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Please note, a number of emails will follow in relation to the LIR — we will confirm the final e-
mail.

Pnawn Da/ Good afternoon,

Gweler ynghlwm cynrychiolaeth CSYM mewn perthynas a'r uchod / Please see IACC’s representation
in respect of the above.

Bydd fersiwn Gymraeg yn cael ei ddarparu cyn gynted a phosib / A Welsh version of the submission
will be provided in due course.

Cofion/ Regards,
Manon

Swyddfa Rhaglen Ynys Ynni /
Energy Island Programme Office
01248 752435 / 2431
PMO@ynymon.gov.uk
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'} Please write to me in Welsh or English

Dilynwch ni ar Twitter / Darganfyddwch ni ar Facebook

Follow us on Twitter / Find us on Facebook

Mae'r neges e-bost hon a'r ffeiliau a drosglwyddyd ynghlwm gyda hi yn gyfrinachol
ac efallai bod breintiau cyfreithiol ynghlwm wrthynt. Yr unig berson sydd 'r hawl i'w
darllen, eu copio a'u defnyddio yw'r person y bwriadwyd eu gyrru nhw ato. Petaech
wedi derbyn y neges e-bost hon mewn camgymeriad yna, os gwelwch yn dda,
rhowch wybod i'r Rheolwr Systemau yn syth gan ddefnyddio'r manylion isod, a
pheidiwch datgelu na chopio'r cynnwys i neb arall.

Mae cynnwys y neges e-bost hon yn cynrychioli sylwadau'r gyrrwr yn unig ac nid o
angenrheidrwydd yn cynrychioli sylwadau Cyngor Sir Ynys Mon. Mae Cyngor Sir
Ynys Mon yn cadw a diogelu ei hawliau i fonitro yr holl negeseuon e-bost trwy ei
rwydweithiau mewnol ac allanol.
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Annex 9C - IACC letter to Horizon 24 August 2018 'Non-Home Based Workforce Household Composition (Number of Partners and Dependents).pdf

DYLAN J. WILLIAMS BA (Hons), MSc, MA, M.R.T.P..
Pennaeth Gwasanaeth — Rheoleiddio a Datblygu Economaidd
CYNGOR SIB Head of Service — Regulation and Economic Development

AR - YNYS MON
a ." ISLE OF ANGLESEY ICSYLNEGOCI):RAillgLTE,\éIYESY'\ég’L\IJNTY COUNCIL
-

COUNTY COUNCIL Canolfan Fusnes Mén ¢ Anglesey Business Centre
Parc Busnes Bryn Cefni « Bryn Cefni Business Park
LLANGEFNI
OFFICIAL SENSITIVE Ynys Mén - Isle of Anglesey
LL77 7XA
Mr Kieran Somers ffon / tel: (01248) 752499
Horizon Nuclear Power ffacs / fax: (01248) 752192

Sunrise House
1420 Charlton Court

Gofynnwch am / Please ask for: Dylan Williams
E-bost / Email: DylanWilliams@ynysmon.gov.uk

Gloucester Business Park Ein Cyf / Our Ref:

Gloucester Eich Cyf/ Your Ref:

GL3 4AE

Sent by Email Dyddiad / Date: 24 August 2018
Dear Kieran,

Non-Home Based Workforce Household Composition (Number of Partner and Dependents)

| write to you to seek urgent clarity on the household composition of on the non-home based workers,
and in particular, the number of workers assumed to bring partners and dependents. In preparation
for the DCO Examination (and pre-examination submissions), it is important that we have early
confirmation of accuracy of baseline. The IACC is also reviewing the capacity of schools and school
places to inform our strategic planning and it is therefore essential that we fully understand the future
demand for school places (particularly in North Anglesey).

Estimates of the likely household composition of the non-home based workforce are provided in the
impact assessment on public services in ES Volume C Chapter 1. Section 1.5.48 states that:

“The assessment presented below is informed by the non-home-based population and the additional
population which could reasonably be expected to arrive with workers. The breakdown of the
additional population during main construction is shown in table C1-14. This is calculated based on
benchmarking information that 25% of non-home-based professional workers, 4% of operatives (for
example civils; and mechanical and electrical workers) and 60% of operational workers (arriving
during construction) would bring families into the area. The average family composition data of these
types of workers were used to determine the average number (based on English and Welsh data) of
partners and dependants. A more detailed description of these assumptions and the approach is
provided in chapter B2 (Application Reference Number: 6.2.2). These figures represent the worst
case and are used throughout the public services assessment.”

Croeso i chi ddelio gyda’r Cyngor yn Gymraeg neu’n Saesneg. Cewch yr un safon o wasanaeth yn y ddwy iaith.
You are welcome to deal with the Council in Welsh or English. You will receive the same standard of service in both languages.







Table C1-14 provides a breakdown of non-home based workers and dependants during peak
construction. It shows that:

Additional population JNumber of people

Non-home-based workers 7,000

Estimated partners 285
Estimated dependants 220
Total 7,505

However, applying the percentages estimated by Horizon (in 1.5.48 above) to the workforce numbers
results in a much higher number of families and dependents generated by the non-home based
workforce, as shown in the table below:

Household composition of workforce: % with families

Mumber of whom, :Non Y Mumber of :Number of

hame hame estimated : family dependent
based based to bring  :households children

families

Professional staff 2,000 237 1,763 25 441 339
Operatives F,000 1572 5,428 4 217 167
Subtotal 8,000 1,808 7,191 G658 a07
Operational staff B50 191 659 60 395 304
Taotal 9,850 2,000 7,850 1,053 BN

Note: Numbers of home based professional staff from Horizon Table 3-3, Appendix C1.2, p C1-37;
numbers of home based operational staff from Horizon Table 2-8, Appendix C1.2, p C1-23

These apparent discrepancies have a very significant effect, not only on the numbers of family homes
required, but also on education, health and other services.

Please could you clarify this issue as a matter of urgency as this is critical to inform the IACC’s position
leading into the DCO Examination as well as to inform the IACC’s strategic planning over the next 10-

15 years.

Yours sincerely,

e WM

DYLAN J. WILLIAMS
Pennaeth Gwasanaeth — Rheoleiddio a Datblygu Economaidd
Head of Service - Regulation and Economic Development

Croeso i chi ddelio gyda’r Cyngor yn Gymraeg neu’n Saesneg. Cewch yr un safon o wasanaeth yn y ddwy iaith.
You are welcome to deal with the Council in Welsh or English. You will receive the same standard of service in both languages.
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DYLAN J. WILLIAMS BA (Hons), MSc, MA,
CYNGOR SIAR M.R.T.P.I. ( )
, YNYS MON Pennaeth Gwasanaeth — Rheoleiddio a Datblygu
a { Economaidd
a ." ISLE OF ANGLESEY Head of Service — Regulation and Economic
‘T e” COUNTY COUNCIL Development
o

CYNGOR SIR YNYS MON

ISLE OF ANGLESEY COUNTY COUNCIL
Canolfan Fusnes Mén ¢ Anglesey Business Centre
Parc Busnes Bryn Cefni « Bryn Cefni Business
Park

LLANGEFNI

Ynys Mon ¢ Isle of Anglesey

LL77 7XA

ffon / tel: (01248) 752431/2435
ffacs / fax: (01248) 752192

Gofynnwch am / Please ask for: Dylan Williams
E-bost / Email: DylanWilliams@anglesey.gov.uk
Ein Cyf / Our Ref:

Eich Cyf/ Your Ref:

Sent by Email

Dyddiad / Date: 30.11.17

Dear Roger,

Draft DCO Documentation Review and Associated Workshop (Llandudno, 215t
and 22" November 2017)

| write following a very informative workshop between representatives from Horizon,
the Isle of Anglesey County Council (IACC) and Welsh Government to formally
comment and feedback on the draft DCO Documentation which we received. We
appreciate this opportunity to engage and comment. We remain committed to
collaborate, and where possible, inform and influence the draft DCO documentation
(prior to its formal submission to the Planning Inspectorate). We confirm that we will
also be attending a separate Environmental Workshop on the 5" December where
representatives from Natural Resources Wales will also be in attendance.

The basis for the IACC’s contributions during the workshop were the comments
received from thematic Topic Leads, following consideration and review of the draft
DCO Documents Horizon have issued to date. In light of the guidance issued by
Horizon at the onset of the process, it was agreed that the IACC’s DCO review process
would focus upon:

a. Does the information provide sufficient detail/clarity on Horizon’s
proposals/position?

b. Is the detail submitted adequate (i.e. in order to make an assessment)?

c. Is there anything missing? This should be notable omissions only with a
particular focus on mitigations.

d. Are there any gaps in the information provided?

e. Are there any changes or inconsistencies in the project detail following on
from PAC2& PAC3?

The outcomes of the review process, as discussed during the workshop, can be
summarised as:







a. The documentation received does not currently provide sufficient detail/ clarity on
Horizon’s proposals/ position. As well as a lack of detail on the physical elements
and timing of delivery of key components (such as the workers’ accommodation
blocks), many of the proposals are to be controlled by plans or strategies which
have not been provided and therefore cannot be assessed. For example, the
Workforce Management Strategy (WMS) which sets out how the workers living in
the onsite campus will be managed is a key document in assessing whether the
impacts predicted on neighbour communities are robust. The draft WMS does not
currently provide the detail needed to allow impacts to be considered. However,
if these plans and strategies are shared by Horizon as a matter of urgency, this
would enable the IACC to make meaningful assessment as to whether the
documentation provides sufficient detail and clarity; and if not highlight proposed
changes for Horizon to include in their final DCO submission.

b. The level of detail currently provided in the draft DCO documentation is not
adequate to allow meaningful assessment of the proposed development. Some
important baseline surveys and project design and implementation details are
missing and many of the mitigation plans which are being used by Horizon to
underpin their conclusions that impacts are acceptable are missing or incomplete
and considerations do not always take into account that up to 4,000 people could
be living temporarily on the site. Further, some impacts are noted but not fully
explained in the appropriate places as in the potential noise and vibration impacts
on schools in Cemaes and Llanfechell which are not properly addressed in the
education section of the socio-economic considerations. It is critical that Horizon
share this information with the IACC in a timely manner, for the reasons stated
above.

c. Some of the baseline data currently used is out of date or not robust and cannot
be relied upon as an acceptable, robust, evidence base. As an example of this
Horizon have used an out of date schools figure in their consideration of the
potential impact of inward migration on school places. They have also used a
travel to work area which is larger than that which would be created using the
average travel to work commuting time. Horizon have also based a number of
conclusions on assumptions (which are stated to be such). The IACC does not
agree with all of these assumptions and the evidence base to address these
points is being developed. The IACC are committed to working with Horizon to
ensure that the baseline data is up to date and robust prior to the freezing of the
DCO documentation.

d. There remains a number of documents yet to be received (IACC have highlighted
this with Horizon) and a number which are skeletal in nature and require to be
developed further. For example in the Community Impact Report, which should
be a key document to assist the local communities in understanding the potential
effects on them, critical information is missing. Horizon’s commitment during the
workshop to share these additional materials (which are deemed important by the
IACC) is welcomed. The DCO schedules which set out the application and scope
of the powers sought in the draft DCO have not yet been provided, without these
the Council cannot consider the acceptability in principle of the powers sought
and, in particular, cannot agree to the inclusion of powers removing the need to







Also

seek consents from the Council (such as the ability to make road traffic regulation
orders).

The linkages between effects and mitigation are currently not clearly mapped
within the documents. There is no overall cumulative mitigation chapter in the
Environmental Statement and the mitigation route map listed as a document to
be provided by Horizon has not been received. It is not clear which documents
take precedence in terms of setting out the mitigation proposals. As a result it is
not possible for IACC to confirm whether the proposed mitigation is appropriate
and fit-for-purpose, the overall package cannot be cohesively assessed and the
IACC has no certainty that secure delivery mechanisms are being proposed. This
issue is compounded by the dilution of commitments previously discussed with
the IACC and other stakeholders which are expressed only as considerations in
the documents giving no certainty of any mitigation being provided. The sharing
of the key strategies and plans (detailed above) would enable the IACC to assess
whether what is being proposed by Horizon is appropriate and fit for purpose and
if not highlight proposed changes for Horizon to include in their final DCO
submission.

as confirmed at the Workshop, the IACC has the following concerns regarding

the draft DCO Documentation.

Much of the currently proposed mitigation has no suitable trigger points or is
proposed to be provided too late. Horizon's preference is to monitor impacts
and then respond where they exceed the anticipated level - this will be far too
late in many cases. For example, to ensure that the predicted level of local
employment is reached, jobs and skills strategies need to start in advance of
the project (i.e. during the Site Preparation and Clearance works), to create the
pool of suitably qualified local people to take up jobs as they become available.
Responding to over-subscription of school places once families have moved
into the area is not practical as the lead times for providing additional capacity
mean reactionary responses will not be sufficient. The impact on housing of
workers seeking accommodation would have already exceeded the acceptable
level causing harm to the communities before the proposed mitigation in the
form of the next phase of on-site campus accommodation would be available.
These examples show why the IACC needs to have clear and appropriate
timings and triggers for the delivery of the project and its mitigation; reactionary
provision will not provide the level of protection from impacts which is required.

Based on the documentation received there is insufficient evidence of progress
post PAC 2 and 3 consultations. Many of the issues previously raised in PAC2
and PAC 3 remain in relation to:
i.  Jobs and Skills

ii. Economy and Supply Chain

iii.  Worker Accommodation Housing and Management

iv.  Highways and Transport

v.  Welsh Language and Culture

vi.  Certain environmental topics notably terrestrial ecology







Given the above the IACC remain concerned about the ability of the IACC to continue
meaningful engagement with Horizon on the Statement of Common Ground without
the necessary detailed information.

Further detail is provided in the attached Annex, to complement the above comments
(which was used as the basis for our contribution during the workshop).

Despite this position, | emphasise again our belief that good, positive, progress was
made during the workshop. The commitment to share and collaborate was evident.
However, to provide the necessary clarity, understanding, confidence and
reassurance (that Horizon understand local concerns and expectations and are
working to establish workable solutions), a change in approach is required, with
greater engagement and sharing of the important, meaningful written materials. This
is critical, with the limited time and scope for making changes to the DCO
documentation (given its confirmed submission date of the end of March 2018).

| also believe that sharing information at the pre-application stage will allow the
Authority to start our own evaluation of the local impacts of the proposal, as
encouraged in PINS Advice note one: Local Impact Reports.

With this timescale in mind, including the need to engage and brief Elected Members
on progress since PAC3, our shared focus going forward should (as agreed during the
Workshop) fall into two categories:

a. Matters on which more understanding and detail is required to be included in
the DCO submission, and

b. Matters which need to be progressed and accelerated in parallel, recognising
that they will require further development post DCO submission.

As soon as the IACC has had the opportunity to assess the additional documentation
you have undertaken to provide we will assess which categories described above fall
into one or other of the above two categories.

In addition to the points noted to date, the importance of the Horizon “Control
Documentation” (as illustrated in slide 7 of the Workshop power point presentation),
and associated material is also seen as critical. As was agreed, the IACC looks forward
to receiving these draft documents at the earliest possible opportunity. We recognise
that these are working documents, which are subject to review and further
development.

“Control Documents”, such as the Worker Management Strategy are pivotal in
assessing the impacts of the project on North Anglesey. For example, the WAMS is a
key document due to its interactions with:

e Other temporary worker accommaodation

e On-site parking and park and ride / share facilities on Anglesey and the

mainland

¢ Impacts on the strategic and local highway networks

e Demand for local services and facilities

e Impacts on the Welsh Language and culture







It is hoped that the sharing of these ‘Control Documents’, and addressing the
additional points noted, will be the key to improving our understanding of how the
potential benefits will be secured and delivered, whilst in the same manner, managing
and mitigating predicted negative impacts.

Other related priorities, which were also consistently highlighted during the Workshop,
are the need for clarity on how the ambitions and commitments for jobs and growth
will be achieved. It is hoped that this be outlined in the Education, Jobs & Skills Action
Plan and Supply Chain Action Plan. It was pleasing to hear that Horizon has been
progressing these matters internally and that latest draft documents will be shared.
We discussed developing the structures and terms of reference for the Employment &
Skills Service (that is soon to be piloted), and adding impetus to meetings to work up
detailed and complementary Action Plans. These exercises will not be completed by
the date of your DCO submission and will continue thereafter. However, as stated
above, this will need to be highlighted in the Control Documents and DCO submission.

We also highlighted the importance of ‘non-statutory’ means of helping deliver these
key outcomes of the Wylfa Newydd Projects. In particular, | refer to the commercial/
procurement arrangements through principles to be followed in Charters and Terms
and Conditions of contracts through the supply chain at all levels of the project. | again
emphasise the importance of ensuring principles, commitments and agreements
reached through the statutory planning process are embedded and delivered through
the projects commercial activity (which has already commenced through both Horizon
and Menter Newydd). This is hopefully happening now, with both Horizon and Menter
Newydd creating the foundations for local success in ongoing commercial dialogue
and processes (to establish the necessary supply chain to deliver the construction
project).

What | have sought to outline above are the key priorities which we are eager to
progress during the pre and post-DCO submission period. Other issues will be
recorded in the notes and agreed actions from the workshop. | would be grateful if
Horizon could consider and respond positively to the issues and requests outlined in
the attached Annex (ahead of the DCO submission date).

| look forward to continued engagement, dialogue, and collaboration to further
influence the DCO submission. This focus and effort will hopefully contribute towards
creating the foundations and reassurance to enable the project to proceed, and to
succeed commercially and in providing a positive impact to the host community of
Anglesey (and beyond).

Yours sincerely,

A

DYLAN J. WILLIAMS
Pennaeth Gwasanaeth — Rheoleiddio a Datblygu Economaidd
Head of Service - Regulation and Economic Development







APPENDIX A — RESPONSE TO DRAFT DCO DOCUMENTATION

1.

11

1.2

1.3

1.4

Project Control Documents

IACC confirms that we have not seen the following information which forms part
of the projects ‘Control Documents’. IACC sees the suite of ‘Control Documents’
as being of critical importance to inform the DCO process as they are a means
of securing all proposed methods of mitigation.

- DCO Schedules (under exception of the outline requirements schedule)
- Landscape and Habitat Management Strategy

- Phasing Plans

- DCO Plans

- Sub CoCPs

- Design and Access Statement: Power Station and off-site facilities

- Design and Access Statement: Associated Development

- Parameter Plans and Tables

Horizon needs to share the above referred to information with the IACC and
relevant key stakeholders sooner rather than later to allow time for review and
feedback.

A draft of the DCO requirements schedule was received however this was
substantially incomplete. The sections which had been completed are in some
places still drafted with contradictory alternatives included. The Council cannot
therefore make meaningful comment on these. Given the importance of the
requirements in controlling the impacts of the development, and that the Council
will be the enforcing authority for these, it is advised that these are progressed
as a priority and a fuller version provided to the Council for review ahead of the
DCO application being submitted.

As a general point, there is a lack of informative illustrative figures included in
documents to aid in explaining matters. These could assist in providing the
necessary understanding of what will happen, where it will happen and when
the relevant works will occur. IACC would expect for example, that during the
key site preparation work phase, illustrative figures would be presented
reflecting at least a 3 month cycle (quarterly) change in excavation/stripping
footprints and the progressive formation of temporary/permanent soil/rock
mounding. These details are important as potential disturbance to local
residents with respect to plant movement, haul road locations and trafficking,
soil and rock placement and potential noise, vibration and dust arising’s will be
highly dependent on mounding footprints, early attenuation bund formation and
interim restoration details such as temporary seeding and vegetation
establishment.







15

1.6

1.7

1.8

1.9

1.10

1.11

Mitigation Route Map

IACC acknowledges that Horizon confirmed at the Workshop that they are
preparing a Mitigation Route Map which maps out all of the project’s proposed
mitigation. As previously advised, the IACC would appreciate sight of this map
as soon as practicable (even in draft if necessary) in order to gain a full
understanding of all of the mitigation proposed and confirmation of the triggers
that will result in the mitigation requiring implementation during different stages
of the project.

Limits of Deviation and Parameter Approach

IACC has previously confirmed that it is important for us to have a clear
understanding of the extent of the development against which the extent of
impacts and adequacy of mitigation can be assessed.

The DCO documentation attempts definition by the provision of parameter
dimensions and limits of deviation. Without the accompanying plans showing
the works areas and zones these parameters do not create readily
comprehensible definitions. The DCO provides a number of works and powers
which are defined by reference to plans and schedules which have not been
included; without this detail it is not possible to come to a clear picture on the
scope of works, powers and impacts.

IACC requires that the DCO schedules and plans setting out the geographical
extent of works and the application of the powers sought are forwarded to us to
allow us to relate the development extent to receptors such as highways, rights
of way and habitations. At this stage, without these documents we cannot
provide meaningful comment on the Parameter Approach. It would also be
beneficial if these could be provided as 3D representation of the Work. Until
these plans have been provided it is not clear to IACC how Horizon are defining
the ‘zones’ and the ‘works’ on these plans and what difference between these
two terms may be.

Similarly, without the Development Plans and Land Plans, it is not possible for
the IACC to comment meaningfully on the proposed horizontal limits of
deviation.

The maximum heights of elements in AOD are set out in the ES but not in the
parameters plans. This should be clarified and confirmed as taken together with
the unlimited vertical limit of deviation sought in the draft DCO this has potential
to create uncertainty as well as give rise to wider potential range of other
impacts.

Similarly it would be helpful if there was an attempt to provide a visual summary
of the main areas outside of the Work package parameters impacted directly or







1.12

1.13

1.14

1.15

1.16

1.17

which are subject to other powers (including road traffic and street works
powers). This would help visualise proximity of activities to receptors.

Documents that have not been reviewed and do not form part of this response

Horizon should note that several documents as listed below were received by
IACC separately to the receipt of the ‘Draft DCO Documents’ submission. In the
given timescale we have not been able to review these documents and they do
not form part of this response. These documents include the following;

- Cumulative Effects Assessment (including inter and intra effects)

- Power Station Off-site Facilities: Alternative Design Evolution

- Dalar Hir: Alternative Design Evolution

- A5025 Offline Highways: Alternative Design Evolution

- Assessment of Combined Heat and Power Opportunities at Wylfa Newydd
Power Station

We will be responding to the above documents separately once we have had
the opportunity to review.

We also confirm that we have not received the following documentation which
are listed on Horizons DCO Documents list;

- Logistics Centre: Alternative and Design Evolution

- Power Station Main Site: Alternative and Design Evolution
- Energy and Carbon Report

- DCO Sustainability Statement

Again we would appreciate if Horizon forwards copies of these documents to
IACC and any other key stakeholders once available.

Codes of Construction Practice (CoCP)

As the CoCP and sub CoCPs will provide the main mitigation and monitoring
framework for the project, IACC expects these documents to provide full details
of the construction related activities in order to be able to adequately assess
the environmental effects of the proposal and confirm if mitigation proposals
are satisfactory.

Further detail and clarification is required to ensure that the submission
addresses the physical works in relation to the project and that the documents
confirm the relevant controls that are proposed to avoid or minimise
environmental effects. Where detail is available elsewhere in the ES, cross-
referencing should be made, in particular to detail included in the Construction
Method Statement (CMS).







1.18

1.19

1.20

1.21

1.22

1.23

For many topics, the CoCP is generic and not project specific. The CoCP
cannot not just reproduce standard best practice, professional guidance and
compliance requirements that should be applied to any large scale
development. It is essential that Horizon recognises the unique character and
environmental sensitivities and constraints that apply within the entire zone of
influence of the project.

The full complement of sub CoCPs should be provided at the earliest
convenience.

Construction Method Statement

The Construction Method Statement as currently presented does not give the
IACC the level of clarity and detail that is required to understand the methods,
phasing and practical implementation of the construction phase of the project
to allow an assessment of the environmental effects of the proposal.

This document appears to have been given a very significant status with
respect to informing the EIA input details that are required for specific topic
assessments. Notably paragraph 1.3.2 strongly infers that the CMS has been
used as the basis of the EIA. This paragraph also indicates that minor
variations to the construction methods presented in the CMS document could
occur but IACC’s review of this document indicates that many aspects relating
to construction details (e.g. footprints and methods of implementation) remain
to be determined and that very little detail provided in the CMS as currently
provided can be assumed to be secure with respect to the key issues that
underpin robust EIA e.g. what will physically happen where, when and for how
long.

As a result, the outcome of the assessments for specific topic areas for the EIA
may be flawed in terms of significance and therefore not of material value with
respect to identifying mitigation. As the EIA is one of the key mechanisms for
determining DCO requirements this is unacceptable. Of particular concern are
the uncertainties with respect to overall materials balancing, and the potential
need to import significant volumes of material, the lack of spatial detail, and
uncertainty concerning key elements of the marine works, which required to be
rectified if the conclusions are to be accepted.

The phasing details are provided at a very high level and do not give the clarity
required for IACC to understand the scale, duration and scope of the physical
works that will occur at key stages of the project. Early screening mounding
footprints and earthworks phasing are required in greater detail as these are
key issues with respect to gaining an understanding of potential effects on
landscape and visual amenity and also effects related to air quality and noise
and vibration that may be experienced by residential receptors in particular.
Having sight of the Phasing Plans would prove to be beneficial in order to have







a full understanding of the timing of the different components that form the
proposed development.

1.24 With reference to the above we note under para 2.1.1 that phasing details will
be subject to a Requirement under Schedule 3 of the DCO. IACC welcomes
this commitment but is unable to respond to this requirement without the
provision of more precise details regarding the construction programme and
related works (Draft DCO requirement MS3 refers to the CMS and states that
the phasing set out within the document should be adhered to unless otherwise
agreed).







2.1

2.2

2.3

2.4

2.5

2.6

2.7

Construction Workers Accommodation and On-site Facilities
Comment on Workforce Accommodation Strategy (WAS)

The purpose of this document is to set out how Horizon will plan, monitor and
manage its approach to accommodating workers. IACC considers that there is
insufficient detail within the strategy on how this will be realised.

In principle the development of some on-site campus accommodation for key or
essential workers is supported by JLDP policy when located within the Wylfa
Newydd development area provided that the proposed development aligns with
Policy PS 9, Policy PS 9A and a range of Policies that consider impacts on areas
of local, national and international value to landscape (e.g. views into and out of
AONB), biodiversity (e.g. SSSI) (Policy PS 16) and heritage (Policy PS 17) as
well as impacts, for example, on the safe and free flow of traffic, e.g. onto and
along the A5025 (Policy TRA 1). Compliance is also required with Wylfa Newydd
SPG Policy GP 10.

The Strategy relies on additional accommodation which is anticipated in the
JLDP, to be delivered in advance of the peak of construction, both within the
Private Rented Sector and the owner occupied market. The Strategy makes no
provision for this to be actually delivered.

The IACC welcomes the commitment to provide a Housing Fund. However the
strategy lacks detail in relation to the role, purpose and size of the Housing Fund
in order to ensure the timely delivery of bed space provision (in the right
locations) that the WAS relies upon to accommodate the workforce. There is also
limited reference to funding officer time to deal with increase homelessness only.
As previously confirmed, the Fund needs to be in place in advance of
construction to support the provision of new accommodation including affordable
and social homes for rent, prior to the arrival of construction workers on the
island. Timescales should be agreed with the IACC which should include a
phased delivery of new accommodation ahead of and throughout the
construction period.

The WAS identifies that policy requires purpose built worker accommodation but
does not assess or consider alternatives to an on-site TWA when there are other
forms of permanent accommodation which could be provided.

The WAS ignores the stated objective of delivering legacy accommodation and
skips straight to the provision of an on-site campus to deliver TWA. IACC expects
the strategy to provide commitment with regards to delivering legacy in order to
manage expectations and to provide an indication of the possible legacy.

The WAS makes no assessment of the potential displacement of local people
from existing accommodation, noting that the gravity model predicts that the
workforce will be predominantly located in the north of the island. There is







concern that local people will be displaced in favour of workers, especially in the
north of the Island.

2.8 The Strategy assumes an average of 2.9 bed spaces per property in the Private
Rented Sector. It would be more reasonable for the number of available bed
spaces to be linked directly to the number of bedrooms within individual
properties. Workers are very unlikely to share a bedroom in the same way that a
family would.

2.9 IACC does not agree with the suggestion that there is considerable ‘spare’
capacity in the existing housing sector. Assessment utilising this data could be
misleading. The private rented sector in particular is already under significant
stress. The supply figures for tourism and caravans vastly exaggerates the actual
level of realistic supply available to accommodate construction workers. Only
40% of tourism accommodation is included due to pricing (due to workers
overnight allowance pricing them out of the higher-end offer). This may therefore
create price pressure at the lower end of the market and this requires further
assessment.

2.10 As confirmed at the Workshop, an Anglesey Bed Stock survey has recently been
commissioned. We anticipate that the survey results will be available post DCO
submission and will require consideration in terms of the available capacity to
accommodate workers.

2.11 The Strategy makes assumptions regarding the use of self-catering tourist
accommodation but makes no assessment of whether or not this accommodation
is available, can legitimately be used in the context of existing planning and
licensing conditions, or whether the accommodation providers are willing to
accommodate Wylfa Newydd workers.

2.12 We have previously highlighted in our response to PAC3 that many of the existing
caravan sites are restricted in their ability to accommodate non-tourists, or are
unable to operate for 12 months of the year. Additionally, the Council has
identified concerns, (including health concerns), that some caravan
accommodation offers a standard of accommodation which may not be suitable
for winter occupancy.

2.13 The WAS seeks to set out a comprehensive assessment of the baseline position,
but it does not examine the location or suitability or the allegedly available
accommodation, particularly in the private rented sector and tourism sector.
There is a need to undertake spatial analysis and agree suitable thresholds for
each area.

2.14 The WAS relies too heavily on a series of assumptions regarding the availability
of existing accommodation and tourism accommodation. Critically it assumes the
timely supply of new stock at a rate well above the historical rate of delivery
without any intervention. The WAS needs to take account of the Gravity Model
when making assumptions about the availability of existing accommodation and
tourism accommodation in particular geographies.







2.15

2.16

2.17

2.18

2.19

2.20

2.21

2.22

The WAS needs to map available accommodation against delivery of the TWA
as the workforce grows to ensure that the construction of the TWA does not
cause unanticipated impacts on the housing market and tourism sector.

The IACC also requires confirmation as to whether the site campus is to be
developed in phases, the criteria for initiating further phases, and the lead time
for construction. This information is required to ensure that there is suitable
mitigation in place for each phase and for restoration.

Worker Accommodation Management Service (WAMS)

JLDP Policy PS 9 requires that the accommodation requirements of construction
workers should be met in a way that minimises impact on the local housing
market and does not result in unacceptable adverse economic, social, linguistic
or environmental impacts. The WAMS’ success and effectiveness as a tool to
manage worker accommodation impacts depends on whether or not construction
workers will be required to use it. Its value would be diluted if use is optional and
not mandatory.

As previously confirmed, the WAMS needs to be established and operational
before the start of construction of the Wylfa Newydd Project.

IACC welcomes the commitment to the WAMS as previously confirmed, however
there is insufficient detail on how the WAMS will be managed and how the role
of the Oversight Board will be effective in managing demand and mitigation
measures. The Board must have access to data about the whole workforce and
have the necessary powers to intervene. This is not currently guaranteed in the
strategy for the WAMS.

Workforce Management Strategy

IACC expects the Strategy to confirm how the workforce will be expected to
behave, what measures Horizon will be put in place to enforce behaviours and
how the measures will be reported on and enforced. This will provide the local
community with reassurance as to what they should expect during the
construction and operational phase of the development.

IACC requires confirmation as to whether the Strategy is applicable to the whole
workforce or only to those which Horizon will directly employ. IACC requires the
Strategy to be developed for the whole workforce.

The principles read as a broad collection of intentions rather than a clear strategy
for how the workforce will be expected to behave, what measures Horizon will
put in place, how those measures will be reported on and enforced. The Strategy
needs to give confidence about the behaviour of workers and the standards
which Horizon are offering to the host communities. The Strategy needs to
include confirmation of how measures will be put in place and how reported on
and enforced.







2.23

2.24

2.25

2.26

The Strategy needs to describe a holistic approach that is applicable to the entire
workforce and needs to refer to promoting community cohesion.

IACC wish for the submission to confirm that the Principles of the Code of
Conduct will be included in the supplementary project agreement which will be
project specific and will be over and above the need to comply with the NAECI
agreement.

Infrastructure and facilities on -site

The IACC welcomes the intention to provide on-site facilities as part of any
accommodation provision, however the submission lacks confirmation as to the
extent and scale of common facilities such restaurant, lounges, gym and outdoor
pitches to be provided in the initial phase and whether these are to be scaled up
with the triggering of further phases of the site campus. This information is
required so that IACC can assess whether the on-site facilities will meet the need
of the workforce without adversely affecting existing local facilities including local
leisure centres as set out in Policy PS 9 and Policy PA 2 of the JLDP.

Clarification is required as to the location and scope of medical services that will
be provided on-site and confirmation whether construction/operational workers
at other sites will be able to access these services.







3.1

3.2

3.3

3.4

3.5

3.6

3.7

Economy and Supply Chain

The IACC requires that local companies are given the opportunity to participate
fully in the supply chain during the construction and operational phase of the
project. Although we recognise the commitment in the submission to Supply
Chain opportunities and the confirmation that local businesses opportunities will
be maximised, further details are required in relation to the detailed, funded and
monitored delivery plan.

IACC wish to see a draft of the Supply Chain Action Plan to identify how
opportunities can be maximised and to confirm if benefits can be achieved. The
Plan needs to be commercially driven and it is essential that it is developed
alongside the Employment and Skills Action Plan. We welcome the opportunity
to work collaboratively with Horizon on the development of this Plan.

IACC recommends that such a plan is developed from the Nuclear Sector
Strategy and for it to be regionalised for North Wales. Menter Newydd's
engagement and early contract activity alongside Hitachi’s work with UK partners
is fully encouraged by the IACC.

IACC also needs to have a clear understanding of how much capital projects and
general supply chain spending will be available for local companies to bid for.
Linked to this, it is currently unclear what type of supply chain spending
opportunities would be available, their size and timings.

We understand that a trial of the Wylfa Newydd Employment and Skills Service
will commence in early 2018 with the aim of centrally locating all Project job
vacancies. This is welcomed as a positive step forward and should be aligned to
the site preparation works to provide a trial phase.

The submission notes that within the Local Area of Influence, a 5km radius from
the boundary of the development area, there could be an increase in customer
base and consumer spending from construction workers. However there is no
attempt to quantify the likely scale of such benefits. Likewise it is noted that some
tourism-related businesses may lose traditional tourism related revenue, but that
this could be offset through construction workers accommodation spend and
general consumer spending, however the submission elsewhere confirms that
on-site services provision will remove the requirement for workers to utilise local
services off-site. Again however there is no quantification of the likely impact.
The opportunity to secure contracts for retail services on site is mentioned but
no detail provided. These omissions and contradictions need to be addressed.

As previously noted the submission should cross-reference to other parts of the
submission where further relevant information is available i.e. the Socio-
economics chapter refers to other documents such as the CoCPs where
information relating to worker transportation is available.







4.1

4.2

4.3

4.4

4.5

4.6

4. Tourism

Tourism is a key economic sector for the Island both currently and in the long
term. The IACC welcomes Horizon’s recognition of the importance of the tourism
sector to the Anglesey economy. Tourism must be given careful and thorough
consideration.

The proposed mitigation, including the creation of a Tourism Fund, is a critical
element in ensuring that the various impacts on the sector do not adversely
affect the wider economy. The proposal of a tourism fund is welcomed in
principle. However for the Fund only to be valid for 2 years after construction is
wholly inadequate, considering the importance of the sector to the Island. An
agreed tourism fund needs to be in place to focus on branding and perception
pre-construction and to continue for 5 years after the power station becomes
operational as minimum. Further clarity is also required regarding the scope of
activity of the Fund as previously requested in our PAC3 response.

The Fund will also need appropriate governance and decision making
arrangements to ensure sound and objective decision making we would be keen
to discuss this level of detail pre-submission.

The IACC remains concerned that the level of additional demand from Wylfa
Newydd is likely to cause labour shortages and displacement in existing sectors
and businesses, including in the tourism sector. This presents the opportunity for
Horizon and its supply chain to invest in training in specific areas to ensure there
is an adequate supply of labour for the demand created by Wylfa Newydd. This
would also help mitigate displacement impacts and provide a sustainable legacy
from the project to support key sectors of the economy including tourism.

We note that the submission confirms that it is anticipated that the Visitor and
Media Centre would be open at the start of operations on-site and it would be a
permanent facility, with no planned decommissioning strategy.

The submission then refers to the planned provision of the Visitor and Media
Reception Centre that would add to the overall tourist appeal of the area during
the operation period. We note the commitment to deliver a permanent Visitor and
Media Reception Centre on site within 5 years of the end of construction which
would be consented outside of the Wylfa Newydd DCO Project by planning
permission through the Town and Country Planning Act regime. We welcome the
confirmation that the design and facilities contained within the centre will be
subject to discussion with key stakeholders in advance of planning permission
being submitted and also welcome the acknowledgment that there is an
opportunity for this centre to provide facilities for tourists and local visitors to gain
a greater understanding of the Wylfa Newydd DCO Project and the Energy Island
Programme, and for the centre to act as a community resource with a café and
children’s play area. The centre could also be used to showcase local produce
(e.g. food and crafts) and boost the associated brand for this produce.
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4.7 The IACC wish confirmation that a visitor centre will be available throughout the
construction and operation phase and that the facility during the construction

phase will be designed to be a wet weather visitor attraction and not just a
viewing platform.







5.1

5.2

5.3

5.4

5.5

5.6

5.7

Highways, Transport and Infrastructure
Traffic and Transport Strategy

Whilst the Traffic and Transport Strategy is useful in setting out broad intentions,
IACC would have expected to be in a position to comment on a comprehensive
Travel Management Strategy that would provide details in relation to traffic
movement predictions (across all relevant modes) and controls in relation to
freight, workers, import and export of primary bulk construction materials, bulk
earthworks and excavation materials and make-up materials and ancillary site
support requirements. The Strategy should also provide detail of monitoring
performance against targets and the mechanisms that are to be implemented if
performance is not met. Consideration of movements during outage is also
required. Travel Plans need to be prepared and agreed.

As already advised, details of the on-site facilities that will be available to
employee/contractors should be provided as these will impact on traffic
movements.

IACC acknowledges that Horizon has a car-sharing target of 2.0 workers per
car for the project. There is lack of evidence to demonstrate that a car share of
2.0 project wide is achievable or realistic and detail is required of the initiatives
Horizon will offer its workers to encourage car sharing.

There is a lack of evidence to demonstrate that a car-sharing database that
records daily shift patterns for each worker together with home location that then
matches workers who could car share has been previously utilised successfully,
especially on a similar NSIP. Detail is required as to how Horizon will enforce
workers to register on the database. Mitigation should be provided as a
contingency should the database underachieve its car-sharing targets. Mitigation
could be in the form of strategically located park and share sites which could
allow workers to make informal arrangements to car share the onwards journey
to Dalar Hir or the main project site.

Confirmation is required on the number of parking spaces provided at the main
project site along with confirmation on how Horizon will manage to split the users
of car parking spaces at the main site and Dalar Hir. Details is required of the
number of car parking spaces that will be provided and if they will be scaled over
time to meet changing demand. If detail is provided elsewhere in the submission,
cross-referencing should be added.

Further information is required in relation to the car parking provision at the
campus and details on how workers will travel to site.

The Planning Statement confirms that a total of 400 spaces will be provided for
workers i.e. one for every ten workers. We require further clarification as to how
this number of spaces has been derived, if the parking is to be phased, and if the
parking is temporary/permanent.







5.8 The potential for HGV deliveries outside of normal working hours requires to be
agreed. IACC expect to see further information provided on the number and
management of vehicles accessing the site in advance of the provision of the
MOLF, A5025 improvements and the Park and Ride.

5.9 Clarity is required as to the frequency, timetabling, routing and capacity of bus
provision.

5.10 Horizon have used information from National Grid’s North Wales Connection
project website to obtain National Grid’s estimated construction traffic volumes.
This is unacceptable as the IACC have concerns with the accuracy of the traffic
data available on the website. The IACC recommends that Horizon formally
agrees the traffic data that is to be used for the traffic modelling with National
Grid and that the Assessment supporting the submission is updated accordingly.

Timing of infrastructure and Early Years Strategy

5.11 IACC requires assessment of the likely impacts of the development on the
highway network during the early years of the project i.e. prior to the operation of
the MOLF and A5025 bypass. The IACC requests forecasted construction traffic
volumes for each quarter from the commencement of the project construction
programme through to the opening of the A5025 bypasses and the MOLF being
available. This will identify where the significant effects is greatest, which can
subsequently be assessed as part of the Early Years Strategy. This will identify
the environmental effects as well as aid the identification of an acceptable
volumetric threshold of construction traffic routed along the A5025 prior to
opening of the bypasses.

5.12 Horizon should demonstrate how they intend to future proof the existing A5025
during the early stages of the construction programme, particularly the section of
highway between Section 8 of the on-line improvements and the existing Wylfa
access road to provide resilience to the network and to avoid the potential
significant disruption to its construction programme. .

5.13 The IACC are concerned that without details of a comprehensive Travel
Management Strategy being made available for comment, there is potential of
the A5205 along, Pentraeth, Benllech, Amlwch to Cemaes and sub rat runs being
utilised by construction workers. IACC require confirmation that monitoring will
take place of traffic on minor roads to avoid rat runs.

5.14 IACC are concerned regarding the certainty on the timely availability and
operation of the MOLF and require confirmation on the estimated frequency of
use of MOLF. IACC agrees in principle for the MOLF to receive 80% of materials
with a worst case scenario of 60% being assessed. This should be met
throughout the whole construction programme.

5.15 Confirmation is required as to how materials will be delivered during construction
of the MOLF this could be through the provision of a ‘pre-MOLF’ Transportation







Plan (which would include details of management and control). A ‘post- MOLF
Transportation Plan should also be provided.

5.16 Clarification is required as to what the contingency plan is should the construction
of the MOLF, A5025 improvements or Dalar Hir be delayed. Details are required
also of the contingency measures that will be in place in the event that the
Britannia Bridge is closed.







6.1

6.2

6.3

6.4

6.5

6.6

6.7

Welsh Language and Culture

Draft Welsh Language and Culture Mitigation and Enhancement Strategy
for Wylfa Newydd (WLCMES) August 2017

During all discussions, the IACC has set out its expectations for the Welsh
Language and Culture to be treated as an all-encompassing theme and golden
thread, underpinning consideration of impacts and mitigation of all aspects of the
Wylfa Newydd project. In addition, Welsh language and Culture is also one of
the seven Wellbeing goals required to be taken into account (together with the
principles of sustainable development) in the decision-making for the project. The
public bodies, including IACC, require the necessary information to enable them
to discharge these duties in relation to Wylfa newydd.

We remind Horizon that we have previously recommended that a section is
included in each chapter of the DCO submission documentation which gives
consideration of the Welsh language implications of that particular ES theme.

The IACC appreciate Horizon’s acceptance that the in-migration of non-Welsh
speaking construction workers will reduce the proportion of Welsh Speakers.
However, the impact and therefore the appropriate mitigation, of this in-migration
will be dependent upon the number of workers migrating, their dependent, their
location, school places required, and degree of interaction with the communities
in which they are residing and the duration of their stay.

IACC has significant concerns with the contents of the revised version of the
WLCMES as some mitigation proposals that we welcomed in the March 2017
version of the WLCMES have been amended/diluted and some omitted without
the provision of an evidence base underpinning these changes.

Since March 2017 the programme has intensified in the North of the island and
now includes a total of 4000 workers being accommodated at the site campus.
The IACC has already expressed concern about the decline of Welsh speakers
in this area, which could be compounded by these proposals which would see
an influx of workers and their families to the North of the Island. It is crucial that
Horizon provides more information on Worker Management proposals.

The IACC is also concerned that the wording in this document in many instances
has moved from commitment to consideration.

Example of omissions of commitments that were included in the March 2017
version of the WLCMES include;
a. a commitment to include a linguistic target for relevant jobs;
b. a commitment to include a linguistic courtesy for all Wylfa Newydd
construction and operation staff;
c. a commitment to being proactive in encouraging staff to develop Welsh
Language skills through training courses; and







6.8

6.9

6.10

6.11

6.12

6.13

6.14

d. a commitment to use employee appraisals to establish skills requirements
for specific roles.

Example of omissions of actions that were included in the March 2017 version
of the WLCMES include;

a. Ensure that Menter Newydd and suppliers in Tiers 2 and below provide
information on their Welsh language capacity and how they will adhere to
Horizon’s Welsh language policy;

b. Ensure Menter Newydd and suppliers in all tiers are encouraged to offer a
bilingual service in public facing roles;

c. Training module for encouraging community leadership and linguistic
integration skills; and

d. Funding of community projects.

The dilution and condensing process undermines the transparency and
legitimacy of the revised strategy as it was undertaken without reference to the
Steering Group which was established by Horizon to engage with key
stakeholders.

Detail is required on how exactly the Welsh Language Impact Assessment
Steering Group will evolve to monitor and assess all progress on an
independent basis.

It is disappointing to note that whilst Horizon commits to data collection on
families moving into the area, no such commitment is made to collect data on
the language skills of its workforce and to update this data periodically. This
baseline information is vital to establish a baseline for Language Skills Strategy.
This approach would assist Horizon to measure the language skills progression
of its workforce.

The nature and complexity of the project highlights a need for a specific fund to
cover unforeseen circumstances. The mitigation response must have sufficient
flexibility to respond urgently when the need arises.

Intensification of the project in North Anglesey needs consideration from a
Welsh Language perspective in order to work closely with families to promote
integration and decrease community tension. A rolling programme is required
to fund a Community Bilingual Activities Officer in each secondary school
catchment area (5 posts). The programme should thereafter progress to the
rest of the Island.

IACC is concerned regarding the lack of commitment and focus to upgrade
STEM facilities in schools. This is essential from a Welsh language perspective
to ensure that local pupils who study these subjects bilingually are provided
with first class facilities to progress successfully to further and higher education
and ultimately be in a position to compete for employment opportunities at
Wylfa Newydd.







6.15

6.16

6.17

The IACC is supportive of commitment in the WLCMES to appoint a Welsh
Language and Culture Co-ordinator to assist in the further development,
implementation and monitoring of an agreed programme of actions but is very
disappointed that the recruitment process has not commenced. The IACC has
previously confirmed in our response to PAC3 that we would be happy to
provide any support or input in relation to the recruitment process and
requested the opportunity to review and comment on the job description prior
to advertisement of this role. IACC considers that for the role to have an
influencing capacity the post holder needs to be at a senior level.

There is a need for a commitment to commence some mitigation early to allow
for adequate lead in time e.g. peripatetic language immersion provision.

Immediate investment and intervention is required in order to plan mitigation
effectively, with particular focus on the North of the island.







7.1

7.2

7.3

7.4

7.5

7.6

7.7

Education and Skills
Jobs and Skills Strategy

The IACC recognises that the project can offer significant opportunities for the
local economy. Employment creation will have an immediate positive impact,
whilst investment in skills and training could boost the supply side of the economy
through encouraging an enlarged labour pool with higher levels of productivity.
In addition, the ability for firms and individuals to gain nuclear construction related
experience should provide longer term opportunities to secure contracts for the
maintenance of Wylfa Newydd once operational, and work on future nuclear new
builds in the UK and elsewhere. Consequently, the IACC are eager that all
stakeholders work together to maximise the benefits for the local labour force
and local businesses to help transport the local and regional economy.

The development of the Jobs and Skills Strategy is welcomed, as is Horizon’s
commitment to work with local education providers and other stakeholders in
delivering training. The development of the WNESS and its role in helping
companies to backfill roles should be particularly useful.

However, the information in the Strategy has not progressed significantly from
PAC3 and therefore Key Issues raised remain. IACC therefore remains
concerned regarding the lack of detail in the Strategy to fully explain and specify
Horizon’s approach in dealing with issues raised. There have been no obvious
changes in projections from PAC3 and the construction and operational
workforce numbers seem to be unchanged for total jobs, type of jobs and share
likely to be filled by ‘local’ labour.

In particular we are concerned that this strategy mainly deals with the
construction phase of the project and not the operational phase.

IACC requires confirmation as to when a detailed breakdown of the estimated
number of jobs during the construction period will be made available. The
phasing for workforce demand is key to understanding when which skills will be
in demand

IACC recognise as do Horizon that there are uncertainties and challenges in
projecting, planning and delivering employment and skills training opportunities
that will be created by the project. However there are still areas including the
supply and demand for skills and training allied with an assessment of capacity
within the existing training system that would help firm up the required mitigation
and better demonstrate Horizon’s commitment to a positive economic legacy
from the project.

Given the uncertainty referenced in the document, there is a need to provide
adequate mitigation in the form of financial and staff resource to ensure that
positive opportunities to upskill and increase the proportion of local labour are
maximised.







7.8

7.9

Additional information should be provided in relation to the training places to be
provided by year, course and skill level. Further detail on how large the problem
of backfilling positions will be, how Horizon will monitor requirements for
backfiling and the frequency of this monitoring. Further details should be
provided in relation to the Service Hubs/Management Board as these are
considered to be the mechanism for monitoring. There is also a need to
understand how the monitoring will trickle down to the supply chain. IACC also
wish confirmation as to what Horizon’s expectations of the role of the
Employment & Skills Service are.

IACC and North Wales would benefit from a wider view of the demand and supply
of skills in Anglesey which takes account of projections for sectoral growth,
replacement demand and the stock and flow of skills. This would help determine
if sufficient training is being offered, if displacement is likely and if FE colleges
and Higher Education should shift focus. This information would also be useful
for school children deciding on future careers and education.

7.10 There is a need to recognise that displacement is going to be an issue during the

7.11

7.12

7.13

construction phase. Although the IACC recognises that displacement can be
positive, in certain spatial areas and skill groups this will be identified locally as
poaching. IACC requires confirmation that the strategy pushes
displacement/poaching as deep and late into the construction phase as possible.
The Strategy should make an explicit estimate of the likely displacement in the
local economy. Clarity on wages rates is required to understand the potential
displacement effects. As wages on Anglesey are already low, the issue of
displacement is genuine, and remains of concern to the Council and local
businesses.

From a supply chain perspective, the document has not progressed sufficiently
from PAC3 to provide confidence that any concerns have been addressed.
Horizon’s ‘Supply Chain Action Plan’ should be shared.

IACC requests further clarification in relation to local labour participation. The
documents set out that the construction phase local labour participation in
Anglesey will be below that for Hinkley Point C (34%). The 22% local participation
is estimated by type of job available. It is not clear why the previous estimate of
25% local labour is not feasible, particularly given the large number of ‘site
services, security and clerical staff’ jobs available and the opportunity to train
additional locals through the Jobs and Skills Strategy. Preparatory work by HNP,
reviews of previous evidence from other major infrastructure projects and
differences in labour market dynamics all suggest a higher target should be used.

Further detail is required on how the further 1,000 additional roles available
during refuelling and maintenance outages will be filled; will these be open for
local workers or filled by supply chain contracts. This detail is required as the
regular influxes of 1000 temporary workers will create significant impacts on their
own, while temporary jobs for locals creates different impacts, particularly in the
local labour market.







7.14 Assessment of local operational labour is set at 45% though, with mitigation, this
is expected to reach 85%. The evidence base should reflect this level of ambition
and this level should be included as a commitment with appropriate delivery
mechanisms.

Education Strategy

7.15 IACC wish confirmation as to when an updated Education Strategy will be made
available.

7.16 Horizon assesses the impact on primary schools to be insignificant, with no
mitigation beyond the Community Impact Fund which would allocate funding if
monitoring showed demand exceeding capacity (arguing that housing
developers would include mitigation as a result of new developments). IACC
again advises that there is existing primary school oversubscription across the
Island. The predicted increased demand on school places until 2025 requires
implementation of proposals to mitigate against the project’s related
employment led increased demand on the Education Authority’s resources.







8.1

8.2

8.3

8.4

8.5

8.6

8.7

Health and Wellbeing

As previously advised, the IACC is of the view that detailed information on the
project must be provided in order to enable the Council and other listed bodies
to make informed decisions, having full regard to the Wellbeing statutory duties
(particularly the Sustainable Development Principle) and the 7 National
Wellbeing goals. Horizon must provide the Council, Welsh Government and
Secretary of State with the information necessary to allow them to comply with
the statutory requirement.

IACC considers that the requirements of the Wellbeing of Future Generations
(Wales) Act 2015 applies to the whole application and we continue to strongly
advise that the development is considered through the lens of the wellbeing
legislative framework. This means that well-being is treated as an all-
encompassing theme underpinning consideration of impacts and mitigation of all
aspects of the project.

The IACC considers that the assessment of wellbeing needs to be two-fold,
which would include consideration of the construction and operation phases of
the project.

Health Impact Assessment

IACC is satisfied that this Assessment contains all the required elements of a
comprehensive Health Impact Assessment. It clearly identifies the various policy
frameworks, the project itself and specific vulnerable groups. Health effects are
considered in terms of the ‘Wider Determinants of Health’ which include issues
relating to wellbeing. The HIA builds upon the HIA Interim Report which
contained the public health profile of the Area and moves on to provide a
description of the health effects and proposed mitigation.

We welcome that this specific field of work will continue to develop going forward,
primarily through the establishment of a Health and Wellbeing Monitoring Group
that will consider monitoring data relevant to the project and when a set of key
topics and indicators will be agreed.

We welcome the commitment by Horizon to facilitate bespoke analysis of
routinely collected public health data relevant to the project. This information
would inform discussion by the Health and Wellbeing Monitoring Group. If
required the group will discuss the need for additional mitigation or follow-up
investigation. This builds on the work of the Steering Group which is currently
independently chaired by Public Health Wales. IACC considers that the chair
of this Group should be nominated by the Group.

IACC recommends that Horizon uses the Public Service Board’s Wellbeing
Assessments as a baseline going forward along with the North Wales
Population Needs Assessment.







8.8

8.9

8.10

8.11

8.12

8.13

8.14

8.15

8.16

8.17

IACC needs a clear understanding of what will be the demands on primary and
local Health care services as well as a full understanding of what will be the
requirements of the Emergency Services?

Subject to agreement with partners, IACC agree in principle to the suggestion
that Horizon should require construction workers to register with, and, prioritise
the use of the on-site medical and healthcare services rather than using the
community NHS services.

Community Cohesion Report

Community Cohesion should fall under the remit of the Health and Wellbeing
Monitoring Group

The IACC have reviewed the Community Cohesion Report. Confirmation is
required as to whether the workers at the site campus would have access to
their vehicles. If they do, the workers would be mobile and more likely to interact
with the local community and its residents. This raises safeguarding issues
which would not necessary be addressed by the Code of Conduct.

Greater understanding is required as to the measures that need to be put in
place to minimise and mitigate impacts and IACC would recommend that further
work is commissioned with the help of Bangor University.

IACC promotes the development of a Community Hub in Cemaes. The Hub
should be a focus for daytime activities for residents, particularly those with
protected characteristics. The Hub should also be a base for Community
Liaison Workers appointed by Horizon as well as a temporary base for IACC
and other partner agency workers.

A dedicated Community Support Officer should be employed to facilitate
programmed events. Transport should be offered for those with difficulty
traveling to the hub.

Community Impact Report

IACC welcomes the Community Impact Report. However in its current form it
signposts rather than states the issues, impacts and mitigation proposals in the
various thematic assessments. In drawing them together in this one document
they can be considered spatially.

The Community Impact Report is an explicit acknowledgement by Horizon that
their latest project proposals have intensified development in North Anglesey
and that an assessment of impacts on these communities and the rest of
Anglesey is required.

A full assessment of the Community Impact Report cannot be made until the
IACC has a full understanding of how the workforce are to be managed.







8.18 Adoption of Baseline evidence is cited but includes no analysis of the current
state of Anglesey and of individual Study Areas has been carried out. This is
essential to understand the ‘current state of play’ in localities before their
capacity/capability to accommodate/handle the impacts of the project and other
planned projects.

8.19 The fact that the Wylfa project straddles two study areas is highlighted but not
reflected in consideration of localised effects and their specific mitigation.







9.1

9.2

9.3

9.4

9.5

9.6

9.7

Environment
Tre Gof Site of Special Scientific Interest (SSSI)

There is currently a significant disconnect between the ecology and hydrology
assessments and the overall conclusions. There appears to be a likelihood that
the Tre Gof SSSI will be lost or permanently damaged as a result of the
development, which has not been adequately explored, nor the details of the
intended compensation provided. Details need to be provided regarding how
changes to the site will be monitored and the timing of the delivery of the
compensation that will create and enrich fen habitats to offset potential adverse
effects on Tre Gof SSSI.

With regards to site campus, there is no substantial consideration of the potential
effects of visitor pressure on local ecological receptors from having 4000+
workers living in proximity, including possible effects on breeding chough and
their use of the proposed compensatory foraging areas at Wylfa Head.

Noise

The submission recognises that the temporary workers accommodation is a
noise sensitive receptor. Therefore, any proposed mitigation measures for the
site campus must be extremely robust to ensure that workers’ health and safety
is not compromised due to inadequate building design resulting in unacceptable
internal noise levels.

The submission refers to additional noise mitigation measures that may be
required as a result of noise monitoring results. IACC requires clarification as to
when the need for the additional measures would be triggered, how quickly they
would be installed and how this would be monitored.

Clarification is required as to how can the relevant mitigation measures bring
benefit to receptors when the noise intrusion may well have ceased before they
can be physically implemented.

Air Quality

IACC recommends that Horizon incorporate the significant policy changes
brought about by the Local Air Quality Management in Wales Policy Guidance
(June 2017). These which includes the WHO guideline value of 10pug/m3. The
new policy has a strong emphasis on meeting the objectives of the Wellbeing
of Future Generations Act.

IACC continues to seek for Horizon to commit to the adoption of WHO Annual
Objective for PM2.5, particularly given the UK Governments commitment to
reducing concentrations of this pollutant. Current exposures on Anglesey falls
well below the WHO limit and any increase in PM2.5 could give rise to health
effects.







9.8 IACC considers that the workers accommodation will be a relevant exposure
for both long terms and short term averages. The site campus needs to be
recognised as a relevant receptor and a clearer reference needs to be made to
the potential dust and health effects at the site campus.

9.9 IACC wish to agree an appropriate threshold for dust soiling. This will need to
be based on a specified increment above the existing background
concentrations.

Cemaes Bathing Waters

9.10 The IACC has, throughout its consultation responses, raised the issue of the
need to assess the possible impacts of the project on Cemaes Bathing Waters.
Mitigation measures need to be in place to prevent sedimentation entering the
bay to maintain and if possible enhance the water quality of the bay. Such
measures need to be designed to cope with high rainfall events.

9.11 The FCA has identified moderate risk of fluvial flooding (from watercourses) to
properties in Cemaes and a high risk of pluvial flooding (surface water flooding)
to properties upstream of Cemaes during construction. This would add to the
combined effects already identified in this area.

9.12 1ACC presumed that this confirmed increased flood risk, along with increased
shipping movements would result in increased turbidity in the Bay at Cemaes
and therefore we are surprised that the assessment has not considered impacts
on the EU Bathing Water which was designated as Poor in 2017. This is of
particular concern given that high sediment run off could occur following rainfall
onto the exposed bare earth surfaces (topsoil strip, bulk earthworks, storage
and mounds). Together with the increased steepness of land surfaces, this
could increase run-off into Traeth Bach stream running into Cemaes Bay.

9.13 The Health Impact Assessment (HIA) needs to make reference to Cemaes Bay
EU Bathing Water. IACC is aware that both NRW and PINS in their scoping
reply have raised this as a concern. It is imperative that the HIA ensures that
its proposed development does not have a negative impact on Cemaes Bay EU
Bathing Waters (a consequence of increased shipping movements and turbidity
etc.).

9.14 No mitigation is proposed to monitor and maintain the EU Bathing Water at
Cemaes.







10.

10.1

10.2

10.3

10.4

Site Selection Report
Dalar Hir

The site selection methodology is broadly logical although IACC have a number
of concerns regarding the site selection process. As confirmed in our response
to PAC3, the IACC maintains its objection to Dalar Hir as the justification and
mitigation for this site has still not been adequately assessed.

There is a need for Horizon to look at more than one Park and Ride site, and in
particular a park and share site/sites to supplement the proposed Dalar Hir
facility. The IACC still envisage that workers will make informal arrangements to
meet each other near the A55 corridor, most likely at junctions 6, 7 and 8 and on
the mainland to car share the onward journey to either the main site or Dalar Hir.
A secondary park and ride or park and share site on the mainland could also
prove to be a useful back up site in the event of road/bridge closure.

In light of Hinkley, we are concerned that Horizon is under-estimating the parking
demand and the impacts that may arise therefrom. Anglesey is unique as an
island and additional parking facilities of a smaller scale in or adjacent to
population centres should also be considered.

Wylfa Newydd Site Layout

The Report confirms that the location of the main plant seeks to avoid the Tre
Gof SSSI, Wylfa Head and pre-existing Dame Sylvia Crowe landscaping
mounds. However it is to be noted that the Ecology Chapters confirm that
significant adverse effects are predicted on these features.







11.

111

11.2

11.3

11.4

11.5

11.6

11.7

11.8

Landscape, Visual and Cultural Heritage

IACC requests that we are provided with a copy of the Landscape and Habitat
Management Strategy (LHMS) as soon as possible in order to allow comment
on the adequacy of the mitigation proposals. The LHMS should be applicable
to both the construction and operational phase of the development and all the
proposed development included as part of the DCO should be included in the
assessment of effects of the development on the features and special qualities
of the AONB including A5025 off-line works, site campus etc.

This Strategy is required to understand the overall coherence of the mitigation
proposals, particularly regarding total losses and gains of habitat and the
timescale for impacts, whether the proposals are supported by the data
provided, and where the combination of mitigation proposals and survey data
support the assessment conclusions.

The significant weight to be given to the AONB Management Plan in
determining planning applications should be acknowledged (please refer to
Policy AMG 1 of the JLDP).

All features of the AONB should be included in the assessment as confirmed in
the AONB Management Plan.

IACC expects the LHMS to include details of the mitigation proposals to protect
and enhance the Dame Sylvia Crowe’s designated landscape.

Assessment of Effects on Heritage Assets

The Assessment of Effects on Heritage Assets is seen as a screening exercise
rather than a full assessment of possible impacts. By including so many
undesignated assets as well as designated assets it is considered that those
assets of particular concern are rather lost in the list. We are satisfied that all
assets of concern have been included in the assessment.

It would also be beneficial to separate construction, operation and
decommissioning assessments into separate tables for each asset type.

Further detail regarding mitigation proposals requires to be included in the
assessment document. Mitigation proposals should include a photographic
survey in spring, summer, autumn and winter, a full survey of Cestyll Garden to
identify the plants that are present and their condition, and a mapped
record/register of field names where the removal of field boundaries is
proposed.







11.9

11.10

11.11

11.12

11.13

Coastal Path

The Coastal Path is very important to the leisure, recreation and tourism offer
on Anglesey (being part of the wider Wales Coastal Path) and it's important that
the integrity of this Coastal Path offer is protected, if not enhanced as a result
of this project.

Although proposals relating to PRoW have generally been consistent from
PAC2 and PAC3 to this draft submission, it is disappointing that Horizon has in
the submission failed to address the Council’s response and suggestions in
respect of both PAC2 and PAC3. It is also disappointing that no meeting
between HNP and IACC to discuss PRoW and Access has taken place since
March 2016.

IACC has on several occasions stressed the importance of having the route of
the Costal Path, during the operational phase, positioned as close to the sea
as possible offering users the best coastal route option with enhanced sea
views. The IACC are keen to discuss alternative paths or engineering solutions
to that proposed.

The IACC is seeking that the Coastal Path be reinstated on the coast following
completion of the main construction.

A Footpath Implementation Plan is required to be agreed with IACC prior to
DCO submission.







12.

12.1

12.2

12.3

12.4

Cumulative Effects

It is noted that Horizon has provided the IACC with the Cumulative Impact
Assessment which includes consideration of Intra and Inter Project Effects. This
Assessment was received towards the end of our internal Draft DCO
documentation review and therefore we are not in a position to comment on this
Assessment as part of this submission.

We note that the proposals for the Third Crossing has been scoped out of the
Assessment. We understand that WG will be consulting on their preferred
proposals in early 2018 and therefore it is considered that the information
available as part of this consultation should inform the project’s assessment of
cumulative effects.

We are also aware that the Welsh Government are proposing to replace the A55
Junction 15 (Llanfairfechan) & Junction 16 (Penmaenmawr) roundabouts with
height separated junctions. These proposals should be part of the projects
cumulative assessment as they are within the 90-minute drive time. The
timescales provided on the Welsh Government website are that the
statutory process and public enquiry will take place between summer 2019
to autumn 2020 with detailed design and construction will take place
between autumn 2020 to autumn 2022.

IACC advises that a group may be required to be set up during 2018 to meet
guarterly to understand the timescale/progress of the projects scoped into the
assessment. It is considered that when the proposed projects will happen is
crucial for an adequate cumulative assessment to take place to inform the
decision making process.
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Internal Use of Welsh in the Workplace

1.0 Introduction

1.1 Research aim and objectives

1.1.1 The research’s aim was:

To contribute to improving the Welsh Language Board’s understanding of the
significance of the findings of the various projects it has funded for the
promotion of the internal use of Welsh in the workplace and the practices
established in addition by other employers in relation to the use of Welsh, and

to consolidate the conceptual and research base as a foundation and focus
for further action by the Board in this field.

1.1.2 The main objectives of the study were:

To evaluate the information and findings arising from projects funded by the
Board to promote bilingual workplaces. These projects, implemented by
Ceredigion Council, North Wales Police, the Countryside Council for Wales,
and Her Majesty’s Courts Service, formed the basis for the Board’s advice
document, Promoting and Facilitating Bilingual Workplaces, published in
January 20009.

To gather and evaluate evidence on the projects sponsored by the Board and
carried out in 2009-2010 by the Isle of Anglesey County Council; Bangor
University; North Wales Fire and Rescue Service; Coleg Llandrillo; Hywel
Dda Local Health Board; the North Wales Probation Service; Rhondda
Cynon Taf Borough Council; the Big Lottery Fund; Dyfed Powys Police
Authority. These were projects to increase the use of Welsh by concentrating
on one or more specific aspects of internal operation.

To utilize and evaluate evidence from other organisations, specifically:
Gwynedd Council, the National Library of Wales, Cymdeithas Tai Clwyd and
the Care Council for Wales. These are organisations that have developed
their own methods of increasing the use of Welsh as an internal language in
the workplace.

To identify priority themes and areas for building on the work already carried
out and further consolidating and extending the internal use of the Welsh
language in the workplace as a basis for the Board’s work in the future.

1.2 Approach

1.2.1 Desktop research was undertaken to gather:

Relevant research material to lay an intellectual foundation for the work;
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e Background and policy documentation (e.g. Report of the Project for
Promoting Bilingual Workplaces (2007) and the Welsh Language Board’s
advice document: Promoting and Facilitating Bilingual Workplaces);

e Written sources of information on schemes and projects for promoting the
internal use of Welsh in all the organisations in the sample including, for
instance: relevant policy statements, guidance and support documentation,
tools for setting up and operating projects, evaluation reports and end of
project reports.

1.2.2 The written documentation was gathered from the 17 organisations listed above
to create an electronic database for retention by the Welsh Language Board.

1.2.3 A semi-structured interview framework was created for conducting detailed
interviews with representatives of 16 organisations® In the case of one
organisation, the interview was conducted by phone. Fifteen other organisations
were visited, conducting, in the main, two interviews with different combinations
of staff. Each interview lasted 1-2 hours and was recorded for internal use to
facilitate the process of recording and analysing the evidence that had been
gathered. The range of officers interviewed included:

e directors/ chief executives/ principal officers (4)

¢ policy and strategy managers/ planning and performance managers (4)

¢ language advisors/consultants/heads of Welsh-language services/ Welsh
language development and promotion officers/ equality and language
officers/ language officers (12)

e head of administration and business (1)

operational and administrative support officers and senior operational and

administrative support officers (3)

project officers (3)

staff development and training managers and officers (8)

human resources managers (6)

IT manager (1)

corporate communications managers and officers (2)

translation managers and heads of translation (3)

language champions (6)

participants in projects sponsored by the Welsh Language Board (5)

1.2.4 The officers interviewed included staff who were fluent or less fluent in Welsh;
staff who had learnt Welsh or had attempted to learn some Welsh; staff
employed with the organisation since before the introduction of the first Welsh
Language Schemes and staff who had been employed more recently.

! Staffing issues arose that made it impossible for one organisation to adhere to the interview
arrangements. However, it provided documentary evidence.
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14.1

1.4.2
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Consideration

As regards the nature of the sample of organisations studied for the purposes of
this study, we emphasise that this is not a representative sample of Welsh public
bodies in general. The organisations we studied were already convinced, to
varying degrees, of the benefits of increasing their internal use of Welsh; they
had already taken steps in this direction and that is why they were included in the
sample.

We note that there is no statutory requirement for public bodies to increase their
internal use of Welsh beyond what is required by the Welsh Language Act 1993.
That is, beyond what is required so that they can provide services to the public in
Wales in both English and Welsh in a manner that treats the two languages “on
the basis of equality”.

As the organisations in this study took steps to increase their internal use of
Welsh still further, they have taken voluntary action beyond the statutory
requirements. We know from experience, and from the monitoring information in
the possession of the Board, that the organisations discussed here are at present
only a small minority. . So the reader, in considering our findings and
conclusions, should keep in mind the precisely what was the nature of the
sample studied and the purpose of study.

Intellectual framework

While there is no room in this report to expand on the theoretical bases
underlying our study, we note here some of the main concepts that govern the
analysis. In this study, we assert that the Welsh language is not a discrete and
independent entity but a means of communication. We acknowledge the tension
and conflict that characterise efforts to establish a normative pattern of language
use in all social contexts, including the workplace. Use of the Welsh language by
Welsh speakers in the fields of law and public administration was statutorily
prohibited by the ‘Act of Union’ of 1536. Since that time, it is English that has
been the normative and main language of communication utilised in relation to
the procedures and working practices that evolved within public bodies and
professional workplaces in Wales. As a result, the fairly recent efforts to establish
the Welsh language as a valid medium of communication in the professional
workplaces of public bodies challenges practices established and accepted as
the norm over a period of five centuries and more.

The theory of the ‘French discourse analysis’ tradition offers a means of
understanding how patterns of language use are established in working
practices, which are in their turn created by ideologies and values and power
relationships within organisations. Social practice is not totally fixed, even though
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1.4.3

144

15

151

it can appear to be established tradition. Social practice is regularly evolving. In
the workplace (as in every aspect of social life), every meeting and action will
either confirm one way of doing things, or adapt and change working methods
somewhat, establishing new practices. Sometimes the evolution is difficult to
define. In another instance, the acquisition of a new telephone system or new
computer software, a change of staff, or the reorganisation of a department will
establish new methods of working that in their turn, over a period of time,
become established practice — the normative practice.

Although in one way, an organisation appears to be an isolated and self-
governing entity, which is able to create its own structures and working practices,
practices in a workplace are also influenced by the other organisations
encountered in the course of its work. In every workplace, procedures and values
are influenced by other organisations within the same sector and beyond, and by
the norms of the wider society and the legislative framework that influences every
aspect of society and every workplace. Thus, when considering a change in an
organisation’s current language practices, one must view the organisation and
the change concerned as one element in the organisational and social web
encompassing every aspect of social life.

Thus, every workplace has its ethos and its values, its systems and its practices,
which are modern evolutions of practices in operation since the organisation was
first set up (e.g. Bangor University 1884, the National Health Service 1947).
Among the organisations considered in this study, only one, Cymdeithas Tai
Clwyd, was established from the outset (in 1974) as an organisation operating
mainly through the medium of Welsh or bilingually in response to the
communication requirements of the public and some members of staff.
Otherwise, the other organisations are at different stages in the process of
revising former procedures and working practices (in the case of the National
Library and: Gwynedd Council) or still treat the English language as the main
normative medium for work.

Defining ‘internal use of Welsh in the workplace’

In this study, what we mean by ‘internal use of Welsh in the workplace’ is the
whole range of working practices carried out by means of spoken and written
language. From the viewpoint of the employee, we could note the following three
aspects:

e the execution of their own duties,
e receiving services and information from the organisation, and
e socializing informally with other people within the organisation.

% For further discussion, see Final Report of the Project for Promoting Bilingual Workplaces (2007), a
report by Cwmni laith, commissioned by the Welsh Language Board, Cardiff (p .9 — 10 and Appendix 1).
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1.6

16.1

1.6.2

Internal Use of Welsh in the Workplace

For some employees, the execution of their own duties will include contact with
the public, or providing support for such contact (e.g. by translating publications).
Since 1993, the statutory requirements of the Welsh Language Act have led to
an emphasis on planning to strengthen the organisation’s ability to offer the
public a full service in Welsh as well as English. As statutory Language Schemes
are revised for the fourth or fifth time, there has been an increasing emphasis on
extending the internal use of Welsh beyond just what is required for providing
services to the public. The Welsh Language Board has sponsored a number of
projects to this end.?

The organisations studied in this research vary greatly in how far they go beyond
concentrating on their contact with the public, and the effectiveness and
efficiency of their provision of bilingual services, to seeking to normalise
bilingualism within their procedures and internal culture. The ‘bilingualism’ of
these workplaces also encompasses a wide range of degrees of use of Welsh
and English, and a wide range of abilities in the skills of speaking, understanding,
reading and writing Welsh.

Within the compass of this study, we shall concentrate on developments to
extend opportunities for the use of Welsh beyond the domains where it is used to
serve the public, acknowledging that there is a good deal of overlap between the
use of Welsh to provide a service, and its use in the administration and the
support situations that sustain that provision. Thus, this report deals with the use
of Welsh in every aspect of working practices, while tending to concentrate on
aspects over and above the tasks involved in the organisations’ services to the
public.

Five aspects of planning the internal use of Welsh in the workplace

From the evidence gathered, we can summarise the key conditions for enabling
the use of Welsh in the workplace under five aspects:

Allowing, legitimising and setting out clear expectations for the use of Welsh
Planning the ability to use Welsh

The dynamic of the interaction between individuals and among groups
Planning to increase and maintain opportunities for use

Language use practices

These aspects are inter-related and every one of the five has a number of further
facets that encompass a social, organisational and individual dimension The
main message of this report is the presentation of our findings, from the evidence
we have gathered, about the responses of the officers of organisations to

® Further details of these projects can be found in the Welsh Language Board’s auxiliary report, which
expands on the context of the ‘Internal use of Welsh in the Workplace’ Research Project.







Internal Use of Welsh in the Workplace

different interventions to increase the use of Welsh in their workplaces. In the
remainder of the report, we present our analysis of the evidence gathered under
5 main aspects.
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2.0 Allowing, legitimising and setting out clear expectations
for the internal use of Welsh

2.1 The socio-political context

2.1.1 It seemed that the backcloth to the values and practices of every one of the
organisations in this study was the contemporary socio-political context. Among
the main relevant aspects are:

The value placed on diversity, multilingualism, and equality in international
declarations and conventions (e.g. The United Nations Declaration on the
Rights of Persons Belonging to National or Ethnic, Religious and Linguistic
Minorities 1992);

Legitimising intervention in favour of minority languages at a European level
(e.g. the European Charter for Regional or Minority Languages 1992);
Legitimising some use of Welsh in the provision of services to the public in
the area of law and public services by the Welsh Courts Act 1942, the Welsh
Language Acts 1967 and 1993 and the Government of Wales Acts 1998 and
2006.

Fifteen years’ experience in planning for the use of Welsh in the workplace
as Language Schemes were implemented following the Welsh Language Act
of 1993.

The influence of the Welsh Language Board’s marketing campaigns and
projects promoting the value and advantages of bilingualism

A policy framework for planning for the safeguarding, acquisition, use and
promotion of the Welsh language (laith Pawb, A Welsh-medium Education
Strategy, A Welsh Federal College)

The additional prestige conferred on the Welsh language as the process of
devolution became established in Wales and as Welsh Assembly
Government policy statements included planning to safeguard and promote
Welsh and a commitment to mainstream consideration of the Welsh
language in every aspect of the Government’s policy, including placing Welsh
on the equality agenda;

The current debate about the scope and powers of the Proposed Welsh
Language (Wales) Measure highlights the competing ideologies and
viewpoints about Welsh that still exist in Welsh society.

High expectations on the part of the public and of employees about the
opportunities and permission to use Welsh in the workplace, and the fairly
recent move towards treating employees as ‘the public in our workplaces’
and offering a choice of language internally;

The economic context and, specifically at the period of writing this report, the
expected cuts in the public sector budget.
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2.2

221

222

2.2.3

224

2.2.5

12

The value the organisation places on the Welsh language

From the evidence gathered, we noted that the use made of Welsh in the
workplaces of the organisations studied depended upon the degree to which the
organisation valued the Welsh language and, more than that, created a
permissive corporate atmosphere that allowed the use of Welsh as a work
medium and set out clearly for its employees expectations that the organisation
embrace good bilingual practice.

The evidence gathered shows that the degrees of corporate permission in their
turn reflect the degrees to which values favourable to the Welsh language were
successfully integrated into the ethos and values of the sector or area. Some
organisations clearly stated their identification with the values and objectives of
the Assembly Government’s policies and that their efforts to promote more use of
Welsh in the workplace were a means to contribute to the implementation of the
Assembly Government'’s policy of promoting ‘a bilingual Wales’, or to be part of
the wider ‘project’ to establish a devolved Wales.

In those organisations operating on both sides of the English/Welsh border,
tensions were observed when the organisation did not identify the same extent
with the ethos and values of the Assembly Government, or with efforts to
promote the Welsh identity of the devolved or ‘regional’ parts of the organisation
in Wales, and thus did not acknowledge the value of the Welsh language. HM
Courts Service, for instance, reported that it was easier to obtain permission to
recognise the value of the Welsh language after the restructuring of the court
system so that Wales was now a separate entity from the old ‘Wales and
Cheshire’ court circuit. Other agencies in the administration of justice sector
testified to an occasional lack of understanding among officers at their
headquarters in England — for example the Home Office — inhibiting and
sometimes being at loggerheads with efforts to foster the Welsh and Welsh-
speaking identity of those organisations.

It was clear that robust policy guidance, setting out clear expectations for
employees, is absolutely crucial for creating a permissive corporate atmosphere.
In all the organisations we studied, the Welsh Language Scheme was the main
policy document that set out specific aims and objectives as regards maintaining
and/or increasing the use of Welsh. In the case of the three organisations
operating mainly through the medium of Welsh, the Language Scheme offered a
means of formalising and safeguarding the intention of supporting Welsh as the
organisation’s main medium of communication and operation. In the other
organisations, the Language Scheme was the starting point for implementing the
establishment and change of language practices in the workplace.

Policy guidance was at its strongest in those organisations that had integrated
the Language Scheme into their framework of policies and had mainstreamed
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considerations about Welsh into every aspect of workplace planning and
management. It was also noted that policy guidance tended to be more effective
where there was a structured corporate culture and the management style, with
clear guidance on the one hand and specific structures to ensure ownership and
implementation on the other.

In some organisations, agreeing a Welsh Language Scheme with the Board had
been the main, or only, motivation for changing language practices in the
workplace. In these cases it appeared that these changes had been limited to
responding to the requirements of the Language Scheme and to the Language
Board'’s priorities as it monitored their implementation As an organisation revises
its Language Scheme for the second, third, fourth or fifth time, a clear evolution
can be seen in the objectives and the practical steps taken to promote the use of
Welsh beyond the interface with the ‘Welsh-speaking public’.

It is also typical that the corporate permission is limited, on the whole, by the
organisation’s interpretation of the statutory requirements, i.e. it is limited to the
good practice of offering the public a service in English or Welsh as far as it is
practicable to do so. A number of officers reported that their efforts to promote
further use of Welsh had therefore had to be justified in terms of improving the
quality of the service to the public. A number of those interviewed testified to the
frustration experienced because there is no statutory right for the public to
receive services in Welsh nor for employees to use Welsh in the workplace and
receive internal services in Welsh.

On the other hand, when a Language Scheme contains robust guidance for
increasing — or, in some cases, maintaining — the internal use of Welsh, the
evidence gathered shows that this has been a means of facilitating projects,
practices and arrangements to that end. In every public body, it is the Welsh
Language Scheme that is the main authority on the use of Welsh, both at a
corporate level and within individual services. Thus the incorporation of such
measures for increasing or maintaining the use of Welsh has been a means to
confer prestige and status on projects like those considered in this study. The
status of Language Schemes as statutory documents has great influence.

Further, it is also interesting to note that when measures are included in a
Language Scheme to commit the organisation to the use of Welsh on a wider
scale than is required by the 1993 Act, this is a means of setting such measures
on a par with all the ‘usual’ measures found in the organisation’s ‘statutory’
Scheme. That is, although such measures go beyond what is statutorily required,
they have been included in a scheme that has ‘statutory’ status and has been
approved under the 1993 Act.
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Staff embracing and/or accepting the organisation’s vision and values.

All the organisations accepted the need to ensure that staff share a corporate
ethos and values in favour of the Welsh language and the fact that efforts to
introduce changes to language practices in the workplace are completely
dependent on this. We noted a great difference between the situation in those
organisations where Welsh is the default language and the rest. In the other
organisations, people said they faced quite a challenge in changing corporate
expectations to favour the Welsh language, or bilingualism, as the default
medium for the organisation’s procedures and activities.

Without exception, representatives of the organisations interviewed agreed that it
was leadership from the top — having a principal officer or officers enthusiastically
and proactively in favour of the use of Welsh in the workplace — that was the
most crucial factor, whether the leader(s) was/were actually able to speak Welsh
or not.

The challenge of ensuring that staff shared or accepted the organisation’s values
varied. It was easier in those organisations that:

e were smaller

e served areas where Welsh was the natural language of the local community;

e were situated in areas where sufficient Welsh-language skills existed in the
local population for the organisations to be able to appoint Welsh speakers;

e attracted, by the nature of the work, employees who embraced values
supportive of the Welsh language.

e possessed robust policy guidance, effectively implemented within the
corporate culture.

In only two organisations were the vast majority of staff Welsh speaking; neither
of these organisations faced the same necessity for purposive planning to
ensure that employees shared in their support for the Welsh language. A rather
different challenge faces these organisations, that of forward planning to
safeguard and maintain that level of support and shared vision among their staff.

Of the 15 other organisations, nine of them had set about offering members of
staff Language Awareness Training (LAT). Without exception, the
representatives of these nine organisations consider LAT an effective means of
sharing and disseminating among their staff values and understanding that mean
Welsh is valued. In addition, they said that LAT was one of the crucial tools in
fostering ownership of the organisation’s language policy among staff.

There was oral evidence that LAT had:

¢ laid a foundation of common understanding for staff;
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been an opportunity to acknowledge and ponder on the origins of negative
experiences, viewpoints and values;

empowered Welsh speakers by giving them ‘permission’ and a rationale for
their pride in their Welsh identity and ‘validating’ their use of Welsh at work;
empowering non-Welsh speakers by kindling a sense of pride in their Welsh
identity and an understanding of the historical and social processes that
have deprived so much of the population of Wales of the Welsh language;
increased understanding of the public policy context in favour of promoting
the Welsh language and increased support for that policy;

elicited the awareness, understanding and sympathy of staff not born in
Wales;

stimulated some staff to set about learning Welsh or to improve their Welsh-
language skills.

2.3.7 On the whole, the individuals interviewed felt that the staff of their organisations

now held few negative attitudes towards the Welsh language. They felt that this
reflected:

the general wide public consensus in favour of the Welsh language in Wales;
that the LAT already received had given staff an opportunity to acknowledge
and voice viewpoints and experiences that had led to negative attitudes and
behaviour;
that experience showed that extending the use of Welsh had had a positive,
rather than a negative, effect on the operation of the workplace; and
that employees tended to comply with and accept linguistic requirements at
work when:

o the requirements were compulsory for everyone, and the

0 expectations had been clearly explained, with

0 support to enable staff to fulfil the expectations.

2.3.8 Where some staff continue to be a more negative, it was felt on the whole that

2.3.9

these were not numerous, and that they had a negative attitude towards other
changes in the workplace as well, not just to Welsh alone. There were examples
of lead staff members challenging the negative perceptions of other staff by, for
example, proving (from the statistics gathered in-house by the human resources
department) that setting a compulsory language levels for employees, for a new
post or for promotion within the organisation, had not led to difficulties in making
an appointment but, on the contrary, had led to an increase in demand for
language training.

Interviewees said that Language Awareness Training had been more effective
where the organisation had ensured that:

¢ the organisation’s management had received LAT;
e LAT was compulsory for all members of staff;

15
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e LAT had become established as part of the induction process for new
staff.

2.3.10 We heard evidence that eight organisations also influenced staff perceptions by

16

celebrating their ethos and values in their in-house magazines and publications
and on their electronic intranet, emphasising examples of good practice and
success with the Welsh language. Representatives of the eight organisations felt
that sharing messages and marketing the value of the Welsh language helped
them to create a positive atmosphere and strengthen the Welsh and bilingual
identity of the organisation.
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Planning the ability to use Welsh

The skills gap in organisations

In Section 2 above we considered those factors that give staff ‘permission’ to use
Welsh internally within their organisations, or that ‘legitimise’ such use. We shall
now consider the factors that enable staff to make constructive use of such a
permissive atmosphere in order to use Welsh.

This needs to be considered in the context of the extent, distribution and levels of
Welsh-language skills amongst the population in general, and more specifically,
in organisations’ workplaces. Since the 1960s, there has been a steady increase
in the number of designated Welsh-medium schools and bilingual schools. More
significantly, since 1988, the Welsh language has been a core subject on the
curriculum of Welsh schools, and generations of young people who have passed
through the Welsh education system since then possess, to very varied degrees,
skills in the Welsh language.

Despite the increase in Welsh-language and bilingual education in Welsh
schools, there has not been a commensurate increase in the further education
and higher education sectors. There are still few vocational and professional
courses available through the medium of Welsh; Within public bodies,
professional, technical and clerical officers who have received vocational training
through the medium of Welsh are rare exceptions.

It should also be noted that, on the whole, organisations, particularly the Unitary
Councils, have not co-ordinated the language policies of the schools and the
Local Education Authorities that produce Welsh speakers with the needs of
workforce planning. The situation has arisen where ratepayers invest in fostering
pupils’ bilingualism but do not see it bearing fruit or boosting prestige within the
workforce of the very organisations that have facilitated the fostering of those
skills.

In addition, the expectations of Welsh speakers on the one hand, and the
expectations of employers on the other, about the use of language skills beyond
the education system have been heavily influenced by the language domains
and language use patterns of the past. With a long-established tradition of
providing public services through the medium of English, Welsh speakers are not
used to considering their ability in Welsh as a “skill’ for the workplace. For their
part, employers too are unused to treating Welsh-language skills in the same
way as other skills that might be required for some posts There is a good deal of
consensus among the organisations interviewed as to the importance of

17
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acknowledging, at a corporate level, that the ability to speak Welsh is a skill for
the workplace.

These contextual factors are discussed in more detail in the background report
by the Welsh Language Board.. Basically, they mean that many Welsh speakers
and learners have insufficient confidence to use their Welsh-language skills for
work purposes. All those interviewed agreed that many of their Welsh-speaking
staff felt their vocabulary, terminology and grammatical knowledge of the Welsh
language was too poor or inadequate for use in the technical or professional
context of their workplaces They often referred to the gap between their spoken
Welsh and the more formal sort of Welsh that, in their view, characterises
organisational idiom. Thus, according to the organisations interviewed, a quite
common perception among their Welsh-speaking staff is that the Welsh-
language skills they possess are not suitable and appropriate for the professional
purposes of the workplace.

In addition, all of the organisations interviewed employ, to different degrees, a
number of staff who do not speak Welsh. This affects the extent to which Welsh-
speaking staff and learners are comfortable in using Welsh in those situations
where they are working with non-Welsh speaking staff It also affects their
perception of how effective the practice of using Welsh would be in situations
where effectiveness demands a good deal of communication, either oral or
written, with their non-Welsh speaking colleagues, or a good deal of sharing
information among a group or team of staff of whom are number are non-Welsh
speaking.

These characteristics mean that there is a ‘skill gap’ in every organisation, i.e. a
difference between the skills required for providing Welsh language services
externally and internally, and using the Welsh language as the language of
internal administration, and the skills that the staff in fact possess.. The three
main elements that create the skill gap are:

(i) staff without Welsh-language skills — lack of language acquisition;

(i) staff whose skills and ability levels in Welsh are lower than required;

(i) staff whose perception is that their Welsh-language skills are
unsuitable, inappropriate or inadequate.

Planning the workforce’s resource of language skills

In order to close the skill gap, 14 of the organisations interviewed have set about
planning for the acquisition and development of Welsh-language skills in a
strategic and purposive manner by drawing up and adopting a ‘language skills
strategy’ or a ‘bilingual skills strategy’. They have done this, to varying degrees,
on the basis of an outline methodology proposed by the Welsh Language
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Board.* The three other organisations are just on the verge of taking action or
intend adopting such a strategy in the near future.

A number of the officers interviewed said that adopting and starting to implement
a language skills strategy had been a turning point in the history of their
organisation as regards its attitude towards increasing the use of Welsh, both
internally and externally. Further, according to the evidence gathered, it appears
that the more sophisticated the implementation of such a skills strategy, the more
effective the control over planning an increase in the use of Welsh by staff,
whether that be internal or external use. Interviewees also said that the largest
organisations, such as the Health Trusts in particular, face an enormous
challenge in bringing so many varied agencies and services together in one
corporate structure.

The evidence made it clear that an all-important element in such strategies is
how the language skills levels in question are defined. Specifying levels for
different language skills facilitates a number of aspects in the operation of the
strategy — conducting a review of the skills levels of existing staff, specifying the
levels required to fulfil job requirements and for recruitment, and specifying levels
as targets for staff training and development programs. We found that the
majority of the organisations interviewed have adopted a framework of skills
levels based on the framework of the Association of Language Testers in Europe
(ALTE), which defines levels in accordance with brief descriptions of language-
use competencies.

One interesting development brought to light in the evidence is that the five
organisations in the justice sector have specified the lowest levels on their skills
levels framework (usually ‘Level I' or ‘Level II') as the required entrance level
when making appointments to posts within the organisation. That is, applicants
for posts have to possess some level of ability in Welsh before they can join the
workplace. The organisations refer to this level as the level required to be able to
show ‘basic linguistic courtesy’ when dealing with the public — that is, a level that
usually corresponds to the ability to pronounce Welsh names of people and
places correctly, and the ability to exchange simple greetings and elementary
remarks in Welsh, whether face-to-face or over the phone. This development
naturally creates a situation where the use of Welsh has been integrated into the
norm of polite behaviour. The view of those interviewed in the sector is that this is
an important contribution towards ‘normalising’ internal use of Welsh in very large
organisations employing a high proportion of non-Welsh speaking staff and
serving a wide variety of communities as regards the density of numbers of
Welsh speakers.

* The Welsh Language Board (1996). Welsh Language Schemes — their preparation and approval in
accordance with the Welsh Language Act 1993, Cardiff, Welsh Language Board. Cf. pp.36-38, where the
methodology is outlined in the Advice and Measures following Guidelines 8(i) and 8(ii).

19







Internal Use of Welsh in the Workplace

3.2.5

3.3

3.3.1

3.3.2

3.3.3

3.34

20

The representatives of these organisations noted that where Welsh is already the
main, or only, language of internal administration, adopting a language skills
strategy and specifying a framework of skills levels to support its operation has
been a means for their organisations to safeguard and justify their use of Welsh
as their main or only internal language. That is, by putting down on paper their
arrangements for maintaining normative use of Welsh, they have confirmed the
rationale behind their language use practices.

Increasing use by developing staff language skills

Alongside arrangements like those above to manage an organisation’s language
skills resources in a strategic way, the representatives who were interviewed
testified to the importance of the contribution made by an appropriate programme
of staff training and development to the process of increasing the use of Welsh in
the workplace.

According to those organisations that have proceeded along the lines described
in section 3.2 above, a skills levels framework based on language use
competences — i.e. typical communication tasks — is also a valuable resource in
guiding the types of language training offered to staff. Training in the acquisition
or improvement of language skills can aim at enabling the trainee to put his or
her new skills to work afterwards for specific purposes in the workplace — for
instance in reception, answering phone enquiries, making presentations before
committee, composing documents in Welsh and so on.

As regards identifying training needs from the point of view of the employer, the
need to acquire particular skills can arise from a job description or from a team
competences description. From the point of view of the individual, there was
evidence that the organisations interviewed use a variety of methods to assess
the needs of prospective trainees. Among these methods, interviewees
mentioned:

e assessments by an in-house or external tutor;

e assessments made during annual appraisal meetings, which discuss
performance and matters of personal development; and

o self assessments reported by prospective trainees to managers or tutors.

Some representatives of organisations interviewed said that their arrangements
for assessing training needs were not entirely robust, suggesting that this aspect
needed strengthening. It appears that there is a more robust system among
those organisations that said the development of Welsh-language skills is
something that has been integrated into their annual appraisals system. Under
this type of arrangement, it is the custom for some managers, during the annual
appraisal meeting, of discussing with their members of staff any general training
needs, with particular attention to the needs of the service for bilingual skills on
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the one hand, and staff requirements for professional and personal development
opportunities on the other.

In order to formalise and give status to any subsequent arrangements for staff to
learn Welsh, or to improve their Welsh, a number of the organisations
interviewed then make such training the subject of a learning agreement or a
personal development plan agreed between the manager and the trainee. A
number of the organisations studied said that setting out clear expectations like
this was important as regards ensuring a joint understanding of the purpose of
language training. Interviewees said that such an agreement was an appropriate
means for expressing expectations on the part of both employer and employee
as regards the competences to be sought and also, in some cases, the
subsequent use expected to be made of the skills gained. An agreement can
also note the practical arrangements for attending courses, as well as being a
tool for reviewing progress, attainment and subsequent use of the trainee’s skills
as part of the staff appraisal process.

As noted in Section 3.2.3, a number of organisations in the justice sector have
taken a further step by specifying general corporate expectations as to levels of
language skills. Recognition must be accorded to the role of North Wales Police
in taking the lead in this in the sector. Dyfed Powys Police, HM Courts Service
and the North Wales Probation Service reported that they had specified Level 1
on their skills levels framework as the entry level for all the organisation’s posts,
while the North Wales Fire and Rescue Service and North Wales Police specified
Level 2 as the level all new members of staff are expected to attain, with the
NWP providing support for new staff to reach Level 3 by the end of their
probation period (i.e. within 9 months).

Our survey highlighted the fact that definite steps like those mentioned above, to
acknowledge and grade language skills within the justice sector, are much easier
to carry out within a corporate culture based on a tradition of senior management
‘leading by command’ — like those mentioned in the paragraph above. indeed,
the corporate culture of each organisation and the management culture that
leads it are an all-important context for the way the requirements for Welsh-
language skills are considered and treated. Such characteristics will also have
arisen in part from other factors in the history of the organisation — for example,
the organisation’s geographic location, traditions of language use in its
catchment area, the nature of the services and the categories of users served,
and the demography of the recruitment catchment area. These considerations
will be expanded upon in section 7.4 below.

Be that as it may, the evidence gathered highlights the fact that establishing
compulsory linguistic requirements:

¢ is more effective than voluntary schemes as regards an organisation’s
language skills
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e is acceptable to both staff (when given an explanation and support in
meeting the expected standards) and to the public;

e does not lead to difficulties in recruiting and appointing new staff;

e has increased staff enthusiasm for starting to learn Welsh or continuing
learning;

e is a means of operating an equal opportunities policy when recruiting staff
and managing human resources.

3.3.9 As well as developing staff language skills through formal teaching courses, the

majority of organisations studied had established extracurricular methods of
developing their language skills further in the workplace. Interviewees mentioned
mentoring schemes, the appointment of departmental champions, the increased
visibility of the Welsh language on signs, both large and small, on posters, on the
intranet and so on. In fact, we received some very varied evidence about an
enormous number of other ingenious and imaginative methods and techniques.
Space allows us to mention only a few examples here:

¢ Providing guidelines for champions on how to assist learners in reaching

Level | or Level Il in Welsh;

Providing guidelines for mentors and their mentorees;

Guidance for Chairs and Members on holding bilingual meetings;

Leaflets with Welsh vocabulary and phrases for learners;

Posting a ‘word of the day’ and ‘phrase of the week’ on the staff intranet;

An instruction leaflet on how to record a bilingual voice message on a

telephone answering machine;

e A series of instruction leaflets for learners on how to carry out different tasks
through the medium of Welsh (e.g. making an appointment);

e Providing learning resources in the workplace — training software, books,
CDs, electronic courses etc.

3.3.10 Where organisations arranged such extra-curricular development methods, their
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representatives said this supported and added value to the corporate investment
in formal courses, by ensuring the continuation of the learning process and
providing valuable practice opportunities and encouragement for trainees outside
the classroom. They said that employees needed a good deal of encouragement
and support to make more use of Welsh and that the interventions listed above
did not change use practices ‘overnight’ but, over a period, they had led to
increased use of Welsh. It seems that the production of leaflets and instructions
is useful for sharing and establishing ‘standard’ good practice, but that support is
needed from individuals, whether ‘champions’, ‘mentors’, ‘ambassadors’ or
managers, to stimulate and encourage change.
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Planning in response to the dynamic of the interaction
between individuals and among groups

Raising staff confidence and resolution to put their language skills to work

It is crucial to try to understand the dynamic of the interaction between individuals
and among mixed-language groups so as to understand the factors that can
influence employees’ preparedness to make use of their language skills in the
workplace. There was a wide consensus that lack of confidence is one of the
main hindrances preventing staff from setting about using the Welsh-language
skills they possess, and that their lack of confidence influences their resolution to
make the effort. It was recognised that lack of confidence could prove a
hindrance to fluent Welsh speakers as well as to learners, depending on the
context in which they were required to work in Welsh, and on the people with
whom they would be communicating. The individuals interviewed agreed that it
was not enough to provide opportunities for staff to learn and to improve their
language skills, and that opportunities must also be planned for staff to develop
confidence in their use of Welsh.

As already noted in Section 2, Language Awareness Training (LAT) offers a way
forward towards the creation of a local permissive atmosphere within the team,
office or department, to give prestige to efforts to use the Welsh language,
whatever individuals’ levels of fluency or correctness. It was also noted that LAT
can empower Welsh speakers and learners to feel more confident in using the
Welsh-language skills they possess in the face of the power of tradition and
habit. Several organisations testified to the importance of creating a supportive
and tolerant atmosphere that confers prestige on efforts to use the Welsh
language.

Increasing confidence through vocational training

Everyone interviewed agreed that vocational training held through the medium of
Welsh or bilingually is a means to develop Welsh-language skills and the
confidence to make use of them. All the same, only a few of the organisations
interviewed said they were successfully providing this for staff to a significant
degree. A number of organisations referred to the difficulty of finding competent
trainers, able to provide training through the medium of Welsh in different
vocational fields such as management, personnel matters, information
technology and so on. A number of interviewees said that vocational training
through the medium of Welsh was easier to arrange when the organisation had
its own bilingual in-house trainers to provide training.
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However, one organisation said that the specifications for all their vocational
training contracts always included the requirement that training should be
through the medium of Welsh. This, they say, never causes any difficulty in
ensuring appropriate training, since it means that providers who are unable to
offer provision in Welsh do not apply for the work at all. These representatives
noted how important it was to ensure that the contractual requirements and the
criteria for selecting contractors clearly state the expectation that provision will be
through the medium of Welsh.

Some organisations whose headquarters or central administration was outside
Wales said their staff had to receive some types of centrally-organised vocational
training that were only available through the medium of English. Some of these
organisations had been pressing their central administration for Welsh-medium
provision, and according to the evidence provided mainly by some of those in the
administration of justice sector, there are some early indications that their efforts
are beginning to influence the situation, although that influence is so far very
limited.

All those interviewed agreed that increasing the provision of vocational training
would be a means for both Welsh speakers and learners to familiarise
themselves with vocabulary and terminology, and to get experience of a relevant
vocational idiom at work, and that this could be advantageous in contributing to
their confidence and their resolution to make use of the Welsh language. Indeed,
some managers said it was unfair to expect staff to be able to deal with some
aspects of their work through the medium of Welsh unless the organisation
provided training in Welsh to enable them to do so. They referred to chairing
meetings and dealing with the media as two examples of working practices that
required specific training.

Increasing confidence and use by planned support and assistance

All the organisations took steps, to different degrees, to ensure that support was
available and maintenance measures in place for staff who wanted to develop
more confidence and to increase their use of Welsh in their work.

An internal translation service

4.3.2
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The majority of the organisations under consideration had an internal translation
service. In some of these organisations, the service provided by the translators
had expanded to include offering services to check, proofread and edit
documents drafted in Welsh by members of staff. In a number of cases, we were
told that the translators also offered feedback to staff on their drafts, and that this
is a service that helps to develop staff writing skills, to foster their confidence and
to foster the habit of drafting documents in Welsh. Interviewees said that this was
effective and had led to an increase in the number of staff who made the attempt







Internal Use of Welsh in the Workplace

to draft written documents in Welsh, particularly when use of the proofreading
service is optional.

Support from ITC departments

4.3.3

In the majority of the organisations studied, ITC departments were also crucial in
installing — to different degrees from organisation to organisation — Welsh
language interfaces on staff computers, as well as language resources software
such as Cysgliad to facilitate the drafting and checking of documents in Welsh.
Some departments had also been active in helping staff add basic bilingual
‘signatures’ to their e-mail messages, as well as a badge attached to each
signature to denote that the author was a ‘Welsh Speaker’, ‘Bilingual’ or a ‘Welsh
Learner’. According to the evidence gathered, staff were more likely to use Welsh
in connection with their use of ITC resources when the stimulus for this came in
the form of encouragement from chief officers, language champions / mentors,
and their colleagues.

Support from mentors and language champions

4.3.4

4.3.5

As we have already noted, many organisations have set up a mentoring or
‘language champions’ scheme to help staff who are learning Welsh to practice
using the language. These provide staff with support at an individual level and
can be responsible for arranging informal opportunities for staff to come together
to practice speaking Welsh. The nine organisations that operated these schemes
said that the creation of a good relationship between mentors / champions and
staff was a very effective means of providing an extra boost to staff who are
diffident about using their Welsh and a means of creating a bilingual ethos that
confers prestige on the Welsh language within departments. They also said that
the team of mentors and champions needed a good deal of guidance and
support to ensure that the work they carried out was standardised across the
organisation and maintained in the long term.

One organisation, which was not operating a mentoring/champions scheme,
reported that their departmental managers and teams were now working hard to
encourage staff to speak, read and write in Welsh at work; this had led to an
increase in the internal use of Welsh across the organisation. Our perception of
the evidence gathered is that having a driving force, in the form of a member of
staff with specific responsibility for encouraging, supporting and promoting
employees’ use of Welsh, is absolutely crucial.
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individuals that can hinder use

The interaction dynamic between individuals and among groups of people is a
complex one, but is crucial to a full understanding of the other factors beyond
‘confidence’ and ‘resolution’ that influence language practices in a workplace.

A full exploration of this is beyond the compass of this study. In enquiring into
what personal factors can hinder use, it appears that organisations had not paid
this a great deal of attention. One organisation said that it foresaw that there
would be an opportunity to ask staff about the factors preventing personal use in
the wake of the launch of its revised language scheme. We list here some of the
factors that came to the fore in our study:

e Itis easier for learners to use Welsh in one-to-one situations than in
groups or in front of an audience;

¢ Some fluent Welsh speakers lack patience with learners;

e Habit — it is very difficult to change from the language in which one first got
to know someone;

e Courtesy — Welsh speakers tended to turn to English with other Welsh
speakers in the company of a non-Welsh speaker/learner

e Concern about other people’s perceptions;

e Status — some managers were concerned that their lack of skills in Welsh
would lead to an undermining of their authority and their expertise in other
fields.

A number of organisations had begun to adopt certain methods in response to
the above, e.g. having a bilingual officer introduce a new member of staff to other
staff in the workplace so that people knew from the first day who were Welsh
speakers and Welsh was established as the language of the work relationship
among staff. On the whole, however, we feel that the linguistic dynamic between
individuals and amongst groups is a topic that merits further research. We also
gained the impression that there was room for some further reinforcement of the
joined-up support and encouragement given to individual staff beyond their
language-skills training in some workplaces
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Planning to increase and support opportunities for the
use of Welsh

The evidence gathered in this study underlines the need for purposive planning
of several aspects in order to increase and safeguard the opportunities to use
Welsh in the workplace.

Increasing use by planning key human resources

Every organisation emphasised the need to invest in staff resources to promote
the use of Welsh. Almost all the organisations studied have a ‘Language Officer’,
‘Language Development Officer’ or lead officer(s) responsible for providing
guidance on the organisation’s Language Scheme and on corporate language
planning matters. A good deal of strong evidence was received on the crucial
role these officers play in providing guidance and coherent strategic direction for
all the efforts to increase the use of Welsh.

A large number of the organisations concerned had some time ago set up a
‘language working party’, consisting of representatives from the different
departments, to promote and facilitate the operation of their Language Scheme.
Where these working parties exist, it is usually they who provide the guidance
and impetus for efforts to increase the use of Welsh.

As already noted, a number of the organisations studied have set up a network of
‘departmental champions/ambassadors’ to promote the efforts in the different
departments, services and locations. There is a good deal of consensus among
these organisations that such a system has contributed considerably to extending
‘ownership’ of the efforts to increase the use of Welsh and, as noted above, to
supporting the efforts of staff to learn and develop confidence in their use of
Welsh.

In a number of organisations, a good deal of careful planning has gone into the
back-up provided for these champions. Documentary evidence of this was
provided in the form of guidelines for champions; a formal agreement for
champions outlining their role; guidance on how to help learners and so on, and
in one case, arrangements for champions to receive financial acknowledgement
of their contribution. We interviewed five of the ‘champions’ and can testify to
their enthusiasm and commitment. All the organisations that had set up a
champions system felt that this was a means of fostering a more inclusive and
co-operative attitude towards increasing the use of Welsh. In the same way,
setting up a mentoring system and a network of mentors plays a not dissimilar
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5.1.5

5.2

5.2.1

role. In the number of these organisations, the role of the mentor has been
integrated within the function of the ‘champion’.

Some organisations had purposively set about marketing the support available,
using the intranet, in-house news-sheets, posters etc to do this. As we saw,
support and assistance can take many forms — whether they be ITC resources,
guidance and guidelines, teaching materials and staff training and development
programmes, or procedures to encourage and facilitate the use of Welsh. A
number of responses referred to the advantages of putting together a support
and assistance ‘package’ in an orderly way, so as to create a ‘learning
environment’ and ‘encouraging and supportive conditions’ in the workplace.

Increasing opportunities by planning the interface with internal services,
systems and procedures

Every one of the organisations studied had identified the link between its staff
and its internal services and systems as an area where considerable influence
could be exerted on the internal use of Welsh. To varying degrees, they had all
moved towards embracing the idea of offering their staffs a choice of language in
the same way this is offered to the public, as required in every organisation’s
statutory Language Scheme. This to some extent redresses the former practice
of not treating staff like ‘the public’ from the time they cross the threshold of the
workplace on their way to work — a concept that these days appears artificial and
unreasonable to the majority of organisations considered here.

Personnel department services

5.2.2
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All of the organisations under consideration had identified the services of
personnel departments as the services that, for various reasons, have contact
with every member of staff. And, to varying degrees, every organisation has
taken steps to establish or increase the use of Welsh by these services. Amongst
the evidence received, we note references from different respondents to the
provision of the following in Welsh or bilingually:

e A variety of forms — e.g. travelling expenses forms, job application forms,
application forms for maternity leave;

¢ Internal policy documents — e.g. maternity policy, health and safety policy,
sickness policy etc;

e Recruitment materials — e.g. job descriptions, standard invitations to

interview, internal recruitment advertisements;

Contracts of employment;

Codes of Practice or Codes of Conduct;

Disciplinary procedure documentation;

Induction training for new staff;

Information on the intranet.
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In addition, a number of organisations said they had developed, or were in the
process of developing, procedures (with appropriate guidelines to back them up)
for offering a choice of language to staff and potential staff for recruitment
interviews, disciplinary meetings, and annual appraisal meetings. Among the
organisations interviewed were a few that already operate all or almost all of the
above. In relation to recruitment material, it is interesting to notice the evidence
received from a number of organisations that the Welsh Language Board’s
guidance document, Recruitment and the Welsh Language — Guidance under
Section 3 of the Welsh Language Act 1993 had influenced the number of
personnel officers who had formerly, been a rather hesitant about acting in the
spirit of their Language Scheme, because they were certain and unclear about
what is appropriate in this complex field.

Internal translation services

5.2.4

The majority of the organisations under consideration had the services of in-
house translation service, and for many staff, perhaps, this is the most obvious
internal service of their Welsh interface. As noted in Section 4 above, in a
number of these organisations, the translation service has expanded to offer
checking, proofreading and editorial services and to offer feedback to staff on
their draft documents, and this is a service that creates opportunities for
employees to use Welsh for written aspects of their work.

Information and communications technology (ITC) services

5.25

5.2.6

These days, an internal service that is in contact with every member of staff, is
the information and communications technology (ITC) service. Here again, there
was a good deal of evidence of a movement among the organisations
interviewed towards offering a choice of language and Welsh/bilingual provision
for services such as:

A helpdesk;

One-to-one technical assistance;

Internal communications from the ITC Department itself on the intranet;
Setting up or facilitating procedures to input bilingual documents on the web
and the intranet

e Assisting internal services to acquiring ITC systems that facilitate bilingual
operation.

Linked with the work of ITC departments, is that of the procurement departments,
since it is the latter who are concerned with the work of preparing specifications
for ordering or adapting ITC systems. There was evidence that a few ITC
departments are purposively cooperating with service departments and
procurement officers to ensure that new and/or adapted systems enable officers
to create bilingual inputs and outputs. There was one example of an officers’
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working party being set up and meeting regularly for just this purpose. There was
also an example of another organisation that includes linguistic requirements in
all ITC systems specifications, which means that it ensures it has the ability to
use Welsh in connection with its various ITC systems without having to make
further investments in procurement.

Communication with management

5.2.7

Undoubtedly, the most significant internal interface staff of every organisation
possess is their communication with management. This takes place naturally
through the medium of Welsh in those organisations where managers speak
Welsh. A number of the organisations that have recently adopted a statement or
policy on the internal use of Welsh acknowledge this and are taking steps to
increase opportunities for staff to communicate with their managers in Welsh.
Admittedly, this is a complex matter, since the relationship between managers
and their staffs is essentially not a ‘service’ as such; however, there are elements
of ‘providing a service to the staff’ to some aspects of management posts. We
were told that one organisation had set a target of ensuring that its managers
possessed Level 3 skills in Welsh by a particular date. Another organisation
intends operating a development scheme to support staff who possess Level 3 in
Welsh to reach Level 4. Schemes of this sort acknowledge the crucial influence
of management in creating a favourable climate for the Welsh language and
opportunities to use it at every level within their departments.

Internal meetings

5.2.8

5.29
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One context that received specific and thorough attention from a number of the
organisations studied is internal meetings, and a number of specific projects were
in progress to increase the use of Welsh at such meetings. The documentary
evidence gathered in this connection shows how these organisations have
sought to encourage staff to speak Welsh at meetings. That evidence includes:

e the production of handbooks or guidance on how to hold bilingual meetings
(including one handbook published jointly by three of these organisations);

e guidelines for Chairs on chairing meetings bilingually;

e guidelines for staff on ‘summarising’ in English, for non-Welsh speakers,
contributions made in Welsh, should a simultaneous translation service not
be available;

¢ the offer of training sessions on skills for chairing meetings.

The dynamic is very different at meetings consisting of mainly Welsh or mainly
English speakers, and it was noted that some organisations had sought to
respond to this in their guidelines. In addition, while there was evidence that the
guidance noted above had led to an increase in the use of Welsh at internal
meetings, we were also told that, in the case of some Chairs of committees, such
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guidance is not sufficient in itself to stimulate a change in usage, but that they
also require further training to improve their Welsh.

It is fair to note that all the organisations under consideration are aware of the
way all the above interfaces with internal services, internal systems and internal
procedures influence the use of Welsh internally. We noted that all the
organisations were working, to different degrees, to increase the use of Welsh in
these contexts. It is significant that a number of very specific aspects of these
interfaces have been the subject of specific projects sponsored by the Welsh
Language Board and implemented within some of the organisations under
consideration to increase the internal use of Welsh.

Planning work responsibilities and fostering staff expertise to safeguard
practices and create new opportunities

We noted that increasing and maintaining the use of Welsh for specific working
practices requires purposive planning to anticipate opportunities to (i) increase
the use of Welsh, and (ii) safeguard usage practices from returning to English.
Only some of the organisations interviewed undertook purposive planning in this
connection.

According to the evidence presented by the contributors, lack of forward
planning in the field of ITC to ensure Welsh or bilingual inputs and outputs is one
field where a host of obstacles arise. There were some examples of definite
forward planning to this end. We were told that the Countryside Council for
Wales had set up an ‘Internal Systems Group’ specifically to deal with the
challenges of information technology by anticipating and forward planning to
ensure that there are means of inputting and outputting information in
Welsh/bilingually. The Group is considering what requirements will be included in
the procurement requirements of any new system, as well as how current
systems can be adapted. At the time of our interview, this Group was paying
special attention to the Council’s intranet and blog

The North Wales Police (NWP) too has long ago identified barriers connected
with the use in their catchment areas of standard ITC systems, that are
‘centralised’ in the UK sense, and they have been forward planning to tackle this
at a high level. In the same way, they are examining the protracted process of
adapting for their officers professional training models that have been designed
‘centrally’, again at a UK level. These are just two examples from several fields
where NWP has identified shortcomings and stumbling blocks and is forward
planning to come to grips with them.

These are matters for which there will be no early solution, but NWP is forward
planning to intervene in, and to influence, the relevant processes in order to
rectify the lack of consideration given to the use of Welsh.
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5.3.4

5.3.5

5.3.6

One of the other main threats to an organisation’s ability to maintain its use of
Welsh is the situation that arises with a change of staff, as employers experience
difficulties in appointing employees who are able to work in Welsh at the level of
principal officers, senior managers and technical/specialist staff. We received
evidence of a number of cases where new appointments had meant that English
was once again used for management meetings etc, superseding the previous
practice of using Welsh at those meetings. We were told that some organisations
were very much aware of these threats and were working purposively to try to
mitigate the risk by, for example:

e appointing Welsh-speaking graduates and training them in-house over a
period of time to undertake senior posts; and

e sponsoring specialist degree courses to create a workforce with Welsh-
language skills and qualifications in specialist fields.

We were told that opportunities also arise with a change of staff to review job
responsibilities in order to reallocate individual’s duties (e.g. chairing meetings) to
take advantage of language skills within the workforce in order to increase and/or
maintain Welsh language working practices. We believe there is an opportunity
to expand on the tool for strategic planning offered by a Language Skills Strategy
(LAS). In addition to identifying the linguistic needs of particular posts, there is a
need to plan in order to foresee how officers’ use of Welsh can best be increased
or safeguarded. While those organisations that have set up an LAS are able to
define the workforce’s levels of language skills on a departmental basis and on
the basis of individual posts, there is so far little ability to define, and thus to plan,
the staff's current language use practices, as we shall be noting further in the
Section 6.

Another area where considerable difficulties arise in maintaining the use of
Welsh is cooperation with other organisations in partnerships. This will be
expanded upon in the next section below.

5.4 Planning to safeguard good practice when dealing with other organisations

5.4.1
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Another challenge faced by all the organisations in this study, particularly those
that embrace the Welsh language as their main language of internal
administration, is to maintain their use of Welsh when working in partnership with
other agencies. The Beecham report (Beyond Boundaries: Citizen-Centred Local
Services for Wales 2006) encouraged public bodies to work together for the
benefit of joined-up and cost-effective services to the public. Since they began
operating in accordance with the ‘Beecham report agenda’ the organisations in
this study have increasingly being cooperating in partnerships with other public
agencies. Local boards, multi-agency initiatives, community partnerships, care
partnerships and regional joint committees are examples of forums that set up
means of cooperation between different organisations. Very often, the different
partners who come together embrace and follow different linguistic practices from
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one another. This sort of cooperation is a particular challenge to partners who
are operating Language Schemes.

A number of the staff interviewed said that in their experience good bilingual
practice was often neglected at meetings with partners. Although almost every
Language Scheme now stipulates arrangements to be followed when an
organisation joins with others in such partnerships, the staff interviewed -
employees who had been making efforts to increase their use of Welsh in their
day-to-day work - said this was an area that created difficulties for those wishing
to embrace the use of Welsh. We were told of the experiences of staff in
discussion with representatives of other organisations where there was less use
of Welsh, some of them with low levels of awareness of good bilingual practice
and of the concept of offering a language choice at the partnership’s meetings,
activities and outcomes.

The employees concerned said that a very confident and determined personality
was required to continue to use Welsh and to draw attention to one’s wish to
follow good bilingual practice in making contributions at such meetings. A
number of officers felt uncomfortable about having to make a ‘stand’ to speak
Welsh and having to keep drawing attention to the need to make provision for the
Welsh language in the work of the partnership. This was true even of those staff
who are urged by their employers to continue to use Welsh in dealing with
partners

Naturally, if a high proportion of an officer's working hours is spent dealing with
partnerships, the tendency for partnerships to follow less progressive linguistic
practices can be a considerable stumbling block for an officer who wants to
increase his use of Welsh. This is one aspect of planning opportunities for the
use of Welsh that requires a detailed attention in order to safeguard good
Welsh/bilingual practices The evidence provided suggests that robust
expectations and guidelines need to be agreed among partnerships (with support
from the Welsh Language Board) to safeguard the use of Welsh in these
situations.
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6.0

6.1

Increasing Welsh language use practices in the
workplace

In this section, we shall try to describe the types of language practices that
encompass the use of Welsh in the workplace, noting the evidence provided as
to the priorities and the progress seen in the organisations.

Increasing staff use of Welsh in the execution of their own jobs

Personal working practices

6.1.1

We were told by several organisations that they had seen a certain amount of
increase in the use of Welsh by staff in their personal working practices,
including: work plans, diaries, task lists, personal notes, the drafting of
documents, and their use of computer programs. A number of projects have
been implemented to this end, such as providing individual training for staff at
their computers to ensure that they are able to use Welsh interfaces for computer
programmers and to use particular software (Cysill, CysGair, electronic
dictionaries) to help them to feel more confident about writing documents in
Welsh. Although a number of the organisations interviewed were confident that
such projects lead to an increase in the personal use of Welsh, it is difficult to
measure and quantify that use.

Networking with other staff

6.1.2

6.1.3

34

Another aspect of the language use of members of staff in carrying out the duties
of their own posts was networking with other staff, including: oral
communication at formal and informal staff meetings: team meetings,
management team meetings, and board meetings. We were told that the use of
Welsh at internal meetings varied greatly. In the National Library, Cymdeithas Tai
Clwyd and Gwynedd Council, Welsh is the default language for internal
meetings. Interviewees said they continue to speak Welsh in the presence of the
occasional non-Welsh speaking staff member, or someone less confident in
Welsh, using techniques such as language buddies at smaller and less formal
meetings to enable non-Welsh speaking staff to contribute. These organisations
also have robust arrangements to ensure that simultaneous translation
equipment is used and that the documentation for meetings is bilingual.

In the other organisations, where Welsh is not seen as the normative language
for internal administration to the same extent, it appears that the use of Welsh is
less robust and more dependent on individuals giving a lead. On the whole,
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interviewees said that there was a tendency for staff who can speak Welsh to
make use of the language with one another at internal meetings when conditions
allow this. However, it was also noted that some Welsh speakers continue to feel
diffident about using Welsh at more formal and technical meetings. We were told
of examples where a change of staff had led to less use of Welsh, and examples
to the contrary when a new principal officer or Chair of a committee had
established the practice of using Welsh with simultaneous translation equipment,
even at meetings where the majority of the participants were not Welsh-
speaking.

As noted in the Section 5.2, a number of organisations had identified the crucial
role of chairs of committees, and had tailored guidelines and training to assist
them in using the Welsh language in this connection. While these steps seem to
be succeeding in increasing the use of Welsh at internal meetings, it seems to be
more of a challenge for smaller and less formal meetings, where we heard that
the language of meetings ‘easily turns to English’ if there are one or two non-
Welsh speaking staff present, and Welsh speakers continue to find it difficult to
challenge the normative order of English’s being the medium for mixed meetings.

As regards recording and measuring change in the use of Welsh in the
workplace, it appears that meetings, particularly board meetings and more formal
meetings offer an opportunity to achieve this.

A number of organisations reported that they had also seen an increase in the
number of staff who are starting to write in Welsh when: composing memos;
internal e-mail messages; minutes and work reports etc. Interviewees said that
using Welsh regularly for internal e-mail messages fostered employees’ skills
and confidence in Welsh over a period of time and could introduce Welsh as a
default language for such internal communication (see Final Report of the Project
for Promoting Bilingual Workplaces 2007 for further comments on this). Although
there was not a great deal of quantitative evidence to measure the exact
increase, references were made to a number of indicators such as the following:

e the statistics of some translation departments show they are translating
more documents from Welsh to English than previously;

e anincrease has been noted in the demand for some translation units to
check and support the efforts of staff to compose documents in Welsh,
after the units offered this as an internal service for staff rather than
making it compulsory.

It appears that consideration could be given to drawing up indicators with data
from translation units to monitor some changes in the use of written Welsh
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Staff contact with the organisation

6.1.8

6.1.9

Another aspect of employees’ language use in their work is the communication
that is part of their contact with the organisation itself, as described in Section
5.2. Those organisations that embraced a completely Welsh-language ethos
ensured that every aspect of staff contact with the organisation was either in
Welsh alone or bilingual according to the needs of the staff. A number of other
organisations also add paid attention to this aspect of language practices in the
workplace. A number of organisations provided corporate documents in both
languages on the work intranet and were increasingly expanding opportunities for
staff to use Welsh when dealing with this aspect of their work. There was
evidence that organisations introduced Welsh in these contexts gradually, over a
period of years, and that it was the organisations with the longest and most
structured experience of operating Language Schemes that paid the most
attention to this aspect.

Further evidence was received that increasing the number and proportion of staff
able to speak Welsh in an organisation led to an increase in staff expectations
that they would be able to use Welsh in every aspect of their work. Most of the
officers interviewed were comfortable with the concept of treating employees as
internal service users. However, some were diffident about the concept and felt it
was easier, in their context, to justify steps to expand the use of Welsh in the
workforce on the basis of their contribution to improving the availability and
quality of Welsh-medium and bilingual service to the public. Tensions surfaced in
some organisations as the opportunities expanded for staff to use Welsh, leading
to an increase in expectations and the demand for other internal services in
Welsh. In some workplaces, it was noted that increasing the opportunities for
workers to use Welsh at work led to the need to manage the expectations of
those workers.

Contact with other organisations

6.1.10 We noted in Section 5.4 that networking within and across sectors was also an

increasingly important element in the working practices of some officers, and an
element that demands a good deal of their attention back in their own
workplaces. Concerns were expressed to us that cooperation with partners could
undermine Welsh and bilingual practices. Again, this appears to be an aspect
where it is more difficult to identify and plan the opportunities to use Welsh.
Sometimes arrangements are decided on there and then after a discussion at
partnership meetings. The willingness of officers to draw attention to ‘the
language issue’ is influenced by the atmosphere and mood of the meeting and
Welsh-speaking officers’ perception of the expectations, normative practices and
attitudes of the participants.

6.1.11 A number of organisations said it was advantageous to plan good bilingual
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practice sector by sector as well as within each individual organisation in the
field. On the positive side, it also appears that setting up networks to plan and
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coordinate action to promote the use of Welsh within sectors can offer a means
of sharing good practice and strengthening practices across a number of
organisations. We saw that value could be added to projects by joint
development of resources and, in the present economic climate, savings could
be made without cutting back on plans to normalise the use of Welsh.

Increasing the use of Welsh during informal socialising with others

This is the aspect of staff language use that encompasses conversations and
communication that have nothing to do with work, the socialising that goes on
between staff when they greet one another and chat about this and that at work —
the conversation at breaks, over lunch and while travelling to meetings together.
Generally this sort of contact between staff is oral, although it can also include
written communications — text messages, a note on paper, reading and
discussing the contents of a newspaper or some other written document
(including electronic documents). This is also where personal and professional
language and identity overlap.

All the organisations said that use of Welsh by Welsh-speaking staff chatting
together is comparatively high, and that staff who speak Welsh tend to take
advantage of the opportunity to do so with other Welsh speakers when the
opportunity arises. However, no organisation kept a quantitative record to confirm
any change in language use patterns.

We were also told that organisations that value the Welsh language and create a
permissive corporate atmosphere have a positive effect on staff attitudes towards
the language and make Welsh speakers feel comfortable at work and free to use
Welsh socially, if not for work purposes.

We were given a number of examples by Welsh speakers of the pleasure it gave
them to realise how much Welsh is now being used among staff. A number of
interviewees who were not fluent in the language said that having the opportunity
to use it at work had improved their Welsh and they had gained confidence in
using it. There were also examples of the use of Welsh at work leading to
additional use of Welsh outside the workplace, with oral evidence that a large
number of parents regarded learning Welsh in the workplace as useful for
supporting their children’s efforts to learn Welsh at school. There was one
interesting example of an organisation that had produced guidelines for staff with
children on how to help them do their homework in Welsh.
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Increasing the use of Welsh when providing a service to the public

Apart from the three organisations that operated mainly through the medium of
Welsh or bilingually, it appears that the use of Welsh in the workplace continues
to be at its strongest in those working practices connected with the provision of
services to the public, for example:

e oral discussions with members of the public (phone, meetings);
e reading and replying to written enquiries etc.;
e preparing written material for a website, publications etc.

All the interviewees believed that the steps taken to promote the internal use of
Welsh were improving the quality of the service provided to the public, although
they were unable to offer any quantitative evidence to support this belief. The
perception was that any extension of opportunities for staff to use Welsh at work
offered more opportunities for them to practice their Welsh and thus enabled
them to become more proficient and at home in the language, with the quality of
their services to the public then improving as a result. It was also felt that
increasing the number and proportion of staff who speak Welsh leads in its turn
to further use of Welsh in the workplace and strengthens the organisation’s ability
to provide a Welsh and bilingual service to the public.

We do however emphasise that the above perceptions on the part of the
organisations themselves are perceptions about the value and benefit of the
projects and/or practices within their own individual organisations. They are
perceptions arising from the work of evaluating and deliberating on their own
projects and/or practices. They are not conclusions with a wider significance
about the value of increasing the use of Welsh in organisations in general.

Recordings and measuring increase in the use of Welsh

It is quite a challenge to try to record patterns of language use and establish a
baseline for measuring its increase or decline. This is particularly true of those
organisations that employee a large number of staff in a multitude of locations,
and where those locations vary considerably as regards the number and
proportion of Welsh speakers and, as a result, language use practices.

From the evidence gathered, comparatively few methods on the whole have
already been inaugurated to record and measure ‘internal’ use of Welsh, and we
did not find that any organisation was making a systematic effort to record and
measure the language use practices of its staff at work.

An occasional indicator was noted in the most recent language schemes, such
as:
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e recording the percentage of staff training and development events held
through the medium of Welsh; and
¢ the percentage of managerial meetings chaired in Welsh.

In addition, a number of local language-use indicators could be created to
accompany the targets listed in some of the recent language plans, such as:

e provision of internal documentation in bilingual form; and
e use of automatic out-of-office computer messages, and bilingual
signatures on e-mail messages.

Some of the officers interviewed agreed that it would be possible, eventually, to
include an element of gathering information about language-use practices,
setting personal targets and checking attainment/progress as part of the process
of annual appraisal and personal development plans. A number of organisations
could already see how to use human resources data management programs to
enable them to analyse information about language competences and training
when planning and managing skills and language use in the workplace.

Empowering Welsh speakers and learners in the workplace and beyond

One interesting and important effect for which there is a good deal of evidence is
the way increasing the use of Welsh internally within many of the organisations in
this study had empowered both Welsh speakers and learners in a number of
ways. We have already noted (in paragraph 6.3.4 above) that noticing the
increase in the use of Welsh in the workplace had been a matter of pride among
a number of Welsh speakers who participated in the projects held. The projects
have encouraged Welsh speakers and learners to make themselves more
conspicuous than previously. One comment we received that is characteristic of
what was said by about a third of respondents when discussing the effect of their
projects, was

People have ‘discovered’ Welsh speakers that they weren’t aware of —
they've just ‘appeared’ somehow!

A number of interviewees who were not fluent in the language said that having
the opportunity to use it at work had improved their Welsh and they had gained
confidence in using the language. Fluent Welsh speakers made similar
comments about their confidence in using their Welsh. The following example is
characteristic of comments made in this connection:

| think that the culture has changed. At [headquarters] things have really

changed. Learners are more confident and more prepared to use their
Welsh. Fluent Welsh speakers are more open and more prepared to use

39







Internal Use of Welsh in the Workplace

6.5.3
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their Welsh with learners. Attitudes have changed on the part of both
Welsh speakers and non-Welsh speakers.

There was evidence that increasing the internal use of Welsh not only gave staff
more confidence to use their language skills, but also empowered them to act
more confidently in safeguarding and promoting the use of Welsh. The following
excerpts from an interview with a group of champions, including both fluent
Welsh speakers and learners, are revealing:

Champion A: It's been good for Welsh speakers. Before, when you arrived
at the office, you had to forget who you were [as a Welsh speaker].

Champion B: This issue [the use of Welsh] won’t go away. Everyone’s
confidence has gone up so much that they have the confidence to
challenge things, and they get support from local managers as well,
whether they speak Welsh or not. It's on the agenda now.

Champions C: | would be more comfortable challenging things now than |
would’ve been a few years ago. You'd get the support now.

The comments of Champions B and C reinforce our findings regarding the
importance of ensuring there is leadership and support from managers. We
hasten to add that the staff concerned did not regard the above internal changes
as being the result of the implementation of the project alone, but of gradual
development work over a number of years. However, it is fair to say that the
champions had been able to foster their ‘ownership’ of the process by their
contribution to implementing a specific project with that very aim.

The following comments were recorded when interviewing a group of staff who
had undertaken a project to introduce language awareness training:

Trainee A: There’s someone who sits by me — who always speaks English
and now | reply in Welsh and we get on fine like that.

Trainee B: On [our team] we've had two people joiners who weren’t used
to using their Welsh, but because we’ve carried on speaking Welsh, the
two of them have started to speak Welsh — and one has even started
making presentations in Welsh.

When the authors of this study worked with the staff of Ceredigion County
Council and North Wales Police in 2006—07, we gathered a certain amount of
similar evidence about the way increasing the internal use of Welsh empowered
Welsh speakers and learners in the workplace and beyond.® In this study, some
of the respondents among the staff who took part in projects said they were now

® See Report of the Project for Promoting Bilingual Workplaces (2007) on the website of IAITH - the
Welsh centre for language planning, www.iaith.eu
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less likely to be over-reticent in their use of Welsh in general, both at work and
outside their jobs. The following are some further comments from three members
of a staff group that had undertaken a project to introduce language awareness
training:

Trainee A: One thing the course has done is — yes we're still in the habit of
saying ‘Sorry’ for speaking Welsh, | feel, 'No I'm NOT sorry, | live in Wales
and I'm speaking my own language’. The course has made me feel that
I’'m apologising a lot, and | shouldn’t be.

Trainee B: We shouldn’t change to English and say sorry — we should give
them the confidence to start speaking Welsh.

Trainee C: When someone phones now | speak Welsh first — and if they
reply in Welsh | carry on; if not then | turn to English.

There was also some evidence that using Welsh at work leads to additional use
of Welsh outside the workplace, with oral evidence from participants from a
number of organisations that a considerable number of them feel that learning
Welsh or improving their Welsh at work enables them to provide their children
with better support in their efforts to learn Welsh or to do their schoolwork in
Welsh. (See also 6.3.4). There was evidence to this effect from, for example,
participants in projects within the Isle of Anglesey County Council, the North
Wales Fire and Rescue Service, the North Wales Probation Service and Bangor
University. One project organiser said:

People have said how this has affected them in their personal lives —
people saying they now talk Welsh with their children attending a Welsh
school. They say its also affecting them at home and in their personal
lives, not just at work.

There was one interesting example of an organisation that had produced
guidelines for staff with children on how to help them do their homework in
Welsh. (See 6.3.4). A number of the messages conveyed, either directly or
indirectly, by this employer, and by several other organisations in the study, tell
staff that increasing their use of Welsh is an advantage for them personally, not
just in the workplace, but beyond that, in their personal lives.

We believe that these perceptions are very significant aspects in our study, and

like several other aspects touched on in this study, merit the attention of further
research.

The advantages of promoting the ‘internal’ use of Welsh in the workplace

Despite the lack of quantifiable evidence of the impact and influence of promoting
the internal use of Welsh in their workplaces, the interviewees without exception
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expressed their support for the concept of promoting ‘bilingual’ workplaces. All
those interviewed identified a number of advantages for the organisation and the
individual. As a result, we can summarise the perceptions of Welsh speakers
about the main advantages of promoting the extended use of Welsh in the
workplace:

Staff satisfaction

Improved quality of customer care

More inventive thinking by staff

Flexibility in language and in other aspects

A feeling of being comfortable and a sense of belonging to the organisation
Increased staff participation and expression of opinions

Holistic links between the language of the family, the community and the
workplace

A fostering practices to be celebrated for winning the organisation prestige
and giving it a uniqgue marketing advantage

Skills development : offering people an great opportunity to learn Welsh and
improve their Welsh.

6.6.2 Perceptions similar to those above were expressed by the non-Welsh speaking
staff interviewed:
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Getting the best out of people — language is an important part of that —
recognising their right to use their own language in their own country and
their workplace.

In HR terms it helps us to be a better employer - we provide Welsh language
training and hopefully that'll encourage more people to apply for vacancies
here.

| think we have a responsibility to create and promote opportunities for
people to work in a bilingual environment.

It has helped create a less divisive workplace, as compared with 6-7 years
ago. It raises morale by recognising our identity.

More Welsh in workplace helps deliver a better standard of service to
customers

It helps us promote engagement in, and inclusivity of, the communities we
serve and provide choice to the public. It breaks down barriers in
communication and the divide between Welsh speakers and non-Welsh
speakers in the communities we serve.
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Conclusions

The influence of projects sponsored by the Welsh Language Board

Interviewees said that the Board’s interest in this field, together with its
investment and support, had created momentum and progress and that this in its
turn had been a means of identifying a number of good practices to which value
could be added by sharing them with other organisations. They also said that the
projects sponsored by the Board had successfully resulted, to different degrees
and in specific locations, in an increase in the use of Welsh in each and every
one of the organisations sponsored.

Investment received from the Board towards implementing projects had enabled
organisations receiving the sponsorship to move forward with specific schemes
that could not been carried out without that financial support. More than half the
organisations receiving sponsorship said that the status and good name of the
Board and the opportunity to be part of a national campaign/vision to enhance
the prestige of internal use of Welsh had been a means of ensuring the support
of the organisation’s directors and senior managers to their local schemes.

We found the Board’s guidance document Promoting and Facilitating Bilingual
Workplaces® had been welcomed and had had a certain amount of influence, but
it appeared that only a few of the officers interviewed had made great or detailed
use of that resource in planning to increase the internal use of Welsh . This was
the response from the variety of officers interviewed, and across all the
organisations under consideration.

We hasten to add here that 9-10 of the 17 organisations in the sample studied
had already been either considering or implementing steps to increase the
internal use of Welsh before the publication of the Board’s document. As a result,
it is not surprising that the document, which introduces the subject in a general
way and in outline, was not a source of useful detailed directions for these
organisations. A number of contributors said their organisation was already
ahead of the document by the time it was published.

A number of responders amongst these 9 to 10 organisations said that the fact
that the document existed, and that it was one of the Board’s official publications,
had more influence than the content of the document itself. That is, the
publication of the document had conferred status on efforts to increase the use of
Welsh internally. Two other contributors, one from the administration of justice
sector and the other from the higher education sector, said that the document

® Cardiff, Welsh Language Board (no date)
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had been useful as a ‘checklist’ of the main steps or considerations to be tackled,
but that the steps for implementation had already begun independently of any
reference to the document.

For the 5-6 organisations less experienced in the internal use of Welsh, the
Board’s document had been a very useful introduction as regards outlining
concepts that were new to them. They appreciated the fact that the document
drew attention to the main considerations to be discussed internally before
confident moves can be made towards increasing the use of Welsh. This, in their
view, can facilitate agreement on a wider process that will be a basis and context
for the small projects they were already operating.

There was a general consensus among all the organisations operating Board-
sponsored projects, that it had been an advantage for them to be able to
‘package’ the idea of increasing the internal use of Welsh in the form of a project
or campaign with very specific objectives that, in the beginning, concentrated on
only one or more specific domains. A commitment to increasing the use of Welsh
may be one of a large number of general commitments in a Language Scheme,
or a general intention that has not yet been formalised in a Language Scheme.
In such cases, said contributors, it is useful to ground the experience and set up
a project that will provide a focus for general aspirations. In addition, this can be
a means of introducing change in a way that is comprehensible and easy to
support, and to test out different methods and make staff feel comfortable about
them.

We believe it is too soon for us to be able to identify to what extent the practices
to increase the internal use of Welsh have become established and assimilated
once and for all in the working practices of the majority of organisations studied.
However, in a few of them — in particular one organisation within the criminal
justice sector and three organisations that were already operating mainly through
the medium of Welsh independent of the Board’s intervention in the field — a
good deal of basic work had been done to try to integrate the use of Welsh within
key systems and procedures. A number of other organisations had started on
this process. These key domains include staff personnel services, the
recruitment and appointments system, the intranet computer inputs and outputs
produced by staff, internal meetings, and vocational training.

It would be interesting to undertake further research in due course to discover to
what extent the use of Welsh has been integrated and mainstreamed in areas
like the above within the organisations which have been the subject of specific
intervention to this end.
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The influence of lead officers

The evidence provided by representatives of the organisations operating projects
sponsored by the Board highlights the fact that the influence of a lead officer
within the organisation is a factor of crucial importance as regards:

e Providing general guidance on how to set up the project, and drive it forward;

¢ Presenting the subject and the concept to the relevant managers who will
authorise the implementation of the project;

e Convening the necessary meetings of people who will be involved in the
project, and ensuring that the agenda will be an appropriate one;

¢ Acting as a contact point between the Board and those implementing the
project;

¢ Reporting on the project internally and to the Board, and identifying
opportunities to report in a manner that will give the project status and a
favourable profile.

During our survey of the organisations concerned, we had a number of
opportunities to meet members of staff who had taken part in the projects. A
number of these staff said that the contribution of such a lead officer, acting from
strong professional/personal motives, with enthusiasm and imagination, had had
a great influence on the project and on the morale of those involved with it.

In many cases, it was clear that it was an officer of this type who had first seen
the potential for taking action within the organisation and who had put forward the
idea of implementing the project. Frequently, this officer had also been
responsible for the application to the Board for project funds

In the majority of cases, the organisation had a committee of officers responsible
for promoting and facilitating the operation of the Language Scheme and
language issues in general, and by operating the project under the guidance of
such committee, and sharing responsibility with its members and devolving
‘ownership’ of the project with them, a valuable staff resource had been created
for tackling the challenges of the project.

We have already mentioned the influence of language ‘champions’ within the
organisation — that is, officers who will stimulate and facilitate action at an area,
team or departmental level. They may have more ‘local’ knowledge than a lead
officer, and will be more aware of the working environment of those taking part in
the project at a departmental level. In every case where champions existed, they
were also represented on the type of officers’ committee described above. In
addition to being a medium for referring information back and forth between the
project committee and the relevant staff, it was felt in every case that the
participation of such officers had contributed to fostering a team spirit among
those who promoted the project, and this in its turn had created some
excitement and positivity about the project.
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The influence of Language Schemes

All the organisations studied said that measures or statements in a Language
Scheme to ‘legitimise’, allow and ‘authorise’ an increase in the internal use of
Welsh had been very influential as regards giving new practices an opportunity to
take root. In 13 of the 15 organisations studied, there was a consensus that the
Language Scheme is the main source of authority and guidance for staff on
linguistic issues within the organisation.

Within the organisations with most experience in the internal use of Welsh, i.e.
two thirds of those studied, measures or statements in their Language Schemes
to increase the internal use of Welsh had preceded and ‘legitimised’ practices
that were established later — or projects undertaken — to increase internal use.
That is, the practices to increase the use of Welsh had arisen from those
statements of intent.

In the other third of the sample, the operational steps to this end had preceded
any formal declaration of intent or commitment in the Language Scheme. Within
these organisations, a positive experience when testing out new practices has
either already produced steps towards adopting a policy or measure to this end
when they revise their Language Schemes, or has raised the possibility of such a
development.

The evidence gathered shows that commitments to increase the use of Welsh in
the workplace are reinforced or evolve from one Language Scheme to the next,
as the organisations studied revise their Language Schemes. We received
evidence that confirmed that such change has been gradual and, on the whole,
coupled with statements about how it would improve the quality of the service to
the public — i.e. one of the Board’s key arguments in its guidance document.’

Favourable periods and circumstances for intervention to stimulate change

The evidence gathered highlighted the fact that some periods and circumstances
are more favourable than others for enabling organisations to introduce changes
in the form of internal policy to increase the use of Welsh, or to change
structures, practices and procedures in order to allow an increase in its use.
Specific reference was made to the following circumstances as favourable ones
of which advantage could be taken to plan and introduce positive interventions

" It will ensure that customers and users receive a more prompt, courteous, equal and complete service,
provided by a workforce which is more satisfied and confident in its work (...) By using Welsh internally,
strong foundations will be established for offering public services. Ibid., p.12
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e When new statutory requirements are introduced — e.g. if there were to be
new legislation establishing a staff ‘right’ to use Welsh when receiving
internal services from their employer;

e When the Welsh Assembly Government introduces a new policy or new
‘action plan’ — e.g. a policy to succeed laith Pawb;

e When an organisation is established, re-established or reorganised;

¢ Internal restructuring — e.g. restructuring of departments and services;

e The introduction of new requirements/a new internal policy when revising a
Welsh Language Scheme;

¢ When approving and adopting a Language Skills Strategy that incorporates
steps to increase the use of Welsh;

¢ When inducting new human resources to encourage change — e.g. Welsh
development staff and staff to promote bilingualism;

¢ When undertaking specific projects to target priority areas/aspects e.g.:

internal meetings

Language Awareness and ITC training

intranet development

setting up a network of champions and a remit for them

announcing a corporate commitment to increasing the use of Welsh
introducing new or revised ITC systems

setting up new or revised procedures.

O O0O0O00O0O0

In addition to all the above factors, our study also highlighted the fact that an
organisation’s nature and structure had a great influence on how its officers
respond to efforts to increase the use of Welsh. In organisations in the criminal
justice sector, particularly the two police forces studied, the decision-making
process has a ‘command’ structure. Within such organisations, the lead officer
leads by making decisions and then ‘commanding’ the workforce to implement
them. It is an internal culture with an expectation that staff will obey commands
without question. This is very different to the internal cultures of other
organisations in the sample, such as the Unitary Councils, where there is a
tradition of decision-making by consensus — in a committee, or at a team or
departmental meeting — with, frequently, an element of consultation being an
integral part of the decision-making process.

Within a ‘command’ internal structure and culture, officers at the top of the
organisation can decide to adopt a policy of increasing the use of Welsh
internally, and there is an expectation that everyone in the workforce will accept
that and implement it. This is what has been seen to different extents within
those organisations in the justice sector that implemented projects to increase
the use of Welsh. Within such an internal culture, it is not the practice to question
or discuss the appropriateness of policy decisions This means that such a move
may possibly require less discussion and persuasion than in internal cultures
based on leadership through consensus.
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Another factor that influences an organisation’s internal culture is its geographical
location and the extent to which Welsh is spoken by the local population. Among
those organisations operating in the more Welsh-speaking areas, a considerable
proportion of their workforces use Welsh naturally in the different situations and
circumstances of their daily lives. In many cases, staff in the workforce of such
organisations are already using Welsh, particularly spoken Welsh, informally. A
number of respondents on behalf of organisations such as the Isle of Anglesey
County Council, Ceredigion County Council and the North Wales Probation
Service, said this was helpful in establishing the use of Welsh as normative
practice by extending and adding to it within their workplaces.

The demographic profile of the local area is also a crucial factor in maintaining
continued normative use of Welsh at Cyngor Gwynedd, the National Library of
Wales and Cymdeithas Tai Clwyd.

Interventions and schemes to introduce and maintain change

In this final section, we shall list the main themes and priorities for future action
highlighted by this study, namely:

¢ Mapping different language-use domains and practices in order to identify
opportunities to change from English to Welsh. This exercise will also be a
means of identifying how to grade those opportunities by ease of
implementation. Some of the organisations sponsored were already
consideSring this, to varying degrees, before applying for sponsorship from the
Board.

o0 To what extent could an immediate change be made in the language used
(e.g. drafting e-mail messages, one-to-one meetings with managers, work
conversations with colleagues who are Welsh-speaking or learners.

0 To what extent is short/medium term forward planning needed to effect a
change of language (e.g. by changing operational procedures and
practices in order to hold team or departmental meetings in Welsh or
bilingually; planning to translate materials such as personnel services
documents)

0 To what extent is long-term forward planning needed to effect a change in
the language used (e.g. computer inputs and outputs; basic vocational
training organised through centralised UK systems based in England).
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In addition, staff from the two organisations that took part in the pilot scheme organized by IAITH in
2006-7 undertook an exercise of this type. At the beginning of the scheme, staff of the North Wales
Police and Ceredigion County Council recorded their daily language use practices and graded the
opportunities to change language in the situations concerned. See Report of the Project for
Promoting Bilingual Workplaces (2007) on the website of IAITH - the Welsh centre for language
planning, www.iaith.eu
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Strengthening purposive and strategic planning to include: —

o Planning/reviewing work duties to take advantage of employees’ language
skills and to avoid relapses in the event of failure to appoint new staff who
are to work through the medium of Welsh.

o0 Developing the framework and approaches of the Language Skills
Strategy as a tool to assist in managing the above — specifically by
providing systems, procedures and guidance to relevant staff for
implementing different sections of the Strategy;

0 As part of the above Strategy, developing a framework of language skills
levels based on a formal acknowledgement by the organisation that
linguistic ability is a skill for the workplace;

0 Mainstreaming the use of Welsh in staff appraisal processes and personal
development plans, giving consideration to the fostering of staff Welsh-
language skills and of their confidence and preparedness to put those
language skills to work.

Planning for internal marketing of the project’s objectives, as well as the
advantages and benefits to which it will lead, over a specific period and
through various media.

Normalising and mainstreaming the use of Welsh:

o Inthe requirements and contracts of procurement systems, and
0 in arrangements to set up or revise procedures and practices.

Investing in:

0 Language Awareness Training and making it compulsory for managers
and all members of the workforce;

o staff training and competencies development, particularly Welsh-medium
vocational training;

o0 and developing extra curricular methods of developing staff skills,
confidence and practices.

Planning and taking action at a micro level, with individuals and groups in
their teams and departments, to foster skills, confidence, resolution and
Welsh working practices. According to the evidence gathered, schemes to
create a network of internal Language Champions are one effective way of
promoting this and a tool that could be further developed and supported.

Seeking a better understanding of the dynamic of the interaction between

individuals and among groups, particularly mixed-language groups in various
sorts of work contexts;
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e Strengthening the co-ordinated support and encouragement given to
individual staff over and above their language-skills training by key internal
services such as translation units, human resources and information
technology departments.

e There is room for the Welsh Language Board to work with the Chartered
Institute of Personnel and Development and the BCS: The Chartered Institute
for IT to normalise Welsh language issues within these professions.

e Beginning to identify some means of recording and measuring progress in
relation to the use of Welsh within those organisations that are in a position to
act in this regard, as a basis for planning the maintenance and increase of
Welsh-medium and bilingual working practices.

Planning to identify obstacles and threats and to mitigate risk

Alongside the above priorities for introducing and maintaining change, the
evidence gathered highlighted the fact that all the organisations interviewed had
identified a number of obstacles to increasing the use of Welsh and/or threats to
maintaining the progress achieved. We note in the body of the report that very
few organisations set about identifying obstacles and threats in an orderly way,
or have made plans in advance to mitigate the risk to their efforts to increase the
use of Welsh.

Among the main areas discussed above as giving rise to internal obstacles and
threats, we note

Lack of confidence on the part of staff in their Welsh-language skills

A change in staff and, in consequence, the loss of good networking practices

The levels of awareness of managers and colleagues and their attitudes

Failure to forward-plan systems — particularly ITC systems

Failure to forward plan procedures/arrangements — e.g. arrangements for

translation at internal meetings; arrangements to check Welsh drafts of

documents

0 A lack of leadership and/or a lack of adequate support at the organisation’s
highest levels

0 A lack of supporting resources — whether they be human resources, ITC
resources, teaching materials, the ethos of the workplace etc

o The likelihood that resources will become scarcer, and uncertainty as to

whether the financial support provided by the Board will continue.

O O0OO0O0O0

In addition to the above, people mentioned external obstacles and threats. We
would mention in particular:

o Working in partnerships — partnerships that do not pay sufficient attention to
the use of Welsh (i) at their meetings, (ii) in their various types of contact with
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members of the partnership, (iii) their ‘product’ and their outputs to the public,
the partners, other organisations and other partnerships.

0 Systems procured by a central administration outside of Wales.

o Standard procedures and provisions (such as vocational training)
administered by central administration outside Wales.

7.7 Influences on the personal lives of members of staff

7.7.1 In section 6.4 above, we outlined some of the evidence gathered about the way
increasing the use of Welsh in the workplace influences the linguistic behaviour
of staff outside their place of work, in their personal lives.

7.7.2 As part of that short treatment of the issue, we also considered evidence that
increasing their use of Welsh had increased the confidence of Welsh speakers
and learners, and had strengthened their commitment to using the language.

7.7.3 In view of the possibly far-reaching implications of such findings, implications that
will be of interest to the Board and to others in the field of language planning, we
have identified through this work the need for further research into the
relationship between ‘language planning in the workplace’ and the influence of
that planning on staff as private citizens in their communities and their homes.

IAITH cyf.
November 2010
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Introduction: The project's aim

The Project for Promoting Bilingual Workplaces (‘the project’) is a project
undertaken on behalf of the Welsh Language Board between November 2005
and April 2007.

In the brief for the project the Board described its aim as follows:

"Objective

The Board seeks to obtain a report on how to develop practical opportunities
for bilingual administration, based on two detailed case studies. These two
case studies will set the direction for and motivate two bodies who intend to
implement a fuller bilingual internal administration, working to a higher
standard. This would not occur at the same scale or speed were it not for the
project. There will be an opportunity for other bodies to access this project
and the experience and information collected in the form of the final report.

Close cooperation with the 2 public bodies will be necessary to develop their
ability to work through the medium of Welsh, while paying attention to:-

¢ The organisations’ administrative culture

¢ The organisation’s internal training language
o Written work

e Spoken work

e Resources and professional advice

This will be a pilot project and the creative element of the work is considered
important. It will also be necessary to be proactive and initiate the work.
Recommendations and practical steps will need to be presented to both
organisations, and more generally to the Board, and other organisations,
regarding means of developing bilingual workplaces. This will be achieved as
part of the project’s final report.”

The two bodies selected, and which consented to be the subjects of the two
detailed case studies, were North Wales Police (NWP) and Ceredigion
County Council (CCC).

In choosing these two bodies the Board was conscious:

o that both bodies were on the point of adopting revised Welsh
Language Schemes that would include references to the aim of
increasing the internal use of the Welsh language in their
administration;

o that, in the case of both bodies, the workforce included a sufficiently
large percentage of Welsh speakers and/or Welsh learners to enable
the project to expand on, and add to, the current patterns of language
use;

o that both bodies served areas where a large proportion of the
population speaks Welsh, and that the project outcomes could offer
'‘added value' by raising staff confidence and expanding their language
use practices in their involvement with service provision;
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o that both bodies represented a variety of geographical areas and of
settings;

o that the work settings and levels of proficiency and confidence were
sufficiently varied and representative within both bodies to ensure that
the project outcomes would be relevant for, and of use to, a wide
range of other bodies.

Arrangements for setting up and managing the project

The Welsh Language Board discussed the structure of the project, its
strategic objectives and the intended outcomes with the Senior Management
of the two organisations, including the Chief Executive of CCC and the Chief
Constable of NWP. The Board gave special presentations for this purpose,
and gained the consent and understanding of both organisations at the most
senior management level.

The contract for the management, administration and facilitation of the project
was awarded through a process of public tender. Both organisations were
represented on the panel awarding the contract, which was won by Cwmni
laith.

Shortly after the award of the contract, a Steering Committee was set up,
with membership from the Welsh Language Board, North Wales Police,
Ceredigion County Council, Cwmni laith and the National Assembly for
Wales, to steer the project strategically and to receive feedback and reports
from Cwmni laith and from the two bodies on the operation of the project as it
progressed.

Each of the two bodies set up a Working Party to organise and co-ordinate
the work of the project internally; to organise and co-ordinate methods of
supporting and facilitating the project; to receive and respond to the minutes
of the Project Steering Committee and to present the Steering Committee
with feedback on the project's operation.

Under the project, participants were nominated from 3 — 4 service units in
each of the two bodies, to undertake trial initiatives to increase their use of
Welsh in their workplaces.

An attempt was made to select a variety of Service Units to take part in the
project — that is, varied in the sense of representing

0 arange of communication skills required in different posts;

o the number/percentage of those able to speak/write Welsh

o the nature and degree of the current language practices

0 possible new domains.

The units were nominated by the two bodies themselves on the basis of
guidelines provided by the Language Board. Those nominations were
discussed by the Steering Committee, and accepted as being suitable for
seeking to implement the project's objectives. The Service Units nominated to
undertake the trial initiatives were:
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Within North Wales Police:

2.6.

2.7.

i. CONTROL ROOM, OPERATIONAL COMMUNICATIONS DIVISION
(OCD), St. Asaph: this is NWP's call centre for the whole of North
Wales. Over 100 staff desks receive a large number of calls every
week. Senior liaison Officer: Operations Business Manager.

ii. ADMINISTRATION OF JUSTICE DEPARTMENT:
Two service sections were nominated within this department, namely:

a. The custody suites, Western Division: accept, interviews detain
and look after prisoners and receives their visitors. Senior liaison
Officer: Custody Suites Manager

b. The Central Ticket Office, Prestatyn : processes penalty tickets
and related correspondence; receives enquiries. Senior liaison
Officer: Policy and Research Manager

iii. THE WESTERN DIVISION: Regional Headquarters, Caernarfon;
Offices at y Felinheli and Parc Menai, Bangor.
Senior liaison Officer: The Chief Superintendent, Western Division
Commander.

Within Ceredigion County Council

i. THE HIGHWAYS DEPARTMENT: administrative staff and the
department's call centre at its main office in Aberaeron.
Senior liaison Officer: The senior Highways Officer

ii. THE PERSONNEL DEPARTMENT AND THE CHIEF EXECUTIVE'S
DEPARTMENT Personnel Assistants and other Officers in the Chief
Executive's Department
Senior liaison Officer: The Personnel Officer

iii. CONTACT CENTRE, SOCIAL SERVICES DEPARTMENT: the
Department's telephone call centre, where initial phone calls are
received from the public and referred to the appropriate services.
Senior liaison Officer: Operational Manager

The first 4 months of the project were allocated as a preparatory period.
During this period Cwmni laith consulted the senior managers of the two
organisations to discuss the project's strategic aim and objectives and to
establish a good joint understanding about methods of running and sustaining
the project.

In addition, Cwmni laith consulted the participants and their managers in their
workplaces to obtain information and learn about the culture of those
workplaces and the internal culture of both bodies in general. Discussion and
consultation with representatives of the Units continued throughout the life of
the project at meetings of the two bodies' dedicated Working Parties. As
background and context to this consultation programme, research was
undertaken into the two bodies statutory Welsh Language Plans and any
other aspects of policy that would be relevant to the project. These aspects
are discussed further in section 4 of the report.
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The consultation programme also included specifically:

o Regular meetings with the project's main Liaison Officers in the two
organisations.

e A series of individual meetings with the Heads / Line Managers of each
staff group.

o Meetings with the relevant trade unions in both organisations.

o Meetings with representatives of the two internal Translation Units.

¢ Meetings with ITC officers in both organisations.

¢ Meetings with Marketing / Public Relations Officers in both organisations.
o Meetings with the participants and visits to their workplaces.

¢ A meeting with the Head of NWP's Human Resources Department
(CCC’s Personnel Department was taking part in the project).

o A meeting with CCC's Social Services Department Management Team.
¢ A meeting with the CCC's Leader and Chief Executive.
e Attending meetings of the two organisations' Working Parties.

The above-mentioned consultation was undertaken for several reasons.
Firstly, it was important as regards establishing a good working relationship
with the participants, their managers and those who would be in a situation to
facilitate and support the operation of the project. Secondly, it was important
to ensure a good understanding of the project's objectives and of what the
two organisations and the Steering Committee expected of all the participants
and contributors. It was felt that wide and regular consultation would also be a
means to foster a sense of ownership of the project and a sense of joint
endeavour and co-operation to increase of the use of Welsh among all who
could contribute to its success. Of course, the consultation was also a means
to ensure the transparency of the project and to engender interest in it among
other staff.

Definition of a bilingual workplace

At the beginning of the project period the Steering Committee and the two
Working Parties discussed and agreed on a definition of what was meant by
'a bilingual workplace' for the purposes of the project, a definition that would
offer a framework for operating the project within the two organisations
concerned, as well as being useful to the Board as a starting point for
discussing a similar course with other organisations in the future.

Although the project aimed at extending opportunities for the use of Welsh
beyond the domains where it is used in the service of the public in
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accordance with the requirements of a statutory Language Scheme, it was
soon realised that there was a good deal of overlap between the use of Welsh
for the purposes of providing this service, and the use of Welsh in
administration and the support settings which underpin that provision. For
example, if an officer spends a considerable proportion of his/her working
hours providing services to the public, then that officer's opportunities to make
more use of Welsh are dependent to some extent on whether the use of
Welsh can be strengthened in such service settings, as well as in internal
administration, in internal dealings with the organisation and in informal
internal communication with fellow members of staff.

Accordingly, the definition agreed on was based on two aspects of bilingual
workplaces:

- the first based on an intention to normalise bilingualism within the
organisation's internal culture and procedures; and

- the second based on the organisation's contact with the public and the
effectiveness and efficiency of the way in which its services are provided
bilingually.

The following definitions of these two aspects were agreed upon:

a) Circumstances that allow the organisation's employees a choice of

language when:

() carrying out their own duties,
(i) receiving services and information from the organisation,
and when

(i)  socialising informally with others within the organisation.

b) Sufficient ability to respond to contact with the public in the original
language (whether Welsh or English) without the help of an
intermediary, e.g. a translator, both orally and in writing.

3.5.

3.6.

4.0.

41.

It was also agreed that the term 'bilingual' can encompass a wide range of
degrees of use of Welsh and English, and a wide range of ability in the skills
of speaking, understanding, reading and writing Welsh.

Appendix 1 reproduces in full the discussion paper 'Towards a definition of

bilingual workplaces', which was produced to facilitate discussion and
consideration of the contextual aspects of defining bilingual workplaces.

An assessment of the current practices / situation within NWP and
CCC at the start of the project, as regards the use of Welsh by
staff and by the organisation

General

At the beginning of the project period, we collected background information
on language use practices within NWP and CCC in general; also familiarising
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ourselves with the policy framework expressed by the organisations in their
statutory Welsh Language Schemes. Briefing sessions were held with liaison
officers from both organisations, participants in the project and other key
officers to identify language use practices.

In addition, we received copies of job descriptions for all the staff concerned,
so as to obtain a record of the current linguistic requirements of their posts
according to their formal contracts of employment.

To add to this information, it was agreed with the CC Working Party and the
NWP Working Party that the language practices of the staff taking part in the
project would be identified and recorded by the staff themselves in workshop
sessions. This record is summarised in Appendices 2(i) and 2(ii).

The general context of the patterns of language use in both organisations had
been determined by the policy commitments and expectations. Within the
County Council, those commitments and expectations involved service
provision in accordance with the requirements of the Welsh Language
Scheme. That is, the emphasis in the minds of the staff was on the provision
of bilingual services to the members of the public, ie. external
users/customers, according to their choice of language. While Part 1 of the
project was in progress, the County Council was in the process of finalising its
revised draft Language Scheme, and that Scheme contained a reference to
developing the use of Welsh in the authority's internal administration.
However, at the time the project was launched, the draft revised Scheme was
so new that none of the participants interviewed was aware of the new
expectations it contained as regards patterns of staff language use. Apart
from its Welsh Language Scheme, the Council had no written protocol or
other corporate policy on language use, apart from the unwritten internal
'practice’ of ensuring, when some chief officers were appointed, that they
were bilingual.

However, the Council serves an area that is traditionally considered one of
the most Welsh. According to the last Census, 61.2% (n.= 44,635) of the
County's population had some knowledge of Welsh (i.e. possessed at least
one language use skill), and 44.1% (n. = 32,147) were able to speak, read
and write the language.’ In additon CCC has inherited its predecessor's
tradition of using Welsh as the principal language at meetings of elected
Members, and at the beginning of the project period a high percentage of the
Council's staff were natural Welsh speakers who habitually used the Welsh
Language in their informal and social interaction in the workplace as well as in
their communities and with their families In addition several members of the
Council's Management Team were Welsh speakers, including the Chief
Executive, the Chief Administrative Officer and the County's Chief Legal
Officer.

The majority of the project's participants were Welsh speakers, and the
remainder were learners. According to the evidence collected by means of
initial conversations, with some exceptions, the participants were on the
whole unfamiliar with using Welsh in the more formal duties of their posts.
Some of them were a little tentative about doing so, particularly for tasks that

! Aitchison,J and Carter,H. (2004). Spreading the Word - the Welsh Language 2001,
Talybont: Y Lolfa, pp.38 -39
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would require skills in drafting Welsh text. All of them were most comfortable
using Welsh in the workplace when that was an extension of the types of
traditional domains where they were used to speaking Welsh outside working
hours - e.g. in discussion with Welsh-speaking users/customers and fellow
members of staff in informal or semi-formal one-to-one conversational
settings, either face to face or over the phone. However, they were all looking
forward to taking part in the project and trying to extend their use of the Welsh
Language.

NWP serves an area that includes quite a large part of North Wales. It
includes some of the most Welsh areas such as the Llyn, Arfon and
Anglesey, Penllyn, Eifionnydd and the Conwy Valley, as well as areas with
less Welsh along the Meirionnydd coast and the more build up and industrial
areas such as Wrexham and Flint in the east of the catchment. It also
includes the seaside areas of the traditional holiday resorts that extend from
the northwest, eastwards from Llandudno, Colwyn Bay and Tywyn, as far as
Rhyl and Prestatyn. At the beginning of the project period, on the range of
levels from 1-5 used by NWP to define its employees' language skills, 6%
possessed skills at level 4, and 19% at level 5, thereby giving a total of 25%
fluent in spoken Welsh. Those employees were scattered across three quite
extensive operational divisions, the Eastern, Central and Western Divisions.

Like CCC, NWP was also finalising its revised Welsh Language Scheme at
the beginning of the project period. However, unlike the Council's Scheme,
this one also incorporated a policy adopted in 2005 to influence the patterns
of language use beyond merely contact with the public. This policy, The
Welsh Language Strategy of the Association of Chief Police Officers (ACPO),
is a "strategy to increase and normalise the use of Welsh as the body's
language of business”. The strategy stated:

"Our strategic approach to the use of Welsh and English is based upon
the following principles:

» the Welsh and English Languages have equal status
» we aim to be a bilingual workplace”

The strategy also stated that the tactics adopted to support these principles
were:

0 "an innovative Welsh Language Scheme

0 more business use of Welsh

o all entrants to possess basic (level 1) skills in Welsh

0 recruitment and training through the medium of Welsh

o0 the opportunity for everyone to attend in-house Welsh-language training

0 an increasing number of "Welsh Essential" posts

0 guaranteed language choice in the Custody Suites and the Control Room"

This policy had already been in operation for a year when the project began.
NWP was thus already on track to develop the use of Welsh as a language of
internal communication as well as in its policing services to the public before it
began taking part in this project. In that sense, the liaison officers and the
majority of the participants considered the project as a good opportunity to

12
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underpin and strengthen trends and efforts that were already in place within
NWP.

However, unlike CCC, the practice of attaching prestige to the use of Welsh
was something fairly recent which had been established and fostered under
the progressive and enthusiastic leadership of the Chief Constable, appointed
in 2001, with the professional assistance of the full-time in-house Language
Adviser who, again since 2001, has been promoting the use of Welsh, the
Language Scheme and Welsh language training within the organisation.

The language use practices of the individual participants

In April - May 2006 a record was created of the current language use of the
individuals who had agreed to take part in the project. Within NWP these
individuals were based in four work units, and within CCC in three units.

In two workshop sessions, one in Aberaeron and the other in Colwyn Bay,
participants were asked to record all the types of spoken and written
communication, both formal and informal, which characterised their day-to-
day work. Having done this, they were asked to note in what contexts they
usually communicated in English, in Welsh or bilingually.

Appendices 2(i) and 2(ii) summarise, by participating unit, the participants'
record of their language use practices as they carry out their various routine
communication tasks in Welsh, in English or bilingually.

The information collected through this exercise is a record of the bottom line,
or the 'starting point' for changing staff language practices.

The approach employed to identify opportunities for the
participants to increase their use of Welsh in the workplace

The methodology for identifying opportunities

We set about identifying these opportunities by holding a briefing / workshop
day for each of the two organisations, when ftrial activities to change staff
language use were proposed, determined and recorded by the staff
themselves, with consultants from Cwmni laith facilitating their discussions.
Appendix 3 reproduces a copy of a letter sent to participants in the project in
Ceredigion County Council, inviting them to the workshop/launch day,
together with a copy of the programme for the day.

The purpose, order and content of the two days were:

i. To hold an event to 'launch' the project.

ii. To bring together staff from the different service units who are taking
part in the project in each individual body in order to establish their

joint ownership of the scheme, and to create a sense of unity in
undertaking it.
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iv. To establish CCC and NWP's corporate ownership of the project by
arranging an Address by the Leader of the organisation. On
Ceredigion's Workshop Day, there was an opening address by the
Leader of the Council. In the same way, on the day of NWP's
workshop, it was the Chief Constable who delivered the opening
address. Both received briefing notes from Cwmni laith to facilitate the
preparation of their addresses. Appendix 4 reproduces the briefing
notes for the Leader of CCC. Similar notes were provided for the Chief
Constable of NWP. The purpose of their addresses was:

o0 to declare support for the project on behalf of the leadership
and senior management of the organisation
to express appreciation of the staff's willingness to take part;
to explain that this was a project being carried out on behalf of
the organisation in order to 'normalise' bilingualism in the
workplace, to develop staff, to promote a Welsh ethos within
the workplace etc

o to encourage staff and to wish them well in their efforts to use
more Welsh.

A session of Language Awareness Training by Cwmni laith to
ensure that all staff started operating from the same knowledge base
and with the same shared understanding of the project's objectives, its
background and its context.

To hold workshops with staff to identify settings for language change.
The workshops were a means to invite staff to record:

(i) their range of day-to-day tasks,

(i) their habitual language use in carrying out those tasks,

(iii) and what practices they would seek to carry out in
Welsh rather than English.

Vi. In addition, the workshops were a means for staff:

. toidentify any possible obstacles/difficulties,
¢ to detail the types of assistance / support they would need.

Method of grading the opportunities to change language use

Forms were specially designed to help participants record the relevant
information at the workshops. Appendix 5 reproduces the forms used to
facilitate the process described in iv above.

The 'outcome’ of the workshops and of the process outlined in point iv above
is what was recorded by participants (a) as individuals on the form 'My Plan'
and (b) as team members on the form 'Our Plan'. These two forms are
reproduced at the end of Appendix 5. After noting on previous forms their
current language use practices, and the opportunities to change language
use in some types of communication, the participants noted on these two
forms exactly what steps they intended to take to increase their use of Welsh.
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On these two forms participants were asked to note what immediate steps
they could take to increase their use of Welsh, and what steps they could take
over the following six months. Staff attention was also drawn to some
obstacles that would hinder an increase in the use of Welsh in some fields.

This information was passed on to the managers of the staff concerned, to
the Working Parties of the two bodies, and to the Steering Committee, and a
number of discussions took place in the meetings that followed about grading
what could be achieved in practice without staff having to hold back and wait
for further assistance or input, and to identify steps that would require
assistance or further input before they could set in place.

The Steering Committee, the two Working Parties and the managers of the
relevant staff also contributed to the discussion about grading the
implementation of the initiatives, expressing their views and their priorities as
regards grading the initiatives, particularly from a managerial and strategic
perspective. For example, within the NWP, it was decided that Cysill and
Cysgair software should be installed on staff computers immediately, and this
had been achieved by the end of summer/autumn 20086.

In addition to the staff record of their intentions as regards increasing the use
of Welsh, as the project proceeded there were regular discussions with the
chief liaison officers and the Working Parties within CCC and NWP in order to
identify some aspects of progress that could not be achieved without forward-
planning on the part of the organisations so that they could be realised over a
longer period than the period of the project. One of the aspects identified was
the need for bilingual input and output as staff made use of software
programmes for very specific purposes at Ceredigion's Social Services
Contact Centre, and software used by officers and staff of NWP Custody
Suites when remanding a prisoner in custody.

These aspects required quite significant changes in computer programmes
that had been commissioned long before the period of the project, and it
would require efforts over a period longer than the project period for their
resolution. It is significant that the project has been a means to motivate the
two organisations to get to grips with these matters despite the certainty that
they cannot be resolved during the period of the project.

In order to assist managers to organise, grading and timetable the operation
of the ftrial initiatives, a Risk Assessment Form was prepared for their use,
and one of the risks to which this form draws attention is 'the risk to the
project's effectiveness or success'. Of course, such a risk could arise in the
wake of the difficulty in timetabling the implementation of an initiative in a way
that would facilitate its success. The Risk Assessment Form is reproduced in
Appendix 6.

It has also been interesting to note that several of the steps the participants
intended taking have been or will be a means to improve not only the internal
bilingualism of the two bodies, but also the effective operation of their
statutory Language Schemes. It was agreed that this had ensured that the
project had been of 'added value' to CCC and NWP.
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Trial initiatives by the two bodies, and the support arrangements

Throughout the process described in Section 9 above, the launch workshops
gave rise to a range of action steps or 'initiatives' proposed by the participants
themselves to increase their use of Welsh. The initiatives were identified in
action plans, by individual and by group. (See the forms 'My Plan' and 'Our
Plan' at the end of Appendix 5)

During the weeks following the launch, in consultation with the two Working
Parties, each group selected one particular initiative from its group initiatives,
in order to trace their progress in detail. These initiatives are referred to here
as 'strategic initiatives'.

Thus, in steering the project and monitoring progress, the Steering Committee
and the two Working Parties paid particular attention to these three particular
aspects of participants' activities to increase their use of Welsh, namely:

e initiatives for individual development,
o initiatives for group development,
o the strategic initiatives.

Once the initiatives had been selected, one of the most important aspects of
the project was to discuss with the participants, the two Working Parties and
other key staff, and the Steering Committee the different types of support and
assistance that would be required to facilitate the project's operation.

The three different types of initiatives implemented are discussed below,
together with the support and assistance arrange to facilitate their operation,
and useful comparisons between the two bodies are discussed at the end of
this section.

Ceredigion County Council Initiatives

Appendix 7(i) reproduces the detailed record of the initiatives determined
upon and trailed by individuals and groups within CCC.

Within the Council, although it varied somewhat from individual to individual
and from group to group, there was a good deal of overlap in the
development opportunities identified. The common elements could be listed
as follows:

0 Producing bilingual in-house forms, standard letters and electronic
templates

0 increasing the use of Welsh in internal e-mails.

0 Increasing the use of Welsh in simple correspondence, internally and with
the public, by drafting in Welsh first.

o Facilitating more use of Welsh in internal meetings as regards spoken
contributions, agendas and minutes.

o ldentifying and supporting learners and those less fluent in Welsh to
develop in ability and confidence.

As regards the types of support that would be necessary, the following
specific needs were noted:
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o0 Opportunities for improving Welsh - particularly written Welsh.

0 Guidance as to how best to make use of the Translation Unit as a
resource for checking and improving Welsh.

o0 More information about, and access to, support aspects as regards IT.

0 Advice on how to support learners and the less fluent.

Of the above-mentioned range of initiatives, the strategic initiatives
determined for each participating unit within CCC to enable detailed tracking
of their progress were:

CCC strategic initiatives:

The Personnel Department and the Chief Executive's Department

The initiative: increased involvement with personnel matters in Welsh within
the organisation by highlighting the bilingual nature of the Personnel Unit and
facilitating bilingual procedures

The Administrative Unit, the Department of Highways, Property and
Works (in collaboration with others)

The initiative: to support learners and those less fluent in Welsh to increase
their use of the language

The Contact Centre, Social Services Department
The initiative: to consider issues relating to recording calls in Welsh and
related IT issues

North Wales Police Initiatives:

Appendix 7(ii) reproduces the detailed record of the initiatives determined
upon and trailed by individuals and groups within NWP.

Within the Police, while there was some overlap in the development
opportunities and the initiatives identified from group to group, the impression
gained was that there were substantial differences in confidence and
aspirations. The common elements could be listed as follows:

0 increasing the use of Welsh in informal conversations within the
workplace;

0 increasing the use of Welsh in internal e-mails;

o0 Increasing the use of Welsh in basic correspondence, internally and with
the public, by drafting in Welsh first;

0 producing bilingual in-house forms, standard letters and electronic
templates.

The most confident Welsh speakers, those in the Western Division, noted the
following additional initiatives:

o identifying and supporting learners and those less fluent in Welsh to
develop in ability and confidence;

o facilitating more use of Welsh in internal meetings as regards spoken
contributions, agendas and minutes.
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As regards the types of support that would be necessary, the following
specific needs were noted:

Opportunities for improving Welsh — both written and spoken.

More information about, and access to, support aspects as regards IT.
Advice on how to support learners and the less fluent.

Guidance on how best to prepare bilingual presentations.

Guidance on holding bilingual public meetings and internal meetings.
Guidance on facilitating the use of spoken Welsh in the Workplace.

O O0OO0OO0OO0Oo

Of the above-mentioned range of initiatives, the strategic initiatives
determined for each participating unit within HGC to enable detailed tracking
of their progress were:

HGC strategic initiatives

OperationalCommunications Centre (St. Asaph), Administration of
Justice Department

The initiative: To increase opportunities for learners and Welsh-speaking
staff to practice their Welsh with one another in informal settings in the
workplace

The Ticket Office (Prestatyn), Administration of Justice Department
The initiative: To increase the practice of e-mailing in Welsh.

The Custody Suites

The initiative: To increase internal use of Welsh by formally offering
language choice to every detainee and ensuring that all subsequent
appropriate contacts are in the chosen language

Western Division

The initiative: To increase the use of Welsh in internal meetings

Necessary resources and support arrangements

Early on in the project it was agreed that securing appropriate resources and
adequate support for the participants would be crucial to its success.
Following consultation with the participants themselves, with the two Working
Parties and with other key staff within the two organisations, on all the types
of support that would be necessary, it was agreed that the four main aspects
of the necessary support would be:

o0 the use of information and communications technology
o arrangements for staff training and development
o0 the co-operation and assistance of the two in-house Translation Units

0 and the need to market the project internally in a constructive and
positive manner
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The use of information and communications technology

Among the types of ITC assistance determined upon and implemented within
the two bodies were:

using the intranet and internal e-mail to disseminate information, news
and messages of encouragement regarding the project;

increasing the practice of writing e-mails in Welsh;

installing the Cysgliad software package, which includes a Welsh spell-
checker (Cysill) and a lexicographical resource (Cysgair), on the personal
computer of all members of staff participating in the project;

learning how to insert accents (e.g. the circumflex) in Welsh texts;
providing space/spaces on the intranet to upload a bank of ready-
prepared translations, whether of documents, standard letters / forms or
useful phrases;

links to lexicographical and grammatical resources;

links to on-line learning resources;

software for learning or practising Welsh (e.g. the Cymarfer package);
installing Welsh interfaces on personal computers;

including a design of a small badge with the wording ‘Rwy'n siarad
Cymraeg’ (I speak Welsh) or ‘Rwy’n dysgu Cymraeg’ (I'm learning Welsh)
in individuals' e-mail signatures, in order to inform others that they can
communicate with the sender in Welsh;

displaying the above-mentioned ‘badge’ design beside individuals' names
in the electronic list of internal phone numbers, again in order to inform
others that they can communicate with the individual in Welsh.

Arrangements for staff training and development

Methods of staff training and development determined upon and implemented
within the two bodies included:

training for Welsh learners — various levels,

training to improve skills in written Welsh,

training in the use of the Cysgliad software package,

guidelines on the use of Cysgliad on the intranet,

training on mentoring (i.e. training for the mentors and those whom they
would be mentoring),

a 'Buddy Scheme' with a local primary school — an arrangement for
learners to attend Welsh classes at the school and practice their Welsh
with the children and teachers,

designating “language champions" in the workplace,

feedback from the Translators on the work sent to them for editing /
proofing,

tying in the feedback from the Translators with formal training,
computer links to on-line learning resources,

improving sKkills in spoken Welsh,

simple translation skills,

"A word a day" and phrases displayed on the office notice board.
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The co-operation and assistance of the two in-house Translation Units

The main ideas discussed and implemented by the Translation Units within
the two organisations included:

proofing and editing Welsh texts created by other staff;

providing staff with feedback on the above;

promoting the text editing service internally;

translating materials currently available in English only;

creating / expanding a bank of ready-prepared translations, whether of
documents, standard letters / forms or useful phrases;

contributing to the provision of terminology / glossaries for staff use;
simultaneous translation in internal meetings;

validating the standard of in-house "language champions”;

contributing a "phrase of the week" on the intranet.

6.19. Marketing the project internally and externally

NWP and CCC press officers discussed the need for an in-house marketing
exercise within the two organisations in order to present the project to the
staff of the two bodies in a transparent, interesting and constructive way. A
number of useful marketing methods were identified and implemented

¢ Communicating with staff about the project using all available internal
media including:

the intranet

the staff bulletin

e-mail

distributing the Language Board's "laith Gwaith" ("Working Welsh")
material in workplaces

0 making Welsh more visually prominent on notice boards

O O0OO0Oo

e Issuing a series of positive internal marketing messages throughout the
course of the project Within NWP, from September 2006 onwards,
messages of this sort were sent via internal e-mail Appendix 8
reproduces these messages.

e Using the briefing / workshop day as an occasion for marketing the project
internally.

¢ Articles and photographs about the project and the participants in Y Glas,
NWP's news bulletin, distributed to every home in North Wales

¢ Articles and photographs in Sén y Sir, the CCC staff news bulletin.

6.20. Many of the above-mentioned aspects of the necessary support were ones
that the service support units of the two bodies were able to set in place as
part of their day-to-day work, without needing any additional resources for
their implementation. Among these aspects were the work of internal
marketing and some elements of the training and support work as well as
several ITC aspects.
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However, discussion and consultation with the participants and the units
continued throughout the life of the project in order to up-date our information
about the types of assistance and resources that became necessary as the
project progressed. The heads of support services kept a watch on the
situation in order to:

(i) identify what elements of the support noted above would require
provision beyond the current provision and budget, and

(i) to form an estimate, and inform the Working Party, of the amount of
additional resources that would be needed to put that support in place.

As part of the project the two bodies were able to submit applications to the
Welsh Language Board for further resources if necessary. When the strategic
initiatives are discussed in the following paragraphs, reference is made to
some types of assistance and support obtained under the auspices of the
Board.

As well as the above methods of support, a day's visit was arranged to the
offices of Cyngor Gwynedd, an authority that operates a policy of using
Welsh as its main language of internal administration. The project's
participants from NWP and CCC came together in Caernarfon that day to
learn about the operation of that policy. Discussion sessions were also held,
to give the participants and opportunity to question officers from Cyngor
Gwynedd about their experiences and about specific aspects of good
practice. Appendix 8 reproduces the Programme for the visit.

Among the different aspects that Gwynedd officers shared from their
experience and discussed with staff from the two bodies were:

¢ How Gwynedd set about establishing and implementing its policy of using
Welsh as its main language of internal administration and what was the
Council's experience of 'managing the change'.

¢ How Gwynedd encourages the use of Welsh in internal administration
work.

o Gwynedd's procedures and experience in using Welsh as the principal
language in internal meetings.

o Developing the confidence and skills of Welsh-speaking staff and learners
and their use of Welsh.

¢ The main elements and considerations when providing training for
improving Welsh.

e Guidelines for mentoring learners - both the role of the mentor and the
role of the learner.

o Discussing Welsh-language skills as part of the annual staff appraisal
process.

o How the policy is presented to new staff.

e Procedures and experiences when organising and providing vocational
training / in-service training through the medium of Welsh.

In the course of the visit participants exchanged contact details with officers
from Gwynedd, and arrangements were made for some of the participants -
as well as those who were absent - to contact them again for further
information and materials. For example, NWP's committee clerk was unable
to be present that day, but arrangements were made for her to visit
Gwynedd's committee clerks' department and Translation Unit another day,
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and that visit was a very useful one, with an arrangement for the link to
continue.

Several findings emerged from discussion with participants after their visit.
Although CCC, like Gwynedd Council, has large proportion of Welsh-
speaking staff, the CCC visitors felt that Gwynedd staff were much more
confident in their use of Welsh. There was a feeling among the visitors that
Cyngor Gwynedd's clear and definite policy on the internal use of Welsh had
created a climate in which staff had become used to using it in a wide variety
of settings. This in turn had fostered confidence and been a means to
improve skills and fluency in Welsh by ensuring varied day-to-day use of the
language.

It was also observed that there is an expectation among Gwynedd staff,
because of the policy, that the language of internal administration and
meetings will not be changed for the sake of non-Welsh-speaking staff who
join the workforce On the contrary, the latter are required to learn Welsh to
the necessary standard to enable them to communicate effectively and
professionally for administration purposes and in accordance with the policy.
This means that there is no pressure on Welsh speakers to use English
because Welsh is the default language in such a situation.

In such a climate, arrangements for staff training and development in Welsh-
language skills is part of the enabling process - that is, a process to enable
trainees to operate effectively as bilingual staff in workplaces which use
Welsh as the principal means of internal communication.

It was also obvious from the comments of Gwynedd officers that there was an
inclusive attitude towards the concept of 'competence in Welsh'. Officers
recognised that staff possessed a wide range of competencies in skills of
speaking, writing, reading and understanding Welsh, and that all these
competencies at different levels, from the elementary to the completely fluent,
can contribute to facilitating the use of Welsh in the workplace.

What was learnt from the experiences of NWP and CCC

North Wales Police

71.

On the basis of evaluation exercises carried out by means of questionnaires
and interviews with NWP participants after 9-10 months of operating their
initiatives to increase their use of Welsh in their workplaces, records showed

As regards increasing the use of Welsh

o that 15 of the 18 participants interviewed reported they had increased
their use of spoken Welsh.

o that 16 of the 18 participants interviewed reported they had increased
their use of written Welsh.

As regards confidence in the use of Welsh

e that 6 were much more confident
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e that 8 were a little more confident, and

¢ that 4 reported that there had been no change in their level of confidence
(Of these 4, it is important to note that 3 had already stated that they were
sufficiently confident before starting to operate the project)

According, then, to the feedback and to our own evaluation, the general view
of the participants and our own view is that the project has on the whole
succeeded in its objectives within NWP.

Turning to the strategic initiatives implemented; Appendix 10 presents a
report on progress made as staff worked towards achieving the strategic
initiatives within NWP and CCC. On the basis of the information we received,
our view of the success of the strategic initiatives within NWP is as follows:

l. Operational Communications Centre (St. Asaph), Administration of
Justice Department
The initiative: To increase opportunities for learners and Welsh-
speaking staff to practice their Welsh with one another in informal
settings in the workplace.

e In our view this initiative has been partially successful. Owing to
staffing difficulties and procedural issues during the project period
it was not possible to realize the initiative to the desired degree.
However, as the project period came to an end, steps were being
taken to secure a Welsh resources room, appoint a Welsh tutor,
set up a Siop Siarad and provide a number of the other aids
desirable as part of this initiative. We believe that the project has
been partially successful during the prescribed period, and that the
steps now being taken augur well for establishing it more firmly in
the future.

2. The Ticket Office (Prestatyn), Administration of Justice Department
The initiative: To increase the practice of e-mailing in Welsh.

¢ In our view this initiative has been very successful. The majority of
the staff who took part in the project are learners who have been
proactive and imaginative in communicating increasingly, with
each other and with others in the workplace, in Welsh, employing
several of the methods and aids listed in section 6 above.

3. The Custody Suites, Western Division:
The initiative: To increase internal use of Welsh by formally offering
every prisoner a choice of language and ensuring that all subsequent
appropriate contacts are in the chosen language.

e In our view this initiative has been partially successful. Some of the
officers concerned have adopted the practice of establishing and
recording prisoners' chosen language. It was impossible to realize
the initiative in full without changing the (RMS) IT systems and
long-established protocols for the treatment of prisoners. Despite
this, the project has been partially successful by giving rise to
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discussion with the relevant software providers and action at a
strategic level with a view to achieving the aim of this initiative.

Western Division

The initiative: To increase the use of Welsh in internal meetings.

e In our view this initiative has been very successful. Particular
regular meetings were identified that could be increasingly held
through the medium of Welsh. With the assistance of mentoring
opportunities and templates from Gwynedd Council, the clerk has
adopted the practice of preparing a bilingual agenda and minutes.
The intention is that occasional mentoring visits to Cyngor
Gwynedd will continue and the practices established auger well for
establishing and spreading the use of Welsh in internal meetings
in the future.

The results of the evaluation exercises are recorded in our report to the
Welsh Language Board on Part 2 of the project, and this report is submitted in
full in Appendix 11. Our main findings are summarised below:

We believe that the factors listed below have contribute to the success of the
Project within NWP:

The progressive, enthusiastic and public leadership of the Chief
Constable in promoting the Welsh language in NWP, and the example he
and others among his chief officers have shown in learning Welsh and
identifying themselves with Welsh culture.

A progressive and ambitious Language Scheme.

NWP has adopted as part of its revised Welsh Language Scheme, The
Welsh Language Strategy of the Association of Chief Police Officers
(ACPO), which is a "strategy to increase and normalise the use of Welsh
as the body's language of business". The strategy states: "Our strategic
approach to the use of Welsh and English is based upon the following
principles:

o the Welsh and English Languages have equal status
0 we aim to be a bilingual workplace

NWP's leading role on the Welsh language and bilingualism among police
forces in Wales.

The presence and commitment of an internal Welsh Language Advisor to
provide guidance on different aspects of the operation of the Welsh
Language Scheme and language issues in general.

The presence and commitment of a full-time Officer for Promoting
Bilingual Affairs, a post at Chief Inspector level.

An extensive programme of Welsh-language training for NWP staff and

officers, with a wide range of courses, ranging from language
improvement courses to courses for beginners.
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e An internal Welsh Language Committee including representatives from
the different divisions and services. These representatives are
responsible for implementing the Committee's decisions and promoting
the use of Welsh in their local settings. The Committee meets regularly
and its status is reflected by the fact that it is chaired by the Chief
Constable.

e A Translation Unit with 5 full-time staff to facilitate the production of
bilingual texts on behalf of all departments and divisions, and to provide a
simultaneous translation service in meetings where Welsh is spoken.

e A recent and continuing campaign, conducted with a good deal of
publicity, for recruiting Welsh speakers, and the success experienced in
substantially increasing the number of bilingual recruits and prospective
recruits.

¢ A condition of appointment that everyone joining NWP as a prospective
officer or member of staff must possess at least Level 1 in Welsh, and
achieve Level 2 by the end of the probationary period.

e An element of language awareness training as part of the induction
process for new officers.

o Specific instructions and expectations for Senior Managers to foster and
develop the bilingual elements adopted in NWP's Language Scheme and
ACPO's Language Strategy.

e An ITC team that successfully mainstreamed aspects of developing the
Welsh language within the compass of their work, work which in its turn
comes into contact with every workplace and worker within the
organisation.

e A public relations unit which succeeded in putting over positive and
constructive messages to the workforce and the North Wales public about
the Welsh language in general and this project in particular.

We shall expand on some of the above aspects in the following paragraphs

The progressive aspects mentioned above show that NWP was already on
track to develop the use of the Welsh Language in its policing services to the
public, as well as its use as a language of internal communication, before it
began participating in this project. In that sense, the project has underpinned
and strengthened trends and efforts that were already at work within NWP.
The work which had already been done within the organisation had prepared
the ground by establishing good levels of awareness and conveying positive
messages about the Welsh language and bilingualism to the workforce. This
had created a favourable climate in which Welsh speakers and learners were
encouraged to take a pride in their language skills and consider them as an
important asset to the standard and quality of NWP services.

Because, then, of the way the ground had been prepared, and because of the
expectations amongst the labour force that the Police would ensure a
practical way of moving towards fulfilling the commitments of its Language
Scheme and the ACPO Strategy, the fundamental concept upon which the
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project is based was not completely unfamiliar to the participants. On the
basis of feedback, evidence and experiences gained in the course of the
project, we can confidently state that this enabled NWP to take full ownership
of the concept on which the project is based, strategically and in the culture of
its participating workplaces, without, indeed, a great deal of difficulty.

As regards resources to establish more firmly the good practices that had
been established and to spread them more widely in the future, again, we are
confident that a number of the above-mentioned contextual characteristics will
be a means to do this within NWP. The fact that NWP employs two full-time
officers (a Language Advisor and a Officer Promoting Bilingual Affairs) at a
high level to promote and facilitate the implementation of language measures
is a very strong indication of how much prestige and status the Chief
Constable attaches to the statutory Language Scheme and on the Language
Strategy that is part of it. It also clearly indicates to the workforce and to
Senior Managers in the organisation that the Chief Constable is determined to
fulfil his very public commitment to the Welsh Language by a practical
programme of work with a very definite message.

It is difficult to over-emphasise the far-reaching influence of the two full-time
officers as a resource for promoting the Welsh language and bilingualising the
services and the workforce. Within the last few years, it has been possible to
a great degree to reverse some previous trends which hampered the
expansion of the domains of the Welsh language and some unfavourable
aspects of NWP's previous public image as an 'un-Welsh' body. This was
achieved with a good deal of sensitivity and careful forward planning.

The two officers are supported by the team of officers from the Welsh
Language Committee, and the contribution of all its member-representatives
to promoting the Language Scheme and the Language Strategy within their
divisions/services. Recently the Committee discussed some strengthening
and formalising of these responsibilities, and this is certain to devolve
ownership and responsibility for language issues and the spread of good
practices - including those developed during the period of this project. Indeed,
the Committee and the relevant individual officers have been forward
planning for some months as to how to ensure effective continuation of the
work carried out by this Project's Working Party.

NWP possesses a number of 'natural champions', that is, enthusiastic and
influential individuals who seize every opportunity to promote the Welsh
language and bilingualism in their day-to-day work. A number of these
champions are already members of the Welsh Language Committee, and
according to the feedback we obtained, the project has further legitimised
their efforts and provided a means for them to strengthen their contribution
even more. One of them referred to the project as a ' green light', giving the
go-ahead for positive action to increase the use of Welsh in the workplace. A
number of people said that the involvement of independent consultants
(Cwmni laith) in the project was a sign of the Chief Constable's further
commitment to the work.

Another crucial contribution to the work of the Welsh Language Committee -
and the Project Working Party - is the contribution of the representative of the
Information Technology Team and his colleagues. The team co-operated
enthusiastically to realize the IT support for the project. They outlined this
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support in a paper, early in the lifetime of the project - for example by
installing Cysgliad software on the personal computers of project participants,
by facilitating the display of a badge with the wording 'Rwy'n siarad Cymraeg'
(I speak Welsh) or 'Rwy'n dysgu Cymraeg' (I'm learning Welsh) as part of
officer and staff e-mail signatures, and by facilitating the dispatch of a series
of positive and encouraging e-mail messages about the project to officers and
staff. The team also co-operated with the Welsh Language Board to trial new
software applications on the Board's behalf. The way the Information
Technology Team have taken ownership of this work and responded
constructively to the challenge of the project augurs very well for the future,
since it shows that aspects of developing Welsh have now been
mainstreamed within the compass of their work, work which in its turn comes
into contact with every workplace and worker within the organisation.

NWP's extensive investment in the wide training programme available to
officers and staff has created a favourable climate for Welsh learners and for
those wishing to improve their Welsh language skills. The effect of the
supportive ethos for learners can be clearly seen among the large number of
learners who work in the Administration of Justice Department in Prestatyn.
There was evidence of a good deal of enthusiasm and creativity among the
learners there as regards ensuring for themselves a supportive and
educational workplace outside their formal hours of learning Welsh. This in
turn has influenced the attitudes of Welsh speakers, and made them more
aware of, and proud of, their own language skills, and more ready to speak
Welsh with learners and to assist them. A very significant factor in this
connection is the readiness and good will of managers in supporting and
facilitating methods of developing learners. There was evidence that this
project had fed learners' enthusiasm, had given them encouragement and a
certain amount of confidence to put their language skills to work and had
raised the level of their expectations as regards assistance and support for
learning.

As a communications resource, the Public Relations Unit was also very much
alive to the opportunities to publicise the project, which was referred to in two
substantial bilingual articles in Y Glas — a news-sheet delivered to every
home in North Wales — during the period of the project.

Turning to the place of the Welsh language in the management culture of
NWP, the fact has already been mentioned that several of NWP's chief
officers are Welsh learners, and that a number of them are fluent. Frequently,
in chief officers' meetings and when addressing groups of officers, the Chief
Constable will take advantage of the opportunity to speak Welsh, and he
chairs the Welsh Language Committee through the medium of Welsh.

Officers and staff at every level are very much aware of the high prestige
attached to the Welsh language at the highest level in the Police. Without
exception, at every one of the evaluation interviews we held with project
participants, the participant referred with pride and appreciation to the
'‘example’ of the Chief Constable in learning and using the Welsh Language
and a number referred to the similar efforts of some of his fellow senior
officers who have also learnt Welsh.

The fact that promotion, for posts at every level from top to bottom within
NWP, is now conditional on possessing specific language competences,
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connects the Welsh language in a definite and significant way with 'getting on
in one's career' - somewhat reversing a long-standing historical tendency
within police forces in Wales and in the administration of justice sector in
general.

NWP's new Welsh Language Scheme includes commitments to integrating
the Welsh language in management and policy determination processes, and
the Welsh Language Advisor draws this to the attention of senior officers as
appropriate in reports relevant to matters at strategic and policy level.

One field where a significant weakness was identified as regards strategic
integration is the investment in the RMS computer system without giving
adequate consideration in the specification for the applications to
mainstreaming the requirements of the statutory Welsh Language Scheme.
Specifically, it was not ensured that RMS could produce Welsh inputs and
outputs as effectively, efficiently and easily as it could English inputs and
outputs.

Another strategic weakness as regards the management of the divisions is
the comparatively isolated nature of the Western Division as an operator of
good, effective and consistent bilingual practice. There was evidence that the
implementation of the statutory commitments of the Welsh Language Scheme
was less complete and thorough in some fields of activity in the Central
Division and the Eastern Division. For the public, this means that standards of
service vary from division to division, and this can create a risk that statutory
requirements will not be responded to effectively, that NWP's commitments in
relation to the equalities and diversity will not be fulfilled, and that standards
of service and customer care for Welsh-speaking users will not be achieved.
It can also create confusion for the public as regards what types of Welsh
Language provision they can expect from NWP.

Another field where operation could be improved is by a more robust
integration of the way Welsh is learned and used into the annual evaluation
process for officers, staff and managers (PDR).

While the good progress has been noted above, it must be added that the
leading officers and many of the participants were very much aware that the
retirement or resignation of the present Chief Constable, and the appointment
of a new Chief Constable with different propensities, could also mean a
change in the type of leadership from the top on language issues within NWP.
The personality, priorities and values of any Chief Constable can have a far-
reaching effect on the internal culture of the police force.

Our recommendations for North Wales Police are submitted in section 8 b

Ceredigion County Council

7.23.

On the basis of evaluation exercises carried out by means of questionnaires
and interviews with CCC participants after 9-10 months of operating their
initiatives to increase their use of Welsh in their workplaces, records showed
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As regards increasing the use of Welsh

o that 9 of the 18 participants interviewed reported they had increased their
use of spoken Welsh.

o that 13 of the 18 participants interviewed reported they had increased
their use of written Welsh.

As regards confidence in the use of Welsh

¢ that 5 were much more confident
o that 10 were a little more confident, and
¢ that 3 reported that there had been no change in their level of confidence

According, then, to the feedback and to our own evaluation, the general view
of the participants and our own view is that the project has on the whole
succeeded in some of its objectives within CCC.

Turning to the strategic initiatives implemented; Appendix 10 presents a
report on progress made as staff worked towards achieving the strategic
initiatives within NWP and CCC. On the basis of the information we received,
our view of the success of the strategic initiatives within CCC is as follows:

1. The Personnel Department and the Chief Executive's Department
The initiative: increased involvement with personnel matters in Welsh
within the organisation by highlighting the bilingual nature of the
Personnel Unit and facilitating bilingual procedures.

In our view this initiative has been successful only to a certain extent.
As the project progressed it became clear that the necessary forward
planning of resources in the form of the time of leading staff had not
been sufficiently formal timely to ensure the desired progress.
However, late in the life of the project, this was acknowledged and
some personnel materials in bilingual form were actively prepared for
the use of the Unit's 'customers', and attention drawn to them in the
staff paper Sén y Sir. One successful experiment was conducting 5
First Aid courses through the medium of Welsh. If work continues
towards the aim of this initiative in a planned manner, the Personnel
Unit can make a considerable contribution towards CCC's internal
bilingualism in the future.

2. The Administrative Unit, the Department of Highways, Property and
Works (in collaboration with others)
The initiative: to support learners and those less fluent in Welsh to
increase their use of the language.

In our view this initiative has been partially successful. This is an
initiative that was adopted late on in the project period, after it was
decided that the original initiative chosen was unsuitable.

In October 2006, six mentors and four learners received training and
guidelines on methods of supporting learners, as well as other aids.
By this time the focus on the initiative is clearer in the Unit and both
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learners and mentors feel comfortable with what is expected of them.
It is therefore felt that this augers well for establishing this initiative
more firmly after the formal project period has come to an end.

3. The Contact Centre, Social Services Department
The initiative: to consider issues relating to recording calls in Welsh
and related IT issues.

In our view this initiative has been partially successful. It became clear
in the course of the project that it was unlikely that the Draig software
system could be adapted at short notice. Despite this, the project has
been partially successful by giving rise to discussion at a strategic
level on the competencies of Draig with a view to achieving the aim
expressed in the wording of this initiative.

7.25. Appendix 11 reproduces a full record of the findings of the evaluation
exercises, taken from our report to the Welsh Language Board in Part 2 of the
project. Our main findings are discussed below:

7.26. We believe that the factors listed below have contributed to the most
successful aspects of the Project's operation within CCC.

e A programme of Welsh-language training is provided for CCC staff and
officers, with a wide range of courses, ranging from language
improvement courses to courses for beginners.

¢ CCC has an internal Welsh Language Committee that includes
representatives from the different directorates and services. These
representatives are responsible for implementing the Committee's
decisions and promoting the use of Welsh in their local settings. The
Committee meets occasionally as required under the chairmanship of the
Chief Administrative Officer.

e CCC has a Translation Unit with 4 full-time translators to facilitate the
production of bilingual texts on behalf of all departments and divisions,
and to provide a simultaneous translation service in meetings.

¢ Welsh is the principal language of meetings of elected members.

e There is an elected member on the Council's Cabinet who is responsible
for a portfolio of responsibilities including matters relating to the Welsh
language.

e The workforce come from a catchment area which is traditionally Welsh
and Welsh-speaking and the high proportion of Welsh speakers among
them are used to using Welsh in a number of work domains, particularly in
spoken communication with the public and with their colleagues.

e It is the ITC team that has successfully mainstreamed aspects of
developing the Welsh language within the compass of their work, work
which in its turn comes into contact with every workplace and worker
within the organisation.
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e A public relations unit which succeeded in putting over positive and
constructive messages to the workforce about the Welsh language in
general and this project in particular.

When the situations in CCC and in NWP are compared, a number of
differences come to the fore. A number of aspects of these differences are
discussed in the following paragraphs.

CCC has no single officer with full-time charge for facilitating the
implementation of the Language Scheme, mainstreaming the Welsh language
in the authority's strategic planning processed and its service plans,
developing initiatives to ensure equality for the Welsh language as part of the
Council's equality agenda, developing the authority's response to the
challenges of laith Pawb, nor developing guidelines and good practice for
staff use. As a result, the prestige and status of Welsh as a language that
belongs to formal and informal domains is not as high as in some local
authorities whose catchments areas and workforces are much less Welsh
and Welsh-speaking. Ceredigion County Council's situation is something of
an exception to this pattern. There are posts like this in Powys, Carmarthen,
Gwynedd, and Conwy local authorities and even in areas like Caerphilly,
Blaenau Gwent and the County of Flint, where much less Welsh is spoken.
Although it is still considered to be one of the most Welsh counties in Wales,
it does not have a 'Language Officer' in the above sense, and the
responsibility for the Welsh language is a comparatively small part of the very
extensive portfolio of responsibilities and functions of the Chief Administrative
Officer.

When visiting Cyngor Gwynedd for discussion day arranged as part of this
project, we were given to understand that the procedure there is that a
number of these important functions are shared between a number of key
officers as well as being part of the terms of reference of the post of the
Welsh Language Officer. Ceredigion Council has is no system of this sort in
place either. All these responsibilities are instead gathered together among
the multi-function terms of reference of the Chief Administrative Officer.

This means that the Council had no senior officer to apply himself/herself
proactively, for a good part of the working hours of a full-time post, to the task
of promoting ownership of the project and the establishment and
dissemination of any good practices arising from it.

Although a high proportion of CCC staff speak Welsh, because of the lack of
the resource of dedicated and specialist staff, and the lack of a continuing and
thorough-going focus on language issues, the level of language awareness of
the project participants at CCC was not as high as that found among staff of
NWP. None of the staff had ever received structured awareness training on
the Language Scheme nor indeed had they received much encouragement or
leadership from the top of the organisation with regard to using their Welsh in
the duties of their post. As a result, when operating the Language Scheme
without much guidance, Welsh-speaking staff tend to be comfortable using
Welsh in domains not too different from the more traditional language
domains, such as greetings and un-to-one conversation, face-to-face or over
the phone.
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Since the project requires the extension of Welsh into new domains, this
means changing practices and attitudes. When trying to introduce change of
this type, the change needs to be carefully managed and guided,
acknowledging that some staff may be doubtful or lack the confidence to
extend their language use to unfamiliar domains. Within CCC there is no
staffing resource to carry out the work of 'managing change', even within the
limited scope of this project. Nor had the ground been prepared by any
previous progressive attitude as regards the implementation of the Language
Scheme.

This in turn has affected the level of confidence of Welsh speakers since the
ethos of the internal culture has not been so proactive, so encouraging and so
enabling as it could be. It was significant, for example, that the levels of
confidence and enthusiasm of a number of learners in NWP were higher than
among a number of the Welsh speakers in CCC.

Until its revised Language Scheme was published in 2006, CCC had no
policy on developing the use of Welsh internally. As a result, there are no
strategic instructions or specific expectations that Senior Managers will foster
and develop the bilingual attitudes adopted in CCC's revised Language
Scheme, even though some managers are supportive and enthusiastically in
favour of them.

When one considers the way the Council's resources in communication skills
are managed in general, it appears that although it has a 'language skills
strategy', there is no very robust procedure in place for recruiting, developing
and making use of language skills in the way recommended by the Welsh
Language Board in its statutory guidelines. This is in clear contrast to NWP's
proactive recruitment policy and the linguistic conditions it places on
appointments.

Turning to the possible contribution of local champions in their workplaces,
the Project Working Party had been set up to co-ordinate the work, with the
liasison officers from the participating units as members. Despite the
enthusiasm and good will of these liaison officers and effective corporation on
the part of the majority, they too were at a disadvantage in seeking to
contribute to the project because there was no co-ordinating leading officer to
drive the project work forwards proactively and to ensure it had sufficient
prominence and priority, nor were their terms of reference clear.

Having said this, the project Working Party has been a very useful structure to
draw together the 'natural champions' and prospective champions to
implement very specific steps. In addition, officers from different professional
disciplines were drawn together to create a common platform for co-
ordinating the efforts of different participants such as:

The IT Unit

The Public Relations Officer
The Translation Service
Welsh Tutor

Training Officer

O O0OO0OO0Oo

We consider that the activity of some of these participants has laid important
foundations which can be built upon in the future if the Council wishes to
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move forward to establish good practices more firmly. For example, as part of
the project:

- first aid training sessions were held in Welsh for the first time.

- briefing sessions for prospective mentors and learners were
held within the Department of Highways, Property and Works
to set up a suitable and appropriate mentoring system.

These developments, and others referred to in this report, suggest, as the
project draws to a close, that there is potential for fostering 'champions' and
key participants on the basis of specific tasks and specific outcomes as
above.

If CCC is going to go on to acquire the adequate specialist staffing resources
to co-ordinate and give an appropriate focus and direction to the work of
these participants, the joint understanding and the good corporation
established among the members of the Working Party could augur well for
future mainstreaming of the use of Welsh across departments and topics.
This could in its turn facilitate the fostering of a constructive climate for the
operation of the authority's new Welsh Language Scheme and for seeking to
ensure the continuation of some of the good practices which have resulted
from this project.

At the level of strategic guidance, the Welsh Language Board gave an oral
presentation on the project to the Management Team before the preparatory
work for the project commenced in winter 2005, and received a favourable
response. In addition, on the project's launch day, the Leader of the Council
delivered a supportive and encouraging address to participants, setting a very
positive keynote.

However, when the Chief Executive was interviewed in spring 2006, he
considered that this project would be something mainly for the benefit of the
Welsh Language Board, rather than seeing it as a trial project of which the
Council could take advantage as a cautious way of introducing changes in the
authority's internal culture. During the course of the project period, apart from
the Chief Administrative Officer's liaison work and his role as principal link
within CCC, there was little contact between the project and the Management
Team. We can hardly report, therefore, that has been a lead from the top of
the officer hierarchy within CCC or that CCC's management culture provides
clear and definite indications that it attaches prestige to operating through the
medium of Welsh. Unfortunately then, owing to the various factors above, for
the most part of the period of the project, resources were not in place and an
appropriate climate had not been created, to lead CCC to 'take ownership' of
the concept upon which the project is based - either strategically or in the
culture of its workplaces.

However, in the final period of the project there were a number of definite
indications that the project was beginning to become better established. The
member of the Cabinet responsible for the portfolio of responsibilities
including the Welsh Language attended meetings of the Working Party,
showing the support of the Council's elected Members for the project. It is
also proposed to submit a progress report on the project to the Management
Team and the Cabinet.
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The Working Party has already discussed the need for an internal policy
statement which would give a clear and unequivocal indication to staff that the
authority intends to foster more use of the Welsh Language in its internal
administration. In this connection reference has been made to NWP's ACPO
Language Strategy, referred to in section 4 above. Following this discussion,
a draft statement has been drawn up for further discussion by the
Management Team and the Council.

In the light of the above discussion and our evaluation of the effect and
influence of the project so far, our recommendations to Ceredigion County
Council are presented in Section 8 below.

8. Recommendations for North Wales Police and Ceredigion County
Council on ensuring the continuing influence of the project

8.1.

Recommendations for North Wales Police

NWP should continue to establish more firmly and to integrate the use of
Welsh in its procedures, systems and working practices, so that it is
inextricably woven into the fabric of North Wales Police's policing service and
the work culture which underpins it.

The Language Committee should consider how to ensure that the progress
and enthusiasm stimulated during the project continue.

Protocols should be agreed on the use of Welsh at work in various settings
which support and mainstream the continuation of the aims of this project and
the Language Strategy of the Association of Chief Police Officers (ACPO).

There should be some formalisation of the role and contribution of the
departmental representatives on the Language Committee and the local
‘champions" by defining them clearly.

The quality and standards of NWP's bilingual services should be more
consistent from Division to Division as should the opportunities and
encouragement to officers and staff to use the Welsh Language in
maintaining internal administration.

Language awareness training should be integrated as a core element of
professional training for officers and staff.

NWP should ensure that all its computer systems can operate in a
linguistically appropriate and effective way as regards carrying on the
business of the force bilingually, and should ensure that every system
planned and ordered in future is forward planned to this end.

The Language Committee should consider arranging a series of monitoring

exercises to test the standards and effectiveness of NWP's bilingual services
and staff awareness of good bilingual practices.
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9. Consideration should be given to integrating aspects of learning, using and
promoting Welsh in a more thorough-going way in the staff evaluation
process (PDR) as follows:

¢ Including in the PDR for staff and officers an evaluation of staff
achievement in learning Welsh according to the agreed learning
targets.

¢ Including in the PDR for staff and officers an evaluation of the
extent to which they use their Welsh language skills to promote the
ends of the Language Scheme and the ACPO Strategy.

¢ Including in the PDR for managers an evaluation of their
effectiveness in managing the language skill resources of their
services, promoting a Welsh Language ethos within the workplace
and creating a favourable climate which contributes to achieving
the aims of the Language Scheme and the ACPO Strategy.

10. At the level of the project participants, consideration should be given to the
more detailed recommendations put forward in our evaluation report
presented to the Welsh Language Board.

Recommendations for Ceredigion County Council

1. Robust policy guidance should be set in place.

2. A dedicated leading officer should be appointed to promote this guidance, to
facilitate the implementation of the Language Scheme and to develop
proactive responses to the challenges contained in the scheme and in the
wider linguistic agenda, at the policy level and at the service operation level.

3. Protocols should be developed and agreed on the use of Welsh at work in
various settings which support and facilitate policy aims.

4. Adequate time and resources should be ensure to plan guidance and support.

5. The role of the relevant portfolio holder should be developed and appropriate
priority should be ensured.

6. A standard procedure should be established to identify the language
requirements of posts within the framework of the Language Skills Strategy.

7. A wide-ranging system of training for language learning and improvement
should be secured, together with a mentoring scheme for the whole authority.

8. An extensive programme of language awareness training should be
developed for the authority's officers and Members, beginning with training for
the Management Team.

9. CCC should ensure that all its computer systems can operate in a
linguistically appropriate and effective way as regards carrying on the
business of the Council bilingually, and should ensure that every system
planned and ordered in future is forward planned to this end.
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10. Consideration should be given to arranging a series of monitoring exercises
to test the standards and effectiveness of CCC's bilingual services and staff
awareness of good bilingual practices.

11. At the level of the project participants, the more detailed recommendations

put forward in our evaluation report presented to the Welsh Language Board
should be implemented.
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Section 2: Aspects of the wider context
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Lessons to be learnt from bodies whose administration is already
through the medium of Welsh

In order that lessons about promoting bilingual workplaces could be learned
from bodies which already carry out their administration in Welsh, we set
about collecting evidence by interviewing the key individuals at the National
Library of Wales, Aberystwyth, the Welsh Books Council, Aberystwyth, and
Tai Cantref, Newcastle Emlyn. In each case, face-to-face interviews were
held with the Heads of Human Resources.

In addition, a visit was paid to Cyngor Gwynedd in the course of the project,
taking advantage of the opportunity to question a variety of members of staff
about the Council's policy and practices as regards the internal use of Welsh.
There was also an extended interview with the Assistant Director of the
Department of Education and Community Services, Ceredigion County
Council, as well as with the Departmental Translator. This Department is an
example of a department which is perceived by members of other
departments of the County Council and by the public in general, as being one
whose administration is carried out in Welsh or certainly a department which
attaches prestige to the Welsh Language in its activities.

Current practice

At Cyngor Gwynedd, the National Library, the Books Council and Tai Cantref,
Welsh is the main overall working language of the staff. Of the workforce of
about 300, it is estimated that 98 per cent of the staff of the National Library
are competent in Welsh. All but three of the 47 permanent staff members at
the Books Council are competent in Welsh (excepting casual packers at the
Book Distribution Centre). Only two of the 70 staff members at Tai Cantref are
unable to speak Welsh. There are no firm statistics about the language skills
of Cyngor Gwynedd's workforce, but it is estimated that the percentage is at
least as high as, if not higher than, the general percentage of Welsh speakers
in the County's population, i.e. about 70 per cent.

Welsh, almost without exception, is the language of both spoken and written
internal communication in those three organisations. Memos and other
general communications are as a rule sent in Welsh, or bilingually if some of
the recipients are non-Welsh-speaking. It is estimated that 90 per cent of the
e-mail messages within the National Library are sent in Welsh. This figure
could no doubt be higher within the Books Council and Tai Cantref. Both the
external and internal websites of these bodies are bilingual.

Welsh is also the language of internal meetings, almost without exception. It
is estimated that about 80 per cent of all the National Library's meetings are
held through the medium of Welsh, with a number of others being bilingually.
Meetings in English only are the exception. In the case of the Books Council,
meetings dealing with English-language publications or meetings about sales
campaigns arranged by non-Welsh-speaking staff are the exception to the
practice of holding meetings through the medium of Welsh. Welsh is the
language of Tai Cantref's internal meetings except for the occasional team
meeting which includes a non-Welsh-speaking member or members of staff.
Those meetings and held bilingually. At Tai Cantref it was noted that the

38







9.6

9.7

9.8

9.9

Report on the Project for Promoting Bilingual Workplaces
— Final version —

occasional meeting between individual members of staff could take place
through the medium of English from time to time but such meetings were
exceptions.

In those cases where non-Welsh-speaking individuals are present at
meetings, the Library provides a simultaneous translation service. This is also
the case at Tai Cantref. It also takes place at meetings of the Council and
Steering Committee of the Books Council. In the Books Council's staff
meetings, translation takes place more informally, with a Welsh-speaking
member of staff sitting beside a non-Welsh-speaking member to 'whisper' a
translation of the discussion. The three institutions prefer to hold meetings
with their partners and providers through the medium of Welsh, with the
Library providing simultaneous translation equipment to facilitate bilingual
discussions.

Welsh is also the principal language of informal contact in these two
institutions, and in the case of the National Library, the Pen Dinas Restaurant
is an ideal focus for informal staff contacts. Tai Cantref organises occasional
weekend social events where staff and their partners can use their Welsh in a
social setting.

Turning to Cyngor Gwynedd, possibly the most conspicuous example of
bilingual internal administration, we understand that the situation is very
similar to that described above, with Welsh being recognised as the Council's
principal language of administration. On the whole, Welsh is the language of
internal meetings and internal communications, with exceptions occasionally
allowed in some circumstances. The simultaneous translation service is
available to staff, with responsibility for its provision being devolved to
individual departments. The Translation Service is also available to staff to
translate material into English.

In the case of Ceredigion, there is a strong perception both in and outside the
Council that the Education and Community Services Department of
Ceredigion County Council has a strong Welsh Language ethos. There is no
doubt that this is true, with Welsh as the principal working language of a great
part of the Department, at least for spoken communication. However, there
are a number of service units within the Department and, taking the work
practices of these units individually, we see that a range of patterns of
language use emerges from one unit to the next, with units like Theatr Felin-
fach and the Libraries operating almost entirely through the medium of Welsh;
the Advisors' Team and the Schools Unit making extensive use of Welsh in
both their spoken and written work; a unit like the Leisure Service and the
Youth Work Unit carrying out their internal administration entirely in English to
all intents and purposes; and other units, such as the Archives and the
administrative staff operating bilingually to various degrees. A Departmental
Translator is provided to facilitate written bilingualism in the Department and it
is estimated, as regards text / written material, that 25 per cent of the
Department's professional work and five per cent of the administrative work is
drafted first of all in Welsh. (The other four bodies also, of course, use
translation services to facilitate the production of bilingual material). As
regards internal meetings, Welsh would be the common language among
Welsh speakers. However, there is no ancillary protocol or system in force to
facilitate bilingual meetings within the Department, and English is used as a
common language at those times.
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Policy guidance

Putting in place robust policy guidance appears absolutely central in order to
promote the use of Welsh in the workplace in every one of the institutions
interviewed. In Cyngor Gwynedd that guidance has been given quite clearly,
and the Welsh language has been stated to be the Council's principal
language of administration. The Language Scheme states that one of the
Council's principal aims as regards the Welsh language is:

e "To establish Welsh as the official internal administrative language of the
Council by providing facilities for in-post training to enable staff to develop
their linguistic skills in Welsh and English.”

This aim ties in with other aims relating to the promotion of Welsh within and
outside the Council, in the community and among corporate partners. Tai
Cantref too has a well-defined policy on this matter, which is part of a wide
vision of the organisation's role in the context of the Welsh language. The
policy has now been incorporated in its draft Language Scheme, from which
the following is taken:

"The aim of Cantref's language policy is to promote the use of the
Welsh language in a bilingual catchment area.. Through its policy,
Cantref ensures that tenants receive a service through the medium of
Welsh or English as they choose . Welsh is also Cantref's internal
language of administration.”

No definite statements to this effect had been made in the cases of the
National Library and the Books Council. The situation there has developed
through a combination of a strong ethos in favour of the Welsh Language and
the historical practices of the staff. These are practices which have evolved
'naturally’ in circumstances where the vast majority were Welsh speakers and
in an atmosphere which attaches prestige to the Welsh language. However,
these practices are fully and loudly supported by the senior management of
these institutions at every level.

Traditionally, the same ethos, history and tradition in favour of the Welsh
language is true of Ceredigion County Council's Department of Education and
Community Services. However, as the number of non-Welsh-speaking staff
within the department has increased, without a clear statement of the place of
the Welsh language within the administration, this inheritance and these
values could be eroded. The Library has recently recognised this danger as
new progressive projects are set up, and schemes are afoot to create a
document called a 'Language Duty' which will sit together with a family of
other 'Duties' in relation to the Equalities.

As regards promoting the language practices policy, and indeed the language
schemes, none of these organisations had a dedicated 'Language Officer' . It
appears that the responsibility for promoting, supporting and superintending
operation - both internal and external - through the medium of Welsh has
been mainstreamed to various corporate functions within the organisations:
Heads of Human Resources, Training Officers and Chief Executives or
Administrative Directors. That is certainly the situation in Cyngor Gwynedd.
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Welsh as a job competence

Welsh is considered as a general competence by Cyngor Gwynedd, the
National Library of Wales, Tai Cantref and the Books Council. The internal
cultures are part of the context for that, but the nature of the work or the
‘audience' to be served, are also quite crucial to designating levels of
language skills. The Books Council emphasised, with the occasional
exception, that every member of its staff required a knowledge of Welsh to
different levels for different purposes, from the Management Team to the staff
at the Books Centre who read orders and pack titles. It is thus the nature of
the work that is the main motivation in this connection, with this arising from
the Council's fundamental raison d'etre - promoting Welsh language books
and books of Welsh interest. As noted above, Cantref places an emphasis on
the linguistic nature of the area it serves as well as on its duties under its
Language Scheme. The requirements of individual posts and the
organisation's internal culture are factors that justify the language
requirements.

As the National Library has developed its services to the public over recent
years, acquiring and developing Welsh language skills has become
increasingly important within the organisation, more so than if it were just an
enclosed and academic ivory tower. The Library is in the process of
developing a competences framework , with knowledge of Welsh as a basic
competence alongside other aspects such as communication, leadership, the
ability to make decisions and so on. The revised version of the Managers'
Handbook will include a framework for measuring competence in Welsh.
Cantref is currently using a framework of language competences, and Cyngor
Gwynedd is also considering similar steps at the moment, considering
adopting the European ALTE framework for doing this, with the intention of
identifying essential language levels for individual posts in due course.

Proficiency in Welsh is identified as a job competence in Ceredigion County
Council's Department of Education and Community Services as well, but
without a formal framework to assist in this process. The tendency there is to
look at individual cases according to their merit and circumstances. It appears
that the adoption of a Language Skills Strategy or a competences framework
could be an important asset for them when determining and rationalising the
need for skills in Welsh.

Although Welsh has been established as a job competence in these
institutions, support and encouragement were the tools used to achieve this.
Although sanctions against lack of achievement are a possibility, we found
only one example among these organisations of dismissal on the grounds of
the inability to achieve the expected level of proficiency in Welsh. The
creation of a supportive and encouraging atmosphere seemed to be a much
more constructive tool, especially when based on a robust Welsh-medium
work culture.
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Support for staff

Improving Welsh-language skills

The five organisations report that identifying language improvement needs is
part of the annual performance appraisal or staff development process, and
every one of the institutions was very supportive towards staff as they
improved their Welsh language skills. Training was readily available to
learners in the five organisations, with examples been reported of individuals
who had successfully learnt Welsh to different levels of proficiency.

The Books Council had allowed a new Head of Department three months
secondment on full pay to learn Welsh with personal tutors locally. The officer
succeeded to a level where (s)he now makes full use of the language in
his/her post in the world of publishing. The same arrangement would also be
available within the National Library, and Ceredigion County Council's
Department of Education and Community Services acted on the same lines
when appointing personal tutors for a recently-appointed non-Welsh-speaking
Service Head. Cantref also provides the full range of usual courses. Indeed, it
is estimated that about half of Cantref's staff are second-language Welsh
speakers.

The usual range of courses for Welsh learners is also available in the county
councils as required, and the five organisations offer language improvement
courses for Welsh speakers - in both spoken and written Welsh. In Gwynedd,
occasional short courses are provided on topics such as Mutation, Verb
Tenses, Common Errors and Clear Welsh. The Books Council offers an e-
mail tutor service to a member of staff whose skills in written Welsh require
improvement. Cantref offers two courses in improving written Welsh - one
general course provided by the local Further Education College, and provision
by a private sector service, specially tailored to the needs of Cantref's
managers. The Library also offers language improvement courses to staff at
two levels. Cyngor Gwynedd also offers improvement courses specially
tailored for the needs of service units, where staff can concentrate on creating
'real life' text as well as learning relevant terminology.

Both Cyngor Gwynedd and Ceredigion County Council are in the practice of
acknowledging the achievements of successful learners. Gwynedd arranges
an annual awards ceremony, with a variety of awards for learners, mentors
and staff who have attained a working level of fluency.

Interestingly, the Library has a work-buddy Scheme where new staff who
have not previously worked through the medium of Welsh are paired with an
experienced member of staff to facilitate the induction process. A mentoring
scheme was available in Gwynedd for Welsh learners as well as a language
correction service for them. A speed-dating event had been mooted as a
possible means of pairing mentors and learners, but the pairing usually
occurred informally within the workplace.

Information technology

Ensuring Welsh spell-checking software is crucial in facilitating staff use of
written Welsh. Cysgliad is available to everyone in the National Library and in
Tai Cantref, and the Books Council is also on the point of making it more
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widely available when it updates its computer system. Representatives of
Cyngor Gwynedd also considered this software essential. A corporate licence
for its use can be arranged through Canolfan Bedwyr.

In addition, the Library noted that it offered all its staff Welsh-medium ECDL
courses, which accustom them to the use of Welsh when using IT.

In Cyngor Gwynedd, staff used translation memory software, and corporate
work terms were kept in a database; staff were also referred to the
TermCymru website. The Council was also in the process of introducing the
Welsh interface for Microsoft software.

Vocational training

Welsh was the first language for vocational training in Gwynedd, the National
Library and Tai Cantref, with provision in English only if a Welsh-speaking
trainer was not available or, in the case of Gwynedd and the Library, as an
option following the provision of Welsh-medium training in the first place.
Welsh was also the language of choice in the Books Council's training
arrangements. In Ceredigion the medium for vocational training varied
according to a number of factors - the availability of trainers, the topic
involved and the chosen language of the participants.

Conclusions

The above-mentioned organisations represent a range of public and semi-
public bodies in west Wales whose administration is carried out through the
medium of Welsh or bilingually. They vary in their size, constitutional status,
geography and fields of activity. On the basis of the interviews held, we can
come to the following general conclusions as regards these five bodies:

1) They see maintaining a Welsh-medium or bilingual internal administrative
culture as part of their corporate mission and their role as service
providers.

2) Those values are accorded prestige and status at the highest levels of the
organisation; those values and aspirations are incorporated to different
extents in policy documentation and the maijority of the staff body shares
the values and the vision.

3) They share a pride in the fact that they are able to offer opportunities to
their staff to use the Welsh Language in their day-to-day work. For
example, in an internal survey, 98 per cent of Cantref's staff noted that
they were glad of the opportunity to use Welsh in the workplace.

4) On the whole, there are robust staff recruitment policies that note the
need for staff to be competent in Welsh to different levels of ability
(justifying that against an number of measurable factors), policies that
receive realistic support to enable staff of every linguistic ability to achieve
appropriate levels of proficiency.

5) They support and assist staff in improving their Welsh language skills and
in extending their use of Welsh in their work through varied training
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activities and by providing dedicated resources, e.g. IT, language
reference books and action guidelines.

6) It could be argued that these bodies are exceptional as regards the
proportions of Welsh speakers on their staff. There is no doubt that
ensuring a 'critical mass' of Welsh speakers is an asset in maintaining a
Welsh or bilingual administrative policy. However, the background and
levels of language proficiency of the staff bodies are not all the same.
There are high numbers of second-language Welsh speakers among
some of these bodies and the range of proficiency is a wide one. It has
already been noted that about half Cantref's staff are second-language
Welsh speakers, including the Chief Executive and the Head of Human
Resources.

7) Nor is the situation here a static one. Each of these bodies is on a
developmental journey that has seen a change in its internal language
practices over a period of time. In the case of the National Library, it is a
journey from English-medium administration, historically, to completely
bilingual administration, or even administration entirely through the
medium of Welsh in several cases. It is a journey that has taken some 30
years, with the greatest strides possibly having been taken during the last
decade.

Although Cyngor Dosbarth Dwyfor (one of Cyngor Gwynedd's
predecessors) was an historical exception from the point of view of the
use of the Welsh language in local government, in general Cyngor
Gwynedd and Ceredigion County Council have also experienced a similar
journey; a journey from the presumption that English is the language of
public administration in Wales. The effect of this historical perception,
which the Welsh Language Act 1993 did so much to undermine, cannot
be under estimated.

In the case of Tai Cantref and the Books Council, the journey has, if
anything, been in the other direction. Both these bodies were set up with a
Welsh-medium or bilingual administration as a core part of their values
and operation. The challenge to these bodies in recent years is
incorporating a small number of non-Welsh-speaking staff into their ranks
without undermining their core principles in this connection.

It is clear, from the evidence of the above-mentioned bodies, that it is
perfectly possible to maintain a bilingual administration if the appropriate
atmosphere, leadership and resources are ensured. There is no doubt that a
number of other bodies could learn from their good practice. Certainly they
make a robust contribution to promoting the aims of laith Pawb as regards:

"... bringing about an increase in the use and visibility of the Welsh language
in all aspects of everyday life, including work ..."
International developments and comparisons as regards

developing bilingual workplaces

To learn about experiences in developing bilingual workplaces in other parts
of the world, information was collected by sending a specially-designed
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questionnaire to a number of foreign contacts and experts in international
language planning. Follow-up telephone interviews were held with
representatives of Secretaria de Politica Linguistica de la Generalitat de
Catalunya (the Language Policy Secretariat of the Government of Catalonia);
Kultur Saila, Euskadi (The Ministry for Culture, Autonomous Government of
the Basque Country); and An Roinn Gndéthai Pobail, Tuaithe agus Gaeltachta
(The Department of Community, Rural and Gaeltacht Affairs) in Ireland.

In addition we reviewed recent international publications and conference
papers in the fields of bilingualism in the workplace and language
technologies, and investigated the websites of international bilingual
organisations. We also carried out telephone interviews with language
technology developers.

When an international survey is carried out, it becomes clear that coping with
the use of more than one language in the workplace is an issue relevant to
countries on every continent. On the whole, however, there is a tendency to
deal with languages separately rather than developing workplaces which
operate in a truly bilingual / multilingual manner.

In this section, we concentrate on the experiences of three countries whose
experiences are of interest to us for various reasons. Catalonia is an example
of a country where the 'minority’ language is used as a medium of internal
administration and as the principal medium for the provision of services to the
public. It is the linguistic situation in the Basque country that resembles most
closely the situation of the Welsh language in Wales as regards the numbers
and the density patterns of speakers of Basque, and where the considerable
difference between Basque and Spanish syntax and grammar reflect the
considerable differences between the Welsh and English. Finally, we shall
look at more recent experiences in Ireland in the field of increasing the
internal use of Irish.

Legal framework

Catalan is one of the two official languages of Catalonia and the language
‘proper to the country’. The 1998 Language Policy Act recognized specific
language rights for the country's inhabitants and the right to express
themselves in Catalan, both in speech and in writing, in every aspect of their
dealings with public bodies. The law designates Catalan as the principal
internal administrative language of public bodies and imposes a condition that
majority of public servants should be competent in Catalan.

In the Basque Country, Basque is one of the two official languages and the
language ‘proper to the country’. The Statute of Autonomy of the Basque
Country 1979 guarantees the use of Basque and Spanish by public
institutions. The Act of Normalisation of the Basque Language 1982 gave a
boost to the practical use of Basque within the Government. In addition, the
legislation prescribes specific linguistic rights for citizens, including the right to
learn and use the official languages of the country.

Irish was designated one of the official languages of the country by the
constitution of the Republic of Ireland, and the Official Languages Act 2003
establishes basic rights for the public as regards receiving public services
through the medium of Irish and imposes specific duties on public bodies. The
Act enables the Government to request public sector bodies to prepare
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Language Schemes similar to the Welsh Language Schemes administered by
public bodies in Wales. The Irish Language Schemes also encompass the
internal use that bodies make of the Irish language and all offices of public
bodies in the Gaeltacht are required to agree with the Government a
timetable for the introduction of internal administration through the medium of
Irish.

Policy Guidance and establishing procedures

It has been noted that having robust policy guidance in place is absolutely
central for developing a particular language culture in the workplace. In every
case, the policy guidance derives directly from national legislation.

Catalan is without exception the default language and work medium of the
public sector in Catalonia. This policy derives directly from the Language
Normalisation Act of 1983 together with a number of further regulations drawn
up since then. As regards communication with the public, again Catalan is the
default language. The Act states that Spanish should only be used for
communication with a member of the public when it is specifically requested.
With over 90 per cent of the population of Catalonia able to understand
Catalan, such a policy can be maintained with comparatively little difficulty.
Reports and publications are produced bilingually. And, in practice and
depending on the nature of the work of the staff, an element of bilingualism
can be found in the public workplace. We were also given to understand that
some members of staff tend to use Spanish when chatting informally
together, although Catalan is the medium of all work e-mails, memoranda,
minutes and meetings etc.

In the private sector in Catalonia, internal operation through the medium of
Catalan is not a legal requirement . All same, since the 1983 Act imposes a
duty on companies to respond to the customer's individual rights to receive
service in Catalan, all companies have to consider the implications of this for
offering a bilingual service. 'Tacit' / informal general bilingual policies can be
found throughout the private sector. In addition, a large number of companies
have adopted formal policies for operating either in Catalan or bilingually.

In the Basque Country, the legal framework imposes specific linguistic
requirements on the public sector that allow increasing use of Basque as a
medium of communication in the workplace. In accordance with the
framework, individual units within public administration are designated as
units operating bilingually. In practice, this means they use Basque for
internal documentation. We were given to understand that the policy operates
best in areas where a high proportion of the population are Basque speakers.

As in Wales, Basque Country public bodies operate 'language schemes'
which set out policy guidance at a practical and strategic level. In the private
sector, companies in public ownership must possess a language scheme. A
number of the largest private companies also operate their own language
schemes.

According to some 'language schemes', civil servants are expected to work
through the medium of Basque. In the areas where the Basque language is
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strongest, it appears that the minority language may be the only, or principal,
language of the workplace for a number of civil servants.

In departments designated as working bilingually the individual has a right to
send documents to other departments in Basque. In principle, it is the
responsibility of the recipient to arrange translation of a Basque document if it
is not understood. In practice, we were given to understand that there is a
tendency for the Basque speaker to ask the recipient beforehand and prepare
a bilingual version of the document when necessary.

In the bilingual departments, a circulation list is defined for each document (a
'Document Circulation'), which takes into consideration (i) how many people
will be reading the document, (ii) whether the document is being distributed
for information or whether a decision is required on the basis of its contents,
and (iii) how many individuals on the circulation list understand Basque. If
only one person is unable to understand Basque, the document will be
created in Basque. It is customary to offer a summary or explanation in
Spanish as required and according to the nature of the document. Staff tend
to ask their colleagues by e-mail 'Can this be sent in Basque?', with a choice
of answers: 'Yes/Send a bilingual version'. Staff get to know who within the
organisation can understand or deal with documents in Basque.

In private companies, there are examples of documents in Basque being
circulated together with instructions to give a spoken explanation of the
document to staff who do not understand the language.

In Ireland, it is the Official Languages Act 2005 that establishes the legislative
framework, with the Irish Language Schemes which are compulsory for 650
Public Bodies establishing policy guidance in each organisation. So far, 24
bodies have completed their schemes and 17 more are being drawn up.
Since these developments are very recent, the process of establishing new
procedures to promote the internal use of Irish is in its infancy.

Although lIrish Language Schemes encompass organisations' internal use of
Irish, so far the focus has been on providing services to the public rather than
ensuring that Irish becomes a language of the workplace. However, an
number of public and private organisations already work naturally through the
medium of lIrish, for instance: Foras na Gaeilge, Gaillimh le Gaeilge, and
Udaras na Gaeltachta (the Gaeltacht Regional Development Authority) and
An Roinn Gnéthai Pobail, Tuaithe agus Gaeltachta (the Department of
Community, Rural and Gaeltacht Affairs).

According to a representative of An Roinn Gnéthai Pobail, Tuaithe agus
Gaeltachta, the three main challenges facing them from the point of view of
developing the language of the public workplace are:

How to make the Irish language part of the natural ethos of the workplace
and make the workplace truly bilingual;

To develop a procedure to enable staff to carry out internal business
through the medium of Irish (especially between one department and
another e.g. Finance, Personnel and ITC)

To recruit staff (currently, it can be difficult to appoint Irish-speaking staff ,
particularly in posts at lower levels).
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Irish as ajob competence

10.20 The legislation which designates Catalan as the principal language of internal
administration for the country's public bodies also imposes a condition that
the majority of public servants should be competent in Catalan. To obtain a
post in public administration, candidates are required to pass an examination
in Catalan or to show an official certificate proving their skills in the language.
Any promotion is conditional on being sufficiently fluent in Catalan to carry out
the duties of the post proficiently through the medium of the language.

10.21 In the Basque country there are linguistic conditions on some public posts.
Article 14, Statute 10/1982 of the Government of the Basque Country, on
normalising the use of the Basque language, states as follows: ‘the public
authorities shall determine the posts for which knowledge of both languages
is a requisite’, and in addition “that in the public examinations for posts where
it is not a requisite the level of knowledge of official languages shall
necessarily be taken into account.”

10.22 Organisations are expected to give the highest priority to those posts where
there is most contact with members of the public for the designation 'Basque
Language Requisite’. In every organisation a percentage of posts are
designated 'Basque required' according to the percentage of Basque
speakers in the organisation's administrative area. In the case of all other
posts, linguistic ability earns extra points, which combine with points for other
competences and experience to influence the success of the candidate's
application.

10.23 The Basque Country model of managing workforce language skills
establishes basic steps and conditions in the process of recruiting and
contracting staff, which give priority to ensuring that staff have the appropriate
language levels for the posts to which they are appointed. Any individual
without the required language skills signs a personal plan to undertake the
necessary training to gain those skills. It is the responsibility of the Basque
Language Normalisation Officer to conduct an annual review of progress in
the language skills of the organisation's staff. In order to enable staff to learn
Basque to the required standard for carrying out their duties of their posts,
they are provided with language training, which is tailored to the needs of the
workplace i.e., based on specific competences within the framework of civil
service competences.

10.24 Requirements for language as a job competence are not found to the same
degree in Ireland. Unlike the Welsh Language Schemes in Wales, there is no
designation of 'Irish desirable' or 'lrish essential' for public sector posts. All the
same, an understanding of Irish is essential for some posts in the Gaeltacht.
As in the case of North Wales Police, Irish language skills are also required
for entrance into An Garda Siochana (Ireland's National Police Service). The
police force is in the process of changing its entrance requirements and Irish
language skills are part of the police curriculum.

2 Gardner, N. 2006 Public sector Basque language schemes: a brief summary.
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Support for staff

Improving language skills

10.25 Compared to the funding for the Welsh for Adults sector, the annual
investment of the Basque Country and Catalonia is very substantial. In
addition, the field of language teaching and the opportunities to improve staff
language skills have been structured very specifically to meet the language
skills requirements of the civil service.

10.26 Following the setting up of the first Autonomous Government of Catalonia, a
great number of language courses were offered to those employed as civil
servants in order to develop their language skills to meet the new demands
being made on them to operate internally through the medium of Catalan. By
this time, as Catalan language skills are compulsory for posts in public
administration, language training for staff is unnecessary, since an applicant
will not be appointed unless he/she possesses the required language skills.
Special courses on administrative language are part of the range of civil
service courses.

10.27 In the Basque country there is considerable language training provision to
meet the requirements for Basque skills for the workplace. Compared with the
funding for the Welsh for Adults sector, the annual investment of the Basque
Country of almost £20 million is very substantial®. In addition, the field of
Basque teaching and of Basque Literacy for Adults has been structured
specifically in order to meet the civil service requirements for language skills.

“The language requirements system has spawned a substantial,
complex, highly organised and well-funded teaching and examining
operation open to all regional and local authorities, primarily involving the
Basque Government's civil service institute (HAEE-IVAP, responsible for
selecting, training and certifying officials in all areas of competence,
including Basque), its adult language teaching body (HABE) and the
whole public and private language school system, as well as planners in
individual institutions and substantial numbers of civil servants, the
justification being that if officials did not enter public service with the
requisite skills, opportunities to acquire them should be provided
subsequently.”

10.28 In recent appointments to posts where the ability to use Basque is required,
the linguistic skills of the individual will have fulfilled the requirements of the
post. Staff who have been employed for some time, however, have to agree
on an individual plan to increase their skills in Basque to the required level for
their post. We were given to understand that a weakness in this procedure is
that there are so far no adequate systems in place to encourage and support
staff to put their new language skills to use (see 5.38 for a support system
operated by some work departments). The challenge remains to try to change

® E.g. Funding for the Basque for Adults Programme for the year 2002-3 was 27 million euros,
or about £16-17 million.

4 Azkue, J. and Perales, J. 2003 The Teaching of Basque to Adults; HABE www.habe.org/hn-
habenet/objetivos/indice-i.htm.

> Gardner, N. 2006 Public sector Basque language schemes: a brief summary.
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the language practices of staff who are improving their ability in the Basque
language.

As in the Basque Country and Catalonia, Ireland has identified, early on in the
process of acting on the requirements of her language legislation, the need to
invest in language training specifically tailored to the requirements of the
workplace. As in Wales, staff have a tendency to lack confidence to use Irish
in the workplace. We were given to understand® that An Roinn Gnéthai
Pobail, Tuaithe agus Gaeltachta is in the process of co-operating with the
universities and the Institute of Public Administration (IPA) to arrange lIrish
training provision to meet the requirements of the 650 public bodies which will
be implementing Irish Language Schemes. In Ireland, the IPA is the body
responsible for developing best practice in the field of public administration
and management and developing education and training programmes tailored
to meet the requirements of workers in the sector.

Information and communications technology

In today's Information Society an absolutely crucial role is played by
information and communications technology. With developments in the field
evolving swiftly and ceaselessly, there is no doubt that any language which is
to survive within this new system must be part of these developments. In
addition, information and communications technology can offer methods to
support the management of linguistic variety in the workplace.

The situation in Catalonia offers an example of a country which has
recognised the challenge of the information society and has ensured, through
legislation, that the Catalan language is central to ITC developments. Article
29 of the 1/1998 Language Policy Act states that the Autonomous
Government is required to foster, stimulate and promote:

e The research, production and commercialization of all kinds of products in
Catalan related to the language industries, such as voice recognition,
automatic translation and similar systems.

e The production, distribution and commercialization of software in the
Catalan language and the translation, if applicable, of these products into
Catalan.

e The presence of products and information in Catalan on the telematic
information networks.

As a result of this policy guidance and commitment at government level to
investment in the field, use of Catalan will be normalised within the ITC
sector. All sorts of products are available in Catalan, for instance spell-
checkers, browsers, operating systems and software (e.g. software for
palmtops, phones, printers etc). In addition, substantial investment is going
into ensuring a constant and up-to-date supplier of cheap and free software
in Catalan. The emphasis on ensuring that Catalan is a part of every aspect
of ITC developments means that there are no obstacles to operating through
the medium of Catalan in the workplace.

In the Basque country too, it is clear that there is very substantial investment
in ITC in the Basque language. Here every member of staff in public and

® An interview with Deagla O’Briain, An Roinn Gnoéthai Pobail, Tuaithe agus Gaeltachta.
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private workplaces can take advantage of a number of types of software,
including spelling and grammar checkers, dictionaries and glossaries to
facilitate the use of Basque in the workplace. The glossary, Euskalterm
contains synonyms in Basque, French, Spanish, English and Latin.

Unlike the linguistic similarity between Catalan and Spanish, variations in
syntax, grammar and vocabulary between Basque and Spanish are as
different from those between Welsh and English. As a result, the challenge of
creating ITC resources is so much greater and requires additional investment.

There are guidelines for writing Basque documents in clear phraseology
similar to the guidelines of Cymraeg Clir. In addition, there is guidance on
creating bilingual texts, which can cause difficulty as a result of the
differences in syntax and grammar. Examples of public documents (such as
work contracts), in Basque and in both languages, are given on public
websites for use or adaptation. By sharing these sorts of templates, smaller
organisations like companies or town councils can avoid having to prepare
their own translations.

In Ireland at present there is comparatively little ITC support available for the
use of Irish in the workplace. Despite this, there are a number of resources
available or being developed, such as the National Terminology Database for
Irish which so far lists over 136,000 Irish terms and over 132,000 English
terms.

Support from colleagues

In the Basque Country, a system has been developed by a number of public
departments and private companies to support the efforts of learners to put
their new language skills to work as part of the Basque Language Scheme. In
these cases, it falls to the individual work teams to decide how to support an
individual's use of Basque after he/she has completed the language training.
The support varies according to the needs of the individual and the nature of
the team's work. It can include a commitment to write e-mails in Basque, the
provision of informal training, and correcting/editing documents. Workplaces
vary in their use of formal and informal commitments to use Basque at work.

As in Wales, however, we were given to understand that there is a tendency
to consider language training in itself as sufficient to prepare an individual for
using Basque at work. We were told that people need encouragement to use
Basque in their work, since a high proportion of employees would be able to
use the language at work if they received appropriate encouragement and
support.

Support from in-house translators

In Catalonia, there are no 'translators' in the sense of having staff who are
employed specifically for that purpose. Instead, the linguistic requirements for
civil servants mean that every member of staff is sufficiently qualified to be
able to use both languages fluently and create Catalan and/or Spanish
documents as required.

The emphasis in Catalonia is on developing the technology for automatic
translation. With a view to developing multilingualism in society, automatic
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translation programs have been developed in Catalan, Spanish, English,
French and German.

In the Basque country, organisations employing two or more translators are
fairly rare. On the whole, it is the Basque Normalisation Officer who is
responsible for the body's translation work and proofreading. It is very often
the case that Basque texts are proofread by the organisation's normalisation
officer or other members of staff who are fluent in the language in order to
make the greatest use of written Basque by less proficient staff.

A translation memory system is available to all government staff in the
Basque Country. The enormous database of texts assists staff who are less
proficient in the language to produce documents in Basque. It is probable,
however, that many of those who are fluent in Basque tend not to use this
resource. The availability of on-line dictionaries and terminological
dictionaries to every member of staff also offers support to staff who venture
to write in Basque and reduce the dependency on written translation.

In Ireland, there is no translation support as such, since public bodies do not
have their own in-house translation units. At the moment, the tendency is for
organisations to hand over texts for translation to private individuals and
companies.

Conclusions

The countries mentioned above represent examples of dedicated linguistic
planning aimed at changing language practices in the workplace in order to
restore to use in the country's public administration a language which
historically was excluded from that role. They offer three models very different
from the situation existing in Wales today. And yet, when considering how
best to increase the use of the Welsh language in the workplace, the
examples highlight an number of basic principles:

1. Extensive and standard use of a minority language in the workplace
depends on a legal framework which requires public institutions to operate
internally in the minority language and which establishes the right of
individuals to use the language at work.

2. Legislation which imposes language conditions for public sector posts
creates a system where language competences for posts are
standardised across the sector.

3. This in turn highlights the need to create a range of suitable and standard
language competences and administration courses to meet the
requirements of working with complete proficiency in the designated
language/languages.

4. The legislation or policy which imposes the language requirements for
posts means providing appropriate and practical language training to
enable employees to increase their present language skills to meet the
new demands of the workplace.
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5. Provision of language courses alone is not sufficient to change the
language practices of individuals at work. Steps must also be taken to
develop methods of encouraging and supporting staff to use the language
they have learnt. In addition, methods need to be developed by each work
team to cope with the varied abilities of members of staff.

6. Recent ITC developments, particularly electronic translation methods -
translation memory, automatic translation, speech recognition for vocal
translations and translation from text to voice and from voice to text - all
offer methods to enable individuals with different language abilities to
foster their language skills and to communicate and work together.

7. With developments in the field evolving swiftly and ceaselessly, the
necessary investment must be secured to keep products in the minority
language up-to-date and innovative.

8. This means a commitment at government level to ensure that the minority
language is central to the country's ITC development.

9. In workplaces which operate internally through the minority language a
clear role can be seen for translators to offer support through proofreading
and correcting texts.

Clearly, on the evidence of the countries mentioned above, internal
administration through the medium of Welsh or bilingually and multilingually is
perfectly possible, given the legislative support and the investment in the
fields of Welsh-language and ITC education and training. There appears to be
a need to strengthen the legislation on the Welsh language to include an
expectation that public institutions will carry out their internal administration
through the medium of Welsh. In the case of language competences, Welsh
training and qualifications must be tailored to meet the requirements of public
administration. In the field of ITC, there must be extensive investment in new
developments in order for the products already available in Welsh to remain
up-to-date and innovative, ensuring they are available to everyone in the
workplace. Electronic translation methods should also be made a priority.

Consideration of relevant elements in three key areas —
recruitment, training and IT

A background and context to the work of this project is formed by a number of
crucial developments in the implementation of statutory language schemes.
Specifically, those aspects relating to procuring, developing and facilitating
the use of Welsh and English are particularly relevant to the work of the
project. We discuss below some of the relevant considerations relating to
recruiting, training and developing staff and the use of information technology.

Recruiting, training and developing staff

Many of the developments in the acquisition of bilingual skills can be traced
back to the statutory guidelines published by the Welsh Language Board on
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preparing and implementing Language Schemes.” Among other measures
required under guidelines 8(i) and 8(ii), bodies preparing Language Schemes
are expected to include in their schemes:

¢ "A commitment to ensure that workplaces which have contact with the
public in Wales seek access to sufficient and appropriately skilled Welsh
speakers to enable those workplaces to deliver a full service through the
medium of Welsh.

e A commitment to identify those workplaces and posts where the ability to
speak Welsh is essential and those where it is desirable, to identify the
level of proficiency required in each case, and to formulate team
descriptions and job descriptions accordingly." (page 38)

11.3. The principal methods employed to acquire the necessary skills are by
recruiting staff who possess the required skills, or training and developing
staff to the necessary levels of ability.

11.4. As regards recruitment, the statutory guidelines require that bodies include in
their Language Schemes

e "A commitment that where linguistic ability is considered to be
essential or is desirable for any post, this will be specified when
recruiting to that post.” ...

¢ "A commitment to ensure that when a non-Welsh speaker is appointed
to a post where the ability to speak Welsh is considered essential, a
condition of employment will be to learn the language to the required
level within a reasonable agreed period, with the full support of the
organisation." (page 41)

11.5. As regards Welsh language training for staff, the statutory guidelines require
that bodies include in their Language Schemes

e "A commitment to encourage members of staff to learn Welsh or to
improve their ability to speak Welsh, and to support and enable those
who wish to do so.

e A commitment to arrange learning and training programmes that focus
on workplaces and posts which are important to the implementation of
the scheme." (page 39).

11.6. As a result of these requirements, and the way implementation measures
have been included in Language Schemes for these purposes, the statutory
framework has ensured that all bodies implementing a Scheme have
arrangements, approved by the Welsh Language Board, for acquiring,
training and developing enough bilingual staff to enable them to operate their
Language Schemes effectively.

11.7. In practice this means that all such bodies now have Welsh speakers among
their staff; the numbers and proportions vary according to the nature of the

" The Welsh Language Board (1996). Welsh Language Schemes — their preparation and
approval in accordance with the Welsh Language Act 1993. Cardiff: Welsh Language Board
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services provided by the body, according to the linguistic profile of the area
and/or the nature of the public or users which it serves, and the nature of the
commitments in its Language Scheme.

By securing bilingual staff to provide a bilingual service, a potential has also
been indirectly created for all bodies operating a Language Scheme to foster
and promote the use of Welsh in the workplace beyond just the requirements
of contact with the public (which is the main emphasis of Language
Schemes).

To facilitate increasing the use of Welsh in workplaces by means linked to
recruiting, training and developing staff, the Welsh Language Board has
furthered a number of developments and trends and has also sponsored
specific projects to this end. More detailed information about the work of the
Board in this field can be found on its public website, http://www.bwrdd-yr-
iaith.org.uk/. Just some of the elements of that work are listed below.

For some years, in discussions with relevant bodies with a view to agreeing
and approving the revised versions of their Language Schemes, the Board
has been encouraging them to include measures to strengthen internal use of
Welsh. One example of this is the encouragement the Board has given
organisations to decrease the dependence of their staff on translation
services for the production of Welsh Language texts. The Board's argument,
which is now being increasingly accepted, is that increasing internal use of
Welsh by staff is way of fostering viable bilingual business units that are not
dependent on other business units for the ability to communicate bilingually in
an effective, efficient and professional manner.

In addition, the Board has continue to provide guidance on good practice
through its advice circulars, through its visits to monitor and evaluate
implementation, and its written responses to monitoring reports.

In order to assemble and summarise the considerable amount of guidance
provided to public bodies on acquiring, developing and managing language
skills resources, the Board commissioned Cwmni laith to undertake the
Bilingual Skills Project on its behalf in 2005-06. The work of the project
included research, analysis and reporting on a range of good practices
adopted by a number of public bodies in Wales for managing the Bilingual
Skills of their workforces. The research element of the work included
collecting evidence about good practice in fields such as designating the
linguistic requirements of posts; assessing and recording the recruitment,
selection and appointment of staff; staff training and development. The Board
will be making a version of the final report available to employers in 2007 as a
resource to assist them in identifying and adopting good practices. In turn,
improving practices in acquiring, developing and managing language skills
and resources will be a means of laying a firm foundation for increasing the
use of Welsh in workplaces as described in the definition in section 3.0
above.

Another substantial resource being developed by the Board, one which will
underpin the work of this project, will be the outcome of Confidence Project 3
- Confidence in speaking, which is being developed in 2007. According to the
Board's brief, this project is intended to 'provide a package that will be
available primarily for distribution to public bodies and other bodies that work
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or would like to work bilingually to support those of their staff who are Welsh-
speaking but who lack confidence to do so in formal circumstances in the
workplace when discussing work matters. The package can be in the form of
a paper, video, sound or computer resource. (...) The resource will assist in
raising people's confidence in speaking Welsh when they discuss their work
in official circumstances, such as giving an address, receiving or delivering
training or sharing information in meetings, workshops, seminars and
conferences.” The package is aimed at 'people who can already speak Welsh
and who have perhaps been educated through the medium of Welsh, but who
are unfamiliar with using the language in the workplace, and who are
therefore uncertain what to do. In addition, they may not have much
opportunity to use it outside of work'.

As training and developing staff, increasing the confidence of Welsh-speakers
and learners, and facilitating the use of Welsh are such crucial components of
the way organisations ensure that they have the necessary language skills,
the Board has paid a good deal of attention to these aspects.

It has published a handbook, Welsh Language Training in the Workplace:
Guidelines (no date / 20017?7?), to “provide employers - whether from the
public, private or voluntary sectors - with practical guidelines and advice on
how to recognise, organise and prioritise Welsh language training to meet
their needs” (page 2).

It continued to promote laith Gwaith materials - staff badges, posters, stickers
and other types of materials, to inform users which member of staff speak
Welsh and where bilingual services are to be found.

The Board's Guide to Bilingual Design (2001 edition) provides guidance on
including Welsh texts in .bilingual documents, publications and signage

To facilitate the use of spoken Welsh at the most basic level, it published the
CD Swnio'n Dda / Sounds Good (2006) to provide guidance on how to
pronounce Welsh names, a short and simple Welsh vocabulary some simple
phrases. The CD may be useful, for instance, in fostering the practice use
simple Welsh greetings in the workplace, and increasing the practice of using
Welsh place-names.

Information and communications technology

11.19.

11.20.

A large part of language use in the modern workplace now occurs through the
medium of information and communications technology. In its policy
document, laith Pawb, the National Assembly Government called for
information technology strategy to contribute to the aim of creating 'a truly
bilingual nation'. The Language Board responded to this call by publishing in
2006 Information Technology and Welsh: A Strategy Document. This
document includes (on page 4) a number of targets and statements of policy
for integrating and normalising the use of Welsh in the world of IT.

That publication noted the necessity for detailed technical guidelines for the
bilingual use of computers and these are to be found in the document
Bilingual Software Guidelines and Standards which the Board published in
2006. This document is aimed at three categories of reader, namely
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- 'developers producing software applications (including websites) for use
within Wales or that will potentially be used by Welsh speakers (...)

- any individual involved in the specification or procurement of software
applications that will be accessed from within Wales or by Welsh
speakers (...)

- policy makers and compliance officers (...)' (page 7).

The aforementioned documents present detailed information about a number
of significant developments in relation to the use of Welsh in the field of IT.
Space does not allow us to go into detail here, but we list below some of the
main developments which have been very useful in increasing the use of
Welsh in the domains discussed in this report.

The Board created an on-screen trial programme, the 'Language
Management Centre', which is available free to computer users. With the help
of the programme, Welsh can be chosen as the interface language for
Windows XP and Office 2003. It also presents a tutorial in the form a
'PowerPoint' presentation on how to type accents and check spelling in
Welsh.

IT methods facilitate the work of translation in another field which is sure to
contribute considerably to facilitating bilingual working, and over recent years
a number of 'translation memory' programmes have been developed to make
repetitive translation work easier. There is a full description of the
characteristics of translation memory software in the Board's strategy
document. Some aspects of computer translation applications are discussed
at the end of section 9.0 above when comparing the situation in Wales with
other countries.

Other types of very useful software are the spell-checkers, grammar checkers
and lexicographical resources that have been developed. A free Open Office
spell-checker is available on the Meddal website. Canolfan Bedwyr,
University of Wales, Bangor, has co-operated with the Board in the
development of a 'Cysgliad', package, which includes CySill, a Welsh
language grammar and spell-checker, and the lexicographical resource,
'Cysgeir'.

The outlook in these fields

It can be seen from the above discussion, that, more than a decade after the
approval of the first statutory Language Schemes, the aids developed by the
Welsh Language Board and its various partners for relevant bodies have
evolved into something more and more sophisticated and fit for purpose. The
different projects sponsored by the Board have given rise to a range of
operational tools, guidance and guidelines for coming to grips with the
challenges which face organisations in the fields of recruitment, training and
information technology - 3 very crucial fields in the process of creating
bilingual workplaces.

As different departments of the Board foster more and more expertise and
collect more and more information about these different fields, we believe that
this trend will continue, with the Board/the Board's successor and its partners
targeting their resources and their projects more accurately in response to
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shortcomings and weaknesses in the current operational methods of the
bodies concerned. As a result, we can expect that any systems-based
obstacles to the use of the two languages in the workplace will continue to be
gradually reduced and solved.

As well as developing more sophisticated responses as part of the process of
implementing the Language Act 1993, influence is now being brought to bear
on language planning processes from a different direction, namely the
requirements and expectations of laith Pawb. The vision of laith Pawb is
succinctly expressed as an aspiration to create ‘ a truly bilingual Wales, by
which we mean a country where people can choose to live their lives through
the medium of either or both Welsh or English and where the presence of the
two languages is a source of pride and strength to us all'. (page 1)

Since the workplace is a central setting for the everyday lives of a vast
proportion of the Welsh population, the commitment to enable people ‘choose
to live their lives through the medium of either or both Welsh or English’
cannot be fulfilled without influencing the degree to which they are able to do
that in their day-to-day work. According to the rationale of laith Pawb, then,
we can expect that the Assembly Government will wish to influence
employers in the future to ensure a regular and unimpeded sequence of
opportunities to use Welsh in every aspect of an individual's involvement with
the world of work. That is, in addition to seeking to ensure that employees are
able to receive information from the employer in Welsh and able to work in
Welsh, consideration will also be given to facilitating opportunities for
individuals to socialise informally in Welsh with others in the workplace.

Since Welsh was made a statutory and compulsory core subject in the
national curriculum for Welsh schools from 1990-91 onwards (following the
Education Reform Act 1988), there has been an increase in the number of
pupils who leave school possessing bilingual skills. Of course, many of these
young people take a pride in the bilingual communication skills and it would
be reasonable to expect an increasing number of them to seek opportunities
to use Welsh, or both languages, in their careers afterwards. The section in
laith Pawb which discusses the field of economic development includes
actions to achieve ends such as ‘Accelerating the number of Welsh speakers
in business and ‘Expanding the horizons of the Welsh-speaking workforce
and encourage the use of Welsh in the workplace’.

The developments and influences outlined above could be expected to raise
the level of expectations on the part of Welsh speakers about opportunities to
use their Welsh in the world of work.

An outline of the legal situation

Setting up a context for the legal considerations

Every organisation has its own internal culture or 'atmosphere’, arising from a
combination of influences - its functions, its policies, its personalities and its
practices. It is these influences which are mainly responsible for the type of
experience gained when working for it. Where more than one language is
used, they combine to create the organisation's 'language culture' as well.
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This is true throughout the world; in the Welsh context, this is certainly true of
the use of Welsh and English in the workplace.

At the two extremes, there are organisations which, behind their customer
interface, are administered entirely in English or in Welsh. Only a fairly small
number come into the second category, because the vast majority if not all of
the personnel need to be Welsh speakers. Examples can be found in Section
9.0 above. In general, the two languages are used to different degrees, with
English, for practical and demographic reasons, as the principal language of
administration, and Welsh - once staff step back from dealing with the Welsh-
speaking customer - as a more occasional language between individual
employees.

Sometimes, the language, or bilingualism, of the administration is a matter of
central policy by an explicit and fundamental decision. Often, however, it is a
rational and practical result of the circumstances which drive the decisions of
the workplace. In large organisations, it can vary from one part of the
organisation to another according to location or function or personalities. In an
'informal’ situation then, it is the proportion and influence [e.g. status, location]
of those who wish to use Welsh which decides how much use is in fact made
of that language internally.

At any one time then, whether through a decision or by the evolution of
circumstances, a linguistic pattern of internal operation exists in an
organisation. Before moving on to practical considerations about increasing
the use of Welsh in the workplace, we should consider:

« Are there legal implications in the field of employment and human rights to
decisions about the use of a language or languages in administration?

« Specifically, is it legal to take institutional steps to increase the internal
use of Welsh?

This is discussed by looking at some situations currently possible in the
workplace.

Prohibiting staff from speaking a particular language together at all

An absolute and unconditional rule of this sort on the part of an organisation
or the representative of an organisation [e.g. a particular manager] would be
contrary to human rights. It could also be racial discrimination if the prohibited
language is connected with people of a different ethnic or national origin to
the rest of the workforce.

For an organisation to discipline or dismiss staff for using a prohibited
language in such circumstances would probably be a breach of the Race
Relations Act 1976. In the same way, it would be illegal to create a situation
where it became impossible for staff to remain [for instance by harassment or
by discrimination in the distribution of work or in performance assessment and
promotion] because of their use of the prohibited language. The decision in
the Industrial Tribunal case Williams v Cowell, for example, illustrates this in
relation to an employer prohibiting the use of Welsh.

These days more enlightened attitudes, together with legislative

developments and highly-publicised cases, mean that it is unusual to hear of
a language's being prohibited.
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A rule that only one language is to be used in the organisation's
administration although staff speak more than one language

Usually, this is a decision made for practical reasons, such as operational
effectiveness (costs and time), ensuring that everyone understands, reducing
risk when taking decisions, and fostering a single workplace culture. This is
the policy of many organisations, particularly in the private sector where
English is used throughout in service and administration. It is an
understandable decision, which is led by the business needs of the employer
rather than discriminatory or racial motives.

As already mentioned, there are examples of bodies and businesses carrying
out their administration through the medium of Welsh, including some with
non-Welsh-speaking staff working for them. For these organisations, it is
sometimes also a matter of principle - supporting or promoting the Welsh
language and its use - alongside the practical reasons usually found. Once
again, there is no discriminatory or racial intention.

If the language rule has existed from the beginning or for a very long period,
then probably everyone who already works for the organisation is able to
cope with the situation - as passive participants if not entirely comfortable.
However, if the present organisation decides to adopt the language rule and if
that means a change in the established linguistic pattern of the workplace,
then as well as causing anxiety, the results can create difficulty for some
people, and that in turn can have a discriminatory effect and be against the
law.

When adopting a language rule, the organisation in essence assumes that all
the staff employed on the date of the decision are sufficiently fluent in the
chosen language of administration to be able to carry out the associated
administrative tasks effectively. It assumes that they are under no
disadvantage that could undermine their performance and their promotion
prospects. If that is not the situation, and if some of the current staff are going
to have difficulty in coping in the chosen language, then the organisation
should accept that it has a responsibility to take that into account in its
arrangements, and to assist the affected staff in an appropriate way in order
to try to eliminate the disadvantage. If it does not do this, it may be guilty of
discrimination. Notice that it is disadvantage and not inconvenience that
counts in this connection.

In the context of mainstream bilingualism in Wales, the crucial point in the
perception of inequality is the view that the rule would give Welsh speakers
an advantage at the expense of their non-Welsh-speaking colleagues, but
exactly the same considerations apply when dealing with foreign workers who
are unable to cope in English or Welsh.

A policy intentionally aimed at increasing the internal use of the Welsh
language

Until recently, with some exceptions, the 'language shift' in Wales was mainly
from Welsh to English. Something that contributed considerably to the
change, as well as a drop in the number and/or percentage of Welsh
speakers, was their high level of bilingualism and their readiness to use
English when faced with the monolingual English of their colleagues. Crucially
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for this tendency, administration through the medium of English was not a
practical difficulty for them, while administration through the medium of Welsh
raised considerable difficulties for their colleagues.

What then are the legal implications of taking some deliberate institutional
steps to try to reverse this trend, and to increase the internal use of Welsh,
but without creating an absolute language rule? Clearly, the result is going to
depend on the exact nature of the steps and the disadvantage they can
cause. But to put it simply, it can be assumed that some steps, such as
holding team meetings or providing training in Welsh only, without translation
facilities, will create difficulties for non-Welsh-speaking staff and put them at a
disadvantage.

If, for example, the organisation were to give notice of its intention and the
date of implementation, and introduce a language training programme, then
this would be a suitable way of assisting those staff to overcome their
disadvantage before the rule came into operation. In the same way, providing
a translation service for staff use would also be helpful. Assuming justification
for the introduction of the rule, these steps would not only be wise as regards
maintaining goodwill, but also likely to protect the organisation from an
accusation of discrimination. These few obvious examples show that the
practical implications are both real and considerable.

New staff, joining the organisation after the decision has come into effect, are
in a different situation. It can be assumed that their ability in the chosen
language of administration is one of the skills measured at interview, and they
will be aware of the requirements when they join the workforce. The likelihood
is that their linguistic abilities will be sufficient to cope or they would not have
been appointed, and that they will have no objection to the situation.
However, their advent will be likely to add to the anxieties of those who do not
speak Welsh.

To put it simply then, an organisation has a perfect right to increase its
internal use of the Welsh language, on condition that it also accepts its
responsibility to its staff to take appropriate practical steps to seek to rectify
any disadvantageous side-effects that can cause discrimination in the eye of
the law.
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Section 3: Recommendations - Widening the
influence of the project
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A consideration of the resources that will be required to change
practices in different settings

On the basis of the evidence collected and of our experiences throughout this
project, we suggest that bodies that are considering increasing the use of
Welsh in their internal administration should consider the following steps and
measures when planning to change language use patterns. The steps listed
indicate a process that an organisation could adapt according to its own
culture and practices:

Policy and procedures:

Creating a policy on language use within the administration, referring to the
definition of bilingual workplaces offered in this report.

Wide-ranging consultation on this policy among managers, staff and unions.
Including in the planning individuals or services that are to provide support.

Mapping current language practices as a baseline and monitoring progress
from that.

Securing appropriate promotional materials, either within the organisation
itself or from external organisations.

Ensuring corporate ownership of the development, including ownership by
political representatives where relevant.

Ensuring that a lead is given by the higher echelons of management, one that
attaches prestige to the Welsh language and to working bilingually.

Designating internal responsibilities for different specific aspects of
introducing the changes.

Considering drawing up protocols for aspects such as:

Internal meetings

Sending e-mails

Placing material on the intranet
Making telephone calls

O O0OO0Oo

In larger organisations, considering whether it would be appropriate to
introduce a rolling programme, by individual service unit, over a period of
time.

Marketing and promoting the change in practice, both internally and
externally.

Linking the plan for increasing the use of Welsh internally with a Bilingual

Skills Strategy, including robust policies on recruiting and developing bilingual
skills.

63







Report on the Project for Promoting Bilingual Workplaces
— Final version —

Creating, implementing and regularly updating an appropriate ITC strategy.
The aim of such a strategy would be to plan for acquiring, developing and
ensuring effective use of ITC programmes and other merchandise that will
facilitate the use of Welsh internally.

Support for staff

Drawing up an Action Plan that ensures staff receive appropriate support in
changing their practices.

Introducing a language awareness training programme as a means for laying
a foundation of common knowledge and understanding for managers and
staff, and to facilitate a change in language use patterns within the
organisation.

Installing appropriate Welsh language ITC software and providing training in
its use, giving priority to language correction software and an on-screen
lexicographical resource.

Facilitating access to useful online resources, e.g. TermCymru.

Developing the use of bilingual templates for forms and documents for
internal and external use and facilitating increasing use of translation memory
software.

Offering various courses for language learning and improvement.

Setting up a mentoring scheme for learners, including general information for
all staff on appropriate ways of giving support, as well as guidelines and aids

for learners and mentors.

Considering pairing individuals who have little confidence in their Welsh with
confident individuals in the workplace to facilitate progress.

Using the organisation's intranet to establish a focus for the scheme to
change practices and for central resources.

Ensuring an adequate supply of appropriate language aids in the form of a
dedicated space (e.g. a 'Welsh practice room'), dictionaries, glossaries,
grammars, software for learning and practice, visual aids etc.

Maintaining change

Regularly publicizing staff successes as they develop their use of Welsh.
Ensuring that discussions about developing language skills are mainstreamed
in staff support and appraisal interviews, and evaluations of manager
performance.

Creating in-house settings where staff can socialize in Welsh, e.g. a learners'
room, Siop Siarad / lunchtime chat sessions etc.
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Creating opportunities for staff to socialize outside working hours.

Setting up a working party of suitable 'champions" to review progress and co-
ordinate efforts.

Creating a supportive relationship with bodies whose administration is already
through the medium of Welsh or bilingual, in order to learn practical lessons
and / or enter into a mentoring relationship.

Wider recommendations for the Welsh Language Board on how to
develop the use of Welsh in the workplace

General findings

As a background and context to our recommendations to the Welsh
Language Board on how to develop the use of Welsh within workplaces, we
offer the following findings and considerations:

o The strength of the tradition of public administration through the medium
of English, and its influence on the attitudes and confidence of Welsh
speakers.

e The positive response of staff to the opportunity they were offered, their
keenness to increase the use of Welsh in their work and the positive way
they took advantage of opportunities to receive training and support
resources.

e The importance of creating an atmosphere of encouragement deriving
from robust policy guidance, an atmosphere of celebrating progress, the
support and encouragement of managers and the availability of
supportive measures.

e The fact that changing language practices is a sensitive process which
takes time and should not be rushed through faster than the staff and the
support arrangements can cope with in relation to their day-to-day work
and priorities, their personal perceptions and their initial confidence.

o A positive lead is needed at a number of levels, including a working party
at the executive level to co-ordinate supportive initiatives, as well as
interest and encouragement at the strategic management level in order to
achieve the aim.

¢ Having someone specified as a motivator, whether in-house or externally,
is also a help to ensure progress.

e The central role of language correction software and internal e-mail

practices in increasing the confidence of individuals to seek to create
Welsh texts.
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e The potential to create a bilingual internal culture through services offered
to staff in relation to Human Resources; pensions information; internal
publicity; internal circulars, both electronic and paper; internal staff
bulletins; the bilingualism of the intranet etc.

e The positive impact of the project on the use of Welsh in the personal and
family lives of the participants.

e The way a project of this type can contribute to empowering participants
by increasing their confidence and their pride in their language skills and
in Welsh language culture, and their sense of identity.

o The definite advantage of establishing a specific plan and project to
ensure progress.

Recommendations for the attention of the Welsh Language Board

1.

10.

Encourage institutions to develop policy statements about language use in
the workplace.

Consider including measures to develop bilingual workplaces when Language
Schemes are reviewed.

Work with the Assembly to include plans for developing bilingual workplaces
in mainstreaming strategies, as part of a wider programme for implementation
by public sector bodies in response to laith Pawb.

Continue to encourage organisations to adopt Language Skills Strategies,
and link that with increasing the internal use of the Welsh language.

Hold an annual symposium of bodies whose administration is either bilingual
or in Welsh, or that are considering expanding their internal use of Welsh.

Publish a convenient guide based on Section 13 above, to assist bodies
considering expanding their internal use of Welsh.

Co-operate with the Association of Welsh Translators and Interpreters to
develop the supportive role of translation units in this connection.

Co-operate with the new Welsh Language Teaching Centres to develop and
promote a number of opportunities, both traditional and new, for language
learning and improvement in the workplace, with particular attention to
developing learning routes based on gaining and developing competences for
communicating in workplaces.

Continue to promote the development of Welsh-language IT for the
workplace, in co-operation with Canolfan Bedwyr, Rhwydiaith and others in
order to expand availability and use.

Encourage bodies to provide Welsh-medium or vocational training under their
present Language Schemes.
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11. Establish a 'laith Gwaith' ('Working Welsh') section on the Board's website as
a central point of reference for advice on increasing the internal use of Welsh.

12. Develop the concept of the 'internal customer', encouraging public bodies to
develop bilingual internal services to their staff, e.g. human-resources
services, pensions information, internal publicity, the intranet, internal
circulars etc.
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Section 1. Background and Summary

Background

Introduction

The North Wales Local Criminal Justice Board (NWLCJB) was established in
2003 and brings together the chief officers of the six North Wales Criminal
Justice Agencies: North Wales Police, Crown Prosecution Service, Her
Majesty’s Courts Service, The Probation Service, Youth Offending Teams and
The Prison Service in order to provide better co-ordinated and more cohesive
working arrangements within the Criminal Justice System.

This study was commissioned by the North Wales LCJB’s Welsh Language
Sub-Committee. According to the latter’'s Mission Statement:

“‘North Wales LCJB’s Welsh Language Sub-Committee recognises that
offering genuine language choice is a duty under the Welsh Language
Act 1993. That choice is also essential to the effective and efficient
administration of justice in Wales. The sub-committee will:

Ensure that the justice system accurately identifies the choice of
language of all service users and acts upon that choice.

Identify and seek to rectify any weaknesses within the system that
prevents the provision of a full bilingual service.

Promote language awareness and sensitivity and the use of the
Welsh language within the justice system.”

The North Wales LCJB’s Welsh Language Sub-Committee has the following

aims.

Encouraging a more joined up approach to Welsh language training
between the justice agencies.

Co-ordination of linguistic activity within the justice agencies.
Sharing good practice in relation to Welsh language activity
between the agencies especially in the field of language

awareness.

Encouraging a greater business use of the Welsh language within
the internal administration of the agencies.
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¢ Encourage the agencies to adopt a policy stating clearly that all new
employees should have to show basic Welsh skills (Level 1) before
their appointments are confirmed.

e Ensuring a guaranteed language choice within the justice system.

Over the past 10 years, the NWLCJB and the North Wales Police have
proved to be pioneers in the strategic planning and provision of Welsh
language services. Of all the LCJBs in Wales, the NWLCJB has been the
most proactive in terms of implementing the principles of the 1993 Welsh
Language Act. There is a manifest desire and commitment among managers
of all the justice agencies in North Wales to improve the delivery of genuine
language choice in the pursuit of the administration of justice for the citizens
of North Wales.

It is recognised, of course, that while substantial progress has aready been
achieved, it will take many years to thoroughly change the values and
practices of a sector which has for centuries considered English as the sole
language appropriate to the justice system in Wales. The commissioning of
this report represents another important step in the process of identifying
further ways to improve the bilingual provision of each agency and, more
significantly, ways of moving forward through the sector-wide collaboration of
all agencies operating within the North Wales criminal justice system.

The study presented in this report was specifically comissioned to:

a. ldentify how effectively the criminal justice agencies in North Wales
offer language choice to defendants, victims and witnesses;

b. ldentify how effectively language choice is recorded and passed on to

other agencies;

Provide recommendations for the North Wales criminal justice system;

Develop a methodology so that a similar investigation may be carried

out in the civil process.

oo

Methodology

In agreement with the commissioning agency, this study has focused on the
following agencies/individuals:

HMP Altcourse

British Transport Police

Crown Prosecution Service

Defence Solicitors

Crown Court Judge

Her Majesty’s Courts Service

Legal Services Commission

North Wales Local Criminal Justice Board
North Wales Police

The Law Society (Wales Office)
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The Probation Service

North Wales Witness Service

Witness Care Unit

Youth Offending Teams (Gwynedd & Mén, Conwy & Denbighshire,
Flintshire and Wrexham)

A questionnaire was developed to collect detailed information from each
agency about:

a. their organisational framework for providing language choice; and

b. their methods and procedures for offering language choice and for
recording and passing on language choice internally within the agency
and externally to other agencies.

These questionnaires were completed by the authors during 40 minute—1
hour face-to-face and telephone interviews with at least one representative
from each agency. Interviews were conducted in Welsh or English according
to the interviewees’ preference.

Each agency’s website and publically available documentation was examined
prior to interviews. Further documentary evidence was gathered during the
interviews. This evidence included, for example:

voluntary/statutory Welsh language schemes or policies

annual reports, strategic documents, mission statements etc.

staff guidelines

forms, example letters,

leaflets and other publicity/information materials (DVD, newsletters).

Semi-structured interview schedules were designed to collect the views and
experiences of Welsh-speaking victims/witnesses, young and adult offenders.
In all, we conducted interviews with 9 adult prisoners/ex-prisoners; 2
offenders serving probation orders; 4 young offenders and 3
victims/witnesses. During our visit to HMP Altcourse we interviewed four male
prisoners MO5, MO6, MO7 and MOS8 (from Anglesey). We also interviewed a
further four male ex-prisoners MO1, MO2, MO3 and MO4 and one female ex-
prisoner FO1 (from Gwynedd). We interviewed two female offenders on
Probation Orders (from Gwynedd). Of the four young offenders interviewed,
FYO1, FYO2 and FYO3 were young women from Gwynedd and FYO4 was a
young woman from Flintshire. Finally, of the three victims/witnesses
interviewed, VW1 was male and VW2 and VW3 were female. All the
victims/witnesses interviewed lived in Gwynedd.

All interviews with victims, witnesses and offenders were conducted in Welsh
according to the interviewees’ preference. All interviews were audio recorded
and transcribed apart from in the case of the 4 prisoners at HMP Altcourse.
The views and comments of victims, witnesses and offenders are referred to
throughout the report.
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Purpose of this report

This report presents the findings of the study and seeks to draw observations
from the interview and documentary data collected from the criminal justice
agencies, victims, witnesses, juvenile and adult offenders. This report also
seeks to:

e establish the extent to which victims, withesses and offenders are
provided the opportunity to use Welsh fully in their interaction with
criminal justice system agencies in North Wales;

e evaluate whether the Welsh language service provided to victims,
witnesses and offenders meets the requirements of the 1993 Welsh
Language Act i.e. that in the conduct of public business and
administration of justice in Wales the English and Welsh languages
should be treated on the basis of equality;

e provide an analysis of the operational framework each agency has in
place and the methods and procedures they employ to provide
genuine language choice to its Welsh-speaking users;

e provide an analysis of the issues raised by Welsh-speaking victims,
witnesses and juvenile and adult offenders’ experience of the criminal
justice system;

e provide recommendations to each individual agency for improving
current practice;

e based upon the evidence gathered during this study, draw key
conclusions for the criminal justice system in North Wales and
formulate recommendations for improving and standardising best
practice in Welsh language provision across the sector.

Considerations

The conclusions drawn from this research should be considered in the context
of the following limitations set out below:

e This study was originally conceived as an audit of the capacity of criminal
justice agencies in North Wales to offer language choice to users, i.e. an
audit which would focus upon criminal justice agency provision. The study
was subsequently extended to give greater weight to the experience of the
users of the services provided by these agencies. However, the interviews
with victims, witnesses, juvenile and adult offenders were conducted within
a short timeframe at the end of the project which made it impossible to
secure more than a limited sample of users.
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The sample of victims, witnesses and offenders included in this study are
not, therefore, intended to provide a representative sample of the Welsh-
speaking victims, witnesses and offenders of the North Wales criminal
justice system. There is a strong bias within the study of informants from
Gwynedd, although this is a bias that is also reflected in wider criminal
justice system statistics. The experiences of the informants interviewed in
this study should be viewed as case studies which inform the report and
illuminate certain issues concerning Welsh language provision.

Some problems were experienced in securing all the interviews intended
within the timeframe of the study. Consequently, despite all efforts being
made by the consultants, it was not possible to secure interviews with 2
defence solicitors, and interviews with 1 victims/witness and 1 offender on
probation order were cancelled. It was not possible to interview users from
Conwy, Denbighshire or Wrexham because the agencies who were asked
to assist us in our efforts to identify potential interviewees did not hold
records of Welsh speakers.

This report recognises that there are elements of good practice in all the
North Wales criminal justice agencies and that some agencies are
particularly pro-active in developing a robust framework and methods for
ensuring that genuine language choice is provided to users. However, the
purpose of this report is to identify any weaknesses within the system that
prevent the provision of a fully bilingual service. Consequently, more
weight is given to identifying these weaknesses and providing
recommendations for rectifying shortcomings.
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Executive Summary

Key Findings

The undertaking of this study was, without exception, warmly welcomed by all
respondents contacted within the agencies surveyed. The authors consider
that this reservoir of good will among staff towards ensuring good quality
provision in the Welsh language is an invaluable resource at the agencies’
disposal, and augers well for the due consideration of the findings and
recommendations of this report.

Similarly a number of the juvenile and adult offenders, former offenders,
witnesses and victims contacted felt that the particular focus being applied to
the issue of language choice by this study was a very positive signal by the
criminal justice system, indicating that the treatment of service users with
regard to language choice was a matter of genuine concern to agencies.

Within this positive context, we present the following key findings:

e This study shows that the provision of a choice of services in Welsh or
English by agencies across the North Wales Criminal Justice sector is
varied and inconsistent.

e Where language choice is offered and Welsh speakers have the
opportunity to use Welsh as their preferred language, being able to deal
with the criminal justice system in Welsh is a far better experience which
adds significantly to the quality of the service they receive.

e However, the evidence of interviewees who have had experience of the
North Wales Criminal Justice System suggests that the offer of language
choice by agencies and genuine opportunities to use their Welsh are
generally scarce, inadequate, inconsistent and arbitrarily determined.

e The evidence of adult prisoners and young offenders held in the secure
estate indicates that language choice for Welsh speakers in those
institutions is typically scarce or non-existent.

e The language registers used by all agencies in the justice sector for verbal
and written communications is a major factor in determining whether
service users will wish to use Welsh when communicating with the
agencies.

e The lack of confidence of Welsh speakers in general in dealing with official
matters through the medium of Welsh also extends to Welsh speaking
professionals and other Welsh speaking staff across the sector.
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The evidence provided by agencies shows that their working
arrangements for offering, recording, responding to and forwarding a
record of language choice are generally inadequate, inconsistent and in
some cases non-existent.

Where users opt to exercise language choice and use Welsh it almost
invariably causes delays and difficulties and often adds to the stress
experienced by them.

Recruitment and staffing arrangements and the management of language
skills resources for implementing the provision of language choice to
service users are generally ineffective, inefficient and apparently arbitrary.

Levels of Welsh language awareness and sensitivity to the importance of
offering language choice are generally low among agencies’ staff.

Current understanding of the concept of offering language choice
throughout the sector is based, inappropriately, on the idea of “responding
to demand”.

Across the sector, with few exceptions, English is regarded by the
agencies surveyed as the ‘default’ language or norm for communications
skills deployment in all interface situations with clients / service users.

Agencies within the sector which operate as local units of a centralised
administration or headquarters based outside Wales invariably face
difficulties in ensuring adequate resourcing and support for bilingual
provision.

The public often do not differentiate between the various criminal justice
agencies. To Welsh speaking service users, the current inequality and
inconsistency of language choice provision when experiencing ‘the
criminal justice system’ may well appear confusing and incomprehensible.

Whenever members of the North Wales public engage with the criminal
justice system in North Wales, initial contact system is almost invariably
via the North Wales Police. In terms of public perception, it is therefore
reasonable for members of the public to assume that the quality and
standards of the service they experience when dealing with the NWP in
terms of being offered and allowed to exercise language choice will
represent the norm for their subsequent dealings with the system in
general. As a leading statement of policy and good practice, it is
appropriate that NWP’s Welsh Language Scheme should be considered
as the sector’'s baseline model for standards of providing services in
Welsh.

Without the availability of a specialist language consultant resource,
similar to the full-time Welsh Language Advisor and supporting Welsh
Language Services department employed by the North Wales Police,
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progress both within individual organisations and on a sector-wide basis is
unlikely to occur.

Recommendations for the North Wales Criminal Justice System

1. The North Wales Local Criminal Justice Board (NWLCJB) and its
associated agencies should adopt the following method as their basic
approach for offering language choice:-

The choice of a service in Welsh or English or bilingually, should

- Be offered proactively to service users, rather than on request or in
response to perceived demand;

- Be offered for both verbal communications and for written
communications, and differentiate between the two;

- Be offered at the initial point of contact or at the earliest opportunity,
with the user’s choice formally recorded and formally conveyed to
any agencies who will be involved in subsequent communications
with him/her.

2. In order to promote consistent standards and quality of service across the
sector, all agencies within the sector should adopt the service standards
set out in the Welsh Language Scheme of the North Wales Police for
dealing with the public in Wales.

3. The NWLCJB Welsh Language Sub-Committee should pursue the action
points and recommendations of this study, share best practice and
promote a ‘joined-up’ sector-wide approach to recording, acting upon and
passing on a record of users’ language choice.

4. The action points relating to each agency covered by this study should
form the basis of an action plan to be drawn up by each agency. Each
action plan to include targets and each agency to report to the NWLCJB
Welsh Language Sub-Committee on progress.

5. The NWLCJB Welsh Language Sub-Committee should establish a
network similar to that of Rhwydiaith® specifically for criminal justice
agencies in North Wales and throughout Wales in order to provide a
support mechanism through which criminal justice agencies can come
together and discuss strategic issues around the implementation of Welsh
language schemes and promoting bilingualism within the criminal justice
system.

! Rhwydiaith is a network established as a support mechanism through which local authorities
in Wales and other public sector bodies can come together and discuss strategic issues
around the implementation of Welsh Language Schemes including promoting and sharing
good bilingual practice within local government in Wales.
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6. The NWLCJB should press to establish prison and secure estate facilities
in Wales for adult and juvenile offenders from North Wales; any such
facilities to be subject to Welsh Language Schemes.

7. Pending the establishment of prison and secure estate facilities operating
Welsh Language Schemes in Wales, the NWLCJB should press all
prisons and secure estate facilities which receive adult and juvenile
offenders from North Wales to adopt a Welsh Language Policy Statement
or good practice protocol similar to the policy statement adopted by HMP
Altcourse on The use by prisoners of languages other than English
(reproduced at Appendix 1).

8. The NWLCJB should liaise with the other local Criminal Justice Boards,
the Welsh Assembly Government and other relevant organizations in
Wales, with a view to pressing for increased decentralization of criminal
justice structures and agencies in order to ensure more efficient and
effective services, local accountability and appropriate budgetary provision
for bilingual service provision.

9. All NWLCJB agencies should include in their strategic financial planning
arrangements the earmarking of specific budgets for Welsh language
provision as opposed to the current ad hoc arrangements.

10.The NWLCJB should initiate a project to address the need to develop
appropriate language registers for communicating with Welsh speakers in
both spoken and written Welsh. Priority to be accorded initially to
considering the spoken and written Welsh used in custodial contexts, in
the Courts and with vulnerable service users.

11. The NWLCJB and each individual agency within the scope of this study
should actively pursue the development of vocational training and
professional development routes which incorporate adequate and
culturally appropriate training (i) through the medium of Welsh and (ii) on
the deployment of appropriate ‘user-friendly’ language registers for dealing
with service users / public interface situations, both verbally and in written
format.

12.The NWLCJB should develop a strategic approach to developing and
delivering Welsh Language Awareness Training to staff throughout the
sector as an integral part of their professional training and development.

13.The NWLCJB should press the Welsh Language Board to produce and
disseminate at the earliest opportunity its long-awaited Justice Sector
Terminology in order to progress the staff training and development
objectives outlined in these recommendations.

14.The NWLCJB should actively promote:

- an understanding across the sector that it is no longer appropriate
for agencies to treat English as the default language and norm for
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communicating with service users and that Welsh and English are
to be treated on a basis of equality;

- the adoption by each agency of a policy statement to this effect,
normalising a bilingual approach to service delivery through the
offer and implementation of language choice.

15.The NWLCJB and each individual agency within the scope of this study
should actively publicise and market the availability of a choice of verbal
and written communications in either Welsh, English or bilingually.

16.The NWLCJB should actively promote the development and
implementation of Bilingual Skills Strategies by the agencies within the
scope of this study in order to foster a planned, strategic approach to the
recruitment, development and effective management of language skills
resources for providing language choice to service users.

17.The NWLCJB and each individual agency within the scope of this study
should press for adequate Welsh Language consultancy staffing resources
to progress the Welsh language agenda and the recommendations of this
report effectively both within individual organisations and on a co-ordinated
sector-wide basis.
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Section 2

Reports on individual North Wales criminal justice agencies

In this section, we present our findings on each of the justice sector agencies
investigated for the purpose of the report. The text dealing with each agency
includes:

- An outline profile of the organisation and brief commentary based on the
information received and on the responses obtained

- A summary, in table format, of the responses obtained at interviews to
questions on specific aspects of providing language choice to service
users

- A series of Action Points recommended to each agency.

At various points in this Section, points arising in the text are informed or

illuminated by the inclusion in text boxes of quotations obtained from our
interviews with service users and other sources.
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North Wales Police

The North Wales Police (NWP) are responsible for policing an area which has
a resident population of over 675,563 and 280,329 homes. The Force
employs over 1,590 police officers and approximately 992 civilian support
staff. In addition, the Force has 160 Police Volunteers, 85 civilian volunteers
and 161 Police Community Support Officers. The NWP area is divided into 3
Basic Command Units (BCU) and the Headquarters is located at Colwyn Bay.
Each BCU is largely coterminous with an area covered by two Unitary
Councils:

e The Eastern Division covers the counties of Wrexham and Flintshire, with
a population of 281,067

e the Central Division covers the counties of Conwy and Denbighshire with a
population of 207,362

e the Western Division covers Gwynedd and Anglesey, with a population of
187,134.

The area covered by NWP includes some of the most Welsh speaking areas
in the whole of Wales. Having said that, the profile of Welsh speakers
throughout the six county areas covered by NWP varies considerably as
shown in Table A.

Table A: Able to speak Welsh (2001 Census)

NWP Police Basic Control County areas | Number Percent

Divisions

Eastern division Flintshire 20,599 14.4
Wrexham 18.105 14.6

Central division Denbighshire | 23,760 26.4
Conwy 31,298 294

Western division Anglesey 38,893 60.1
Gwynedd 77,846 69.0

These geographical variations in the number and proportion of Welsh
speakers across North Wales inevitably poses a particular challenge to NWP
and other agencies of the criminal justice system with regard to the delivery of
a high quality bilingual service to all Welsh speakers.

According to their own description, North Wales Police have an innovative
Welsh Language Scheme. In a statement on the website relating to the Welsh
Language, NWP place considerable emphasis on language considerations
when communicating with the public:

“It is our policy to conduct our dealings with members of the public in
English or in Welsh according to the wishes of the individual, as far as it is
practicable for us to do so. The aim of this is to develop, enhance and
achieve the principle of linguistic equality in accordance with the Welsh
Language Act.”
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In the words of an independent review report, “The bilingualism agenda has
been driven from the top and widely embraced, and the organisation has
moved forward as a result.”? In reviewing “senior management leadership and
engagement” on Welsh language issues among the 4 Police Forces of Wales,
the independent review found “evidence of sustained active leadership and
co-ordination of bilingualism in NWP only”. Furthermore, the review found
that, according to most of the other indicators considered in the report, the
NWP was at the forefront of Welsh police forces in progressing its Welsh
language agenda.

Offering Language Choice: At the organisational and policy level

Our discussion in this section is based upon our interviews with a key officer
in the area of Welsh language policy and a manager of custody services.

At the organisational and policy level, NWP are among the most forward
thinking as regards adopting policies and procedures for improving its delivery
of a bilingual service, as the information provided by NWP in Tables 1 and 2
below indicates.

It appears that some of the elements hindering the process of offering,
recording and passing on language choice derive from the historically
centralised nature of policing services. Procedures for warning, arresting and
questioning members of the public and procedures for dealing with detainees
at service desks and custody suites are all based on arrangements and
documentation devised centrally outside Wales and followed by all Police
Authorities. Weaknesses have been identified in the current configuration of
the RMS computer system (an information recording and management
system) as regards its user interfaces in English only, which do not facilitate
the language choice aspects of NWP’s Welsh Language Scheme. Difficulties
are still being experienced in securing the ready co-operation of the Ministry
for Justice in facilitating the adoption and implementation of best bilingual
practices in accordance with the Chief Officers' Strategy, and the production
of bilingual inputs and outputs.

Another weakness is uncertainty among NWP staff and officers about the
extent to which their partners across the criminal justice sector are able to
operate effectively and efficiently to process the language choice of victims,
witnesses and defendants, and the ability of those partners to take ownership
of and to cope with best bilingual practices.

However, other evidence also indicates that the NWP’s own procedures for
offering and conveying information on language choice to other agencies are
not sufficiently robust. For example, it is apparent that some police divisions
are still using the old (2005) version of the Statement Form (MG11, Rev.3/04)

% DAFIS, Rhys : ‘The Use of the Welsh language by Police Forces in Wales’ [Welsh
Language Board report, 1995 (http:/www.bwrdd-yr-iaith.org.uk/publications)] . Presented to a
meeting of the Welsh Language Board for discussion in April 2006.
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used to take witness statements which do not include a question box offering
a choice of language, instead of the new (2007) version which includes a
question to this effect. The Crown Court Judge and Defence Solicitor who
were interviewed for this study said that in the light of their considerable
experience, they are certain that it is not routine practice for the police to offer
language choice to those brought before the courts in North Wales. We
received similar evidence to this effect from the Welsh-speaking juvenile
offenders and adult offenders interviewed.

Table 1: Information provided by respondent representing

North Wales Police

Aspects
examined

Summary of interviewee’s response

Nature of the
statutory/voluntary
commitment to
offer a language
choice

A Language Scheme, which incorporates The Welsh
Language Strategy of the Association of Chief Police
Officers. The Strategy states that ‘we aim to be a
bilingual workplace’ and makes a commitment to offering
‘a guaranteed choice of language in the Custody Suites
and the Control Roon’.

An Action Plan (derived from the Language Scheme)

Operating
guidelines

0 Guidelines for staff and officers on how to deal with
someone in custody.

o The policy is that counter staff must possess bilingual
skills and offer language choice.

o The Action Plan states specifically that language
choice must be offered.

Welsh-speaking
staff / staff who are
learning Welsh

The force encourages applications from Welsh speakers
and learners. The policy is that everyone joining the
Police since 1.1.08 must possess at least level 2 skills in
Welsh and progress to level 3 within 9 months. The
force provides CDs and dedicated language training
courses to assist staff to achieve these linguistic
requirements. Current staff seeking promotion who do
not already speak Welsh are also required to
demonstrate level 2 skills.

25% + (staff and officers) are Welsh-speaking, at Level 4
and above (September 2006).

Training/briefing
sessions

Every new officer appointed during the last 5 years has
received language awareness training. Work is in
progress to provide on-screen awareness training.

An extensive scheme of Welsh-language training for all
levels of learning. Additional capacity on these
programmes is offered to other justice partners.
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Translation service

A Translation Unit at Headquarters, providing a written
translation service to all Police departments and
Divisions, and a simultaneous translation service for
non-Welsh speakers at meetings where Welsh is
spoken.

Budget for
operating
bilingually

Recently the force has set up a Welsh Language
Services department and allocated a budget for staffing
and language training. The department currently
includes 4 translators, an administrator, a language
advisor and an Officer for Promoting bilingual affairs.

Nature of the first
contact

Victims and witnesses — an interview or a face-to-face
conversation in the street, the home, on site, at the
counter. A telephone conversation.

Defendants — The above situations, as well as face to
face in an interview room or in a cell in the custody suite.

Is a language
choice offered for
oral contact (e.g.
phone, face to
face, meetings)?

Victims and witnesses — At the counter, the policy is
that staff must possess the necessary proficiency to
offer the public a language choice and respond to it. For
more ad hoc situations, e.g. on the street, there are
insufficient numbers of competent and confident Welsh
speaking staff to guarantee this at present. The
capability of the organisation in such circumstances
depends on the capability of the individual.

Defendants — The policy is to offer a choice of
language. Work is in progress to develop capacity and
working methods in the custody suite to be able to offer
a choice. There is a commitment to offering a choice of
language for the receipt of the formal caution. An
investigation is in progress into the PACE system, and
the need for appropriate status for the 2 cautions, and
the associated codes of practice. (NWP currently uses
its own translation of the cautions).

Is a language
choice offered for
written contact?

Victims and witnesses — NWP policy is to offer choice
of language for written contact, doing this when taking
evidence.

Defendants — written materials are presented in both
languages. Then, once the individual's chosen language
is known, the rest of the communication should be in
that language.

Is the language | Victims and witnesses — NWP is supposed to offer

choice recorded? | choice of language in every case

How? Defendants —all records are supposed to be in the
defendant's chosen language

Is the record of | The policy is to pass on a record of language choice.

language choice | The respondent had no knowledge of the extent to which

for subsequent | this happens, nor whether the current documentation

contact shared | facilitates this.

within the agency?
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Is the record of
language choice
shared with other
agencies? How?

Victims / witnesses / defendants: the NWP Welsh
Language Scheme states that a record of their language
choice is to be passed on to any relevant partners in the
justice sector.

The respondent had no knowledge of the extent to which
this happens, nor whether the current documentation
facilitates this.

Table 2: Information provided by respondent representing
North Wales Police Custody Suites — Western Division

Aspects Summary of interviewee’s response

examined

Nature of the | A Language Scheme, which makes a commitment to
statutory/voluntary | offering ‘a guaranteed choice of language in the Custody
commitment to | Suites and the Control Room’.

offer a language

choice

Operating o0 Adequate information on the intranet

guidelines 0 Drop-down menus on the RMS software system

guide the officer through the process of admitting
someone into custody

0 The policy is that counter staff must possess bilingual
skills and offer a language choice

Welsh-speaking
staff / staff who are
learning Welsh

Caernarfon: 4 of the 6 sergeants are fluent. The other 2
are learners. 2 of the 3 civilian staff are fluent, 1 is
learning

Holyhead: 3 of the 5 sergeants are bilingual; the others
are learning or understand a certain amount. Both of the
2 civilian staff are fluent

Dolgellau: No full-time officers in the custody suite, but 7
of the 10 officers who may be called upon to work there
are fluent

Pwllheli: No full-time officers in the custody suite, but
some 80% of the officers who may be called upon to
work there are fluent.

(February 08)

Training/briefing

Not specifically about language choice, but the officers

sessions are aware of the requirements because of the
information on the intranet.

Translation Available from Headquarters via e-mail.

service

Budget for | Not specifically for the custody suite, but resources are

operating set aside to support bilingualism within the force in

bilingually general.
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Nature of the first
contact

Police officer arrests someone and takes him/her into
custody, passing on the information to the sergeant.
Then, the sergeant and the civilian officer at the custody
suite take down the details of the person at the desk,
with the help of RMS software.

Is language choice

offered for oral
contact (e.g.
phone, face to

face, meetings)?

In Gwynedd and Anglesey this happens naturally,
without a formal 'offer'. Usually, if the arresting officer is
a Welsh-speaker, Welsh is spoken.

No formal offer.

Neither the custody suite nurse nor the catering staff
offer language choice.

In the experience of the respondent and fellow-officers,
very few prisoners wish to be interviewed in Welsh.

Is a language
choice offered for
written contact?

RMS software requires that the officer records whether
the person being admitted wishes to be interviewed in
Welsh or in English. This is a means of reminding the
officer to record that choice (but sometimes the box is
not filled in).

Is the
choice
How?

language
recorded?

As noted above. Apart from that there is no specific
record unless the person requests a trial through the
medium of Welsh.

The usual procedure is to ‘respond to demand'.

Is the record of
language  choice
for subsequent
contact shared
within the agency?

No, if the officer dealing with the case does not record
the choice in the file (and there is no requirement to do
this) before passing on the information to the
Prosecution Service.

Is the record of
language choice
shared with other
agencies? How?

No, except as noted above. It is not part of the usual
procedure.

Offering Language Choice: the experience of users

All of the 18 Welsh-speaking victims, witnesses, young offenders and adult
offenders we interviewed lived in Gwynedd and Mén, apart from one Young
Offender who lived in Flintshire.> The experiences they reported of dealing
with the North Wales Police were mixed and inconsistent when it came to
being offered the choice to use Welsh.

The Association of Chief Police Officers Welsh Language Strategy states that

there will be a “guaranteed language choice in Custody and Control Room™*.

Evidence we collected regarding contact with the Control room suggests that

® We were unable to interview offenders from Conwy, Denbighshire and Wrexham because
no prisoners from these areas were available for interview at HMP Altcourse on the day we
visited. Conwy & Denbighshire YOT do not keep a record of young offenders’ first language
or language preference and were therefore unable to identify Welsh-speaking offenders we
might interview.

* North Wales Police Revised Welsh Language Scheme 2006, p.3.
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language choice is almost always guaranteed for those who contact the police
Control Room in St Asaph.

‘Pan oedde ni'n ffonio’r llinell heddlu yn Gymraeg oedde nhw'n gwneud
hynny. Rhan amlaf ’da ni’'n cael person Cymraeg yn ateb, er pan nes i [ffonio]
wythnos dwytha, yn Saesneg ddaru o ateb, a dyma fo'’n dweud, “Dwi wedi
ateb y llinell i safio i chi orfod aros i gael y llinell Gymraeg”. (VW2)

TRANSLATION: “When | phoned the police’s Welsh line they did so. Most of
the time we get a Welsh speaker answering, but when | phoned last week, he
answered in English and said “I've answered the phone to save you from
having to wait to get through on the Welsh line.” (VW2)

In contrast, according to the offenders we interviewed, language choice is far
from guaranteed to detainees who are taken into custody, even at
Caernarfon, which is the most Welsh speaking town in the NWP area.

Around half of the 15 people who had been arrested had been offered a
language choice when they were arrested. Those who had been arrested on
several occasions often reported having a language choice on some
occasions and no language choice on others. This pattern would seem to
reflect whether they had been arrested by a Welsh-speaking officer or not.

However, at the custody reception desk when detainees’ details are
recorded on the RMS computer system, all but one of the seven offenders we
interviewed who described being taken to the custody suite in Caernarfon said
that this process of recording their details had been carried out in English. We
would have expected detainees to have reported more opportunities to use
Welsh in this context since there is quite a high level of fluency in Welsh
among the custody staff in Caernarfon (4 of the 6 sergeants and 2 of the 3
civilian staff are fluent in Welsh and each of the non-fluent sergeants/ staff are
learning Welsh). The fact that the existing user interface of the RMS
computerised system (produced in Canada) is in English only is likely to
influence the tendency suggested by our data for detainees not to be offered
the option of undertaking this procedure in Welsh. Even though there is an on-
screen question on the system which asks for a record of a detainee’s
language, it is an optional rather than mandatory response field and we were
informed that this question is often left unanswered by the officer. Welsh
speaking custody officers who may be unfamiliar with or lack confidence in
formal written Welsh, and are presented with an interface of drop-down
response options in English only in a formal custodial situation, are highly
unlikely to proactively offer the use of Welsh when navigating the system to
record the details of a detainee. Indeed, doing so would require simultaneous
translation skills. We understand that capacity does exist within RMS to
operate user interfaces in more than one language, as is currently the case
within police forces in Canada which operate RMS, where a choice of
interface in either English or French is available. However, we were informed
that reconfiguring the system used by NWP in order to ensure a choice of
interface in Welsh or English would have substantial resource implications
which would need to be addressed at the most senior level.
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From the experience of the offenders we spoke to, the opportunity to be
interviewed in Welsh is not consistently offered to all detainees. 5 offenders
said that they were not given this choice. Each of the five who reported not
being given a choice, said that they would have preferred to have been
interviewed in Welsh and given their statements in Welsh.

The one female young offender we interviewed from Flintshire reported that
she had had no opportunity to use Welsh at all with the police when they
came to the house to arrest her, at the desk in the custody suite, when
interviewed and when a statement was taken from her.

“‘O’'n i'n cael fy interviewio gan yr un rhai wnaeth arestio fi. Ond o’dd hi'n
gwybod bod fi'n Gymraeg oherwydd o’n i'n siarad hefo mam fi yn fan hyn yn
Gymraeg a wedyn o’dd hi'n siarad Saesneg achos doedd hi'm yn dallt
Cymraeg. Ond os oedd hi'n gwybod bo fi'n Gymraeg dyle bod hi wedi rhoi'r
opsiwn i fi gael y Gymraeg rili.” (YFO4)

TRANSLATION:

“l got interviewed by the one who arrested me. But she knew | was Welsh
speaking because | was speaking to my mam in Welsh here but then she
spoke English to me because she couldn’t understand Welsh. But if she knew
| was Welsh speaking she really should have offered me the option to have
Welsh”

(YFO4)

The three female young offenders we interviewed who lived in the Caernarfon
area also reported having not been given the choice to use Welsh by the
police when they were taken to the custody suite.

FYO2: “Nath o [plismon] ddod i ty ni a wedyn nath o neud date i ni wedyn fynd
lawr i'r lle heddlu.”

FYO1: “A wedyn pan aethon ni fana, gaethon ni ddim choice ‘nam byd o
Cymraeg a Saesneg — o’dd bob dim jyst yn Saesneg... Oedd o’n gofyn
cwestiynau idda fi yn Saesneg so o’n i'n gorfod atab yn Saesneg neu sa fo'm
yn dallt be o’'n i'n ddweud. [O’dd hyn] yn police station Caernarfon.

TRANSLATION:

FYO2: “He [the policeman] came to our house then he gave a date for us to
go down to the police station”

FYOL1: “And then when we went down there we weren’t given any choice or
anything between Welsh and English — everything was just in English...He
asked me questions in English so | had to answer in English or he wouldn’t
have understood what | was saying. [This was] at Caernarfon police station”
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FYO1: “Saesneg oedd o [y cyfweliadau] i gyd. Oedd o’n rude hefo fi yn y
dechrau. Oedd o’n rude hefo fi eniwe so dwi'm yn meddwl! y baswn i'n cal y
choice.”

TRANSLATION:

FYO1: “It was all [the interviews] in English. He was rude to me at the
beginning. He was rude to me anyway so | didn’t think i'd get any choice”

FYO2:“Ond gaethon ni ddim dewis. Aethon ni ir lle heddlu tri gwaith a
gaethon ni ddim dewis. Gaethon ni ddim dewis at all ia. So da ni isho mwy o
Gymraeg.”

FYO1: “Yn yr interview ia swn i di licio siarad interview fi yn Gymraeg.

FYO2: “O afifyd.”

FYO1: “Achos o’'n i'n swnio’n absolutely stiwpid ar y tap.”

FYO2: “Dwi’'n swnio’n goman pan dwi’'n siarad Saesneg. “la, la!™”

FYO1: “la baswn i di licio gwneud interview fi yn Gymraeg.”

FYO2: "Swnio’n stiwpid yn siarad Saesneg fel'na.”

FYO1: “Afifyd.”

TRANSLATION:

FYO2: “But we didn’t get any choice. We went down to the police station three
times and didn’t get any choice. No choice at all. So we want more Welsh.”
FYO1: "At the interview I'd have liked to have given my interview in Welsh”
FY02: “And me too”.

FYO0L1: ‘Cos | sound absolutely stupid on the tape”.

FY02: “I sound common when | speak English : “yeah, yeah™

FYO1: “Yes, I'd have liked to have given my interview in Welsh.”

FY02: “Sound stupid talking English like that.”

FYO1: “Me too.”

In instances where a detainee was given a choice, one said he didn’t mind
and so was interviewed in English, two said they chose English because in
these situations she was always afraid of not being able to understand
“Cymraeg posh”.

All three victims/witnesses (living in Gwynedd) had given their evidence in
Welsh to Welsh-speaking police officers. All three were offered the
opportunity by Welsh-speaking police officers to give their statements in
Welsh. The two victims/witnesses who chose to give their statements in
Welsh had found that doing so led to a significant delay in their case while the
statements were translated into English for the non Welsh-speaking sergeant
who dealt with their case.

‘Pan ddaru ni wneud ein statements ‘'oedden ni'n cael gwneud nhw i gyd
yn Gymraeg. O’dd y Sarjant yn Port ddim yn deall Cymraeg. O’dd rhaid
cael eu cyfieithu nhw i'r Saesneg iddo fo. So mi ddaliodd hynny bethau’n
6l a dwi'm yn meddwl mod i'n dweud celwydd wrth ddweud tua 6-7
wythnos.” (V/IW2 )
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TRANSLATION: “When we made our statements we were able to do them
all in Welsh. The sergeant at Porthmadog couldn’t understand Welsh.
They all had to be translated for him. So that held things back and | don’t
think I'm telling a lie when i say by about 6-7 weeks.” (V/W2)

‘Hefo’r heddlu, o’'n i'n siarad fwyaf yn Gymraeg, ond vy ffaith ein bod ni
wedi gorfod gweitiad yr amser yna, mi ddaliodd hynny bethau’'n &l 7
wythnos cyn iddo fo fynd i'r CPS am nad oedd y Sarjant yn Porthmadog yn
medru Cymraeg ... Mi ddaru ni gyd gyfarfod hefo’r Sarjant yn Porthmadog
a mi ymddiheurodd nad oedd o’n medru Cymraeg.” (V/W2)

TRANSLATION: “With the police, | spoke mostly in Welsh, but the fact that
we had to wait that long, that held things up for 7 weeks before it went
forward to the CPS because the sergeant at Porthmadog didn’t
understand Welsh... We met with the sergeant at Porthmadog and he
apologised that for not being able to understand Welsh” (V/W2)

The experience of the individuals we interviewed suggests that overall, the
capacity exists for all aspects of an individual’s interaction with the police to
be carried out in Welsh. However, some people have more opportunity to use
Welsh with the police than others. This is partly due to where they live, with
opportunities much greater in Gwynedd and Moén due to the higher proportion
of Welsh-speaking police officers and civilian staff. To improve the level of
consistency of its bilingual service, NWP clearly need to continue to give
priority to improving the capacity of its officers and staff to use Welsh through
recruitment, management of staffing and Welsh language training.

In the custody suites, we were told that work is in progress to develop
capacity and working methods to be able to offer language choice. The data
from this study confirms that this work is necessary in order to improve the
opportunity for detainees to be able to use Welsh.

Action points for North Wales Police

o The PACE system should be reviewed and revised so that English and
Welsh can be used on an equal basis in the procedures, documentation,
codes of practice and working practices derived from it.

o All systems used for offering, recording and passing on language choice
internally and to partners, and for ensuring an appropriate response and
appropriate continuity in that language, should be reviewed and revised.
This includes
- Re-examining the feasibility of reconfiguring RMS user interface

applications in order to allow users the choice of an interface in Welsh
or English;

- inserting a ‘pop-up reminder' on the current RMS system, instructing
officers who open the software when admitting someone into custody
to offer and record a language choice for (i) oral contact and (ii) written
contact, at the beginning of the process of recording details;
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- making it a mandatory field on the RMS system to record the above
details before the rest of the software programme can be navigated;

- Revising the whole series of MG 1 — 18 forms, in order that they offer,
record and pass on information about language choice effectively.

0 Specific occupational training should be arranged on the importance of
offering, recording and passing on language choice in the process of
arresting someone and detaining him/her in custody. Such training to
include instruction (i) through the medium of Welsh and (ii) on the
deployment of appropriate ‘user-friendly’ language registers for dealing
with service users / public interface situations, both verbally and in text
format.

0 North Wales Police should continue to give priority to improving the
capacity of its officers and staff to use Welsh through recruitment,
management of staffing and Welsh language training.
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British Transport Police

The British Transport Police (BTP) provide policing for Britain’s railways. With
its headquarters in London, the BTP is divided into 7 territorial areas. North
Wales is included in the Wales and Western Area which covers all of Wales,
the West Midlands and the South West of England.

Offering language choice

At present, the BTP are able to provide a limited Welsh language service to
the public in North Wales. We were told that there is “not a massive call to use
Welsh” and that the BTP in north Wales can generally facilitate any specific
requests to be able to use Welsh “we are meeting the current level of demand
but there’s a lot of work to be more proactive”. In the course of this study, we
have encountered a positive attitude towards the Welsh language among BTP
staff; support for the efforts of the North Wales Police (NWP) to deliver a
bilingual police service; an acknowledgement that there are several
weaknesses in the BTP’s current capacity to provide a genuine bilingual
service, particularly with regard to staffing; and a commitment to take steps to
improve the current sitution. BTP is currently working closely with other Welsh
police forces to address Welsh language issues.

The BTP’s statutory Welsh Language Scheme has been in place since July
1998 and is currently being revised. The BTP’s website homepage presents a
clear option for viewers to select between Welsh or English versions of web
pages and texts. However, at the time of writing, the Welsh sections are
‘currently being updated’ and have been so since at least October 2007.
Several documents are available in Welsh on the website, these are: the
BTP’s Welsh Language Scheme, a bilingual Welsh Sector Newsletter
(Summer 2005), and a Welsh copy of the Wales & Western Area Policing
Plan 2006 — 2007 and Strategic Plan 2003-2006.

While the BTP’s Welsh version of its current Welsh Language Scheme notes
its statutory status, the English version does not. This lack of indication of the
scheme’s statutory status is also reflected in the absence of reference to the
Welsh language in BTP’s strategic planning and its policy documents. The
Welsh Language Scheme states that it “forms part of the Force Strategic Plan
and Policing Plan objectives” (p2). However, none of the Strategic Plans,
Policing Plans and Annual Reports express any commitment towards the
Welsh language or towards offering language choice to service users. There
is a clear lack of awareness and/or commitment among those responsible for
setting and monitoring BTP strategic objectives towards the BTP assertion in
its Language Scheme that it is “committed to treating the Welsh and English
language on an equal basis in the discharge of its daily public business” (p2).

The BTP’s main weakness is its lack of Welsh-speaking staff. Only 1 Police
Community Support Officer (PCSO) speaks Welsh fluently. This issue is being
addressed through staff language training in collaboration with the North
Wales Police. The sergeant and one PCSO have had Welsh language
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training and there is an intention for all officers and staff in the Wales sector to
receive basic Welsh language training in due course. The BTP’s efforts to
recruit Welsh-speaking staff are made more difficult because recruitment to
posts in Wales are managed centrally from the Wales and Western Area
administrative headquarters in Birmingham.

BTP staff do not have any specific procedures in place to ensure that
proactive measures are taken to offer language choice, to record the
language choice and share the information with other agencies for their
subsequent use.

Action points for British Transport Police

The BTP’s English version of its Welsh Language Scheme should give
mention to its statutory status and due recognition of its status should be
given in BTP’s Strategic Plan and Policing Plan.

The BTP should include the Welsh Language in its Combined Equality
Scheme, as is currently the practice of other public sector institutions.

A continuous rolling programme of language awareness training should be
provided for all staff operating in Wales.

Steps should be taken to formalise the procedure used to proactively offer
language choice to users, record the choice made and share the information
internally and formally with partners in order to ensure an appropriate
response and appropriate continuity in the chosen language.

BTP should raise the profile of Welsh as a key skill for BTP officers and
civilian staff as part of the recruitment and induction process.

BTP should increase its team capacity to be able to communicate with
victims, witnesses and offenders proactively and fluently in Welsh

Table 3: Information provided by respondents representing
British Transport Police

Aspects examined | Summary of interviewee’s response

Nature of the | The British Transport Police’s statutory Welsh Language

commitment
(statutory/voluntary)
to offer a language
choice

Scheme was approved by the Welsh Language Board in
July 1998 and is being revised. The English version of
the scheme does not state that it is a statutory scheme
prepared under the Welsh Language Act 1993.

Operating guidelines

A booklet for staff was issued and used for staff
awareness but, according to persons interviewed, needs
updating.

Welsh-speaking staff
/| staff who are
learning Welsh

The present establishment of the BTP in north Wales is
as follows: Inspector, Sergeant, 8 Police Officers, 3
Police Community Support Officers, 1 Partnership Co-
ordinator and 1 Police Support. Of these, 1 of the
PCSO’s is a fluent Welsh speaker.

Training/briefing
sessions

Sergeant & PCO have had Welsh language training
provided by NW police & will go on to do a more
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advanced course. Since the date of interview BTP have
produced a ‘linguistic courtesy’ CD similar to that of the
NWP so that all Wales sector staff receive basic training.

Translation service

External translators/interpreters used as necessary.

Budget for operating
bilingually

None.

Nature of the first
contact

Telephone calls by victims or members of the public
reporting an incident, typically to 24hour Birmingham
Control Room, sometimes to local Railway station.
Policy Community Support Officers (PCO’s) are 1% point
of call for general public - victims, witnesses, offenders
speak to CPO’s at railway station/ at the scene of an
incident.

Is a language choice
offered for verbal
contact (e.g. phone,
face to face,
meetings)?

Not by 24 hour BT Control Room service in Birmingham
where responses to enquiries in Welsh were: “I'm sorry?”
‘I can’t understand what you're saying” “We're not
Welsh-speaking here” “there are plans for us to learn
Welsh but it hasn’t happened yet”. However, receptionist
did phone back within minutes to suggest being able to
provide “the telephone number of one of our Welsh
offices where you will be able to speak to an officer there
in Welsh”

Is a language choice

The Welsh Language Scheme states that the force

offered for written | welcomes correspondence in Welsh or English and that

contact? Welsh letters are answered in the same timescale as
letters in English.

Is the language | No formal process in place.

choice recorded?

How?

Is the record of | No formal process in place -at the discretion of

language choice for | individuals.

subsequent contact

shared within the

agency?

Is the record of|Share information with Courts and North Wales Police
language choice | but no formal process in place to record and share

shared with other
agencies? How?

information on language choice.
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The Crown Prosecution Service

The Crown Prosecution Service is the Governmental Department responsible
for prosecuting criminal cases investigated by the police service in Wales and
England. It is responsible for: (i) advising the police on cases which can be
prosecuted; (ii) reviewing cases presented by the police; (iii) where a decision
is made to prosecute, identifying which accusation should be used in each
case excluding minor ones; (iv) preparing cases for court; and (v) presenting
cases in court.

Offering Language Choice

e According to the information received at the time of interview in October
2007, the ability of victims, defendants and witnesses to use Welsh in their
contact with the Crown Prosecution Service (CPS) is likely to vary
according to area with individuals in Gwynedd and Anglesey having a
better opportunity to obtain a Welsh-medium service than individuals in
Conwy and Denbigh or Wrexham and Flint. As the experience of one of
the offenders we interviewed attests (See Case Study Derfel) a Welsh-
speaker who would have chosen to use Welsh rather than English in each
of his 7 court cases had he been offered the choice was not given the
opportunity to make that choice.

e An electronic case management system offers an effective means of
recording and flagging language choice. It is also a means of collating all
the documents relevant to a court case and ultimately integrating with the
systems of other agencies.

e According to the respondent we interviewed, a significant amount of
central investment is needed to ensure that all the documents relating to a
court case are available bilingually in order to facilitate full language choice
for every case.

e The Code for Crown Prosecutors identifies the basic principles to be
followed by Crown Prosecutors as they reach a decision on cases. It
would be appropriate to emphasise the rights of victims, defendants and
witnesses to use the Welsh language in court cases and the principles for
facilitating and supporting that right.

e The Crown Prosecution Service’'s Revised Welsh Language Scheme
which was approved by the Welsh Language Board in March 2008
includes several revisions which point to the CPR’s commitment to
developing good practice with regard to identifying, recording, facilitating
and passing on users’ language choice. These include:

o “We will ensure that users of the services of the Crown Prosecution

Service will be able to receive services through the medium of
Welsh from any of our offices in Wales. Welsh-speaking staff will be
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available to provide that service. In accordance with the principles
of our Equality and diversity policy the Crown Prosecution Service
will deliver an equally high service in Welsh as in English, and will
state this in its Business Plan” (Section 4.2)

o undertaking to implement a Language Skills Strategy which (i)
identifies the language needs in every CPS office in Wales, (ii)
surveying staff's existing Welsh language skills in each office, and
(iii) establish a skills strategy for matching (ii) with (i). (Section 8.2)

o “the Crown Prosecution Service will identify the language choice of
the user of its services at the earliest opportunity, namely when the
CPS charging lawyer is giving advice to the police on charge. If
language choice is not apparent the CPS lawyer will prompt the
Police before charging to ascertain it. We will work with our criminal
justice partners to ensure a robust and efficient process of
transferring details of language choice is in place.” (Section 5.2)

o0 A short handbook has been prepared for use by the Witness Care
Unit to explain language choice.

Action Points for Crown Prosecution Service

The Crown Prosecution’s Revised Language Scheme incorporates several
features of good practice, which if implemented effectively should significantly
improve the CPS’s current language provision for victims and witnesses’
preparation for court and for the use of Welsh in court cases.

o The CPS should ensure the full resources required to implement its Welsh
Language Scheme effectively;

o In the light of the recently approved Revised Welsh Language Scheme,
the CPS should review all aspects of it procedures relating to language
choice;

o The CPS should also give specific priority to implementing the Language
Skills Strategy proposed in the Revised Welsh Language Scheme;

o The CPS should work together with other members of the North Wales
Local Criminal Justice Board to share and develop good practice
incorporated in their recently adopted revised Welsh Language Scheme.

Table 4: Information provided by respondent representing
The Crown Prosecution Service (October 2007)

Aspects examined | Summary of interviewee’s response

Nature of the | A revised language policy is being developed.
commitment
(statutory/voluntary)
to offer a language
choice

Operating guidelines | Intend to prepare guidelines to accompany the launch
of the revised language policy
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Welsh-speaking
staff/ staff who are
learning Welsh

Prosecutors — 50% (17 of 34) speak Welsh plus 3
learning Welsh
Admin staff — 26% speaking Welsh and 7% learning.

Training/briefing
sessions

Welsh language enhancement sessions.

Translation service

A translation service is available from external
companies as necessary for verbal and written
translations.

Budget for operating
bilingually

No specific funding.

Nature of the first
contact

With defendants, it is mainly written contact.

Is a language choice
offered for verbal
contact (e.g. phone,
face to face,
meetings)?

According to the respondent, a language choice is
offered but, at the time of interview, there were no
Welsh-speaking staff in the office to deal with enquiries
from Welsh-speaking witnesses. [Since the time of
interview, an unspecified number of Welsh speakers
have been added to the staff in Wrexham and Colwyn
Bay.] An offer is made to transfer the call/arrange for a
Welsh-speaker to phone back but the individual is
usually willing to continue the conversation in English.
A language choice is offered in meetings with victims.

Is a language choice

A language choice is offered. The first letter sent is

offered for written | bilingual, and the defendant is given the opportunity to

contact? identify his language choice for subsequent written
contact.

Is the language | The language choice is recorded on the front page of a

choice recorded? | paper file and it is flagged on an electronic file.

How?

Is the record of | The record is shared. The language choice is flagged

language choice for
subsequent contact

on the agency’s internal case management system.

shared within the

agency?

Is the record of|Inthe event of case transferral out of the area, the
language choice | original tagging indicating language choice is part of

shared with other
agencies? How?

the transfer of information.

Information on language choice is shared with the
courts - this occurs at the pre-trial hearing. The Courts’
Case Progression Officers and CPS also discuss
language choice at the case preparation stage.
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Defence Solicitors

We interviewed one Defence Solicitor (DS1) in order to gain first hand
knowledge of any operating framework that may be applicable to the way
defence solicitors in cases brought before North Wales courts deal with clients
who may wish to use Welsh. DS1 is a Welsh speaker employed by a firm of
bilingual solicitors, and it was apparent from his responses that the firm is
sensitive to bilingual aspects of the services they provide.

Offering Language Choice

With regard to the adequacy of the present arrangements for offering and
acting upon language choice in general, DS1 indicated that there are no
mandatory requirements for solicitors acting on behalf of detainees in the
criminal justice system to offer language choice nor to respond positively or
communicate any such language preference to other agencies in the system.
It would appear from this response therefore that those sections of the Legal
Services Commission’s Welsh Language Scheme relating to language choice
with regard to Legal Aid cases have not been adequately communicated to
the profession. Consequently, current provision in this respect therefore
depends largely on the voluntary in-house practices or policies of solicitors’
firms.

The respondent felt that awareness of bilingual issues had improved
considerably over the previous 5 years or so. However, he felt that improved
awareness had not led to any significant corresponding improvement in the
way that language choice was formally offered, recorded and passed on from
agency to agency. He felt that there is a lack of continuity and absence of
‘joined up thinking” regarding the effective recording and onward
communication of any language choice information which may be captured by
any individual agencies within the sector. His view is that such information is
somehow ‘lost’ or overlooked, and that this problem could be addressed by
‘marking’ or ‘tagging’ of clients’ files to indicate language choice — possibly by
colour coding or computerized tagging.

There is an inherent presumption within the sector that communication will be
in English. This is especially so when judges and prosecutors are non Welsh
speaking. In these circumstances, and even in circumstances where key court
personnel may be Welsh speakers, the use of Welsh will cause inevitable
delays. The firm’s experience of Magistrates Courts is that they are more
sensitive to the matter of language choice and are better able to respond to it
as there are more bilingual Magistrates, Clerks and court officials in those
courts than there are bilingual Judges and Prosecutors in the higher courts.

Action points for defence solicitors

o Solicitors undertaking publicly funded work with clients in Wales should
receive appropriate training, briefings and guidance on those aspects of
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the Legal Services Commission’s Welsh Language Scheme requirements
relating to the offering, recording and passing on of clients’ language
choice.

The Defence Solicitor Call Centre (DSCC) should formally ascertain and
record clients’ language choice and include this information in the standard
details conveyed to solicitors when allocating cases

The Defence Solicitor Call Centre (DSCC) should ensure that Welsh or
bilingual cases are allocated to appropriately skilled bilingual solicitors

The Legal Services Commission and the Wales Office of the Law Society
should liaise with a view to identifying the need for and providing other
forms of Welsh language ‘proficiency’/ specialist training for solicitors

The Legal Services Commission and the Wales Office of the Law Society
should liaise with a view to drawing up and disseminating to solicitors in
Wales best practice principles and guidelines regarding language choice.
Such liaison to include consideration of ‘marking’ or ‘tagging’ of clients’

files to indicate language choice for spoken and written communications.

Table 5: Information provided by Defence Solicitor

Aspects examined

Summary of interviewee’s response

Nature of the
commitment

(statutory/voluntary)
to offer a language

choice

Bilingual policy voluntarily adopted by firm —i.e. to offer
language choice to clients

No statutory policy applicable to the work undertaken.

Operating guidelines

Contained in the office manual in the form of a ‘language
choice’ question on pro-forma for first time clients.

Welsh-speaking staff
| staff who are
learning Welsh

10 staff in total. All bilingual. Of those, 7 are bilingual
solicitors.

Training/briefing
sessions

None with regard to bilingual aspects of public interface.

Translation service

Undertaken in-house by staff of the firm.

Budget for operating
bilingually

No specific provision.

Nature of the first
contact

Re. detainees, a call-out to a police station. From
14.1.08, call-outs originate from Defence Solicitor Call
Centre (DSCC) which has been established to monitor all
cases and to allocate cases to solicitors.

Is a language choice
offered for verbal
contact (e.g. phone,
face to face,
meetings)?

Call from DSCC gives no indication of client’s language
choice — only name, custody number and outline
indication of allegation(s). Solicitors then contact police
to arrange meeting with client.

Upon meeting, this firm’s solicitors then make an offer —
in English —of language choice : e.e. ‘Would you like to
speak Welsh’

Is a language choice
offered for written

Yes — in-house policy is that solicitor asks client whether
s/he would like to be interviewed in Welsh by the police.
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Any such request for an interview in Welsh inevitably
causes delays in police interview process, and some
Welsh speaking detainees opt to be interviewed in
English in order to avoid any such delay. Apparently,
this choice is not automatically offered by the police, as
all their documentation is almost without exception in
English. If solicitor becomes aware of request for case to
be held in Welsh, then the firm’s policy is to record
written information in Welsh.

No. Language choice is identified from the language of
the file received from the police, where it may be
apparent from the record of the initial meeting with the
police that Welsh was spoken.

contact?
Is the language
choice recorded?
How?
Is the record of

language choice for
subsequent contact
shared within the
agency?

This firm’s policy is that if its solicitors leave a client
meeting in the knowledge that Welsh is the client’s
preferred language, this knowledge will be recorded on
file and communicated to the court.

Is the record of
language choice
shared with other
agencies? How?

The court may ask what is the client's preferred
language, and may pass this information on to Probation
Service and other agencies. However, sometimes the
firm’s solicitors feel that they have to prompt the court to
make this enquiry. In any case, if the initial hearing is to
be held in Welsh then the Court will need adequate prior
notice.
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Witness Care Unit

North Wales has two Witness Care Units (WCU) which manage victims and
witnesses from the point of charge through to the conclusion of a case.
Wrexham WCU is responsible for victims and witnesses in Wrexham and
Flintshire. Victims and witnesses in Anglesey, Gwynedd, Conwy and
Denbighshire are dealt with by the WCU in Colwyn Bay. Witness Care Units
are jointly staffed by the North Wales Police (NWP) and the Crown
Prosecution Service (CPS). Each victim or witness is assigned a Witness
Care Officer (WCO) who is their point of contact for all communication for the
duration of the case in which they are involved. The WCO guides them
through the criminal justice process, informing them of the outcome of all
stages of the case (hearings, bail applications, sentencing etc.) and co-
ordinates the support and other services each victim or withess might require.

Offering language choice

According to our evidence from interviewing the Witness Care Unit manager
and 3 victims/witnesses, the WCU appears to be able to arrange for
victims/witnesses to speak to Welsh-speaking staff, though in Colwyn Bay
staff from outside the WCU have to be used for this purpose.

On each of the occasions we telephoned the Witness Care Units in Wrexham
and Colwyn Bay, the telephone was answered in English by non Welsh-
speaking staff. Two of the three victims/witnesses we spoke to said that it was
possible to be able to speak to a Welsh-speaker if they asked to do so
although this was not always possible. These two always asked for Welsh-
speakers when they could because, one in particular said that he had difficulty
understanding English. The other victim/witness would never ask for a Welsh-
speaking member of staff although she would use Welsh if the other person
spoke Welsh to her first. She told us that she was given the choice to use
Welsh in face-to-face meetings with Witness Service staff but not over the
telephone with the Witness Care Unit.

‘Pan ma nhw’n cysylltu tro cynta dyden nhw’m yn cynnig dewis iaith dim ond
holi ydach chi eisiau support, ond mae nhw yn cynnig os ydach chi eisiau
support. Ond pan mae nhw’n siarad hefo chi, mae nhw yn cynnig i chi, ond
pan mae nhw’n ffonio chi dydan nhw ddim.” (V/W3)

TRANSLATION:"When they contact you the first time, they don't offer a
choice of language, they just ask if you want support, but they do offer if you
want support. But when they speak to you they do offer, but when they phone
you they don’t.” (V/IW3)

The WCU’s have standard forms and leaflets which are bilingual. The 3
victims and witnesses we spoke to had received bilingual travel expense
forms and appreciated their being bilingual. However, the personal letters
which are written by WCU staff are in English. We were told that the standard
letters which are available in Welsh on the Witness Management System
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‘don’t make sense’. Because staff need to be quite fluent in Welsh to type
letters, it is now the WCU’s standard practice to send the initial letter to all
witnesses in English enclosing a bilingual slip asking whether the witness
would like subsequent letters to be in English or Welsh. The victims/witnesses
we spoke to in the course of this study said that all the written communication
they received from the WCU in Colwyn Bay had been in English. They said
that they would have preferred to have had bilingual versions of these letters.

‘Fase cael Cymraeg fwy normal yn help, ond dwi’n gwbod bod na lot o bobl
sy’n siarad fath a fi yn fama yn ffeindio hi'n anodd i ddeall Cymraeg posh.
(VWJ3) ... Yn licio taswn i'n cael Cymraeg a Saesneg i gael switcho o un i’r
llall. “(VWJ3)

TRANSLATION: “It would help if we could speak more normal Welsh, but |
know there are a lot of people like me round here who find it hard to
understand posh Welsh. (VWJ3) ...I'd like it if could have Welsh and English,
and switch from one to the other* (VWJ3)

Action points for Witness Care Unit

The Witness Care Units (and the Colwyn Bay team in particular) should
increase their team capacity to be able to communicate with victims/witnesses
directly in Welsh without having to refer calls to staff outside the unit.

All written letters should automatically be sent bilingually to all victims and
witnesses.

Staff recruitment/training should give particular focus to increasing WCU’s
capacity to be able to answer the telephone and deal with enquiries
bilingually, and be proactive in encouraging victims/witnesses to communicate
with WCQO’s in Welsh and bilingually.

All staff should receive Welsh language awareness training.

Table 6: Information provided by respondents representing
Witness Care Unit

Aspects examined | Summary of interviewee’s response

Nature of the | Unclear. The interviewee referred to a language policy
commitment but was not familiar with that language policy herself.
(statutory/voluntary)
to offer a language
choice

Operating guidelines | Set of minimum standards. These specify (i) that ‘locally
produced written material provided to victims and
witnesses will be reviewed (consider[ing] issues of
equality and diversity) and best practice materials
developed’; (ii) ‘communicate .. via preferred means of
contact’; and (iii) ‘conduct a full needs assessment’. No
mention made of issues of Welsh language choice.
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Welsh-speaking staff
| staff who are
learning Welsh

11 members of staff. Non Welsh-speaking manager, 2 of
5 staff in Wrexham can speak Welsh. At the date of
interview 0 out of 5 staff in Colwyn Bay office were able
to speak Welsh well enough to use it in their work.
[subsequently 1 Welsh speaking officer has been
temporarily deployed at Colwyn Bay to cover a
secondment]

Training/briefing
sessions

No language awareness training. 7 officers (4 Wrexham,
3 Colwyn Bay) have had basic Welsh language training
through an arrangement with the North Wales Police.

Translation service

Usually obtain support from other Welsh-speaking CPS
staff to make contact in Welsh by telephone or in writing

Budget for operating
bilingually

None

Nature of the first
contact

Usually a telephone call from WCO. Contact made by
telephone, letter, e-mail, fax according to witness request
— this recorded in their statement to the police. WCU
receive initial information about each individual from the
police’s RMS record.

Is a language choice
offered for verbal
contact (e.g. phone,
face to face,
meetings)?

Since none of the Colwyn Bay staff speak Welsh, they
arrange for Welsh speaking staff from CPS to contact on
their behalf those who want to be contacted in Welsh.
According to manager, the need for this does not arise
very often. This study found that telephones were
answered in English even though manager had indicated
that they were answered bilingually.

Is a language choice

Yes and no. Letter of request for availability to attend

offered for written | court hearing is sent in English. With this letter a bilingual

contact? slip asks witnesses to note whether they wish to receive
further correspondence in English or Welsh and to give
evidence in court in English, Welsh or Other language.
Witness expense claim form is bilingual.

Is the language | Yes. On electronic Withess Management System (WMS)

choice recorded? | and on paper file.

How?

Is the record of | Yes. All contacts with victims and witnesses are recorded

language choice for
subsequent contact
shared within the

on WMS. One Witness Care Officer assigned to each
case. They contact the witness each time and so know
what their language preference is. Another Officer

agency? contacting on behalf of assigned WCO can check WMS
for record of previous contact.

Is the record of | WCU files are not transferred to other agencies.

language choice

shared with other
agencies? How?
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North Wales Witness Service: Gwynedd/Mén & Mold
Offices

North Wales Witness Service is a regional branch of a charitable organisation
that is part of Victim Support services. From April 2008 services in Wales are
being reorganised and merged under the aegis of Witness Support Wales,
which is funded by the Welsh Assembly Government.

North Wales Witness Service offers support to

Witnesses required to give evidence in court, including witnesses for the
defence

Victims of crimes, their families and friends who attend Court

Children as well as adults.

The service offers

emotional support and practical advice without discussing evidence;

an opportunity to view the court beforehand and find out about court
procedures;

someone to accompany them when going into court to give evidence; and
practical assistance (e.g. when completing expenses forms).

The service is free to users, and is independent of the Police and the Courts.

At the time of interviews, there did not appear to be any documents on the
North Wales Witness Service website referring to a service through the
medium of Welsh. Neither was there a choice of language for those
contacting the website's home page, and the website was not bilingual. The
website offers an opportunity to download copies of various information
leaflets in various languages, but Welsh is not among them.

Essentially, the Witness Service is a reactive service. The service responds to
cases that are brought to its attention by the Crown Prosecution Service's
Witness Care Units in Colwyn Bay and Wrexham. The low number of Welsh-
speaking staff in the Witness Care Units and the experience of one
respondent led her to feel that awareness of the Welsh language is low in the
Units in general and that sensitivity to language and the need to offer
language choice do not take a sufficiently prominent place in their procedures.
This is backed up by the fact that the number of witnesses and victims who
speak Welsh when dealing with the Witness Service in Caernarfon (where a
Welsh-language service is available comparatively easily) is considerably
higher than the number of ‘Welsh trials’ organised by the Colwyn Bay Unit
and notified to Witness Service.

The form used by the Witness Support Unit in Colwyn Bay to notify Witness
Service of cases does not record the witness's / victim's chosen language and
includes no other reference to language choice. One respondent emphasised
that there is a much scope for improvement as regards the information it
receives on service users.
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We interviewed officers of two local branches within the North Wales region.
The Gwynedd and Mén office serves 5 Magistrates' Courts (Dolgellau,
Caernarfon, Pwllheli, Llangefni and Holyhead) and the Crown Court at
Caernarfon. The Mold Office serves the Crown Court at Mold and the
magistrates courts within its catchment area.

When the service’s Gwynedd and Mén Office at Caernarfon was contacted
by telephone the greeting received was bilingual. The only salaried officer
there is bilingual, and 16 of her team of 23 volunteer workers are either
bilingual or learning Welsh. A natural Welsh language ethos prevails in the
Gwynedd and Moén office, and the team is able to offer language choice by
deploying at least one Welsh speaker in every court. The salaried officer was
aware that the service operates a Welsh Language Scheme and produced a
copy on request during the interview.

When the service’s Mold Office was contacted by telephone the greeting
received was in English only. The service's only salaried officer at the Mold
Office felt that it would be advantageous if she were fluent in Welsh, and
added that she was receiving training to that end. Although all staff vacancies
are advertised as posts for which Welsh is desirable, her team of 21
volunteers includes only 2 fluent Welsh speakers and 3 Welsh learners.
These numbers indicate that there is insufficient capacity for offering language
choice in all the courts served from the Mold Office. The respondent stated
that efforts would be made to improve the service by recruiting more Welsh-
speaking volunteers when the time came for recruitment, but that there was
currently an adequate number of volunteers. At the date of interview she was
unsure as to whether the service operates a Welsh Language Scheme.

Action Points for North Wales Witness Service

o A language skills strategy should be prepared for the service.

o The service's staffing profile should be reviewed with a view to taking
every opportunity to ensure that front line staff offer a real language choice
to users and communicate with them in their chosen language.

o All staff should be briefed on the requirements of the North Wales Victims
Support Welsh Language Scheme.

o All staff should receive language awareness training.

o All staff should be offered Welsh language training as part of their in-
service development.

o0 The service's software and forms should be reviewed and revised in order
to formalize the system for proactively offering language choice to users
for spoken and written communications, for recording that choice and for
formally conveying the record of language choice, both internally and to
partners, in order to ensure an appropriate response and appropriate
continuity in the users’ chosen language.

o0 The Service’s website should be reviewed and revised to comply with the
requirements of its Welsh Language Scheme, and the shortcomings
identified in this study should be addressed.
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Table 7: Information provided by respondent representing
North Wales Witness Service (Gwynedd and Mén)

Aspects Summary of interviewee’s response

examined

Nature of the | Part of North Wales Victim Support, and following ‘North

statutory/voluntary | Wales Victim Support Welsh Language Policy’ (the copy

commitment to | shown us was Version 3 — 12.02.04) Another title -

offer a language | ‘Welsh Language Scheme’ - is used on page 1 of the

choice document, but the document does not include a
declaration to indicate whether it has been approved by
the Welsh Language Board

Operating None apart from the above

guidelines

Welsh-speaking
staff / staff who are
learning Welsh

Locally, 1 salaried member of staff and 23 volunteers, 11
of them fluent in Welsh and 5 learners. Staff are
allocated to the Courts to ensure that there is 1 Welsh
speaker and 1 non-Welsh speaker at each Court

Training/briefing
sessions

The respondent had received no training or briefing
about the Language Policy / Scheme, but she had
briefed all the Volunteer Team about it, and had given
each member a copy.

Translation service

Some leaflets have been translated by the CJS (Criminal
Justice Service) / H.M. Courts Service

There is no budget for work arising from the service
locally — the respondent undertakes various translation
tasks (e.g. the Agenda and Minutes for Team meetings)

Budget for
operating
bilingually

The respondent is unaware of any such budget — but
she also noted that she had not inquired. She thought
that the CJS was responsible for material issued
centrally on behalf of the sector

41 © 2008 IAITH cyf.








The Provision of Welsh Language Choice in the North Wales Criminal Justice Sector

Nature of the first
contact

Working closely with the CPS's Witness Care Unit
(Colwyn Bay), and witnesses are informed of the service
by that Unit. The Service only contacts withesses on
request. Once a witness has expressed an interest in
receiving the service, Witness Service receives a
(monolingual English) form from the Crown Prosecution
Service notifying it of the person concerned. Witness
Service then telephones the person concerned. The first
meeting with him/her is usually in Court.

Before that, the Prosecution Service's Witness Care Unit
will have sent the person concerned the ‘Going To
Court’ leaflet, together with a DVD introducing Witness
Service.

The DVD includes a commentary in Welsh (one of a
number of languages offered). However, there is a
shortage of Welsh speakers on the staff of the Colwyn
Bay Unit, and it is felt that the matter of language choice
is not given much priority.

Is a language
choice offered for
oral contact (e.g.
phone, face to
face, meetings)?

Language choice is offered by the officer and by the
volunteer team.

Is a language
choice offered for
written contact?

Any correspondence is usually sent in English, with a
note stating that the letter / form is available in Welsh if
the recipient so wishes. This is done to save expense.

When there has been a phone conversation in Welsh
with someone who will be sent correspondence, the
correspondence is sent in Welsh, although some
recipients then ask to receive it in English.

Is the language
choice recorded?
How?

It is only for cases to be held specifically through the
medium of Welsh that the chosen language is recorded
(by the Prosecution Service), usually following a
‘preliminary hearing'). Witness Service then receives a
list of such cases.

Software including a ‘Case Application sheet’ is used for
volunteers in Court. There is room on the form for
‘Comments’, but particular place to note language
choice. As a result, ‘Welsh Cases’ have to be recorded
under ‘Special measures’

There is no record apart from the above

A form, prepared by the central administration in
London, has to be completed for the purposes of
monitoring equal opportunities, but this contains no
reference to the Welsh language. The respondent feels
that it is on this form that language choice should be
recorded.
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Is the record of
language choice
for subsequent
contact shared
within the agency?

There is no record apart from the above

Is the record of
language  choice
shared with other
agencies? How?

There is no record apart from the above

When providing a service to children, a member of the
Child Protection Unit (CPU) usually attends Court the
same day as the child, and that officer usually has more
extensive contact with the child than does this service,
and asks the child about his/her choice of language.

Table 8: Information provided by respondent representing

North Wales Witness Service (Mold)

Aspects
examined

Summary of interviewee’s response

Nature of the
statutory/voluntary
commitment to
offer a language
choice

Part of North Wales Victim Support. The respondent was
aware that the organisation had an Equalities Scheme
but was unsure on the date of interview as to whether it
operated a Welsh Language Scheme.

Operating
guidelines

None.

Welsh-speaking
staff / staff who are
learning Welsh

Locally, 1 salaried member of staff and 21 volunteers, 2
of them fluent in Welsh and 4 learners (including the
respondent). The salaried officer is learning Welsh (free
of charge) with Court staff. The 3 volunteers are learning
Welsh independently.

Attempts are made to secure Welsh-speaking volunteers
to provide a service for Welsh-speaking witnesses, but
these have not always been successful.

Training/briefing
sessions

No training or briefing about the Welsh Language
Scheme.

Translation service

Written translation available from commercial translation
agency. Internal staff undertake some more informal
translation.

Budget for
operating
bilingually

Assumes the Area Office has such a budget, since
invoices for translation work are forwarded to that Office.

Nature of the first
contact

Working closely with the Witness Care Unit, and
witnesses are informed of the service by that Unit. The
Service cannot contact witnesses directly of its own
accord. Once a witness had expressed an interest in
receiving the service and a referral has been made
Witness Service usually telephones the witness,
otherwise first contact is on the day of the trial.
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Is a language
choice offered for
oral contact (e.g.
phone, face to
face, meetings)?

The Witness Care Unit informs the service — usually
over thee phone - if a witness is Welsh-speaking. If not,
and if the service finds out that the witness is Welsh-
speaking, it contacts the Unit again to pass the
information on. It is only the 1 Salaried Officer who
makes such calls. During a telephone call she may
identify that the witness is a Welsh speaker, and she
then offers him/her a choice of language in which to give
evidence, then refers back to the Witness Care Unit.

Is a language
choice offered for
written contact?

There is no written contact from this Office (but the
parent body, Victim Support, sends out written
communications)

Is the language
choice recorded?
How?

It is recorded on our phone record, i.e. the record of the
phone conversation. This record is used to brief the
volunteers.

Is the record of
language choice
for subsequent
contact shared
within the agency?

When the details of the court case come through, the
salaried officer ensures that a suitable volunteer is
available to provide the individual with a service in
his/her chosen language. This is not always possible
because the number of Welsh-speaking volunteers is
small, but an effort is always made to try to ensure that it
happens.

Is the record of
language choice
shared with other
agencies? How?

Usually the court will be aware of the language of the
case and of the person's chosen language. The
service’s salaried officer also informs the court ushers,
and the prosecutor is also informed on the day - to
check that he is aware of this.
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Her Majesty’s Courts Service

Her Majesty’s Courts Service (HMCS) is an executive agency of the Ministry
of Justice. Their remit is to deliver justice effectively and efficiently to the
public. It is responsible for managing the magistrates’ courts, the Crown
Court, county courts, the High Court and Court of Appeal in England and
Wales. The Service includes an all Wales structure with 3 Language Teams
responsible for promoting Welsh in the following regions: North Wales, Mid
and South-west Wales, and South-east Wales.

Offering language choice

In terms of responding to language choice, the Service often relies on other
agencies which are involved with a case before it reaches court. If no
information is obtained in advance, there may be difficulty in ensuring that the
individual's chosen language is used from the outset of proceedings. The aim
is to increase the number of bilingual staff within the courts. To achieve this, a
language proficiency strategy was adopted which is being piloted at present in
3 areas — Caernarfon, Cwmbran (from where the courts in Gwent are
administered) and Swansea (Crown Court). Consideration is given to
determining what level of proficiency is appropriate for EVERY post, and the
intention is to increase the number of Welsh-speakers within the
administration, the Judiciary and the Magistracy.

Information regarding any crime and other details are received from the
Police, but this information does not always include a record of language
choice.

The Lord Chancellor's Standing Committee for the Welsh Language is
extremely important in terms of its guiding influence on the sector.

Considerable importance is attached to the Libra system which will enable
uniform action throughout Wales. Additionally, the Magistrates’ Welsh
Language Working Group and the various strategies are increasing
awareness and the use made of the Welsh language — these are the two main
challenges facing the Service.

Action Points for Her Majesty’s Courts Service

0 A continuous rolling programme of language awareness training should be
provided for all staff.

0 Steps should be taken to formalise the procedure used to proactively offer
language choice to users, record the choice made and share the
information internally and formally with partners in order to ensure an
appropriate response and appropriate continuity in the chosen language.

0 The North Wales Police should be pressed to utilise the 2007 version of
the MG11 form, and the CPS pressed to formally pass on to HMCS the
information indicating language choice.
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o Priority should be given to ensuring that the Libra computer system
provides a uniform and consistent method and means of dealing with
aspects of language choice.

Table 9: Information provided by respondents representing

Her Majesty’s Courts Service

Aspects Summary of interviewee’s response

examined

Nature of the | o Welsh Language Scheme

commitment o Welsh Language Strategic Scheme

(statutory/ o ‘Language Proficiency Strategy’ (Wales)

voluntary) to offer | o Protocol for Magistrates’, Crown and Civil Courts for

a language choice

listing cases where the Welsh language is used

Operating
guidelines

o

Guidelines for court managers

o At the date of interview, one of the 3 Language
Teams was preparing a handbook to provide
guidance. The handbook, The Welsh Language
Scheme and You has subsequently been issued to
each member of staff.

Welsh-speaking
staff/ staff who are
learning Welsh

No data on the number of Welsh-speakers — this is a
weakness in terms of human resources management. A
high level discussion is being held regarding including a
question on every application form asking whether the
applicant speaks Welsh. Since the time of interview
HMCS have adopted a Welsh Language Proficiency
Framework and each post in Wales will be assessed
during 2008 against 5 levels of proficiency. This will
enable the service to collate information on the current
location and numbers of Welsh speakers.

Of approximately 1,500 staff throughout Wales, an
estimated 50 to 100 can speak Welsh. Of the 200 staff
in North Wales, there are approximately 40 Welsh
speakers and 24 who are learning Welsh. All non Welsh-
speaking staff members have been offered the
opportunity to learn Welsh.
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Training/briefing
sessions

0 Induction sessions are held every two months
providing an introduction to the Service and the
court, but these do not give sufficient attention to the
Welsh language. Therefore, a 35-40 minute session
was developed as an introduction to Welsh (through
the medium of Welsh) — these sessions are about to
commence. There are 2 aspects to these sessions:
the situation of Welsh in contemporary Wales; the
role of Welsh within the Service.

o The Judicial Studies Board provides training for
Magistrates, but there is a demand for Welsh
language courses on chairing/conducting a court
through the medium of Welsh and courses on new
legislation. Many courses are being translated, and it
is intended to hold a course on every aspect of their
work from April 2008.

o Courses are held annually for judges on conducting
court through the medium of Welsh and dealing with
cases where Welsh is used. Some attend courses
Nant Gwrtheyrn to learn Welsh.

o Work i sbeing undertaken with other partners to
create a library of terms with support from the Welsh
Language Board.

Translation service

A Welsh language unit that is responsible for translation
work, advice on terminology and bilingual design work.
With regard to translation facilities for service users,
although an individual has the right to ask for a case to
be held through the medium of Welsh without giving
prior notice, if the language choice has not been
established in advance it may sometimes be difficult to
ensure a Welsh-speaking Magistrate or Legal
Counsellor or make arrangements for the individual to
give evidence in Welsh if s/he wishes.

Budget for
operating
bilingually

The Translation Unit's budget: £500,000. An internal
translator has recently been appointed. Approximately
£100,000 is spent on external translation work. £10,000
has been allocated to each Area Team to develop the
Welsh language. Every court and office receives Golwg
and Lingo — approximately 100 copies of each issue
which corresponds to an investment of about £8,000.

Nature of the first
contact

By summons, and when person first appears in court.
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Is a language
choice offered for
verbal contact (e.g.
phone, face to
face, meetings)?

o The first verbal contact will usually be made in Court.
The Service’s officers will not always have received
information regarding the individual's language
choice, although the Court will have received
information kept on the Police’s computer system
(Administration of Justice Department) regarding the
nature of the crime along with other details.

o From next year, it is intended that the Chairman of
every Magistrate’s Bench will be required to open
and close every session bilingually (this is subject to
an ongoing consultation).

0 A poster is available drawing people’s attention to
their right to use the Welsh language in dealings with
the Court.

Is a language
choice offered for
written contact?

The summons marks the start of the documentary
process.

Contrary to the Language Scheme, bilingual
summonses are only sent in the North Wales region.
There are plans afoot to modify the Libra computerised
system. The default position with the Libra system will
be to issue bilingual summonses to all Welsh postcode
addresses unless a recipient’'s language choice has
already been flagged up as ‘English’, when an English
only summons will be issued. There is also an intention
to include a note asking the defendant to indicate his/her
language choice for the hearing and further
correspondence, and this language choice will be
recorded electronically. Libra will allow court staff to
record both the document and hearing language of the
case.

Is the
choice
How?

language
recorded?

On the Libra computer system in North Wales — this will
be done throughout Wales when the system is modified.

Is the record of
language choice
for subsequent
contact shared
within the agency?

Not outside the North Wales region at present, but after
being modified, the ‘Libra’ system will not allow English-
only documents to be processed.

Is the record of
language choice
shared with other
agencies? How?

In general, the only subsequent agencies involved after
the Court process are the Probation Service, YOT’s and
the prisons.
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Welsh Judiciary

We interviewed one Crown Court Judge 1 (CCJ 1) in order to gain first hand
knowledge of any operating framework that may be applicable to the way the
Crown Court Judiciary for North Wales and Chester conduct cases in which
the use of Welsh may be involved. CCJ1 is a Welsh speaker serving in the
North Wales Crown Courts covered within the scope of this project. He
emphasised that his knowledge represents only a snapshot of how language
choice may come to be exercised in the courts, as the courts have to rely on
and act upon information passed on to them by other agencies prior to cases
appearing before them.

Offering Language Choice

In the light of his considerable experience, he feels certain that it is not routine
practice for the police to offer language choice to those who appear before
him. Indeed their usual practices are such that they routinely lead Welsh
speakers to give evidence in English. This is compounded by the fact that
many ordinary Welsh speakers — including police officers themselves - lack
confidence in their use of Welsh in formal situations, especially with regard to
written Welsh.

CCJ1 is of the view that there is a need to raise the confidence of police
officers and staff in their use of Welsh, and encourage the public to use their
everyday colloquial Welsh with confidence in their communications with the
police and the courts. One useful training route would be to train police in
taking statements in Welsh in a confident and encouraging manner. The
challenge, he feels, is to normalise the use of Welsh and ensure that
exercising the option to use Welsh does not trigger any fuss, delay, singular
treatment or ‘special provision’. He feels that lessons may be drawn from the
experience of Canadian police in their treatment of French and English.

In spite of current weaknesses, CCJ1 pointed to his recent experience of
conducting a high profile criminal case almost entirely through the medium of
Welsh at a North-West Wales Crown Court. Although certain systemic
weaknesses had been highlighted by the case, it had tested current bilingual
provision to its limits and the system had been able to respond effectively.

It is evident that CCJ1’s sensitivity to language issues is supported by his
personal interest in them and this in turn informs the informal and instinctive
approach that he is able to adopt when dealing with Welsh speakers before
his courts. However, the practices operated by Crown Court judges in general
benefit from little formal instruction or guidance on ensuring that Welsh
speakers are dealt with in a culturally appropriate manner. Although it is
recognised that judges have no formal role in the prior offering and recording
of language choice, the low level of judges’ formal expectations of the police,
the CPS and the Courts in this regard is not currently conducive to improving
and embedding language choice provision throughout the system prior to
cases being brought before the courts.
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CCJ1 stated that no Welsh Language Scheme requirements are applicable to
Crown Court Judges but that Practice Directions had been issued to them on
certain aspects of the use of Welsh in courts. In fact, the Practice Directions
referred to are appendices to and form part of the statutory Scheme of H.M.
Courts Service. The fact that CCJ1 did not link the Practice Directions for
judges with any Welsh Language Scheme suggests that there is scope for
improved communication of HMCS’s Scheme to the judiciary. This in turn
could only serve to improve the linkage between the judiciary and the
mainstream of continually evolving public service language planning.

Action points for North Wales and Chester Crown Court Judiciary

Crown Court judges serving in Wales should receive appropriate training,
briefings and guidance through the Judicial Studies Board and/or H.M Courts
Service on any relevant Welsh Language Schemes’ requirements relating to
the offering, recording, facilitating and passing on of witnesses’ and
defendants’ language choice.

Practice Directions for judges in Welsh courts should be reviewed and revised
in accordance with current best practice.

Table 10: Information provided by Crown Court Judge

Aspects examined

Summary of interviewee’s response

Nature of the
commitment
(statutory/voluntary)
to offer language

choice

The Courts Service operates a statutory Welsh
Language Scheme, but there is no Scheme specifically
covering the duties of judges.

Operating guidelines

Yes — in the form of Practice Directions requiring judges
to ask jurors and witnesses whether they would like to
take the oath in Welsh or English.

Welsh-speaking staff
/| staff who are
learning Welsh

Inadequate numbers at present. HMCS is currently trying
to increase the numbers of bilingual court personnel.
Judges have no prior knowledge of the bilingual capacity
of court officials, and receive no information to this effect.
CCJ1 has some knowledge because of his personal
interest in this matter

Training/briefing
sessions

Judges receive training from the Judicial Studies Board
and have been briefed on the practice directions referred
to above. No specific training however with regard to
offering language choice, as the onus is not on judges to
offer the choice, but to respond to choice determined
prior to court appearance.

Translation service

Available when arranged beforehand, but provision is
delayed if no prior notice has been received.

Budget for operating
bilingually

Not aware of any specific budget, but resourcing bilingual
provision is never an issue.
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Nature of the first
contact

Initial contact is usually in court, with no prior contact with
a witness or defendant taking place. The only exceptions
are individuals deemed to be potentially disadvantaged
(e.g. children, whom the judge may meet prior to their
court appearance).

Is a language choice
offered for verbal
contact (e.g. phone,
face to face,
meetings)?

Not applicable. In court situations, an informal,
‘instinctive’ approach often works best. At least 50% of
cases in Gwynedd are held in Welsh or bilingually.
Respondent feels that if language choice were offered
formally, many witnesses and defendants would opt to
choose English.

However, the informal approach cannot be used if the
CPS has not provided Welsh speaking prosecutors

Is a language choice

Statement is usually in English, and this is usually taken

offered for written | as an indication of language choice. However. The

contact? respondent usually checks this by consulting with the
police.

Is the language | To the respondent’s knowledge, no record is kept

choice recorded? | subsequent to any such record that may be used in

How? court.

Is the record of | Notapplicable once the case has been concluded.

language choice for
subsequent contact
shared within the
agency?

Is the record of
language choice
shared with other
agencies? How?

The respondent’s understanding is that the police are
expected to make the initial record of language choice
and subsequently transfer this to the CPS, who in turn
should ensure that it is transferred to the court. However,
to the respondent's knowledge, the court has no
responsibility for transferring any such record further, e.g.
to a prison or detention centre. Therefore there is no
transfer of any record beyond the court’s use.
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North Wales Probation Service

North Wales Probation Service is one of four Probation Services operating in
Wales and deals with offenders, from their first appearance in court up to the
time they have completed their sentence. It operates in accordance with
national standards and is accountable to the Ministry for Justice. It operates in
the courts, in prisons and in the community.

In court it offers expert advice on sentencing options. It also operates with
prisoners during the period of their sentence and after release, as well as
supervising offenders who have received a Community Order.

Offering language choice

In the respondent's view, there is a continuing need to raise awareness about
language issues within the service, with a view to encouraging staff to ensure
that they offer a real choice.

One significant obstacle to the provision of a smooth-running and effective
service through the medium of Welsh is the programmes provided for
offenders by the central Service for England and Wales, i.e. programmes to
be followed as directed by the Court (e.g. on Domestic Violence, Sexual
Offences, Thinking Skills etc). These are English-only programmes. The
Service is trying to translate some of then, but this is a drain on local
resources. The Areas in Wales have translated the Enhanced Thinking Skills
and the central administration for England and Wales have translated One to
One and is in the process of translating the Drink Impaired Drivers course.
Generally speaking it is difficult for offenders to follow a programme entirely
through the medium of Welsh. Some programmes are delivered bilingually.

Another obstacle is the computer system for risk assessment — a system
provided for England and Wales and which operates in English only. Amongst
the details recorded are ‘Language other than English’ — which thus assumes
that the default language is English.

Action Points for North Wales Probation Service

All staff should be provided with a continuous rolling programme of language
awareness training.

The systems and working procedures employed should be formalized for
proactively offering users a choice of spoken language, for recording that
choice and for conveying the information about this formally, both internally
and to partners, in order to ensure an appropriate response and appropriate
continuity in their chosen language.

The Probation Service for England and Wales and the Ministry for Justice
should be strongly pressed to adopt and follow best bilingual practice in all
communication with, and all provision for, the Probation Service in Wales.

52 © 2008 IAITH cyf.







The Provision of Welsh Language Choice in the North Wales Criminal Justice Sector

The Welsh Language Board should be called upon to press the above to
facilitate effective, efficient and culturally appropriate operation in Wales.

Table 11: Information provided by

North Wales Probation Service

Aspects Summary of interviewee’s response

examined

Nature of the | - Welsh Language Scheme

statutory/voluntary | - Internal policy explains the rights of staff to use the
commitment to | language of their choice in the workplace.

offer a language

choice

Operating Detailed guidelines on the operation of the Language
guidelines Scheme including guidance on offering a language

choice at the time of the first contact.

Welsh-speaking
staff / staff who are
learning Welsh

30% of the staff are Welsh-speaking (September 2007).
The target in the Language Scheme is 37% (although
35% is the target in the Business Plan). Six members of
staff are learning Welsh, 5 during working hours and 1 in
the evenings.

Training/briefing
sessions

New staff receive training on diversity as part of their
induction training — this includes 2 hours on the Welsh
language. All new staff also attend a 2 day Welsh
Awareness Course run by an external provider. In
addition, the new staff Handbook includes information
about the Welsh language,

Translation service

A multi-agency contract has been established to secure
a quick, efficient and effective translation service.

A translation service is also provided in meetings of the
Board and of the Staff Committee if someone who does
not speak Welsh is present in the latter.

Budget for | Translation budget: £15,000
operating Welsh language training budget: £6,000 (i.e. 10% of the
bilingually general training budget)

Nature of the first
contact

In court — the Service's Court Duty Officer gives either a
‘fast delivery’ report on the client or receives a request to
prepare one within, say, 5 days. Then the Officer meets
the person concerned

In_prison — an officer gets to know a prisoner during
his/her period of imprisonment.

Is a language
choice offered for
oral contact (e.g.
phone, face to
face, meetings)?

At the outset of a dialogue with someone, the
information recorded includes a question about
language choice.
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Is a language
choice offered for
written contact?

Staff are required to offer a language choice and to
record it on the Service's form, whether the first contact
is in court or in prison. Many Welsh-speaking users think
of the justice system as an English system, and they are
more willing to request documents in English instead of
Welsh.

The form asks for a record of language choice, but
sometimes staff do not complete the record. The record
differentiates between oral contact and written contact —
some people want to speak Welsh at an interview but
want the report in English. The way this is monitored and
recorded on computer needs to be improved.

Deal with some cases referred by the Court, with the
Court noting the language choice — but not every time,
so officers of the Service check this, in accordance with
their guidance.

Is the language
choice recorded?
How?

Is the record of
language choice
for subsequent
contact shared

within the agency?

The information is recorded on two systems. (i) An
electronic record is made and circulated internally. This
record is used when passing on information to other
agencies; (ii) an English-only 'England and Wales’ risk
assessment system, which records ‘Language other
than English’. This is shared with other areas.

Is the record of
language  choice
shared with other
agencies? How?

The record is part of the information passed on about
the individual. Often the form completed is that of the
other agency, and it depends on the opportunity
provided on that form. Even so, the record should be
passed on.
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The Youth Offending Teams in North Wales

The Youth Offending Teams (YOT) are made up of representatives from a
wide range of agencies which include: representatives from the police,
Probation Service, social services, health, education, drugs and alcohol
misuse and housing officers. The YOT identifies the needs of each young
offender and potential young offender by assessing them according to a
national assessment framework. This identifies the specific problems that
cause the young person to offend as well as measuring the risk they pose to
others. The team identifies suitable programmes to address the needs of the
young person with the intention of preventing further offending. The YOT is
managed by a YOT manager who is responsible for co-ordinating the work of
the youth justice services locally. The YOTs are answerable to the Youth
Justice Board of England and Wales (YJB), which in turn is responsible to the
Ministry for Justice.

The work of the YOTSs relates primarily to the areas of:

o Crime prevention, when it is believed that a young person is in danger of
offending;

o Work with young people to prevent their being brought before a Court —
e.g. after a young person has committed a first / second offence and
admitted his/her guilt, or if he or she is behaving anti-socially;

o Work relating to Court cases — after a young person has been charged
after committing further offences, or if he or she is charged with a more
serious offence.
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Gwynedd and Mén Youth Offending Team

The Gwynedd and Mén YOT operates from its offices in Y Felinheli, providing
services to young people aged 8 to 18 in the two counties of Gwynedd and
Anglesey.

Offering language choice

This Team covers the most most-Welsh speaking area in North Wales. On
telephoning the Team on six occasions, a bilingual greeting was given on all
occasions by the switchboard operator, and responses were received in
Welsh to our enquiries in Welsh. Within the Team’s offices there is a
predominantly Welsh speaking environment, and awareness of the
importance of the Welsh language is an integral aspect of the Team’s internal
culture.

Like the other Teams, this Team is answerable to the Youth Justice Board of
England and Wales. Most of the documentation received by the Team from
the YJB is in English only — e.g. guidance documents, leaflets etc. The task of
translating these texts into Welsh places a considerable burden on the
Team'’s resources, and distracts officers from their work with young people.

With respect to offering language choice, the two respondents interviewed
noted that the public still tends to think of the justice system as an anglicised
process, and for historical reasons they are more willing to receive services in
spoken Welsh than in written Welsh.

With regard to transferring a record of language preference, one of the
Team’s great concerns relates to services received subsequently by young
offenders detained in remand centres. Many young people are sent to Stoke
Heath (Market Drayton) and others sent to Cumbria and Kent, where no
substantial good practices have been established for dealing with Welsh
speakers. Respondent 1 had prepared two case studies on these aspects.
Further discussion of this issue is provided in this report’s section on the
Prisons and Secure Estate.

With regard to resourcing bilingual provision, there is a feeling within the team
that although there is much rhetoric from the Welsh Assembly Government
and the Youth Justice Board regarding the Welsh language, it is not
supported by funding allocations. The previous Strategic Manager had drawn
attention to this. This lack of funding for bilingualism affects all the Teams
throughout Wales, and the appropriate channel for addressing this matter
would be at meetings of the Welsh Teams Managers, but it is felt that the
other teams do not accord much priority to linguistic considerations.

Turning to the operational arrangements of the Team, Respondent 2

felt that language choice is offered only on a haphazard basis and is over-
dependent on the disposition of the individual officer who happens to be
working with the young person, rather than being subject to a particular and
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consistent procedure. This is attested by the evidence of the 3 young
offenders we interviewed (FYO 1,2,3), all of whom had received initial written
communications from the YOT in bilingual format, but none of whom had been
asked whether they would prefer a service in English or Welsh for subsequent
verbal communications with their case workers. As Team Officers had
confirmed that sometimes the record of language choice will not have been
entered on the form received from the court, the onus should be on the YOT
to rectify this matter by verifying the language choice of clients for written and
verbal communications prior to allocating case workers, thus enabling the
YOT to respond accordingly.

A further concern expressed by Respondent 2 is that within the Team,
language choice is often offered in a prejudicial way — e.g. “You’re OK for
speaking English..?” In the opinion of one of the two officers interviewed,
there is a need to ensure bilingual staff with both the confidence and the
ability to use Welsh. This is supported by the evidence of FYO3, a young
offender who prefers to speak Welsh and speaks in Welsh at all times when
communicating with her case worker. Although the case worker understands
spoken Welsh and is well aware of FO3’s language preference, because the
case worker lacks confidence in her spoken Welsh she speaks in English only
when communicating with FYO3.

Both Team Officer respondents felt that there is a need to train staff on the
bilingualism policy, in order to ensure compliance and a consistent standard
and quality of service, as staff are currently uncertain of the policy and how it
should be operated. This inevitably leads to inconsistencies.

Table 12: Information provided by respondents representing
Gwynedd and Mén YOT

Aspects Summary of interviewee’s response

examined

Nature of the | Respondent 1: Gwynedd Council's Welsh Language

statutory/voluntary | Scheme (it was explained that Gwynedd is the leading

commitment to | sponsoring authority).

offer a language | Respondent 2: as above, also the draft Language

choice Scheme of the Youth Justice Board of England and
Wales (2006). The respondent did not know whether this
draft Scheme had since been approved.

Operating Respondent 1: None.

guidelines Respondent 2: Staff guidelines on Gwynedd Council’s
website.

Welsh-speaking Respondent 1: Membership of the Team is continually

staff / staff who are | developing.Team size = approx.30. including officers

learning Welsh from various agencies. Of these, 23 are Welsh
speakers, 2 are following Welsh learners’ courses and
the remainder are non Welsh-speaking.
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Training/briefing
sessions

Respondent 1: None specifically, but diversities training
is provided and the Welsh language is discussed as part
of this. The Council (Gwynedd) provides e-learning on
this, and it is intended to ensure that all the Team
receive this training. In addition, specific Welsh language
awareness training is intended for the future.
Respondent 2: No training or briefing sessions regarding
the Gwynedd Council Language Scheme nor the Youth
Justice Board’s draft Scheme

Translation service

Respondent 1: Service available through Gwynedd
Council, but because the Team is partly ‘outside’ the
Council, it is not prioritized and sometimes receipt of
translations is delayed. The translation of documentation
received from the Youth Justice Board of England and
Wales is a considerable burden. Information on referral
forms is translated internally, and any modifications to
forms are also translated internally.

Respondent 2: Service available through Gwynedd
Council. Team meeting are held in English without
translation, as non Welsh speakers attend them.

Budget for
operating
bilingually

Respondent 1. No detailed information available —
pending the appointment of a new Strategic Manager
who will have responsibilty for this. It is known however
that although the YJB allocates funding for this purpose
(maybe £2,000 - £3,000 p.a.), the allocation is
inadequate and unrealistic, for example in view of the
volume of traslation work required.

Respondent 2: No knowledge of this.

Nature of the first
contact

Respondent 1: Historically the Service dealt with
offenders, but there has been a big increase in the
preventative work undertaken. With regard to offenders,
the Court contacts the Team concerning a person who is
to appear before them and asks for a report on them, so
this entails contacting the young person. The Team
member will complete a form on which (s)he records
language choice. A meeting with the young person is
then arranged, usually by sending a letter — in bilingual
format.

Respondent 2: A referral form is received from the
Court, and a Team member then writes to the young
person and his/her parents or guardians. All Team
members draft their own initial letters. The respondent
was not confident that all initial letters are bilingual
because Team members have received no instructions
on this aspect.
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Is a language
choice offered for
oral contact (e.g.
phone, face to
face, meetings)?

Respondent 1: On the basis of the record of language
choice (recorded by the Court), effort will be made to
allocate a Welsh speaking officer to deal with Welsh
speakers. This is not always possible because of the
staffing rota. However, if a client expressly indicates that
(s)he prefers to receive a service in Welsh, this is
arranged.

Respondent 2: The offering of language choice is part of
the workplace culture and is an expectation among the
Team. However, if the officer is non Welsh-speaking or
prefers to speak English, the offer is perhaps less likely
to be made, as no guidance has been received by the
Team on this.

Is a language
choice offered for
written contact?

Respondent 1: Reports are not usually written in Welsh,
as Welsh speakers usually prefer to receive the
documents in English. The Team often deals with
individuals verbally in Welsh, but then prepare reports
on them in English. The respondent stated that he
personally had never seen a report presented in Welsh
to the Court.

Respondent 2: The respondent usually writes in Welsh
to individuals and organizations, but does so of her own
volition. There is no system or procedure in place to
ensure that this is general practice. She always offers
language choice, but clients rarely opt to receive written
communications in Welsh.

Is the language
choice recorded?
How?

Respondent 1: It is recorded on the Careworks system —
a system which records details of ethnicity, religion etc.
And which is used to gather statistical information for the
YJB. A record is made even though the software does
not ask specifically about Welsh, and this is one of the
system’s shortcomings.

Respondent 2: All the young person’s details are
recorded on the Careworks system — but the respondent
is not confident that all officers record language choice.
Within the Careworks system there is a specific form on
the ‘Asset’ software where the question regarding
language choice is included, but it is not a field requiring
a mandatory response. The (English only, for internal
purpose only) form asks for ‘Preferred language (other
than English)’, and therefore presupposes that English is
the default language.
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Is the record of
language choice
for subsequent
contact shared
within the agency?

Respondent 1: The record is passed on in 2 reports —
one indicating the ‘Court Outcome’ (a simple A4 form
recording the sentence, duration of order, language
choice etc), and the other being the ‘Court Report
Request’, which asks for information prior to the case
being brought before the Court. This also indicates
language choice.

Respondent 2: No follow-up system within the Team
apart from ‘Asset’ — but all members of the Team can
access the record of language choice on that form.

Is the record of
language choice
shared with other
agencies? How?

Respondent 1: The Team contacts many subsequent
agencies who receive various kinds of information from
it, and this information is usually conveyed on various
kinds of referral forms. Respondent believes that most of
these include a record of language choice, but that an
audit of the forms is needed to check that this is a
feature of all the forms used.

Respondent 2: The Asset form is available to others
within other agencies, either in electronic format or hard

copy.
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Conwy and Denbighshire Youth Offending Team

The Conwy and Denbighshire Youth Offending Team operates from its offices
in Colwyn Bay, providing a service to young people aged 8 to 18 in cases
arising in the two counties of Conwy and Denbighshire.

Offering language choice

On the two occasions when the service was contacted by telephone, the
switchboard's greetings were in English only, and both of our enquiries in
Welsh received responses in English, with no offer to be transferred to a
Welsh speaker when our communications were initiated in Welsh. When the
calls were subsequently transferred to relevant officers, both of the officers to
whom we spoke gave greetings in English only.

Respondent 1 noted “We don't have a huge demand from Welsh speakers,
and don’'t have occasion to use Welsh often.”

In Respondent 1's view there was a need to raise awareness of bilingual
matters within the service, with a view to offering a real choice. Reference
was made to the initial, English-only, letter currently sent by the Team to
young people and initial telephone contact calls from Team members, which
are also made in English only. This officer felt that it would be beneficial if all
staff were to follow a basic course in Welsh. These points were echoed by
Respondent 2, who felt that there is a need for staff training and guidelines on
good bilingual practice. She had received Equal Opportunities training, but
this had not included any references to the Welsh language. Respondent 1
added that the assumption at present, when providing a service, is that
English will be the language employed. This is regarded as the norm, and
staff do not give much thought to the matter of language choice.

It is clear that, in several respects, the Team operate in a manner which
contravenes the requirements of both Conwy and Denbighshire’s statutory
Welsh Language Schemes, and the broader Equalities Policy of each
authority (of which the Welsh Language Scheme forms an integral part).
Areas of non-compliance include:

dealing with telephone calls received in Welsh

initiating telephone calls to members of the public

letter correspondence initiated with members of the public
recruitment and staffing of front-line posts
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Table 13: Information provided by respondents representing

Conwy and Denbighshire YOT

Aspects Summary of interviewee’s response
examined
Nature of the | Respondent 1: Part of the local authority, and thus
statutory/voluntary | coming under Conwy and Denbigh Councils' Equal
commitment to | Opportunities and Language Schemes. Neither the
offer a language | respondent nor anyone else in the Office knew which
choice organisation’s Language Scheme is relevant to their
work.
Respondent 2: No written policy applicable.
Operating Respondent 1: No guidelines adopted. Not known
guidelines whether the local authority has any relevant ones.

Respondent 2: No guidelines.

Welsh-speaking
staff / staff who are
learning Welsh

Employing about 30 people. 5 of those are Welsh
speakers.
No staff currently receiving Welsh-language training.
The Team comprises
- 2 officers acting as court officers — one in
Prestatyn and the other in Llandudno. Both are
non-Welsh speaking. Their duties are part of
wider roles
- 2 officers from the Police, both non-Welsh
speaking
- A Custody Officer, who is fluent in Welsh and who
visits young people in Police custody suites or in
prison
- A Victim Liaison Officer,
speaking
- Prevention Team comprising of 3 officers, 1 of
whom understands Welsh but is not fluent.

who is non-Welsh

According to Respondent 1, when recruiting, their policy
is to assume that Welsh is essential, and if this is not
accepted they have to justify their viewpoint with strong
reasons. Respondent 1 was asked whether the Service
had considered that Welsh-language skills could be
essential for the role of the court officers. The response
was that this was not thought appropriate, since that role
formed only part of a wider job.

Respondent 2 was asked how the Prevention Team
could provide a service in Welsh without any Welsh
speakers in the team. She responded that a Welsh
speaker from another team would be requested to
provide such a service on their behalf if necessary, on
during her period of less than 1 year in post there had
been no demand for a service in Welsh.
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Training/briefing
sessions

Respondent 1: All new officers receive induction training
and are informed of the policy. Information about Welsh-
language training is regularly offered.

Respondent 2: No training received on Welsh language
matters (this respondent having been in post for less
than a full year)

Translation service

Respondent 1: Available from the Translation Unit at
Conwy Council Headquarters, Bodlondeb. The maijority
of the material translated: recruitment advertisements,
job descriptions. No translation for the service provision
aspects. Internal staff undertake some more informal
translation.

Respondent 2: This matter has not arisen, as no-one
has requested a service in Welsh

Budget for
operating
bilingually

No specific budget or budget code. The majority of the
costs are treated as 'recruitment costs' since the majority
of the translation has to do with recruitment material.

Nature of the first
contact

Respondent 1: (i) Home visit, or phone call or letter from
the team asking them to visit the Office. (ii) The Court
refers them to the team, and the first contact is made in
Court, with one of the 2 (non-Welsh speaking) court
officers

Respondent 2: Telephone call in English by (Prevention)
Team member, followed up by sending bilingual leaflet
to client

Is a language
choice offered for
oral contact (e.g.
phone, face to
face, meetings)?

Respondent 1: Not when making contact by letter or
over the phone (the initial letter is usually in English
only). But ethnicity and language choice are noted as
part of our assessment. People under 16 always have
an adult to supervise them, and are always offered a
language choice (i.e. even before seeing the Police, our
officer asks a series of welfare questions — including
chosen language).

Respondent 2: No — initial contact call is in English, as
English is first language of all Prevention Team
members

Is a language
choice offered for
written contact?

Respondent 1: The (above) response regarding
language choice also encompasses this — when we talk
to them we ask would they like to receive any material in
Welsh

Respondent 2: Initial letter is not bilingual and does not
offer language choice, but the accompanying leaflet is
bilingual.

Is the language
choice recorded?
How?

Respondent 1: On our forms — for our attention internally
and for the attention of the Police. The Police also
record this on their own system.

Respondent 2: May be recorded at face to face
meeting, but any offer of choice would be made in
English only
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Is the record of
language choice
for subsequent
contact shared
within the agency?

Respondent 1: The Administrative Section inputs the
information in our database (with details of sex, date of
birth, risks, etc). We can add a box to record the choice
for oral and written contact. However, we do not get
many Welsh speakers through the system

Respondent 2: All matters discussed with client are
recorded (including language choice if the client raises
this (though no clients had done so)

Is the record of
language choice
shared with other
agencies? How?

Respondent 1: Information about language choice is
passed on when making a referral to another agency —
usually on a referral form. At other times over the phone.
There is not always a record that this has occurred, if it
is not on the form (usually the other agency's form). If
there is not an appropriate box, we add the information
at the bottom by hand.

Respondent 2: If client requests language choice we
would highlight this in our referral documentation
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Flintshire Youth Offending Team

The Flintshire Youth Offending Team (YOT) operates from its offices in Mold
and serves young people aged 8 to 18 in the local authority area covered by
Flintshire County Council.

Offering language choice

We made several calls to the YOT’s offices in Mold. The reception number
was answered in English only each time with no offer to speak to a Welsh
member of staff when our enquiry was made in Welsh. Calls to a direct line to
a known Welsh speaker were also answered in English saying “Youth Justice
Service”, though these calls proceeded to be dealt with in Welsh. By
telephone at least, Flintshire YOT do not give the impression of welcoming
and encouraging contact in Welsh.

Of the 30 members of the Flintshire YOT, 3 members of staff speak Welsh.
These are the Court and Resettlement (CR) Officer, the Intensive Supervision
and Surveillance Programme (ISSP) Officer, and the Parenting Coordinator.
According to Respondent 1, internally produced documents are translated into
Welsh and the forms used to compile young person’s record files include a
question on language choice. Respondent 1 also felt that given the lack of
demand for the use of Welsh among young people in the county, the system
“‘works very well here, youngsters always get the opportunity to use Welsh.”

If a young person is identified as Welsh-speaker then their case will be
assigned, if possible, to a Welsh-speaking YOT member of staff. For example,
the Welsh-speaking CR officer who typically deals with pre-court and bail
cases has been assigned to do post-court Court Order work with a Welsh-
speaking young person in order to meet that young person’s language needs.
The CR officer told us that using Welsh “mae’n helpu pethau ‘mlaen pan dach
chi’'n datblygu perthynas gyda rhywun mae’n gwneud y berthynas yn well wrth
siarad Cymraeg” (“helps things along when you’re establishing a relationship
with someone it's a better relationship when you speak Welsh”).

According to Respondent 1 cases where a young person wants to do
everything in Welsh in Flintshire are “very very very rare”. In one case, it was
felt that the young person’s request to have letters in Welsh “was only trying
to be funny”. In general, the team do not come across requests to use Welsh.

Respondent 2 said, for example that she had only come across two cases
where the young person who attended court spoke Welsh as their main home
language with family members. The Welsh-speaking young offender we
interviewed said that she felt it was important, even in an area like Flintshire
where the number of Welsh-speaking young people was not as high as in
other parts of Wales, for all first language Welsh speakers like herself to be
offered the opportunity to use Welsh.
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“Ond dyle nhw dal offro ti cael siarad Cymraeg [yn Sir y Fflint] Wel, os mae’'n
iaith gyntaf pobl, fydd pawb eisiau neud o'n ei iaith ei hun. Dweud bod rhywun
yn Polish a mae nhw di neud rwbeth, a mae nhw eisiau fo yn Polish, wedyn
oherwydd mai dyna ydi iaith gynta nhw, bydd nhw’n gallu neud o’n Polish. So
dwi'n gallu deud bo fi eisiau neud o’'n Gymraeg achos mai dyna ydi'n iaith
gyntafi.” (FYO4)

TRANSLATION: “But they should still make the offer for you to speak Welsh
[in Flintshire]. Well if it's people’s first language, everone will want to do it in
his own language. Suppose that someone’s Polish and they do something,
and they want it in Polish, because that’s their first language, they’ll be able to
do it in Polish. So | can say that | want to do it in Welsh, because that's my
first language.” (FYO4)

This young person said that when given the choice, she would always choose
to use Welsh rather than English. In her case, she had not been given this
choice in most of her dealings with the police, courts and pre-court work with
the YOT. She gave Flintshire police a score of 0 out of 10 for not giving her
the opportunity to use Welsh even though they knew she was first language
Welsh; the court (in Mold) deserved 1 out of 10, since she wasn’t given the
opportunity to use Welsh at all when she went before the court, but a Welsh-
speaking YOT Court officer did speak to her in Welsh when she noticed the
young offender talking Welsh to her mother. For her pre-court work with
Flintshire YOT she gave them 3 or 4 out of ten because a Welsh-speaking
member of the team was only present from time to time. Post-court, she felt
the YOT deserved 9 out of 10 because she had been assigned a Welsh-
speaking member of staff and had been able to speak Welsh with her.

Court Order work for young offenders cannot be fully conducted through the
medium of Welsh. The worksheets, books, DVD’s and materials for such
Court Order work are drawn from many sources within the County Council
(e.g. health, housing, education), independent voluntary organisations (e.g.
NACRO), the National Probation Service and the Youth Justice Board.
According to Respondent 2, all these materials are produced in English — so
work with Welsh-speaking young offenders tends to involve speaking in
Welsh and doing written work etc in English. For the young offender we spoke
to, being able to speak with YOT staff was more important than being able to
have all the written materials for her Court order work in Welsh also.

In Flintshire, it would appear that a young person’s first language is not
communicated to the YOT via the Police notification form. Similarly, the
NAIREY Report which details offence, statements etc does not identify
preferred language. We were told that the Youth Offending Team are
therefore not given any prior indication of a young offender’s first or preferred
language before meeting them at court which makes it difficult to arrange for
one of the team’s Welsh-speaking staff to be present when a Welsh-speaking
young person appears before the court. This was confirmed by the experience
of the young offender we interviewed. However, it is also apparent that this
young offender had been involved with the Flintshire YOT prior to going to
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court. In such cases, the YOT’s internal record of an offender’'s language
preference, should be checked routinely to ascertain the language profile of
young offenders who appear before the court. In the case of the young person
we interviewed, she was offered the opportunity to use Welsh because a
Welsh-speaking member of the YOT heard her talking Welsh to her mother at
court rather than because the record-keeping procedures of the YOT, Police
and Court had ensured that her language preferences were known and
catered for in advance.

Even though Flintshire YOT can and does make the effort to accommodate
young people’s preference for using Welsh on the occasions that this arises,
the level of Welsh language provision is patchy in comparison with the

provision available in English because:

o Youth Justice Board forms, literature and materials are not available in

Welsh

0 Materials used in prevention and post-court sessions are in English

o Secondary workers who provide services tailored to the various needs of
young offenders are typically non Welsh-speaking.

o The only level of Welsh language provision which can be guaranteed is
that internally produced literature are available in Welsh and bilingually
and the opportunity when possible to speak to Welsh-speaking members

of staff

Table 14: Information provided by respondents representing

Flintshire YOT

Aspects examined

Summary of interviewee’s response

Nature of the
commitment

(statutory/voluntary)
to offer a language

choice

No bilingual policy specific to the YOT but have to be
bilingual because of Welsh Language Act. [No mention
made by manager of Flintshire County Council’s
statutory Welsh Language Scheme which is applicable to
all unitary authority services including YOT].

Operating guidelines

None.

Welsh-speaking staff
| staff who are
learning Welsh

Some 30 members of YOT team. No precise details of
Welsh speaking staff available but estimated as being
20% - 30%. None of the administrative staff speak
Welsh. No staff learning Welsh at present.

Training/briefing
sessions

No Language Awareness Training provided. Welsh
language training offered by Flintshire County Council
but training is ‘luck of the draw’ rather than planned in
relation to delivery of services. No perceived demand for
Welsh language skills training within YOT members.

Translation service

Have translated some forms and information leaflets.
Used Council’s translation service. Internally edit
translated text to make it more reader friendly —this done
by Welsh speaking YOT staff.
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Budget for operating
bilingually

No budget — have to juggle internal finances to fund
translation etc. This is perceived to be an issue and
additional funding for this purpose would be useful.

Nature of the first
contact

(1) Prevention /Early intervention — manager unsure
whether language preference is recorded in the police
report. (2) At court. No prior information given to YOT
regarding young person’s language preference. NAIREY
report does not indicate language preference. Can only
identify language preference when they meet the young
person at court. Flintshire YOT has 1 Welsh-speaking
court officer who will initiate conversation in Welsh if she
recognises the young person speaks Welsh.

Is a language choice
offered for verbal
contact (e.g. phone,
face to face,
meetings)?

Yes, one of questions asked on forms for young people
is about their preferred language. If young person prefers
Welsh, Flintshire YOT can accommodate.

On the occasions we telephoned the YOT, all calls were
answered in English with no offer to be transferred to a
Welsh speaker when requests were initiated in Welsh.

Is a language choice

Yes and No. All internally produced forms and leaflets

offered for written | are bilingual. Youth Justice Board produced texts only
contact? available in English.

Is the language | Yes Note on language preference made on
choice recorded? | CAREWORKS system.

How?

Is the record of|Yes, all members of YOT refer to the same

language choice for
subsequent contact
shared within the
agency?

CAREWORKS system.

Is the record of
language choice
shared with other
agencies? How?

Language preference would be passed on if relevant.
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Wrexham Youth Offending Team

The Wrexham Youth Offending Team (YOT) operates from its offices in
Wrexham and serves young people aged 8 to 18 in the local authority area
covered by Wrexham County Council.

Offering language choice

In Wrexham, the Youth Offending Team is only capable of providing a very
limited amount of its services and support to local young people through the
medium of Welsh. According to its manager, the team “would struggle to
provide any Welsh service”. The YOT in Wrexham has no Welsh speakers on
its prevention team even though Welsh is ‘desireable’ on the job description,
and has only 3 Welsh speakers who can deal with post-court work. We were
told that the need for services in Welsh isn’t there and that in Wrexham “there
is a more apparent need for Polish, Turkish or Portugese rather than Welsh”
and that “offering Welsh language choice is not seen as a priority - which is
wrong, we make a total assumption that English is the only language.”

According to the manager, it would be “really beneficial” to have Language
Awareness Training. She also identified a need for Wrexham unitary
authority’s statutory Welsh Language Scheme to be promoted among YOT
members, with clear guidelines to staff on how to answer the phone and deal
with written correspondance.

Table 15: Information provided by respondents representing
Wrexham YOT

Aspects examined | Summary of interviewee’s response

Nature of the | No bilingual policy. Manager had worked in Denbighshire

commitment
(statutory/voluntary)
to offer a language
choice

previously where she was used to everything going out
bilingually and surprised to find this not the case in
Wrexham. Staff not sure how to answer phones and
letters. The team have highlighted the need for staff to
learn Welsh.

Operating guidelines

No guidelines for staff. Promotion of Council’'s Welsh
Language Scheme needed among YOT team members.

Welsh-speaking staff
| staff who are
learning Welsh

Around 34/35 members of the YOT team, only 3 (post
court staff) are Welsh speakers. Of the 9 staff who do
prevention work, none speak Welsh. No staff learning
Welsh at present.

Training/briefing
sessions

Team members haven't ever had Welsh language
training. Team now developing a programme for in-
house training. Some staff identified a need to learn
greetings in Polish. A couple want to learn Welsh. Have
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looked into it but the training is not very accessible.
Manager has done 2 years of evening classes. Wants to
do an intensive week and has offered to pay herself.
Diversity (gender/sexuality) training available but don’t do
anything about language. It would be really beneficial to
have Language Awareness Training.

Translation service

Have had some signs translated. Used County Council
translation service.

Budget for operating
bilingually

No budget.

Nature of the first
contact

(1) Letters and phone calls followed up with letter of
appointment/arrange home visit. Letters in English,
address is the only part that's bilingual. Use Youth
Justice Board templates — all of these are in English. (2)
For offenders, Court refers them to us. First contact is
with court officers (none Welsh-speaking).

Is a language choice
offered for verbal
contact (e.g. phone,
face to face,
meetings)?

Haven't yet offered language choice and if we needed to
we couldn’t even though we should be able to. Pre-court
no W-speaking staff available to provide service. Post
court — 1 Welsh speaking Youth Offending Services
Officer has just been appointed, 1 bilingual victim liaison
officer writes letters in Welsh to local Welsh schools. 1
sessional worker speaks Welsh as their first language.
Could provide 1 to 1 work on anger management etc. in
Welsh. Has had ‘ad hoc’ conversations in Welsh with one
individual but not delivered a course fully in Welsh.

Is a language choice

No

offered for written

contact?

Is the language | Assessment document records details concerning each

choice recorded? | Youth Offender. Hand written paper documents are

How? typed up onto electronic CAREWORKS system. First
page asks for name, date of birth, ethnicity, no specific
question on language choice.

Is the record of|We complete a referral form. Manager didn’'t know if

language choice for
subsequent contact

there is a question on language choice on the referral
form, thought probably not.

shared within the

agency?

Is the record of | It would be possible if emphasised as necessary using
language choice | Electronic Multi-agency Referrals System

shared with other
agencies? How?
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Some general comments on the North Wales YOTS

Since the shortcomings discussed in the section above on the Gwynedd and
Mén YOT relate to the Team which has the strongest Welsh language ethos,
the highest proportion of Welsh speaking staff and probably the highest levels
of language sensitivity and awareness in the whole of Wales, it is not
surprising that these shortcomings are very significantly magnified in the other
3 North Wales YOTs, where the proportion of bilingual staff is negligible,
levels of language awareness are minimal and where even the concept of
offering language choice is apparently unfamiliar.

The responses received from respondents in the Conwy and Denbighshire
YOT, the Flintshire YOT and the Wrexham YOT highlight certain aspects of
the internal culture of those Teams, i.e.

Current bilingual staffing levels are inadequate and there is almost no
capacity for providing services of equal quality, breadth and availability in
both Welsh and English as is required by the 1993 Welsh Language Act
and the relevant statutory Welsh Language Schemes

The current staffing profile is such that workplace culture is
overwhelmingly anglicised in ethos and working practice, with low levels of
language sensitivity awareness. English is regarded, inappropriately, as
the ‘default’ language or norm for communications skills deployment in all
interface situations with clients, and any arrangements to use Welsh ‘on
request’ are effectively a deviation from this ‘norm’, and cannot currently
be readily deployed to the same professional standards as arrangements
for a service in English.

There is little recognition or awareness within these Teams of how the
above staffing profile may influence client perceptions and expectations of
the Teams, and the Teams’ own perceptions of any ‘demand’ for the
service.

No focus has been applied to the obvious discrepancy between the
incidence of Welsh speaking among young people in the YOTs’ catchment
areas (some of which, in Conwy and Denbighshire, include some of the
most Welsh speaking areas in Wales) and the absence of Welsh language
cases handled by the Teams.

Action points for North Wales Youth Offending Teams

o The staffing profile of each Team should be reviewed with a view to
ensuring adequate front line capacity to offer real language choice to users
and to communicate with them in their chosen language

0 There should be a review of all systems employed for:

- offering language choice to service users proactively rather than on
request

- formally recording users’ language choice in such a way as to
differentiate between language choice for both oral and written
communications
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- formally conveying information on users’ language choice both
internally and to partner organizations in order to ensure an appropriate
response and appropriate continuity of service in their chosen
language.

All staff should receive Welsh language awareness training aimed at

developing an understanding of and sensitivity to the issues concerning

the local authorities’ Welsh speaking population. This training should also
identify ways of proactively encouraging Welsh-speaking young people to
use Welsh or a mixture of Welsh and English as they prefer.

The staff of all Teams should receive operating guidelines and briefings on

the measures and commitments of the Welsh Language Scheme relevant

to them

Welsh language training should be offered to all staff as part of their

personal and professional development.

The Youth Justice Board for Wales and England, which is in turn

answerable to the Ministry for Justice, should be strongly pressed by the

Teams to

- adopt and operate good bilingual practice in all its communications with
and provision for the Youth Justice Teams in Wales

- collaborate with local authorities and other organisations to produce
bilingual materials e.g. Behavioural Management Plans for use with
young offenders in prevention and post-court order work.

The Welsh Language Board should be strongly pressed to bring pressure
to bear on the above agencies, and on secure establishments which
detain young people from Wales, in order to facilitate and provide efficient,
effective and culturally appropriate services for Welsh speakers.
A working group of senior managers drawn from all North Wales YOTS
should be established to address and implement the above
recommendations, with a view to sharing best practices, materials and
working methods and standardizing the quality and availability of provision
and procedures throughout North Wales. The working group to report to
the North Wales Local Criminal Justice Board.

72 © 2008 IAITH cyf.







The Provision of Welsh Language Choice in the North Wales Criminal Justice Sector

North Wales Local Criminal Justice Board

The North Wales Local Criminal Justice Board operates from its offices in
St.Asaph. It performs a co-ordinating function in terms of “bringing together
the chief officers of key Criminal Justice Agencies in order to provide better
co-ordinated and more cohesive working arrangements within the Criminal
Justice System”. It includes representatives from:

North Wales Police

The Crown Prosecution Service
Her Majesty’s Courts Service
The Probation Service

Youth Offending Teams

The Prison Service

O 0000 O0

According to its website, the Board has “a very significant role to play in
maintaining, supporting and improving the quality of life for people in North
Wales through the vital task in the fight to reduce crime and bring more
offenders to justice.”

Offering language choice

When the service was contacted by telephone, a bilingual greeting was
provided by the switchboard and a Welsh response was given to our Welsh-
medium enquiry. When the call was transferred, a bilingual greeting was also
received from the officer questioned but it was not possible to conduct the
interview through the medium of Welsh.

When the Board’s website was searched for relevant information, it was noted
that only the homepage is bilingual. However, the page listing the documents
that can be downloaded includes some separate Welsh-language versions.
No document was found on the website expressing any commitment towards
the Welsh language or towards offering language choice to service users.

This does not reflect the good work undertaken by the Board in promoting
Welsh. A notable example of this is the fact that the Board has identified three
current priority areas, i.e., reducing crime, victims and witnesses and the
Welsh language. Identifying Welsh as a priority in this way is an innovative
and unique step among the Boards in Wales, and is indicative of the progress
made by this Board in raising the profile of the Welsh language in a strategic
and operational manner. Furthermore, although it is not incumbent upon the
NWLCJB to produce a Welsh Language Scheme, it has established a Welsh
Language Sub-Committee and has more recently voluntarily adopted a Welsh
Language Protocol (See Appendix 2).

Notwithstanding such significant progress, within the particular operational
context examined here, the Board’s staff do not have any formal procedures
in place to ensure that proactive measures are taken to offer Welsh language
choice. At the time of interview and prior to the adoption of the Welsh
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Language Protocol, the respondent indicated that staff were reliant upon what
was described as their ‘thorough internal understanding’ of the Board’s
expectations for operating bilingually.

As in the case of the three other Local Criminal Justice Boards in Wales, this
Board is accountable to the Office for Criminal Justice Reform (OCJR) which,
in turn, is accountable to the Ministry for Justice. In the past, before Wales
was managed as a single area separate from England, OCJR seemed to
have little understanding of or sympathy for the nature and requirements of
bilingualism in Wales. Since the appointment of one Performance Advisor for
Wales, the OCJR has come to recognise the importance of Welsh language
issues in Wales and currently provides a budget to cover some translation
costs, although this budget is not currently sufficient to enable this Board and
the other Boards to operate completely bilingually. At present, there is no
funding available to finance further bilingual services.

Action points for North Wales Local Criminal Justice Board

o0 The Board should adopt a Welsh Language Scheme.

o Operating guidelines should be prepared for the Board’s staff based on the
above Scheme and current Welsh Language Protocol.

o0 In order to ensure uniformity of service and standards throughout Wales,
the NWLCJB should actively encourage all the other LCJB’s in Wales to
adopt its Welsh Language Protocol.

o Considerable pressure should be brought to bear on the Office for Criminal
Justice Reform (OCJR), which is accountable to the Ministry for Justice, to
adopt and follow good bilingual practice in all dealings with and provision
for the Local Criminal Justice Boards in Wales.

o The Welsh Language Board should be called upon to press the OCJR to
facilitate the provision of effective, efficient and culturally appropriate
services to Welsh-speakers.

0 Language awareness training should be provided to all of the Board’s
staff.

o0 Welsh language training should be offered to all staff as part of their
personal and professional development.

Table 16: Information provided by respondent representing
North Wales Local Criminal Justice Board

Aspects examined | Summary of interviewee’s response

Nature of the
commitment
(statutory/voluntary)
to offer a language
choice

At the time of interview, the respondent stated that the
Board did not have a written policy on bilingualism or a
Welsh Language Scheme. [A Welsh Language Protocol
has subsequently been adopted as of November 2007 .]

Operating guidelines

None. ‘Only the Board’s expectations’ according to the
respondent, and the respondent added that he would
expect the Board’'s Welsh Language Sub-group to
establish policy and guidelines.
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Welsh-speaking staff
| staff who are
learning Welsh

Of the three staff members, there is one non Welsh-
speaker, one Welsh-speaker (Performance Officer) and
one learner (Communications Officer).

Training/briefing
sessions

None during the two years since the respondent was
appointed.

Translation service

No internal translators but the translators employed by
the Courts Service are used.

Budget for operating
bilingually

During the previous two years, the respondent had
succeeded in securing £7,000 per year from the OCJR
for each of the four Justice Boards in Wales. However,
this budget is wholly inadequate to meet all the needs of
operating bilingually.

Nature of the first
contact

The Board does not have much direct contact with the
public. It operates as a secretariat which brings together
different agencies within the justice sector.

What little direct contact the Board has with the public
takes place by telephone and through correspondence.

Is a language choice
offered for verbal
contact (e.g. phone,
face to face,
meetings)?

All the staff answer the telephone bilingually.

The public are welcome to speak Welsh on the
telephone and if the fluent Welsh-speaker is present in
the office, an appropriate response can be provided in
Welsh.

The Board routinely arranges that it attends public events
(e.g. the National Eisteddfod and the Urdd Eisteddfod,
conferences and so on) on a joint basis with other
agencies from the justice sector, therefore no difficulties
arise in terms of ensuring that Welsh-speaking staff are
available to deal with the public.

The LCCS project is administered on behalf of the
magistrates and Probation Service. The aim of this
project is to inform various groups (e.g. schools, Rotary
groups and so on) of the work of the magistrates and
Probation Service. When contacting such organisations,
the Board routinely asks in which language they would
like to receive the presentation.

Mock trials are sometimes held in schools with the pupils
playing different roles. Schools are offered a language
choice, and mock trials are often held through the
medium of Welsh.

Is a language choice

Welsh letters are answered in Welsh.

offered for written | Bilingual newsletters are distributed.
contact?
Is the language | N/A The Board’'s direct contact with members of the

75 © 2008 IAITH cyf.








The Provision of Welsh Language Choice in the North Wales Criminal Justice Sector

choice recorded?
How?

public is limited to its ‘community engagement’ activities
such as the Eisteddfod.

Is the record of
language choice for
subsequent contact
shared within the

N/A - See above.

agency?
Is the record of | N/A- See above
language choice

shared with other
agencies? How?
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Legal Services Commission

The Commission runs the Legal Aid system in England and Wales ensuring
that individuals receive the advice, information and legal support they need. It
works with solicitors and not-for-profit organisations to provide services.

When telephoning the service, a bilingual greeting was provided by the
switchboard but a response was received in English to our Welsh-medium
enquiry before the call was transferred. After the call was transferred, a
bilingual greeting was obtained and a Welsh-medium response was given by
the officer to the enquiry although the message on her answering machine
was in English only.

The Commission’s main office is in London and it has 12 offices outside
London. The only office in Wales is located in Cardiff.

Although the Commission produces bilingual materials and forms and
provides a bilingual telephone greeting, it has not adopted the practice of
proactively offering a language choice to visitors or callers other than those
who call the Welsh language helpline specifically. Current provision is based
providing Welsh language services on request.

Solicitors are not dealt with in the same way as the ‘public’ for the purposes of
the Language Scheme. It was noted that the Wales office proactively deals
with the London head office on matters relating to the Welsh Language
Scheme. Some issues have been identified, specifically, the computer system
storing the Commission’s central database cannot process bilingual inputs or
outputs. However, it is understood that the system is to be changed in a few
years, and an understanding has been reached with the Welsh Language
Board that any new system should be able to process bilingual material.

Action Points for Legal Services Commission

o The Commission’s central administration in London should be strongly
pressed to adopt and implement good bilingual practice in all
correspondence and all provision for the Commission’s work in Wales.

o The Welsh Language Board should press the above in order to facilitate
the provision of effective, efficient and culturally appropriate services for
Welsh speakers.

o Consideration should be given to adopting the principle of proactively
offering language choice to all service users whether they are members of
the public, solicitors or other agencies, incorporating this principle in the
Welsh Language Scheme at the appropriate time.

0 Steps should be taken to revise and reform all systems in order to
proactively offer users a language choice for verbal and written contact,
record the choice made and share the information internally and formally
with partners, thus ensuring an appropriate response and appropriate
continuity of service in the language of choice.
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Table 17: Information provided by respondent representing

Legal Services Commission

Aspects Summary of interviewee’s response

examined

Nature of the | Welsh Language Scheme approved by Welsh Language
commitment Board on 16 March 2006.

(statutory/

voluntary) to offer
a language choice

Operating
guidelines

Guidance on the Scheme’s main measures — answering
the phone; correspondence; face to face response.

Welsh-speaking
staff/ staff who are
learning Welsh

Of the 50 — 60 staff in Cardiff, about 4-5 can speak
Welsh and 3-4 can understand Welsh but do not have
enough confidence to speak the language.

In terms of Welsh language training, every one of the 4-
5 fluent speakers have followed a Welsh language
improvement course, and around 20 of the non Welsh-
speaking members of staff receive Welsh lessons in the
workplace.

Training/briefing
sessions

All of the staff in the Cardiff office have been briefed
regarding the Language Scheme, and the departmental
heads in the main office in London have also been
briefed regarding the Welsh Language Scheme’s
requirements and its implications for the service in
Wales. Additionally, guidance on the scheme is available
on the intranet, and this guidance is updated regularly.

Translation service

No internal translator is employed but an external
agency in Cardiff is used. Not much translation work is
produced. The Commission deals mainly with solicitors
and in general, no material is translated for solicitors
apart from the material they subsequently use with the
public. The main materials which are translated include
forms and material for the Commission’s website.

Budget for | There is a budget for translation e.g. within the
operating ‘communication budget’, but there is no separate budget
bilingually under a specific heading.

Nature of the first
contact

The Commission has very little direct contact with the
public. The main initial contact is made through the form
received from the solicitor. When an individual is kept in
custody and the Commission arranges that he/she sees
a solicitor, the solicitor will complete a form on his/her
behalf. The contact is nearly always established through
the solicitor.
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Is a language
choice offered for
verbal contact (e.g.
phone, face to
face, meetings)?

There is a Welsh language phone line, and every
telephone call is answered bilingually. In terms of face to
face contact, the services of a Welsh-speaking officer
are not offered but if someone asks for a Welsh-
speaking officer, one of the 4-5 fluent speakers are
called to deal with the individual. Visitors and those
phoning the standard line are not asked whether they
want a Welsh language service, but the Commission
responds positively to everyone who requests a Welsh
language service.

It is not thought that anyone apart from those who have
used the Welsh Ilanguage helpline have asked
specifically for a Welsh language service.

In addition to the above, there are 2 new telephone
services: CLA Direct (Community Legal Advice Direct) —
an individual can telephone this service directly to
enquire about any civil matter. A Welsh-speaker will be
available on request (even though the service is
operated from outside Wales). CDS Direct — (Criminal
Defence Service Direct) — started in January 08. An
individual in custody can ask for assistance from a
solicitor. This contract was won by 3 law firms in London
but the Commission is undertaking an audit of solicitors
in Wales who would be willing to provide a Welsh
language service as required. In such cases, it is the
custody officer’s responsibility to offer language choice.

Is a language
choice offered for
written contact?

Correspondence with solicitors represents most of the
Commission’s written contact, and sometimes copies
are sent to the individual in question. No language
choice is offered, but the Commission responds
favourably to an individual asking for Welsh language
material.

Forms prepared for the public (but not those prepared
for solicitors only) are bilingual.

A Legal Aid Certificate (stating that the individual is
eligible, how much aid is provided and the terms) is
produced in English only by a computer system (CIS)
operated in London. The system does not produce
bilingual materials. Generally, copies of the certificate
are produced for the solicitor and the individual.

If someone asks for a Welsh version of the certificate,
the office in London will forward the details to the office
in Cardiff who will make arrangements for the certificate
to be translated.

Is the language
choice recorded?
How?

Computer records are kept. See below.
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Is the record of
language choice
for subsequent
contact shared
within the agency?

On the computerised record-keeping system used
internally, there is a memo pad on the screen where the
officers record the individual’'s details and his/her
language choice if he/she has asked for a Welsh
language service.

Is the record of
language  choice
shared with other
agencies? How?

Only if a Solicitor or other agency asks for the
information. Solicitors are reminded to ask their clients
whether they wish to have a Welsh language service in
Court.
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The Law Society (Wales Office)

The Law Society (LS) is the statutory regulatory body for solicitors in England
and Wales, employing some 800 staff. The Society’s functions are to both
represent and regulate solicitors. There are some 98,000 solicitors on the Roll
of Solicitors for England and Wales with around 3,500 with addresses in
Wales. The Wales Office in Cardiff employs 6 members of staff whose
responsibilities include:

o] representing the Law Society in all areas of Welsh pubilic life;

providing the secretariat for the Wales Committee for Welsh legal
issues;

providing Continuing Professional Development (CPD);

being an umbrella organisation for 17 local law societies in Wales;
encouraging younger members to become actively involved in the LS;
maintaining strong links with the National Assembly, Westminster, and
European Parliament;

informing the profession on all legal matters in the devolved subject
areas.

O o0O0oo o

@]

The Wales Office also provides direct help to the public by handling
complaints from clients, making referrals to solicitors, publishing information
leaflets, and running schemes that offer access to legal services.

Offering language choice

With regard to providing a genuine language choice to its members and the
public, The Law Society Wales Office is an example of an organisation
following best practice in several areas of operation. It has voluntarily adopted
and implements a Welsh Language Scheme which sets out how it will treat
Welsh and English on a basis of equality when providing services to the public
in Wales. Most importantly, it has recognised the importance of employing
sufficient Welsh speakers to provide an effective bilingual service. By insiting,
as a matter of principle, that all of its 6 members of staff are fully bilingual, all
aspects of the LS’s work in Wales can be conducted in Welsh or bilingually as
appropriate. Our several telephone enquiries to the Wales office confirmed
that the telephone was consistently answered with a bilingual greeting and
that all the individuals who answered the telephone were fluent Welsh
speakers. It has been beyond the scope of this study to verify whether Welsh
speakers whose initial contact with the LS is not through the Wales Office are
offered the opportunity to use Welsh as efficiently and effectively as the Welsh
Language Scheme states.

The Law Society’s database of solicitors Solicitors-online.com permits a
search for solicitors who can provide their specialist service in Welsh.

The LS Wales Office provides advocacy courses in Welsh in response to

demand. These provide an excellent opportunity for fluent Welsh speakers to
gain the confidence in conducting court cases through the medium of Welsh.
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When viewing the LS website we found it not possible to access the Wales
Offices” Welsh language pages from within the main website. Although the
‘Work in Wales’ page states that the Wales Office offers a bilingual service,
their Welsh language pages could only be accessed by using the Welsh title
Cymdeithas y Cyfreithwyr in a search engine such as Google.

While we recognise that it is not a function of the LS Wales Office to press
upon solicitors regarding their language use with clients, several individuals
interviewed in the course of this study have emphasised that the LS Wales
Office could play a positive role in raising awareness and disseminating best
practice with regard to offering clients language choice.

Action points for Law Society (Wales Office)

o The Law Society should make the Wales Office Welsh language website
pages easily accessible from the main English language website,
specifically the page on ‘Work in Wales'.

o The LS Wales Office should consider identifying the need for and
providing other forms of Welsh language ‘proficiency’/ specialist training
for solicitors

o The Wales Office of the Law Society should liaise with the Legal Services
Commission with a view to identifying the need for and providing other
forms of Welsh language ‘proficiency’/ specialist training for solicitors

o The Wales Office of the Law Society should liaise with the Legal Services
Commission with a view to drawing up and disseminating to solicitors in
Wales best practice principles and guidelines regarding language choice.

Table 18: Information provided by respondents representing
The Law Society (Wales Office)

Aspects examined | Summary of interviewee’s response

Nature of the
commitment

(statutory/voluntary)
to offer a language

choice

In recognition of its public role in Wales, the Law Society
has adopted a voluntary Welsh Language Policy which
was endorsed by the Welsh Language Board on the 24™
November 1999.

Operating guidelines

According to its language policy, guidance to staff on the
Welsh Language Scheme is delivered where appropriate
through staff handbook, information sheets and induction
training. According to our enquiries, the staff handbook is
in the process of being revised.

Welsh-speaking staff
/| staff who are
learning Welsh

All 6 members of the Wales Office staff in Cardiff are fully
bilingual (manager, training development executive,
development executive, external affairs executive, policy
adviser, PA/office manager); a further 3 in the England
and Wales business enquiries unit are also bilingual

Training/briefing
sessions

Language plan states that training is given to staff who
wish to learn Welsh. In practice none necessary at the

82 © 2008 IAITH cyf.








The Provision of Welsh Language Choice in the North Wales Criminal Justice Sector

Wales Office since, as a matter or principle, all staff
appointed are fluent Welsh speakers.

Translation service

All Wales Office staff fully bilingual therefore no need for
internal translation service. Appropriately qualified
external translators/interpreters used as necessary.

Budget for operating
bilingually

None specifically. Case made by Wales Office manager
to ensure adequate budget available for provision of
advocacy courses in Welsh and document translation.

Nature of the first
contact

Telephone and written correspondence typically
regarding complaints from clients, referrals to solicitors,
information leaflets.

Is a language choice
offered for verbal
contact (e.g. phone,
face to face,
meetings)?

Yes, all the Wales Office staff answer the phone
bilingually and can deal with all enquiries fully in both
languages. Language Plan states that the LS can
arrange for its office in Wales to return telephone calls to
Welsh callers if no Welsh speakers available at initial
point of contact.

Is a language choice
offered for written
contact?

Yes. According to its language plan, letters written in
Welsh are answered in Welsh and letters written in
English answered in English

Is the
choice
How?

language
recorded?

Yes, on an internal database for the receipt of material in
Welsh.

Is the record of
language choice for
subsequent contact
shared within the
agency?

Yes

Is the record of
language choice
shared with other
agencies? How?

N/A
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Section 3: The Prisons and Secure Estate

The experience of Welsh-speakers from North Wales

There has been concern for some time regarding the experience of Welsh-
speaking offenders who are sent to prisons or secure institutions in England.
In their strategy to reduce re-offending, the National Offender Management
Service (NOMS), Welsh Assembly Government (WAG) and Youth Justice
Board state as follows:

‘For several years, professionals have been expressing concern at the
number of prisoners who have to serve their custodial sentence in prisons in
England, particularly vulnerable groups such as women and young people.
Aside from the obvious difficulties in retaining family contact due to the
distance families and friends are required to travel, there are real issues in
relation to Welsh language. At a time when offenders can be most vulnerable,
the facilities are not readily available for them to communicate in their own
language. If prison establishments in England are going to comply with the
Welsh Language Act and provide interventions in a way that is going to be
effective for Welsh speaking offenders, this area of work needs proper

attention”.®

It was not part of the brief for this study to visit more than one custodial prison,
namely HMP Altcourse, Liverpool. In this section, we provide a brief summary
of our findings in relation to the Welsh language provision in that prison, as
well as commentary on the secure estate that receives young and adult
offenders from North Wales. This summary is based on the experiences of the
one young offender and nine adult offenders we interviewed, and on the
findings of two other key studies undertaken recently.

Young offenders in custody

“We are concerned about the effects on Welsh speaking young offenders of
being held in establishments where insufficient priority is being given to their
language needs. We believe that holding young offenders in establishments a
long distance from home in an environment that does not encourage them to
use their first language is likely to undermine efforts to engage and rehabilitate
them and ultimately to reduce re-offending rates.”

(House of Commons, Welsh Affairs Committee Report Welsh Prisoners in the
Prison Estate (2007))

No precise figures are available regarding the number of Welsh-speaking
children and young people from North Wales who are remanded or
sentenced to custody. At present, there are no secure establishments in North
Wales and young offenders are sent to Secure Training Centres (STC),

® National Offender Management Service, Welsh Assembly Government, Youth Justice Board, Joining
Together in Wales: An adult and young people’s strategy to reduce re-offending, January 2006,
paragraph 3.1, p20.
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Secure Children’s Homes (SCH), or Young Offender’s Institutions (YOI) in
England. A study by the Youth Justice Board (YJB) has recently reviewed the
current provision of Welsh Ianguage services in the secure estate for young
offenders from all over Wales.” According to this study, 163 young offenders
from all over Wales were in custody in England and Wales on 31-07-07. Of
these 163 young offenders, 34 (20.9%) originated from North Wales. The YJB
study gained statistics from 13 of the 18 Youth Offending Teams in Wales,
giving a snapshot cohort of 121 of the 163 children and young people in
custody on 31-07-07. In this snapshot cohort of 121, 8 young people were
reported as having Welsh as their first language. Seven were from Gwynedd
and Ynys Moén and one was from Carmarthenshire. Six of them were boys
and two were girls.”

Key findings of the YJB report include:

o “Key opportunities to identify the first language of young people in the
Youth Justice System are being missed due to poor document design
or perhaps lack of awareness among staff in the Youth Justice System.

o Of the three secure establishments in England with the highest
concentration of Welsh young people only Stoke Heath YOI offers
Welsh language classes to young people in keeping with the Welsh
curriculum. Ashfield YOI is currently endeavouring to recruit a member
of staff to deliver these services. Eastwood Park YOI does not offer
Welsh language classes as part of the education curriculum.

o0 Welsh young people who are first language Welsh speakers are
predominantly placed in English prisons where their ability to

communicate effectively is compromised.”®.

The YJB study interviewed 3 young offenders who were first language Welsh
speakers. All three reported having difficulties as a consequence of being
Welsh speakers in custody in England. These difficulties included:

a. “Not receiving education through the medium of Welsh having been
educated in the community in a Welsh medium school.
b. Not been allowed to speak Welsh to each other. Two young people

reported being asked not to speak Welsh. Secure establishments

were also asked if there were any occasions when a young person

may be asked not to speak Welsh. 21.4% of the establishments

reported that there had been occasions when young people were

asked not to speak Welsh. Examples of secure establishment

comments regarding this are:

“Only in situations where it was being used in an abusive/ derogatory

manner”

“This would only occur if it was felt that there was a threat to security”
C. Not having anyone either young person or staff member available to

speak Welsh with”®.

® Youth Justice Board (2008) Welsh Language Provision in the Secure Estate.
" Ibid., para.32.

¢ Ibid. p. 6.

° Ibid. para.53.
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In our study, we were able to interview one female young offender who had
experience of custody. The evidence of this young offender (FYO3), who
spoke of her experience in a number of secure institutions outside Wales, and
one in south Wales, was that:

0 Secure centre staff at all locations had prevented her from speaking Welsh
when communicating by telephone with her parents, other family members
and friends. This was particularly distressing for her because when she
was told to stop talking to her mother in Welsh on the telephone, her
mother was unable to continue the conversation with her daughter in
English, as this felt awkward and unnatural to her.

o Her mother, who suffers from a stammer, also declined to visit her in any
of the remand institutions primarily because she felt that she would be
compelled to speak unnaturally in English with her daughter.
Consequently, this young person did not receive any visits from her
mother while she was in custody;

0 Because of censorship arrangements, her letters in Welsh and any
correspondence she received in Welsh were consistently unduly delayed
or, in some cases remained undelivered;

0 Having received all her primary and secondary education to date through
the medium of Welsh, all educational instruction and materials provided by
the remand institutions were in English.

All of the staff we interviewed from each of the four Youth Offending Teams in
North Wales expressed their deep concerns for the welfare of all young
offenders who are sent so far from home to custody in England and in
particular, for Welsh speaking young offenders who are at a greater
disadvantage from not being able to communicate in their first language. We
were told that some Welsh-speaking young offenders were mistakenly
thought by custodial staff to have learning and behavioural difficulties because
they did not respond appropriately in English.

In her evidence to the House of Commons, Welsh Affairs Committee, The
National Manager for Wales, Youth Justice Board said:

| do not think the system as it is currently set up is capable of providing a
service in the language of somebody’s choice. | do not think it is capable of
doing that. | think it is just about capable of picking up when Welsh is
genuinely somebody’s first language and they have less fluency in English —
which is the case for about 30% of the children seen by Gwynedd and Ynys
Mén Youth Offending Teams. | think there is partial capability but | do not
think the system can offer a genuine option preference for people. | would
not say that was fair."®

% House of Commons, Welsh Affairs Committee, (2007) Welsh Prisoners in the Prison Estate, Q 356.
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Case Study 1: Lucy

‘I would like to share with you the story of Lucy. Lucy lives in the Gwynedd
area with her family all of whom are first language Welsh, both her parents
have difficulties speaking English and her Grandparents spoke no English but
for a few words.

Lucy has had a traumatic childhood and is a vulnerable young person. There
have been many episodes of self-harm and attempted suicides. She came to
the attention of the North Wales Police through many instances of Anti Social
Behaviour, Public Order Offences and of being Drunk and Disorderly.
Following a breach of a Statutory Order for another Public Order Offence Lucy
was eventually given a four-month DTO and a 12 month CrASBO. The
Gwynedd Mén Youth Offending Team asked for Placement to be as close to
home as possible, she was placed in Durham, a four and an half hour journey
away from home. During her confinement there were many instances of self-
harm and attempted strangulation. In the two months she was at Durham she
received two visits from myself and one from her parents.

Lucy was released and for a while did extremely well, However personal and
family situations worsened and Lucy again began to drink heavily, she was
arrested for breaching the conditions of her CrASBO and for another Public
Order Offence, she was sentenced to a 12 month DTO.

Prior to receiving this sentence Lucy was placed on remand, due to a
shortage of placements for young offenders a remand bed was found in
Exeter. Due to the distance and the fact that the Court date was for five days
following her being remanded she received no visit from either family or YOT
staff during those five days.

On the day of Court she was taken from the custodial centre in Exeter at 4
o’clock in the morning to be returned to the Gwynedd Courts for sentencing.
She arrived at the Court at 12.00 midday only to be sentenced and returned to
Exeter, as there was no other place available for her, she returned to the unit,
arriving at 2.00am the following morning.

It took over three weeks to have Lucy moved closer to home. Well, when | say
closer, she was moved to Yorkshire, a 3 and a half hour journey away from
home. Lucy is vulnerable she needs contact with her family and to be
reintegrated into the local community.

Lucy’s parents are in receipt of benefits and they have not been able to visit
her for the last five months, the last time Lucy saw her Mother and Father was
behind the screen in Court on day of sentence. Money is available for her
parents to visit her, but only if they produce the receipt for the tickets which
they first must buy themselves. The total cost for two return fares and
transport from the station to the Prison is almost £250.00. A large sum for
anyone but an almost impossible task when the weekly total of the benefits
they receive is less than the price of the tickets.

87 © 2008 IAITH cyf.








The Provision of Welsh Language Choice in the North Wales Criminal Justice Sector

This you may feel is bad enough but | also ask you to think about this, Lucy
has difficulties in speaking in English, Some custodial staff do not allow her to
speak Welsh on the phone to her parents, she has no one to speak to in her
native tongue, no family visits, no familiar contact but myself who visits once a
month, if she’s lucky.”

Gai i siarad hefo Mam, Presentation by Carys Heulwen Drury at the North Wales
Local Criminal Justice Board Conference, Llandudno, North Wales, 7" November
2007.
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Adult offenders in custody

There are no custodial facilities for male or female adult offenders in North
Wales. Figures provided by the National Offender Management Service
(NOMS) show that as at 30 September 2006, of the 631 remand and
sentenced male prisoners from North Wales, nearly half (303) were held at
HMP Altcourse near Liverpool."" Most of the remaining male prisoners from
North Wales were held in other prisons in England (namely, Stoke Heath,
Risley, and Wymott, Garth, Kirkham, Wakefield, Thorn Cross, Liverpool,
Brinsford, Shrewsbury, Glen Parva and Casington).’? There are no published
figures of Welsh-speaking male prisoners in prisons in England. We were
given estimates that between 70 and 100 Welsh-speaking remand and
sentenced prisoners are kept in Altcourse at any given time.

It is difficult to know exactly how many women prisoners from North Wales are
Welsh speakers and in which prisons they are held, since this data is not
available. Home Office figures for 2006 show that as at 30 September 2006,
of the 8 female prisoners on remand in custody from north Wales, 7 were held
at Styal, Cheshire and 1 at Peterborough, Cambridgeshire. Of the 15 female
offenders sentenced to custody from north Wales, 8 were held at Styal, 5 at
Drake Hall, Staffordshire, 1 at Ashkam Grange, Yorkshire and 1 at
Peterborough™. These figures do not include the women from North Wales
who are sent to prison from courts (e.g. Chester and Warrington) in England.
One Welsh-speaking ex-prisoner we interviewed in the course of this study
had been sentenced from a court in Chester.

According to the evidence submitted to the House of Commons, Welsh Affairs
Committee report on Welsh Prisoners in the Prison Estate

“the language needs of Welsh speaking prisoners are not being met within
the prison system and, despite the commendable efforts of some
establishments, this issue is more acute where Welsh prisoners serve their

sentences in English prisons™*.

In this study, we interviewed one female offender who had experience of
custody at HMP Styal and HMP Drake Hall and eight male offenders who had
experience of custody in HMP Altcourse, Lancaster Farms and various other
men’s prisons in England. Generally, in their experience:

o Prison staff and other prisoners generally had negative attitudes towards
the Welsh language;

o0 Prisoners often experienced abuse and derision from other prisoners for
being Welsh-speaking;

1 Evidence provided by NOMS to the House of Commons, Welsh Affairs Committee report “Welsh
Prisoners in the Prison Estate, 16 May 2007. Evidence 98.
12 Ibid. Supplementary memorandum submitted by the Home Office, Ev.98.
3 House of Commons, Welsh Affairs Committee, (2007) Welsh Prisoners in the Prison Estate,
iupplementary memorandum submitted by the Home Office to Q21 (Ev98).

Ibid. p 36.
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0 Because of the above, some prisoners reacted by underplaying or even
concealing obvious aspects of their Welsh identity — such as the fact that
they are Welsh speakers

o Typically no provision for Welsh speakers e.g. literature, newspapers,
copy of the Bible, religious services, even though these resources were
available in other languages;

o Prisons other than Altcourse did not routinely check prisoners’ language
background on admittance;

o0 Lack of educational and skills training in Welsh;

0 Letters in Welsh were permitted but subject to delays;

0 Most prisoners had had experience of being instructed not to speak Welsh
on the telephone. Others had not actually been prevented from speaking
Welsh to family on the phone but made to fear that they would be
prevented from doing so;

0 Poetry written in Welsh by prisoners confiscated;

0 Some prisoners at Altcourse told to speak English together by some prison
officers;

0 At Altcourse, no problem in speaking Welsh with visitors but this was a
problem at other prisons cited by prisoners;

o0 Key medical, psychiatric, counselling and rehabilitation services not
available in Welsh.

Case Study 2: Derfel

Derfel is a highly intelligent 19-year-old male Welsh speaker who suffers from
a form of autism and associated behavioural problems. He lives in the
Gwynedd area with his family all of whom are first language Welsh speakers.
Derfel has a history of drug abuse, depression, self-harming and attempted
suicides. He speaks Welsh fluently and articulately.

He has been arrested and detained on a number of occasions, and one of the
occasions he recalls most vividly is the time of his 2™ arrest in Caernarfon
when he was taken to the local police station. At that time he was in a
depressed and distressed condition and had to receive overnight medication
and care from the duty nurse, who communicated with him in English only.
That night he obtained the services of a Welsh speaking solicitor - by luck
rather than as a result of any choice offered, because a Welsh speaker
happened to be on duty. When his case was brought before Llangefni
Magistrates Court the following day, although the accents of the magistrates
suggested to him that they were Welsh speakers, the case was held entirely
in English because the Prosecutor was a non Welsh-speaker.

Derfel has appeared before the Courts on a total of 7 occasions; twice before
Llangefni Magistates, twice before Llandudno Magistrates and three times
before Mold Crown Court. He is certain that he was not on any occasion
offered the choice of conducting any of these cases through the medium of
Welsh. If given the choice, he would definitely have opted to conduct every
case in Welsh because he feels he is able to express himself more precisely
and effectively in his mother tongue. Indeed, he had secured the services of a
Welsh-speaking barrister to represent him in the most serious of his Crown
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Court cases. However, all 7 cases were heard in English, and he supposes
that this is because they were prosecuted by non Welsh-speaking prosecutors
on each occasion.

Derfel has been imprisoned on seven occasions, six times in Altcourse and
once at Lancaster Farms. At Altcourse, officers had addressed him by his
surname, finding his Welsh forename difficult to pronounce. He felt that this
set him aside from other prisoners. At Lancaster Farms, however, he
appreciated the fact that officers had made the effort to always address him
by his forename.

On one occasion, in an acutely depressed condition at Lancaster Farms,
Derfel had felt the need to communicate with his brother and was permitted to
telephone him. Once the conversation had commenced in Welsh, however,
he had been instructed by the overseeing officer to stop speaking Welsh with
his brother. He had continued regardless and subsequently remonstrated with
the officer that it would have been totally unnatural for him to speak English
with his brother. To Derfel’s surprise, the officer had then apologised.

Because of his suicidal condition, at Altcourse Derfel had been placed on a
medical ward, and allocated psychiatric counselling. There were no Welsh
speakers among the nurses, the mental health staff nor the uniformed
Counsellors. Similarly, at Lancaster Farms, he had participated in the ‘Inner
Reach’ psychiatric help scheme, but again there were no Welsh-speaking
counsellors and all participation had to be conducted in English.

During his most recent incarceration, Derfel had been allocated a psychiatrist
who travelled from Llanfairfechan to visit him on counselling visits. Although
based in Llanfairfechan, the psychiatrist was a non-Welsh speaker who had
declared at the beginning of his first visit “This interview is going to be in
English because unfortunately | can’'t speak Welsh”.

Derfel explained that the main strategy used by the mental health personnel
and the psychiatrist was to seek to address his acutely depressed condition
by using their communication skills to encourage him to reciprocate by
communicating and analysing his deepest anxieties, concerns and personal
feelings. He felt that communication on such a personal and intimate level
could only be achieved effectively in his mother tongue, and that the lack of
Welsh speaking mental health personnel seriously compromised the
effectiveness and professionalism of the treatment.

Following his release, Derfel continues to attend consultations with a
psychiatrist that was allocated to treat him prior to his imprisonment, and who
is not connected with the criminal justice sector. Again the psychiatrist is a
non-Welsh speaker.

Source: Authors’ interview with ‘Derfel’ (a pseudonym) (MO4), February 2008.
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“‘Ges i hasl am siarad Cymraeg — o'n i'n siarad Cymraeg wrth ffonio adre
ac yn cael abuse gan ferched. Tueddol i ffonio adre pan doedd ‘na ddim
llawer o bobl o gwmpas ... Cael lot o weiddi a rhegi arna i. Fedrai feddwl
i rywun fengach a llai hyderus y byddai’'n haws i guddio’u Cymraeg.” (FO1)

Translation: “I was hassled for speaking Welsh — | spoke Welsh when |
phoned home and got abuse from girls. Tended to phone home when
there weren't many people around... Got shouted at and swore at a lot. |
can imagine that for someone younger and less confident it would be
easier to hide their Welsh.” (FO1)

Action points for prisons in England holding prisoners from North
Wales

0 The Prison Authorities in England and Wales should be more proactive in
identifying all Welsh-speaking prisoners. Information on offenders’
understanding and use of the Welsh language and their language
preferences should be routinely collected and published.

o The Prison Service should ensure that all prisons in England who hold
adult Welsh prisoners in custody adopt the good practice (as HMP
Altcourse do) of recognising the right of Welsh-speaking offenders to
speak Welsh on the telephone to family and friends, speak Welsh with
visitors (whether family, friends or professionals), receive mail in Welsh as
promptly as mail in English and be permitted to speak Welsh with other
prisoners. (For Altcourse Policy Statement on The use by prisoners of
languages other than English see Appendix 1.)

o While it remains necessary for Welsh offenders to be held in custody in
England, the Prison Authorities should work to raise awareness in the
workforce of all prisons which hold Welsh prisoners of the language rights
and needs of Welsh-speaking male and female offenders.

o For as long as it is necessary for Welsh offenders to be held in custody in
England, Welsh language provision, including Welsh language skills
training, should be made a priority.

Action points for secure establishments holding juvenile offenders
from North Wales

0 Youth Justice Board and the Prison Service should work to ensure that
secure establishments in England permit Welsh-speaking juveniles to
speak Welsh on the telephone to family and friends, they should also be
allowed to speak Welsh with visitors (whether family, friends, YOT workers
or other professional staff), receive and send mail in Welsh as promptly as
mail in English and be permitted to speak Welsh with other young
offenders.

o The YJB, YOT'’s, the Prison Service and the Police should work together
to ensure that all Welsh-speaking young offenders are identified and
ensure that youth justice documentation identifies, records and passes on
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information to other agencies concerning each young person’s language
profile and language preference.

0 Welsh language awareness training should form an integral part of any
diversity training and/or equalities training provided to the staff of secure
institutions.

o For as long as it is necessary for Welsh juveniles to be held in custody in
England, Welsh language provision, including Welsh language education
should be made a priority for those children.
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HMP Altcourse

HMP Altcourse is a privately designed, constructed, managed and financed
prison which opened in December 1997. HMP Altcourse is a Category B local
prison receiving prisoners from the courts in Merseyside, Cheshire and North
Wales. The prison receives young male offenders and adult male prisoners
who are either sentenced or remanded by the courts. The prison is currently
holding over 1,200 prisoners in safe custody. We were told that 95% of all
adult male prisoners from North Wales are housed at Altcourse and that there
are usually 70 or more Welsh-speaking prisoners detained there at any given
time.

Offering language choice

In comparison with the other prisons which house Welsh-speaking prisoners,
HMP Altcourse provides an example of good practice. The respondents who
provided us with information regarding the prison demonstrated that the
Prison is sensitive to the needs of Welsh-speaking inmates and is, as the
report of the House of Commons Welsh Affairs Committee also concluded,
“‘making considerable efforts to meet the needs of its Welsh-speaking prisoner
population.” These efforts include:

o Adoption of a Policy Statement on “The use by prisoners of languages

other than English” (See Appendix 1).

Providing written prisoner information and newsletter in Welsh and English

Providing a Welsh language paper to each unit daily

Providing a collection of Welsh books in the prison library

Permitting prisoners to send and receive letters in Welsh

Permitting prisoners to speak Welsh on the telephone with family and

friends

Permitting prisoners to speak Welsh with visitors

Employing a Welsh-speaking chaplain

o Permitting Welsh recreational events to be organized by the Chaplain for
Welsh speaking prisoners (e.g. Christmas visit by Welsh entertainers;
concert to celebrate St David’s Day)

o0 Establishing a Welsh prisoners support group

o0 Having two Welsh-speaking prisoner representatives at the prisons’
Diversity Management meetings

o0 Having a Welsh Assembly Government funded cabin for the use of
meetings with north Wales prisoners

OO0O0OO0O0

o O

The respondents also expressed the need for further steps to be taken to
address the needs of Welsh-speaking prisoners, in particular:

o0 Recruitment of Welsh-speaking staff

> House of Commons, Welsh Affairs Committee report “Welsh Prisoners in the Prison Estate, 16 May
2007.
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o Provision of Welsh language skills and education training.

According to the Welsh-speaking prisoners we interviewed, they
acknowledged that:

o they had greater opportunities for using Welsh at Altcourse than in other
prisons;

o0 some staff showed an interest in the Welsh language and some were even
taking steps to learn Welsh,

o that the most senior staff were supportive of Welsh speakers but that
some staff, particularly in lower ranks were not so accepting / supportive.

Prisoners felt that their needs as a language group were not as well catered
for as those of some other ethnic groups within the prison population. They
felt that they needed:

o more information about their rights to use Welsh

o staff who could speak Welsh and ‘street-wise’ rather than ‘text book’

Welsh

Welsh language religious services

0 Better choice of Welsh language books in the library

o Copies of local Welsh community papers (papurau bro) such as Papur
Menai, Y Goriad and Llafar Bro as well as local English language papers

o0 More cultural activities in Welsh (e.g. poetry workshop)

o

Action points for HMP Altcourse

0 Altcourse should continue to develop and build upon the provision already
established in relation to dealing with Welsh speaking prisoners, thereby
developing a model of good practice which will be useful to other
institutions in the prison estate and secure estate for young offenders.
Such further provision to include:

e Recruitment of Welsh-speaking staff;

e Further provision of Welsh language courses for prisoners and staff;

e More information to Welsh prisoners upon admission informing them of
their right to use Welsh and of the provision available to them in Welsh;

e The inclusion in Welsh prisoners’ admission documentation of a formal
record of Welsh language abilities and language preferences; this
record to be passed on to any subsequent agencies who will be
dealing with prisoners during and following their imprisonment at

Altcourse;
e Ensuring welfare and counselling services through the medium of
Welsh for Welsh-speaking prisoners — e.g. drugs counselling,

psychiatric counselling, rehabilitation and resettlement strategies etc.
All vulnerable cases should be identified and prioritised;

e Further development of recreational activities through the medium of
Welsh;

e Improved choice of Welsh language books, newspapers and
periodicals in the library;
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e An audit of internal signage with a view to identifying opportunities to
provide more bilingual signs within the prison;
e Religious services in Welsh.

Table 19: Information provided by respondents representing

HMP Altcourse

Aspects examined

Summary of interviewee’s response

Nature of the
commitment
(statutory/voluntary)
to offer a language
choice

No formal statutory or voluntary commitment to offer
language choice with regard to the prison’s services to
offenders. Rather, the prison has adopted a voluntary
Policy Statement (22.12.2006) which states that: “HMP
Altcourse asserts the human right of all prisoners to use
their first language/language of choice. Prisoners will not
be challenged, disciplined or forbidden from doing so
without good reason. There will be no blanket ban on the
use of non-English languages” Prisoners required to
speak English if well founded concerns that safety or
security, good order/discipline and courtesy may be
compromised.

Operating guidelines

A4 Policy statement. Diversity Management meetings —
two representatives raise specific concerns regarding
Welsh. Welsh language is recognised as a significant
diversity issue.

Welsh-speaking staff
/ staff who are
learning Welsh

None. According to Respondent 1, they have difficulty
recruiting Welsh-speaking staff. The need for Welsh-
speaking staff is beginning to register and there is a need
to take positive action in this regard. Some staff have
had some Welsh language lessons. Welsh speaking
chaplain has been teaching WLPAN course to 10
members of staff during lunchtime. Respondent 1 had
learned enough Welsh to be able to check letters written
in Welsh for security purposes.

Training/briefing
sessions

All staff have Diversity Training but no Language
Awareness Training

Translation service

Induction booklet, significant prisoner handbooks and
bilingual newsletter in Welsh and English — translation
carried out by external translation company

Budget for operating
bilingually

No specific resources. No part of contract requires the
prison to provide its services through the medium of
Welsh and so no resources are available.

Nature of the first
contact

Offenders delivered to the prison by van. Prisoner Escort
Record delivered to prison, but this does not indicate
language choice for Welsh speakers. On arrival
prisoners are asked “What is your first language?” Have
a brief chat with the Chaplains they pick up Welsh
speakers.

Is a language choice
offered for verbal

No prison staff apart from Chaplain are Welsh speaking,
therefore prisoners do not have the choice to be spoken
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contact (e.g. phone,
face to face,
meetings)?

to in Welsh by staff. Specialists who provide therapy and
psychiatric, drug rehabilitation etc. services are not
available in Welsh. Unlike the majority of other prisons in
the UK, prisoners are allowed to make telephone calls in
Welsh to family and friends, they are also allowed to
speak Welsh with other Welsh-speaking inmates.

Is a language choice
offered for written
contact?

Yes and no.

Prisoners are allowed to send and receive letters in
Welsh. Bilingual Newsletter published in Welsh and
English. Collection of Welsh books in the library.

Is the language
choice recorded?
How?

Verbal enquiry often made on arrival, but no formal
documentary record made

Is the record of
language choice for
subsequent contact
shared within the
agency?

Informally

Is the record of
language choice
shared with other
agencies? How?

No record kept
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Section 4: Discussion of Key Findings and
Recommendations for the North Wales Criminal
Justice System

Discussion of Key Findings

The undertaking of this study was, without exception, warmly welcomed by all
respondents contacted within the agencies surveyed. Most respondents
expressed the hope that the study would help to identify weaknesses in the
way Welsh language choice is offered by their organisation and across the
system, and looked forward to considering the study’s recommendations on
how to progress the issues identified. The authors consider that this reservoir
of good will among staff towards ensuring good quality provision in the Welsh
language is an invaluable resource at the agencies’ disposal, and augers well
for the due consideration of the findings and recommendations of this report.

Similarly, the juvenile and adult offenders, former offenders, witnesses and
victims contacted also welcomed the opportunity to contribute towards the
study, and a number of them expressed their appreciation of the particular
focus being applied to the issue of language choice by the commissioning of
this study. Some felt that this was a very positive signal by the criminal justice
system indicating that the treatment of service users with regard to language
choice was a matter of genuine concern to agencies.

Within this positive context we present the following discussion of the study’s
key findings:

. The study shows that the provision of a choice of services in Welsh or English
by agencies serving in the North Wales Criminal Justice sector is varied and
inconsistent from agency to agency and from location to location. (See
Recommendations 1 — 5 below)

. Where language choice is offered and Welsh speakers have the opportunity
to use Welsh as their preferred language, they often feel that being able to
deal with the criminal justice system in Welsh is a far better experience which
adds significantly to the quality of the service they receive. Welsh speakers
tend to perceive the opportunity to use Welsh as an indicator of customer care
and equal treatment. (See Recommendations 1 — 5 below)

. In general, Welsh speakers appreciate in particular the opportunity to be able
to use spoken Welsh when dealing with agencies within the sector, especially
when the language registers used by agency staff are more colloquial than
formal. (See Recommendations 10 — 14 below)

. For the most vulnerable individuals for whom Welsh is their preferred

language, having to undergo judicial and custodial procedures in English may
exacerbate their sense of vulnerability, disadvantage or disempowerment, and
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may have a detrimental effect on their mental and physical well-being and
even contribute towards compounding rather than reducing their risk of re-
offending. (See Recommendations 1 — 5 below)

5. Across the sector, agencies’ strategies for helping the vulnerable and
preventing re-offending are highly dependent on the effective deployment of
language skills by professionals. In such circumstances, the use of Welsh with
Welsh speakers should be considered as a central and integral aspect of the
quality and standard of the service provided rather than as an adjunct to it.
(See Recommendations 1 — 5 below)

6. The evidence of interviewees who have had experience of the North Wales
Criminal Justice System suggests that the offer of language choice by
agencies and opportunities to use their Welsh are generally scarce,
inadequate, inconsistent and arbitrarily determined. (See Recommendations
1 -5 below)

7. The evidence of adult prisoners and young offenders held in the secure estate
indicates that, with the notable exception of HMP Altcourse, language choice
for Welsh speakers in those institutions is scarce or non-existent, with their
use of Welsh restricted and sometimes not permitted, correspondence with
them or by them in Welsh usually delayed, and Welsh speaking relatives,
friends and other visitors often prevented from speaking Welsh with them
during visits. (See Recommendations 6 and 7 below)

8. For historical and sociological reasons, Welsh speakers generally lack
confidence in their formal use of Welsh when dealing with officialdom,
particularly with regard to written communications. The language registers
used by agencies for verbal and written communications across this sector is
a major factor in determining whether service users will wish to use Welsh
and subsequently opt to do so when communicating with the agencies. In
general, the more formal the Welsh used, the more likely Welsh speakers will
be deterred from opting to use Welsh. (See Recommendations 9 — 12 below)

9. The lack of confidence of Welsh speakers in general in dealing with official
matters through the medium of Welsh also extends to Welsh speaking
professionals and other Welsh speaking staff across the sector. As
professionals and other staff have invariably received their formal vocational
training and professional development through the medium of English, their
confidence in their professional competence, status and authority has been
acquired through their use of English. There is evidence that this may be a
major influence on the extent to which they are comfortable in extending
language choice to service users and their subsequent readiness and
willingness to deal with them through the medium of Welsh. (See
Recommendations 9 — 12 below)

10. The evidence provided by agencies shows that their internal systems, working
arrangements and procedures for offering, recording, responding to and
forwarding a record of language choice are generally inadequate, inconsistent
and in some cases non-existent. (See Recommendations 2 — 5 below)
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11.Where users do opt to exercise language choice and use Welsh it almost
invariably causes delays and difficulties and often adds to the sense of stress
and disempowerment that they experience — for example, when giving
evidence in the Courts, giving statements at police stations, writing letters in
Welsh from prisons or opting for documentation in Welsh. Generally speaking,
Welsh speakers’ opting to use Welsh in the North Wales Criminal Justice
Sector currently means opting for a more troublesome experience. (See
Recommendations 2 — 5 below)

12.A key issue identified is that the recruitment and staffing arrangements and
the management of language skills resources for implementing the provision
of language choice to service users are generally ineffective, inefficient and
apparently arbitrary. (See Recommendations 4 and 16 below)

13.Levels of Welsh language awareness and sensitivity to the importance of
offering language choice are generally low among agencies’ staff and are not
generally understood by them as being integral to the broader Equalities and
Diversity agendas. Knowledge of relevant Welsh Language Scheme
requirements is also generally low. (See Recommendation 12 below)

14.Current understanding of the concept of offering language choice throughout
the sector is generally based on the idea of “responding to demand”. This is
not considered good practice as it fails to recognise the historical statutory
exclusion of Welsh from the sector over a period of more than four centuries,
and the resultant ongoing impact of this on the psychology and long-
established language use domains and expectations of Welsh speakers.
Because of these factors, the provision of services in Welsh should not be
‘demand led’ for the foreseeable future, and it is therefore considered
inappropriate for agencies to base their service planning and provision on
perceived ‘demand’. Any perceived lack of demand should not be
misconstrued as lack of need. (See Recommendations 1 and 12 below)

15.Across the sector, with only a few exceptions, English is regarded by the
agencies surveyed as the ‘default’ language or norm for communications skills
deployment in all interface situations with clients / service users. Any
arrangements to use Welsh ‘on request’ are effectively a deviation from this
‘norm’, and in general they cannot usually be deployed to the same
professional standards as arrangements for a service in English. This inherent
historical presumption in favour of English is considered to be no longer
appropriate for agencies now operating in accordance with statutory
commitments to ‘treat the Welsh and English languages on a basis of
equality’. (See Recommendations 12 and 14 below)

16.Agencies within the sector which operate as local units of a centralised
administration or headquarters based outside Wales invariably face difficulties
in ensuring adequate resourcing and support for bilingual services. They are
often hindered by a lack of empathy, awareness and understanding at senior
management level regarding the required bilingual profile of public sector
services in Wales. This often creates inefficiencies by causing staff time and
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resources across the sector to be squandered on pressing administrations
outside Wales for appropriate resourcing, bilingual materials, and bilingual
capacity within centralized ITC systems and standard procedures. Agencies
are often in the invidious position of having to divert funding to pay for
bilingual provision. Almost all agencies interviewed provided evidence to this
effect. (See Recommendations 8 and 9 below)

17.The public often do not differentiate between the various agencies and when
being processed by the criminal justice system may often be unaware that the
various agencies operate as discreet entities with well defined roles. To Welsh
speaking service users therefore, the current inequality and inconsistency of
language choice provision when experiencing ‘the criminal justice system’
may well appear confusing and incomprehensible. (See Recommendations 1
— 5 below)

18.Whenever members of the North Wales public engage with the criminal
justice system in North Wales, initial contact system is almost invariably via
the North Wales Police. In terms of public perception, it is therefore
reasonable for members of the public to assume that the quality and
standards of the service they experience when dealing with the NWP in terms
of being offered and allowed to exercise language choice will represent the
norm for their subsequent dealings with the system in general. Once their
levels of expectation and language usage have been established, it is
reasonable for the criminal justice system to provide for their continuation as
individuals pass from agency to agency. Since the Welsh Language Scheme
of the NWP is generally considered by the agencies surveyed to be a leading
statement of policy on the use of the Welsh language within the sector in
North Wales, it is appropriate that its service standards and good practices
should be adopted as the sector’s baseline model for dealing with the public in
Welsh. (See Recommendation 2 below).

19.A specialist language consultant resource, similar to the full time Welsh
Language Welsh Language Advisor and supporting Welsh Language
Services department employed by the North Wales Police, is not currently
available to the same degree within other agencies in the sector. Without
adequate dedicated staffing resources of this nature, both within individual
organisations and on a sector-wide basis, it is difficult to see how satisfactory
and timely progress of the Welsh language agenda across the sector can be
advanced. (See Recommendation 17 below)
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Recommendations for the North Wales Criminal Justice System

1.

The North Wales Local Criminal Justice Board (NWLCJB) and its
associated agencies should adopt the following method as their basic
approach for offering language choice:-

The choice of a service in Welsh or English or bilingually, should

- Be offered proactively to service users, rather than on request or in
response to perceived demand;

- Be offered for both verbal communications and for written
communications, and differentiate between the two;

- Be offered at the initial point of contact or at the earliest opportunity,
with the user’s choice formally recorded and formally conveyed to any
agencies who will be involved in subsequent communications with
him/her.

In order to promote consistent standards and quality of service across the
sector, all agencies within the sector should adopt the service standards
set out in the Welsh Language Scheme of the North Wales Police for
dealing with the public in Wales.

The NWLCJB Welsh Language Sub-Committee should pursue the action
points and recommendations of this study, share best practice and
promote a ‘joined-up’ sector-wide approach to recording, acting upon and
passing on a record of users’ language choice.

The action points relating to each agency covered by this study should
form the basis of an action plan to be drawn up by each agency. Each
action plan to include targets and each agency to report to the NWLCJB
Welsh Language Sub-Committee on progress.

The NWLCJB Welsh Language Sub-Committee should establish a
network similar to that of Rhwydiaith'® specifically for criminal justice
agencies in North Wales and throughout Wales in order to provide a
support mechanism through which criminal justice agencies can come
together and discuss strategic issues around the implementation of Welsh
language schemes and promoting bilingualism within the criminal justice
system.

The NWLCJB should press to establish prison and secure estate facilities
in Wales for adult and juvenile offenders from North Wales; any such
facilities to be subject to Welsh Language Schemes.

1 Rhwydiaith is a network established as a support mechanism through which local
authorities in Wales and other public sector bodies can come together and discuss strategic

issues around the implementation of Welsh Language Schemes including promoting and

sharing good bilingual practice within local government in Wales.
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7. Pending the establishment of prison and secure estate facilities operating
Welsh Language Schemes in Wales, the NWLCJB should press all
prisons and secure estate facilities which receive adult and juvenile
offenders from North Wales to adopt a Welsh Language Policy Statement
or good practice protocol similar to the policy statement adopted by HMP
Altcourse on The use by prisoners of languages other than English
(reproduced at Appendix 1)

8. The NWLCJB should liaise with the other local Criminal Justice Boards,
the Welsh Assembly Government and other relevant organizations in
Wales, with a view to pressing for increased decentralization of criminal
justice structures and agencies in order to ensure more efficient and
effective services, local accountability and appropriate budgetary provision
for bilingual service provision.

9. All NWLCJB agencies should include in their strategic financial planning
arrangements the earmarking of specific budgets for Welsh language
provision as opposed to the current ad hoc arrangements.

10.The NWLCJB should initiate a project to address the need to develop
appropriate language registers for communicating with Welsh speakers in
both spoken and written Welsh. Priority to be accorded initially to
considering the spoken and written Welsh used in custodial contexts, in
the Courts and with vulnerable service users.

11.The NWLCJB and each individual agency within the scope of this study
should actively pursue the development of vocational training and
professional development routes which incorporate adequate and
culturally appropriate training (i) through the medium of Welsh and (ii) on
the deployment of appropriate ‘user-friendly’ language registers for dealing
with service users / public interface situations, both verbally and in written
format.

12.The NWLCJB should develop a strategic approach to developing and
delivering Welsh Language Awareness Training to staff throughout the
sector as an integral part of their professional training and development.

13.The NWLCJB should press the Welsh Language Board to produce and
disseminate at the earliest opportunity its long-awaited Justice Sector
Terminology in order to progress the staff training and development
objectives outlined in these recommendations.

14.The NWLCJB should actively promote:

- an understanding across the sector that it is no longer appropriate for
agencies to treat English as the default language and norm for
communicating with service users and that Welsh and English are to
be treated on a basis of equality;

- the adoption by each agency of a policy statement to this effect,
normalising a bilingual approach to service delivery through the offer
and implementation of language choice.
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15.The NWLCJB and each individual agency within the scope of this study
should actively publicise and market the availability of a choice of verbal
and written communications in either Welsh, English or bilingually.

16.The NWLCJB should actively promote the development and
implementation of Bilingual Skills Strategies by the agencies within the
scope of this study in order to foster a planned, strategic approach to the
recruitment, development and effective management of language skills
resources for providing language choice to service users.

17.The NWLCJB and each individual agency within the scope of this study
should press for adequate Welsh Language consultancy staffing resources
to progress the Welsh language agenda and the recommendations of this
report effectively both within individual organisations and on a co-ordinated
sector-wide basis.
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APPENDIX 1

HMP Altcourse

Policy Statement

The use by prisoners of languages other than English.

HMP Altcourse asserts the human right of all prisoners to use their first
language/language of choice. Prisoners will not be challenged, disciplined or
forbidden from doing so without good reason. There will be no blanket ban on
the use of non-English languages.

However, given that HMP Altcourse is an establishment where the
predominant language is English, there will be occasions when prisoners
legitimately may be required to speak in English -provided it can be
demonstrated that they have the capacity to do so. The main criteria for such
a requirement are:

e Safety & Security. Where there are well-founded concerns that safety
or security may be compromised, prisoners may be required to speak
in English.

e (Good order or discipline.

e Courtesy. Where the use of a language other than English would
exclude either a member of staff or another prisoner from participating
in something in which they have a legitimate interest or right.

Prisoners who feel that they have been challenged or disciplined in this
respect but without good reason should, in the first instance, attempt to deal
directly with the member of staff concerned. Failing that, they may use either
the request and complaint procedures or report it as a racist incident using the
Racist Incident Reporting Form.

(Director)
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APPENDIX 2

North Wales LCJB Welsh Language Protocol

N Wales LCJB is committed to treating both the Welsh and English languages
equally. Itis not incumbent on the Board to produce a Welsh Language
Scheme and therefore it has developed this Protocol as a means of providing
clear guidelines as to how the Board should manifest its linguistic
commitment.

This protocol should be followed when initiating correspondence with the
public, attending events or when dealing with large numbers of CJS staff
across agency boundaries.

1. Publications/Correspondence

1.1 The Annual Report, Business Plan, Web based information and any
promotional material should be bilingual.

1.2  Any initiating correspondence by the Board or its officers should be
bilingual if the language choice of the recipient is not known.

1.3  Correspondence directed in an official capacity to other organisations
in Wales should be bilingual.

1.4  Any correspondence received should be answered in the same
language as the original.

2. Dealing with the Media

All Press Releases produced by the Board should be bilingual and sent
to both the’ Welsh’ and ‘English’ media within Wales. A delegated
‘Welsh language’ spokesman should be identified to represent the
Board when a ‘Welsh medium’ response is required.

3. Board and Sub Committee Meetings

3.1 Board meetings should be opened and closed in Welsh if possible.
Guest speakers attending the Board and who are known to be Welsh
speakers should be encouraged to contribute in Welsh and the
services of a simultaneous translator secured.

3.2  Language choice should also be offered at the Board’s various sub-
committees but the Welsh Language Sub-Committee will be conducted
in Welsh with simultaneous translation provided.

3.3  The minutes of the Board and it's Welsh Language Sub-Committee
should be available in both Welsh and English.

4. Annual Conference
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4.1

4.2

4.3
4.4
4.5

4.6

5.1
5.2
5.3

54

6.1

6.2

Language choice should be facilitated at the conference and Welsh
speakers encouraged to contribute in Welsh

All PowerPoint type presentations should be either bilingual (Welsh
and English on the same slide) or in instances when a lot of textual and
graphical information is to be conveyed, separate English and Welsh
presentations should be provided and projected on two separate
screens

All breakout group activity should facilitate language choice

All handouts given and conference packs should be bilingual

All agency specific displays e.g. pop up stands or promotional literature
should be bilingual

The conference should be opened and closed bilingually

Community Engagement events

All Board sponsored events should display bilingual material.

Events held with community groups such as LCCS or the public should
ensure that contributors can contribute in their language of choice.
Attendance at ‘Welsh’ events such as the National Eisteddfod and the
Urdd Eisteddfod should cater for translation facilities for the non Welsh
speaking if specific events are being held

Both Welsh and non Welsh speaking staff should be encouraged by
the respective agencies to attend LCJB sponsored events

Inter-Agency Correspondence

This protocol should be distributed to all CJS agencies in North Wales
at Chief Officer level and their assistance sought in disseminating it’s
content internally.

Correspondence aimed at a large number of CJS staff by the Board or
it's officers should be bilingual e.g. e-mails/letters
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Dear Kieran,

Non-Home Based Workforce Household Composition (Number of Partner and Dependents)

| write to you to seek urgent clarity on the household composition of on the non-home based workers,
and in particular, the number of workers assumed to bring partners and dependents. In preparation
for the DCO Examination (and pre-examination submissions), it is important that we have early
confirmation of accuracy of baseline. The IACC is also reviewing the capacity of schools and school
places to inform our strategic planning and it is therefore essential that we fully understand the future
demand for school places (particularly in North Anglesey).

Estimates of the likely household composition of the non-home based workforce are provided in the
impact assessment on public services in ES Volume C Chapter 1. Section 1.5.48 states that:

“The assessment presented below is informed by the non-home-based population and the additional
population which could reasonably be expected to arrive with workers. The breakdown of the
additional population during main construction is shown in table C1-14. This is calculated based on
benchmarking information that 25% of non-home-based professional workers, 4% of operatives (for
example civils; and mechanical and electrical workers) and 60% of operational workers (arriving
during construction) would bring families into the area. The average family composition data of these
types of workers were used to determine the average number (based on English and Welsh data) of
partners and dependants. A more detailed description of these assumptions and the approach is
provided in chapter B2 (Application Reference Number: 6.2.2). These figures represent the worst
case and are used throughout the public services assessment.”

Croeso i chi ddelio gyda’r Cyngor yn Gymraeg neu’n Saesneg. Cewch yr un safon o wasanaeth yn y ddwy iaith.
You are welcome to deal with the Council in Welsh or English. You will receive the same standard of service in both languages.



Table C1-14 provides a breakdown of non-home based workers and dependants during peak
construction. It shows that:

Additional population JNumber of people

Non-home-based workers 7,000

Estimated partners 285
Estimated dependants 220
Total 7,505

However, applying the percentages estimated by Horizon (in 1.5.48 above) to the workforce numbers
results in a much higher number of families and dependents generated by the non-home based
workforce, as shown in the table below:

Household composition of workforce: % with families

Mumber of whom, :Non Y Mumber of :Number of

hame hame estimated : family dependent
based based to bring  :households (children

families

Professional staff 2,000 237 1,763 25 441 339
Operatives 7,000 1572 0,428 4 217 167
Subtotal 9,000 1,809 7,19 658 507
Operational staff B30 191 655 60 395 304
Total 9,850 2,000 7,850 1,053 B11

Note: Numbers of home based professional staff from Horizon Table 3-3, Appendix C1.2, p C1-37;
numbers of home based operational staff from Horizon Table 2-8, Appendix C1.2, p C1-23

These apparent discrepancies have a very significant effect, not only on the numbers of family homes
required, but also on education, health and other services.

Please could you clarify this issue as a matter of urgency as this is critical to inform the IACC’s position
leading into the DCO Examination as well as to inform the IACC’s strategic planning over the next 10-

15 years.

Yours sincerely,

DYLAN J. WILLIAMS
Pennaeth Gwasanaeth — Rheoleiddio a Datblygu Economaidd
Head of Service - Regulation and Economic Development
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