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Introduction  

Qualifications Wales regulates awarding bodies offering qualifications in Wales. We are an 
independent body focused on publicly funded qualifications, including GCSEs, A levels and 
vocational qualifications. We work with others to review and reform qualifications. 

Degrees are not part of our work, but we work with universities and colleges to make sure 
they understand qualifications so that learners can progress into higher education. We want 
qualifications to be the best they can be for learners, teachers and employers, helping people 
adapt in a rapidly changing world. We work with awarding bodies to extend the availability 
of qualifications through the Welsh language.  

 
Under the Qualifications Wales Act (2015), we have two principal aims: 
 

• ensuring that qualifications - and the Welsh qualification system - are effective for 
meeting the reasonable needs of learners in Wales;  

• promoting public confidence in qualifications and in the Welsh qualification system. 

 

We place the learner at the heart of our activities. 

We also have a responsibility to look across the qualifications system to check that it is 
working in the interest of learners, and to act or advise others to do the same, if necessary. 
Part of our work is to ensure that qualifications within the system are valued.  We have 
powers and duties to regulate awarding bodies and we can make positive interventions to 
secure improvements to qualifications or the qualifications system.  

At Qualifications Wales, we protect the value of qualifications, make sure that they are 
awarded fairly, and review and develop them as the needs of learners change. As the trusted 
experts in qualifications, we provide Welsh Government with advice on relevant issues. We 
also consider the needs of employers, the higher education (HE) sector and professions. 

Qualifications Wales is required by law, under the Equalities Act 2010 and Wales 2011 
Regulations, to report its activity against its equality objectives on an annual basis. This 
report covers the period 1 January 2019 to 31 March 2020 and is the third Annual Equality 
Report from Qualifications Wales.  
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Developing our Strategic Equality Plan  
 
We are outward-looking, so engage, communicate and collaborate to strengthen our ability 
to promote public confidence in the Welsh qualifications system, and to meet the needs of 
learners in Wales. Our approach to our work and role is summarised below: 
 
• We invite, listen and respond to the views of learners. 
• We listen and respond to stakeholder feedback, views and concerns appropriately. 
• The way in which we make regulatory decisions and engage with stakeholders is 

proportionate and we assess the potential impact of our regulatory actions on affected 
groups. 

• Our culture is inclusive, which enables us to make better decisions to benefit the entire 
organisation. 

• Consultations are transparent and meaningful. 
• We take a collaborative approach and draw on the knowledge and expertise of 

stakeholders as appropriate. 
• We seek to establish and maintain effective relationships with key stakeholders. 
• We produce clear, informative, targeted and timely communications. We review the 

impact of our communications and seek to find ways to improve our approach. 
• We work with other regulators wherever possible, being mindful of the impact on 

awarding bodies that are regulated by more than one regulator. 
• We carry out regulatory impact assessments as appropriate to assess the costs, benefits 

and risks associated with a policy or course of action. 
 
Our work is underpinned by our values: 
 
• Collaborative in the way that we work 
• Thoughtful in the approaches we take  
• Positive in our outlook  
• Learning from experience and others 
 
Our purpose is met when regulated qualifications taken in Wales are trusted and valued by 
learners, employers and education providers and are recognised throughout the UK and 
internationally – this is our overarching vision, which is achieved when our regulatory objectives 
are met: 
 

• Regulated qualifications taken by learners in Wales are valid, reliable and awarded to an 
appropriate standard. 

• Regulated qualifications in Wales are inclusive and promote equality of opportunity for 
learners. 

• Regulated qualifications and the qualifications system are responsive to changing needs 
and circumstances, particularly in regard to the long-term benefit of Wales and its learners. 

• Regulation is proportionate, transparent, consistent and targeted, to support a 
qualifications system that is sustainable in the long term. 

• Information reasonably required to deliver consistent and quality-assured regulated 
qualifications is available and accessible. 

• Appropriate governance is in place to ensure accountability and regulatory compliance. 
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This report provides information about our staff and Board members and an update on our 
progress against our objectives for the period January 2019 to March 2020. This is the first 
report against our objectives that were published in May 2019, and a 15-month report to 
bring us in line with reporting on a financial-year cycle.  
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Our organisational staff profile  

Qualifications Wales is an organisation of fewer than 100 staff. We recruit based on merit 
and ensure that our recruitment panels have gender balance. Recruitment is generally via 
external schemes, advertised on our website as well as via other role relevant routes. In the 
last 18 months, we ran 22 recruitment exercises for a range of posts. We promote flexibility 
and we will consider alternative working patterns, for example part-time working and job 
sharing. Since establishment, we have adopted an approach that guarantees an interview to 
a candidate who declares a disability and meets the minimum criteria at shortlisting. In 
January 2019, we became Disability Confident Committed: we achieved Disability Confident 
status a year later in January 2020. We use the logo on our recruitment webpages and on 
our email correspondence during the recruitment process to signal our commitment to an 
inclusive recruitment process. 
 
Gender pay 
 
We have transparent pay scales and staff with satisfactory performance move up the pay 
scales automatically with an annual increment. Changes to these scales are agreed through a 
collective bargaining process involving a recognised Trade Union. Gender is evenly 
distributed across the staff pay bands. We review our gender pay information annually and 
publish the detail in our Annual Accounts.   
 
Our gender pay gap is currently 10.9%.   
All our recent appointments at various Bands have been made to women, with just one new 
male employee in 18 months, and consequently they have started at, or near, the bottom of 
our pay-scales. Eighty-one per cent of men are at the maximum of our pay bands compared 
to 61% of women. We also recognise that we have a greater proportion of female employees 
in Bands 1 and 2 compared to men. Our objective relating to gender focuses on recruitment 
and, in particular, ensuring that the roles we advertise are attractive to either gender and to 
people with other protected characteristics so as to encourage a diverse workforce. We 
publish our public sector equality data in an open format on our website. In the coming year, 
we plan to engage further with Chwarae Teg to review our approach to gender equality.   
 
Our staff are asked to respond to an equalities questionnaire to enable us to report on our 
employee population in relation to the protected characteristics. We seek to capture data 
about race, faith or belief, sexual orientation, age, marriage and civil partnership, disability, 
and being transgender and we also hold information about pregnancy and maternity 
conditions. 

The following tables outline our employee composition as at 31 March 2020 by band, 
gender, age, contract type (full-time hours are 37 hours per week, part-time contracts are 
those agreed with hours less than 37). On 31 March, we had three agency contracts in place. 
These are temporary and are not included in our statistics. 
 
Due to our size, we have a number of instances where the proportions of staff with a 
protected characteristic are too small to report. We do not report where there are five or 

https://qualificationswales.org/english/about-us/strategies-and-plans/plans-and-reports/
https://qualificationswales.org/english/about-us/corporate-policies/qw-public-sector-equality-data/
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fewer responses, to ensure we protect confidentiality and anonymity. We also have some 
employees who have chosen not to respond to some or all of the questions.    

 
 
 
Gender  
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Age 
 
 

 
 

 

 

* Indicates where the number of staff is 5 or fewer unless no response or does not identify 
staff 

The full data tables can be seen in Appendix 1.  
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Distribution of employees across age bands 
at   31 March 2020

Ethnic Origin

Asian - *
White European - 56 (64%)

White Other - *
Unspecified (left blank) - 29 (33%)

Sexual  Orientation

Bisexual - *
Gay - *

Heterosexual - 54 (62%)
Unspecified (left blank) - 29 (33%)

Religion / Belief

Buddhism - *
Christian - 16 (18%)

Other - 6 (7%)
Not specified (by choice) - 24 (28%)
Unspecified (left blank) - 41 (47%)

Disability

No - 57 (66%)
Yes - 0

Unspecified (left blank) - 30 (34%)

Qualifications Wales
Employees

87
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Reflections on the profile of our staff 

Our data shows some small changes in the profile since our last report. However, where 
numbers have declined in terms of declared information, we see an increase in the numbers 
of ‘no response’. When employees join us, they are encouraged to complete the equalities 
data within the secure HR Information System online. The increase in ‘not specified’ or ‘left 
blank’, may be due to non-completion or may be due to employees reviewing their data and 
amending their choices to select these categories instead.  

Our workforce continues to have a greater proportion of female employees, with this figure 
having risen from 46 to 55 at the end of March 2020 whereas our number of male 
employees has declined from 33 to 32. Our number of part-time employees has increased 
from six to ten, although just one of these is now male, compared to three previously. In 
2017, we had seven part-time employees, three of whom were men, although two of these 
were temporary appointments. Some of our employees choose to work flexibly, essentially 
working condensed hours (9 days out of 10 over a two-week period), using our flexi-time 
arrangements. 

We are similar to the wider education workforce in that we employ a higher proportion of 
females and have a low ethnic diversity. We are committed to working with relevant bodies 
to help increase interest in our organisation which we hope will lead to applications from a 
broader range of candidates. 

Our age profile has altered of the last 12 months. At the end of 2019, we had a higher 
proportion of employees in the 25-29 and 30-34 groups than we have at the end of this year. 
The highest grouping overall was the 40-44 group, which had 19 employees in 2019.  Some 
of the changes are as a result of ageing and crossing into the next age band and some due 
to recruitment.  We remain stable at both ends of the spectrum, <25 and 55-59 and 60-64 

During the last 18 months, we have worked with Remploy to offer a work experience 
placement for an individual within the organisation. This was successful, and the placement 
became a fixed-term appointment to provide additional administrative support within the 
organisation. We are committed to working with Remploy again to offer similar opportunities.   

We also achieved our Disability Confident status during the year and delivered training to staff 
and Board Members on awareness and how to support disability in the workplace. 

 

 
“During 2019 we were fortunate enough to support Qualification[s] Wales with a 
Receptionist and Administration work placement.  The pre-placement meeting held at 
Qualifications Wales allowed the participant to get a visual insight into her new 
environment and alleviate any fears or concerns held prior to this session. Qualification[s] 
Wales were keen to ensure that the placement would suit the participant and showed 
amazing flexibility in relation to start and finish times. They also understood the importance 
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of equality and allowed the participant to utilise the workplace in similar fashion to those of 
the paid colleagues.   
 
The participant undertook a two-week work placement and was offered an extended 12- 
week paid role thereafter. The notable increase to the participant’s confidence and self-worth 
was astounding.  They utilised the 12-week paid role as a springboard to a permanent role 
thereafter and is now employed in a new organisation, still confident and above all, still 
happy.  
 
Although this particular applicant always harboured these internal capabilities, without the 
very real support shown by Qualification[s] Wales there was a strong chance that the happy 
ending would still be unwritten.  Thank you, Qualification[s] Wales. " 
 
Claire Lane – External Relationship Manager – Remploy 
 
 

 

Our Wellbeing and Equality group champion and promote messages in the workplace. The 
group were engaged with drafting our new equality objectives and work in partnership with 
HR to promote messages that seek to maintain an inclusive environment.  

In our 2019 employee survey, 91% of employees agreed that they were treated with respect 
by those that they work with and 86% believe that our organisation respects individual 
differences (culture, working style, background and ideas). 
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Our Board profile  

Qualifications Wales has a skills-based Board which is made up of the Chair, Chief Executive 
and between eight and ten members. With the exception of the CEO, all members are 
appointed by the Minister for Education through the public appointments process (Wales).  

The role of the Board is to: 

• provide effective leadership for Qualifications Wales, defining and developing strategic 
direction, and setting objectives; 

• provide effective leadership for the operation of the organisation; holding the Chief 
Executive to account for ensuring that Qualifications Wales’ activities are conducted 
efficiently and effectively; 

• monitor performance to ensure that Qualifications Wales fully meets its aims, objectives 
and performance targets;  

• promote high standards of public finance; upholding the principles of regularity, 
propriety and value for money. 

At the beginning of March 2019, our Board had 12 members (including the Chief Executive); 
an overview of their equality profile is shown below. Our Board members have agreed for 
their personal data on  gender, age, ethnicity and disability to be shown as below.  We have 
not published data in other categories due to the low number of responses in each category.  
The Chief Executive data is included in the staff profile and in the Board profile below. 

 

 

The full data tables can be seen in Appendix 1.  

More information about the Qualifications Wales Board can be seen here on our website. 

Gender
Men - 5 (42%)

Women - 7 (58%)

Age
All categories below 39 - 0 (0%)

40-44 - 1 (8%)
45-49 - 3 (25%)
50-54 - 3 (25%)
55-59 - 3 (25%)
60-64 - 1 (8%)
65+ - 1 (8%)

Disability
Yes - 0 (0%)

No - 12 (100%)

Ethnic Origin
White - 11 (92%)

Asian / Asian Welsh  - 1 (8%)

QW Board
(12 members) 

https://qualificationswales.org/english/about-us/corporate-governance/board/
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Reflections on the profile of our Board  

Our Board has a healthy gender balance. Our age distribution is well balanced between the 
ages of 40 and 65+. We recognise there are no declared disabilities within the Board and 
there is limited ethnic diversity. We will work with Welsh Government to seek to attract a 
wider range of applicants in future recruitments, albeit recognising the skill requirement will 
be the predominant factor in appointments made through the public appointments system. 
Our Board appointments are paid, which we believe helps to encourage a wider range of 
applicants.  

 

Our Strategic Equality Plan (objectives 2019-22) 

The Qualifications Wales Board approved the Strategic Equality Plan (objectives 2019-22) in 
January 2019, and it was published in May 2019.  

The purpose of our equality objectives is to strengthen our performance of the public-sector 
equality duty and ensure we make progress in advancing equality and inclusion for protected 
groups in Wales.  

We selected the areas to focus on by talking to our staff, our senior leadership team and our 
Board to generate ideas. We have also met and discussed our approach with groups 
representing people with different protected characteristics including Remploy, the Race Equality 
Council, the Equalities and Human Rights Council, Stonewall, Chwarae Teg, SEWEC (South East 
Wales Equality network) and SEWREC (South East Wales Racial Equality Council). 

All of our objectives are aimed at promoting equality and inclusiveness for people with any of 
the protected characteristics. We have identified objectives which will help us better meet our 
duties and grouped these under five main headings: 

1. Our regulatory work     
2. Engaging with and informing the qualifications system   
3. Workforce and Board diversity    
4. Inclusive culture   
5. Continually improving how we operate as an inclusive organisation   

  

The information in the remainder of this report provides an update about our work for the 
period 1 January 2019 to 31 March 2020.  
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Review of progress against our objectives in the period April 2019 to March 2020  
 
In the following pages, we provide an update of our progress against our equality objectives.  
 
Our regulatory work 

Regulated qualifications are designed and assessed in a way that is fair for all learners.  

How we will achieve the objective? 
 

Review of our work this year 
  

  
• We will develop our requirements for qualifications to ensure there are no 

unreasonable barriers to access; 
• When reviewing qualifications for approval, we will focus on equality issues as part of 

our approval process; 
• The law requires awarding bodies to comply with the Equality Act 2010. In addition, 

as the regulator and to reinforce this requirement, we require Awarding Bodies to 
comply with equalities law through our Standard Conditions of Recognition, and 
follow other regulatory and guidance documents such as Fair Access by Design; 

• We will require all awarding bodies to report to us that they have appropriate 
procedures in place to ensure compliance with our Standard Conditions of 
Recognition; 

• We will take appropriate and proportionate action where non-compliance is identified 
within an awarding body; 

• We will check that all awarding bodies have appropriate procedures for applying 
reasonable adjustments in their qualifications for learners with disabilities; 

• We will complete both regulatory and equality impact assessments on major pieces 
of  work; 

• We will review Fair Access by Design – the guidance relating to how to address 
accessibility within qualification assessment design; we will also ensure staff and 
expert panels refer to the guidance when reviewing qualifications; 

• We will be active members, along with fellow regulators, of the Access Consultation 

 
• During 2019-20, we received five applications from awarding bodies 

wanting to be recognised by us. Each applicant was assessed 
against criteria relating to equalities legislation. We also monitor 
awarding bodies that are recognised by us, giving due regard to 
equality. 

• We received and reviewed statements of compliance from 97 
awarding bodies. There have been no matters of non-compliance in 
relation to equality from awarding bodies in 2019-20. 

• Our External Relations team works across centres in Wales, making 
sure those in the exam system understand how special access and 
reasonable adjustment arrangements work. This helps support the 
delivery of exams for learners with additional learning needs and 
disabilities.   

• We have reviewed Fair Access by Design, our guidance for awarding 
bodies on how to design assessments so that they are inclusive and 
fair. We updated this jointly with CCEA Regulation and it includes 
new information about IT enhanced assessment and other useful 
information for awarding bodies on how to reduce bias and 
promote equality. This has been published and is available on our 
website and we raised awareness among awarding bodies at our 
2019 forum event.  
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Forum to consider equality issues; 

• Where we procure services from an awarding body/ies to develop new qualifications, 
we will require them to give due consideration to equality in their stakeholder 
engagement during their qualification development; 

• Where we identify any systematic equality issues outside our own remit, we will 
report these to the appropriate bodies. 

• We have progressed our work conducting Regulatory Impact 
Assessments (RIAs), and introduced a new toolkit and template for 
staff this year as well as completed corporate training on how to 
conduct integrated impact assessments. We have undertaken RIAs 
on our reform programmes, including Qualified for the Future 
(qualifications to support the new curriculum), the introduction of 
our new GCSE in Digital Technology, and reforming the Skills 
Challenge Certificate. We have also completed impact assessments 
for regulatory decisions including withdrawing recognition, 
strengthening our data requirements and making changes to our 
Standard Conditions of Recognition (the regulatory document that 
contains the main set of rules that awarding bodies must follow).  

• Throughout the reporting period, we have been active members of 
the Access Consultation Forum, which is represented by the 
qualifications regulators from England, Northern Ireland and Wales. 
This group considers legislative matters for qualifications with 
regards to equality matters. 

• We have not identified any systematic equality issues outside our 
remit, but if do, we would report them to the appropriate body. 

 
 

 
Qualified for the Future – Consultation and Regulatory Impact Assessments 
We consulted on our proposed principles for reforming qualifications taken at the age of 16 during autumn 2019. From the very beginning of the project, we took an 
integrated approach to our impact assessment. For example, when we were first considering policy options, we carried out workshops to consider the potential impacts on 
all our stakeholders. We also tested these emerging impacts with a range of stakeholders in engagement events around Wales and commissioned data collection and 
research. As we developed our thinking further and began to shape our consultation ‘Qualified for the Future’, we conducted a full impact assessment on all our shortlisted 
policy options. This included completing an equalities impact assessment, which considered the potential benefits and disadvantages of various options and how they may 
impact on different groups. This included analysing the potential impacts (both positive and negative) on children and young people, future generations, and lower socio-
economic groups as well as children with disabilities and special educational needs. Our equalities impact assessment was conducted in an integrated way together with 
our Welsh language impact assessment and regulatory impact assessment. All our impact assessment work was carried out alongside the drafting of the consultation 
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document and helped inform and refine the options we finally consulted on. Our completed integrated impact assessment was published together with the consultation 
document, and we included specific questions in the consultation about impacts on people with protected characteristics.  
 
The consultation was made available in both Welsh and English and ‘easy read’ and ‘youth friendly’ formats, as we wanted to encourage as much engagement with the 
consultation as possible. We received responses in both languages and received feedback on our impact assessment questions. We have collated and analysed the data and 
this will be published alongside our decisions report on the consultation outcomes.  

 

 

Engaging with and informing the qualifications system 

We communicate, engage, consult and conduct research with diverse groups, benefiting from a wide range of views 

 

How we will achieve the objective? 
 

Review of our work this year 
  

• We will build consideration of equalities issues into the planning and design of our 
research programme; 

• We will have the appropriate mechanisms to engage specific groups where required 
for the purpose of research, engagement, consultation and other relevant 
communication; 

• We will use our developing data infrastructure to monitor qualifications data in Wales 
-for example, how take up of qualifications is changing over time for different groups 
of students. We will consider how awarding bodies could provide us with evidence 
that their qualification assessments are fair and unbiased; 

• We will embed our new ethical review processes for research, which builds 
consideration of equalities into the design and management of research projects; 

• We will complete a research project to consider how learner engagement can best 
inform our work and include an equalities dimension in this work; 

• We will review our use of online surveys to see whether their accessibility could be 
improved; 

• We have developed our data infrastructure so that we can analyse 
qualification take up over time by age and sex, and by eligibility for 
free school meals for learners in maintained schools. We intend to 
consider further enhancements to allow us to analyse data by a 
wider range of protected characteristics. 

• We have also analysed changing take-up for qualifications at entry 
level and level 1 for learners in special schools and pupil referral 
units. We are carrying out further research into qualification 
provision at these levels to inform the future qualification offer in 
schools linked to the new curriculum. 

• We have used an integrated impact assessment template, which 
includes the equalities impact assessment, for our Qualified for the 
Future consultation. The consultation itself was made available in 
accessible versions, including producing our first Youth Friendly and 
Easy Read versions of a consultation. We also engaged with 
members of the Youth Parliament attending three regional events.   
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• We will review how we collect informed consent to participate in research, focusing 

on enabling participation. In particular, we will focus on how we collect informed 
consent from young people and learners with disabilities; 

• We will review our organisational consultation guidance to ensure it highlights 
equalities and in particular that the needs of people with protected characteristics are 
taken into account when designing a consultation; 

• We will continually seek out new ways to engage and communicate with groups with 
protected characteristics through a range of channels; 

• We sense-check our communications to ensure they are easy to understand for each 
target audience; 

• We will ensure a full range of visible diversity across our promotional  content. 

• Our Phase 1 ‘Qualified for the Future’ consultation asked for 
feedback on principles for deciding how qualifications may change 
to complement the new National Curriculum for Wales. Our 
engagement effort included five focus groups across Wales with 
Children in Wales with a diverse range of learners and a drop-in 
session hosted by Citizens Wales at Butetown Community Centre.  

• We also used an integrated impact assessment template, which 
includes the equalities impact assessment, for our Qualified for the 
Future consultation.  

• We completed the first stage of our research on engagement in 
assessment.  The literature review element identified some evidence 
that making learning and assessment more engaging helps 
disadvantaged young people more than those that are already 
motivated to study, although that evidence was limited, suggesting 
this is an under-researched topic. 

• At our annual Awarding Bodies Form, which attracted 
representatives from a number of  exam boards from across the UK, 
we presented our updated ‘Fair Access by Design’ guidance, 
explaining how it can be used to consider equality during the 
development of qualifications.  

• This year we also introduced the use of Doopoll as an easy-to-use 
bilingual digital tool to help gather feedback across a wider range 
of audiences.  
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Workforce and Board diversity 

Our workforce and Board reflect the diversity of the population in Wales that we regulate for and work amongst. 

How we will achieve the objective Review of our work 
 

 
• We will collect and monitor data on applications, appointments and promotions; 
• We will monitor movement in our gender pay gap, and continue to refine our recruitment 

process to encourage greater diversity of applications; 
• We will work with bodies representing those with protected characteristics to consider our 

job advertisement and recruitment practices, identify any barriers that may exist and take 
action on these with an aim of increasing the diversity of applications; 

• We will work with the same bodies to consider our environment and policies to ensure that 
when appointments are made that they are sustainable, that expectations are met and staff 
are retained; 

• We will run recruitment training that will ensure employees with a responsibility for 
recruitment understand equalities legislation and their responsibility for ensuring that our 
recruitment is fair and open; 

• We will sign the Equality and Human Rights Commission Working Forward Pledge to 
support pregnant women and new parents and identify the appropriate actions for our 
organisation; 

• We will run an annual work placement scheme, working with either Remploy (to assist 
people with disabilities who may be experiencing difficulties entering work) or with local 
secondary schools (aiming to assist young people who are not going on to further study, 
but may be experiencing difficulties entering work); 

• We will work with the Public Appointments Unit to promote our Board member vacancies 
and opportunities widely and positively to increase our Board diversity; 

• We will conduct equality impact assessments for individual and groups of HR policies; 
• We will work to achieve the Disability Confident Employer status. 

 
• We continue to collect and monitor data on applications, 

appointment and promotions. We have started to engage with 
groups that we hope will be able to offer insight into our 
application process/how our organisation is presented with a 
view to encouraging a more diverse range of applications. We 
have reviewed our online content and have provided different 
resources for applicants to consider whether Qualifications 
Wales is the organisation for them.   

• We monitor movement in our gender pay gap, and continue to 
refine our recruitment process to encourage greater diversity of 
applications. 

• We worked with Remploy and successfully hosted a six-week 
placement. This led to a further fixed term period of 
employment. 

• A new Chair and two new Board members were appointed to the 
Board of Qualifications Wales. The positions were advertised 
widely to encourage a diverse range of applicants. 

• All of our HR policies undergo an equality impact assessment 
and we have applied our philosophy of being people-centred 
and family-friendly to our policy development and 
implementation. 

• We achieved the Disability Confident status in January 2020 and 
will review our objectives annually. 
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Inclusive culture  

We will continue to build a culture where people feel that the organisation values them as individuals, appreciates their differences 
and makes good use of the range of experiences and insight available.  

How we will achieve the objective 
 

Review of our work 
 

 
• We will organise regular training and presentations from external groups to 

continually challenge our thinking and approach; 
• We will seek the views from external groups on our office environment and 

policies to make sure unintentional barriers are avoided; 
• We will provide equalities training to all staff and Board members every three 

years; 
• We will encourage staff with proficiency in the Welsh language and those learning 

to feel comfortable speaking Welsh to each other in the workplace; 
• We will develop and implement our desired positive staff ‘behaviours’ to support 

our organisational values; 
• We will achieve the Bronze corporate health standard and continually monitor the 

agreed action plan. 
 
 

 
• A Macmillan ‘Cancer in the Workplace’ seminar was held, which 

was positively received by staff. This was an action to enable us 
to sign the Dying to Work Charter, which we will do during 2020. 

• During this period, we launched our first corporate social 
responsibility activity, creating links with our local diverse 
community groups. Staff are able to use a time credit of one day 
per year to take part in these corporately organised activities. 
We have arranged local litter picks, an afternoon tea with 
entertainment for older people, fence-painting and woodland 
clearing. We also worked with a Newport-based organisation 
supporting homeless people, by offering hands-on help and 
donated winter coats to the cause.  

• Welsh language learners have continued with their studies, and 
three employees have attended the residential sessions provided 
by the National Centre for Learning Welsh.  We regularly 
promote access to online modules and support employees in 
their development of their language skills by encouraging use in 
and around work and our bilingual employees help in this. 

• We developed and launched the behaviours required to support 
our organisational values and embedded these through the use 
of postcards which employees can send to recognise positive 
behaviours. 

• Our Wellbeing and Equalities group, QWEST, meet monthly and 
plan and deliver a schedule of activities which message about 
health and equalities issues. Through the work of this group, we 
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achieved the Bronze corporate health standard, and are now 
working towards the silver award.  

• Our 2019 people survey outcomes saw a 5% positive increase in 
the questions relating to Inclusion and Fair Treatment, with 91% 
of employees positively stating that they are treated with respect 
by the people they work with and 86% saying that the 
organisation respects individual differences. Eighty-five per cent 
would also recommend Qualifications Wales as a great place to 
work, and 94% agree that we promote health and wellbeing 
messages. 

 

 

Corporate Social Responsibility 
 

We have sought to build stronger links with our local communities and foster our inclusive culture. This year, we set up a new initiative where we offered each staff member 
one day a year to take part in community activities. A group of staff have forged a good relationship with our neighbours from the Duffryn community by joining forces 
with Celtic Horizons Litter Pickers. This approach led to connections with Duffryn Community Link and Woodland Routes to Wellbeing, with the community groups offering a 
range of other ways to work alongside them, including woodland clearing, building outdoor learning spaces and sharing skills. We also held a successful afternoon for Re-
engage (formerly Contact the Elderly) and worked with Help the Homeless - donating 30 coats and helping at the homelessness centre.  
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Continually improving how we operate as an inclusive organisation 

We maintain the progress we have made in embedding equality into how we operate, and we take opportunities to continue to 
improve 

In the latter part of this year, the Covid-19 pandemic has tested our ability to continue to operate as an inclusive organisation while working 
from home. We are pleased with our progress so far.  

How we will achieve the objective Review of our work 
 

• We will review training needs and provide staff refresher training when  appropriate. 
• We will continue to provide access for staff to an Employee Assistance Programme. 
• We will continue to provide flexible IT and working  arrangements. 
• We will maintain an office that is fully accessible for staff and visitors. 
• We will continue to consider equalities issues in our procurement activities and grant 

schemes. 
• We will continue to provide staff DSE assessments and consider requests for 

additional tools or working arrangements. 
• We will maintain an AA accessible website. 
• We will develop and implement a voluntary Welsh Language Scheme. 
• We will maintain and develop relationships with external partners who can 

support and advise us in relation to this plan. 

• We continue to provide free access to the Employee Assistance 
Support Helpline where staff can receive confidential advice on a 
range of issues.  

• We have a Partnership Forum with our Trade Union, which meets 
on a quarterly basis. We discuss what impacts our people and 
our workplace, and how we can continuously improve.  We 
continually engage with our Union as we develop our people 
policies. We have continued to meet virtually.  

• Where employees need particular support or changes made to 
their IT or working environment, we engage with appropriate 
professionals for advice and make adjustments where 
reasonable.  Our office environment seeks to enable employees 
to make choices in relation to their work station in its design, 
e.g. access to sit/stand desks. 

• We have continued to maintain up to date IT equipment and 
software, ensuring staff can work efficiently and from any 
location and this has proved its value during the Covid-19 
pandemic.  

• We maintain family-friendly employment policies with full 
flexitime working. Where staff wish to change their hours further, 
we consider requests for flexible working at Management Board 
level (as opposed to individual managers taking decisions), to 
ensure consistency and fairness of approach.  
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• We are continually monitoring our digital ways of working, 

ensuring the appropriate balance with security and governance.  
• We have an established a Wellbeing and Equality Group. This 

assists us in achieving an inclusive organisation where equalities, 
health and wellbeing are at the forefront in everything we do. 
This group has continued to operate during the Covid-19 
pandemic.  

• We continued to ask staff about their working environment 
through the ‘Our People’ survey. In the 2019 survey, 95% 
responded, saying that they were positively satisfied with their 
working environment.  

• Our processes for visitors help our staff to identify any particular 
needs visitors may have, such as disabled car parking, induction 
loops, sign language support and dietary requirements.  

• We have a Procurement Strategy which sets out our 
commitment to consider equalities in our procurement activity 
and to keep our systems and processes under review in this 
regard. 

• We record information on our suppliers to identify whether they 
are a supported business / sheltered workshop and / or if they 
are a BAME organisation (the business is majority owned (51%), 
controlled and managed by a person or persons of ethnic 
minority). We also ask if they are a ‘third sector’ organisation 
which includes charities, social enterprises and community 
groups that may be representative of one or more of the 
protected characteristics.  

• This year, we have continued to award our grant portfolio in 
accordance with our equalities policy and ensure all staff 
involved in the grant process are aware of the requirements. 
Support and guidance are provided to staff if required. 

• Our website is fully bilingual and meets the AA accessibility 
classification standard. We are currently working towards the 
new accessibility regulations that come into force in September 
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2020. We have undertaken a review of our website to ensure 
that it continues to be appropriate for a variety of users. 

• Our website and all publications, whether printed or online, that 
are aimed at the media, stakeholders and the general public are 
bilingual, and we will continue to ensure this is the case. 

• We published our Welsh Language Scheme, which outlines the 
organisation’s corporate commitment to the use of Welsh 
language in both our Corporate and Regulatory roles. 

• We have maintained our relationship with external partners who 
can support and advise in relation to equality. The partnership 
with Remploy has been particularly successful. 

 
 
Looking to the Future  
 
Our next equality report will report on our work for the period April 2020 to March 2021.  
 
Contact us  
 
If you have any queries, or would like to discuss this report or any aspect of our equality work, please do not hesitate to contact the Corporate 
Governance team via corporategovernance@qualificationswales.org or 01633 373 222.  

mailto:corporategovernance@qualificationswales.org
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Appendix 1 – Employee Equality Data (as at 31 March 2020) 
 
 31-Dec-18 31-Mar-20 
Female 46 55 
Male 33 32 
Total 79 87 

 

Age 

 31-Dec-18 31-Mar-20 
Under 25 5 2 
25-29 4 7 
30-34 14 12 
35-39 12 18 
40-44 20 16 
45-49 10 14 
50-54 8 12 
55-59 5 5 
60-64 1 1 
65+ 0 0 
Total 79 87 

 
 
Ethnic origin 
 
  31-Dec-18 31-Mar-20 
Asian  - * 
White 
European 51 56 
White Other * * 
Not 
specified 
(left blank) 24 29 
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Nationality 

  31-Dec-18 31-Mar-20 
British 35 36 
Other * * 
Welsh 22 23 
Not 
specified 
(left blank) 21 26 

 

Religion/belief 

  31-Dec-18 31-Mar-20 
Buddhism - * 
Christian 15 16 
other 7 6 
Not 
specified 
(selected) 21 24 
Not 
specified 
(left blank) 36 41 

 

Marital status 

  31-Dec-18 31-Mar-20 
divorced * * 
married 45 49 
partner * * 
single 25 27 
not 
specified 
(left blank) * * 
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Sexual orientation 

  31-Dec-18 31-Mar-20 
Bisexual * * 
Gay * * 
Heterosexual 48 54 
Lesbian * 0 
Not 
specified 
(left blank) 25 29 

 

 

Disability 

  31-Dec-18 31-Mar-20 
No 53 57 
Yes 0 0 
Not 
specified 
(left blank) 26 30 

 

* Indicates where the number of staff is 5 or fewer unless no response or does not identify 
staff 
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Board Equality Data (as at 31 March 2020) 
 

Gender  

Female 7 
Male 5 
No response 0 
Total 12 

 

Age 

Under 25 0 
16-24 0 
25-29 0 
30-34 0 
35-39 0 
40-44 1 
45-49 3 
50-54 3 
55-59 3 
60-64 1 
65+ 0 
No response 0 
Total 12 

 

Ethnic origin 

Asian / Asian Welsh  1 
White Welsh 4 
White English 1 
White Scottish 1 
White Irish 1 
White British 4 
No response 0 
Total 12 
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Disability 

No 12 
Yes 0 
No response 0 
Total 0 

 
 

Marital status 

Divorced 0 
Married/Civil 
Partnership 10 
Single 2 
Prefer not to 
say 0 

 

 

Religion/belief 

Agnostic 1 
Christian 8 
No religion 1 
Prefer not to 
say 2 

 

 

Sexual orientation 

Bisexual 0 
Gay 0 
Heterosexual 12 
Lesbian 0 
Prefer not to 
say 0 

 

 

 




