brexit and the Social Care Reform Bill.
· Economically - the Ukraine and Russia War and the Cost-of-Living Crisis.
· Socially - the Great Resignation, Re-prioritisation have a direct impact on recruitment and retention in Social Care due to the disruption caused by COVID-19.  
· Technology - a risk to the Council is its ability to invest and implement (technology) to support the risks outlined in the PESTLE. 
· Legal - the risk of costly law cases due to not following due diligence with safer recruitment and planning and acting as per the Well-being of Future Generations (Wales) Act 2015. 
· Environmentally – use of technology in recruitment to reduce carbon footprint and a focus on the authorities’ corporate social responsibility to attract younger generations that share the same values and beliefs around protecting the surroundings we work and live in.  

Contemporary Methods 
2.3 Learning Cultures creating Organisational Growth
A learning culture is described as employees remaining positive and open to learning practices, informally and formally (Kucharska, 2021). With the pertinent challenge around the Social Care Crisis in Wales, an organisation with a learning culture would support embedding a learning need. 

A learning culture allows its employees to be resilient (Kuntz, et al., 2017), approaching failure with humility, accountability, and empowerment to produce long term growth at an individual, team, and organisational level. Skills include the ability to learn, be innovative and resilient against adversities in a volatile world (Sitkin 1992; Madsen and Desai 2010). 

Employees empowered with decisions and choices, can prevent fear of failure, fearing change and will actively want to experiment, testing new ways of working to explore opportunities with other colleagues (Caniels & Baaten, 2019). This naturally leads to ‘Social Learning’ where in essence people ‘learn and collaborate with each other’ transferring invaluable tacit knowledge, the essential cogs to any competitive business (People Management, 2015). Social Learning was firstly identified by Bandura (1986). Technology, a ‘game changer’, is amplified through Social Media platforms like YouTube, Twitter, Instagram and TikTok. People observe, learn, and practice a new skill, activity and/or experience easily and intuitively. 

Empowering Leadership is key to creating a Learning Culture, an intermediatory to inbound and outbound innovation (Naqshbandi & Tabche, 2018). Validated by several experiments, empowering leadership creates a space where knowledge input and output, amplifies learning (Xue, et al., 2011). 

Stuart Crabb, Facebook’s then ‘L&D Guru’ describes Facebook’s learning culture as ‘strengths-based’ versus traditional competency-based frameworks, adopted by most muti nationals. They live by the 70:20:10 model where 10% of learning comes from ‘classroom-based activities’, 20% through supportive measures; coaching and/or mentoring and then 70% learnt on the job (People Management, ND)

Facebook describes itself with ‘all the skills, knowledge, and perspectives’ it needs. L&D acts as a facilitator to join the dots and make use of networks and relationships for those wanting to learn. There is no mandatory training accept what is legally required, with training not specified to role. Employees can learn anything “from cappuccino art to organisational design” so that there is more of a focus on opportunities, than courses (People Management, ND).

Embedding a culture of learning can lead to several biases introduced by management and leaders. These include an over reliance on accomplishment, an emphasis on quick wins and not having the right ‘people fit’ aligning to business needs (Harvard Business Review, 2015). Shortfalls occur as Leaders desire a learning culture but don’t necessarily practice learning personally. Presented as challenges, visible bias present for accomplishment, can be the fear of failure, a blinkered vision, a focus on past achievements and old-fashioned blaming. Looking at the bias of quick wins, visible concerns are employee fatigue, inability to reflect on what works and what does not. Bias created for people feeling a need to fit into a culture against their own values and beliefs leads to challenges such as obeying instruction out of fearing punishment, which in return presents added challenge with people unable to identify their own strengths (Harvard Business Review, 2015). 

Additionally, spreading misinformation like promoting old ways of working by leaders, with corporate influencing into thinking a particular way. Using traditional systems that reduce learning opportunity, rather than growing and recognising those that learn, with an over emphasis on formal learning through Courses and eLearning. Compared to informal learning such as on-the-job mentoring, coaching and water cooler conversations which are proven to empower and promote responsibility and accountability (McKinsey & Company, 2020). And finally, when organisations spend too much resource on planned learning, the capital could be better utilised with tacit knowledge already within, very much like what is done at Facebook (People Management, ND). It can clearly be noted that those key to implementing Learning Cultures are the barriers preventing learning from cultivating (Indeed, 2022). 

Whilst the value of a learning culture can be seen to create organisational growth, it is important that biases are not introduced to restrict learning through informal and formal methods. A quick fix is to ensure learning is promoted at all levels and functions with the focus on learning, rather than business performance, providing the right space and time for employees to feel trusted to experiment and be open to learning – this in return will improve business performance.

2.4 ELN – Establishing Learning Needs through a Human Resource Development Strategy (HRD) and Learning Needs Analysis (LNA)
A learning needs analysis (LNA) supports Human Resource Development (HRD) strategy enabling employees to have the right skills and capabilities for their roles and be resilient to unplanned challenges. A HRD strategy, critically aligns the learning needs to a business’ vision, visible as a ‘people strategy’, nurturing employees recruited, to develop, and embed into the organisation’s strategic goals (CIPD, 2021b). 

Swansea Council’s Workforce Plan “achieving better together as a workforce” sets out to align its strategic priorities. Key megatrends from population changes, climate change and economic changes will impact on the workforce. Cultural and behavioural change will enable employee resilience, adaptability, and a competitively skilled and innovative workforce (Swansea Council, 2021).

There are three types of learning needs analysis. An individual (aligning personal needs and interests to the business), team (focus on projects, restructures, or organisational re-design) and organisational (to comprehend the resource needed and types of learning required to get the organisation where it needs to be) (UWTSD, 2022). These gaps can be linked to the HRD strategy (CIPD, 2021a) driving delivery, as well as supporting any legal, government frameworks such as the Well-being of Future Generations (Wales) Act 2015. 

Furthermore, LNA adopts a RAM process. Relevance – is the LNA going to help support the Council achieve its future workforce? Alignment – how is this going to link into the workforce strategy? And Measurement – has the LNA closed the skills gaps to create a workforce of the future? (CIPD, 2021a). LNA’s are distinct to a Training Needs Analysis. Its activity and purpose is to review the point of need for a training activity (CIPD, 2021a). 

Limitations to LNA’s are that Senior Leaders instruct for a LNA without a link or purpose to the business objectives (HRD strategy) meaning limited data is gathered from the LNA (People Management, 2017). Limited change can drive dis-engagement due to a lack of discovery of the learning needs communicated down, leading to limited action signalled back to the leaders. Additional disadvantages can be due to a poor learning culture. LNA’s are time consuming, leading to results being void if priorities have moved on. 



2.5 Establishing when to Push and Pull, Learning
2.5.1 Push
When it comes to supporting learning, individuals are categorised by those that want to learn (care) and those that don’t (don’t care). Those that care will want to naturally explore versus those that do not care, neglecting development. Shackleton-Jones (2019) confirms this point raising solutions for both groups; resources for those that care, experiences for those that don’t. 

Shackleton-Jones (2019) explains that if people are provided with what they need to know at the point of need, they will be able to learn and retain knowledge considerably more, than attending a planned course that they will forget. Shackleton-Jones (2019) rationalises experiences motivate from an emotional view, enabling people to care through interventions such as ‘storytelling, observation, coaching, mentoring, feedback, trial, error and play’. Traditionally motivations involve status-dense situations, using high profilers to influence, anxiety-based learning (examinations), behaviour modification and punishment in order that someone learns (Shackleton-Jones, 2019). Experiences should be designed to connect any individual to the concern based on the foundations that make us human (Panksepp, 1998). 

Limitations to creating a resource/experience is designing it with complexity, failing for people to connect emotionally or its purpose drifts and becomes ‘content dumping’, acquired on eLearning Courses where ‘learning by doing’ is eliminated. Accessibility is another limitation, with not recognising failure, leading to a lack of creativity (Thorley, 2020). 



2.5.2 Pull
Two examples that best describe how a resource can address a point of need is how technology has changed the Black Cab Driver or, a carefully, human-centred, designed resource like the London Tube Map. A London Cabby would know the entire road system of London, the busy spots, the quiet spots, and the quickest routes. Google Maps are introduced, and the autonomy to be a taxi driver (Uber) is anyone’s facility. Knowledge, in the form of routes is calculated at the exact point of need via a smartphone, removing the tacit skill learnt.

The London Tube Map is another great example where its intuitive design ensures the user understands how to get from A to B. Shackleton-Jones (2019) describes the three key ingredients to producing a resource, ‘utility, accessibility, and awareness’, focussing on those concerned, rather than those that might think there is a concern. A comparison can be made with the below diagram where a point of need can be categorised into push or pull, resources or experiences:
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Figure 1 – Capabilities of the modern learning professional (Shackleton-Jones, 2019).

Resources/Experiences fail, with lack of intuition to follow and user-friendliness – the user doesn’t know where or how to find it. Complicated more when an organisation such as Swansea Council has a mix between front-line and head office staff whilst factoring in four generations with different requirements. 

Accessibility is just as important as the design, ensuring several formats are produced to address digital barriers or complex systems (intranet). It could be argued that without good accessibility, the resource is already lost (Marcus-Quinn & Hourigan, 2022)

2.6 Gamification
Gamification is essentially found and used to motivate learning, rewarding people by accomplishing a learning need. Accomplishment leads to a certificate leading to ‘pride or respect’ or in most cases, employment. Gamification goes wrong when not aligned to a behaviour such as a person caring or wanting to learn, leading to ‘self-ratification’ (Shackleton-Jones, 2019), demonstrated by eLearning where individuals scroll through a course to get to the end to achieve a certificate to prove their competence. 
The key for gamification to work is to step away from tick box approaches, introducing enjoyment through ‘play, exploring and experiencing’ (Shackleton-Jones, 2019). 

Evolving further, using Gamification to bestow ‘Simulation’ to encapsulate the learner into lifelike situations to be able to visualise, experience and practice the point of need, extended to using Augmented Reality or Virtual Reality (Kogan Page, 2019). Permitting learners to connect with reality and practice (Gordon & Thomas, 2018)

Badges, as opposed to Certificates prove to be a much better approach to ‘gamify learning’ in that they nurture learning to evolve (certificates have a start and an end, opposed to badges that can be indefinite) (Kogan Page, 2019)

2.7 5DI
The 5DI learning design model (Shackleton-Jones, 2019) puts human centric design at the heart of learning processes. Split up into five stages, ‘define, discover, design, develop and deploy’ it adopts a similar approach to processes used by Designers using Design Thinking Methodology and disruptive innovation techniques (Satell, 2017b). 

5DI’s exclusivity is the level of engagement with the user, considering the users viewpoint in designing the learning around their concern. A linear process, opportunity to redefine the learning through the ‘iterate’ stage, aiding continuous improvement. Associated with Design Thinking, it allows for creating and testing a prototype by creating a MVP (minimum viable product) (Satell, 2017a) that can help ground and validate the point of need. Mapping an emotional curve of a new leader (Shackleton-Jones, 2019) demonstrates the discovery stage in understanding where exactly the ‘pain points’ are, how a new leader learned, facing failure. Various quantitative and qualitative interventions capture knowledge, incorporated in designing the learning need. 

2.8 Evaluation – Kirkpatrick’s Four stages of Evaluation 
Several theories explore evaluating learning and development that measure impact, transfer, and engagement (CIPD, 2021c). Brinkerhoff ‘Success Case Method’ has a strategic arching approach by producing ‘success cases’, validating the outcome (Medina et al, 2015). Weinbauer-Heidel’s and Thalheimer’s models focuses on the transfer of knowledge (Weinbauer-Heidel, 2019) whereas Easterby-Smith explores a specific focus on the training programmes through ‘proving, controlling, improving and reinforcing’ (Easterby-Smith, 1997). For this review, Kirkpatrick’s model of evaluation will be explored in detail due to its historic success, adaptivity, utilised by many organisations. 

Kirkpatrick’s (1994) model comprehends the impact a learning intervention has 
on a learning outcome. Split into four stages, the first measures the reaction the learning has had (level 1). Each stage progressed, explores the measure of learning achieved (level 2), progressing to knowledge transfer (level 3) and then measuring the impact on the organisation (level 4). Latter stages through regular quantitative and qualitative method, check in with the learner to establish if the learning sticks (Kirkpatrick, 1994)

A key finding is organisations stick to level 1, capturing reactions in the form of evaluation sheets, ‘happy sheets’, providing limited information on impact that are slightly biased producing results based on that moment (Lambert, 2012). Compared to results taken over time to establish if the learning sticks, joining the dots to organisational performance. Limitations with Kirkpatrick’s model is that only 15-31% of organisations evaluate all four levels. It is perceived as too complex, time consuming and costly, developed for industrial society (Giangreco, et al., 2010).

Incorporated into an evaluation should be the return in investment, benchmarking to compare and interpret internal L&D trends, figures, and outcomes (CIPD, 2021d). Costs can be easily grouped into external and/or internal resource considering the cost to buy in services versus internal costs from facilitators, venue, resources, and technology such as eLearning software. All costs should return an investment, with the overarching indicator being organisational performance, normally through the impact a HRD strategy has, the costs involved, the data obtained and analysing the impact of the outcome individually, as a team or organisationally (Smith, I.W, 2004)

3. Conclusion 
This review demonstrates the point of need for Swansea Council, to equip its managers to safely recruit, due to the challenges faced in Social Care. Consequences of not doing anything will result in costly legal cases for failing to legally provide safe care and several supernumerary moves if employees are identified not safe to practice care. The importance of a Learning Culture is explored to enable organisational growth to support inbound and external innovation, not introducing bias, creating barriers to learning. Additionally, the importance of setting vision in the form of a HRD Strategy supported by a LNA to align learning needs with the business objectives/performance indicators. 

Learning has evolved noticeably with the introduction of technology and change in social dynamics where conventional learning has lost its impact. Learners are unable to connect emotionally with traditional costly courses. Categorising learners into those that care and those that do not care about learning can help design focussed learning interventions such as resources and experiences respectively, progressing from teaching topics to empowering people to complete tasks. 

Contemporary methods, such as push or pull and understanding social learning can be inputted into learning design processes like 5DI.  5DI designs learning that is human focussed to produce resources or experiences like gamification, providing simulation and lifelike reality through technology such as Virtual-Reality and Augmented-Reality. This review also cites the importance of evaluation, which goes further than recording delegates reactions and checking knowledge transfer at key milestones thereafter to see if ‘learning sticks’. 

Whilst Swansea Council has an internal L&D department, several limitations with its current learning culture and model in implementing modern methods to enable and empower learning, rather than hand holding conventional generations, providing costly courses in which the current model supports. 

4. Recommendations 
The recommendations for the design of a learning resource include in sequential order:
4.1 Establish Leadership Buy-in. Reviewing the challenges, the organisation faces currently and, in the future through a HRD Strategy (Workforce Strategy in Swansea Council). Linking in a LNA to support the delivery of skill, capability, and knowledge transfer with its workforce. Without the correct buy-in several challenges will be faced such as conflicting priorities and bias. There will also be reputational damage if the strategy is promoted and marketed, but delivery is minimal due to conflicting Leadership. 
4.2 Establish a Learning Culture. As part of a wider, strategic remit, Senior Leaders with the knowledge and capacity of the internal L&D team are to review how learning is perceived through quantitative and qualitative methods to establish what the perceptions are with learning (hand holding versus empowerment and accountability). Identifying the gap(s), creating several opportunities where employees can get involved to develop themselves, to create engagement and organisational resilience against future adversities. 
4.3 Use the 5DI learning design approach to create a Resource/Experience. Engage managers that have recruited over a space of 6-12 months to capture concerns around safely recruiting. Information sourced is used and incorporated into the design of a resource/experience. The same group can be used to test the MVP to prototype the resource/experience and check it is fit for purpose. Accessibility will be an important factor, as whilst Swansea Council has a mix of front line and head office staff, managers will be the direct users, in which all managers have IT access. Barriers with IT capacity in accessing/following the resource to be explored through 5DI. 
4.4 Produce a Safe Recruitment Resource and Experience. Once the resource/experience has been produced it will need to be launched through a communications package. The key principles will be to communicate why Safe Recruitment is important, signposting where to access and get further guidance. Establishing the resources/experience home will be key to ensure accessibility and that it is provided at the point of need. The Service Centre Helpdesk would be key via the Workforce Team, signposting when recruitment takes place via internal processes. 
4.5 Evaluate Resource/ Experience using Kirkpatrick’s four levels.  This is critical to ensure the resource does not become ‘book-shelved’ and that it remains a top priority when managers recruit. Measuring the impact of the resource/experience through levels 2-4 will measure the impact, seeing reduction in costs associated with law cases and supernumerary resource. A key task for the L&D team will be to feed into the 5DI ‘iterate’ stage to check if the ‘learning has stuck’ and intervene where applicable. 
4.6  Apply Principles to further learning tasks at point of need. For the Council to measure organisational growth and to ensure the Council keeps up with future adversities through employee resilience, adaptability, and productivity, it is critical that the approach, detailed in these recommendations is applied across the board. L&D interventions will ensure that unnecessary courses are redundant, and resources are created to help employees complete task(s). With Senior Leaders, regular temperature checks, surveys and employee data can be cross referenced to monitor progression or deterioration, where interventions can be applied to align learning culture and organisational growth to the business objectives. 
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6. Appendix 
Appendix 1 – PESTLE for External Factors influencing Local Government and Learning 
	Category 
	Factors affected within my industry
	Importance to organisation

	POLITICAL
	Brexit
Stricter ‘Right to work’ recruitment checks will be needed for EU Citizens, same in which applies for citizens outside of the EU. 

This will mean longer lead times from offer to start date, with potential to lose candidates. 

Social Care Reform
With the Social Care Reform bill being set by central government as a result of the COVID pandemic, this will lead to a potential recruitment drive for Social Care Workers, from Dom Care, Res Care workers to Social Workers. 




	High – potentially loose a high range of labour-intensive employees that will disrupt the workforces. This can be seen across a range of sectors from HGV Drivers, Social Care and Health Care. 



High – ongoing recruitment costs to fill high vacancies will prove expensive. Potential to use agencies for quick wins. 


High – with a big recruitment drive, this could lead to potential checks being missed out due to human error, or, out of frustration, hiring managers allowing workers to start prior to required recruitment checks being signed off, leading to potential safeguarding/workforce issues. 

	ECONOMIC
	Ukraine and Russia War

Car Fuel increase on Domiciliary Car Workers 









Social Care Reform
Increase in cost of living 
	


High – employees not being able to afford to work, with 45p HMRC/Government mileage rate, meaning employees have to cover the remaining cost to run their vehicles. This could lead to employees leaving the Domiciliary Care Sector, leading to a high recruitment need, where safe recruitment could be at risk, to get replacements in fast. 




High – start losing Social Care workers to industries such as Retail or Gig Work Sectors. This will again drive recruitment where safe recruitment checks can be overlooked. 

	SOCIAL
	Great Resignation
People leaving Social Care due to ‘society not valuing the work being done in Social Care’

Great Re-prioritisation 
People using the COVID pandemic as a chance to re-think their careers, personal lives 

COVID
Exposed the pressures that the Social Care industry was under and continues to suffer

Ageing Pollution 




Ageing Workforce
	High - with already high vacancies in social care, this will heighten any issues around hiring managers not following safe recruitment checks. 


High – as above.






High – as above. 





High – this will have a huge impact on the Councils ability to address community demand to support care and independent living to Swansea most vulnerable. 

High – with current labour shortages and a volatile situation in Social Care, the Councils age profile is another factor that will have a direct impact on the Councils ability to deliver care, as the workforce’s age profile can bring a high level of sickness and people looking to retire, adding to vacancies. 


	TECHNOLOGY
	Online Application Process to implement checks as part of the recruitment process to avoid delays and to avoid unnecessary, cumbersome processes. 

Provide ‘real time’ updates on what is required, what the progress is and what candidate/offer needs to do and by when, likewise the same for the employer. 

Virtual Reality (VR)




Augmented Reality (AR)




Artificial Intelligence 
(AI) 
	Medium – this would be a good feature and would help avoid unnecessary drop out offers, which can be costly. Also reminding managers when to apply recruitment checks.




Medium – this would avoid any doubt / lack of reassurance that employer is moving forward with start date. And prompt the manager to address recruitment checks are in place. 





Medium – VR technology will help support younger generations joining the workforce to support simulation training, rather than hypothetical. 

Medium – same principle as VR, AR can enable learning at the point of need through technology to apply simulation to the learner and the reality of what is expected, learning by doing, opposed to learning hypothetically. 

Low – Whilst the risk is low, AI will help make informed decisions on learning data and the impact learning is having on both outcome for delegate and organisational performance.  


	LEGAL
	Employment checks not being followed can mean major consequences to the employer, through reputation, risks to vulnerable people and expensive fines

Well being of Future Generations (Wales) Act 2015
	High – this could lead to:
· Safeguarding risks to vulnerable people 
· Neglect 
· Reputational risk that would be picked up by Social Care Wales and the Care Inspectorate Wales
· Finely costs posed to the Council. 


Medium – accountability on local authorities, to plan and act in pursuit of economic, social, environmental, and cultural well-being. Applicable in recruiting the right people to be able to deliver independent living for older generations. 


	ENVIRONMENTAL
	Digital first: 
Interviews 





Sustainability Credentials 


Corporate Social Responsibility 







Attracting Gen Z through ‘Caring as a company’


	Medium – this is where technology can help to ensure recruitment checks are in place and prevent moving from one recruitment stage to the next without checks in place. Using digital checks can reduce on paper and the carbon footprint used to travel to interviews. 

Medium – help to attract and retain a younger workforce.  


High – providing work opportunities via work experience and placements to enable access to those from unprivileged backgrounds and help improve equality, diversity and inclusion in the workplace, in return closing the recruitment gap in Social Care. In addition to promoting environmental and ethical initiatives to improve the Swansea Region. 

Medium – promoting the authority as an ethical and environmentally friendly business, supporting local environmental initiatives which will help attract younger generations to fill the vacancy gap in Social Care.  
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