
About your organisation 
Created: 13/06/2017 • Last updated: 02/01/2018 
Which best describes your 
organisation? 
Stonewall Diversity Champion 

Name of organisation: 
Please note, this will be used when 
compiling Stonewall's Top 100 Employer 
guide and in any associated 
publications. 
Welsh Government 

Post code of organisation 
headquarters in Great Britain: 
CF10 3NQ 

Please select a sector from the 
below list which most fits your 
organisation: 
Please note this will be used for analysis 
purposed in aggreagting data across the 
Index by sector. 
Government 

Number of employees: 
Please enter the number of employees 
the organisation has, including all fulltime, 
part-time and dispersed staff 
across Great Britain. 
5200 

DC or School 
About your org: DC 
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Are you the main point of contact 
for Stonewall as a Diversity 
Champion? 
Yes 

Choose your Stonewall Account 
Manager from the list below: 
Xxxxx xxxxx 

If your Stonewall Account 
Manager is not on the above list, 
please write their name below: 
(No response) 

Form Complete 
Thank you for filling in your details, please proceed to the next page to and click 'view 
submissions' to 
create your application. 
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Stonewall data protection and privacy policy 
Last updated: 13/06/2017 
Before starting a submission to the Workplace Equality Index or Global 
Workplace 



Equality Index, please read the following very carefully. 
It sets out how Stonewall will use the information you submit. 
This privacy policy sets out how Stonewall uses and protects any information 
that 
you give Stonewall when you use this website. 
Stonewall is committed to ensuring that your privacy is protected. Should we 
ask you 
to provide certain information by which you can be identified when using this 
website, then you can be assured that it will only be used in accordance with 
this 
privacy statement. 
Stonewall may change this policy from time to time by updating this page. You 
should check this page from time to time to ensure that you are happy with 
any 
changes. This policy is effective from 12/06/2017. 
What we ask you to submit 
Whilst registering and completing a submission, we may ask you to submit the 
following information: 
- Names and job titles 
- Contact information including email address 
- Demographic information such as postcodes 
- Information and files as supporting evidence for submissions such as: 
- Policies 
- Communications 
- Screenshots of intranet posts 
- Descriptions of processes and ways of working 
Please note that whilst completing your submission you make be asked to 
provide 
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pieces of evidence which include personal details, such as profiles of 
individuals. It is 
your responsibility to ensure you have the permission of the individual to 
share this 
information with Stonewall. 
What we do with the information you submit 
Stonewall may use the information you submit for the following purposes 
related to 
the Workplace Equality Index and to further LGBT equality and inclusion in the 
workplace: 
- Stonewall will use the information you submit to review, score and rank your 
organisation in comparison to other entrants 
- The information supplied is confidential between Stonewall and the 
applicant/organisation. 
- Any ranks outside of the Top 100 will remain confidential between Stonewall 
and 
the applicant/organisation 
- Any scoring or comments made on the submission is confidential between 
Stonewall 
and the applicant/organisation, except for purposes outlined below. 



- Aggregated scores, information and data may be used to identify national, 
regional 
and sector trends and patterns of work. This information may be published in 
Stonewall resources. Where individual organisations or individuals are named, 
permission to do so will be sought 
- Individual practice, where deemed good practice by Stonewall, may be 
shared with 
other organisations either directly through Stonewall Account Managers, or 
within 
resources produced by Stonewall. Before any practice is shared, permission 
will be 
sought from the organisation in question 
- Demographic data about your organisation, for example number of 
employees, will 
be used for internal record keeping and to improve our offers and services 
We are committed to ensuring that your information is secure. In order to 
prevent 
unauthorised access or disclosure, we have put in place suitable physical, 
electronic 
and managerial procedures to safeguard and secure the information we collect 
online. 
Links to other websites 
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Our website may contain links to other websites of interest. However, once 
you have 
used these links to leave our site, you should note that we do not have any 
control 
over that other website. Therefore, we cannot be responsible for the protection 
and 
privacy of any information which you provide whilst visiting such sites and 
such sites 
are not governed by this privacy statement. You should exercise caution and 
look at 
the privacy statement applicable to the website in question. 
Controlling your personal and organisational information 
We will not sell, distribute or lease your personal information to third parties 
unless 
we have your permission or are required by law to do so. 
You may request details of personal information which we hold about you 
under the 
Data Protection Act 1998. A small fee will be payable. If you would like a copy 
of the 
information held on you please write to Stonewall, Data Officer, 192 St John 
Street, 
London, EC1V 4JY. 
If you believe that any information we are holding on you is incorrect or 
incomplete, 
please write to or email us as soon as possible, at the above address or 
memberships@stonewall.org.uk. We will promptly correct any information 
found to 



be incorrect. 
FluidReview data protection and privacy 
This site has been built and is managed using FluidReview, an online 
application 
system. 
You can find the FluidReview privacy statement here. 
You can find the FluidReview security information here. 
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Please tick here to show us 
you've read and understood the 
Stonewall data protection and 
privacy policy. 
I've read and understood the data protection and privacy 
policy 
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Workplace Equality Index submission 
Created: 26/06/2017 • Last updated: 23/08/2017 

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 policy. 
Yes 
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Please describe the audit process: 
State when the process last happened: February 2017 
Describe the audit process: The HR Equality in the Workplace team systematically 
checks that policies and processes are equality assured on a 
regular basis. Policies are checked by the Equality Team on 
an individual basis when they are being revised, reviewed or 
updated by the HR Policy Team. All new policies are formally 
consulted on with staff networks. We have a Civil Service 
Fast Streamer arriving in September on a placement. She will 
be undertaking an equality review of a number of our 
policies as part of her HR project, working with Stonewall, 
our staff networks and a:gender to research the best 
approach to updating the policies and then leading a small 
team to update the policies. 
Describe any previous outcomes of the 



audit process: 
The Transitioning Policy was reviewed by the Equality in the 
Workplace Team and, as a result, was revised to update the 
language and terminology used. We received advice from 
xxxxx xxxxx, who had liaised with the UK Civil 
Service network for trans staff and with trans staff in the 
organisation. We also consulted with our internal staff 
networks and Trade Unions Side. As a Stonewall Champion, 
we were also able to ask Stonewall to review the policy and 
provide their feedback to us. The policy was subsequently 
revised to: rename the policy itself to a more appropriate 
title; remove any unnecessary or potentially patronising 
advice from the guidance/procedures and steer away from a 
medical model regarding transitioning to more of a social 
model. The policy was also revised to specify that intersex 
and/or non-binary colleagues will also receive the same 
support and commitment to fair and equal treatment from 
the Welsh Government. 
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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 or gender 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. 
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 
Equality and Diversity Policy 
The Equality Act 2010 protects certain 
groups against discrimination on the 
grounds of what are known as 
“protected characteristics”. 
These characteristics are race, sex, 
disability, sexual orientation, gender 
identity, age, religion or belief (or lack 
of it), marriage, including same sex 
marriage, and civil partnership and 
pregnancy and maternity. 
We will not tolerate unjust or unlawful 



discrimination on the basis of any of 
these characteristics. Disciplinary action 
may be taken against any employee 
who discriminates, bullies, victimises or 
carries out any form of harassment 
against another person (internal or 
external business related contacts) 
because of a protected characteristic 
Discrimination may be conscious and 
deliberate or it may be unintentional. It 
may occur through an action which the 
perpetrator perceives to be in an 
individual's best interest. The law does 
not take account of motive but 
concentrates on the impact of the 
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action. 
Stereotyping and prejudice may result 
in unfair and unlawful discriminatory 
practices. Therefore, it is important to 
be aware of our own prejudices and not 
to act on them. It is equally important 
to challenge stereotyping and acts of 
discrimination. 
Examples of direct discrimination: 
Paul, a senior manager, does not 
shortlist Angela for promotion to a 
management role. Angela, who is a 
lesbian, learns that Paul did this 
because he believes the team that she 
applied to manage is homophobic. Paul 
thought Angela’s sexual orientation 
would prevent her from gaining the 
team’s respect and managing them 
effectively. This is direct sexual 
orientation discrimination against 
Angela. 
The Equality Act 2010 protects certain 
groups against discrimination on the 
grounds of what are known as 
“protected characteristics”. 
These characteristics are race, sex, 
disability, sexual orientation, gender 
identity, age, religion or belief (or lack 
of it), marriage, including same sex 
marriage, and civil partnership and 
pregnancy and maternity. 
We will not tolerate unjust or unlawful 
discrimination on the basis of any of 
these characteristics. Disciplinary action 
may be taken against any employee 
who discriminates, bullies, victimises or 
carries out any form of harassment 
against another person (internal or 
external business related contacts) 



because of a protected characteristic. 
Discrimination may be conscious and 
deliberate or it may be unintentional. It 
may occur through an action which the 
perpetrator perceives to be in an 
individual's best interest. The law does 
not take account of motive but 
concentrates on the impact of the 
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B. Explicit ban on 
discrimination 
based on gender 
identity and 
gender expression 
Equality and Diversity Policy; Trans 
Policy 
action. 
Stereotyping and prejudice may result 
in unfair and unlawful discriminatory 
practices. Therefore, it is important to 
be aware of our own prejudices and not 
to act on them. It is equally important 
to challenge stereotyping and acts of 
discrimination. 
In addition, our Trans Policy (uploaded 
for 1.4) states “The Welsh Government 
will not tolerate discrimination, 
intimidation or harassment on the 
grounds of transitioning and will treat a 
complaint of discrimination on these 
grounds seriously. Discrimination, 
intimidation or harassment on the 
grounds of transitioning will lead to 
disciplinary procedures being instigated 
which may result in action up to and 
including the dismissal of any employee 
who is found to have acted in this way. 
Discrimination by association or 
perception is also unlawful under the 
Equality Act 2010. For more information 
on discrimination and harassment 
please see our Dignity at Work Policy.” 
We also have resources available on our 
intranet where further information on 
discrimination can be found (e.g. Acas 
and Stonewall. 
The Welsh Government aims to provide 
a safe working environment free from 
bullying, harassment and intimidation. 
We recognise that bullying and 
harassment in the workplace by 
employees or external contacts is 
unacceptable behaviour. We adopt a 
zero tolerance policy in relation to 
harassment and bullying including biphobic 



or trans-phobic bullying and 
harassment. Staff can legitimately raise 
such issues as grievances. 
Harassment of any kind is contrary to 
the Welsh Government’s policy on Equal 
Opportunities. All employees should be 
treated equally irrespective of their 
protected characteristics. Harassment 
will not be tolerated and, where 
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C. Explicit ban on 
bullying & 
harassment based 
on sexual 
orientation 
Dignity at Work Policy and Equality and 
Diversity Policy 
necessary, will be treated as a 
disciplinary matter. 
‘Harassment’ in the Policy and these 
procedures includes bullying of any 
nature including trans-phobic or biphobic 
bullying. Management of the 
Welsh Government define bullying as 
persistent unacceptable behaviour (or a 
single grossly unacceptable act) by one 
or more individuals working in the 
organisation against one or more other 
employees, where the behaviour is 
perceived by the person(s) experiencing 
it to be offensive, abusive, intimidating, 
malicious, insulting or involving an 
abuse of power. 
The Welsh Government is committed at 
the highest management level to 
promote Dignity at Work, the Welsh 
Government policies on equality of 
opportunity for all staff, and to 
emphasise that harassment in any form 
is totally unacceptable. 
Examples of unacceptable behaviour 
may include: 
This list is not exhaustive 
• Spreading malicious rumours or 
insulting someone 
• Unwanted conduct such as verbal 
abuse or offensive gestures 
• Unwanted physical contact, including 
unnecessary touching and physical 
threats or assaults 
• Misuse of power or position such as 
making impossible work demands or 
providing too much unnecessary 
supervision 
• Unfair treatment 



• Isolating someone or encouraging 
them to do something illegal or 
unacceptable 
• Ridiculing or demeaning someone, 
teasing them or making them the target 
of pranks or practical jokes 
• Inappropriately commenting on a 
person’s appearance, personal life or 
lifestyle 
• Displaying literature, pictures, films, 
or CDs or other items that could offend 
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• Unwanted nicknames 
• Excluding an individual because they 
are associated or connected with 
someone who has a protected 
characteristic 
• Ignoring an individual because they 
are perceived to have a protected 
characteristic when they do not, in fact, 
have the protected characteristic 
• The open display of pictures or 
objects with sexual or racial overtones, 
even if not directed at any particular 
person 
Examples of harassment 
Steve is continually being called gay 
and other related names by a group of 
employees at work. Homophobic 
comments have been posted on the 
staff notice board about him by people 
from this group. Steve was recently 
physically pushed to the floor by one 
member of the group but is too scared 
to take action. Steve is not gay but 
heterosexual; furthermore the group 
know he isn’t gay. This is harassment 
because of perceived sexual 
orientation. 
The Welsh Government aims to provide 
a safe working environment free from 
bullying, harassment and intimidation. 
We recognise that bullying and 
harassment in the workplace by 
employees or external contacts is 
unacceptable behaviour. We adopt a 
zero tolerance policy in relation to 
harassment and bullying including biphobic 
or trans-phobic bullying and 
harassment. Staff can legitimately raise 
such issues as grievances. 
Harassment of any kind is contrary to 
the Welsh Government’s policy on Equal 
Opportunities. All employees should be 
treated equally irrespective of their 



protected characteristics. Harassment 
will not be tolerated and, where 
necessary, will be treated as a 
disciplinary matter. 
‘Harassment’ in the Policy and these 
procedures includes bullying of any 
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D. Explicit ban on 
bullying & 
harassment based 
gender identity 
and gender 
expression 
Dignity at Work Policy and Trans Policy 
nature including trans-phobic or biphobic 
bullying. Management of the 
Welsh Government define bullying as 
persistent unacceptable behaviour (or a 
single grossly unacceptable act) by one 
or more individuals working in the 
organisation against one or more other 
employees, where the behaviour is 
perceived by the person(s) experiencing 
it to be offensive, abusive, intimidating, 
malicious, insulting or involving an 
abuse of power. 
The Welsh Government is committed at 
the highest management level to 
promote Dignity at Work, the Welsh 
Government policies on equality of 
opportunity for all staff, and to 
emphasise that harassment in any form 
is totally unacceptable. 
Examples of unacceptable behaviour 
may include: 
This list is not exhaustive 
• Spreading malicious rumours or 
insulting someone 
• Unwanted conduct such as verbal 
abuse or offensive gestures 
• Unwanted physical contact, including 
unnecessary touching and physical 
threats or assaults 
• Misuse of power or position such as 
making impossible work demands or 
providing too much unnecessary 
supervision 
• Unfair treatment 
• Isolating someone or encouraging 
them to do something illegal or 
unacceptable 
• Ridiculing or demeaning someone, 
teasing them or making them the target 
of pranks or practical jokes 
• Inappropriately commenting on a 



person’s appearance, personal life or 
lifestyle 
• Displaying literature, pictures, films, 
or CDs or other items that could offend 
• Unwanted nicknames 
• Excluding an individual because they 
are associated or connected with 
someone who has a protected 
characteristic 
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• Ignoring an individual because they 
are perceived to have a protected 
characteristic when they do not, in fact, 
have the protected characteristic 
• The open display of pictures or 
objects with sexual or racial overtones, 
even if not directed at any particular 
person 
In addition, our Trans Policy (uploaded 
for 1.4) states “The Welsh Government 
will not tolerate discrimination, 
intimidation or harassment on the 
grounds of transitioning and will treat a 
complaint of discrimination on these 
grounds seriously. Discrimination, 
intimidation or harassment on the 
grounds of transitioning will lead to 
disciplinary procedures being instigated 
which may result in action up to and 
including the dismissal of any employee 
who is found to have acted in this way.” 

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: 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 also 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). 
A. Adoption policy 
B. 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: 
The Maternity and Adoption Policy covers both adoption and maternity (points A. and C.) 
The Annual 



Leave Policy is uploaded for point C. The Paternity /Co-Parental Leave Policy is uploaded 
for point D. The 
Shared Parental Leave Policy is uploaded for point E. The intranet page hosting all of our 
HR policies 
explicitly states that all policies are inclusive of all staff regardless of age, marriage ( 
including equal/ 
same sex marriage) and civil partnership, disability, sex, sexual orientation, pregnancy and 
maternity, 
race, religion or belief, or gender identity. In addition, this text is included on the front page of 
every 
individual policy. 

A. Upload the adoption policy 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10646049/OkBK41Lrgo/ 

B. Upload the leave policy 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10646049/tkitMIXhdn/ 

C. Upload the maternity policy 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10646049/0sGU2ihCky/ 

D. Upload the paternity policy 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10646049/T3ERPqTNsQ/ 

E. Upload the shared parental leave policy 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10646049/J0xLA4boR4/ 

Policies and Benefits: Part 2 
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1.4 Does the organisation have a 
policy (or policies) which support 
employees who are 
transitioning? 
Yes 

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. 
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: 
The Welsh Government is committed to supporting employees whose gender is other than 
that assigned 



at birth. This includes those who have undergone, are undergoing, or are proposing to 
undergo gender 
reassignment (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. Our Trans Policy sets out the roles 
and 
responsibilities for individuals, managers and HR staff and provides links to resources for 
further 
reference. The policy was drafted in conjunction with xxxxx xxxxx, our LGBTI network and 
was 
recently updated following our audit process and Stonewall advice. The Policy also includes 
a template 
that can be used by individuals and managers. The template is optional and can be used as 
an aide 
memoire. The Policy and the intranet page that hosts it contain links to both useful 
resources, e.g. ACAS 
and Stonewall guidance, and trans organisations throughout Wales and the UK. 

A. Upload guidance for members of staff 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10646049/gA5onIolfq/ 
12 / 14 

1.5 Does the organisation have a 
policy (or policies) in place to 
support all trans employees, 
including people with non-binary 
identities? 
Yes 

B. Upload guidance for making changes on systems 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10646049/4Gui2ytD5P/ 

C. Upload guidance for HR staff 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10646049/7UOn01Nb1x/ 

D. Upload guidance for managers 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10646049/ov2czmqo8C/ 

E. Upload guidance for colleagues 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10646049/qIxgxfMaCH/ 

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. 
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: 
Our Trans Policy states that Welsh Government is committed to supporting employees 
whose gender is 



other than that assigned at birth. This includes those who have undergone, are undergoing, 
or are 
proposing to undergo gender reassignment (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. Annex 
D of the 
policy contains information on language and terminology. The Policy contains guidance on 
facilities and 
uniforms (where worn) for transitioning staff. We do not have a dress code, so unless in a 
role requiring 
uniform, staff can wear the clothing they feel comfortable in. We have recently introduced 
gender neutral 
toilets in two of our offices. We are looking to extend this to other locations and have drafted 
a new 
policy for gender neutral toilets. This has been through consultation and responses are being 
assessed. 

Upload the policy and highlight content relevant to option A 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10646049/GFKDD3TTgb/ 

Upload the policy and highlight content relevant to option B 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10646049/amtnaiEWc1/ 

Upload the policy and highlight content relevant to option C 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10646049/zrQToS4t2r/ 

1.6 In the past two years, has the organisation communicated that its policies 
are 
LGBT inclusive to all employees? 
GUIDANCE: The communication uploaded should demonstrate the organisation has 
informed employees 
that policies are LGBT inclusive. This may be on a post on an intranet system, but any file or 
screenshot 
must demonstrate the reach of the communication and the date is was created. 
Yes 

Provide a brief description of the communication you have uploaded: 
The front page of the People section of our intranet clearly states that all of our policies are 
fully inclusive 
of all staff regardless of age, marriage (including equal/same sex marriage) and civil 
partnership, 
disability, sex, sexual orientation, pregnancy and maternity, race, religion or belief, or gender 
identity. 
The wording is prominent at the top of the page. Staff access this page in order to find any 
corporate 
information or any of our HR policies. It is therefore seen by all staff who are looking for any 
corporate 
information or our HR policies or forms. The screenshot was taken 28 June 2017. 
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Upload a communication from the past two years highlighting the relevant 
content: 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10646049/h6CkZJbBNu/ 

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



1.7 Does the organisation provide private healthcare insurance to its 
employees? 
No 
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Workplace Equality Index Application 
Created: 26/06/2017 • Last updated: 23/08/2017 

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. 

2.1 When advertising for external appointments, how does the organisation 
attract 
LGBT talent? 
Tick all that apply 
GUIDANCE: This question examines the ways in which you attract external LGBT 
candidates to apply for 
roles within your organisation. 
A. Advertise or recruit from LGBT/diversity websites/diversity recruitment fairs and events 
B. Include a statement around valuing diversity, explicitly inclusive of sexual orientation and 
gender 
identity in job packs and pages 
C. Supply potential applicants with information about your LGBT employee network group or 
LGBT 
inclusion activities 
D. Other 
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Describe the evidence uploaded: 
A. We advertise in Fyne Times, a UK based LGBT magazine with five regional editions, that 
was 
established in 2001.We run an advert in each magazine edition and have a continual online 
presence on 
their website. The advert states that we are an LGBT friendly organisation to work for and 
provides our 
website information. 
B. Our recruitment page specifies that we are committed to equal opportunities and states 
“We welcome 
applications from individuals regardless of age, marriage (including equal/same sex 
marriage) and civil 
partnership, sexual orientation, sex, gender identity, etc".” The page also includes the 
Stonewall Top 100 
logo. 
C. Our pre employment pack contains information on working for the Welsh Government, 
including a 
section on Equality and Diversity, providing information on our commitment to inclusion and 
our staff 



diversity networks. This information is also used for outreach. 
D. Welsh Government has a presence, corporately funded and supported, at each Pride 
event in Wales 
every year, with stalls staffed by Prism members and allies. Prism members and allies also 
attend Pride 
events across the UK. Prism attended xxxxx – a roadshow for Civil Servants across Wales 
to 
send out the message that we are inclusive of LGBTI employees. 

Upload evidence for option A 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10647357/ziJTrTL6iu/ 

Upload evidence for option B 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10647357/GEtvDDgsds/ 

Upload evidence for option C 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10647357/dLxg5a119S/ 

Upload evidence for option D 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10647357/HkyeJsfUBi/ 
3 / 12 

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: 
Recruitment for individual posts is delegated to line 
managers in the business areas. We have a team in HR 
which deals with corporate schemes where we undertake a 
recruitment programme for multiple posts (e.g. our 
apprenticeship scheme). We have another team with 
responsibility for recruitment to Senior Civil Service posts. All 
staff involved in recruitment, whether in HR or in the 
business areas must undertake our Recruitment and 
Selection training before they are given a license to access 
our online recruitment system. We therefore know that all 
staff involved in the recruitment process have received this 
training. 
In addition to the Recruitment and Selection Interviewing 
training, all line managers are required to undertake our 
Unconscious Bias training. Staff must have completed this 
training in order to recruit staff, manage staff and carry out 
performance reviews. We track completion of the 



Unconscious Bias training through our HR IT system and it is 
included in our monthly diversity dashboard which is 
submitted to the Diversity and Inclusion Steering Group and 
Board regularly. Diversity Champions ensure that line 
managers within their business areas have completed the 
Unconscious Bias training. The completion rates for staff in 
our management, executive and Senior Civil Service bands is 
73.5%. It must be noted that not all staff in these bands are 
line managers; and undertake recruitment (for example 
latest data shows 37% of staff are line managers). In 
addition, all staff, whether they recruit staff or not, are 
expected to have undertake the Civil Service Learning 
course on Equality and Diversity Essentials and LGBT 
Awareness. We are able to obtain monthly downloads from 
Civil Service Learning to monitor whether staff have done 
the training. 
Describe the format of the training and 
the content you have uploaded: 
The Recruitment and Selection training is a one day course, 
with staff required to undertake a half day refresher course 
every 2 years. Prior to undertaking the Recruitment and 
Selection Training, staff are required to: 
4 / 12 

• Complete the APPOINT e-learning 
• Complete the Unconscious Bias e-learning or face-to-face 
learning 
• Familiarise themselves with the Civil Service Commission 
Recruitment Principles 
• Familiarise themselves with the Recruitment Policy 
• Familiarise themselves with processes for filling a post as 
described on the Filling a Post page on the intranet. 
The Unconscious Bias training is an online training course 
that is mandatory for all staff that manage staff and recruit. 
The course helps staff to understand what unconscious bias 
is, and how it affects attitudes, behaviours and decision 
making. 
All staff – whether or not undertaking recruitment – are 
required to undertake the Civil Service Learning Equality & 
Diversity Essentials module and LGBT Awareness Training. 
Both of these contain case studies pertaining to sexual 
orientation and gender identity. We are able to upload 
reports from Civil Service Learning to monitor how many 
staff have undertaken the training. 

Upload training content 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10647357/h1tvMiQ5M4/ 

Upload training content 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10647357/wuN2g8ufXd/ 

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. 
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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Briefly describe the induction process and at what point the new starter 
receives the 
above information: 
All new starters are required to attend our induction training programme. The course is 
mandatory and 
line managers are required to ensure that all members of staff have completed it within 3 
months of 
joining the organisation. The programme is a one day, face to face course and contains 
information on 
our Prism network and allies.. xxxxx xxxxx, Head of XXXXX, talks about LGBT 
inclusion and our commitment to equality and diversity at his welcome talk during induction 
training. 
This covers information on our Diversity and Inclusion Steering Group, our Action Plan, our 
policies and 
the benefits of a diverse workforce. During their induction period, staff also have to 
undertake a number 
of online training courses through Civil Service Learning, including Equality and Diversity 
Essentials. 

Upload evidence for option A 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10647357/BZklElr3JF/ 

Upload evidence for option B 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10647357/DzvvlFnvsE/ 

Upload evidence for option C 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10647357/qEiCCwqzWl/ 

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: 
Our online recruitment system, Appoint, gives those registering to use the system the option 
to choose 
Mx as a title, and does not require users to register their gender. Our HRIT system currently 
only has 
binary gender options. We are however awaiting guidance from the Cabinet Office on adding 
further nonbinary 
categories. We must comply with Cabinet Office reporting requirements and so are not able 
to 



develop our own categories independently. Once Cabinet Office has produced advice, we 
will update our 
system accordingly. This will take time as we are then required to undertake a procurement 
process to 
deliver the changes, but we are aware of the need to deliver this and will as soon as we are 
able. For our 
People Survey that takes place later this year, we have adapted the gender questions that 
we will be 
asking, in line with the Cabinet Office: 
“What is your gender identity?: 
• Male 
• Female 
• I identify in another way (please specify) 
• Prefer not to say 
“At birth, you were assigned: 
• Male 
• Female 
• Prefer not to say 

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 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: 
Our Dignity and Respect training course has been run by our 
core training contractor. We have recently undergone a 
procurement exercise to obtain a framework of training 
providers that the organisation can call upon. With our 
previous contractor, we were able to obtain monthly 
downloads from their booking system, to record staff 
training. 
Our new training system is online, and staff training data is 
linked to our HRIT system, so we are able to monitor and 
report on training attendance. 
Training undertaken via Civil Service Learning is also 
monitored through a monthly download. 
Describe the format of the training and 
the content you have uploaded: 
Points A, B C and D are covered in our Dignity and Respect 
training course. The course is currently being reviewed and 



updated. The training course is a one day face-to face 
course, the learning outcomes being: 
• Understand what constitutes Bullying & Harassment 
• Appreciate why we have a Dignity at Work Policy 
• Realise the impact of Bullying & Harassment 
• Gain an understanding of the context of the Equality Act 
• Increase awareness of equality issues and how they relate 
to Bullying & Harassment and Dignity at Work 
• Gain confidence to challenge inappropriate behaviour & 
language 
• Know where to go for further advice and assistance 
In addition, staff are required to undertake the Civil Service 
Learning Equality & Diversity Essentials course and LGBT 
Awareness course during their induction period. Points A,B,C 
and D are also covered in this training. 

Upload evidence for option A 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10647357/lH0WVbd3pM/ 

Upload evidence for option B 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10647357/VuM0obzgeR/ 

Upload evidence for option C 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10647357/PBF6LI67zg/ 
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Upload evidence for option D 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10647357/oMk00TpL30/ 

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. 
A. Information about LGBT History Month, Pride, Spirit Day and/or IDAHoBiT 
B. Information about Bi-visibility Day and/or other bi specific events 
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 

Upload evidence for option A 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10647357/HCRtTDwTW4/ 

Upload evidence for option B 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10647357/BiIaGwohps/ 

Upload evidence for option C 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10647357/GXT4lhmpr5/ 

Upload evidence for option D 
please be aware only one file is allowed per answer 



https://stonewallsubmit.fluidreview.com/resp/10647357/8EdDnq45bu/ 

The Employee Lifecycle: Part 3 
9 / 12 

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. 
A. General leadership and development programmes 
B. LGBT specific leadership/professional development programmes 
C. LGBT specific seminars and conferences 
10 / 12 

A. Describe the programmes and how 
these programmes are promoted to 
LGBT employees: 
Our many leadership and development programmes (and 
external leadership programmes) are promoted to staff via 
our intranet, staff diversity networks, Prism social media, 
Permanent Secretary’s bulletins and through our HR 
Business Partners, Equality Leads and Learning and 
Development Advisers out in business areas. We have a 
learning portal, accessed from our intranet, where staff can 
find details of the learning and development opportunities 
that are available. All programmes are available to all staff 
regardless of protected characteristic. Our Action Plan 
commits to encourage under represented staff to apply for 
development opportunities using positive action, which we 
do through staff networks. 
B. Describe the programmes and how 
these programmes are promoted to 
LGBT employees: 
Last year we ran a development programme specifically for 
LGBT staff. The programme comprised a diagnostic tool, 
workshops and speakers. As a follow up, there was a 
“Leading, Learning, Inspiring” Conference in xxxxx. The 
programme and conference was advertised on our intranet, 
through the Prism network, in the Permanent Secretary’s 
weekly bulletins and through our Diversity Champions, 
Corporate Learning Team, Equality Leads and network of 
learning and development advisers out in the business 
areas. In addition, through the same channels, we advertise 
(and fund) places on the Cabinet Office Positive Action 
Pathways Programme each year and Stonewall Role Models 
programme. 
C. Describe the programmes and how 
these programmes are promoted to 
LGBT employees: 
As a Stonewall Champion, we receive invitations to their 
conferences, seminars and workshops. Prism network 
members and allies, given their external organisation 



partnerships, are invited to LGBT conferences and events. 
These opportunities are advertised further via the Prism 
network and on the intranet. This year, LGBT staff have 
attended the xxxxx Conference, xxxxxTrans Inclusion Workshop, xxxxx Workshop and 
xxxxx conference. Prism co-chairs also attended the xxxxx conference at which one of them 
presented a 
session on participating in the Stonewall Workplace Equality 
Index. 

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 
11 / 12 

Describe how contributions are recognised: 
Several committee members, including both co-Chairs, have Prism related objectives in their 
performance plans. These relate to the operation of and success of the network. Activity 
within Prism 
allows individuals to evidence competencies within the 9 box grid, which is the primary 
method through 
which individuals within the Civil Service provide evidence of their capability and 
performance in their 
role, and evidence of their ability to work at the next level of seniority. Access to specific 
training and 
networking through membership of Prism relates directly to this. The 9 box grid relates 
directly to staff 
members’ opportunities for career progression. Enhanced access to training exists as a 
result of Prism 
membership, with new Committee members attending Stonewall Role Models Training. 
Committee 
members develop transferable leadership skills which reflect positively in end of year 
reviews. Multiple 
opportunities are provided for networking, both within and outside of the organisation, 
together with 
coaching and mentoring opportunities, and reverse mentoring with the most senior of our 
staff. This year, 
our Permanent Secretary has introduced a new leadership objective for all staff "To lead and 
motivate my 
team and demonstrate my commitment to the Welsh Government Diversity and Inclusion 
Action Plan." 
Any network related activities could be used to evidence this new objective. Line managers 
would be 
expected to ask their team members how they can demonstrate this objective The Diversity 
and 
Inclusion Action Plan includes ensuring that network activities are recognised in performance 
objectives 
and reviews. 

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 
12 / 12 

Describe the exit interview/survey 
process and how LGBT issues would be 
identified or raised: 
There is guidance on the intranet for staff who are leaving 
the organisation, and a checklist for their line managers. The 
process includes line managers undertaking an exit 
interview. There is a template form for the interview, which 
contains: “Q6. Do you feel you have suffered any form of 
unfair treatment during your employment? If the answer to 
Q6 is yes, probe further to ascertain if this has been on 
grounds of equality such as ethnic or national origin, religion 
or belief, gender, marital status, disability, age, sexual 
orientation, pregnancy or maternity or gender identity. Ask if 
any action has been taken, or if they would like the Welsh 
Government to do this. 
Please also complete the Equality Monitoring page attached 
and explain that this information is treated in confidence and 
assists us with our obligations under the Equalities Act. 
Explain further that the information will be provided to the 
Equalities in the Workplace Team in an anonymised format.” 
This exit interview provides the individual with the 
opportunity to report any potential discrimination that they 
feel they have been subjected to. 
Any responses indicating discrimination, harassment or 
bullying claims would be followed up by HR. 
Describe how any issues raised would 
be acted upon by the organisation: 
Any issues raised would be followed up by the Equality in the 
Workplace Team, who would ask HR Business Partners to 
undertake a full investigation. They would speak to the 
individual (if the individual consented) and would speak to 
the line manager and other colleagues as appropriate. The 
individual would be asked if they wished to pursue the 
matter as a grievance. If they did, normal grievance 
processes and procedures would be followed. If the 
individual did not wish to purse the matter, HR Business 
Partners would still investigate any case as far as they could 
with the line manager and report back to the Equality in the 
Workplace Team who may then escalate the issue to the 
head of HR. 
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Workplace Equality Index Application 
Created: 26/06/2017 • Last updated: 23/08/2017 
4.1 Does the organisation have a 
formal programme or initiative to 
engage all non-LGBT employees 
to become allies? 
GUIDANCE: The programme should be 
a formal mechanism to engage non- 
LGBT people with LGBT equality. 
A. Yes, as part of our LGBT employee network group 

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 
2 / 9 

Describe the allies programme or initiative: 
We have a separate, active Allies network with 202 members, which was launched in 2014. 
The allies 
network has grown year upon year and many of these allies have attended the Stonewall 
Allies 
Programme. Our allies come from all areas of the organisation and are across all grades. 
Allies play an 
active role in all of the activities of the network, including organising and attending events. 
Allies have 
increased by 148% in the last year, due to active steps to build its numbers. All allies are 
included with 
publicity and awareness raising events alongside members of Prism. The Allies network was 
led by a 
member of the Senior Civil Service who left the organisation at the start of the summer 2017. 
He has 
been replaced by two SCS level volunteer coordinators, xxxxx xxxxx and xxxxx xxxxx, who 
have become 
members of the Prism Board. Following discussions with non allies and existing allies, xxxxx 
and xxxxx 
have developed plans to further build the network and increase its activity and have shaped 
these 
following discussion with the Prism Board. This new plan of action will further boost the size, 
strength and 
impact on the allies network over the coming months. We also have an associates of Prism 
network of 
external members who support our aims and hold combined events with other LGBT+ staff 
networks. We 
have allies staffing stalls at our offices during LGBT significant days/weeks and visibly 
championing LGBT 
equality daily with their visible badges, wristbands and email signatures. We ran a Stonewall 
Allies 



training day for our senior staff last xxxxx. We have asked Stonewall to deliver an LGBT+ 
inclusion 
training session for non-LGBT staff to further encourage staff (especially senior staff) to 
become allies. 
This will take place early in xxxxx. 
To coincide with LGBT History Month 2017, xxxxx xxxxx and HR teams undertook “Trans 
Allies” 
training sessions at each of our main offices in Cardiff, Merthyr Tydfil and Llandudno 
Junction. This 
training was to provide Allies with the background and skills necessary to effectively support 
trans staff 
within the Welsh Government. 

Upload a communication advertising the allies programme or initiative: 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10648055/kkN9QSKHNa/ 
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4.2 In the past year, has the organisation held internal awareness raising 
sessions, 
campaigns or initiatives specifically for allies which cover the following? 
Tick all that apply 
GUIDANCE: Content/activity should be tailored for non-LGBT people and run through 
mechanisms that 
engage allies. 
A. The importance of allies 
B. Discrimination towards LGBT people 
C. Personal stories from LGBT people 
D. Actions they can take to be effective allies 

Provide a brief description of the content you have uploaded: 
The drive to increase awareness of the allies has included regular publicity through internal 
communications, visibly including messages from the Permanent Secretary. Allies have 
organised stands 
in our foyers during Equalities Week to raise awareness and actively recruitment. Allies also 
feature in 
the Prism presence on social media. It has also included more specific activities such as 
targeting 
membership from the Senior Civil Service by offering tailored allies training, developed and 
delivered by 
Stonewall Cymru. This training specifically addressed the importance of allies, described 
the impact of discrimination against LGBT people and included the personal stories of LGBT 
people, and 
enabled them to build a personal action plan to become effective allies. The programme 
proposal, giving 
the learning outcomes and content, covering points A-D is uploaded. In addition, uploaded 
are 
communications that have gone out to staff via e-mail and been published on our intranet 
during LGBT 
History Month, our Equalities Week and for other notable LGBT dates. 
xxxxx changed during the year and allies actively recruited the new xxxxx as an ally. Xxxxx 
has provided visible leadership at a range of events and is 
mentoring one of the Prism network. 

Upload content covering option A: 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10648055/idH7rHFTkw/ 

Upload content covering option B: 



please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10648055/CuRhaaxGJs/ 
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Upload content covering option C: 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10648055/2pyVM7tHD7/ 

Upload content covering option D: 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10648055/EldupEXszI/ 

4.3 Does the organisation enable allies to visibly signal their commitment to 
LGBT 
equality? 
GUIDANCE: Examples include visual signals such as email signatures, badges, lanyards 
and mugs. 
Yes 

Describe how allies can visibly signal their commitment to LGBT equality: 
All allies, and Welsh Government staff more widely have been encouraged to signal their 
commitment to 
LGBT equality. This includes regular opportunities to attend photo opportunities to mark 
specific events, 
such as Equality Week and marking the 50th anniversary of the partial decriminalisation of 
homosexuality. We have also offered the opportunity to wear a visible signal of commitment 
by providing 
rainbow lapel badges and wrist bands which are paid for corporately. Our board and other 
senior staff 
have signed the No Bystanders pledge and PRISM network members and allies use the 
Prism logo and/or 
Stonewall logo on their e-mail signatures. An initiative by trans staff to commission the small 
scale 
production of Trans Pride lanyards has raised money for the xxxxx charity. These were 
available for 
staff to wear alongside their Welsh Government lanyard until the recent change in policy due 
to security 
concerns. 

Allies and Role Models: Part 2 
Allies 
5 / 9 

4.4 In the past year, which of the following activities have allies engaged in? 
Tick all that apply 
GUIDANCE: 'Helped organise' here, refers to allies taking an active involvement in the 
planning and 
execution of events. It does not mean allies simply turning up to events. 
A. Participated in LGBT network group activities 
B. Helped organise a sexual orientation equality awareness raising event 
C. Helped organise a trans equality awareness raising event 
D. Recruited other allies 
E. Coached or mentored other allies 

Describe the activities selected: 
A. Participated in LGBT network group 
activities 
Allies have participated in many Prism network events during 
the year. Allies have played an active role in these events by 
introducing speakers (xxxxx xxxxx) and chairing panel 



discussions (xxxxx xxxxx) during Equalities Week. Allies 
attended the celebration we held for the 50 year anniversary 
since the partial decriminalisation of homosexuality and 
were photographed at the event with xxxxx xxxxx. Allies have attended the Prism talks given 
by xxxxx xxxxx, xxxxx xxxxx and xxxxx xxxxx.  
Further details withheld under Section 40 
 
In addition, xxxxx xxxxx has also 
organised a meeting with the other equality networks to plan 
a series of joint events for the next year. 
 
B. Helped organise a sexual orientation 
equality awareness raising event 
xxxxx xxxxx, a member of our Senior Civil Service and the 
newly appointed Prism allies lead, worked with Prism and the 
Equalities in the Workplace Team to arrange the Prism event 
during our Equalities Week. The event was a panel event, 
discussing how staff can volunteer with LGBT organisations 
in their areas. xxxxx introduced the panel and facilitated the 
discussions between the panel and attendees, making it 
clear she was doing this in her role as a Prism allies lead. 
Prism allies regularly participate in network events, whether 
internal or external, including xxxxx events. Allies have 
participated in organising and delivering sexual orientation 
and trans equality raising events by organising and manning 
6 / 9 

stands to ensure presence across the whole estate. 
C. Helped organise a trans equality 
awareness raising event 
xxxxx xxxxx, xxxxx xxxxx and xxxxx xxxxx, Prism allies 
from HR, helped organise the trans awareness raising 
sessions that were run by xxxxx xxxxx in our offices 
throughout Wales. The sessions were run regularly through 
2016-2017 and have been very well attended. They all 
helped to plan the training session, advertise the training 
and attended to talk about their experiences of being a trans 
ally. As part of these sessions, a line manager of a trans 
person volunteered to support sessions, giving their own 
personal experience of providing line-management support 
to trans staff. 
D. Recruited other allies Prism allies regularly staff Prism stands in our offices where 
they can talk to colleagues about the importance of being an 
ally. The stands are held during our Equalities Week, LGBT 
History month and when we mark other notable LGBT dates. 
During our recent Equalities Week, Prism recruited a number 
of new allies. In addition, xxxxx xxxxx, a member of our 
Senior Civil Service, a Diversity Champion and Prism ally has 
recruited a number of new allies from within her business 
area by talking to staff about her Stonewall allies training 
and her commitment to LGBT equality within the 
organisation. 
E. Coached or mentored other allies xxxxx xxxxx, a Diversity Champion, Senior Champion 
for 
Prism and Prism ally regularly mentors and has undertaken 
ILM Level 7 Coaching course this year. xxxxx coaches a 



number of people across the public sector in Wales. 
Xxxxx xxxxx, Ally lead, has been receiving coaching from 
Xxxxx xxxxx who was seeking to coach Senior Civil 
Service members to enable him to complete his ILM Level 7 
qualification. xxxxx harnessed the Prism network to seek 
volunteers and xxxxx sought coaching through this offer. 
xxxxx xxxxxx 
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4.5 Does the organisation support all non-trans employees (including lesbian, 
gay 
and bi employees) to become trans allies through training, programmes and/or 
resources? 
GUIDANCE: Examples can include information booklets, programmes or training, but must 
focus 
specifically on being an ally to trans people. 
Yes 

Describe the training, programmes and/or resources: 
Xxxxx xxxxx, xxxx has run training sessions throughout our offices during the last year. 
Xxxxx sessions have proved very popular and have been well attended. xxxxx 
talks of her personal experience of being a trans woman, and her experience of transitioning 
in the 
workplace. She talks of how staff can be allies, and where staff can find further information 
and 
resources. We have links to all of Stonewall’s trans and allies resources on our intranet. 
Trans allies 
including Diversity Champions and HR staff have also attended, to talk about how staff can 
be allies and 
to talk through our trans policy. xxxxx is a high profile role model (xxxxx xxxxxx) and has 
also featured Prism newsletters, which is targeted at allies as well as the 
Prism network. The sessions were advertised via the intranet, the Permanent Secretary’s 
weekly bulletin, 
Prism newsletter and social media and through our diversity champions and learning and 
development 
advisers. Communications made it clear that the sessions were open to all staff. 

Allies and Role Models: Part 3 
LGBT Role Models 
4.6 Does the organisation support LGBT employees at all levels to become 
visible role 
models through training, programmes and/or resources? 
GUIDANCE: Examples can include role model and information booklets, programmes or 
training, but 
must focus specifically on steps LGBT people can take to become active role models. 
Yes 

Describe the training, programmes and/or resources: 
Many of our LGBT staff have undertaken the Stonewall Role Models training programme. 
We always 
publicise this training to our staff when we are aware that it is running and as a Stonewall 
Diversity 
Champion we highlight that we can attend the training at a reduced rate. In addition, we 
have resources 
available for our LGBT staff who wish to become role models. We have copies of all 
Stonewall Workplace 



Guides, including on Role Models, available in our libraries and available digitally via our 
intranet. 
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4.7 In the past year, have any visible LGBT role models at board level from the 
organisation been profiled? 
GUIDANCE: For information about what is meant by board level, see here. Within the 
profiling 
opportunity, the person's sexual orientation and gender identity must be clear. It should not 
be left up to 
the reader or viewer to make assumptions. 
No 

4.8 In the past year, have any visible LGBT role models at senior management 
level 
from the organisation been profiled? 
Tick all that apply 
GUIDANCE: For information about what is meant by senior management level, see here. 
Within the 
profiling opportunity, the person's sexual orientation and gender identity must be clear. It 
should not be 
left up to the reader or viewer to make assumptions. 
E. None of the above 

Allies and Role Models: Part 4 
LGBT Role Models 
4.9 In the past 18 months, has the organisation profiled visible role models 
from the 
following communities? Tick all that apply. 
Tick all that apply 
GUIDANCE: Within the profiling opportunity, the person's identity must be clear. It should 
not be left up 
to the reader or viewer to make assumptions. 
A. Gay people or lesbians 
C. Binary trans people (e.g. trans men and trans women) 
D. Non-binary trans people (e.g. genderfluid and genderqueer people) 
E. Older LGBT people 
F. Young LGBT people 
G. Disabled LGBT people 
H. BAME LGBT people 
I. LGBT people of faith 
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A. Submit evidence where you have profiled the person/s in the last 18 
months: 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10648055/rEHtUkSac0/ 

C. Submit evidence where you have profiled the person/s in the last 18 
months: 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10648055/lgOhcgCqlg/ 

D. Submit evidence where you have profiled the person/s in the last 18 
months: 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10648055/2QBzH0iDzn/ 

E. Submit evidence where you have profiled the person/s in the last 18 
months: 



please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10648055/5hGBLUe6tI/ 

F. Submit evidence where you have profiled the person/s in the last 18 
months: 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10648055/1hUbtWMGen/ 

G. Submit evidence where you have profiled the person/s in the last 18 
months: 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10648055/MT3eiPl2Ar/ 

H. Submit evidence where you have profiled the person/s in the last 18 
months: 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10648055/QR260JkIwD/ 

I. Submit evidence where you have profiled the person/s in the last 18 months: 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10648055/strLIe7SNo/ 
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Workplace Equality Index Application 
Created: 26/06/2017 • Last updated: 23/08/2017 

Senior Leadership: Part 1 
Section 5: Senior Leadership 
This section comprises of 4 questions and examines how the organisation engages senior 
leaders. The 
questions scrutinise how the organisation empowers senior leaders at different levels, then 
the individual 
actions they take. This section is worth 8.5% of your total score. 
Within this section, senior leaders are split between two levels - board level and senior 
management. For 
more information about how we use these two terms, please see here. 
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. 

Board level staff 
5.1 How does the organisation support board level employees to understand 
the 
issues that affect LGBT people? 
Tick all that apply 
GUIDANCE: The support given should be systematic in its implementation. 
A. Reverse mentoring opportunities for board level employees 
B. Promote LGBT specific conferences or seminars to the board level employees 
C. Other 

Describe each option selected: 
A. Reverse mentoring opportunities for 
board level employees 
We piloted a reverse mentoring scheme for our four most 
senior members of staff from September 2016 – March 2017. 
The six month pilot was very successful and following a full 
evaluation of the scheme, the Board agreed it should be 
rolled out further throughout the organisation. During the 
pilot xxxxx xxxxx was mentored by a member of 
staff from the LGBT development programme. Meetings took 



place on a monthly basis, in person for six months and a 
mentoring agreement was signed at the first meeting. This 
enabled xxxxx to gain the perspective of 
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his mentor and have a broader understanding of the 
challenges faced by staff including the specific issues 
affecting staff with those protected characteristics. In 2017 
11 directors and xxxxx xxxxx are to be reverse 
mentored from September and we have had a number of 
nominations from Prism members to be mentored. Full 
guidance will be provided to mentors and mentees and a 
further evaluation will be held in summer 2018. Directors 
have been asked to identify their top 3 mentors and 
matching will then be carried out by the Equality in the 
Workplace Team. 
B. Promote LGBT specific conferences 
or seminars to the board level 
employees 
We commissioned Stonewall to run a one day allies training 
session for members of our Senior Civil Service in xxxxx. All members of the Senior Civil 
Service – including the 
board - were personally invited, by xxxxx xxxxx 
to attend. In addition, the board were notified of the training 
as part of our regular diversity and inclusion update to the 
board during the board meeting in September 2016. 
Xxxxx xxxxx (as LGBT Champion) is made 
aware of LGBT conferences or events by staff in the Equality 
in the Workplace team as soon as they are aware of them. 
The team notify xxxxx to 
determine if she is able to attend. On the occasion where 
she is unable to attend, she nominates another member of 
staff to attend and provide her with an update after the 
event. Xxxxx xxxxx attended the last 
two Stonewall Workplace conferences and WEI Awards. 
Board members will also be invited to the next round of 
Allies training to be held in xxxxx. 
C. Other Members of our board regularly take an active role in events 
during our annual Equalities Week. These events raise 
awareness of equality and diversity issues across many 
strands. Each year there are LGBT specific events. Last year xxxxx xxxxx 
introduced our xxxxx 
event and this year xxxxx xxxxx joined 
Prism network members on their stand in the foyer of our 
Cardiff office. In addition our board, as network allies, are 
sent Prism’s weekly newsletters, which advertise both Prism 
events and other external LGBT events. 
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5.2 In the past year, which of the following activities have members of the 
board 
engaged in? 
Tick all that apply 
GUIDANCE: Messages communicated should explicitly reference sexual orientation and 
trans equality. 
Meetings with the LGBT employee network group should be systematic and not ad hoc. 
A. Communicated a strong message on sexual orientation equality 



B. Communicated a strong message on trans equality 
C. Met periodically with the LGBT employee network group 
D. Reviewed top line LGBT monitoring reports and actions 
E. Spoken at an internal LGBT event 
F. Spoken at an external LGBT event 
G. Engaged with senior management to discuss LGBT equality 
H. Reviewed and/or approved an LGBT inclusion strategy 

Describe each option selected: 
A. Communicated a strong message on 
sexual orientation equality 
xxxxx xxxxx requested that Stonewall 
Allies training be commissioned for members of the Senior 
Civil Service (SCS) last autumn. xxxxx 
then personally wrote to the SCS inviting them to attend. He 
attended the event, speaking to attendees about his 
personal commitment to LGBT equality. As a former 
xxxxx he spoke of being proud 
to be a visibly inclusive ally and his commitment to ensuring 
that the organisation is inclusive. As Prism champion, both 
xxxxx and xxxxx regularly 
communicate their support for LGBT equality. Xxxxx xxxxx has requested that Stonewall run 
a 
further LGBT inclusion training session for our senior staff, 
which will take place in xxx. She will personally invite 
staff to attend, communicate a strong message to staff and 
attend the session herself. Xxxxx xxxxx 
requested that we commemorated the 50th anniversary of 
partial decriminalisation of homosexuality. We flew the 
rainbow flags at our offices and pavilion at the Royal Welsh 
Show, ran a rainbow banner on our television screens in 
reception areas and xxxxx celebrated this 
important occasion with Prism members and allies in the 
foyer of our Cathays Park office. 
B. Communicated a strong message on 
trans equality 
xxxxx xxxxx has communicated a strong 
message on trans equality on a number of occasions in his 
regular bulletin to all staff. He congratulated xxxxx xxxxx when she won the xxxxx 
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Award in xxxxx and 
he has communicated his support for the training sessions 
that she runs for staff. The organisation took part in the 
a:gender benchmarking exercise (A:gender is the UK Civil 
Service trans network.) We were awarded gold star status, 
coming 2nd out of all of the departments that took part. Xxxxx talked about the organisation’s 
participation in the benchmarking exercise, our trans policy 
and how we are working to become a more trans inclusive 
organisation, including piloting gender neutral toilets in two 
of our locations. xxxxx has 
communicated her trans equality commitments in her 
bulletins and blogs, she has asked her office to arrange for 
her to meet with a:Gender, which is expected to take place 
in the autumn. 
C. Met periodically with the LGBT staff 
network group 



Xxxxx xxxxx, as Prism 
Champion, meets with the network on a regular basis. In 
addition, the Prism co-Chairs attend our Diversity and 
Inclusion Steering Group meetings, which take place every 
other month and are chaired by xxxxx xxxxx. Xxxxx xxxxx also attends part of the 
meetings when her diary permits. xxxxx 
also finds time in her schedule to support the network when 
they have stands in the foyers of our offices during Equalities 
Week, for notable LGBT days and other campaigns. 
D. Reviewed top line LGBT monitoring 
reports and actions 
A diversity and inclusion paper is put to the Board regularly. 
A recent paper covered disclosure rates of LGBT staff, how 
LGBT staff can be confident declaring and how to improve 
the declaration rate. The board considered the diversity 
dashboard, the staff survey equality report and the feedback 
from focus groups on disclosure rates. The Board was 
supportive of our aim to increase disclosure across the 
protected characteristics generally and for LGBT staff more 
specifically. An agreed outcome was for a declaration 
campaign to be run, whilst recognising that our declaration 
rates for sexual orientation are the highest in the Civil 
Service. In addition, in the regular Equality & Diversity 
updates to the Board, they have received feedback on Allies 
training, the Prism development programme and other 
network issues and activities. 
E. Spoken at an internal LGBT event xxxxx xxxxx spoke to staff during our event to 
commemorate the 50th anniversary of the partial 
decriminalisation of homosexuality. She talked of her 
commitment to LGBT equality and of the great work that 
Prism members and allies are doing. 
In xxxxx xxxxx’s video to staff that was 
broadcast on our intranet during Equalities Week, she talked 
of her commitment to LGBT equality within the organisation, 
the benefits of the Prism network and allies, and staff feeling 
confident in bringing their whole selves to work. 
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F. Spoken at an external LGBT event 
 
Withheld under Section 40 
 
G. Engaged with senior management to 
discuss LGBT equality 
Xxxxx xxxxx chairs our Diversity and 
Inclusion Steering Group every two months and our Diversity 
Champions are members. The Diversity Champions are 
members of the Senior Civil Service. Agenda items can cover 
all diversity strands, and LGBT issues are regularly discussed 
at this forum. During the last year, agenda items have 
included trans inclusion; gender neutral toilets; allies 
training/allies programme; disclosure rates; role models and 
bench marking. 
H. Reviewed and/or approved an LGBT 
inclusion action plan 
The Diversity and Inclusion Steering Group drafted our 



Diversity and Inclusion Action Plan for 2017-2020. This 
Action Plan covers all our objectives, targets and action 
across all diversity strands – including LGBT inclusion. The 
Action Plan was written by our Board Equality Champion, HR 
and equality staff, staff networks, diversity champions, 
Trades Union Side and all staff were consulted on it on our 
Involve intranet page. Once the Action Plan was nearing final 
stage, it was included in a Board Paper. The Board were 
asked to review, approve and endorse, which they did prior 
to its publication in May 2017. 

Please list the names and job titles of the individuals named above. Please 
ensure 
you have strict permission from them for their name to appear in this 
submission. 
Name Job title 
Person 1 XXXXX XXXXX 
Person 2 XXXXX XXXXX 
Person 3 XXXXX XXXXX 
Person 4 Type here... Type here... 
Person 5 Type here... Type here... 

Senior Leadership: Part 2 
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Senior Management level staff 
5.3 How does the organisation support senior management to understand the 
issues 
that affect LGBT people? 
Tick all that apply 
GUIDANCE: The support given should be systematic in its implementation. 
A. Reverse mentoring opportunities for senior management level employees 
B. Promote LGBT specific conferences or seminars to senior management level employees 
C. Other 

Describe each option selected: 
A. Reverse mentoring opportunities for 
senior management level employees 
Following the 2016 reverse mentoring pilot we are in the 
process of implementing the 2017 programme. 11 directors 
and xxxxx xxxxx are to be reverse mentored 
and we have had a number of nominations from Prism 
members to be mentored. Full guidance will be provided to 
mentors and mentees and a further evaluation will be held in 
summer 2018. Directors have been asked to identify their 
top 3 mentors and matching will then be carried out by the 
Equality in the Workplace Team. 
B. Promote LGBT specific conferences 
or seminars to senior management 
level employees 
Both the Equality in the Workplace Team and the Prism 
network share relevant LGBT events with Welsh Government 
staff. There are a number of processes that are used to share 
widely – Prism e-mail their members and allies; use posters 
and the intranet. The Equality Team are able to cascade this 
information to senior staff via the Permanent Secretary’s 
office, the Board Equality Champion and Diversity 



Champions. We also make use of the intranet to get the 
message out to the widest possible audience. Xxxxx xxxxx, 
one of our Diversity Champions recently attended an event 
on Leading Inclusive Teams which he subsequently endorsed 
to senior management via a blog. 
C. Other The Head of xxxxx regularly 
attends Heads of Diversity meetings at the Cabinet Office in 
London. These meetings are attended by all Heads of 
Diversity within the UK home Civil Service. In addition, the 
head of xxxxx also attends 
Public Sector Equality Network meetings, which are the 
equivalent for public sector organisations in Wales. The Head 
of the team then reports back to the Permanent Secretary, 
Board Equality Champion and Diversity Champions, who 
ensure that relevant information is cascaded throughout 
their business. 
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5.4 In the past year, which of the following activities have senior management 
engaged in? Tick all that apply. 
Tick all that apply 
GUIDANCE: Messages communicated should explicitly reference sexual orientation and 
trans equality. 
Meetings with the LGBT employee network group should be systematic and not ad hoc. 
A. Communicated a strong message on sexual orientation equality 
B. Communicated a strong message on trans equality 
C. Met periodically with the LGBT employee network group 
D. Reviewed top line LGBT monitoring reports and actions 
E. Spoken at an internal LGBT event 
F. Spoken at an external LGBT event 
G. Engaged with the board to discuss LGBT equality 
H. Reviewed and/or approved an LGBT inclusion strategy 
I. Attended an external LGBT event, for example Pride 
J. Mentored or coached other senior leaders 

Describe each option selected: 
A. Communicated a strong message on 
sexual orientation equality 
xxxxx xxxxx, a member of the Senior Civil Service and one of 
our Diversity Champions has communicated a strong 
message on sexual orientation and trans equality throughout 
conversations with colleagues, in meetings and team events 
as she has on other equalities and human rights issues, and 
she has actively promoted Prism events throughout her 
division. As Diversity Champion for xxxxx, xxxxx thinks it is important to embed a 
commitment to equality and human rights in her work, to 
promote equality and human rights and to challenge 
stereotyping and discrimination actively. As an example, 
xxxxx widely promoted amongst SCS colleagues the 
Stonewall Allies training and offered to speak to people 
considering going on it to explain the benefits. 
B. Communicated a strong message on 
trans equality 
As above, xxxxx has communicated a strong message on 
trans equality throughout conversations with colleagues. In 
addition, xxxxx xxxxx, Diversity Champion for xxxxx has been vocal in her support of trans 



equality throughout conversations with small groups of staff 
and team meetings, and has supported two members of staff 
who have transitioned or are transitioning. 
C. Met periodically with the LGBT staff xxxxx xxxxx meets with the Prism committee and 
Prism 
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network group members periodically, also regularly attending their events 
and meeting with individual members to discuss LGBT 
equality and network issues. Xxxxx xxxxx, a member of the 
Senior Civil Service and Prism allies coordinator sits on the 
Prism committee. Xxxxx xxxxx, another member of the 
SCS and a diversity champion also meets with the Prism 
committee and members. One of our diversity champions, 
xxxxx xxxxx, is a member of Prism. 
D. Reviewed top line LGBT monitoring 
reports and actions 
The Diversity Champions, as part of the Diversity and 
Inclusion Steering Group, review draft Board Papers on 
equality and diversity before they go to the Board. They 
have reviewed papers on LGBT declaration rates, in Welsh 
government and across the wider Civil Service; they have 
reviewed the demographic report from our annual People 
Survey. Other monitoring reports reviewed by them include 
the diversity data from our recent staff voluntary exit 
scheme and the diversity data for our recent apprenticeship 
recruitment scheme. In addition, the Champions developed 
and continue to review and monitor our Diversity and 
Inclusion Action Plan. 
E. Spoken at an internal LGBT event xxxxx xxxxx, Diversity Champion for xxxxx spoke to 
staff at our LGBT/Prism volunteering 
event during Equalities Week, xxxxx 2017, emphasising the 
importance of the network to support staff. 
F. Spoken at an external LGBT event xxxxx xxxxx spoke at the Prism volunteering event 
during 
our Equalities Week. Whilst not at an external venue, the 
event was advertised externally, and a number of people 
from external organisations attended in both the audience 
and as speakers. 
G. Engaged with the board to discuss 
LGBT equality 
The four Diversity Champions participate on an ongoing 
basis in the Diversity and Inclusion Steering Group which 
supports and advises the main Board on LGBT and wider 
equality issues. They contribute to the regular Equality and 
Diversity Papers that go to the Board. In addition, they 
regularly engage at Prism events with xxxxx xxxxx who is Prism Champion and an ally. 
H. Reviewed and/or approved an LGBT 
inclusion action plan 
Diversity and Inclusion Action Plan for 2017-2020. This 
Action Plan covers all our objectives, targets and action 
across all diversity strands – including LGBT inclusion. The 
Action Plan was written by our Board Equality Champion, HR 
and equality staff, staff networks, diversity champions and 
Trades Union Side. All staff were consulted on it on via our 
Involve intranet page which enables everyone to comment 



on the equality and diversity implications of new policies. 
The Steering Group monitor progress on actions and the 
Action Plan is the vehicle for driving the implementation of 
inclusion across the Welsh Government. 
I. Attended an external LGBT event,  
 
Withheld under Section 40 
 
J. Mentored or coached other senior 
leaders 
xxxxx xxxxx, Senior champion for Prism 
and Prism ally, regularly mentors other senior leaders and 
has undertaken ILM Level 7 Coaching course this year – 
coaching across the public sector in Wales. 

Please list the names and job titles of the individuals named above. Please 
ensure 
you have strict permission from them for their name to appear in this 
submission. 
Name Job title 
Person 1 xxxxx xxxxx 
Person 2 xxxxx xxxxx 
Person 3 xxxxx xxxxx 
Person 4 xxxxx xxxxx 
Person 5 xxxxx xxxxx 
Division 
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Workplace Equality Index Application 
Created: 26/06/2017 • Last updated: 23/08/2017 

Monitoring: Part 1 
Section 6: Monitoring 
This section comprises of 7 questions and examines how the organisation monitors its 
employees. The 
questions scrutinise data collection methods, analysis and outcomes. 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. 

6.1 Does the organisation gather data on employee sexual orientation on 
diversity 
monitoring forms and/or systems? 
GUIDANCE: If you collect data on multiple systems, you should paste the question/s and 
options you ask 
on the majority of the systems. In the text box, explain what proportion of systems the 
question is used 
on. 
Yes 
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Copy and paste the question/s you ask and options staff can select: 
HR IT Self Service System: Sexual Orientation: 
• Bisexual 
• Gay man 



• Gay woman/lesbian 
• Heterosexual/straight 
• Other sexual orientation 
• Prefer not to say 
The HRIT Self Service system is the main IT system that is used to obtain and report on staff 
data. All 
staff data is recorded on this system. Staff have access to the front end of the system. It is 
used by staff 
to both edit and/or access personal information such as their training record, sickness 
absence record, 
performance markings etc. There is a section containing personal information and a diversity 
monitoring 
form, which staff self complete. The diversity data can be edited by the individual at any 
time. 
This is the system that is used for all of our staff data and reporting e.g. our diversity 
dashboard and our 
annual Employer Equality Report. Our HRIT team are able to run reports to capture the 
diversity data. 
Appoint recruitment system: What is your sexual orientation? Select: 
• Bisexual 
• Gay man 
• Gay woman/lesbian 
• Heterosexual/straight 
• Other 
• Prefer not to say 
Appoint is our online recruitment system which is used for all Welsh Government jobs. 
People applying 
for posts need to register on the Appoint System – this applies whether they already work in 
Welsh 
Government or not. The diversity questions are at the first stage of the account registration 
process. 

6.2 Does the organisation gather data on employee gender identity, including 
trans 
and non-binary identities, on diversity monitoring forms and/or systems? 
GUIDANCE: If you collect data on multiple systems, you should paste the question/s and 
options you ask 
on the majority of the systems. In the text box, explain what proportion of systems the 
question is used 
on. 
Yes 
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6.3 Does the organisation 
monitor and analyse from 
application to appointment the 
success rate of LGBT applicants? 
GUIDANCE: This refers to external 
appointments to the organisation and 
comparing applicant diversity forms to 
new starter diversity forms. 
Yes 

Copy and paste the question/s you ask and options staff can select: 
The HRIT Self Service system that we use asks: 
Gender Identity: 
• Different to gender assigned at birth 



• Prefer not to say 
• Same as gender assigned at birth 
The HRIT Self Service System is the main IT system that is used to obtain and report on 
staff data. All 
staff data is recorded on this system. 
The system currently does not have non-binary gender options, but as explained for Q2.4 
this will be 
updated in due course in line with the rest of the Civil Service, following Cabinet Office 
Guidance. 
The Appoint online recruitment system that we use does not ask for gender or gender 
identity, although 
there are non gender specific titles that can be chosen. 

Monitoring: Part 2 
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 
https://stonewallsubmit.fluidreview.com/resp/10648441/qhPdF58TnG/ 
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6.4 Does the organisation 
monitor and analyse through a 
HR system, the spread of LGBT 
people at different pay grades 
and levels? 
GUIDANCE: The system of data 
collection cannot be through an 
anonymous staff satisfaction survey. 
Yes 

Describe who the analysis is seen by and action taken: 
Applicants are asked to complete a monitoring form as part of the job application process. 
This 
information is monitored by our resourcing team. We publish our employment data each year 
in our 
Employer Equality Report. In addition, diversity reports are regularly requested for scrutiny 
by the 
Diversity and Inclusion Steering Group. Any potential issues that would be picked up would 
be put to the 
Steering Group for consideration. Any potential actions that the Group consider necessary 
would be 
included in the Diversity and Inclusion Action Plan. 

Upload the most recent data showing analysis of pay levels and grades: 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10648441/E6LLTx1rRs/ 

Describe who the analysis is seen by and action taken: 
In our annual Employer Equality Report, we publish data on LGBT staff at each grade in the 
organisation. 
We also undertake an Equal Pay Audit each year. The audit comprises a series of 
seventeen tests 
designed to detect areas of equal pay risk within the Welsh Government’s existing pay 
system for men 
and women doing equal work. These tests are carried out to analyse the five protected 
characteristics; 



Gender; BAME; Disability, Sexual Orientation and Age. The data is produced and analysed 
by HR Expert 
Services Pay and Rewards Team. Any action required would be flagged to the Director of 
Corporates 
Services and the Diversity and Inclusion Steering Group. The latest Equal Pay Audit has not 
raised any 
concerns. 
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6.5 When running staff 
satisfaction surveys, does the 
organisation break down and 
analyse the satisfaction of LGBT 
employees? 
GUIDANCE: This can be through 
collecting diversity data on a staff 
satisfaction survey. 
Yes 

Upload the most recent staff satisfaction data: 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10648441/rwRkmECJWL/ 

Describe who the analysis is seen by and action taken: 
The People Survey analysis is produced and published each year. Our social researchers, 
HR analysts and 
Engagement and Innovation team closely monitor the survey results and engagement levels 
of staff 
across the protected characteristics (and other demographics e.g. grade; location; working 
pattern; 
caring responsibilities). Our researchers produce a demographic report which goes to our 
Board, our 
Diversity and Inclusion Steering Group and Senior Staff, who develop Action Plans (both 
local and 
organisation wide) to address any issues raised. The results also go to our staff networks, so 
the results 
on LGBT staff go to Prism. The People Survey results are taken into consideration in the 
development of 
any new policies, strategies or corporate initiatives. They informed the contents of our 
Diversity and 
Inclusion Action Plan. The highlights are also published in our annual Employer Equality 
Report. The 
Employer Equality Report is uploaded (see pages 36 and 37.) The demographic report is not 
uploaded as 
it is sensitive management information which we would not release externally. 

Monitoring: Part 3 
6.6 What proportion of employees have disclosed their sexual orientation 
(straight, 
lesbian, gay, bi and those who wish to use their own term) through a HR 
system? 
Tick one 
GUIDANCE: The proportion should not include those who prefer not to say and should be 
from an HR 
system, not an anonymous staff survey. 
90-100% 
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Upload reports or data demonstrating the declaration rate: 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10648441/Uaa2UBukXA/ 

Provide a brief description of the report you have uploaded: 
Uploaded is an extract from a report run through our HRIT system as at 30 June 2017. This 
is the report 
submitted for 6.4 LGBT staff at each grade. This report is part of what will be published in 
our Annual 
Employer Equality Report. 

6.7 What proportion of employees have disclosed their gender identity (non-
trans 
and trans) through a HR system? Tick one. 
Tick one 
GUIDANCE: The proportion should not include those who prefer not to say and should be 
from an HR 
system, not an anonymous staff survey. 
90-100% 

Upload reports or data demonstrating the declaration rate: 
please be aware only one file is allowed per answer 
https://stonewallsubmit.fluidreview.com/resp/10648441/1KFhWZaBCm/ 

Provide a brief description of the report you have uploaded: 
Uploaded is an extract from a report run through our HRIT system as at 30 June 2017.All 
staff have an 
assigned gender (male/female) on the HRIT system which they are not able to edit 
themselves. 22% of 
staff have opted to complete the “Same/not same as birth gender” field. 
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Workplace Equality Index Application 
Created: 26/06/2017 • Last updated: 23/08/2017 

Procurement: Part 1 
Section 7: Procurement 
This section comprises of 4 questions and examines how the organisation affects change in 
its supply 
chain. The questions scrutinise the steps taken to ensure LGBT inclusive suppliers are 
procured and held 
to account. This section is worth 9% 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. 

7.1 Does the organisation train or give guidance to the person/team 
responsible for 
procurement around diversity and inclusion outcomes, inclusive of LGBT 
equality? 
GUIDANCE: Examples can include information booklets, programmes or training, but must 
explicitly 
mention sexual orientation and gender identity equality in relation to procuring services. 
Yes 
2 / 6 

Describe the role or team responsible 
for procurement: 
Corporate Procurement Services is part of Value Wales 
division within Finance and Corporate Services. They are 



responsible for developing the Welsh Government's 
procurement strategy, policies and procedures and advising 
buyers and contract managers in our business areas. All 
tendering opportunities above £25,000 are advertised 
through www.sell2wales.gov.uk 
Describe the diversity and inclusion 
training or guidance they receive: 
The Equality in the Workplace team has worked closely with 
the National Procurement Service, Corporate Procurement 
Service, Value Wales and the Solution Design Authority 
Steering Group in 2017 to review and update the equality 
and diversity requirements within our procurement 
processes. This involved the Equality in the Workplace team 
developing a presentation on the value of encouraging our 
suppliers to demonstrate a commitment to equality and 
diversity and delivering it to the separate teams involved in 
procurement to see how their procurement processes could 
be strengthened (including in relation to gender identity and 
sexual orientation equality). As a result, a new paragraph 
has been inserted into procurement documents, which 
encourages anyone bidding for a contract to be committed 
to the equal opportunities agenda and challenge 
discrimination relating to all the protected characteristics 
including gender identity and sexual orientation. Any 
organisation which bids for a contract must demonstrate 
their compliance with equality legislation and must not 
unlawfully discriminate against anyone with a protected 
characteristic. Contract Managers are issued with guidance, 
produced by the Equality and Human Rights Commission, 
explaining how public authorities may approach the task of 
ensuring that they comply with the public sector equality 
duty (PSED) obligations at different stages of the 
procurement cycle, and issues that need to be considered at 
each stage. The Equality in the Workplace Team will offer the 
training to new members of the procurement teams. 
3 / 6 

7.2 Before awarding a contract, does the organisation scrutinise the following 
in the 
tender process? 
Tick all that apply 
GUIDANCE: Although it would be best practice, these criteria do not need to be deciding 
factors when 
awarding contracts. They should however still be scrutinised and appropriate action taken if 
the contract 
is awarded. 
A. Whether the potential supplier has a policy which explicitly bans discrimination/bullying 
and 
harassment based on sexual orientation or gender identity 
B. Whether the potential supplier has equality training which is explicitly inclusive of sexual 
orientation 
and gender identity 
4 / 6 

Describe the options selected below: 
A. Describe how the organisation 



scrutinises the potential suppliers 
policies: 
Potential suppliers are required to complete the Supplier 
Qualification Database before tendering. This database 
contains a section on equality and diversity. A series of 
questions are asked in order to gain an understanding of a 
supplier’s inclusive practices. Potential suppliers are asked 
for details of any discrimination cases, details of their 
equality policies and training. In addition, our standard terms 
and conditions of contract contain a section on 
discrimination, equality and human rights. Staff procuring 
the goods or services will scrutinise the suppliers’ responses 
at the outset of the procurement process. Suggested 
minimum areas to test, contained in our procurement 
templates are: 
• Identify key areas where equality legislation is relevant. 
Refer to Value Wales’ guidance on Procurement Route 
Planner 
• Ask the supplier how they comply with legislative 
requirements e.g. minimum wage, statutory rest periods/ 
breaks, equality of opportunity regardless of race, religion, 
language, disability, age, gender, gender identity, sexual 
orientation etc 
• Ensure that the specification addresses service delivery 
issues for different end-users, e.g. disabled people, people 
with different cultural backgrounds 
• Require the service provider to detail exactly how they 
intend to manage equality issues in delivering the contract, 
e.g. provision of training for their staff • Check bidders' 
recruitment policy and practices 
• Enquire whether overtime is voluntary, and whether it is 
paid at a higher rate 
• Ask how long the employees’ working week is • Use SQuID 
(Supplier Qualification Information Database) which covers 
Equality in the question set and ensures compliance with 
legislation • For contracts involving social care & 
commissioning refer to the Social Care Route Planner (PRP) 
at http://prp.wales.gov.uk/planners/social/ • For contracts 
involving food refer to the Food PRP • For all other contracts 
access the General Goods & Services Procurement Route 
Planner (PRP) at above link for information on:- - Equality Act 
2010, specific public sector duty and associated guidance; - 
Welsh Language Measure 2011 & Welsh Language Board's 
guidance "Contracting out Public Service Contracts and the 
Welsh Language"; - Blacklisting in the Construction Industry 
Procurement Advice Note (PAN) 
B. Describe how the organisation 
scrutinises potential suppliers equality 
training: 
Equality training is scrutinised as for equality policies - same 
as for A above. 
5 / 6 

Procurement: Part 2 
7.3 Once a contract is awarded, how does the organisation hold the supplier to 



account? 
Tick all that apply 
GUIDANCE: The slot in supplier monitoring meetings does not have to be specifically for 
LGBT related 
issues, but should be inclusive of them. 
A. Include a broad diversity and inclusion slot in contract monitoring meetings inclusive of 
LGBT issues 
B. Monitor and analyse LGBT related feedback on supplier 

Describe the options selected below: 
A. Describe how D&I outcomes are 
included within contract monitoring 
meetings: 
Contract Managers ensure that diversity and inclusion issues 
and outcomes are a standing agenda item at contract 
monitoring meetings. The Equality in the Workplace Team is 
due to attend the Community of Practice Contract Managers 
meeting to provide further training to Contract Managers on 
equality and diversity issues and respond to any questions 
from the group. 
B. Describe how the organisation 
monitors and analyses feedback around 
suppliers from LGBT people: 
For contracts relating to customer services, the contractors 
are required to monitor and evaluate their feedback from 
service users, which would be regularly reviewed during 
contract management meetings. Any complaints raised 
would be reported to the appropriate contract manager who 
would take appropriate action. 

7.4 In the past year, how has the organisation engaged or collaborated with its 
suppliers? Tick all that apply. 
Tick all that apply 
GUIDANCE: Joint LGBT diversity and inclusion training can also include sharing training 
with your 
suppliers. 
B. Invite suppliers' employees to take part in LGBT employee network group events 
D. Share best practice and policy around LGBT inclusion 
6 / 6 

Describe the options selected below: 
B. Describe the invitation to suppliers' 
employees to take part in network 
group activity: 
All Welsh Government on-site contractors are invited to be 
Prism associates and allies. Prism leaflets are in the 
reception areas and coffee bars in our offices, so contractors 
who can not access our intranet are still made aware of the 
network. A number of on-site contractors from different 
organisations are Prism members and spread the word 
among staff within their organisations. Prism also actively 
uses social media, for example Facebook, to link up with 
associate members in other organisations, including our 
suppliers. 
D. Describe how you share best 
practice with suppliers: 
A number of our on site contractors participate in Prism 



activities and events in our offices. In xxxxx, Prism 
produced a range of information leaflets under the heading 
“Coming Out” which were given to on site contractors. 
Onsite suppliers were able to attend the LGBT volunteering 
event during Equalities Week, as the event was advertised to 
allies and friends of the network. Some on site contractors 
also contributed to our Superstars Campaign last summer, 
where we profiled role models on stands in the foyer of our 
offices. 
1 / 10 

Workplace Equality Index Application 
Created: 26/06/2017 • Last updated: 31/08/2017 

Community Engagement: Part 1 
Section 8: Community Engagement 
This section comprises of 4 questions and examines the outreach activity of the 
organisation. The 
questions scrutinise how the organisation demonstrates its commitment to the wider 
community and the 
positive impact it has. This section is worth 10% 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. 

8.1 In the past year, has the organisation utilised its social media accounts and 
online 
presence to demonstrate its commitment to LGBT equality? 
GUIDANCE: The social media accounts here should be the ones with the widest reach. This 
question 
examines how you demonstrate to the largest possible audience that your organisation is 
committed to 
LGBT equality. The two social media posts uploaded (for example tweets), should be across 
a year and 
not concentrated on one event. The evidence can be an LGBT employee network group 
being re-posted 
by an account with bigger reach. 
Yes 
2 / 10 

Describe the activity: 
The organisation regularly uses its social media accounts to demonstrate its support to 
LGBT equality. We 
have used the accounts for recognising LGBT History Month, Transgender Day of 
Remembrance, 
Bivisibility Day, IDAHOBIT Day and during Pride season. 
XXXXXXXXXXXXXXXXXXXXXXXXXXXXXXXXXXX. As well as the 
main organisation marking these dates, Welsh Government Ministers have also 
communicated their 
support via their portfolio social media accounts. Welsh Government also used its social 
media accounts 
during Pride 2017. The First Minister, the Health Minister, the Minister for Communities and 
Children, the 
Deputy Minister for Lifelong Learning and the Deputy Minister for Health all tweeted. The 
Communities 
Minister tweeted a photograph of himself at Pride. 



PRISM also has its own Facebook page which we use to engage with our partners and 
LGBT communities, 
to share the work that the Welsh Government is doing to promote LGBT equality. We use 
this to publicise 
all our PRISM news, to share our aims and values, to promote membership – and publicise 
the work of 
other LGBT individuals and organisations. 
PRISM Board members are also extremely active on their personal social media pages 
including 
Facebook, Twitter and Instagram. They use these pages to continually promote PRISM by 
retweeting and 
reposting Ministerial, Welsh Government and Network information. 

Upload a screenshot of social media activity: 
https://stonewallsubmit.fluidreview.com/resp/10648623/XBqLZPfPC4/ 

Upload a screenshot of social media activity: 
https://stonewallsubmit.fluidreview.com/resp/10648623/tNFgdhKCLz/ 
3 / 10 

8.2 Which of the following outreach activities has the organisation taken part 
in the 
last year? Tick all that apply. 
Tick all that apply 
GUIDANCE: Sponsored or supported can include in-kind gifts and donations, for example 
providing a 
meeting room for a group, and doesn't have to be directly financial (i.e. giving money). The 
support of a 
campaign to tackle homophobia, biphobia and transphobia needs to be externally facing and 
not an 
internal awareness raising event. 
A. Sponsored or supported LGB community group/s 
B. Sponsored or supported trans community group/s 
C. Sponsored or supported LGB community event/s 
D. Sponsored or supported trans community events 
E. Supported campaign/s to tackle hate crime or homophobic, biphobic and transphobic 
bullying 

Describe each option selected: 
A. Sponsored or supported LGB 
community group/s 
The Welsh Government provided Equality and Inclusion 
Grant funding (2014-17) to Stonewall Cymru up until the end 
of March 2017. The purpose of the grant was to enable 
Stonewall Cymru to undertake interventions aimed at 
implementing sustainable improvements in the quality of 
life, socio-economic potential, fair treatment, and community 
safety of LGB people in Wales. 
We now provide Equality Grant funding (2017-2020) to 
Stonewall Cymru to cover a range of projects to deliver 
improvements in the well-being, socio-economic potential, 
fair treatment and community safety of Wales’ LGBT citizens 
and allies through: 
• Engaging with LGBT communities; 
• Empowering LGBT people and allies; 
• Amplifying LGBT voices; 
• Strengthening advice, information and advocacy services; 
• Transforming learning environments; 



• Representing LGBT people. 
The project also includes the continuation of the Stonewall 
Cymru Information Service. The addition of a xxxxxxxxxxx to the Stonewall Cymru team, and 
a 
new collaboration with IRIS Prize Outreach Ltd to produce an 
online resource library of peer produced films and lesson 
plans. 
All the activities are underpinned by the theme of 
accessibility, empowerment and an ambition to reach a wide 
diversity of people including Black, Asian and Minority Ethnic 
4 / 10 

(BAME) people, disabled people, people of all ages, of all 
socio-economic groups and especially those LGBT voices 
seldom heard 
B. Sponsored or supported trans 
community group/s 
The Welsh Government provided Equality and Inclusion 
Grant funding (2014-17) to Trans*Form Cymru to empower 
and support trans* young people to access their rights and 
to provide support to youth-facing organisations to address 
discrimination and exclusion often experienced by trans* 
young people. 
Trans*Form Cymru is led by a Steering Group of young 
people aged 11-25 who all identify on the trans* spectrum. 
They meet regularly and develop projects to raise awareness 
of gender variance among young people and professionals. 
Since the start of the project, the group has created a 
performance and short film based on their experiences, led 
trans awareness raising sessions with young people and 
practitioners and met with the Minister for Communities and 
Tackling Poverty to inform the Welsh Government 
Transgender Action Plan. The group has enabled trans* 
young people to meet and socialise with their peers, develop 
skills and confidence and make a real difference to the lives 
of others. 
As mentioned above, we now fund the addition of a xxxxxxxxxx to the Stonewall Cymru 
team. 
C. Sponsored or supported LGB 
community event/s 
In the last year, the Welsh Government provided £20,000 to 
Pride Cymru to be used for creative and design work to 
market their 2017 main event which promotes the 
importance of LGBT+ rights in the community. Pride Cymru 
seek to work within all areas of the LGBT+ community in 
Wales and run a programme of projects aimed at supporting 
the LGBT+ community, and develop links with the wider 
community. The intention is to increase understanding and 
respect for all which will lead to a reduction in hate crime. 
The Welsh Government provides funding to the Iris Prize 
Festival which has established itself as a key event in the 
promotion of LGBT film making in the UK. The prize awarded 
offers the winner the chance to produce a new short film. 
The event has received Welsh Government grants amounting 
to £120,000 in total from the Major Events Unit. This figure is 
made up of a £60,000 grant over three years 2012-2014 and 



a £60,000 grant over three years 2014-16. This funding has 
helped to support the marketing and staging of the Festival, 
including the creation of two full time equivalent posts. Over 
the six years the event has grown from attracting around 
5,000 visitors in 2012 to 8,200 visitors in 2016, with 66% 
coming from outside Wales, and generating around £500,000 
of net additional spending into the Welsh economy. Iris has 
become an international event, which is Welsh in nature and 
enhances the image and cultural identity of Wales. 
5 / 10 

D. Sponsored or supported trans 
community events 
Redacted under section 40 
 
E. Supported campaign/s to tackle hate 
crime or homophobic, biphobic and 
transphobic bullying 
Through our “Tackling Hate Crimes and Incidents: A 
Framework for Action” strategy tackles hate crimes. we work 
with partners on prevention, supporting victims and 
improving the multi-agency response. Our 2016-17 progress 
report and 2017-18 delivery plan include actions to address 
LGBT hate crimes. 
We established an All Wales Hate Crime Criminal Justice 
Board. LGBT hate crime was the main theme at the January 
2017 meeting with a presentation from ‘Galop UK’. 
We fund Victim Support Cymru to operate the National Hate 
Crime Report and Support Centre. This has created a 
reporting system across Wales providing an initial point of 
contact for all victims and provides advocacy, support and 
signposting. 
We funded Police and Crime Commissioners to support Hate 
Crime Awareness Week, 2016, focusing on challenging 
underlying attitudes and behaviours. 
We published an article in Fyne Times (UK based gay and 
lesbian magazine), spring 2017, outlining our commitment to 
tackling LGBT hate crime. 
We have published lesson plans for schools on transgenderbased 
bullying which can be found on Hwb, (a national 
collection of digital resources to support learning in Wales. 
The Cabinet Secretary for Education delivered the keynote 
address at an event in March where Just Like Us, a charity 
empowering LGBT+ young people to tackle LGBT bullying in 
schools, celebrated the launch of their work in Wales. Welsh 
6 / 10 

Government sent the message that bullying in any form will 
not be tolerated in our schools. Our pupils must be allowed 
to be who they are openly in a safe school environment. 

Community Engagement: Part 2 
8.3 In the past year, have you collaborated with other organisations in your 
region or 
sector on an initiative to promote LGBT equality in the wider community? 
GUIDANCE: The initiative can be a one-off or on-going project. 
 



Withheld under Section 40 
 

8.4 Has your organisation done 
any further work in the past year 
to promote LGBT equality in the 
wider community? 
GUIDANCE: Activity here should be 
additional to anything already 
mentioned in the submission. 
 
This year, the Welsh Government made additional funding available within our budget to 
improve gender 
identity health provision in Wales. In August, the Cabinet Secretary for Health, Wellbeing 
and Sport 
announced the foundations of a new interim care pathway which will be in place to improve 
access to 
gender identity services for adults in Wales. The work on this pathway has been undertaken 
in 
partnership with service users and representatives of the trans community. 
XXXXXXXXXXXXXXXXXXXX It is important for us to be visible at 
10 / 10 
LGBT+ events to demonstrate our commitment to LGBT+ equality and inclusion. Pride 
events are useful 
engagement opportunities to listen to members of LGBT+ communities and other 
organisations 
committed to equality and diversity and understand any barriers to working for the Welsh 
Government. 
This year, the Cabinet Secretary for Communities and Children and the Leader of the House 
also 
attended Pride Cymru’s celebrations. 
The Welsh Government office in Washington DC also undertook a range of activities for DC 
Pride month, 
working closely with the FCO. The main activities included co-hosting a reception and 
making a speech 
alongside the Deputy Head of Mission. They also took part in the DC Pride parade and 
contributed some 
funding towards the events. This served to promote Wales as an LGBT inclusive country to a 
new 
audience. 
The Cabinet Secretary for Communities and Children delivered the key-note address at the 
UK Pride 
Organisers Network (UKPON) Spring conference hosted by Pride Cymru in March 2017, in 
Cardiff. UKPON 
exists to provide networking opportunities for Pride organisers from around the UK to ensure 
the Pride 
movement in the UK continues to grow. 
The Welsh Government flies the rainbow flag from all buildings in our estate to mark LGBT 
History Month, 
IDAHOT, Pride and this year for the celebration of 50 years since partial decriminalisation of 
homosexuality. This year we also flew the rainbow flag from our pavilion in the Royal Welsh 
showground 
as we recognise there are specific barriers LGBT people in rural communities may face. We 
also fly the 
trans flag around our estate to mark Transgender Day of Remembrance in November. 



Our consultation on our Transgender Action Plan in 2015 highlighted employment issues 
trans people can 
face. Business Wales have produced guidance for businesses on recruiting and retaining 
trans staff 
members. 
The Cabinet Secretary for Communities and Children wrote to the Football v Homophobia 
campaign in 
January 2017 to express his support for the campaign and wish them luck with the launch of 
their 2017 
month of action. 
Welsh Government’s Parenting. Give it Time campaign has launched a new initiative to find 
parents 
across Wales who are willing to share their stories and become the #faceofparenting! This is 
a 
nationwide search to find four families living in Wales who can share their stories about 
parenting. The 
competition is designed to celebrate the diverse types of parents of 0-5 year olds across 
Wales. We have 
explicitly stated that we are seeking applications from same-sex parents. 
 

Workplace Equality Index Application 
Created: 26/06/2017 • Last updated: 04/09/2017 
Please choose the option that 
best describes your organisation: 
B. Public or third sector non-service provision 

9B.1 In the past year, has the 
organisation promoted LGBT 
equality and diversity in its 
sector? 
GUIDANCE: This can include at 
network-of-network forums and other 
D&I initiatives and events. 
Yes 

Routing question Section 9 
Section 9: Clients, Customers and Service Users 
This section comprises of between 3-5 questions and examines how the organisation 
engages with 
clients, customers, services users or partners. This section is worth 8.5% of your total score. 
In order to begin this section, choose which sector best describes the organisation 
below. 

Clients, Customers and Service Users: PS NSP 
Public or third sector with non-service provision 
2 / 3 

9B.2 In the past year, has the 
organisation encouraged 
partners to take part in diversity 
programmes or assessments? 
GUIDANCE: 'Partners' here refer to 
other organisations which are not 
suppliers which the organisation might 
collaborate with. 



Yes 

Describe how the organisation has promoted LGBT equality in its sector: 
The Welsh Government was the first government to bring in specific equality duties in order 
for public 
bodies to better perform their public sector equality duty. The Equality Act aims to ensure 
public 
authorities and those carrying out a public function consider how they can positively 
contribute to a fairer 
society in their day-to-day activities through paying due regard to eliminating unlawful 
discrimination, 
advancing equality of opportunity and fostering good relations. 
The Regulations place duties on the devolved public sector, including Welsh Government, 
covering 
equality impact assessments, publishing and reviewing Strategic Equality Plans, 
engagement, pay 
differences, procurement, reporting arrangements and equality and employment information. 
The xxxxx Team are members of the UK Civil Service Heads of Equality network and 
the Welsh Public Sector Equality Network, working together to share best practice. The head 
of the team 
was supportive of a meeting for all heads of government diversity teams to discuss the value 
of the 
Stonewall index and working with Stonewall. 
The Prism network is a member of the UK Civil Service Rainbow alliance and has recently 
been 
instrumental in launching a new LGBT north Wales public sector network, with support from 
xxxxx xxxxx. 
3 / 3 

9B.3 In the past year, has the 
organisation invited partners to 
take part in in-house LGBT 
initiatives or events? 
GUIDANCE: The events or initiatives 
should be organised and held by the 
organisation. 
Yes 

Describe how the organisation has encouraged partners to take part in 
diversity 
programmes and initiatives: 
Our Diversity in Democracy Programme is aimed at increasing the diversity of individuals 
standing for 
election in local government. This includes LGBT people. People within groups with 
protected 
characteristics received leadership and social media training as well as “how to be a 
councillor” sessions. 
Prism Co-Chair, xxxxx xxxxx delivered a presentation at the xxxxx Annual 
Conference highlighting the benefits of participation in the Stonewall Workplace Equality 
Index. Two 
sessions were delivered to participants from a wide range of Civil Service organisations 
many of which 
had not taken part in the WEI previously. 
At xxxxx conference, our Allies champion along with PRISM’s Co-Chair delivered a 
presentation during a workshop around the benefits and importance of being an ally and 
having allies. 



Participants were encouraged to consider PRISM’s approach to having an allies network as 
part of our 
wider LGBTI+ network. 

Describe how the organisation has invited partners to take part in in-house 
initiatives: 
Friends of Prism (contractors, external LGBT networks, organisations in the public sector in 
Wales and 
wider UK Civil Service were invited to attend our Equality Week events, which were run by 
the 
organisation. 
1 / 1 

Workplace Equality Index Application 
Created: 26/06/2017 • Last updated: 23/08/2017 
10.1 Has the organisation done 
any further work in the past year 
to improve the working 
environment for LGBT staff? 
GUIDANCE: The activity detailed here 
should not have been mentioned 
anywhere else in the submission. 
Yes 

Clients, Customers and Service Users 4 
Section 10: Additional work 
This section is your opportunity to tell us about any additional work the organisation has 
carried out over 
the past year. This section is worth 1% of your total score. 

Describe the activity and impact: 
The Prism network are seeking members for a new working group to be involved in the 
development and 
review of policies, to ensure that LGBT views across the widest possible spectrum are 
heard. In addition, 
there is now direct consultation with trans staff, via xxxxx xxxxx, who now also sits on our 
Diversity and Inclusion Steering Group and attends our staff network Chair meetings. 
For our latest apprentice recruitment scheme, we undertook an outreach programme, 
updated our 
outreach materials and website and made a video. The video contained a range of diverse 
apprentices 
(past and present) and encouraged a more diverse range of applicants, with xx% of the xx 
applicants 
being LGBT. The apprentice recruitment website included new lines on diversity and 
monitoring: 
Diversity - We measure it because it matters. 
We are committed to being an equal opportunities employer. We wish to ensure that all 
applicants are 
treated fairly and appointed solely on their suitability for the post irrespective of who you are 
or where 
you come from. We are sensitive to the fact that some people would rather not complete 
diversity forms - 
maybe because they fear the information will be misused. However we assure you that all 
information 
provided is kept strictly confidential, used PURELY for statistical purposes and will not be 
used to 



influence recruitment decisions. 


