
1	/	102

Application:	Wales	Audit	Office	2020
@audit.wales

Workplace	Equality	Index

Section	1:	Employee	Policy
Completed	 	16	Mar	2020

Workplace	Equality	Index	submission

Policies	and	Benefits:	Part	1

Section	1:	Policies	and	Benefits
This	section	comprises	of	7	questions	and	examines	the	policies	and	benefits	the	organisation	has	in	place
to	support	LGBT	staff.	The	questions	scrutinise	policy	audit	process,	policy	content	and	communication.
This	section	is	worth	7.5%	of	your	total	score.	

Below	each	question	you	can	see	guidance	on	content	and	evidence.	At	any	point,	you	may

save	and	exit	the	form	using	the	buttons	at	the	bottom	of	the	page.

1.1	Does	the	organisation	have	an	audit	process	to	ensure
relevant	policies	(for	example,	HR	policies)	are	explicitly
inclusive	of	same-sex	couples	and	use	gender	neutral
language?

GUIDANCE:	The	audit	process	should	be	systematic	in	its	implementation	across
all	relevant	policies.	Relevant	policies	include	HR	policies,	for	example	leave
policies.

Yes

Please	describe	the	audit	process:

State	when	the	process	last	happened: All	policies	and	procedures	developed	within	the
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Wales	Audit	Office	are	subject	to	an	Equality
Impact	Assessment	Process.	The	most	recent
policy	reviewed	was	Gender	Identity	and
Transitioning	June	2018.

Describe	the	audit	process: All	corporate	policies	must	have	an	Equality	Impact
Assessment	(EqIA)	completed	on	them,	when	they
are	draft.	The	policy	author	engages	with	our
independent	Law	and	Ethics	Team	to	undertake	the
EqIA.	A	member	of	that	team	is	responsible	for
assessing	the	regulatory	requirements	and
commenting	on	the	policy's	fitness	for	purpose	in
equality	impact	terms.	A	standard	part	of	an	EqIA,
is	ensuring	inclusion	of	gender	neutral	language.
The	EqIA	process	consults	with	the	WAO's	Equality
Interest	Group,	which	represents	staff	interests	in
terms	of	the	protected	characteristics.	The	WAO
ensures	that	all	policies	are	written	in	a	gender
neutral	format.	A	review	of	our	employee
handbook	will	take	place	within	the	next	year	and
this	will	support	the	principles	that	the	WAO
applies	to	create	a	gender	neutral	working
environment	where	the	emphasis	is	on	the
performance	of	competencies	to	deliver	within
roles.	Wales	Audit	Office	will	seek	advice	from
Stonewall	in	the	re-development	of	the	handbook.
The	WAO	updated	the	People	Strategy	during
2018/19	which	has	helped	to	focus	upon	creating
an	inclusive	culture.	Events	such	as	Caffi	Culture
have	embedded	the	culture	and	values	which	have
been	developed	as	a	result	of	the	Culture
development	workshops.	As	part	of	this	process
staff	were	asked	to	help	create	the	values	and
behaviours	of	the	organisation	through	discussion
and	interactive	events.	This	had	an	implicit
outcome	of	engaging	staff	and	allowing	staff	to
share	thoughts	in	a	safe	environment.

WAO	engaged	Stonewall	to	deliver	gender	neutral
language	training	on	20	November	2018;	this	was
for	a	key	group	of	stakeholders	involved	in	policy
development	and	EqIA	review	to	ensure
consistency	in	approach	to	policy	and
implementation	of	processes.
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Describe	any	previous	outcomes	of	the	audit
process:

The	extensive	consultation	process	along	with	the
Equality	Impact	Assessment	takes	into
consideration	a	range	of	views,	as	well	as	expert
guidance	to	ensure	the	policy	is	relevant	to	the
particular	subject	matter	whilst	being	considerate
of	its	impact	upon	all	people.	The	Gender	Identity
and	Transitioning	Policy	which	has	been	developed
in	2018	has	been	reviewed	by	the	Wales	Audit
Office	Equality	Steering	Group	and	changes	that
have	been	made	are	outlined	below:	distinguishing
between	what	is	policy	and	guidance	to	help
improve	accessibility	for	staff.	a	review	of	language
to	ensure	the	policy	has	similar	terms	in	regard	to
leave	as	other	protected	characteristics,	whilst
recognising	the	need	for	flexibility	as	individual
circumstances	will	differ.	We	have	not	had	any
issues	in	recent	years	where	an	Equality	Impact
Assessment	identified	that	a	policy	was	not
explicitly	inclusive	of	same	sex	couples	or	did	not
use	gender	neutral	language.	We	ensure	that	these
factors	are	taken	into	full	regard	during	policy
development,	prior	to	Equality	Impact	Assessment.
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1.2	Does	the	organisation	have	a	policy	(or	policies)	which
includes	the	following?

Tick	all	that	apply

GUIDANCE:	The	policy/policies	should	clearly	state	that	the	organisation	will	not
tolerate	discrimination	against	employees	on	the	grounds	of	sexual	orientation,
gender	identity	and/or	trans	identity.	These	may	be	listed	along	with	other
protected	characteristics.	The	policy/policies	should	also	demonstrate,	through
careful	wording,	a	zero-tolerance	approach	to	homophobic,	biphobic	and
transphobic	bullying	and	harassment.	They	should	explicitly	include	examples	of
what	homophobia,	biphobia	and	transphobia	in	the	workplace	may	look	like.

Responses	Selected:

A.	Explicit	ban	on	discrimination	based	on	sexual	orientation

B.	Explicit	ban	on	discrimination	based	on	gender	identity	and	gender	expression

C.	Explicit	ban	on	bullying	&	harassment	based	on	sexual	orientation

D.	Explicit	ban	on	bullying	&	harassment	based	gender	identity	and	gender	expression

Name	the	policy	and	paste	the	relevant	policy	excerpt:

Policy Excerpt

A.	Explicit	ban	on	discrimination
based	on	sexual	orientation Dignity	at	work	policy

The	Wales	Audit	Office	is
responsible	for	ensuring	that	its
employees	are	protected	from
unlawful	harassment	or	bullying
or	discrimination	in	the	course	of
their	work	on	grounds	of	sex
(gender),	sexual	orientation,
marital	or	civil	partnership
status,	gender	reassignment,
race	(which	includes	ethnic	or
national	origin,	colour	and
nationality),	religion	or	belief,
disability,	age	or	pregnancy	or
maternity	status	or	any	other
personal	characteristic	of	the
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individual.

B.	Explicit	ban	on	discrimination
based	on	gender	identity	and
gender	expression

Dignity	at	work	policy

The	Wales	Audit	Office	is
responsible	for	ensuring	that	its
employees	are	protected	from
unlawful	harassment	or	bullying
or	discrimination	in	the	course	of
their	work	on	grounds	of	sex
(gender),	sexual	orientation,
marital	or	civil	partnership
status,	gender	reassignment,
race	(which	includes	ethnic	or
national	origin,	colour	and
nationality),	religion	or	belief,
disability,	age	or	pregnancy	or
maternity	status	or	any	other
personal	characteristic	of	the
individual.

The	Wales	Audit	Office	is
responsible	for	ensuring	that	its
employees	are	protected	from
unlawful	harassment	or	bullying
or	discrimination	in	the	course	of
their	work	on	grounds	of	sex
(gender),	sexual	orientation,
marital	or	civil	partnership
status,	gender	reassignment,
race	(which	includes	ethnic	or
national	origin,	colour	and
nationality),	religion	or	belief,
disability,	age	or	pregnancy	or
maternity	status	or	any	other
personal	characteristic	of	the
individual.
Definitions	
Harassment	and	bullying	may	be
occurring	in	circumstances	that
are	not	readily	visible	to
managers.	The	symptoms	of
bullying	and	harassment	for	an
organisation	include:
absenteeism,	underperformance
and	high	staff	turnover.	
It	is	often	difficult	to	distinguish
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C.	Explicit	ban	on	bullying	&
harassment	based	on	sexual
orientation

Dignity	at	work	policy

between	bullying	and
harassment,	and	therefore
employees	who	wish	to	submit	a
complaint	need	not	attempt	to
distinguish	between	the	two.
Nevertheless,	the	definitions
given	below	may	help	employees
understand	what	kinds	of
behaviour	might	justifiably	lead
to	a	complaint.	
Harassment	is	any	unwanted
physical,	verbal	or	non-verbal
conduct	which	has	the	purpose
or	effect	of	violating	a	person’s
dignity,	or	creating	an
intimidating,	hostile,	degrading,
humiliating	or	offensive
environment	for	them.
Harassment	may	be	persistent	or
an	isolated	incident.	
Harassment	is	determined	by	the
impact	on	the	recipient	and	not
the	intention	of	the	harasser.
What	is	acceptable	to	one
individual	may	not	be	acceptable
to	another.	A	single	incident	of
unwanted	or	offensive	behaviour
to	one	individual	can	amount	to
harassment.	
Harassment	may	be	perpetrated
by	one	or	more	employees
against	an	individual	or	a	group
of	employees.	
Examples	of	harassment	include:
•	Unwanted	conduct	or	conduct
that	has	the	purpose	or	effect	of
violating	an	individual’s	dignity
or	creating	an	intimidating,
hostile,	degrading,	humiliating	or
offensive	environment	on	the
grounds	of	their	sex,	race,	sexual
orientation,	disability,	religion	or
age	or	any	other	personal
characteristic	of	the	individual.	
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•	Sending	(by	any	means)
written	or	visual	materials	of	a
sexual	nature	which	may	cause
offence	to	an	employee.	The
display	of	pictures,	objects	or
written	materials	that	may	be
considered	pornographic	or
offensive	to	particular	ethnic	or
religious	groups.	
•	Insensitive/inappropriate	jokes
or	pranks.	
•	Lewd	comments	or	offensive
remarks	on	appearance	or	dress.	
•	Speculation	about	another’s
private	life	or	sexuality.	
•	Offensive	or	intimidating
comments.	
•	Shunning	an	employee,	for
example,	by	deliberately
excluding	them	from
conversation.	
•	Unwanted	physical	contact,
ranging	from	touching	or
brushing	against	another
employee’s	body	to	assault,	or
coercing	sexual	relations.	
•	Promises	of	special	treatment
in	return	for,	or	threats	for	the
refusal	of,	sexual	favours.	
•	Requests	for	sexual	favours,
unwelcome	sexual	advances	or
offensive	flirtations.	
•	Continual	pressure	for	social
activity	outside	the	workplace
after	it	has	been	made	clear	that
such	suggestions	are
unwelcome.	

The	Wales	Audit	Office	is
responsible	for	ensuring	that	its
employees	are	protected	from
unlawful	harassment	or	bullying
or	discrimination	in	the	course	of
their	work	on	grounds	of	sex
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(gender),	sexual	orientation,
marital	or	civil	partnership
status,	gender	reassignment,
race	(which	includes	ethnic	or
national	origin,	colour	and
nationality),	religion	or	belief,
disability,	age	or	pregnancy	or
maternity	status	or	any	other
personal	characteristic	of	the
individual.

Bullying	means	offensive,
intimidating,	malicious	or
insulting	behaviour	which,
through	the	abuse	or	misuse	of
power,	makes	the	recipient	feel
vulnerable,	upset,	humiliated	or
threatened.	Power	includes	both
personal	strength	and	the	power
to	coerce	others	through	fear	or
intimidation.	Bullying	is	a	form	of
harassment	and	can	undermine
an	individual’s	self-confidence,
competence	and	self-esteem.	As
with	harassment,	bullying	can
take	the	form	of	physical,	verbal
and	non-verbal	conduct,	and	can
be	intentional	or	unintentional.	
Bullying	does	not	include
legitimate	and	constructive
criticism	of	an	employee’s
performance	or	behaviour,	or
reasonable	requests	made	of
employees	in	the	course	of	their
employment.	
Bullying	may	be	persistent	or	a
serious	isolated	incident	in	some
cases.	Bullying	may	be
perpetrated	by	one	or	more
employees	against	an	individual
or	a	group	of	employees.	

All	employees	should	think	about
whether	their	actions	might	be
considered	to	be	bullying.	
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D.	Explicit	ban	on	bullying	&
harassment	based	gender
identity	and	gender	expression

Dignity	at	work	policy

Examples	of	bullying	can	include:
•	offensive	or	insulting	behaviour
which	makes	an	individual	feel
threatened,	or	taken	advantage
of;	
•	exclusion;	
•	victimisation;	
•	unfair	treatment;	
•	overbearing	supervision
(including	the	excessive	or
unreasonable	use	of	electronic	or
other	media);	
•	physical	or	psychological
threats;	
•	ridiculing,	demeaning,
humiliating	or	unwarranted
criticism	of	an	employee;	
•	deliberately	undermining	an
employee	by	overloading	with
work	and	constant	criticism;	
•	inappropriate	and/or
derogatory	remarks	about	an
employee’s	performance;	
•	making	threats	about	job
security	or	terms	and	conditions
of	employment	without
foundation;	
•	shouting	at	colleagues	in	public
or	private;	
•	unreasonably	withholding
information,	removing	areas	of
responsibility	or	allocating
inappropriate	tasks	which	are
outside	the	scope	of	an
employee’s	job	(for	example,
substituting	responsible	tasks
with	menial	or	trivial	ones);	
•	unreasonably	excluding
colleagues	from	meetings	or
communications;	
•	spreading	malicious	rumours;	
•	unreasonably	blocking	training
or	promotion	opportunities;	
•	setting	impossible	deadlines;	
•	setting	unachievable
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objectives;	and	
•	undermining	an	employee’s
authority	or	dignity.	
This	list	is	not	exhaustive	and
other	behaviour	may	constitute
bullying.	
It	is	unacceptable	to	condone
bullying	behaviour	under	the
guise	of	a	particular
management	style.	Effective
management	obtains	results
whilst	ensuring	that	employees
are	treated	with	dignity	and
respect.	
The	WAO	will	not	tolerate
harassment,	bullying,	or
victimisation	on	the	grounds	of
transitioning	and	will	treat	a
complaint	of	discrimination	on
these	grounds	seriously.	Such
inappropriate	behaviour	will	lead
to	disciplinary	procedures	being
instigated	that	may	result	in
action	up	to	and	including
dismissal.	
Whilst	some	colleagues/clients
may	ask	inappropriate	questions
due	to	a	lack	of	knowledge,	the
WAO	will	not	tolerate
discrimination,	harassment	or
victimisation	on	the	grounds	of
transitioning	and	will	treat
complaints	seriously.)	
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1.3	Where	the	organisation	has	the	following	policies,	do
they	explicitly	state	they	are	applicable	to	same-sex
couples	and	use	gender	neutral	language?	

Tick	all	that	apply

GUIDANCE:	Where	applicable,	the	policies	should	explicitly	state	that	they	apply	to	same-sex
couples	(or	same-gender	or	non-heterosexual	couples).	Alternatively,	they	should	explicitly
state	that	they	apply	regardless	of	the	gender	of	an	employee's	partner.	The	policies	should
avoid	unnecessarily	gendered	language	and	pronouns,	for	example,	by	using	the	term
‘partner’	instead	of	‘husband’	or	‘wife’	(as	long	as	you	have	previously	stated	what	constitutes
a	partner).	It	should	be	clear	that	parental	leave	policies	apply	to	all	employees,	regardless	of
gender.

Responses	Selected:

A.	Adoption	policy

B.	Special	or	Compassionate	Leave	Policy

C.	Maternity	policy

D.	Paternity	policy

E.	Shared	Parental	leave	policy
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Provide	a	brief	description	of	the	policy/policies	you	have
uploaded:

Staff	handbook	undergoing	review,	stating:	88	In	addition	to	the	statutory	maternity,	adoption,	shared
parental	leave	(SPL),	paternity	and	parental	regulations,	no	employee	who	wishes	to	take	maternity,
adoption,	shared	parental,	paternity	and/or	parental	leave	will	be	discriminated	against	(inadvertently	or
otherwise)	in	any	way.	Under	the	Equality	Act	2010	there	are	nine	protected	characteristics,	of	which
gender,	sexual	orientation,	pregnancy	and	maternity	are	included.	The	WAO	must	handle	all	leave
requests	fairly	and	consistently,	and	must	keep	a	record	of	all	requests	received.
Extract	of	shared	parental	leave	policy:	98	Shared	parental	leave	(SPL)	is	available	to	all	non/birth
parents	who	wish	to	share	caring	responsibilities	following	the	birth/placement	of	their	child.	99	SPL	can
only	be	used	by	two	people:
•	The	pregnant	employee/primary	adopter/parental	order	parent;	and
•	their	partner	–	either	the	biological	birth	parent,	husband	or	wife,	joint	adopter,	
civil	partner	or	partner	of	the	child’s	birth	parent/primary	adopter.
Paternity	Leave	policy:	108	Paternity	leave	enables	a	co-parent	to	take	paid	leave	to	assist	at	the	birth	or
after	the	birth	(or	adoption)	of	their	child.	Details	are	provided	in	Appendix	1.	We	avoid	using	avoid
unnecessarily	gendered	language	and	pronouns	in	our	policies.

A.	Upload	the	adoption	policy

please	be	aware	only	one	file	is	allowed	per	answer

Employee Handbook	(updated	Sept	2019)	final

Filename:	Employee Handbook	(updated	Sept	2019)	final	Size:	408.0	kB

B.	Upload	the	special	or	compassionate	leave	policy

please	be	aware	only	one	file	is	allowed	per	answer

Employee Handbook	(updated	Sept	2019)	final

Filename:	Employee Handbook	(updated	Sept	2019)	final	Size:	408.0	kB
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C.	Upload	the	maternity	policy

please	be	aware	only	one	file	is	allowed	per	answer

Employee Handbook	(updated	Sept	2019)	final

Filename:	Employee Handbook	(updated	Sept	2019)	final	Size:	408.0	kB

D.	Upload	the	paternity	policy

please	be	aware	only	one	file	is	allowed	per	answer

Employee Handbook	(updated	Sept	2019)	final

Filename:	Employee Handbook	(updated	Sept	2019)	final	Size:	408.0	kB

E.	Upload	the	shared	parental	leave	policy

please	be	aware	only	one	file	is	allowed	per	answer

Employee Handbook	(updated	Sept	2019)	final

Filename:	Employee Handbook	(updated	Sept	2019)	final	Size:	408.0	kB

Policies	and	Benefits:	Part	2

Next	Steps

1.4	Does	the	organisation	have	a	policy	(or	policies)	which
support	employees	who	are	transitioning?

Yes
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Does	the	policy	(or	policies)	in	place	to	support	employees
who	are	transitioning	cover	the	following?

Tick	all	that	apply

GUIDANCE:	Evidence	submitted	should	demonstrate	how	information	around
organisational	support	for	people	transitioning	is	tailored	to	different	employee
groups.	For	guidance	on	creating	a	transitioning	at	work	policy,	see	Stonewall’s
resource	here.

Responses	Selected:

A.	Work	related	guidance	for	an	employee	who	is	transitioning

B.	Work	related	guidance	on	the	process	for	an	employee	to	change	their	name	and	gender	marker	on
workplace	systems

C.	Work	related	guidance	for	HR	staff	on	how	to	support	an	employee	who	is	transitioning

D.	Work	related	guidance	for	managers	on	how	to	support	an	employee	who	is	transitioning

E.	Work	related	guidance	for	employees	on	how	to	support	a	colleague	who	is	transitioning

Provide	a	brief	description	of	the	policy/policies	you	have
uploaded:

As	part	of	our	commitment	to	embrace	diversity	we	support	employees	whose	gender	identity	is	other
than	that	assigned	at	birth.	This	includes	those	who	have	undergone,	are	undergoing,	or	are	proposing	to
undergo	gender	reassignment/	transitioning	(or	part	of	that	process),	those	intending	to	or	already	living
in	a	new	gender	role,	those	whose	gender	is	non-binary	and	those	who	are	intersex.	The	policy	attached
was	developed	in	consultation	with	Stonewall,	WAO	Equality	Steering	and	Interest	Groups,	Trade	Union
Partners	and	WAO	staff	network	groups.
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A.	Upload	guidance	for	members	of	staff

please	be	aware	only	one	file	is	allowed	per	answer

gender identity and transitioning policy final

Filename:	gender identity and transitioning policy final	Size:	571.5	kB

B.	Upload	guidance	for	making	changes	on	systems

please	be	aware	only	one	file	is	allowed	per	answer

gender identity and transitioning policy final

Filename:	gender identity and transitioning policy final	Size:	571.5	kB

C.	Upload	guidance	for	HR	staff

please	be	aware	only	one	file	is	allowed	per	answer

gender identity and transitioning policy final

Filename:	gender identity and transitioning policy final	Size:	571.5	kB

D.	Upload	guidance	for	managers

please	be	aware	only	one	file	is	allowed	per	answer

gender identity and transitioning policy final

Filename:	gender identity and transitioning policy final	Size:	571.5	kB

E.	Upload	guidance	for	colleagues

please	be	aware	only	one	file	is	allowed	per	answer

gender identity and transitioning policy final

Filename:	gender identity and transitioning policy final	Size:	571.5	kB
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1.5	Does	the	organisation	have	a	policy	(or	policies)	in
place	to	support	all	trans	employees,	including	people	with
non-binary	identities?

Yes

Does	the	policy	(or	policies)	in	place	to	support	all	trans
employees,	including	people	with	non-binary	identities
cover	the	following?

Tick	all	that	apply

GUIDANCE:	Policies	submitted	should	include	clear	information	around	how	the
organisation	supports	all	trans	employees,	including	non-binary	people.	Guidance
on	dress	code	should	be	offered	regardless	of	whether	an	organisation	has	a
uniform	or	dress	code	policy.

Responses	Selected:

A.	A	clear	commitment	to	supporting	all	trans	people,	including	those	with	non-binary	identities

B.	Information	on	language,	terminology	and	different	trans	identities

C.	Guidance	on	facilities	and	dress	code	for	non-binary	people
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Provide	a	brief	description	of	the	policy/policies	you	have
uploaded:

WAO	hosted	a	Stonewall	Trans	Resource	Seminar	which	demonstrates	the	organisations	commitment	and
inclusive	working	environment.
As	part	of	our	commitment	to	embrace	diversity	we	support	employees	whose	gender	identity	is	other
than	that	assigned	at	birth.	This	includes	those	who	have	undergone,	are	undergoing,	or	are	proposing	to
undergo	gender	reassignment/	transitioning	(or	part	of	that	process),	those	intending	to	or	already	living
in	a	new	gender	role,	those	whose	gender	is	non-binary	and	those	who	are	intersex.	The	policy	attached
was	developed	and	consulted	in	conjunction	with	Stonewall,	WAO	Equality	Steering	and	Interest	Groups,
Trade	Union	Partners	and	WAO	staff	network	groups.

Upload	the	policy	and	highlight	content	relevant	to	option
A

please	be	aware	only	one	file	is	allowed	per	answer

gender identity and transitioning policy final

Filename:	gender identity and transitioning policy final	Size:	571.5	kB

Upload	the	policy	and	highlight	content	relevant	to	option
B

please	be	aware	only	one	file	is	allowed	per	answer

gender identity and transitioning policy final

Filename:	gender identity and transitioning policy final	Size:	571.5	kB

Upload	the	policy	and	highlight	content	relevant	to	option
C

please	be	aware	only	one	file	is	allowed	per	answer

gender identity and transitioning policy final

Filename:	gender identity and transitioning policy final	Size:	571.5	kB
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Provide	the	date	that	the	communication	was	shared.

19	Aug	2019

The	following	question	is	for	information	gathering
purposes	only	and	is	not	scored.

1.7	Does	the	organisation	provide	its	employees	with
private	healthcare	insurance	which	is	explicitly	inclusive	of
LGBT-specific	health	needs?

No

Section	2:	The	Employee	Lifecycle
Completed	 	16	Mar	2020

Workplace	Equality	Index	Application

The	Employee	Lifecycle:	Part	1

Section	2:	The	Employee	Lifecycle
This	section	comprises	of	9	questions	and	examines	the	employee	lifecycle	within	the	organisation;	from
attraction	and	recruitment	through	to	development.	The	questions	scrutinise	how	you	engage	and	support
employees	throughout	their	journey	in	your	workplace.	This	section	is	worth	13.5%	of	your	total	score.	

Below	each	question	you	can	see	guidance	on	content	and	evidence.	At	any	point,	you	may

save	and	exit	the	form	using	the	buttons	at	the	bottom	of	the	page.
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Upload	evidence	for	option	B

please	be	aware	only	one	file	is	allowed	per	answer

Section2evidencefile.docx12019.docx	(1)

Filename:	Section2evidencefile.docx12019.docx	(1)	Size:	4.5	MB

Upload	evidence	for	option	C

please	be	aware	only	one	file	is	allowed	per	answer

Section2evidencefile.docx12019.docx	(1)

Filename:	Section2evidencefile.docx12019.docx	(1)	Size:	4.5	MB

2.2	What	percentage	of	employees	with	recruitment
responsibilities	have	been	trained	on	reducing	bias	and
discrimination	towards	LGBT	people	in	the	recruitment
cycle?

Select	the	completion	rate	for	the	training

GUIDANCE:	The	training	should	reach	as	many	employees	who	recruit	as
possible.	Training	content	should	explicitly	mention	examples	of	discrimination
and	bias	towards	LGBT	people.	Content	should	also	include	the	steps	recruiters
can	take	in	eliminating	this	discrimination	and	bias.	Examples	of	content	you
could	upload	are	case	studies,	e-learning	screenshots	or	PowerPoint	presentations.

A.	76	–	100	per	cent

Describe	the	department	or	team	who	deal	with
recruitment	and	how	you	estimate	training
completion	rates:

The	HR	team	deal	with	recruitment	centrally.	They
work	with	directors	and	managers	from	across	the
organisation	to	carry	out	recruitment	processes,
including	sift	processes	and	interviews.	The	HR
team	have	received	specific	training	on	eliminating
discrimination	and	bias	during	recruitment.
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Training	completion	rates	are	monitored	by	the
administration	function	of	the	training	'portal'.
which	allows	HR	to	upload	new	starters	and	review
completion	rates	for	each	part	of	the	organisation
on	a	regular	basis.	This	helps	to	ensure	that	the
training	is	completed	within	the	period	given	for
the	organisational	induction.

Other	staff	involved	in	recruitment	are	able	to
receive	specific	training	and/or	a	refresher	on	the
e-learning	module.	Some	of	these	needs	are
highlighted	through	discussion	with	line	managers
about	the	personal	development	plans	of	members
of	their	staff.	

When	a	specific	training	course	is	provided	on
recruitment	and	equality	issues,	it	is	usually
classroom	based.	It	is	readily	available	as	part	of
our	overall	training	programme	which	any	staff
member	is	entitled	to	access.	Completion	rates	are
monitored	by	HR	through	the	registration	and
subsequent	attendance	process.

Describe	the	format	of	the	training	and	the	content
you	have	uploaded:

The	Equality	and	Diversity	e-learning	package
includes	training	on	a	range	of	protected
characteristics.	It	includes	a	specific	section	on
recruitment,	which	focuses	on	eliminating
discrimination	and	bias	in	the	recruitment	process.

The	training	was	sourced	by	the	HR	team	of	the
WAO.	It	was	tailored,	and	is	delivered,	in
collaboration	with	other	inspectorate	bodies
(Health	Inspectorate	Wales,	Care	and	Social
Standards	Inspectorate	in	Wales	as	well	as	Estyn).
The	training	is	designed	to	fit	an	audit	and
inspection	context.

Completion	of	the	e-learning	package	is	a
mandatory	requirement	for	all	staff.	A	further
programme	of	training	is	being	planned	to	focus
specifically	on	living	our	values	and	behaviours	as
well	as	refreshing	the	Equalities	Inclusion	module
used	at	induction.	All	new	starters	complete	the
training	as	part	of	their	induction.	The	format
allows	staff	across	a	diverse	range	of	locations	and
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in	other	organisations	to	complete	the	training	at	a
convenient	for	them.	They	can	bookmark	their
progress	so	that	they	can	complete	the	module	in
more	than	one	sitting.	Their	knowledge	and
understanding	is	tested	at	the	end	of	each	section.

Work	is	currently	being	undertaken	to	source
unconscious	bias	and	unconscious	gender	bias
training	for	all	staff	before	wider	roll	out	of	the
programme.	A	pilot	has	already	been	conducted
with	a	small	cohort	of	staff.

Upload	training	content

please	be	aware	only	one	file	is	allowed	per	answer

Section2evidencefile.docx12019.docx	(1)

Filename:	Section2evidencefile.docx12019.docx	(1)	Size:	4.5	MB

Upload	training	content

please	be	aware	only	one	file	is	allowed	per	answer

Section2evidencefile.docx12019.docx	(1)

Filename:	Section2evidencefile.docx12019.docx	(1)	Size:	4.5	MB
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2.3	What	information	does	the	organisation	supply	to	all
new	employees	(external	appointments)	when	being
inducted	in	to	the	organisation?

Tick	all	that	apply

GUIDANCE:	The	senior	leader	message	should	explicitly	call	out	LGBT	inclusion.
The	content	of	all	options	given	can	be	either	in	person,	online,	through	a	video	or
post,	or	on	paper.

Responses	Selected:

A.	Explicit	message	from	senior	leader	on	their	commitment	to	LGBT	inclusion

B.	Information	on	the	LGBT	employee	network/allies	programme	or	initiative

C.	Information	on	LGBT	inclusive	policies
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Upload	evidence	for	option	A

please	be	aware	only	one	file	is	allowed	per	answer

Section2evidencefile.docx12019.docx	(1)

Filename:	Section2evidencefile.docx12019.docx	(1)	Size:	4.5	MB

Upload	evidence	for	option	B

please	be	aware	only	one	file	is	allowed	per	answer

Section2evidencefile.docx12019.docx	(1)

Filename:	Section2evidencefile.docx12019.docx	(1)	Size:	4.5	MB

Upload	evidence	for	option	C

please	be	aware	only	one	file	is	allowed	per	answer

Section2evidencefile.docx12019.docx	(1)

Filename:	Section2evidencefile.docx12019.docx	(1)	Size:	4.5	MB

The	Employee	Lifecycle:	Part	2

2.4	Does	the	organisation	enable	non-binary	employees	to
have	their	identities	recognised	on	workplace	systems?

GUIDANCE:	Examples	include	being	able	to	use	the	title	Mx,	the	option	to	choose
a	gender	marker	other	than	male	or	female	and	the	ability	to	have	a	passcard
with	two	forms	of	gender	expression	present.

Yes
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Describe	how	non-binary	identities	are	recognised	on
workplace	systems:

Staff	are	able	to	access	the	Employee	Self	Service	Portal	and	change	their	personal	information	at	any
time.

Screen	prints	are	attached	in	Section	2	evidence	file	-	an	individual	is	asked	to	state	their	identity	at	birth
and	how	they	would	describe	themselves	now.	The	choices	are:	female,	male,	non-binary,	in	another
way,	prefer	not	to	say.

Our	HR	system	allows	staff	and	job	applicants	to	select	their	preferred	prefix	of	Miss,	Mrs,	Ms,	Mr,	Mx,
Canon,	Professor,	and	Dr

2.5	Does	the	organisation	provide	all-employee	equality
and	diversity	training	which	includes	the	following	topics,
explicitly	covering	LGBT	people?
Tick	the	completion	rate	for	the	training

GUIDANCE:	The	training	should	reach	as	many	employees	as	possible	across
your	organisation.	Training	content	should	explicitly	mention	LGBT	people	and
cover	lesbian,	gay,	bi	and	trans	in	the	context	of	each	option	selected.	Examples
of	content	you	could	upload	are	case	studies,	e-learning	screenshots	or
PowerPoint	presentations.

A.	Organisational	policy	and	legislation 76–100%

B.	Language,	stereotypes	and	assumptions 76–100%

C.	Challenging	inappropriate	behaviour 76–100%

D.	Routes	to	reporting	bullying	and	harassment 76–100%
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Describe	how	you	estimate	completion	rates: Completion	rates	are	monitored	by	the
administration	function	of	the	training	portal	which
allows	HR	to	upload	new	starters	and	review
completion	rates	on	a	regular	basis	to	ensure	the
training	is	completed	within	the	period	given	for
the	organisational	induction.

Describe	the	format	of	the	training	and	the	content
you	have	uploaded:

The	Equality	and	Diversity	e-learning	package	has
content	on	a	range	of	protected	characteristics	as
well	as	each	of	the	above	criteria.	It	includes	a
section	for	managers	which	focuses	on	eliminating
discrimination	and	bias	in	our	recruitment
processes.

It	is	a	mandatory	requirement	that	any	person
joining	the	Wales	Audit	Office	must	complete	the	E-
learning	package.	As	such,	all	new	starters	must
complete	the	E-learning	package	as	part	of	their
induction	programme.	

The	online	format	of	the	e-learning	means	that
staff	across	a	diverse	range	of	locations	(as	well	as
in	other	inspectorates)	are	able	to	complete	the
training	at	a	time	that	is	convenient	for	them.	

A	further	programme	of	training	is	being	planned
to	focus	specifically	on	unconscious	bias.

Upload	evidence	for	option	A

please	be	aware	only	one	file	is	allowed	per	answer

Section2evidencefile.docx12019.docx	(1)

Filename:	Section2evidencefile.docx12019.docx	(1)	Size:	4.5	MB

Upload	evidence	for	option	B

please	be	aware	only	one	file	is	allowed	per	answer

Section2evidencefile.docx12019.docx	(1)

Filename:	Section2evidencefile.docx12019.docx	(1)	Size:	4.5	MB
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Upload	evidence	for	option	C

please	be	aware	only	one	file	is	allowed	per	answer

Section2evidencefile.docx12019.docx	(1)

Filename:	Section2evidencefile.docx12019.docx	(1)	Size:	4.5	MB

Upload	evidence	for	option	D

please	be	aware	only	one	file	is	allowed	per	answer

Section2evidencefile.docx12019.docx	(1)

Filename:	Section2evidencefile.docx12019.docx	(1)	Size:	4.5	MB

2.6	In	the	past	year,	which	of	the	following	messages	have
appeared	in	internal	communications	to	all	employees?

Tick	all	that	apply

GUIDANCE:	Communications	uploaded	should	have	been	sent,	or	made	available
to	all	employees	(or	as	many	as	geographically	possible	through	the	specific
communication	method).	Evidence	could	include	emails	and	screenshots	of
intranet	posts.	IDAHoBiT	refers	to	the	International	Day	Against	Homophobia,
Biphobia	and	Transphobia.	In	your	uploaded	evidence,	make	clear	who/how	many
employees	the	communication	reached.	Evidence	provided	for	option	A.	must
clearly	include	all	identities	within	LGBT.

Responses	Selected:

A.	Information	about	LGBT	History	Month,	Pride,	Spirit	Day	and/or	IDAHoBiT

C.	Information	about	Transgender	Day	of	Visibility,	Transgender	Day	of	Remembrance	and/or	Trans	Pride

D.	Information	about	the	LGBT	Employee	Network	Group	and	allies	activity
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Upload	evidence	for	option	A

please	be	aware	only	one	file	is	allowed	per	answer

Section2evidencefile.docx12019.docx	(1)

Filename:	Section2evidencefile.docx12019.docx	(1)	Size:	4.5	MB

Upload	evidence	for	option	C

please	be	aware	only	one	file	is	allowed	per	answer

Section2evidencefile.docx12019.docx	(1)

Filename:	Section2evidencefile.docx12019.docx	(1)	Size:	4.5	MB

Upload	evidence	for	option	D

please	be	aware	only	one	file	is	allowed	per	answer

Section2evidencefile.docx12019.docx	(1)

Filename:	Section2evidencefile.docx12019.docx	(1)	Size:	4.5	MB

Provide	date	for	option	A

23	Aug	2019

Provide	date	for	option	B

(No	response)

Provide	date	for	option	C

17	May	2019
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Provide	date	for	option	D

29	May	2019

The	Employee	Lifecycle:	Part	3

2.7	In	the	past	year,	which	of	the	following	career
development	opportunities	has	the	organisation
specifically	communicated	to	LGBT	employees?

Tick	all	that	apply

GUIDANCE:	Communications	here	can	either	be	specific	communications	to	LGBT
people	through	the	employee	network	group	OR	an	all-employee	communication
making	it	clear	you	welcome	LGBT	employees	on	the	programmes/opportunities.

Responses	Selected:

A.	General	leadership	and	development	programmes

B.	LGBT	specific	leadership/professional	development	programmes

C.	LGBT	specific	seminars	and	conferences
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A.	Describe	the	programmes	and	how	these
programmes	are	promoted	to	LGBT	employees:

A	training	programme	is	available	to	all	staff	for
them	to	book	themselves	onto	courses	via	the	self
service	system.	Spectrum	also	promotes	career
development	opportunities	widely	across	the
organisation	on	a	regular	basis.	Communication	of
Stonewall	training	for	role	models	and	allies	was
via	the	main	news	story	of	the	HUB	(our	staff
intranet).	We	circulate	training	opportunities	and
the	newsletters	from	other	staff	networks	(eg.

	PRISM	LGBT+	network)	to
Spectrum	members.

B.	Describe	the	programmes	and	how	these
programmes	are	promoted	to	LGBT	employees:

The	Stonewall	leadership	programme	was
specifically	offered	to	two	senior	members	of	staff.
The	programmes	aims,	objectives,	and	the
application	process	were	sent	via	a	personalised
email	to	the	staff	members	for	their	private
consideration,	encouraging	them	to	attend	in	order
to	establish	practical	ways	of	bringing	about
cultural	change	within	the	organisation	and	to	take
practical	steps	towards	a	more	inclusive	workplace.
The	attendees	during	2018	have	disseminated
their	learning	at	internal	events	throughout	the
year,	to	encourage	staff	to	attend	in	future	years.	A
standard	item	on	the	Spectrum	Group	agenda	is
sharing	learning	and	outcomes.

C.	Describe	the	programmes	and	how	these
programmes	are	promoted	to	LGBT	employees:

Five	staff	attended	the	annual	Stonewall	Workplace
Conference	in	Cardiff.	Four	colleagues	wrote	a	blog
about	their	experience	and	learning	from	the
conference	and	this	was	shared	on	the	intranet.	In
addition,	another	colleague	attended	the	Stonewall
Workplace	Conference	in	London	in	April	and	as
part	of	this	took	part	in	the	Leadership	modules,
again	sharing	his	experience	on	the	Spectrum
Yammer	group	that	is	open	to	all	members	of	staff.	

Five	members	of	staff	have	also	attended	the
Stonewall	role	module	course,	have	shared	their
experiences,	and	act	as	role	modules	promoting
LGBT+	issues	throughout	the	organisation.
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A.	Provide	a	date	on	which	these	opportunities	were	communicated

21	May	2019

B.	Provide	a	date	on	which	these	opportunities	were	communicated

24	Sep	2018

C.	Provide	a	date	on	which	these	opportunities	were	communicated

24	Sep	2018

2.8	Does	the	organisation	proactively	recognise
contributions	to	the	LGBT	employee	network	group	during
employee	performance	appraisals?

GUIDANCE:	The	onus	should	be	on	the	employer/manager	to	make	explicit	that
network	group	activity	links	in	with	organisational	values	and	count	towards
diversity	goals.	Please	note,	the	recognition	doesn't	have	to	be	financial,	but
should	be	systematic	and	applied	to	all	performance	appraisals,	not	just	those	of
the	network	leads.

Yes
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Describe	how	contributions	are	recognised:

Performance	appraisals	take	place	annually	and	managers	are	trained	on	their	completion	and	creation
of	staff	personal	development	plans.	Some	recognition	is	given	as	part	of	this	process	to	individual
participation	in	the	LGBT+	employee	network.	However,	we	recognise	that	we	need	to	do	more	to
recognise	the	work	that	staff	do	in	this	respect	as	part	of	their	individual	annual	appraisal.

We	have	introduced	organisational	values	and	behaviours	to	create	a	GREAT	(Genuine,	Respectful,
Energetic,	Adaptable	and	Trustworthy)	workplace.	They	provide	an	ongoing	context	in	which	line
managers	can	support	staff	so	that	they	are	able	to	demonstrate	these	values	and	behaviours	through
their	individual	roles.	They	also	provide	a	specific	context	for	greater	recognition	of	the	work	that	staff	do
in	relation	to	the	LGBT+	employee	network.

2.9	Does	the	organisation	identify	and	act	on	any	LGBT
issues	raised	at	exit	interviews	or	on	exit	surveys?

GUIDANCE:	Examples	include	giving	employees	an	opportunity	to	raise	any
issues	relating	to	discrimination	they	may	have	experienced	in	the	organisation.

Yes
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Describe	the	exit	interview/survey	process	and
how	LGBT	issues	would	be	identified	or	raised:

HR	meets	with	each	leaver	to	explore	the	reasons
for	leaving	and	it	is	an	opportunity	for	individuals
to	raise	incidents	of	discrimination.	LGBT	issues
could	be	identified	or	raised	as	a	regular	part	of	the
performance	appraisal	catch	ups.	If	staff	wanted	to
raise	an	issue	it	is	asked	on	a	regular	basis
throughout	their	employment	with	the	Wales	Audit
Office.

An	example	of	the	questions	asked	by	the
organisation	to	drive	improvement	is:
Did	the	organisation	provide	you	with	adequate
support	throughout	your	employment:

If	not,	what	support	arrangements	do	you	think
would	have	been	beneficial:

Describe	how	any	issues	raised	would	be	acted
upon	by	the	organisation:

Any	issue	of	bullying	or	discrimination	is	taken	very
seriously	and	investigated	in	line	with	the	Dignity
at	Work	Policy	and	the	employee	handbook.	Staff
have	Allies	as	part	of	the	Equality	Steering	Group
through	which	issues	can	be	raised	on	an	individual
or	confidential	basis.	We	regularly	undertake	staff
surveys,	none	of	which	have	identified	issues	for
LGBT	staff.

Section	3:	LGBT	Staff	Network	Group
Completed	 	16	Mar	2020

Workplace	Equality	Index	Application
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ENG:	Part	1

Section	3:	LGBT	Employee	Network
Group
This	section	comprises	of	7	questions	and	examines	the	activity	of	your	LGBT	employee	network	group.
The	questions	scrutinise	its	function	within	the	organisation.	This	section	is	worth	11%	of	your	total	score.	

Below	each	question	you	can	see	guidance	on	content	and	evidence.	At	any	point,	you	may

save	and	exit	the	form	using	the	buttons	at	the	bottom	of	the	page.

3.1	Does	the	organisation	have	an	LGBT	employee	network
group	for	LGBT	employees?

A.	Yes,	with	a	defined	role	and	terms	of	reference

Upload	the	LGBT	employee	network	group’s	terms	of
reference:

please	be	aware	only	one	file	is	allowed	per	answer

Spectrum	Group	Terms	of	Reference	2018

Filename:	Spectrum	Group	Terms	of	Reference	2018	Size:	14.8	kB

ENG:	Part	2
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3.2	Does	the	LGBT	employee	network	group	have	clearly
defined	yearly	objectives?

GUIDANCE:	Examples	could	include	holding	a	certain	number	of	events	or
campaigns,	engaging	with	different	groups	of	staff	across	the	organisation	and
collaborating	with	other	organisation's	network	groups.

No

3.3	Which	of	the	following	support	activities	does	the	LGBT
employee	network	group	facilitate?

Tick	all	that	apply

GUIDANCE:	The	individual	support	the	network	offers	should	be	available	and
advertised	to	all	staff.	Consultation	on	internal	policies	and	practices	should	be
considered	as	policies	which	impact	upon	employee	welfare,	for	example,
reviewing	an	updated	adoption	policy.	Consultation	on	the	organisations	broader
work	refers	to	organisational	outcomes,	for	example	being	consulted	on	a	LGBT
media	marketing	campaign.

Responses	Selected:

A.	Provide	confidential	support	to	all	employees	on	LGBT	issues

B.	Provide	support	to	enable	employees	to	report	homophobic,	biphobic	and	transphobic	bullying	and
harassment

C.	Have	been	consulted	on	improving	internal	policies	and	practices

D.	Have	been	consulted	on	business	development,	organisational	priorities	and/or	the	organisation
broader	work

Describe	the	options	selected:

A.	Describe	the	confidential	support	the	group
offers	and	how	this	is	communicated	to	all	staff:

We	advertise	on	our	workplace	social	media,
Yammer,	that	we	are	a	group	who	offer	support	to
everyone	regardless	of	if	they	self	define	as	part	of
the	LGBT+	community	or	not.	On	it	we	say:
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"If	you	have	any	queries	or	would	like	to	know
more,	you	can	email	the	chair	or	vice-chair	in
complete	confidence	at	 @audit.wales.
Only	the	chair	and	vice-chair	have	access	to	the
mailbox	and	will	subsequently	delete	any
communications	if	requested.	In	addition	you	can
contact	them	in	person	or	by	phone.	They	also
provide	confidential	informal	support	with	regard	to
homophobic,	biphobic	and	transphobic	bullying
and	harassment.

Please	feel	free	to	join	our	Yammer	group.	If	you
don't	identify	as	LGBT+	yourself,	joining	is	a	great
way	to	show	support	for	LGBT+	colleagues	as	an
ally	and	friend."

B.	Describe	how	the	group	offers	support	to	enable
employees	to	report	homophobic,	biphobic	and
transphobic	bullying	and	harassment	and	how	this
is	communicated	to	all	staff:

The	LGBT+	network	chair	can	provide	confidential
support	in	relation	to	these	issues	and	signpost	to
relevant	services	that	can	help	through	the
confidential	network	email.	A	statement	in	the
network's	online	group	page	communicates	this
arrangement	to	all	staff.	We	participate	in	the	Civil
Service	People	Survey	which	provides	the
opportunity	for	staff	to	anonymously	indicate
whether	they	have	personally	experienced
discrimination	at	work	over	the	last	12	months,
and	to	indicate	on	what	grounds	this	discrimination
took	place	with	'sexual	orientation'	and	'gender
reassignment	or	perceived	gender'	as	available
options	to	select	(see	survey	attachment	in	section
6).	The	network	actively	encourages	members	to
take	part	in	the	survey.

C.	Describe	the	consultation	process	and	outcome: The	Chair	of	Spectrum,	the	LGBT	Network	is	invited
to	sit	on	Pawb,	the	equality	interest	group.	One	of
the	key	responsibilities	is	to	scrutinise	new	policies,
and	amended	policies	to	ensure	they	are
appropriate.	As	new	or	amended	policies	are
brought	to	Pawb	for	consultation,	if	the	chair
believes	there	may	be	an	impact	on	LGBT	people
within	a	policy,	it	is	highlighted	to	the	network	for
discussion	with	recommendations	being	considered
within	the	Equality	Impact	Assessment.
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D.	Describe	the	consultation	process	and	outcome: The	Chair	of	Spectrum,	the	LGBT	Network	is	invited
to	sit	on	Pawb,	the	equality	interest	group.	This
group,	as	staff	representatives,	influences	and
provides	guidance	to	the	Executive	Leadership
Team.

The	work	of	the	Pawb	this	year	has	comprised
being	discussing	the	Strategic	Equality	Plan's
objectives	and	performance	indicators.

ENG:	Part	3

3.4	In	the	past	year,	which	of	the	following	activities	has
the	LGBT	employee	network	group	undertaken?

Tick	all	that	apply

GUIDANCE:	‘Awareness	raising	events’	here	refers	to	activities	which	serve	to
educate	or	inform	the	wider	organisation	about	different	sexual	orientation,
gender	identity	and/or	trans	issues,	for	example	panel	discussions,	lunch	and
learns	or	stalls	during	diversity	events.	‘Mentoring	or	coaching	programme’	here
refers	to	either	a	specific	programme	run	by	the	network,	or	alternatively	an
organisation	wide	programme	which	proactively	incorporates	LGBT	mentoring
with	the	aid	of	(and	driven	by)	the	network	group.	‘Reverse	mentoring’	here	refers
to	a	formal	process	whereby	senior	employees	are	reversed	mentored	by	more
junior	LGBT	employees.

Responses	Selected:

C.	Trans	equality	awareness	raising	event

D.	Collaborated	with	other	LGBT	network	groups

E.	Collaborated	with	other	internal	network	groups
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Describe	the	activities	selected	and	when	they	occurred.
Please	provide	specific	dates	or	time	periods	within	the
last	year.

C.	Trans	equality	awareness	raising	event Following	a	South	Wales	LGBT	Networks	Forum
meeting	at	WAO	on	21	September	2018	we	held	a
trans	awareness	event	with	staff.	We	invited	

to	discuss	the
Gender	Recognition	Act	consultation	and	how	it	is
to	be	trans	

.	We	also	invited	members	of	the	South
Wales	Forum	to	stay	around	following	the	meeting
to	listen	to	the	talk.

D.	Collaborated	with	other	LGBT	network	groups We	are	a	member	of	Public	Pride,	a	network	of
networks	within	the	public	sector	across	the	UK
and	regularly	attend	meetings	to	discuss	national
initiatives	and	campaigns	along	with	roughly	40
other	public	sector	organisations.	

We	have	been	a	part	of	setting	up	a	new	South
Wales	networks	group	with	bodies	from	different
sectors	but	within	the	South	Wales	region.	We
hosted	the	third	meeting	at	the	Wales	Audit	Office
where	we	invited	Stonewall	to	give	a	presentation
on	the	Gender	Recognition	Act	consultation.

We	have	active	links	with	OUTNAW,	the	LGBT+
network	group	for	the	National	Assembly	for	Wales,
for	advice	and	activities.

E.	Collaborated	with	other	internal	network	groups We	worked	with	the	WAO's	women	network	to
promote	and	hold	an	event	with	

	around	being	a	trans	
	and	to	discuss	the	gender

recognition	act	consultation.
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3.5	In	the	past	two	years,	has	the	LGBT	employee	network
group	held	campaigns,	initiatives,	seminars	or	events
engaging	with	the	following	diversity	strands?

Tick	all	that	apply

GUIDANCE:	'Initiatives'	and	'campaigns'	here	refer	to	specific	programmes	or	projects
–	online	or	offline	–	undertaken	to	achieve	LGBT	specific	aims	in	the	near-term.	For
example,	creating	a	series	of	blog	posts	during	LGBT	History	Month	to	highlight
homophobia,	biphobia	and	transphobia	in	sport.

Examples	include	raising	awareness	of	the	specific	mental	health	challenges	faced	by
LGBT	people	during	mental	health	awareness	week	and	profiling	prominent	trans	women
on	International	Women's	Day.

This	question	is	looking	at	how	your	network	group	engages	with	the	intersections
between	LGBT	identities	and	other	diversity	strands,	work	on	LGBT	identities	that	does
not	clearly	engage	one	of	these	other	diversity	strands	will	not	be	accepted	for	this
question.

Please	provide	specific	dates	or	time	periods	within	the	last	two	years.

Responses	Selected:

B.	BAME

C.	Disability	(excluding	disability	related	to	mental	health)

D.	Women

F.	Mental	health	(including	disability	related	to	mental	health)
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Describe	the	campaigns,	initiatives,	seminars	or	events
and	when	they	occurred:

B.	BAME In	the	lead	up	to	the	2018	trans-visibility	day	a
series	of	blogs	were	published.	Following	from	the
2018	Stonewall	Cymru	Workplace	conference,	it
was	decided	that	a	major	theme	of	the	blogs	would
be	trans	people	of	colour	highlighting	Munroe
Bergdorf.

C.	Disability As	part	of	the	2018	Pride	Month,	Deaf	Direct
published	a	video	teaching	LGBT	related	words	in
BSL.	This	was	shared	and	staff	were	encouraged	to
try	some	of	the	words	around	the	office.

D.	Gender Spectrum	maintains	active	links	with	the
WAOmen's	network,	and	jointly	hosted	an	external
speaker	on	trans	issues	and	the	gender	recognition
act	in	September	20108.	Spectrum	is	also	working
with	the	WAOmen's	network	to	help	them	translate
its	experience	with	the	WEI	so	that	they	can
develop	their	own	work	plan	going	forward.

F.	Mental	Health Following	2017's	Stonewall	Cymru	Conference,	a
series	of	internal	blog	posts	were	shared	by
attendees	on	what	they	took	from	the	event
throughout	the	end	of	2017	and	into	2018.	One	of
the	major	themes	was	mental	health	following	one
of	the	conference's	sessions.	This	discussed	ways
the	organisation	and	individuals	can	help	with
mental	health.

ENG:	Part	4
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3.7	Has	the	LGBT	employee	network	group	undertaken	any
additional	work	in	the	past	year	to	advance	LGBT	equality
in	both	your	organisation	and	the	wider	community?

GUIDANCE:	The	work	detailed	here	should	be	additional	to	the	work	already
covered	in	other	questions.	

No

The	following	question	is	not	scored.

3.8	Does	the	LGBT	employee	network	group's	terms	of
reference	state	that	the	group	is	inclusive	of	bi	and	trans
people?	Tick	all	that	apply.

No	Responses	Selected

Section	4:	Allies	and	Role	Models
Completed	 	16	Mar	2020

Workplace	Equality	Index	Application

Allies	and	Role	Models:	Part	1

Section	4:	Allies	and	Role	Models
This	section	comprises	of	9	questions	and	examines	the	process	of	engaging	allies	and	promoting	role
models.	The	questions	scrutinise	how	the	organisation	empowers	allies	and	role	models,	then	the
individual	actions	they	take.	This	section	is	worth	11%	of	your	total	score.

Below	each	question	you	can	see	guidance	on	content	and	evidence.	At	any	point,	you	may

save	and	exit	the	form	using	the	buttons	at	the	bottom	of	the	page.

Allies
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Upload	the	most	recent	data	showing	analysis	of
application	to	appointment	by	sexual	orientation	and	trans
identity:

please	be	aware	only	one	file	is	allowed	per	answer

equality-report-2018-19-eng 1

Filename:	equality-report-2018-19-eng 1	Size:	0	Bytes
























































