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Introduction
The research aims to critically evaluate the impact of comprehensive EDI strategies on the organisational effectiveness and social impact at Calan DVS. The project is designed to provide insights into the current state of EDI at Calan DVS and propose recommendations for improvement (see Appendix 9)
Calan DVS is a charitable organisation that offers support to a range of communities and individuals who are affected by domestic abuse and violence. The organisation provides a service to Women and Men, Children and young people, Minority communities, the LGBTQ+ Community and provides access to rural communities, offering them safety, support, and advocacy. (Calan DVS, 2022)
EDI are fundamental values that help to drive innovation, enhance employee wellbeing, and strengthen organisational reputation. (CIPD, 2019; McKinsey & Company, 2022). Calan DVS aims to be accessible and inclusive, ensuring that anyone experiencing domestic abuse can seek help, regardless of their background or circumstances. (Calan DVS, 2022; Calan DVS, 2022; Calan DVS, 2023). EDI is pivotal to Calan DVS in reflecting the diversity of people who experience Domestic abuse and violence and ensuring the delivery of tailored support to the diverse community it serves (Women's Aid, 2021; Calan DVS, 2022; Refuge, 2023)
Through a combination of surveys, interviews and a review of existing literature and reports on EDI, specifically within this sector, (KELLEY, et al., 2023) the research seeks to
•	Understand the perceptions and experiences of staff regarding EDI
•	Examine Calan DVS commitment and strategies towards enhancing EDI
•	Identify gaps and disparities in access to support and services for communities and underrepresented groups
•	Develop actionable recommendations and an implementation plan to address identified gaps and enhance EDI practices with the support of a cost benefit analysis to clarify the return on investment and build a compelling case for driving change (see 
By exploring EDI at Calan DVS and benchmarking against comparative organistaions, the insights from this research aim to contribute to creating the dialogue for more inclusive and equitable support systems for both service users and staff at Calan DVS, enhancing organisational practices and reinforcing the commitment to EDI. The research will unpack the disparities and challenges in implementing effective EDI practices within the sector, particularly in addressing the needs of marginalised and minoritised groups, Domestic violence does not discriminate, it can happen to anyone, anywhere in the world.  (The HR Room podcast- Insight HR, 2023)

Literature Review 
The landscape of Equality, Diversity, and Inclusion (EDI) within Women's Aid organisations is firmly grounded in robust legislation, notably the (Equality Act 2010) and further reinforced by the (Domestic Abuse Act 2021) and the (Violence Against Women, Domestic Abuse and Sexual Violence (Wales) Act 2015) These legislative frameworks underscore the commitment to non-discrimination and equal opportunities, aligning with the VAWDASV National Strategy published by the Welsh Government in May 2022 (Welsh Government, 2022) and the Women’s Health Strategy (Gov.uk, 2022) which emphasizes understanding and recording VAWG (Violence against women and Girls) health data (Welsh Government, 2023)
An effective EDI strategy goes beyond the legal requirements, adopting an intersectional approach to encompass various personal characteristics and experiences. This approach is essential for attracting and retaining talent, encouraging inclusive cultures, and enhancing organisational outcomes (BACP, 2023). The broader view of corporate responsibility, which includes diversity, impacts business growth and reputation (Frost & Kalman, 2016) However, overcoming biases and entrenched attitudes requires a comprehensive and systemic approach to EDI, aligning with business objectives to nurture inclusivity (McKinsey & Company, 2020; Dobbin & Kalev, 2016)
A study by the Domestic Abuse Commissioner unveiled disparities in support access for survivors, pointing to a 'postcode lottery' in service availability (Domestic Abuse Commissioner, 2022). Concurrently, reports by Respect (2019) and Women’s Aid (2023) highlighted the unique needs of different demographics, including male victims and marginalised survivors (Respect, 2019; Women's Aid, 2022) (Welsh Government, 2021, Maia & Williams, 2022) These studies underscore the resilience of organisations during the Covid-19 pandemic but also raise concerns about funding gaps, commercialisation, and the potential dilution of specialist services.
Women's aid charities, through organisations like Imkaan (Imkaan, 2023)  have made notable progress in supporting Black and minoritised women (Thiara & Roy, 2020). However, a critical analysis shows that specialised services are limited and geographically concentrated, with questions about the depth of understanding and effectiveness in addressing unique needs (Mcdermott, 2018). This indicates a need for a more widespread, representative, and comprehensive approach to fully realise EDI benefits within the sector (Local Government Association. Directors of ADASS adult social services, 2015)
Several barriers can hinder EDI advancement, including resistance to change, unconscious biases, lack of leadership commitment, resource constraints, tokenism, deficiency in cultural competence, and a focus solely on legal compliance (Mcdermott, 2018; Dobbin & Kalev, 2016; Financial Conduct Authority, 2021; Bolden, et al., 2019; Jackson, 2022). Guidance from CIPD and research from McKinsey & Company underscore the value of a robust business case and external benchmarking for successful EDI strategies (CIPD, 2019; McKinsey & Company, 2022)
Frameworks like the "Expert Voices", developed by the Women’s Aid Federation of England in collaboration with specialist members, are essential for guiding and assessing EDI initiatives (Kalia, et al., 2019) .This co-produced framework emphasises quality standards. A significant emphasis is placed on quality, with all participating sites either holding or actively working towards the Women’s Aid Federation of England or Imkaan Accredited Quality standards (Mcdermott, (2018); Imkaan, (2016); Equality and Human Rights Commission, (2018); Interventions Alliance, (2021)
In conclusion, while efforts in adopting intersectional approaches and engaging with marginalised communities in the context of domestic and sexual violence have been commendable (The National Commission on domestic and sexual violence and multiple disadvantage, 2019) challenges like underfunding and disparities hinder service provision (Women's Aid, 2023). For true racial equality and social justice, there's a need for continuous assessment, adaptation of standards, and a genuine shift in actions (ALEXANDER-SCOTT, et al., 2016) .Women’s Aid organisations, backed by legislation and research, can amplify their impact in EDI by addressing these challenges, promoting social change, and combating discrimination faced by service users, adhering to best practice. (Welsh Womens Aid, (2022); Imkaan, (2016); Mcdermott, (2018)

Methodology:
Aims
The primary aim of the research is to critically evaluate the impact of comprehensive EDI strategies on organisational effectiveness and social impact at Calan DVS. To achieve this aim, the following SMART objectives have been set (Ogbeiwi, 2017) (see appendix 9)
•	Critically analyse literature reviews on research methodology and relevant information analysing sources to inform the project’s progress and recommendations.
•	Develop, pilot, and finalise a comprehensive questionnaire to evaluate current workforce diversity, assess employee attitudes towards diversity and inclusion, and explore alignment with service users’ needs.
•	Conduct primary research, including interviews with key stakeholders, to gather qualitative data on barriers and facilitators to embedding diversity and inclusion within Calan DVS. Also exploring the potential benefits to service users resulting from this alignment.
•	Analyse the collected data from literature reviews, questionnaires, and interviews to identify key theme, barriers, and opportunities. Formulate actionable recommendations to the CEO of Calan DVS for embedding equality and diversity across the charity, aligning the workforce with the diverse communities served. (see Appendix 9)
Literature research:
Scope: A thorough literature review will be conducted to explore existing knowledge, theories, and research findings related to EDI in similar organisations and sectors. The research will focus on the impact of EDI strategies on organisational effectiveness and social impact (Guyan & Oloyede, 2019) 
Sources: Academic journals, reports, case studies, white papers, websites, peer-reviewed research papers.
Analysis: The literature will be critically analysed to identify best practices, challenges, and opportunities in implementing EDI strategies (Garg & Sangwan, 2020; Snyder, 2019; CIPD, 2022; Busetto, et al., 2020; Ridley, 2012)
Data collection:
Survey: A structured survey consisting of close-ended questions will be used for quantitative data collection (Hyman & Sierra, 2016; Trappmann, et al., 2023)
Interviews: Semi-structured interviews with key stakeholders will be conducted (Jamshed, 2014; Shapiro, 2018; Lareau, 2021)
Selection of Participants: The organisation employs 61 people, and the survey was sent to the organisation as a whole. The CEO, board members and senior managers were selected for the interview (Sargeant, 2012; Mathers, et al., 2009; Memon, 2020)

Data Analysis: A combination of quantitative and qualitative methods was employed to analyse EDI strategies. Identified themes were compared with the organisation's existing EDI practices to pinpoint gaps and devise recommendations (Guetterman, et al., 2015) Benchmarking against industry standards further gauged the organisation's position, suggesting areas of enhancement. The research approach, rooted in the study's aims in the PID (see Appendix 9) leverages literature reviews, surveys and interviews ( see Appendix 5,6 &7)  to offer insights crucial for bolstering EDI at the organisation (Purwanto, et al., 2020)
Validity, Reliability, and Limitations Summary
To ensure robust findings on EDI strategies at Calan DVS:
Measures Implemented:
•	Conducted pilot testing for tool refinement.
•	Used triangulation for data validation.
•	Selected a diverse participant pool for a holistic view (Mohajan, 2018; Butterworth, 2014)
Threats & Mitigation:
•	Maintained design control and monitored external influences.
•	Ensured consistent instrumentation and reduced biases through training and emphasis on anonymity.
•	Tailored analysis to Calan DVS context, prioritized primary outcomes, and ensured transparent reporting (Frampton, et al., 2022)
Ethical Considerations Summary
Ethical standards were rigorously upheld to safeguard study integrity and participant welfare. Measures included informed consent, data security, confidentiality, harm prevention, and conflict of interest disclosure, all ensuring research credibility and participant protection (Graham, et al., 2007; British Association for Counselling and Psychotherapy., 2019; Burles & Bally, 2018; Mazumdar, 2022)

Findings
Delving deeper into the information provided throughout the project, including surveys, interviews, and literature, several key findings around EDI within the organisation have been discerned. These findings encompass. 
· alignment with legislation and standards, 
· gaps in frameworks and benchmarking, 
· diversity in leadership and representation, 
· employee engagement and training, 
· community engagement and inclusivity, 
· challenges faced by minoritised communities,
· Specialised services and funding
· Intersectional approach and anti-discrimination,
· Organisational commitment and continuous improvement
· External recognition and accreditation.
These key findings, drawn from systematic data analysis and situated within a literature framework, indicate that while the organisation is committed to EDI and has implemented several initiatives, there are identifiable gaps and opportunities for enhancement in alignment with best practices within the sector. Addressing these gaps and continuously innovating can further enhance the organisation’s impact in fostering equality, diversity, and inclusion.
A closer look at the organisation’s alignment with sector benchmarks and government objectives, including the (Well-being of Future Generation (Wales) Act  2015) and the (Equality Act 2010)  showcases a foundational approach to EDI. The acknowledgment of the need for a more integrated EDI Action Plan and an aspiration for innovation signal a readiness for change and future development. The upcoming board recruitment stands as a golden opportunity to enhance diversity at the governance level, thereby aligning with the organisation’s strategic vision for inclusivity.
Applying structured approaches such as the ADKAR model and Lewin’s Change Management Model (Hamdo, 2021) (CIPD, 2021)offers a roadmap for navigating the stages of change and addressing the human aspects of transition. The organisation’s awareness of the need for change, the desire to support EDI initiatives, and the identification of knowledge gaps form the basis for implementing and reinforcing positive change Balancing commitment with adequate resource allocation, encouraging an inclusive environment, and addressing unconscious biases emerge as pivotal for the success of EDI programs.
A SWOT analysis (Abbas, 2023) (Asana, 2022) further elucidates the organization’s internal and external landscape. The strengths, such as specialised programs for men (Compass initiative see Appendix 10 Myriad initiative for LGBTQ+ (see Appendix 3) and employee engagement, are counterbalanced by weaknesses, including a lack of ethnic diversity and areas needing improvement (Fig. 2) Opportunities for training, development, and strategic alignment are contrasted by potential threats of resistance to change, resource constraints, and external competition.

                                                                                    Fig. 2
Survey findings and interviews have been instrumental in illuminating the organization's strengths and pinpointing areas that require attention. The pronounced willingness among employees for further EDI training aligns well with the organization’s commitment, laying a solid foundation for positive change. Addressing identified gaps, such as the integration of the EDI plan and the establishment of a formal evaluation process, emerges as a crucial step for sustained progress.

1. EDI Awareness and Training:
•	The survey results reveal a commendable level of familiarity with EDI concepts and its’ importance (Fig.3) among the respondents, with an average rating of 78.84 out of 100. This aligns with the literature that emphasizes the importance of awareness as the first step towards fostering an inclusive environment (Cox, 2001).


Fig.3
· Over half of the participants have engaged in formal EDI training, reflecting the organisation’s commitment to providing specialised programs (See appendix 3 &10) a strength highlighted in the literature (Devine & Ash, 2022) (Fig.4)


Fig.4


2. Organisational Commitment to EDI:
•	Calan DVS commitment to EDI is perceived positively by the employees, with an average rating of 78.54 out of 100. This is consistent with the literature that underscores the significance of organizational commitment in driving EDI initiatives (McKinsey & Company, 2020)
•	However, gaps in the adoption of specific analytical or benchmarking frameworks indicate a need for a more structured approach to continuous improvement, as suggested in the literature (Willmington, et al., 2022; Ramasamy & Ramaswamy, 2017) ( see Appendix 5,6 &7 )
3. Diversity and Inclusion Perception:
•	Calan DVS is viewed as diverse and inclusive, aligning with the literature advocating for the integration of diversity and inclusion in organisational culture (Shore, et al., 2010; CIPD, 2019) (Fig.4)

Fig.4
•	The most significant perceived barrier to achieving diversity and inclusion is a lack of awareness about EDI, highlighting the need for ongoing education and communication, as recommended in the literature (Wolfgruber, et al., 2022).(Fig 5.)

Fig.5
4. Employee Engagement and Stakeholder Feedback:
•	The willingness among employees to participate in further EDI training aligns with the literature’s emphasis on employee engagement as a pivotal component for the success of EDI programs (Devine & Ash, 2022; CIPD, 2019)
•	However, there is a notable lack of awareness of feedback mechanisms for service users, pointing to an area for enhancement (Fig.6)

Fig.6
5. Service Users and Accessibility:
•	The services are perceived as culturally competent and accessible, with a moderately diverse user representation (Fig.7) so there is room for improvement, consistent with the literature that encourages organisations to continuously assess and adapt practices (Women's Aid, 2023; Refuge, 2023; Imkaan, 2016)

Fig.7
•	The call for more inclusive marketing aligns with best practices outlined in the literature (Domestic Abuse Commissioner, 2022)
6. Workforce Diversity and Areas for Improvement:
•	Calan DVS has a diverse workforce in terms of gender identity (mainly women, which is understandable in a women’s aid organisation, men are helping to support with the compass initiative (Appendix 10 ) but lacks ethnic diversity, indicating a potential area for improvement in line with the (Equality Act 2010).
•	Identified areas requiring improvement include Recruitment processes, Training and development, and Communication and awareness (Fig 8.) suggesting that addressing these areas could enhance the effectiveness of EDI strategies (CIPD, 2019; Women's Aid, 2021)

Fig.8
7. Training Needs and Organizational Commitment:
•	The demand for additional training and resources, along with the expressed interest in further training, suggests awareness and commitment to addressing EDI issues 
•	The emphasis on training in inclusive communication and community engagement indicates a recognition of the importance of inclusive practices.
8. Strategic Alignment and Vision:
•	EDI initiatives are interwoven with the organization’s strategic objectives, with milestones focused on learning and development, staff retention, and board development. However, there is recognition of the need for further work to achieve specific inclusivity goals (CIPD, 2022; SHRM, 2023)
9. External Benchmarking and Data Analysis:
•	The absence of external benchmarking practices and formal feedback mechanisms for EDI indicates a potential area for improvement (See Appendix 5,6,7) Incorporating such practices could enhance accountability and facilitate continuous improvement (Department for Transport, 2021).(Appendix 1 interviews)
•	Calan DVS conducts annual equality monitoring surveys (see appendix 4) but the absence of specific frameworks for assessment and validation of data points to a need for a more structured approach to data analysis. (Women's Aid, 2023; Domestic Abuse Commissioner, 2022; Equality and Human Rights Commission, 2018; Imkaan, 2016; Mcdermott, 2018)


10. Board Composition and Diversity:
•	The board’s composition is reflective of the communities served, but there is an aspiration for greater diversity in future appointments. The identification of barriers to service access for some ethnic groups indicates an awareness of areas for improvement. (See appendix 5,6,7)
Conclusion
A thorough evaluation of EDI at Calan DVS offers a clear picture of its current status and areas for growth. While firmly rooted in legislative frameworks like the (Equality Act 2010) and the (Domestic Abuse Act 2021), achieving a truly inclusive environment requires ongoing adaptability, as noted by (ALEXANDER-SCOTT, et al., 2016).
The research praises the organisation's commitment to EDI, evident in workforce engagement and strategic initiatives. However, gaps in analytical frameworks, EDI awareness, and feedback mechanisms need addressing for the benefit of the diverse community it serves.
While the study's response rate is commendable, concerns about representativeness and potential biases arise. A more diverse sample might have enriched the findings. The focus on one organisation also limits the study's validity. (Busetto, et al., 2020)
The organisation's alignment with sector standards is commendable, but there's a call for enhanced data analysis, benchmarking, and communication (Women's Aid, 2023, Gov.uk, 2022; Dobbin & Kalev, 2016). These insights can shape EDI practices both within and beyond the organization.
Recommendations include increased community engagement, capitalising on employees' willingness for more training, and adopting structured data analysis approaches. Implementing these will strengthen the organisation's EDI efforts and its impact on the community.
In essence, Calan DVS commitment to EDI is clear, with identified avenues for improvement. This research provides a roadmap for refining EDI practices, promising significant transformation within the organisation and being a benchmark for the wider sector.
Victoria Jeffreys: 1303685
MA/PGDIP Strategic People Management
Driving Change and Building Business Cases BMHR7014
                                        Word Count: 831

POSTER
Domestic violence does not discriminate, it can happen to anyone, anywhere in the world (The HR Room podcast- Insight HR, 2023)’
Calan DVS is a charity aiding victims of domestic abuse and violence, its service users are diverse, and it is committed to delivering tailored support (Calan DVS,2022)
AIM: ASSESS THE IMPACT OF COMPREHENSIVE EDI STRATEGIES WITHIN CALAN DVS:
· Uncover disparities and challenges in EDI implementation within Domestic Violence charities.
· Evaluate the effect of EDI on the Calan DVS, address the information shortfall, and improve access for marginalised groups. (CIPD,2019; McKinsey Company, 2022)
· Understand perceptions and experiences of staff regarding EDI.
· Examine Calan DVS commitment and strategies towards enhancing EDI (Women’s Aid,2021; Refuge,2023; Calan DVS. 2022)
· Develop actionable recommendations, and improve EDI practices at Calan DVS
Research methods
· Scope: Study on EDI's impact on domestic violence charities. Sources: Varied, including journals, books, websites, and podcasts. 
· Analysis: Explored best practices, challenges, and opportunities in EDI. (Welsh Women’s Aid, 2022; Imkaan, 2016; McDermott, 2018) 
· Methods: Used surveys and interviews. 37 out of 61 employees responded, and key stakeholders were interviewed. 
· Data Analysis: Combined quantitative and qualitative methods, benchmarked against 3rd sector standards for domestic violence charities. (References: Garg & Sangwan, 2020; Snyder, 2019; CIPD, 2022) 
· Reliability & Validity: Ensured through pilot testing, triangulation, and a diverse participant pool. Prioritized design control and feedback, maintaining participant anonymity. 
· Ethics: Prioritized informed consent, data protection, and confidentiality. 
· Threats & Mitigation: Identified potential biases and ensured confidentiality to counteract them. Limitations: 
· The study was limited to one organisation and had challenges like small sample size, subjectivity, and time constraints. (Graham et al., 2007; British Association for Counselling and Psychotherapy, 2019; Burles & Bally, 2018; Mazumdar, 2022)
What does literature tell us?
· Legislative Framework: Calan DVS is anchored in laws like the (Equality Act 2010), the (Domestic Abuse Act 2021), and the (VAWDASV Act 2015), promoting equal opportunities.
· Beyond Legal Requirements: Successful EDI strategies adopt an intersectional approach, which is essential for talent retention and organisational growth. (BACP, 2023; Frost & Kalman, 2016; McKinsey & Company, 2020; Dobbin & Kalev, 2016) 
· Disparities in Support: A 2022 study highlighted inconsistent service availability for survivors based on location, stressing the varied needs of different groups. (Welsh Government, 2022; Gov.UK, 2022; Welsh Government, 2023) 
· Progress & Limitations: While support is available for minoritised women, specialised services are lacking. (Imkaan, 2023; Thiara & Roy, 2020; McDermott, 2018). 
· Barriers to EDI: Challenges include resistance to change, biases, and a narrow focus on legal compliance and traditional leadership/recruitment methods. (McDermott, 2018; Dobbin & Kalev, 2016; Financial Conduct Authority, 2021; Bolden et al., 2019; Jackson, 2022) 
· Guidance & Frameworks: Emphasis on quality standards, with the "Expert Voices" framework directing EDI efforts. (Kalia, et al., 2019; McDermott, 2018; Imkaan, 2016; Equality and Human Rights Commission, 2018) 
· Conclusion: Intersectionality is commended, but issues like insufficient funding persist. Ongoing efforts are essential for genuine equality. (Women's Aid, 2023; ALEXANDER-SCOTT, et al., 2016)
Findings:
· EDI Awareness and Training: Most are familiar with EDI, with over half having formal training. (Fig.1) 
· Organisational Commitment: Calan DVS is seen as committed to EDI, but more analytical frameworks must be developed. 
· Diversity and Inclusion Perception: Calan DVS is perceived as diverse and inclusive, but there's a barrier due to a need for EDI awareness. Employee Engagement: 
· Employees are eager for more EDI training, but there needs to be a feedback system for service users. (Fig.2) 
· Service Users and Accessibility: Services are culturally adept, but there's a need for more inclusive marketing. 
· Workforce Diversity: The workforce lacks ethnic diversity. Improvements are needed in recruitment, training, and communication. (Fig.3) 
· Training Needs: There's a demand for more training resources, especially in inclusive communication. 
· Strategic Alignment: EDI is integrated into strategic goals, but there's an acknowledged need for more inclusivity efforts. 
· External Benchmarking: Calan DVS doesn't practice external benchmarking and needs a more structured data analysis method. 
· Board Composition: The board represents the communities it serves but aims for even more diversity. (Calan DVS, 2023)
How does the literature compare to our findings?
· Legislation & Alignment: Calan DVS aligns with robust legislative frameworks. 
· EDI Awareness & Training: Calan DVS reflects literature’s emphasis on an intersectional approach. 
· Diversity & Inclusion: The literature views corporate responsibility broadly, while findings show a foundational EDI approach at Calan DVS 
· Service Users & Accessibility: Both the literature and the findings highlight disparities in service access. 
· Workforce Diversity: The literature praises organisational resilience, but the findings show a lack of ethnic diversity at Calan DVS 
· Strategic Alignment & Vision: Both literature and findings stress the importance of aligning EDI with strategic goals.
Conclusion
Calan DVS aligns with key EDI legislations and has launched initiatives like Myriad and Compass (Calan DVS, 2023). While there are successes, gaps in leadership diversity and analytical frameworks exist. Enhanced data analysis and a push for more EDI training indicate a forward-looking approach. (Calan DVS 2023; Purwanto, et al., 2020)
Special Thanks are extended to Calan DVS staff, board members, and participants for their invaluable contributions. Victoria Jeffreys 1303685
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	Recommendation
	What
	Why
	Who
	When
	Where
	How
	Costs

	Enhanced EDI Training
	Develop and roll out enhanced EDI training sessions. A program to cater for the unique needs of Calan DVS.
	Improved EDI awareness and practices among employees. By intensifying EDI awareness and training, the organization aims to develop a more inclusive environment, enhance employee understanding of EDI principles, and address any existing gaps.
	HR Department & CEO. While all employees will benefit form this training there will be in depth training for mangers and leaders.
	Q1 2024
	All departments align with EDI objectives. Specialised session can be organized to address individual needs and challenges
	Develop tailored modules, Workshops, Feedback. Biannual training to ensure continuous development and reinforcement
	Training materials, External trainers, Venue, and logistics
£5000
Staff Costs
£2500(100 hours)
Total £7500

	Enhance Workforce Diversity
	Review and revise recruitment processes to attract a diverse pool of candidates.
	More ethnically diverse workforce.
	HR Department	and CEO
	Q2 2024
	All departments, to align with EDI objectives
	Diverse recruitment strategies, Diverse appointments, networking. Engage leadership in EDI training, highlight benefits of EDI. Recruitment training to address biases.
	Recruitment and advertising (inhouse and external)
Recruiter - £5000 / 2 positions
Internal staff costs - £1250 (50 hours)
Total £6250

	Board Diversity Enhancement
	Target diverse board member recruitment to enhance diversity at the governance level.
	Board composition reflecting the diversity of the communities served, enhancing decision making from a variety of perspectives.
	Board & HR Department
	Q4 2024
	Board only, leadership level plus recruiting teams.
	Diverse recruitment strategies, Diverse appointments, Networking events.  Engage in continuous dialogue, provide training to address biases.
	Recruitment – external £5000
Networking - £1000
Total £6000

	Community Engagement Enhancement
	Increase community engagement efforts, especially with marginalised groups.
	Services that are more inclusive and meet the needs of all community members. Calan DVS aims to develop inclusivity, improve morale, and strengthen its ties with the community.
	Community Outreach Team to be created – led by CEO and HR Spearheaded by outreach workers and participation from all employees
	Q1-Q4 2024
	All departments, to align with EDI objectives – events to be organized internally within the organisation and externally with the wider community.
	Inclusive events, encouraging employee participation. Collaborations with diverse community groups.
	Community events budget of £5000

	Adoption of EDI Analytical Frameworks & Benchmarking
	Adopt specific analytical or benchmarking frameworks. Frameworks that will serve as a foundation for continuous improvement in EDI practices.
	Structured approach to measuring and monitoring EDI progress. Understand how Calan DVS is performing. Identify gaps, measure against industry standards, ensure alignment with best practices. Enhancing awareness, promoting inclusivity
	CEO and the team

	Q3 2024

	All departments, to align with EDI objectives
	Identify frameworks that align with EDI goals. Training and Integration,
reviews to measure progress and make adjust. Collaborate with other organisations, consider virtual platforms.
	External researcher and implementation plan 
Total £5000

	Improved Feedback Mechanisms
	Establish formal feedback mechanisms for service users and employees. Feedback is gold! Gaining valuable insights form its service users.
	Insights on the effectiveness of EDI initiatives and areas for improvement. Understanding users’ needs is paramount, refining services and meeting expectation and satisfaction levels.
	Customer Service managers and service delivery teams, plus IT is developing systems.
	
Q1 2024
	All service delivery points, including all online platforms.
	Feedback forms, Surveys, Analysis for actionable insights.
	Feeback software tools
Staff Costs
Total (50 hours)
£5,250


Total £35,000
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[bookmark: _Hlk145683438]Introduction to Board Interview on Equality, Diversity, and Inclusivity (EDI) at Calan DVS:
In today's evolving business environment, the commitment to Equality, Diversity, and Inclusivity (EDI) is both a moral imperative and a strategic necessity. Calan DVS's dedication to these principles is vividly reflected in its Equality and Diversity Action Plan. This plan not only underscores the organisation’s dedication to placing stakeholders at the heart of its operations but also its drive to embrace EDI and enhance its services to be inclusive for all.
Understanding how Organisations like Calan DVS navigate this evolving landscape becomes paramount. In this context, Contracked Ltd has been working alongside Calan DVS, bringing its expertise and collaborative approach to further strengthen and evaluate the EDI initiatives. Our joint efforts aim to ensure that the principles of EDI are not just theoretical but are deeply embedded in the day-to-day operations and strategic vision of Calan DVS.
The purpose of this interview is multifaceted: 
• To ascertain how Calan DVS's EDI initiatives align with both Sector benchmarks and their internal action plan. 
• To gather concrete evidence of the impact of these initiatives on the organisation's operations and stakeholder engagement. 
• To understand the mechanisms in place that ensure the quality, relevance, and critical evaluation of evidence related to EDI.
 • To explore the organisation's readiness for change, its current capabilities, and its vision for the future in the realm of EDI.
By critically analysing the responses in conjunction with secondary research, the aim is to provide a comprehensive understanding of Calan DVS's current stance on EDI. The insights derived will not only shed light on the organisation's EDI journey, its challenges, and successes but will also serve as a valuable benchmark for future strategies and initiatives, offering a clearer picture of the board's aspirations for the future trajectory of EDI within Calan DVS.

1. Alignment with Sector Standards and Action Plan:
· How does Calan DVS's current EDI approach align with both Sector benchmarks and the objectives set out in the Calan DVS Equality and Diversity Action Plan 2023-2024? How does this equate in practice?
Our E&D Action Plan aligns with Welsh Governments’ Wellbeing of Future Generations (Wales) Act 2015 and the Equality Act 2010.   
2. Evidence of EDI Impact and Stakeholder Engagement:
· Can you provide specific examples or data that demonstrate the positive impact of Calan DVS's EDI initiatives on its operations, stakeholder engagement, and service users?

Calan has a recovery and resilience support programme specifically for male victims of DVA – Compass; and one for LGBTQ+ victims of domestic abuse – Myriad.  Both of these have been coproduced with male/LGBTQ+ victims/survivors respectively.  
During 2022-23 Calan supported 67 men through our community services and the Compass Programme; and 198 high-risk male victims through our Male IDVA Provision. Calan are the first organisation in the UK to have achieved the RESPECT Male Victims standards.   

In addition, as part of the delivery of Myriad programme, Calan DVS’ specialist LGBTQ+ facilitator delivers LGBTQ+ professional discussions to partners/local organisations across Wales, to build the knowledge/confidence of professionals in developing LGBTQ+ affirmative approaches to their work.  Potential topics for discussion can include different models of sexuality; the difference between sex & gender; bi erasure; HIV; using pronouns; internalised phobia; and gender sexual and relationship diversity.  During 2022 we ran 11 sessions with an average of 8 professionals attending each session.  


3. External Benchmarking and Feedback Mechanisms:
· Does Calan DVS benchmark its EDI practices against external organisations or Sector standards? If so, how?  and is this feedback related to EDI captured and acted upon?

No, this is not something we currently do.  

4. Assessment and Analysis of EDI Data:
· How does Calan DVS validate the accuracy and reliability of the information   collected on EDI? What approach does the organisation take to critically assess this information, and are there any specific frameworks used? Would you be able to provide me with any anonymised examples of this data?

Calan completes an annual equality monitoring survey with staff, but there are no specific frameworks currently used.  

5. Assessing Impact and Prioritisation:
· How does Calan DVS evaluate the benefits and outcomes of its EDI initiatives for both service users and staff? Are there considerations or compromises made when choosing to focus on specific initiatives over others?

We work to understand our service users’ needs through a range of different ways including some recent in-person consultations which asked if staff are “… culturally sensitive and respectful of your background and beliefs”, but there is no current formal evaluation process.  As with staff, the monitoring is in place, but there is more work to be done with this.  

6. Capability, Readiness for Change, and Future Development:
· Given Calan DVS's existing strengths in EDI, how would you assess its current capability and the organization's receptiveness to further EDI-related changes? 
· Are there specific training programs, feedback mechanisms, or collaborations in place to bolster these initiatives? 
· Additionally, could you shed light on any future strategies or milestones Calan DVS aims to achieve in enhancing its EDI capability?

The current EDI Action Plan does not seem very integrated across Calan – it needs to be embedded and become an active part of Calan’s work by all staff.  It would be good to have some sort of EDI Champion within Calan to help drive the plan – they could attend staff meetings across Calan to help drive the conversations/activities.  


7. Skills Audit and Capability Gaps:
· Has Calan DVS conducted any skills or capability audits related to EDI? What were the key findings, and how were they addressed? Are there any observed capability gaps compared to other organisations in the same sector? What measures have been taken to remedy these gaps, if appropriate/ possible?
Calan has undertaken a demographic analysis of our delivery areas and staffing but this has been a limited piece of work.  

8. Promotional Alignment and Communication:
· How do Calan DVS's promotional materials and communication strategies reflect its commitment to EDI, how have these changed in line with EDI initiatives? 
· And how are changes, especially those related to EDI, communicated within the organisation?
More needs to be done with this to ensure inclusivity and consistency across Calan.  

9. Board Composition and Diversity:
· Would you say that the board's composition adequately mirrors the diversity of the communities Calan DVS serves, and what barriers, if any, exist in achieving a diverse board composition? Has the Board actively looked to address this?
· Who are your comparator organistaions?

Calan’s Board of Trustees does reflect the communities in which we work but we could still focus on being more diverse in any future appointments.  Comparative organisations include Welsh Women’s Aid and other specialist domestic abuse agency partners.  

10. Strategic Alignment and Vision:
· In your view, how do the EDI initiatives contribute to Calan DVS's overarching strategic objectives, and based on the action plan, what are the anticipated milestones for EDI in the upcoming years?

Calan’s Strategic Plan addresses support for ALL victims of both domestic violence/abuse and sexual violence (inclusively of all protected characteristics).  However, we have more work to do/implement in relation to specific inclusivity goals/objectives.  
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Introduction to Board Interview on Equality, Diversity, and Inclusivity (EDI) at Calan DVS:
In today's evolving business environment, the commitment to Equality, Diversity, and Inclusivity (EDI) is both a moral imperative and a strategic necessity. Calan DVS's dedication to these principles is vividly reflected in its Equality and Diversity Action Plan. This plan not only underscores the organisation’s dedication to placing stakeholders at the heart of its operations but also its drive to embrace EDI and enhance its services to be inclusive for all.
Understanding how Organisations like Calan DVS navigate this evolving landscape becomes paramount. In this context, Contracked Ltd has been working alongside Calan DVS, bringing its expertise and collaborative approach to further strengthen and evaluate the EDI initiatives. Our joint efforts aim to ensure that the principles of EDI are not just theoretical but are deeply embedded in the day-to-day operations and strategic vision of Calan DVS.
The purpose of this interview is multifaceted: 
• To ascertain how Calan DVS's EDI initiatives align with both Sector benchmarks and their internal action plan. 
• To gather concrete evidence of the impact of these initiatives on the organisation's operations and stakeholder engagement. 
• To understand the mechanisms in place that ensure the quality, relevance, and critical evaluation of evidence related to EDI.
 • To explore the organisation's readiness for change, its current capabilities, and its vision for the future in the realm of EDI.
By critically analysing the responses in conjunction with secondary research, the aim is to provide a comprehensive understanding of Calan DVS's current stance on EDI. The insights derived will not only shed light on the organisation's EDI journey, its challenges, and successes but will also serve as a valuable benchmark for future strategies and initiatives, offering a clearer picture of the board's aspirations for the future trajectory of EDI within Calan DVS.

11. Alignment with Sector Standards and Action Plan:
· How does Calan DVS's current EDI approach align with both Sector benchmarks and the objectives set out in the Calan DVS Equality and Diversity Action Plan 2023-2024? How does this equate in practice?

Our current equality and diversity action plan is aligned with a number of Welsh Government objectives including the Well-being of Future Generation (Wales) Act to maximise our contribution to the seven well-being goals.
· A globally responsible Wales
· A prosperous Wales
· A resilient Wales
· A healthier Wales
· A more equal Wales
· A Wales cohesive of communities
· A Wales of vibrant culture and thriving Welsh Language
Our plan is also aligned with the Equality Act 2010 which legally protects people from discrimination in the workplace and wider society.
Whilst we have an equality and diversity action plan within Calan, we have further work to embed our action plan and elaborate on what is already there.  

12. Evidence of EDI Impact and Stakeholder Engagement:
· Can you provide specific examples or data that demonstrate the positive impact of Calan DVS's EDI initiatives on its operations, stakeholder engagement, and service users?
As part of our focus on inclusivity, Calan has developed a number of programmes to provide support to male victims and LGBTQ+ victims of domestic abuse. These programmes have been coproduced with survivors of domestic abuse to really understand the nuances of their experiences as a male victim and in LGBTQ+ relationships.
As a result of our implementation of the male victims programmes, we have successfully secured additional funding and as a result have supported over 200 men in the past year who are deemed as high risk.
In addition we are receiving a high number of referrals for LGBTQ+ victims since the launch of the Myriad Programme which means we are accessing individuals we haven’t been able to reach previously.
In 2022, Calan carried out a demographic survey on each of the geographical areas in which we deliver to understand if our workforce was representative of the demographics.  Due to the rural location of some of our areas and as you go further West into Wales, we noted that the highest percentage of the population is white with approximately 2-4% falling under different demographics.
MH edit: Neurodiversity 	Comment by Moira Hutton: As a response to an increase in referrals from people with diagnosed or identified neurodiversity needs, a training scheme has been rolled out for all staff to attend Neurodiversity training - which will now become mandatory for any new Calan staff.  
MH edit: Male sexual abuse survivor training	Comment by Moira Hutton: All frontline staff within the Lotus Project have attended Male Survivor training with The Survivors Trust. This is to ensure that the team feel well equipped to provide support for male survivors of sexual abuse with an understanding of the similarities and difference that may present between the sexes. 

13. External Benchmarking and Feedback Mechanisms:
· Does Calan DVS benchmark its EDI practices against external organisations or Sector standards? If so, how?  and is this feedback related to EDI captured and acted upon?
This is not a practice we have in place.
14. Assessment and Analysis of EDI Data:
· How does Calan DVS validate the accuracy and reliability of the information   collected on EDI? What approach does the organisation take to critically assess this information, and are there any specific frameworks used? Would you be able to provide me with any anonymised examples of this data?
Annually Calan conducts an equality and monitoring survey with all staff to understand the demographics, this is then provided to the board of trustees on an annual basis.  There are no specific frameworks used which is why this piece of work currently being undertaken will support us to take our practices to the next level.
15. Assessing Impact and Prioritisation:
· How does Calan DVS evaluate the benefits and outcomes of its EDI initiatives for both service users and staff? Are there considerations or compromises made when choosing to focus on specific initiatives over others?
Whilst we monitor the demographics of staff and understand our service users needs, there is more work that we need to complete to fully answer this question.
We are always working towards inclusivity and whilst we have a number of programmes in place, for those with specific cultural needs, we still have work to do to embed practices. 
MH edit: Identifying interesting needs	Comment by Moira Hutton: As part of line management supervision and fortnightly team meetings, the Lotus Project team reflect on the intersecting needs of the survviors we support. As a result of this, we can identify gaps in knowledge and service provision with the aim to adapt our service and/or identify training needs. 
16. Capability, Readiness for Change, and Future Development:
· Given Calan DVS's existing strengths in EDI, how would you assess its current capability and the organization's receptiveness to further EDI-related changes? 
As an organisation we are keen to move forward and to the next level, we would like an EDI plan that is brought to life, that is embedded throughout the organisation and which ensures all staff, trustees and volunteers are held accountable.  We need to have a tighter framework in place to make this happen.
· Are there specific training programs, feedback mechanisms, or collaborations in place to bolster these initiatives? 
Not currently.
MH edit: Neurodiversity	Comment by Moira Hutton: I had a meeting with the founder of Autistic UK (Willow Holloway) in April 2023 to discuss autism and neurodiversity in sexual assault survivors. She was keen to stay in touch for any future partnership opportunities. 

· Additionally, could you shed light on any future strategies or milestones Calan DVS aims to achieve in enhancing its EDI capability?
As we move forward as an organisation that is innovative, we need to ensure that any EDI practices move with us, we have a 5-year strategic plan which details our aims and objectives and EDI is at the very core of this.
17. Skills Audit and Capability Gaps:
· Has Calan DVS conducted any skills or capability audits related to EDI? What were the key findings, and how were they addressed? Are there any observed capability gaps compared to other organisations in the same sector? What measures have been taken to remedy these gaps, if appropriate/ possible?
Calan has carried out a demographic analysis of our local regions and staffing. However, more work needs to be carried out to have a firm action plan in place to be able to give a full and considered response to this question.
18. Promotional Alignment and Communication:
· How do Calan DVS's promotional materials and communication strategies reflect its commitment to EDI, how have these changed in line with EDI initiatives? 
Calan needs to do more to develop materials that are inclusive as they are not consistent across the organisation.
· And how are changes, especially those related to EDI, communicated within the organisation?
n/a
19. Board Composition and Diversity:
· Would you say that the board's composition adequately mirrors the diversity of the communities Calan DVS serves, and what barriers, if any, exist in achieving a diverse board composition? Has the Board actively looked to address this?
The board does reflect the communities in which we work however, we will be recruiting for new trustees next year and it is hoped that we would attract a more diverse range of applicants.
· Who are your comparator organistaions?
Women’s Aid Groups, Welsh Women’s Aid. 
20. Strategic Alignment and Vision:
· In your view, how do the EDI initiatives contribute to Calan DVS's overarching strategic objectives, and based on the action plan, what are the anticipated milestones for EDI in the upcoming years?

Calan’s 5 year strategic plan is focused on supporting all victims of domestic abuse and sexual violence, regardless of ethnicity, cultural beliefs, religion, age, disability, sexual orientation etc.  We have work to do and strategies to implement to ensure we achieve our inclusive objectives.
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Introduction to Board Interview on Equality, Diversity, and Inclusivity (EDI) at Calan DVS:
In today's evolving business environment, the commitment to Equality, Diversity, and Inclusivity (EDI) is both a moral imperative and a strategic necessity. Calan DVS's dedication to these principles is vividly reflected in its Equality and Diversity Action Plan. This plan not only underscores the organisation’s dedication to placing stakeholders at the heart of its operations but also its drive to embrace EDI and enhance its services to be inclusive for all.
Understanding how Organisations like Calan DVS navigate this evolving landscape becomes paramount. In this context, Contracked Ltd has been working alongside Calan DVS, bringing its expertise and collaborative approach to further strengthen and evaluate the EDI initiatives. Our joint efforts aim to ensure that the principles of EDI are not just theoretical but are deeply embedded in the day-to-day operations and strategic vision of Calan DVS.
The purpose of this interview is multifaceted: 
• To ascertain how Calan DVS's EDI initiatives align with both Sector benchmarks and their internal action plan. 
• To gather concrete evidence of the impact of these initiatives on the organisation's operations and stakeholder engagement. 
• To understand the mechanisms in place that ensure the quality, relevance, and critical evaluation of evidence related to EDI.
 • To explore the organisation's readiness for change, its current capabilities, and its vision for the future in the realm of EDI.
By critically analysing the responses in conjunction with secondary research, the aim is to provide a comprehensive understanding of Calan DVS's current stance on EDI. The insights derived will not only shed light on the organisation's EDI journey, its challenges, and successes but will also serve as a valuable benchmark for future strategies and initiatives, offering a clearer picture of the board's aspirations for the future trajectory of EDI within Calan DVS.

21. Alignment with Sector Standards and Action Plan:
· How does Calan DVS's current EDI approach align with both Sector benchmarks and the objectives set out in the Calan DVS Equality and Diversity Action Plan 2023-2024? How does this equate in practice? As part of the development of the EDI strategy, the Board of Trustees looked to encompass the British Council's EDI Strategy, ensuring that we met three main objectives: an inclusive organisational culture; developing capability and leaders; and performance, impact and legal compliance. This is revisited regularly at both Trustee HR subcommittee meetings and is part of the full Board objectives, to ensure that priorities, targets and indicators are meeting agreed timelines. Our EDI strategy forms part of everything that we do whether that be service or people focused. 
22. Evidence of EDI Impact and Stakeholder Engagement:
· Can you provide specific examples or data that demonstrate the positive impact of Calan DVS's EDI initiatives on its operations, stakeholder engagement, and service users? I don’t have access to specific data.  However, regular staff/service user surveys are undertaken, the themes of which are fed-back to Board for discussion. The management team provide stats in relation to staff attrition/turnover rates, sickness absence and any employee relations issues that need to be brought to the Boards attention.  
23. External Benchmarking and Feedback Mechanisms:
· Does Calan DVS benchmark its EDI practices against external organisations or Sector standards? If so, how?  and is this feedback related to EDI captured and acted upon? We are accountable to our stakeholders and commissioners and must abide by the rules of the Charity Commission.
24. Assessment and Analysis of EDI Data:
· How does Calan DVS validate the accuracy and reliability of the information   collected on EDI? What approach does the organisation take to critically assess this information, and are there any specific frameworks used? Would you be able to provide me with any anonymised examples of this data? n/a 
25. Assessing Impact and Prioritisation:
· How does Calan DVS evaluate the benefits and outcomes of its EDI initiatives for both service users and staff? Are there considerations or compromises made when choosing to focus on specific initiatives over others? The benefits are a happy, diverse workforce where we represent all groups and communities both as a staff group and service users. Considerations are made towards promoting underrepresented groups whether that be through partnership working or via community initiatives.  
26. Capability, Readiness for Change, and Future Development:
· Given Calan DVS's existing strengths in EDI, how would you assess its current capability and the organization's receptiveness to further EDI-related changes? The EDI landscape and understanding is evolving and as a Board we are looking to ensure that inclusivity of both service and people is at the forefront of what we do. The Board undertakes regular training to ensure awareness. 
· Are there specific training programs, feedback mechanisms, or collaborations in place to bolster these initiatives? All of the above.
· Additionally, could you shed light on any future strategies or milestones Calan DVS aims to achieve in enhancing its EDI capability?
27. Skills Audit and Capability Gaps:
· Has Calan DVS conducted any skills or capability audits related to EDI? What were the key findings, and how were they addressed? Are there any observed capability gaps compared to other organisations in the same sector? What measures have been taken to remedy these gaps, if appropriate/ possible?
28. Promotional Alignment and Communication:
· How do Calan DVS's promotional materials and communication strategies reflect its commitment to EDI, how have these changed in line with EDI initiatives?  Our values underpin our desire to foster good relationships between diverse groups of people, to promote equality and tackle discrimination. Whether this be via job adverts, literature or recommendation within our sector network/community. 
· And how are changes, especially those related to EDI, communicated within the organisation? Staff newsletters, 121a/supervisions.
29. Board Composition and Diversity:
· Would you say that the board's composition adequately mirrors the diversity of the communities Calan DVS serves, and what barriers, if any, exist in achieving a diverse board composition? Has the Board actively looked to address this?  I would say that the Board mirrors the communities that we serve, however, that being said, there are barriers in that some ethnic groups do not access the service- whether that be because of cultural backgrounds or awareness.  We have actively looked to represent groups and with partners look to improve this as part of our service.
· Who are your comparator organistaions? BAWSO, WWA, Cyfannol, Carmdas, Threshold.
30. Strategic Alignment and Vision:
· In your view, how do the EDI initiatives contribute to Calan DVS's overarching strategic objectives, and based on the action plan, what are the anticipated milestones for EDI in the upcoming years? The both are aligned and interweaved. The milestones are continued learning and development, staff retention and Board development.
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Which of the following best describes your ethnicity 

White	Asian, Asian British, Asian Welsh	Black, Black British, Black Welsh, Caribbean or African	Mixed or Multiple	Other ethnic group	Prefer not to say	32	1	1	2	1	0	

How crucial do you believe it is for Calan DVS to maintain both a diverse and inclusive workforce?

Extremely important	very important	Somewhat important	Not so important	Not at all important	27	8	2	0	0	

Have you participated in any formal EDI training or workshops during your time at Calan DVS?

Yes	no	21	16	

How much do you agree with the following statement? 'Calan DVS has a diverse workforce'

Strongly agree	agree	neither agree nor disgree	disagree	strongly disagree	8	15	5	8	1	


From your perspective, which of the following represents the most significant barrier to achieving a diverse and inclusive workforce at Calan DVS?

most significant	Lack of awareness about EDI.	Inadequate training programs	Organisational culture.	Recruitment biases	Lack of top management support	15	3	7	1	3	least significant	Lack of awareness about EDI.	Inadequate training programs	Organisational culture.	Recruitment biases	Lack of top management support	6	2	1	3	10	least significant	Lack of awareness about EDI.	Inadequate training programs	Organisational culture.	Recruitment biases	Lack of top management support	



Are you aware of any feedback mechanisms in place for service users to share their experiences related to EDI at Calan DVS?


Yes 	No	6	28	

How would you describe the diversity of the service users at Calan DVS?

Highly diverse, representing a wide range of backgrounds and communities.	Moderately diverse, with some representation from different communities.	Limited diversity, mostly representing a specific community or group.	Not diverse at all, predominantly from a single community or background.	Unsure or don't have enough information to answer	4	18	8	3	2	

Do you believe that Calan DVS's promotional materials (brochures, website, advertisements) reflect the diversity of the community it serves?

Yes, very much so	Somewhat	Not really	Not at all	Unsure	5	18	9	1	0	
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Driving Change and Building Business Cases -
Investigating a Business Issue from an HR Perspective

Students Name:

Victoria Jeffreys
Student number: 1303685

INSTRUCTIONS:
Give as much justification as possible for every question asked. This means, you
must not limit yourself to just stating WHAT you believe is an appropriate response.
but WHY.

ALWAYS provide an outline of the financial and cost imperatives associated with
your report tasks. Imagine you must be able to SELL your project idea

PLi effort into the PID and your will benefit from this when it comes to undertaking the
research. Use your skills as a "Thinking Performer” and take the "Business Partner”
approach
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