Annual Strategic Equality Plan Report (SEP)
Period 2023-2024
AMGUEDDFA CYMRU

Our Achievements

Amgueddfa Cymru — Museum Wales (Amgueddfa Cymru) Annual Strategic
Equality Plan Report outlines the progress made towards our Strategic
Equality Objectives for 2022-2025, aiming to promote equality, diversity, and
inclusion across the organisation.

We have set seven strategic equality objectives for the period 2023-2025,
including recruiting diverse staff and volunteers, supporting personal and
professional ambitions, ensuring equal access to services, embedding
equality in procurement, celebrating diverse histories, ensuring accountable
leadership, and reducing the gender pay gap.

As a Welsh Government Sponsored Body, Amgueddfa Cymru has a statutory
duty under the Equality Act 2010 and the Public Sector Equality Duty to
publish and monitor equality objectives and progress.

The report provides an overview of the demographic makeup of staff and
volunteers, highlighting efforts to increase diversity and representation,
including specific data on age, disability, ethnicity, gender, and Welsh
language proficiency.

We reviewed and revised HR policies to attract diverse candidates, removed
unnecessary qualifications from job descriptions, and collaborated with
community partners to develop volunteer roles.

Amgueddfa has implemented support systems such as Mental Health First
Aid and an Employee Assistance Programme and has developed
opportunities for career progression and secondments.

Visitor Experience and Accessibility Efforts have helped to improve visitor
experience include training staff in British Sign Language, developing
accessible resources, and monitoring visitor demographics to ensure equal
access to services.

Procurement and Social Value considerations are embedded in procurement
processes, with efforts to include social outcomes and have ensured
compliance with equality regulations.

Amgueddfa has co-produced cultural programmes with diverse
communities, including events for Ramadan, Chinese New Year, and LGBTQ+
exhibitions, to represent and celebrate Wales’s diverse histories.
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The leadership team is held accountable for delivering equality objectives,

with regular reporting and monitoring by the Equality and Welsh Language
Monitoring Committee and the Board.

We continue to address the gender pay gap through various initiatives,
including flexible working practices, training on equity, and monitoring
recruitment and retention strategies.

In 2022 we published our Strategic Equality Objectives for Amgueddfa
Cymru- Museum Wales until 31 March 2025.

Our 2022 - 2025 Strategic Equality Objectives

Objective one: We will recruit and retain staff and volunteers to be
representative of the population of Wales.

Objective two: Support all employees and volunteers to achieve their
personal and professional ambitions and remove the barriers to them
achieving these.

Objective three: Ensure that everyone has equal opportunity to participate
in and access our services.

Objective four:  Ensure equality is embedded into the procurement
process and is managed throughout delivery.

Objective five: We recognise our unique role in representing and
celebrating the histories and creativity of Wales’s diverse communities.

Objective six: Ensure that strategic leadership is accountable and that
governance arrangements are in place, ensuring standards are high and
consistent across all areas of responsibility.

Objective seven: Continue to reduce the pay gap between men and women.

Annual Strategic Equality Plan Report 2023/24
1. Introduction

As a Welsh Government Sponsored Body, Amgueddfa Cymru — Museum
Wales has a statutory duty under Schedule 19 of the Equality Act 2010, the
general duty along with Wales specific duties.

The Public Sector Equality Duty, states that:

A listed body in Wales must-
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- Prepare and publish its equality objectives at least every four years from the first
date of publication.

- Publish objectives to meet the general duty. If an authority does not have an
objective for each protected characteristic — in addition to any objective to address
pay differences - it must publish reasons why not.

- Publish a statement setting out the steps it has taken (or intends to take to meet
the objectives) and how long it expects to take to meet each objective

- Make appropriate arrangements to monitor progress towards meeting its
objectives and to monitor the effectiveness of its approach

- Give appropriate consideration to relevant equality information it holds when
considering what its equality objectives should be.

Objectives on pay difference.
A listed body in Wales must:

- Have due regard to the need to have objectives to address the causes of any pay
differences that seem reasonably likely to be related to any of the protected
characteristics

- Publish an equality objective to address any gender pay gap identified or else
publish reasons why it has not done so

And further:

As well as publishing its objectives the regulations require a listed body to publish a
statement setting out:

e the steps it has taken, or intends to take, to meet its objectives, and

e how long it will take to meet each objective.

Listed bodies are required to publish the progress made towards fulfilling the
objectives in their annual report.

Amgueddfa Cymru’s Annual Strategic Equalities Plan Report, shows
progress against our Strategic Equality Objectives as set out in our Strategic
Equality Plan, 2022-2025.

2. Background and Context

The following report provides an overview of the progress we have made in
delivering against the Strategic Objectives set out in our Strategic Equality
Plan (SEP) 2022-2025, to further advance equality, as an employer and an
organisation who works with volunteers, the diverse communities across
Wales, and our visitors.
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Acknowledging that we have much work to do in this area and that we want

to do more than just fulfil our legal obligations as a public body, our SEP is
ambitious and will guide us to become an organisation that truly listens and
learns from the people in Wales and in particular those with protected
characteristics, those experiencing socio-economic disadvantage, and those
that experience racism.

Our SEP also reflects our commitment to the Welsh language standards
which are protected by the Welsh Language Standards, as set out by the
Welsh Government under Section 44 of the Welsh Language (Wales)
Measure 2011.

Our commitment to, Equity , Equality, Diversity and Inclusion is reinforced in
other key organisational strategies and action plans, all of which are a
culmination of extensive consultation with diverse communities and outline
how we will engage with and support communities in creating a better
Wales, recognising that everyone has something to contribute through our
museums, our programmes and the collections, whether online or physical.

To learn more about our work we recommend reading about our Strategy
2030 and our Widening Engagement Action Plan, both developed during
2022-2023. The Widening Engagement Action Plan has been jointly
developed with the Arts Council of Wales.

The wider policy context in Wales has also shaped the development of our
Strategic Equality Plan (2022-25), including the Socio-Economic Duty Wales
and the Well-being of Future Generations (Wales) Act 2015.

We are also committed to supporting the Welsh governments Programme of
Government 2021-2026 and the priorities of the Cooperation Agreement
between the Government and Plaid Cymru.

Our Strategic Equality Plan 2022-2025 was developed and reviewed to
ensure that it aligns with Welsh Government’s Anti-racist Wales Action Plan
and LGBTQ+ Action Plan for Wales.

In 2024 we reviewed our SEP and have align this with Welsh Government
requirements to have a SEP in place covering the period 2025- 2028. Our
new SEP will be published in March 2025.

This report refers to ‘the people that help deliver the work of Amgueddfa”
and include our Board, Staff, and Volunteers.

The report also refers to the diverse communities of Wales and Visitors, who
may attend in person or engage and interact with the collections ‘online.’
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2.1 Our Legal Duties

Under the Public Sector Equality General Duty (PSED), public authorities

Eliminate unlawful
discrimination,
harassment,
victimisation, and other
behaviours prohibited by
the Equality Act 2010

Public
Sector
Equality
Duty Encourage good
relations between
people who share
protected

characteristics and
those who do not

Treat people who
share protected
characteristic and
those who do not
equally;

must:
The act provides protection for people with protected characteristics.

Nine Protected Characteristics

Pregnancy
and
Maternity

Marriage
and Civil

Partnershi Protected
ps

Sex

Characteristics

Sexual Gender
Orientati Reassign
on ment

Religion
or Belief
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We are also mindful of other characteristics which can and will have a

significant impact on staff and visitors, such as those with caring
responsibilities, who are a part of the armed forces community and
particularly issues of social deprivation and financial hardship.

3 Report of the Tailored Review Panel

The Tailored Review Panel published a report in July 2023 where it made
recommendations for Amgueddfa Cymru to consider:

Executive Summary
1.74 Equality, diversity and inclusion

« A board champion for EDI should be identified and it should be a standing
item on the agenda for each board and committee meeting.

s Hold workshops on demographic trends and unconscious bias.
« Continue to develop de-colonisation action beyond addressing slavery.
« Introduce more training and targets from Board level down.

« Work with partners to improve access for people living with visible and
hidden disabilities.

« Continue to adapt interpretation and the museum environment for people
with visible and hidden disabilities and for diverse communities

The recommendations made in the report have helped informed activity
within Amgueddfa Cymru-Museum Wales and are reflected in the sections
detailing progress against SEP 2022-5. They will also form part of the future
Strategic Equality Plan 2025-2028 .

4.The people who help deliver our work (Board, staff, and
volunteers) and the demography of Wales in the 2021 Census

4.1 How our Organisation Is Made Up and the Census for Wales

One key aim for Amgueddfa Cymru is to be an inclusive and anti-racist
employer that represents and reflects the population of Wales. Data from
the 2021 Census is therefore key in understanding our progress.

Full information on these statistics may be found on the Welsh Government
website for example - Census 2021 population data for equality
characteristics by age, sex and local authority
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4.1a Table - Headlines from the 2021 Census:

Population 3,107,500
of Wales,
2021
Census
Protected characteristics as percentages %
Gender 51.1 Women - 48.9 Men
Age over sixty-five aged 15 - 64 under fifteen
‘working age’.
23 52 16.5
Disability Non disabled Disabled
78.9 21.1
Ethnic
Group
White Welsh, English, Scottish, Northern Irish, 90.6
or British
Asian Asian, Asian Welsh or Asian British 2.3
Mixed Mixed or multiple ethnic groups 1.6
Black Black, Black Welsh, Black British, 0.9
Caribbean, or African
Another ethnic group 0.9

Swansea.

Welsh Government - linked here

Note - The local authorities with the highest proportions of high-level ethnic
groups other than “White” were urban areas such as Cardiff, Newport, and

Legal Married/Civil Never married or | Divorced or dissolved
Partnership Partnership Civil Partnership Civil Partnership
status 43.8 37.2 9.9
Religion No religion Christian Muslim
and belief 46.5 43.6 2.2

Welsh Govt - linked here

Note: For religious groups other than “Christian”, the local authorities with the
highest concentrations of each religion tended to be urban areas, with Cardiff
having the highest proportions of those identifying as “Muslim” (9.3%),
“Hindu” (1.5%) and Sikh (0.4%), and the second highest proportion of those
identifying as “Buddhist” (0.4%).

Sexual Straight/Heterosexual Gay or Lesbian
orientation 89.4 1.5
Bisexual Chose not to answer.
1.2 7.6
Gender Trans Man Trans Woman Non-Binary
Identity 0. 0.1 01
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93.3% of the population of Wales aged sixteen or over answered “Yes,”
indicating that their gender identity was the same as their sex registered at
birth. More than 10,000 people (0.4%) answered “No”, indicating that their
gender identity was different to their sex registered at birth.

Welsh Govt - link here

4.2 Amgueddfa Cymru Staff

The tables below show the staff profile at Amgueddfa Cymru on 31 March
2022, 2023, and 2024.

We recognise that we need to work to encourage both staff and volunteers
to share information about their protected characteristics.

Our Headcount was 677 on 31 March 2022, 701 on 31 March 2023 and 685 on
31 March 2024.

Table 4.2a Staff Profile 2022 to 2024 by Age

Age %
Under 15 15-64 (‘working Over 65
age’)
Census 2021 16.5% 52% 23%

Staff at 15-64 (Number) Over 65

31 March 2022 94.82%(677) 5.18%(37)
31 March 2023 94.00%(701) 6.00%(45)
31 March 2024 93.71%(685) 6.29%(46)

Table 4.2b Staff Profile 2022 to 2024 Identifying those who declared a
disability

Disability %
Disclosed a disability No disability or
did not disclose
Census 2021 211
Staff at
31 March 2022 6.29% 93.71%
31 March 2023 7.24% 92.76%
31 March 2024 7.66% 92.34%
More recent figures (September 2024) show an increase in the percentage
of staff who have disclosed that they have a disability

Table 4.2c Staff Profile 2022 to 2024 by declared ethnicity
| Ethnicity % |

8
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Asian, | Mixed Black, Another White, Blank or
Asian or Black ethnic White not
Welsh, | multiple Welsh, group Welsh; disclosed
Asian | ethnic Black English,
British | groups British, Scottish,
Caribbean, Northern
African Irish, or
British
Census 2.3 1.6 0.9 0.9 90.6
2021
Staff
31 0.56% | 1.26% 0.28% 0.84% 65% 28.1%
March
2022
31 0.53% | 1.47% 0.40% 0.80% 67.7% 25.2%
March
2023
31 0.55% | 1.37% 0.41% 0.82% 68.8% 27.49%
March
2024
Amgueddfa Cymru will use to term ‘Global Majority’, whilst
recognising that the lived experience of people from within this
group may differ widely.
Table 4.2d Staff Profile 2022 to 2024 by Sex
SEX %
Female Men
Census 2021 5141 48.9
31 March 2022 55.60% 43.69%
31 March 2023 56.43% 42.62%
31 March 2024 55.60% 43.63%

Representation at senior level — 67% of our Directors are women
A small number of staff (less than 1%) prefer not to say

Table 4.2e Staff Profile 2022 to 2024 by Contract Type

Contracts by Gender% Female Male
(Number)
Percentage of staff 30% (219) 13.5% (99)
Part time
Percentage of staff full 25.7% (188) 30% (220)
time
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Table 4.2f Staff Profile 2022 to 2024 by declared Sexual Orientation

(number)
Census 2021 Staff
March 2022 | March 2023 | March 2024
Gay or Lesbian 1.5 16 18 22
Bisexual 1.2 10 15 19
Queer or 4 7 5
Questioning
Straight 89.4 147 177 190
Heterosexual
Chose not to 7.6 521 503 470
answer/ or no
answer
prefer not to say 16 26 25

10
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5. Amgueddfa Cymru and The Welsh Language

Amgueddfa Cymru- Museum Wales has a strong commitment to the Welsh
Language. This is, evidenced in our policy, practice and approach and also the
number of Welsh speakers employed.

We ensure that documentation such as policies, reports, job adverts and
staff communications are created in both Welsh and English,

5.1 Language Policy

We have created a_ Language Policy in order to ensure that we, as a public
body, conform to the Standards and promote the Welsh language.

5.2 Welsh Language Standards

A document outlining the Standards Amgueddfa Cymru conforms with is
available here.

5.4 Welsh Language Commissioner

We work closely with the Welsh Language Commissioner, the regulatory
body for the Standards. The Welsh Language Co-ordinator is the contact
person between us and the Commissioner, so please contact the Welsh
Language Co-ordinator to discuss matters relating to the Commissioner or
the Standards.

Welsh Language Commissioner website (see below) notes that in the 2021
census 17.8% of the population of Wales were Welsh Speakers. Our staff
represent a significantly higher number of proficient speakers and those on
the journey to develop full proficiency (see table below).

5.6a Staff and Volunteers - Welsh Language Proficiency

Standard Staff Percentage Volunteer
(self-defined)
March 2024 March 2024
Proficiency C1 Fluent 8%
Advance2
Intermediate B1 Learning 15%
Foundation A2
Entry A1 Know a little 27%.
Not disclosed
None None 33%

11
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The Welsh Language Commissioners website contains information on Welsh

Language speakers across Wales set out by local authority area.

6.2 Data Dashboard - who speaks Welsh in Wales (Source WLC website)

Museum % Welsh Local Authority % Welsh
Speakers Speakers in
Local Authority
area (2021
Census)
Waterfront Swansea 1.2
Museum
Roman Newport 7.5
Legionary
Museum
National Cardiff 12.2
Museum
St Fagans Cardiff (Vale of 12.2 (11.5)
Glamorgan)
Slate Museum Gwynedd 64.30
Wool Museum Carmarthenshire 39.9
Big Pit Blaenau Gwent 6.2
Collections Rhondda, Cynon, Taff 12.4

It is worth noting the significant differences in proficiency levels across
areas in Wales.

Amgueddfa Cymru employ people from across Wales, including some areas
where a significantly higher proportion of the population speak Welsh, such
as Gwynedd, where our National Slate Museum is located, and from areas
where Welsh is much less widely spoken including Caerleon which falls
under the Newport local authority area.

Strategic Equality Plan Objectives

6 Our Objectives, Progress and Reflections on 2023 -2024

Reflecting upon the work undertaken by Amgueddfa Cymru — Museum
Wales to deliver the seven outcomes set out in our Strategic Equality Plan
2022-5.

In doing all these things, we have aimed to strengthen how we work, and
truly demonstrate our commitment to staff, volunteers and visitors.

12
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Many of the actions aim to meet more than one objective as our approach is

holistic in addressing many areas.

6.1 Objective One

“We will recruit and retain staff and volunteers to be
representative of the population of Wales”.

6.1.1 As part of this work, we reviewed and revise the HR recruitment
policies and processes to attract diversity in our candidate pools. This will
ensure we address under representation within our organisation. including:

e Areview of recruitment practices including introducing new
technology to provide the ability to remove the name of applicants
from our application process and remove unconscious bias.

e Many job descriptions were changed to reflect the value of lived
experience

e Where qualifications were not a requirement these were removed
from the job description

e Representatives from the Human Resources team who support the
interview and recruitment process attended Disability focused
workshops and conferences to deepen knowledge

e We have implemented the use of specialist jobs bords to attract
diverse applicants

e We evaluate each role to ensure Welsh Language is identified and
advertise accordingly

We will continue to review and amend our policies and processes to ensure
we learn from what has worked well and what has been challenging.

The work we continue to do with our vacancies enables us to explore where

we can remove formal qualifications and encourage lived experience to help

overcome the barriers experienced by underrepresented groups, global

majority, or socially disadvantaged applicants.

Example of adverts:

. We value potential and lived experiences as much as formal

qualifications. If you’re excited by this role, we encourage you to
apply, even if you think you may not meet every criterion.

As part of this objective, we committed to work in collaboration with
community partners to further develop representation in volunteering and
placement programmes.

6.1.2 Volunteers and Placements

13
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In 2023-4, eight hundred and twenty-one (821) volunteers donated 34,630
hours of their time to Amgueddfa Cymru.

Eight new volunteer roles have been developed this year: with a focus on
developing roles at National Slate Museum and St Fagans National History
Museum.

Two new staff members (Volunteer Co-ordinators) based at these
museums, have allowed us to better engage with local communities and
community partners.

We have continued to work with core partners Innovate Trust, Wallich,
Goleudy, Cardiff and Vale College and Cae Tan to provide targeted roles for
these ongoing opportunities.

We offer group volunteering opportunities to people who are unable to
volunteer independently. This includes people who are neurodiverse, have
complex needs and/or people who lack confidence or communication skills.
Group volunteering offers a route for people to get involved and if able to
move along to our Skills Development Placements or individual volunteering
programme.

There has been a refresh of the “Get Involved” web pages, to further
support access to opportunities and we have retained our Investing in
Volunteer award.

Across the programme we have seen positive change in term of
representation in sexual orientation.

Of these new volunteers 4% have affirmed that they are non-binary, 2%
Trans and 1% Gender Fluid.

This year has seen for the second year in arow an increase in the diverse
types of sexual orientation.

6.1.2a Table - Volunteers by Sexual Orientation

Volunteers - Sexual orientation %

Bisexual Lesbian Gay Pansexual | Queer Straight/
Heterosexual
New 12 3 2 1 1 59
Whole 8 2 2 1 1 59
cohort

In the whole cohort, 19 left this blank and 8 preferred not to say
Note: reference to new are either new or those who registered

6.1.2bTable - Volunteers Percentage Identifying as Global Majority

14
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Global Majority
%

People who registered. 10

Active Volunteers 8

6.1.2c Table — Volunteers Numbers by Age Category

Registered Active
Volunteers
Under 25 35 21
Of whom under 18 9

6.1.2d Table- Volunteers by Numbers speaking Welsh

Eleven percent of new volunteers considered themselves fluent and twenty
per cent stated that they are learning Welsh.

Percentage of Welsh Speakers
Registered Interest
Fluent 11
learning 20
Active Volunteers

Fluent 8
Learning 15
know a little 27

Specific Welsh language placements were offered at the National Slate
Museum North Wales and at St Fagans, Cardiff.

6.1.3 Student and Skills Development Placements

Amgueddfa Cymru supported 116 placements during the year, twenty of
these were Skills Development Placements Amgueddfa Cymru facilitates
two Placement Programmes: Student Work Placements and Skills
Development Placements. Student Work Placements are for students in
college or university and form part of a course or training. Skills
Development Placements are for people with face barrier into employment.

Ten percent of the Skills Development Placements identified as being of
Global Majority. We have worked with Oasis Cardiff to develop Skills
Development Placements for young refugees and asylum seekers.
Sixteen percent of Student Work Placements identified as being of Global Majority.

In 2022-3 we lowered the age of placements to 16 years old (instead of 18)
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and this resulted in six people, aged 16 and 17 years old participating in a
placement for 2023-24, this has also resulted in an increase to 45% of
placements being 18-24 years old.

School Work Experience pilots have since been launched at the National
Roman Legion Museum and the National Slate Museum.

Sixty-five percent of Skills Development Placements and fifteen percent of
Student Work Placements have declared a disability.

Staff have worked with Universities and employment partners such as
Cardiff Council’s Disability Services, Careers Wales, and the Marion Centre
(an Autism organisation based in Cardiff) to develop and promote
opportunities.

An example was our work is with Derwen, a college for people with
additional needs, who we worked closely with to offer a placement for an
individual they support, who has Prader-Willi Syndrome and other co-
occurring conditions. We provided a ten-week placement and used our
support plans to assist in measuring both progress and satisfaction. They
reported that they felt they had improved in their ability to follow
instructions, with their time keeping and that they could now work well in a
team.

We have also worked with Cardiff and Vale College, Life Skills Course to
provide five weeks (1 day a week) group volunteering opportunities for
students with additional needs as a module on their course to provide
experience and transferable skills.

Skills Development Placements and targeted initiatives that have resulted
in real employment within the museum, supporting communities and our
aims to diversify our staff profile.

6.1.4 Review and revise policies and processes to ensure workplaces are
safe and inclusive environments.

As part of this work, we introduced a menopause policy and have set up
events to recognise and socialise this very important issue in the workplace.
We have supported staff in setting up a coffee group where they discuss
support and common challenges. We have also provided training to men on
how to support employees who face menopause challenges.

We have built up a large network of Mental Health First Aiders, who act as
points of contact in directing individuals to support services within
Amgueddfa or via our EAP service that offers counselling and financial
advice and support.

16
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We have delivered Anti Racism training to both staff and the Board of

Trustees. We entered a program of training with the Museum Association to
understand Anti Racism in a museum context, including, how to address the
challenges that come for an institution that is historically built from a white
male perspective. During 2024/25 further work in this area has been
developed.

6.1.5 Establish specialist engagement roles to lead initiatives and provide
that represent the population of Wales.

Community Coordinators in Exhibitions and Events together with Curatorial
staff, continue to lead work, including Events for Ramadan, Holocaust
Memorial Day and Chinese New Year.

Head of Engagement and the Head of History & Collection Development
have been supporting Amgueddfa Cymru staff, curators and the Exhibition
team to develop and deliver Perspective(s) in collaboration with Arts Council
of Wales. This is an initiative t across all our museums where we are working
with creative professionals from marginalised communities and partner arts
organisations to explore approaches to decolonisation through artistic
practices. The initiative will continue in 2024/25 and is supported by the
Welsh Government as part of a collective effort to meet the culture and
heritage goals of the Anti-racist Wales Action Plan.

In March 2024 the responsibilities within the role of Head of Engagement
were developed with an aim to further strengthen our work in this area. The
role now also has responsibility for Equality and the Welsh Language
alongside our community, youth, and volunteer engagement work, so that
we can more holistically lead this area of work.

Principal Curator of Collection Development: LGBTQ+ established an internal
staff group of LGBTQ+ staff and allies to inform our approach to collections
and public programmes work in this area. This has helped to shape our
content for the year’s Pride celebrations and the Ours to Tell exhibition.

Head of Engagement and the Head of History & Collection Development
have been supporting Amgueddfa Cymru staff, curators and the Exhibition
team to develop and deliver Perspective(s) in collaboration with Arts Council
of Wales. This is an initiative t across all our museums where we are working
with creative professionals from marginalised communities and partner arts
organisations to explore approaches to decolonisation through artistic
practices. The initiative will continue in 2024/25 and is supported by the
Welsh Government as part of a collective effort to meet the culture and

17
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heritage goals of the Anti-racist Wales Action Plan.

In March 2024 the responsibilities within the role of Head of Engagement
were developed with an aim to further strengthen our work in this area. The
role now also has responsibility for Equality and the Welsh Language
alongside our community, youth, and volunteer engagement work, so that
we can more holistically lead this area of work.

Principal Curator of Collection Development: LGBTQ+ established an internal
staff group of LGBTQ+ staff and allies to inform our approach to collections
and public programmes work in this area. This has helped to shape our
content for the year’s Pride celebrations and the Ours to Tell exhibition.

6.1.6 Further embed training that supports the development and use of the
Welsh language, anti-racism, anti-ableism and zero tolerance. This includes
Board, Council and Senior Team Members.

We delivered the anti-racism training to our Board and cascaded this further
into the organisation. This training continues.

Following the delivery of our previous leadership development programs we
have developed further training that will enable leaders to provide
development of others through the grow model of feedback and also
understand accountabilities in their role and responsibilities for the teams
they lead.

We also engaged in an external program with Academy Wales for specific
leadership training for some newer members of the leadership teams.

As part of this work, we have also commenced work with managers on how
to support staff during absence, PDR process and giving effective feedback
together with other policies to adopt excellent people management
processes.

6.1.6 Provide mandatory and developmental training for all staff

To ensure staff have the right skills we introduced a new bilingual learning
management system that enables staff to book courses or log on to digital
learning. This includes the mandatory courses such as Health and Safety,
GDPR and Fire Evacuations training, but also gives access to other courses
that support inclusivity and wellbeing, like mindfulness, BSL training, Anti

18
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Racism training, Deaf awareness, Dementia friends. These are a few of the

courses offered.

6.1.7 Accessible routes for employment to those from diverse communities
in Wales.

As well as the work outlined in this section on volunteering and
opportunities for those with disabilities to access the workplace and the
work on changing job descriptions to provide access to opportunities, we
have also considered the interview process:

e Offering candidates the option to speak with the manager regarding
the potential role to explore if the role is right for them prior to
interview

Provide candidate questions (pilot) in advance of interview
Emphasis reasonable adjustments

Guaranteed interviews (disability confident)

Advertise on jobs boards that target underrepresented groups

We are currently exploring apprenticeships to provide access to
opportunities in heritage skills.

6.1.8 Assess the impact of our policies, procedures, and actions on our
objective to be representative of communities in Wales.

We continue to ensure that all equality and language skills of new recruits
are uploaded on CipHR as soon as they join Amgueddfa Cymru. We
encourage staff to disclose their EDI data information on an annual basis to
ensure we have up to date current information regarding their data and
language level following Welsh and BSL training.

6.2 Objective 2

“Support all employees and volunteers to achieve their personal
and professional ambitions and remove the barriers to them
achieving these”.

6.2.1 Support systems
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We have implemented employee support systems, to include a focus on

career development and progression and support mechanisms to remove
the barriers to progressing withing Amgueddfa Cymru.

The introduction and development of Mental Health First Aid staff (MHFA)
has provided particular support to staff facing difficulties and this has
enabled staff to overcome their challenges and remain in employment.

Our new Employee Assistance Programme (EAP) offers additional support
including counselling and access to resources to support both staff and
volunteers.

We have engaged with Exceptional Individuals, an organisation that
provides consulting, recruitment and employment support to employers and
individuals with dyslexia, dyspraxia, ADHD, autism and other
neurodivergences. They have also advised on systems and technology that
can support individuals to overcome barriers to their ongoing employment
or progression.

6.2.2 Performance Review Process

We have our performance Development process (PDR), which enables staff
to regularly discuss their development, aspirations and support. Our system
requires a meeting to set and review the objectives annually with a sit-down
review mid-year. It also encourages regular monthly check ins, to ensure
staff receive the support they require.

6.2.3 Recruitment and Secondments

Our recruitment process ensures staff have the opportunity to apply for
roles internally, with all roles being advertised for either applications or
expressions of interest.

We have reviewed and updated our secondment policy to enable staff to
work across the organisations.

6.2.4 Welsh Language and Opportunities

We encourage staff to develop their Welsh language skills and should they
apply for a new roles where Welsh is desired or required we can ask for a
commitment to undertake either further development of their skills to
ensure they can grow into the role.

6.2.5 Further embed the contribution of the Amgueddfa Cymru Producers

into our work to increase representation of young people in policy
development and decision making.
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National Lottery funding for Hands on Heritage ended in March 2023 after
more than 5 years of successful youth engagement. Following this we
updated Bloedd and Amgueddfa Cymru Producer (ACPs) policy and
recruitment in April 2023 to ensure ongoing accessible offer for young
people, with support from the Paul Hamlyn Foundation.

Paid opportunities have continued across the year with ACPs, engagement

including:

6.2.5a Table on Paid Opportunities

Ours to Tell | Collecting LGBTQ+ oral histories and developing ways to
broaden and diversify the growing LGBTQ+ collection,
focusing on personal stories and everyday objects.

Community | Exploring the Jessie Knight tattoo collections to support

Action future curation work and potential exhibition.

Research

Production | Facilitating Bloedd Gwyl Fwyd.

Assistant,

Design, and

Digital

content

creators

Lambcamb | Delivering Lambcamb content.

Our Earth, Supporting the research project by running Planet Cafés

Our History | and filming. The evaluator for the project was recruited
from the Bloedd network.

Strike Working on content for Strike Exhibition with communities.

6.3 Objective 3

“Ensure that everyone has equal opportunity to participate in and

access our services”.
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6.3.1 Establish and embed best practice standards for user and visitor

experience. (Head of St Fagans/Lead of VE)

The Excellence in Visitor Care training was rolled out to all visitor facing
staff and included a section on British Sign Language (BSL) with training on
basic greetings.

During the training colleagues discuss the Visitor Journey which considers
barriers to visitors accessing our museums and services.

We have done a lot of work in the Learning department over the past few
years to develop and improve not only the info for sites ahead of visits for
the groups and communities we work with, but also the resources and
opportunities we have available e.g. the Visual Stories, Sensory Packs and
programmes such as the Audio Described Tours as well as resources e.g.
the forthcoming audio descriptions for key art works and displays and other
resources such as the 360 gallery tour and site videos, a number of video
tutorials, and multiple learning resources and e-books all available online.
For more info on all our programmes, resources and information check

out Learn [ Museum Wales

6.3.2 Continue to incorporate BSL into all new programmes.

BSL has been incorporated into several events including the sleepover
programme. We have also trained many staff to greet visitors using BSL and
some staff have developed proficiency and are able to engage in
conversations with visitors.

6.3.3 Make cultural resources accessible.

During 2023-2024 we have worked on making resources available and have:

o implemented the Digital Action Plans that stemmed from the
comprehensive accessibility audit review undertaken by Direct
Access across all our sites in 2022-2023.

e enhanced our website content for those planning a visit with
additional needs and also provided a number of visual guides for our
sites on our website.

e implemented a variety of recommendations from independent
usability testing undertaken on the website during 2023-24

e commenced a long-term project to ensure that all our Alt Tags
(alternative text for images) are present and meaningful. This is an
ongoing project that involves upskilling and training all staff creating
digital content.

e upgraded our systems to deal with a wider range of assistive reading
technologies and ensured that our code base is modern and up to date
for readers to access.
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e implemented further recommendations provided by the UK Cabinet
Office in terms of our brand colours online, and adjusted them for
maximum contrast.

Amgueddfa Cymru’s Digital Strategy 2023 ensures that accessibility is
baked into all new work and iterations going forward.

6.3.4 Monitor the demographic profile of our visitors and measure progress
across all under-represented communities.

We continued to use Audience Finder e-surveys and conducted face-to-face
surveys across sites, including questions on ethnicity and language. This
has enabled us to gain insight into the visitor profile and monitor how we are
performing in widening access to underrepresented groups.

6.3.5 Deliver marketing materials that recognise and celebrate anti-racist
practice and inclusivity.

We have actively developed and delivered the marketing and
communications materials for various events and exhibitions that celebrate
diversity, including:

- Development and delivery of Perspective(s) programme

- Promotion of community led events e.g. Diwali event at St Fagans
- Support for Somali Heritage Day at St Fagans

- Wales Pride event

- Chinese New Year celebrations at NWMS

- Drag Queen Story event at NWMS

6.4 Objective 4

“Ensure equality is embedded into the procurement process and
is managed throughout delivery®”.

6.4.1 Equality and diversity (including anti-racism and anti-ableism) are built
into the ways third-party services are procured where appropriate and
proportionate to the contract in question.

All those who are submitting a Tender must respond to an Equality and
Diversity question in our Supplier Questionnaire for all tenders that go out
via Sell 2 Wales (traditionally these are requirements with a value of £25K).
Tenderers that have breached the Equality and Diversity regulations in the
last 5 years will be excluded from the competition. This process is now
embedded and is now business as usual.
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We are currently developing a Supplier Questionnaire for lower value
procurements to ensure that our suppliers have not breached these
regulations, and the intention is that these questionnaires will need to be
sent out for lower value contracts. The form will be valid for a period of 12
months

Procurement Procedures are advertised as open to all including SMEs.

6.4.2 Ensure social outcomes are included in our procurement procedures
where social value can be obtained.

An Annual Action plan is still being worked on to identify tangible data on
social values. This approach coupled with a mandatory Tender question
within the quality section that asks Tenderers how they will generate social
value against the specific requirement rather than a generic statement of
the Tenderers "acceptance" of social value principles.

Procurement procedures will be advertised as open to all including SMEs
and attract interest from a broad range of potential contractors. The new
Procurement Act 2023 will help us to add to greater weight to the social
value questions.

6.5 Objective 5

“We recognise our unique role in representing and celebrating the
histories and creativity of Wales’s diverse communities”.

6.5.1 Adopt Cultural Democracy by decolonising international and national
collections.

The Collection Development Strategy was finalised in consultation with a
range of external stakeholders. Implementation of identified priority
collecting focused on how we could increase representation.

The delivery of the Black History Collecting Plan for 2023-24 began and
sought to address priority areas. Examples of the acquisitions are outlined
below:
« one of the first suites designed by Nathan Palmer, one of the leading
Black fashion designers from Wales
« traditional Somali clothing collected as part of the delivery of the
Somali Heritage Day at National Museum Cardiff with three films
exploring the significance and history of the clothes
« the material culture of the Windrush generation to support the oral
histories acquired through the Windrush Cymru - Our Voices, Our
Stories, Our Histories project in partnership with Race Council Cymru

24



Annual Strategic Equality Plan Report (SEP)
Period 2023-2024
We have continued with the work to deliver our charter for Decolonising the
Collection. This included creating guidelines for decolonising the database
and developing more inclusive terminology with a range of communities to
improve the discoverability of objects in the collection.

6.5.2 Co-produce cultural programmes, including events and exhibitions,
with culturally and diverse, D/deaf, and disabled, social-economic
disadvantaged and LGBTQ+ communities.

The events that have been delivered as part of our commitments includes:

» Supporting Race Council Cymru's event and display to mark the
United Nations International Day for the Elimination of Racial
Discrimination at St Fagans

» Delivering the first Amgueddfa Cymru Ramadan event in
partnership with Now in a Minute at NMC

« Chinese New Year celebrations at NWMS, welcoming almost 4k
visitors during February half term

« EXHIBITIONS: A display of Hindu Durga images were shown at the
Gweithdy gallery in St Fagans as part of a clay restoration project
with the Wales Puja Committee

» Activities to mark Holocaust Memorial Day including talks,
workshops, candle lit vigil and film screenings at NMC and NWMS

The “Swansea Community Flavours” exhibition went on display at National
Waterfront Museum, the project brought together women from a wide
range of countries and cultures through the SCVS and the Swansea Refugee
and Asylum seekers project.

Through the teaching, talking, and eating activities, the women discovered
differences, and more importantly the similarities between their cultures. In
partnership with SCVS, UWTDS, Shared Plate, Swansea Health Board, Graft,
Swansea Women’s Asylum and Refugee Group.

The ”"Ours to Tell” exhibition at Nation Waterfront Museum, telling the life
stories of LGBTQ+ people living in Wales, along with objects that were
gathered from the community.

The “Perspectives” project is underway, across all our museums. We are
working with creative professionals from marginalised communities and
partner arts organisations to explore approaches to decolonisation through
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artistic practices.

6.5.3 Develop new inclusive and anti-racist resources and programmes for
schools as part of the new Curriculum for Wales.

Windrush Cymru, a resource comprising of 2 E-books was published and
launched in partnership with Race Council Cymru and DARPL (Diversity and
Anti-Racist Professional Learning).

An action research group has been established with DARPL, Cardiff Met and
a group of primary school teachers to evaluate ways of using the resource in
the classroom and to identify other supplementary resources. Visual stories
have been published for all Amgueddfa Cymru museums to prepare learners
with additional needs who are visiting our museums.

6.5.4 In Collaboration with Arts Council of Wales establish methods to
monitor and oversee the delivery of the Widening Engagement Action Plan.

Amgueddfa Cymru has worked closely with Arts Council of Wales to deliver
Welsh Government’s Anti-Racist Action Plan and the Widening Engagement
Action Plan.

In December 2023 the Widening Engagement Task Force approved
Amgueddfa Cymru and Arts Council of Wales progress against the Action
Plan. A workshop on marketing and communications work, was held in the
Spring of 2024.

6.6 Objective 6

“Ensure that strategic leadership is accountable and that
governance arrangements are in place, ensuring standards are
high and consistent across all areas of responsibility”.

6.6.1 Increase representation on our Board and increase youth voice on the
Board.

Amgueddfa Cymru worked closely with the Welsh Government in the 2023-
24 to recruit into vacant Trustee positions. The focus was on gaining more
diversity within the board of Trustee’s.

Amgueddfa Cymru’s took part in the Welsh Government's Job Shadowing

Scheme for aspiring board members from disabled and global majority
backgrounds.
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Having been linked with a mentee on this scheme who worked with them
during the period of this report to help grow their confidence and skills in
board work.

6.6.2 Equalities objectives are at the core of our annual and long-term
strategic plans.

We have embedded our Strategic Equality Objectives with the overall
planning process. As part of our work and overarching strategic objectives,
Equalities has been embedded in our objectives at a departmental level.

6.6.3 Senior Teams take responsibility for the delivery of the Widening
Engagement Action Plan and align with Welsh Government Action Plans as
published.

Amgueddfa senior team provide quarterly reporting and monitoring to the
Equality and Welsh Language Monitoring Committee, Board and Welsh
Government which are in place and provide visibility, transparency and
accountability on progress.

6.6.4 Senior Teams take responsibility for the delivery of the Strategic
Equality Plan

The accountability and responsibility are at Directorate level and is reported
and scrutinised by the Equality and Welsh Language Monitoring Committee
and the Board of Trustees to ensure the senior team are both accountable
and responsible for delivery against the SEP.

6.6.5 Set up appropriate Staff networks to consider policy development on
equality matters.

We have established both internal networks and external groups in key
areas such as:
« Sponsored Bodies Diversity Network
« Menopause club and café working
LGBTQ+
« CIPD Wales

We continue to develop further networks to both inform our work and
help develop policies and procedures.

6.6.6 Ensure we are transparent in our progress on Equality and Diversity.

We measure and monitor our progress in multiple aspects of our Equality
Diversity work and publish our progress and findings. There are reports
available on both Government websites and our internet including:
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Minutes of open Board meetings

Widening Engagement Action Plan

Strategic Equality Plan 2022-2025

Gender Pay Gap Report

The Annual Equality Report

Welsh Language Policy, compliance, and reporting

6.7 Objective 7

Continue to reduce the pay gap between men and women.

6.7.1 Continue to collect workforce information as required by the Public
Sector Equality Duty in Wales and the Equality Act 2010 (Gender Pay Gap
Reporting) and draw comparisons with appropriate benchmarking.

Our 2022-23 Gender Pay Gap Report is published and can be accessed via
our website (Gender Pay Gap Report 2022-3), the data is also available on
the Government website for Gender pay gap reporting.

6.7.1a Gender Pay Gap for years 2021,22,23,24 (published April of the
following year)

Gender Pay Gender Pay Gender Pay Gender Pay

Gap Report Gap Report Gap Report Gap Report
2024 2023 2022 2021
Median 0% 0% 1.77% 2.38%
Mean 1.59% 1.58% 0.9% 2.67%

Note: Meaning of Mean and Median pay gap

Mean gender pay gap — The difference between the mean hourly rate of pay of male full pay
relevant employees and that of female relevant employees.

Median Gender Pay Gap — The difference between the median hourly rate of pay of male full
pay relevant employees and that of female full pay relevant employees. (defined by
chartered institute of CIPD).

6.7.2 Produce an action plan to work towards the elimination of any gender
pay gap via a review of our recruitment and retention strategies. This was
part of our objectives under SEP

Amgueddfa Cymru is committed to ensuring we do not have a gender pay
gap in the future. As such we introduced a wide range of actions to continue
to address this in our April 2024 report based on the 2023 data. Which was:

e Recruitment practices to continue to promote diversity in our
candidate base.
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Monitor exit rates to identify any potential issues and trends.

Undertake employee surveys to understand how staff feel about pay
and equality.

Support hybrid working and flexible working practices and monitor
potential impact on progression.

Deliver training on equity and potential areas of bias.

Review our policies to ensure they are as accessible, inclusive, and as
engaging as possible.

Continue to roll out the equality, diversity, and employment law
training for all managers.

Collaborating closely with other members of the Wales Public Body
Equality Partnership to increase workforce diversity and eliminate pay
gaps, as outlined in our Shared Strategic Equality Objectives.

Our commitment in previous years lead to the following progress:

During the period of 2022-23, considerable progress was made in the
following areas:

67% of our Directors female

Senior management recruitment attracted more females and resulted
in increased recruitment of females in the third quartile where
representation is lowest, with a greater than 2% increase in female
staff.

Continued development of our recruitment and selection practices to
attract a diverse range of applicants and removing barriers

Review of flexible working practices to support those with caring
responsibilities and the introduction of part time contracts for more
roles

Continued development of the network of mental health first aiders in
the workplace and continuous training programmes to support.

We have reviewed our 4-year Strategic Equality objectives which
outlines the actions we will take to reduce the gender pay gap and
increase the diversity of our workforce.

Increased data collection of protected characteristics of employees to
ensure we can produce ethnicity pay gap reporting in 2024+

We collaborated closely with other members of the Wales Public Sponsored
Body Equality Partnership to increase workforce diversity and eliminate pay
gaps, as outlined in our Shared Strategic Equality Objectives.

6.7.3 Objective Seven - Further embed the Equality Impact Assessment
process into all aspects our work
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The Equality Impact Assessment process was reviewed and updated to
ensure we measure the impact on underrepresented groups and take
appropriate action. This includes undertaking an assessment of the impact
of any policies or decisions on the Welsh Language.

7. Conclusion and Next Steps

During 2023-2024, we have made steady progress towards our Strategic
Equality Plan (SEP) Objectives for 2023-24. We have adopted a co-
productive and collaborative approach, which is evident in the progress we
have made in delivering the SEP Objectives.

However, we recognised that there is still much work to be done to achieve
the key commitment in the Strategy 2030, which aims for Amgueddfa
Cymru to "belong to everyone" and ensure that "everyone is represented."
The Tailored Review Report, established by the Welsh Government and
published in 2023, emphasised the need for further engagement with
diverse communities to identify solutions and ensure that everyone feels a
sense of belonging in Amgueddfa Cymru.

Next Steps

1. Accountability and Monitoring: The established Equality and Welsh
Language Monitoring Committee will continue to monitor progress
and report against the SEP. This will ensure an effective and
systematic way of tracking progress and holding Amgueddfa Cymru
accountable for achieving its objectives.

2. Developing the SEP for 2025-2028: Amgueddfa Cymru has worked on
developing and has collaboratively devised the SEP for the upcoming
period of 2025-2028. This new plan will include clear lines of
accountability and specific timescales to enable comprehensive
reporting on progress in future Annual Reports.
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