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PUBLIC BOARD MEETING
15 May 2025
Rhondda Heritage Park and via Zoom
09:30 - 12:25
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Board Members:	

Mick Giannasi, Chair
Abyd Quinn Aziz 
Edwin Mutambanengwe
Einir Hinson
Isobel Lloyd
Katija Dew
Kieran Harris
Mark Roderick
Progress Igbedion
Sarah Zahid
Sue Phelps
Trystan Pritchard
	


Social Care Wales Officers:

Sarah McCarty (Chief Executive Officer) 
David Pritchard (Director of Regulation)
Lisa Trigg (Director of Improvement and Development) (Items 8 – 14)
Kate Salter (Assistant Director Corporate Servies)
Geraint Rowlands (Assistant Director Finance)
Rhianon Jones (HR Manager)
Tom Slater (Staff Partnership Council Chair)
Llinos Bradbury (Board Secretary) (minutes)
Bec Cicero (Improvement and Development Manager) item 8 only
Esyllt Crozier (Improvement and Development Manager) item 8 only

In attendance:
Aled Jones (Cymen) (simultaneous translation) 
Beverley Moore, Corporate Governance Officer






	Public Session:

	
	

	1.
	Welcome and Opening Comments from the Chair 


	i.





ii.



iii.



iv.
	The Chair opened the meeting by extending a warm welcome to all attendees, with a particular welcome to the six new Board members who joined on 1 April 2025. He acknowledged the significant transition in Board membership over the past 12 to 18 months and noted that five of the new members were present at the meeting.

The Chair reflected on a successful strategic development session the previous day hosted by Cwm Taf Morgannwg Regional Partnership Board and thanked those involved for organising the day.

The Chair outlined the meeting protocols, including translation process and participation etiquette, and explained that the agenda was intentionally lighter to allow for deeper discussion, especially for new members. 

Following this, the translation system was tested to ensure it was functioning properly and the Chair encouraged contributions in Welsh if that was the language of choice.

 

	2.
	Apologies and Declarations of Interest 

	
i.

ii.


	
Apologies were noted from Aaron Edwards, Helen Mary Jones and Neil Ayling. 

TP referenced a standing declaration that his wife is employed by Social Care Wales. It was also noted that those working in the sector will have an interest in item 8 Revised Codes of Professional Practice



	3.
	Minutes of the Board Meeting Held on 27 March 2025

	
i.

	
The minutes of the public Board meeting of 27 March 2025 were discussed and endorsed by the Board as an accurate record of the meeting. 

	4.
	Action Log and Matters Arising

	
i.



ii.



	
Members’ attention was drawn to the rolling action log which provided updates on the progress made against the outstanding actions since the last meeting; all five were recommended for closure. 

There were no further comments or questions and the updates against the action log were noted. 


	5.
	Context setting and key messages from the Chief Executive

	
i.



























ii.









































































iii.




	
SMcC provided the Board with some key updates since her April Board briefing was written; she focussed on:

· Cybersecurity incident: Social Care Wales had experienced a cyberattack on its main website on 2 May 2025. The attack did not compromise internal systems, the professional register, or other websites. However, there was a low-risk possibility that data submitted via the “Contact Us” form may have been accessed. As a precaution, all recent users of the form were notified and advised to remain vigilant for phishing or spam emails. The incident is under investigation, and a full report is expected imminently. The incident and response will be scrutinised in more detail at the June Audit and Risk Committee meeting. 
· Immigration White Paper: The UK Government’s white paper, Restoring Control Over the Immigration System, proposes to end overseas recruitment for social care roles by 2028, with a transition period in place. While visa extensions and in-country switching will be permitted for now, this policy shift has raised concerns in the sector about workforce sustainability. Social Care Wales is working with the Welsh Government and stakeholders to assess the potential impact and gather data. A recent roundtable with key partners on international workers highlighted the importance of inclusive messaging and support for the existing international workforce.
· Annual Accolades Event: SMcC highlighted the success of the recent accolades event, which celebrated excellence in social care practice. The event received positive feedback from attendees, judges, and sponsors. It was noted as a valuable opportunity to showcase innovation and good practice across the sector.

The Chair thanked SMcC for the update and asked for any comments or questions the following was noted:

· IL asked whether there was any risk that care workers who are registered might have had their details compromised through the “Contact Us” form? SMcC provided reassurance that the cyberattack was limited to the main website and did not affect internal systems or the professional register. There is a low risk that information submitted via the “Contact Us” form could have been accessed. As a precaution, all recent users of the form were contacted and advised to be vigilant for phishing or spam emails. 
· SZ commented that there seems to be confusion following the announcement about changes to Continuing Professional Development (CPD) requirements. Some interpreted the message as meaning CPD was no longer required. She asked whether this will be clarified? 
· SMcC noted that feedback has been received, including the timing of the announcement (1 April). The messaging was not as clear as intended. While the requirement to record CPD hours was removed, the expectation to undertake CPD remains. Social Care Wales will issue further communications via social media, e bulletin and direct engagement with the sector such as through training managers to reinforce this message.
· PI reflected on the proposed immigration changes and asked what Social Care Wales is doing to support international workers and address sector concerns. 
· SMcC responded by acknowledging the UK Government policy. She explained that Social Care Wales is working closely with the Welsh Government and sector partners to understand and respond to the potential impact of changes, including the end of overseas recruitment for social care roles by 2028. While the organisation cannot influence immigration policy directly, it is playing a key role in gathering data, engaging stakeholders, and supporting international workers. She emphasised the importance of inclusive and reassuring messaging to ensure international staff feel valued and noted that Social Care Wales is exploring ways to better understand workforce demographics and needs, despite current data limitations. 
· DP also acknowledged the complexity and potential impact of the proposed policy changes. He highlighted the importance of using the organisation’s influence, its “levers”, to support international staff and shape sector-wide messaging. He also stressed the need to reassure international workers currently in Wales, ensuring they feel valued and supported. He proposed using the organisation’s communication channels to share positive stories and case studies, such as those from the recent Accolades event, to highlight the contributions of international staff. Additionally, he noted that Social Care Wales now has improved access to workforce data through its register, which can be used to gather insights and support evidence-based advocacy.
· MR asked for feedback from the recent National Office Good Practice Forum. SMcC, although not present at the event, noted positive feedback both in terms of having a themed approach taken this time (recruitment and retention) and contribution from Social Care Wales officers Andrew Bell and Jon Day. The format allowed for cohesive and insightful discussion. She also made reference to presentations the previous day around grow your own and the Social Care Academy developments which are a key part of the recruitment and retention conversation and how it could evolve to work more collaboratively across Wales.
· EH shared her reflection on the Accolades describing it as “amazing” and “emotional.” She praised the way the event was organised and highlighted the powerful impact it had on the sector, noting that attendees felt genuinely valued and appreciated. She also suggested that instead of constantly creating new initiatives, there could be more focus on celebrating and scaling existing good practice across Wales and even from other sectors. 
· In response, SMcC agreed and emphasised the importance of scalability. She explained that Social Care Wales is building content in a Project Finder as part of the Insights Collective to showcase case studies and examples of good practice, including those from the Accolades. She also mentioned the development of digital communities to support deeper engagement and learning, allowing practitioners to explore what worked and what didn’t. She acknowledged the challenge of selecting categories that both highlight innovation and support wider learning and confirmed that the organisation is committed to building on the success of the Accolades to support sector-wide improvement.  

The Chair thanked SMcC for her thorough report and acknowledged the Board’s appreciation of these updates. There were no further comments or questions, and the CEO’s update was received and duly noted. 

	6. 
	Business Plan and budget 2025-7 update

	
i.








ii.





	
The Board received an update on the draft Business Plan and Budget for 2025–2027. SMcC explained that the plan, which aligns with the current five-year strategy (2022–2027), had been revised following feedback from the March Board meeting and recent developments. The updated draft had been shared with the Welsh Government sponsor team, who provided initial feedback focused mainly on presentation and alignment with broader policy priorities. While confirmation of some funding streams is still pending, no major changes to the plan are anticipated. 

The Board noted the collaborative development process and the importance of maintaining flexibility to respond to emerging needs. Members endorsed the direction of the plan and noted that final sign-off would be delegated to the Chair and Chief Executive, subject to any significant changes being referred back to the Board if necessary. 
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	Quarter 4 progress against Business Plan 2024/25

	
i.





ii.




















































































































































































iii.



iv.




















v.

















































vi.


vii.





viii.


















ix.





















x.


xi.






xii.






















xiii.





	
The Chair introduced the next item which was a discussion on the business plan progress report as at the end of Quarter 4 2024-5. The purpose of this item was to allow Board members to scrutinise performance, challenge the executive as needed, and take assurance from the systems in place to manage delivery and associated risks. 

KS began by systematically reviewing the outcomes. The following issues were raised under outcome one, improved well-being for the social care and early years workforce:  

· EM asked about the linkages between the proposed changes in the immigration white paper and the challenges of recruitment and retention in the social care sector, particularly in light of the sector’s reliance on international worker and the sector and the ability to attract workers in future given this area of the business plan was in red.
· The Chair clarified that it is the risk that is in red as opposed to the delivery of the objective, which was noted as green, he acknowledged that while the organisation is delivering on its objectives, the sustainability of the workforce remains a significant concern.
· SMcC noted that the issue is multifaceted and has been exacerbated by previous events such as Brexit. The current immigration white paper is expected to have an impact; there was over 60% reduction in social care visas that has already happened. These reductions are likely to affect the sector’s ability to attract and retain staff.
· A key challenge is the lack of data on the number of international workers within the registered workforce. Social Care Wales has not historically collected this information, which limits its ability to assess the full impact of immigration policy changes. SMcC also highlighted that the effects of these changes will vary by geography and service type, requiring localised responses.
· In terms of organisational action, she outlined several initiatives:
· Inclusion of international workforce support in the previous year’s business plan.
· Working with Welsh Government to support hosting of roundtable discussions with sector partners.
· Allocating an Assistant Director to lead on international workforce issues.
· Development of an employer resource pack to support recruitment induction and retention of international workers.
· She emphasised the importance of supporting the well-being and inclusion of international workers, drawing parallels to the emotional impact experienced during Brexit. The organisation will continue to reflect on and adapt its approach to this issue in the current year’s business plan, recognising the evolving and complex policy environment.
· KH raised a question about the lack of workforce data and the potential to gather more insight through a survey. Specifically, he asked whether Social Care Wales or another relevant body could conduct a survey to collect information from providers about: current workforce numbers, recruitment expectations over the next few years and anticipated impact from the proposed immigration changes. He suggested that such a survey could provide factual, non-opinion-based data that would help inform the sector and policymakers. 
· SMcC acknowledged the value of the suggestion and confirmed that while some data exists (e.g., from the Home Office, Social Care Wales workforce data collection), it is limited. She explained that Social Care Wales is working with the government to explore how data could be expanded or better utilised. 
· DP noted that Social Care Wales is engaged in discussions with Welsh Government, sector partners, and private providers to address recruitment and, in particular, the retention of international workers already in Wales. He pointed to the organisation’s role as a sector information portal, referencing the employer resource pack available on the website.
· DP also discussed the concept of “levers”—the tools and influence the organisation has to effect change. While acknowledging that Social Care Wales does not control all levers, he stressed the importance of working collaboratively to influence others. He cited the organisation’s workforce survey as a valuable source of data on recruitment pressures at both local authority and private provider levels.
· DP concluded by emphasising that his immediate priority is the well-being and inclusion of international workers in Wales. Given the current political and media climate, he stressed the need to reassure these workers that they are valued and welcome.
· DP also suggested that while current data may not fully capture the long-term impact of immigration policy changes, there is value in gathering collective sector perspectives. He proposed that Social Care Wales could use its register and communication channels to collect and present this data and confirmed that this idea would be raised at the next roundtable discussion.
· KD offered a general reflection on the discussion, endorsing SMcC earlier points about the multifaceted nature of the challenges facing the sector. She emphasised that issues such as workforce well-being, recruitment, retention, and recognition are deeply interconnected and contribute to a range of strategic risks. She noted that while the Board will continue to build out the detail in future discussions, these are not new challenges; similar dynamics have been encountered previously in the health and social care sector. She highlighted the importance of leveraging the organisation’s leadership position, connections, and influence to address these issues effectively. She concluded by suggesting that it would be helpful to provide more detailed information on what has already been done, what is currently in progress, and what further actions are planned, to give a clearer picture of the organisation’s strategic response.
· SMcC acknowledged the importance of consolidating and clearly presenting the various strands of work related to international workforce support. She noted that while the performance paper may not fully integrate all relevant elements in a straightforward way, the organisation has already undertaken significant actions in this area. A future deep-dive session either at Committee or a Strategic Development Session was proposed and could be used to explore this topic in more detail. In particular, she suggested inviting the Assistant Director appointed to lead on international workforce issues to present the work being done and to open up key areas for Board discussion ACTION. 
· TP acknowledged the strength of the paper in illustrating how the organisation influences and communicates with its audiences. He expressed confidence in the organisation’s ability to evolve from communication to more strategic marketing and engagement. However, he posed a reflective question: how can we be assured that we are truly maximising our potential in this area and was there a role for the Committees in looking at this on a strategic level? 
· SMcC noted that through her CEO listening exercise communication and engagement came up as the strongest theme and will therefore be a key priority area to progress. Further information will be shared in the private session later in the agenda as part of the re-organisation considerations. 
· PI raised a point regarding the challenge of demonstrating the impact of workforce well-being initiatives. While acknowledging that some indicators may suggest improvements, he questioned whether these truly reflect the lived experiences of the workforce, many of whom may still feel stressed and unsupported. He asked how the organisation can be confident that its actions are making a meaningful difference and suggested the need for more robust methods of measuring impact. In particular, he proposed exploring the use of stress-level indicators and considering pre- and post-intervention data to assess the effectiveness of specific activities. He also emphasised the importance of broadening data collection and analysis to better understand and evidence the outcomes of well-being initiatives, thereby supporting more informed decision-making.
· SMcC acknowledged the complexity of demonstrating the impact of workforce well-being initiatives and agreed that it remains a challenging area. She explained that the organisation has evolved its approach since the COVID-19 pandemic, shifting from direct support services to a more strategic focus on enabling employers and responsible individuals to embed well-being into their practice. A key development has been the introduction of a well-being framework, which acts as a self-assessment tool for employers to evaluate and strengthen their support for staff.
· While recognising the difficulty in directly measuring outcomes such as reduced stress, she noted that the organisation is using indirect indicators, such as feedback from events on intended changes in practice as a way to gauge behavioural impact. She emphasised that although this does not provide a direct measure of well-being, it offers valuable insight into the influence of their work and confirmed that this area will continue to be developed and refined.
· DP added to the discussion by highlighting the importance of the workforce survey as a foundational tool for understanding and influencing workforce conditions. He noted that the survey, which did not exist two years ago, was the first of its kind in the UK and has since been adopted in similar form by other nations, such as Scotland. He emphasised that the data gathered through the survey is already being used to inform policy, citing a key finding that over 50% of frontline social care workers do not receive sick pay beyond statutory levels, with many reporting that they have worked while unwell. This insight has been presented to the Social Care Fair Work Forum, where it has contributed to discussions and recommendations around improving sick pay.
· PI proposed a more structured approach to collecting data on sickness absence across the sector. He suggested that service providers and local authorities could be asked to report real-time data on how often staff call in sick, potentially through a standardised mechanism. This would allow for more accurate and timely analysis of trends, such as reductions in sickness absence during specific periods, and could help assess the impact of well-being initiatives. He emphasised that such data would not only support internal evaluation but could also be used to inform and influence policy discussions with stakeholders.
· The Chair acknowledged the importance of the discussion around data and impact measurement, noting that it is a particularly challenging area. He emphasised that the organisation has long recognised the difficulty in demonstrating the impact of its activities, particularly given the incremental nature of much of its work. While acknowledging that progress has been made, he noted that the pace of improvement remains a common challenge across organisations. He reaffirmed the organisation’s commitment to addressing this as part of its new strategic plan and ongoing development efforts. 
· The Chair also noted that this challenge is not unique to Social Care Wales, but common across many organisations with strategic functions. He concluded by encouraging the board to hold onto this issue for further exploration in future development sessions, recognising its significance in strengthening the organisation’s ability to connect with and support the sector.
· KD raised a point on the challenge of demonstrating impact, endorsing earlier comments that it is an inherently complex and difficult task. She expressed support for the organisation’s ongoing efforts in this area and emphasised that while it is challenging, it remains essential. She noted that meaningful impact can only be achieved through collaboration with others, which by its nature makes it harder to isolate and evidence the organisation’s individual contribution and concluded by encouraging continued honesty about what can and cannot be measured, while recognising the inherent complexity involved in this work.

Recognising the time and that discussions had already moved onto different outcomes the Chair invited DP to provide the Board with an overview of regulatory performance. 

DP highlighted the significant expansion of the register from approximately 12,000 individuals in 2019 to 64,000 currently. This growth has introduced a broader range of roles, including domiciliary and residential care workers, many of whom are less familiar with regulatory frameworks. In response, the organisation has been working to balance operational demands with strategic improvements aimed at enhancing efficiency and user experience. A major focus has been the registration reform project, which seeks to simplify the registration process and leverage new technologies to make it faster and more supportive for registrants. 
Additionally, he emphasised the importance of improving the fitness to practice (FtP) process, which involves investigating complaints and concerns. While some cases are delayed due to external factors like police investigations, the organisation is committed to reducing the duration of these cases, particularly those exceeding 18 months. Digital hearings and streamlined processes have already contributed to efficiency gains. The Board was encouraged to continue scrutinising these efforts, especially around long-duration cases, to ensure ongoing improvement. He concluded by noting that while progress has been made, further work is needed to meet performance expectations and support the well-being of both the workforce and those undergoing regulatory processes.

The Chair opened up for comments or questions on any other areas of the performance report. The following was raised:

· MR raised a question about the potential impact of increased pay on the quality of the workforce, suggesting that while higher wages may attract more applicants, it is essential to maintain the values and motivations that draw individuals to social care.
· SMcC responded by affirming that while fair pay is critical, especially to address poverty among workers, it must be balanced with recognition of the intrinsic motivations that drive people to work in care. She noted that workforce survey data still shows most people enter the sector to make a positive difference.
· DP added that the Welsh Government’s Fair Work Commission had identified social care as a priority sector and emphasised that fair work encompasses more than just pay, it includes health and safety, having a voice, and job security. He stressed that improving these conditions would help attract and retain a committed workforce.
· SP linked this to the immigration white paper, noting that if the goal is to reduce reliance on international workers, then improving conditions for the domestic workforce is essential. 
· IL raised a question regarding the use of financial benchmarks to support fair pay discussions in the social care sector. She suggested that while financial measures are only one part of the broader “fair work” agenda, it would be valuable to explore whether data from the National Commissioning Framework and other sources on market rates could be used as a benchmark. This would help assess what providers can realistically afford to pay, based on what commissioners are paying them. She proposed this as a potential future measure to support strategic planning and policy influence around workforce pay and sustainability.
· DP and SMcC acknowledged the relevance of this suggestion, noting that while it may not directly reflect Social Care Wales’ performance, it is a valuable area for the Board to consider. They agreed to explore ways to bring this data into future discussions.
· SZ raised a question regarding the potential for improved data sharing between Social Care Wales and Care Inspectorate Wales (CIW). She noted that responsible individuals are required to submit a substantial amount of workforce data to CIW annually, including information on staff skills, qualifications, and vacancies. She asked whether there were plans to make this data accessible to Social Care Wales or to develop a shared portal, as this would provide valuable insights and support more effective workforce planning across the sector.
· In response, SMcC confirmed that there is a long-standing relationship between Social Care Wales and CIW regarding data exchange, particularly in regulatory contexts. CIW has begun publishing more data publicly, and an active project is underway to explore how Social Care Wales’ annual workforce data collection can be integrated with CIW’s data collection. The aim is to streamline the process for providers and enhance the utility of the information collected. This integration is a current priority for both organisations.

There were no further comments or questions on the performance commentary and therefore the discussion then moved onto the finance section. 

GR provided a summary of the financial position at year-end, highlighting a surplus of £471,000, which equates to 1.4% of the overall budget. He confirmed that the organisation remained within the Welsh Government’s requirement of not exceeding a 2% cash balance at year-end, achieved through careful cash management.

Key financial highlights:
· Income was £591,000 below budget, primarily due to not drawing down additional Welsh Government funding as anticipated. This was communicated to the Government in December and reported to the Board in January. However, registration income exceeded expectations by £97,000.
· Grants: Underspend of £464,000, largely due to lower-than-expected bursary uptake. Some of this was reallocated to regional facilitation grants.
· Workforce Regulation: Underspend of £207,000, including £99,000 from streamlined hearings and £50,000 from salary savings.
· Improvement and Development: Underspend of £261,000, mainly in research and development.
· Other Regulatory Activities: Underspend of £136,000, including £100,000 from unclaimed Welsh language funding.
· Strategy and Business Support: Broadly on budget, with IT overspend offset by savings in other areas, including a service charge credit.

The Chair thanked GR for the overview and asked for any comments or questions the following was noted:
· SP asked for clarification on the 2% surplus limit. GR confirmed this is a Welsh Government requirement and is not based on operational reserves but on total budget.
· The Chair queried whether unspent funds represented missed opportunities. GR explained that in some cases, such as bursaries and research, underspends were due to external factors. Efforts were made to reallocate funds where possible.
· KD asked whether consistent underspending could impact future funding or activity sustainability. SMcC responded that many funds are tied to specific, time-limited projects. She noted ongoing discussions with Welsh Government about incorporating more flexibility into core budgets to better respond to sector needs.
· DP added that while annual budgets can be confirmed late in the year, the organisation now operates on a three-year budgeting model, allowing for better continuity and planning. Some activities are sustained through careful cash management across financial years.
· SMcC emphasised the importance of working within funding parameters while also advocating for more adaptable funding models to meet emerging demands.

There were no further question or comments and members attention was therefore draw to the HR report. 

RJ provided an overview of the HR performance for the year, highlighting key achievements and metrics as outlined in the dashboard on page 58 of the report. She noted that both turnover and sickness absence rates remained within the range of the organisation’s key performance indicators. Additional detail was available in the private paper shared with Board members on the portal.

The Chair asked for any comments or question the following was noted:

· AQA asked whether the reported ethnicity figures, which were above the national average, were being compared to the general population or the social care workforce specifically. RJ clarified that the current comparison is with the general population but agreed it would be useful to also compare against the social care sector average in future reports. ACTION
· AQA also asked about the higher rate of grievances in the regulation team. RJ explained that while there were no specific patterns of concern, the regulation area has seen higher turnover and includes more fixed-term roles, which can lead to more performance-related issues. 
· DP added that regulation roles often involve high-pressure environments and emotionally challenging work, such as fitness to practice investigations, which can contribute to stress and grievances. He also referenced sector-wide learning from the Nursing and Midwifery Council’s (NMC) cultural review, emphasising the importance of staff well-being in regulatory functions.
· SZ expressed reassurance at the improvement in e-learning completion rates, particularly in comparison to previous reports. She appreciated the progress made in this area and acknowledged it as a positive development.

There were no further questions or comments, and the Chair thanked everyone for their contributions. The Board agreed that they had discussed and scrutinised the content of the report and taken assurance that were appropriate systems in place to monitor performance against the 2024/25 Business Plan and respond to relevant issues.  



	8. 
	Revised Codes of Professional Practice

	
i.





ii.











iii.





































































































iv.




	
DP introduced the revised Codes of Professional Practice. He emphasised the importance of the codes in setting standards for social care workers and described the document as enabling rather than prescriptive. He acknowledged the extensive work that had gone into the process and handed over to BC for a detailed presentation.

BC outlined the purpose of the paper, which was to seek Board approval for the revised codes. She provided context, noting that the last update occurred in 2017 and that the register had since grown from 11,000 to over 64,000 individuals. Pre-consultation work involved collaboration with Urban Foresight and sector stakeholders to benchmark against other regulators and gather feedback. The consultation, conducted between October and December 2024, received over 460 responses, with high approval ratings, 91% for the workers’ code and 97% for the employers’ code. Legal advice was sought to ensure the revised wording was enforceable and aligned with fitness to practice processes. Appendices detailed the consultation methodology and specific wording changes and at that point BC welcomed any comments or questions.

The following was raised:

· The Chair commented on a clear and well laid out report.
· TP echoed the Chair’s comments on the paper which has provided assurance around the process and engagement. He questioned how the changes landed and reaction to those working in the sector and how does this provide us with confidence on the rollout. 
· EC noted that 91% of the workforce were happy with the current code and 96% satisfaction with employers, it was a positive response to see in term of standards.
· EH commented positively regarding the consultation process, highlighting the inclusion of children, young people and adults with learning difficulties. She praised the wording of the revised codes, saying it “aligns so perfectly” with the messaging shared the previous day. This suggests that the language used in the codes resonated well with current practice and communication strategies. 
· She also reflected on how the codes are used in practice within local authorities. She noted that in her experience, the codes are often embedded into supervision and reflective practice, which she identified as “key” to addressing staff issues. This underscores her view that the codes should not just be policy documents but active tools in day-to-day professional development and support. 
· DP mentioned the six-month implementation period for the revised Codes of Professional Practice. He emphasised that this period was intentionally built in to allow time for the codes to be shared with:
· Education institutions, including colleges that use the codes in training.
· Providers and stakeholders who already embed the codes in their work.
· He explained that this time would be used to update references and materials and ensure the codes are properly integrated into practice. He also mentioned that this aspect of the work would be discussed further at the upcoming Regulation Standards Committee meeting.
· DP concluded by expressing his satisfaction with the feedback on the language used in the codes, noting that improving clarity and accessibility was a key ambition of the review.
· SP asked a question about the low level of response from unpaid carers during the consultation process. She asked whether there had been any exploration into why this group had not engaged as much as others.
· BC acknowledged the limited response from unpaid carers during the consultation and provided context for the engagement efforts. She explained that while the consultation was publicly available and did receive some input, including a formal response from one carers’ organisation, not all suggestions were suitable for inclusion in the codes themselves. However, relevant points will be incorporated into the accompanying practice guidance to enhance understanding of carers' roles and perspectives. To broaden engagement, stakeholder networks were asked to share the consultation, and engagement packs were distributed to relevant organisations. Additionally, targeted efforts were made to involve children, young people, and individuals with learning disabilities. 
· SZ asked about how the revised Code of Professional Practice would be implemented. She noted that many individuals read the code when they first register with a regulatory body but often do not revisit it. She saw this as an opportunity to encourage registered people to refresh their understanding of the code. She asked how the organisation planned to ensure that both individuals on the register and social care employers, particularly those not formally registered would receive and engage with the revised code.
· DP responded by explaining that while there is no formal register of employers in Social Care Wales, there is a register of managers, all of whom are subject to the code. Communications would be sent to these managers, and efforts would be made to reach responsible individuals who are registered with the Care Inspectorate Wales (CIW). The organisation would work with CIW to distribute the code through their networks.
· BC added that discussions with CIW were ongoing to strengthen the connection between the employer code and service regulations. The aim was to ensure the code is not only distributed but also seen as relevant and embedded in practice. This would help avoid the code becoming a document that is read once and forgotten and instead support its use as a practical tool in everyday service delivery.
· AQA drawing on his background in education and social work, noted that codes of practice and national occupational standards are central to professional identity and training. He asked for clarification on whether there had been consideration of a separate or amended code for social workers.
· EC explained that the consultation received limited support for a separate code; only two responses explicitly requested it, and nine others raised concerns about the terminology used to describe social workers alongside social care workers. Given the low level of demand, a separate code was not pursued. However, the feedback was passed on to the team developing the practice guidance, which will include more tailored content for social workers.
· DP added that the practice guidance, as a non-regulatory document, is intended to provide contextual examples and further explanation of the code. It will be the appropriate place to reflect the distinct nature of social work while maintaining shared values and principles across the workforce.
· KD acknowledged that the work on the revised Codes of Professional Practice predated her involvement with the organisation but expressed strong support for the report, describing it as comprehensive and well-executed. She commended the team for their efforts and noted an interest in how the implementation would be carried forward.
· DP referenced the upcoming June meeting of the Regulation Standards Committee, where a 20-minute session titled "Updated Codes" would focus on the implementation timetable. He emphasised that implementation would not be a one-off task but an ongoing priority over the coming year. 
· MR also reflected positively on the revised wording.

There were no further comments or questions and therefore the Board Approved the revised Codes of Professional Practice for workers and the Code of Practice for employers and endorsed the implementation plan as outlined in the supporting documentation.



	9. 
	Social Care Wales’s Committees structure and terms of reference

	
i.




ii.









iii.

	
The Chair introduced the item, noting that the committee structure and terms of reference are reviewed annually to ensure they remain reflective of how the organisation operates. The current review proposed only minor changes as highlighted within the paper.

The Chair opened for any comments or questions the following was noted:

· TS suggested including a reference to the Social Partnership Duty in the remuneration Committee Terms of reference which would reflect the organisation’s commitment to the principles within the duty. 
· LlB welcomed the suggestion and confirmed that the committee already operates in line with social partnership values. She agreed to include a reference to this in the terms of reference to make the alignment explicit. ACTION

There were no further comments or questions, and the Board reviewed and approved the updated terms of reference for the committees and endorsed the current committee membership.



	10.
	Annual Review of Board and Committee Effectiveness for 2024-25

	
i.














ii.



iii.



















iv.


	
The Chair introduced the item, explaining that the annual review of Board and Committee effectiveness is based on structured questionnaire completed by members, followed by a group discussion. The review provides a long-term view of the Board’s performance and development.

Key themes emerging from the review for 2024-5 included:
· The need to improve how disagreement is managed and how consensus is reached.
· A suggestion to explore the use of consent agendas, particularly for non-contentious items.
· A desire for clearer attribution of Board member contributions in strategic documents.
· A request for improved understanding of financial information, including how to interpret financial reports.

The Chair noted that five priority areas had been identified and would be taken forward by the Chairs Action Group if agreed by the Board and bought back to Board to progress and keep Board updated as necessary.

The Chair opened for comments or questions form members, the following was noted:

· TP welcomed the suggested areas for improvement, having discussed at the March strategic development session.
· SP indicated that the document made sense as someone who hasn’t been part of the discussions to date and asked about the training programme that’s being developed. The Chair confirmed that the training would be delivered over three days, integrated into scheduled sessions. While exact dates were not confirmed, he indicated that the sessions would be arranged and likely take place towards the summer early autumn time.
· KD expressed appreciation for the honest and reflective nature of the annual review process, noting that such transparency is uncommon across boards. She welcomed the approach taken and highlighted that three of the five identified improvement areas relate directly to how the Board works with the executive team. Given the recent changes in team composition, they supported the proposed work to collectively address these areas and looked forward to progressing together. 

There were no further comments or questions, and the Board agreed that it has discussed the outcome of the annual review of Board and Committee Effectiveness for 2024-25. It also decided to that all five of the improvement opportunities which emerged from the effectiveness review would be added to the Strengthening Corporate Governance Action Plan. The Board also noted the current position in terms of progress against the Strengthening Corporate Governance Action Plan and in particular, the recommendation to close actions as completed where indicated. 
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	Board Listening Exercise feedback
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The Chair provided an overview of the recent Board Listening Exercise, highlighting its dual purpose: to recognise staff contributions and to understand how staff are feeling. The exercise included nine focus groups and received over 350 individual contributions; it involved approximately two-thirds of the organisation.

Key findings included:

· Strong endorsement of the organisation’s leadership style and culture.
· Appreciation for the opportunity to engage with Board members.
· Identification of areas for improvement, particularly in internal and cross-departmental communication, hybrid working, and feelings of isolation, increasing workloads and Welsh language.

SMcC thanked those who had participated in the sessions and noted that she was keen to move away from separate action plans and integrate the feedback into a single live organisational development plan. This will allow the organisation to consolidate various strands of evidence, prioritise issues as needed and clearly track and communicate action being taken and was happy to keep the Board updated at future meetings. 

TS shared that staff feedback was overwhelmingly positive, particularly regarding the opportunity to interact with Board members. He noted that the feedback aligned with previous staff surveys and internal feedback, reinforcing its validity and value.

The Chair asked for any comments or questions, the following was noted:

· KH shared reflections from participating in two focus groups, noting that overall feedback was very positive. However, he suggested that future sessions could benefit from being extended by approximately 30 minutes, as the current format felt slightly too short.
· A specific issue raised in one group related to inconsistencies in line management, particularly in the context of developing new projects or services. It was observed that in some teams, all members are involved from the outset, while in others, individuals are brought in later, sometimes too late to influence key decisions or flag potential delivery issues. The suggestion was made to consider developing guidelines for involving teams in new service development, ensuring clarity and consistency across the organisation.
· SMcC responded by acknowledging the complexity of roles within the organisation, noting that not all project leads are line managers. Some are directing cross-functional work, which can lead to varied experiences. She highlighted the organisation’s efforts to support people managers through dedicated forums, which provide space to set expectations and share challenges. 
· SMcC confirmed that this feedback would be addressed through the re-organisation development, although it may not be fully resolved within the current year. She emphasised the importance of involving relevant team members early in project development, not just for inclusion, but to improve outcomes and avoid foreseeable issues.
· EH reflected on the overwhelmingly positive feedback from staff regarding the organisation’s transition and the freedom given to teams to develop and deliver services. Staff expressed appreciation for the supportive environment and the opportunity to take initiative. A key point raised was the desire among staff to further develop their own skills. It was suggested that when new pieces of work arise, the organisation should consider whether these could be delivered internally before commissioning externally. This would provide development opportunities for staff and make better use of internal capabilities.
· SMcC acknowledged this feedback and noted that while the organisation continues to commission some work, the commissioning budget has been significantly reduced over the past two years. Many recent projects have focused on scalability and supporting building skills for internal delivery. She emphasised the need to balance staff enthusiasm and capability with the importance of maintaining manageable workloads. She committed to taking this feedback forward as an internal challenge, exploring whether future commissioned work could instead be delivered in-house, where appropriate, before seeking external support.
· AQA also reflected on the privilege of engaging with staff during visits to the organisation’s buildings, noting the positive atmosphere and staff enthusiasm. However, they highlighted a recurring tension expressed by staff: while many feel overworked, they are also eager to contribute more and develop new skills.
· SMcC acknowledged this balance and confirmed that the organisation is already taking steps to address workload pressures. A recent manager’s session on workload coincided with the release of the listening exercise findings, providing a timely opportunity to discuss how staff are managing demands. To build on this, the organisation will conduct a survey to identify where workload pressures are most acute, particularly among managers. The aim is to determine whether systemic changes are needed to better support staff and ensure sustainable workloads.
· MR commended the organisation for maintaining a seamless workforce experience, noting that staff appreciated the availability of vacancies and internal promotion opportunities. He highlighted that this contributed positively to the continuity of service across the organisation. He also suggested that future listening sessions could benefit from being less rushed and slightly longer, allowing more time for staff to provide detailed feedback and for richer discussions to take place.
· SP asked a clarification question about whether the term “organisational development” mentioned in the report referred to the same process as “reorganisation.” SMcC confirmed that the re-organisation is part of the organisational development plan. 

The Chair thanked all members who participated in the listening exercise and reiterated that such openness and transparency are what make this kind of engagement possible.

The Board reviewed the outcomes of the listening exercise and agreed the following:
· Members discussed the contents of the report in detail, reflecting on staff feedback and the themes that emerged from the engagement sessions.
· The Board took assurance that the culture of the organisation remains healthy and aligned with its strategic aims.
· Members noted the potential opportunities for further development identified through the exercise.
· The Board noted that these opportunities will now be considered and, where appropriate, incorporated into the organisational development plan. This plan is being commissioned by the CEO, drawing on insights from her own post-appointment listening exercise.
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	Board development sessions synopsis
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The Chair introduced this paper, which provided a synopsis of the Board Development sessions which had taken place since the previous meeting and was designed to provide transparency to a public audience about the efforts that occur behind the scenes. 
 
The Chair asked if there were any issues or questions related to this item. There were none and the content was duly noted.  
 


	13.
	Meeting Effectiveness

	
i.


	
All Board members were asked to retrospectively and anonymously complete a Microsoft Forms evaluation of the effectiveness of the meeting. In the meantime, the Chair asked if there were any immediate reflections. However, none were offered at that stage.  
  
The outcomes of the retrospective evaluation exercise which was subsequently undertaken by members were as follows (based on a rating scale of 1 to 5, 1 being poor and 5 being excellent):    
  
	Issue  
	Average Rating  

	Quality of papers?  
	   4.13

	Level of discussion and debate around key issues?  
	   4.0

	EMT response to challenges and suggestions raised?  
	   4.5

	Effectiveness of meeting overall  
	   4.13


 

In response to the question "What went well at today’s meeting?" the responses can be summarised as follows: 

Engagement and Participation
· Strong engagement from all members, including new ones.
· New members felt comfortable and contributed meaningfully.
· Open and constructive discussions with collaborative input.

Meeting Structure and Content
· Succinct and clear opening presentations.
· Well-organised agenda with excellent timekeeping.
· Helpful walkthroughs of the Business Plan, financial accounts, and HR report.

Communication and Transparency
· Officers and EMT responded openly and transparently.
· Participants felt encouraged to ask questions before, during, and after the meeting.

Quality of Papers and Presentations
· High-quality papers and clear background information.
· Reports were well-prepared, making it easy for new members to follow.
· Sarah’s presentation on the organisational restructure was particularly well-received and informative.

Overall Experience
· The meeting fostered a sense of privilege and value among members.
· The session was seen as collaborative, inclusive, and productive.


In response to the question "How could today's meeting be improved?" the responses can be summarised as follows: 

Time Management
· Insufficient time was allocated for the Business Plan update, especially for new members.
· The sequential review of outcomes was ineffective and needs rethinking.
· Time could have been better balanced across agenda items.

Presentation and Content
· Finance presentation had too much detail; could be streamlined.
· While the information was comprehensive, it may have been too dense, leading to extended discussions.

Technical and Accessibility Issues
· Acoustics were problematic; reliance on a microphone helped but was disruptive.

 General Observations
· Some members had no suggestions for improvement.
· Acknowledgement that the pace was generally well managed, with a 
    commitment to refining content for better engagement.

In response to the question "What opportunities were missed today?" the responses can be summarised as follows: 

· more scrutiny on funds returned to the Welsh Government, as this could impact future funding opportunities.
· the opportunity to thoroughly discuss the 8 strategic outcomes.

The feedback will be discussed at the next meeting of the Chair’s Co-ordinating Group to identify any areas for improvement which are actionable. 
 


	14. 
	A.O.B
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There were no additional items raised under Any Other Business.
The Chair thanked all members for their contributions and participation throughout the meeting. Appreciation was expressed for the openness and transparency that enabled meaningful dialogue and engagement.
The substantive agenda was formally closed at 12:22.

	
Date of Next Meeting:

Thursday 17 July 2025


Actions



	Number 
	Item 
	Action 
	Who 

	08/25/SCW
	Item 7 - Quarter 4 progress against Business Plan 2024/25

	Schedule a session on the international workforce at an upcoming Strategic Development Session 
	Llinos Bradbury

	09/25/SCW
	Item 7 - Quarter 4 progress against Business Plan 2024/25

	Add comparison to sector ethnicity figures in the HR report
	Rhianon Jones

	10/25/SCW
	Item 9 
Social Care Wales’s Committees structure and terms of reference

	Add reference to the Social Partnership Duty in the Remuneration Committee terms of reference 
	Llinos Bradbury 
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