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Dear Applicant,

Re: Performance Development Senior Officer
Reference: DSW2026PDSO

Thank you for your enquiry in relation to our Performance Development Senior Officer vacancy.  Please find enclosed a recruitment pack for the post. 

The deadline date for applications is midnight, 3rd July 2026.  Interviews will be held the week commencing 13th July 2026.  If you are shortlisted, you will be invited to attend an interview by 10th July 2026.

Please return application form and equality monitoring form to:

office@disabilitysportwales.com 

We welcome applications in Welsh or BSL video.  If you would like to make an application using an alternative accessible format, please contact us in advance using the email address above.

If you have any questions about the process that is not covered this pack, please do not hesitate to contact me on the number outlined below.  We look forward to receiving your completed application. 

Best wishes and kind regards,



Name:  Nathan Stephens
Role: Head of Performance Development
Mobile Number: 07918 716 345
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Disability Sport Wales recruitment and employment process
Disability Sport Wales seek to provide an open and transparent recruitment and appointment process, which is fair to all, and considers those individuals who will bring the best skills, competencies and knowledge to the post, and add to the scope of DSW as an organisation.

The process from identification of the need for the role through to appointment, monitoring and review is identified schematically below.  Further detail with regards to each stage of the process is identified within the DSW Recruitment Policy 2020 (appended to this pack).
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Performance Development Senior Officer recruitment process

You are asked to complete an Application for Employment Form outlining information relevant to your experience and the details of the post outlined in the Role Description (pages 5-9 in this pack). 
· If you would like to submit the Application for Employment Form via a BSL video, please do so, including all the information required.

Also, please return the Equal Opportunities Monitoring Form.  Please note that this information is anonymous and confidential.  
· Please send this information in a separate file attached to your email, entitled CONFIDENTIAL.  This information will then be separated from your application form and considered ONLY for equality monitoring of the DSW processes and demographic through the recruitment phase.

Disability Sport Wales are a Disability Confident Employer and participates in the ‘Offer an Interview Scheme’ and welcomes applications from everyone who considers themselves to be eligible for the role. Please read and complete the ‘Offer an Interview Scheme’ form and attach it to your application if this applies to you. 
We will work will all candidates and employees to ensure that they are supported to perform to their full potential.

If you would like to discuss alternative ways to submit your application, please contact Nathan Stephens on 07918 716345 (text or call).

If you are shortlisted for interview, you will be contacted by Disability Sport Wales on Friday 10th July 2026, and the interviews will take place the week beginning Monday 13th July 2026

For this post there will be an in person interview with a panel.  (if you would prefer an online meeting this can be arranged)

If a virtual interview is requested this will be held using either Zoom or Microsoft Teams.  You will be sent the link when you are invited to the interview.

A decision about whether you have been successful in your application for the position will be made after all the interviews have been held, and the applicant who is going to be invited to take up the role will have been contacted and has accepted the role. 

Applicants who, on this occasion, have not been successful will be notified in writing (or other appropriate and accessible format), and offered the opportunity for feedback discussion with one of the DSW panel members involved with the interview process.
[bookmark: _Hlk93913179]Role Description:  
[bookmark: _Hlk90885375]Performance Development Senior Officer

Responsible to:	Head of Performance Development

[bookmark: _Hlk55330633]Based at: 		Flexible (home-based or Cardiff/Deeside)

Contract: 		Permanent

Salary:			£31,668 

Travel:	The Role requires travel within Wales and the UK, with some international travel (where required)

Background: 
The Federation of Disability Sport Wales (or Disability Sport Wales (DSW)) are the lead organisation in Wales for disability sport and sport for disabled people.  We are a company limited by guarantee and a registered charity.

We share the vision for sport in Wales (an active nation where everyone can have lifelong enjoyment of sport) and our mission is to 
influence, include, inspire, insport

We do this through the provision of specific programmes (insport programmes, insport Series Events, Performance Development Camps) and services (Education and Training for those involved with physical activity (including sport)) which is intended to support a pathway of choice from initial engagement to performance sport at the highest level.

We are a small team of highly committed, passionate individuals whose shared purpose is to advocate for an inclusive approach within the sector.  

DSW Value Statements
You will always be able to expect DSW (as an organisation and individuals within the team) to:

Champion Everyone
We believe in diverse and meaningful opportunity with people at the centre of all we do.

Proudly Welsh
We embody and celebrate what it is to be Welsh.

Value Growth
We are committed to development and inclusive change and will always support that.

Highlight Possibility
We connect opportunities and prioritise partnerships, so people get what they need.




The Opportunity:

This is an exciting opportunity to join a passionate team to create inclusive pathways, to support individuals with impairments to achieve their ambition in sport, whether that be to be physically active in sport or to achieve at the highest level. 
We are looking for dedicated individuals to help develop resilient, inclusive pathways that empower athletes at every level. You’ll play a key role in delivering world-class performance development programs that feed Welsh and GB pathways, contribute to a world-leading para-athlete development programme, and showcase successful inclusive approaches regionally, nationally, and internationally. 
At the heart of our team, we look at fostering inclusivity, supporting wellbeing, and co-creating opportunities that allow every individual with impairments to thrive. If you’re driven to make an impact while working alongside team members who share your passion, this is the opportunity for you.
	Primary strategic contribution:
	SP3. Empower (para) performance development

	
	SP4. Grow as a sector-leading, healthy and accountable organisation.

	

	Ambitions:	
	1. 
2. 
3. 
3.1. Performance development programmes thrive and successfully feed Welsh and GB pathways

	
	3.2. Develop and support resilient inclusive pathways

	
	3.3. Establish a world-leading para athlete development programme

	
	4. 
4.1. 
4.2. Successful inclusive approaches within disability sport regionally, nationally and internationally are communicated, co-produced and profiled.

	
	4.3. Exceptional standards around people and wellbeing are achieved.



The purpose of this role is to:
1) Support proactive partnerships which ensure performance development programmes thrive in Wales. 
2) Enable resilient inclusive pathways through support and identification of resources for coaches and para sports without Welsh NGB leadership.
3) Enhance opportunities for para athletes to further develop their physical literacy for sport involvement and competition.
4) Support exceptional standards around people and wellbeing.

Time allocation for role purposes
The proportion of working time spent within each purpose, should broadly be:
	Support proactive partnerships
	Resilient inclusive pathways
	Development of physical literacy
	Exceptional standards

	30%
	30%
	30%
	10%






Responsibilities:

Support proactive partnerships
· Embed a nationwide ‘recruitment’ campaign to attract potential new athletes into NGB programmes.
· Create effective partnerships with appropriate organisations, agencies, and groups where potential Paralympic and Commonwealth athletes may be discovered.
· Work closely with the Regional Partnership Senior Officers networks to facilitate the transition between community programmes and performance pathway.
· Ensure a motivating and inspirational first point of contact for interested athletes when attending events and sessions.
· Stay current and familiar (across a range of sports, classifications and impairment-focused events) of the requirements of UK NGB’s when seeking potential athletes.
· Liaise with relevant Welsh NGBs to organise attendance at any performance development programme camps/workshops/seminars.
· Support the insport Case Officers and the insport Senior Officer to ensure partners are supported and challenged to progress their para performance pathways.
· Represent on insport panels where Paralympic or Para–Commonwealth NGB’s are submitting for Bronze or above.
· Lead the partnership with key HEIs/FEIs to support para performance development

Resilient inclusive pathways
· In partnership with colleagues, coordinate the delivery of coaching support within events and sessions.
· Support colleagues in DSW with the development of resources for coaches who will be working in performance pathway delivery for other NGBs and organisations
· Ensure appropriate employment processes are in place for all coaches working within the DSW system.
· Support the Head of Performance Development with parasports in Wales for which DSW are the nominated NGB lead (Boccia, Goalball, Wheelchair Rugby and Wheelchair Basketball) and work with colleagues to support the development of independent Welsh bodies for the future.
· Ensure there is appropriate opportunity for performance pathway development and provision for Boccia (and where required other para sports without an NGB in Wales).
· In conjunction with the Head of Performance Development, conduct Equality Impact Assessments and Data Protection Impact Assessments on all new or reviewed projects and programmes relevant to Performance Pathway programmes.


Development of physical literacy 
· Establish performance pathway opportunities which compliment existing provision and enable sport specific skill development and growth.
· Integrate with the Health Disability Activity Practitioners and PAMS/ALACS for the development of performance pathway systems and athletes.
· Where required and agreed, represent on appropriate bodies, or at specific events or panels to support performance athletes in their classifications, programme representation and team selection.
· Identify an innovative Para Athlete Development Curriculum that could include training/competition plans, lifestyle education, parent education, anti-doping education, classification and profiling systems.

Exceptional standards around people and wellbeing
· Provide leadership to other officers with specific sport responsibilities linking to performance development. 
· Lead on the Organistions Anti-Doping practices and ensure athletes and coaches are well informed and educated.
· Support the Head of Performance Development with DSW’s Safeguarding policies and procedures and act as the organisations Deputy Safeguarding Officer.
· Establish an effective Continuing Professional Development programme for coaches and support staff working within the DSW performance development pathway
· Define and agree the role description and work programme for key coordinator roles linked to Commonwealth Games sports 
· Manage the sport page content for performance development and #inspire sections of the DSW website.
· Proactively identifying news stories, and write compelling articles about the achievements, projects, and positive impact from performance development areas.


This list is not to be regarded as exclusive or exhaustive as there may be other duties and requirements associated with the post which the Company may call upon the post holder to perform.


Person Specification:
	
	Application
	Interview

	Minimum 

	· Experience of working within different elements of the physical activity (including sport) pathway, particularly within performance development. 
	ü
	ü

	· Lived experience of disability and/or significant experience working within disability sport or para sport environments.
	ü
	ü

	· Experience of developing and maintaining effective partnerships with National Governing Bodies, clubs, institutes, education providers, or community organisations.
	ü
	ü

	· Experience of planning, coordinating, or delivering projects or programmes within sport, performance sport, or inclusion settings.
	ü
	ü

	· Demonstrable understanding of the para sport landscape, including talent identification, athlete development, and performance pathways. 
	ü
	ü

	· Excellent communication skills, including written, verbal, and presentation skills.
	ü
	ü

	· Ability to manage competing priorities and work independently while contributing positively within a team environment.
	
	

	· Commitment to collaborative working and continuous learning.
	
	

	You should be:

	· a team player, with the ability to form and manage relationships, with a proactive, considered, and person-focused approach
	ü
	

	· fully committed to and conversant with the philosophies of equity, diversity and inclusion
	
	ü

	· highly organised with an ability to work to short timescales
	ü
	

	· able to think critically about monitoring, evaluation and learning
	ü
	

	· able to provide some flexibility of working hours to undertake all areas of the job role effectively
	ü
	

	


	Maximum 

	Undergraduate or postgraduate qualification in a sport, leisure or physical education-based subject and/or equivalent work-based experience
	ü
	

	Experience of Paralympic, Commonwealth Games, Virtus, Special Olympic and Deaflympic sport.
	ü
	ü

	Knowledge of safeguarding, welfare, and safe sport principles relevant to children, young people, and adults at risk.
	ü
	ü

	Competent with Welsh language and/or BSL
	
	ü
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Disability Sport Wales is a Disability Confident Employer.
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1. [bookmark: _Toc474919447]Commitment to Diversity
Federation of Disability Sport Wales (FDSW, referred to as Disability Sport Wales (DSW)) consider diversity to be about recognising, respecting and valuing different experiences, perceptions, cultures, lifestyles and approaches based on membership to groups who share protected characteristics (including race; ethnicity; religion, faith or belief; sex; gender identity; sexual orientation; impairment; marital status; parental status; age; political affiliation; and first language).  

The FDSW values diversity because it enables high-quality discussion, planning, development and practice;   and is committed to creating diversity in the workforce, leadership team (including Board), and membership in order to grow its successes as a creative, innovative, dynamic and inclusive organisation.  

The fit and flow of DSW Policies are identified in Appendix 1: DSW Policy Flow Diagram, and highlights the approach DSW takes to diversity, equity and equality through its policies and therefore processes.

2. [bookmark: _Toc474919448]Purpose of the Policy
The purpose of this Recruitment Policy is to ensure that DSW always engage in recruitment practice which:
· safeguards and protects the welfare of individuals involved with DSW programmes
· ensures diversity in the workforce
· puts in place a process which retains and values staff through a professional approach
· is equitable, inclusive, accessible, and fair in process

3. [bookmark: _Toc474919449]Scope
This Policy extends to all aspects of policy, procedure and practice related to selection and recruitment.  All DSW staff who are involved with the advertising of posts, selection of potential employees and their recruitment should be aware of the Policy and ensure that they follow the processes identified within it.  Ultimate responsibility for this rests with the Chief Executive Officer (CEO).

4. [bookmark: _Toc474919450]Core Principles
· A commitment to ensuring access to information relating to new positions within the organisation, selection and recruitment processes, and appointment into those roles are open to everyone, and provides a fair, equitable and efficient experience to all candidates regardless of appointment outcome.
· Recruitment, shortlisting, promotion, and other selection exercises such as redundancy selection will be conducted based on merit, against objective criteria that avoid discrimination.  All such procedures will be subject to a DSW Equality Impact Assessment (EIA).
· DSW believe that everyone has the right to apply for and gain employment within an organisation which actively promotes equality of opportunity, and provides a culture free from discrimination, harassment and victimisation.
· That diversity and equity is clearly valued and celebrated within DSW
· Appointments will be made based on individual skills and competencies, the most appropriate person for the role will be appointed without prejudice.  DSW will always provide opportunity for applicants to identify equitable practice throughout the selection and recruitment process in order to ensure that everyone is afforded the same opportunities within selection, interview, and appointment.  
· DSW is a Disability Confident Employer and will make all reasonable adjustments and positive action to promote opportunities to all communities.
· DSW staff involved with the selection and recruitment process will ensure that the process is conducted in an inclusive, equitable, profession, timely and responsive manner, and in compliance with all associated employment and equity legislation.
· All personal information and data acquired through the selection and recruitment process will be treated confidentially, and in accordance with Data Protection legislation, and DSWs Information Sharing Protocols.
· Maintaining the currency, application, and best practice of recruitment practices is fundamental, and DSW will ensure that policy and processes are consistently updated, and that new ideas and approaches are reflected.
· The key to ensuring a safe environment for physical activity, including sport, within a recreational or competitive context is to guarantee robust selection and recruitment practices.  Guidance and legislation linked to safeguarding and welfare will be reflected within FDSW processes.
· Where identified, DSW staff will be provided with the opportunity for initial and ongoing training relevant to selection and recruitment.  
· All forms, advertisements and information will be provided in English, Welsh and BSL, and all applicants will be invited to make their applications in either English, Welsh, or BSL. 
· Alternative and accessible formats for all recruitment information will be provided where required.

4.1. [bookmark: _Toc474919451]Disability
· As a Disability Confident Employer all disabled people who apply for a post within the organisation will be short-listed for interview provided they meet 80% of the essential criteria for the post (DSW utilise ‘Offer an Interview’ processes)
· If you have an impairment or acquire an impairment whilst employed by DSW, we encourage you to tell us about this so that we can support you as appropriate. All information will be treated confidentially and will only be used to ensure you thrive within the workplace.
· If you experience challenges at work because of an impairment, you may wish to contact your line manager to discuss any reasonable adjustments that would help overcome or minimise these challenges.  Your line manager may wish to consult with you and other qualified parties (if relevant) about possible adjustments. 
· We will never knowingly use facilities or premises which place anyone with an impairment at a disadvantage in terms of access and freedom of movement within the space.

5. [bookmark: _Toc474919452]Selection and Recruitment Procedure
There are several key stages involved with the safe, diverse, equitable and professional selection and recruitment of staff into new roles.  This Policy identifies the fundamental processes; the detail underpinning each stage is included within DSW Recruitment Processes.


5.1. [bookmark: _Toc474919453]
5.2. Planning
· Justification for the new role will be formally made to DSW Board of Trustees and linked to DSW’s core strategic direction and fully-costed.  
· The recruitment of new staff will be based on the needs of DSW for specific skills, competencies, and knowledge, and will additionally reflect DSW’s commitment to the representation of a diverse workforce in order to best provide disability sport, and sport for disabled people to all those who wish to be involved.
· The planning of all materials (job description, personal specifications) linked to recruitment will receive an Equality Impact Assessment (EIA), and where necessary a full Equality Impact Assessment (fEIA) will take place to ensure that the role is appropriate and accessible to any potential employee.

5.3. [bookmark: _Toc474919454]Job Description and Personal Specifications
· Each Job Description will be accompanied by a Personal Specification for the role which will include explicit reference to the essential and desirable skills, qualifications, knowledge, and experience linked to the post.
· The identification of the Personal Specifications will not indirectly discriminate against groups who share protected characteristics.

5.4. [bookmark: _Toc474919455]Advertising
· Vacancies will be advertised to a diverse section of the labour market, and the FDSW will take positive action to advertise new positions within press, media or other recruitment sources which are targeted at communities identified as sharing a (or a number of) protected characteristics.  All posts will be advertised through equity-focused (sport) partners including:
	Sport Partners
	Non-Sport Partners

	Sporting Equals
www.sportingequals.org.uk/about-us/contact-us.html 
	Disabled workers
www.disabledworkers.org.uk/careers/employers/default.asp 

	WCVA
www.recruit3.org.uk/ 
	Charity Jobs
https://www.charityjob.co.uk/ 

	Welsh Sports Association
www.wsa.wales/vacancies/   
	Find a Job website
www.gov.uk/advertise-job

	Sport Wales
www.sport.wales/careers/ 
	Diverse Cymru
https://diversecymru.org.uk/vacancies/ 

	UK Sport
https://jobs.uksport.gov.uk/ 
	Evenbreak
www.evenbreak.co.uk/en 

	Women in Sport

	Disability Job Site
www.disabilityjobsite.co.uk/ 

	LGBT+ Sport Cymru

	



· All roles will be advertised including a diversity and equity statement which will additionally highlight that DSW are a Disability Confident employer.
· All advertising will be bilingual, and applicants will be invited to request further role information, and submit their application, in a language and format which best suits their need.
· Advertisements will not stereotype or use wording that may discourage groups from applying. They will include a short policy statement on equal opportunities and a copy of this policy will be made available within the recruitment pack.
· Where relevant and appropriate DSW staff subject to redeployment will be given access to vacancies prior to them being advertised more widely.
· DSW will comply with all the Rehabilitation of Offenders legislation.
· Any staff occupying temporary roles within the DSW which are then subsequently advertised as permanent positions will need to apply for the position when it is advertised.
· In certain situations, DSW may use a Recruitment Agency to manage the selection and recruitment process for vacancies.  DSW will ensure that any Recruitment Agency used demonstrates best practice regarding diversity and equity.
· All application forms will be accompanied by an Equity and Diversity Monitoring Form, which will be separated from the main application form on receipt and asks for information relating to membership of communities sharing individual or multiple protected characteristics.

6. [bookmark: _Toc474919456]Processing of applications

6.1. [bookmark: _Toc474919457]Short-listing
· [bookmark: _Toc448919032][bookmark: _Toc448919160]All applicants will be notified within 48 hours, in the format by which they submitted their application, of receipt of their application.
· [bookmark: _Toc448919033][bookmark: _Toc448919161]A short-list will be complied after the application deadline and will involve at least 2 individuals associated to DSW with the relevant skills, knowledge and experience to undertake this.
· Shortlisting will be done by more than one person. Our recruitment procedures will be reviewed every two years to ensure that individuals are treated based on their match against pre-identified values and competency-based criterion.
· [bookmark: _Toc448919034][bookmark: _Toc448919162]Identification of the short list will be made by measuring the information provided within the application against the criteria identified within the role and personal specification.  
· [bookmark: _Toc448919036][bookmark: _Toc448919164]The short list will be compiled no more than 10 days after the application deadline.

6.2. [bookmark: _Toc448919037][bookmark: _Toc474919458]Selection for interview
· [bookmark: _Toc448919038][bookmark: _Toc448919166]Short listed applicants will be given at least 7 working-days’ notice of the interview date.
· [bookmark: _Toc448919039][bookmark: _Toc448919167]All applicants who are invited for interview will be notified in writing (or other format as requested), and via email (if email addresses are available), with information about the date, time, and venue/format for the interview, as well as details of any specific tasks they may be required to prepare for, or presentations which may need to be made as part of the interview process.
· [bookmark: _Toc448919040][bookmark: _Toc448919168]DSW may provide alternative interview dates under extenuating circumstances
· [bookmark: _Toc448919041][bookmark: _Toc448919169]If candidates have identified that they have any specific learning or delivery requirements then DSW will contact the individual to identify what (if any) specific equipment or resources are needed, and if extended time is required to complete the interview process.
· [bookmark: _Toc448919042][bookmark: _Toc448919170]All modifications to the interview process will be made at the discretion of DSW, in line with the DSW Equity and Diversity Policy, equal opportunities, and in conjunction with the applicant.
· Where digital technology is used within the recruitment process, we will always ensure that this does not disadvantage the applicant.

7. [bookmark: _Toc474919459]Selection processes

7.1. [bookmark: _Toc474919460]Interview Process
· Job applicants should not be asked about health or impairment/disability before a job offer is made. There are limited exceptions which should only be used with Human Resources approval. For example:
· Questions necessary to establish if an applicant can perform an intrinsic part of the job (subject to any reasonable adjustments).
· Questions to establish if an applicant is fit to attend an assessment or any reasonable adjustments that may be needed at interview or assessment. 
· Taking positive action to recruit disabled people.
· Equal opportunities monitoring (which will not form part of the decision-making process).
· Where necessary, job offers can be made conditional on a satisfactory medical check. 
· The interview process will vary depending on the nature of the role the individual is applying for, but it may include:
· A discussion including questions posed by a panel of individuals representing DSW 
· A presentation given by the candidate to the panel (face-to-face or virtually)
· A task or series of tasks, relevant to the job role posed by the panel, and completed within a specific time frame.  This may incorporate technical, technological or practical-based activity
· A group activity, either with other applicants for the same role, or with individuals identified to carry out the activity on behalf of DSW
· Presentation of a portfolio of work, etc
· Job applicants will not be asked questions which might suggest an intention to discriminate on the grounds of a Protected Characteristic.  For example, applicants will not be asked whether they are pregnant or planning to have children.  Applicants will not be asked about matters concerning age, race, religion or belief, sexual orientation, or gender reassignment without the approval of Human Resources (who should first consider whether such matters are relevant and may lawfully be considered).
· DSW are required by law to ensure that all employees are entitled to work in the UK. Assumptions about immigration status should not be made based on appearance or apparent nationality. All prospective employees, regardless of nationality, must be able to produce original documents (such as a passport) before employment starts, to satisfy current immigration legislation. The list of acceptable documents is available from UK Visas and Immigration.
· All candidates will be notified of the approximate duration and schedule of the interview process in their initial interview invitation letter.
· Candidates will be contacted and offered the job, or with feedback outlining why they had been unsuccessful, as soon as possible after the interview process. If there are multiple interview process dates, the applicants will be aware of the range of dates and will be notified as soon as possible after the final interview.

7.2. [bookmark: _Toc474919461]Contacting Referees
· Any offer will be made subject to receipt of satisfactory references, to include character references as to honesty and integrity as well as professional references.
· References will be sought as soon as DSW have received written confirmation from the successful applicant that they are accepting the post.
· DSW will require a minimum of two references, one MUST be someone who you have worked or volunteered for
· References will always be taken up by DSW, and no job offer is finally confirmed until the references are received, and the accuracy of the information given by the successful candidate through the interview process can be confirmed.
· All references are confidential; however, a candidate may request to see the reference provided by their referee.  DSW will always make this information available to them.
· If the role includes regulated activity for which a DBS check is required, the applicant will be informed that DSW reserve the right to retract their offer of employment if there is inappropriate levels of risk identified through their Welfare processes, or if DSW are legally prevented from using the individual within regulated activity because they are on the Adults or Children’s barred list.

7.3. [bookmark: _Toc474919462]Making the appointment
· On receipt of appropriate references and on confirmation from the individual who has been offered the role within DSW, the successful applicant will be offered a start date/a start date will be agreed and sent a contract for signing.
· If there are Access to Work requirements, then DSW will work with the successful applicant to ensure that appropriate resources and support are provided from the start of their appointment.
· Part-time and fixed-term staff should be treated the same as comparable full-time or permanent staff and enjoy no less favourable terms and conditions (on a pro-rata basis where appropriate), unless different treatment is justified.

1. 
2. 
3. 
4. 
5. 
6. 
7. 
7.1. 
7.2. 
7.3. 
7.4. Privacy Notification
· We will hold all application data in accordance with our Information Retention Schedule.  Information provide by all applicants who have not been short-listed will be securely deleted within 5 days of the first stage of interviews.  This will enable contact to be made with individuals who may be on the long-list where short-listed applicants have withdrawn prior to interview.
· Data from applicants who were not appointed to the posts will be securely deleted within 5 days of the appointed applicant signing and returning their contract.  This will enable (where appropriate) other applicants to be offered the role should any initial job offer by another candidate be declined.
· DSW will only use your information to contact you with information about the next step in your application

8. [bookmark: _Toc474919463]Induction
8.1. [bookmark: _Toc474919464]Induction programming
· DSW provide a comprehensive induction programme which will be managed by the new staff member’s line manager.  This will include:
· Orientation to the building in which the new staff member will be housed
· Fire and emergency exit information relevant to the building, and access requirements of the new employee
· Orientation to the DSW Staff Handbook
· Orientation to the DSW Health and Safety Policy
· Disability inclusion training
· General Equality training (provided through external contacts)
· Job specific information and orientation
· Work programming and the development of a personal work programme
· Safeguarding and Welfare training and orientation to the DSW Welfare Policies and toolkits
· Orientation to the DSW Equity and Diversity Policy
· Work programming 

8.2. [bookmark: _Toc474919465]Probation
· DSW apply a six-month probationary period to all new appointments (which are 12 months or longer).  Progress and performance against the essential characteristics of the role (as identified in the personal specifications) will determine whether the probation period is extended, or whether the probationary period is confirmed, and the member of staff made permanent.

9. [bookmark: _Toc474919466]Retention in role post-probation
· DSW recognise that retaining high-quality, effective and valued staff is essential; and promotes consistency in partnership working, a reason to invest in training and continuing professional learning, and therefore an increasingly highly skilled, innovative and respected workforce.
· Training needs will be identified through regular staff appraisals. All staff will be given appropriate access to training to enable them to progress within the organisation and all promotion decisions will be made based on merit. 
· Workforce composition and promotions will be regularly monitored to ensure equality of opportunity at all levels of the organisation. Where appropriate, steps will be taken to identify and remove unjustified barriers and to meet the special needs of disadvantaged or underrepresented groups.
· Our conditions of service, benefits and facilities are reviewed regularly to ensure that they are available to all staff who should have access to them and that there are no unlawful obstacles to accessing them. 

1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9.1. [bookmark: _Toc474919467]Commitment to Retention
· DSW recognise that there will be specific challenges for individuals who are members of groups who share protected characteristics regarding the work environment.  During the iEIA on this policy the following commitments were identified (linked to identified, common challenges) and policies referenced to identify how retention can be supported by proactively addressing these common challenges.
· In order to ensure staff retention DSW commit to the following, and have policy in place to support these commitments:
[bookmark: _Toc474919468]Table 1: Commitment to Retention
	Commitment
	DSW supporting Policy and Practices

	· A flexible approach to work practices to balance demands between personal and work commitments
	· Flexible Working Policy: Staff Handbook 

	· Workplace support and structures to support emergent or on-going demands on colleagues within their personal or professional life
	· Bereavement Leave Policy: Staff Handbook 
· Compassionate Leave Policy: Staff Handbook 
· Homeworking Policy: Staff Handbook 
· Time off for Dependents Policy: Staff Handbook 
· Maternity Policy: Staff Handbook 
· Paternity Policy: Staff Handbook 
· Adoption Policy: Staff Handbook 
· Parental Leave Policy: Staff Handbook 
· Stress Policy: Staff Handbook 

	· Access to training and development opportunities which supports personal and professional skill development
	· Time off for Training Policy: Staff Handbook 
· Annual Training Needs Analysis
· Training Opportunities Calendar

	· Provision of an inclusive, equitable and safe working environment free of discrimination
	· Whistleblowing Policy: Staff Handbook 
· Equity Policy: Staff Handbook 
· Grievance Policy: Staff Handbook 
· Disciplinary Policy: Staff Handbook 

	· Accessible workplace locations
	· Homeworking Policy: Staff Handbook 
· 3 Regional Offices (South Central, North East and North West Wales)

	· Open communication channels
	· Whistleblowing Policy: Staff Handbook 
· Electronic information and communication systems Policy: Staff Handbook 

	· Access to work support
	· Health and Safety Policy: Staff Handbook 



· DSW take a strict approach to breaches of this policy, which will be dealt with in accordance with our Disciplinary Procedure. Serious cases of deliberate discrimination will amount to gross misconduct resulting in dismissal.
· If you believe that you have experienced discrimination you can raise the matter through our Grievance Procedure or through our Anti-harassment and Bullying Policy as appropriate. If you are uncertain which applies or need advice on how to proceed you should speak to your line manager or, if this is not possible, the CEO.  Complaints will be treated in confidence and investigated.
· There must be no victimisation or retaliation against staff who complain about discrimination. However, making a false allegation deliberately and in bad faith will be treated as misconduct and dealt with under our Disciplinary Procedure.

10. [bookmark: _Toc474919469]Termination of employment
· DSW will ensure that redundancy criteria and procedures are fair and objective and are not directly or indirectly discriminatory.
· DSW will also ensure that disciplinary procedures and penalties are applied without discrimination, whether they result in disciplinary warnings, dismissal or other disciplinary action.

11. [bookmark: _Toc474919470]Monitoring
· To ensure that this policy is operating effectively, and to identify groups that may be underrepresented or disadvantaged in our organisation, we monitor applicants' ethnic group, gender, disability, sexual orientation, religion and age as part of the recruitment procedure. Provision of this information is voluntary, and it will not adversely affect an individual's chances of recruitment or any other decision related to their employment. The information is removed from applications before shortlisting and kept in an anonymised format solely for the purposes stated in this policy. Analysing this data helps us take appropriate steps to avoid discrimination and improve equality and diversity.
· All recruitment processes will be monitored through the following processes:
· Questionnaire follow-up with appointed individuals regarding the process, support, and practices within their recruitment experience at DSW
· Comparison of DSW processes, practices and policies against those of other similar UK organisations, and other NGBs within Welsh sport
· Checking of currency of policy and procedure against legislation and guidance relating to good, equitable recruitment practices
· Sign off policy through DSW legal advisors, Dolmans.
· Endorsement and sign off the Recruitment Policy on an annual basis by the DSW Board
· Initial Equality Impact Assessment completed (May 2023).  Date of next review: May 2025

12. [bookmark: _Toc474919471] Responsibility
It is the responsibility of all staff involved with recruitment processes to ensure that best practice is observed throughout the advertising, appointment and induction of all new staff to DSW; and to ensure that they are appropriately prepared and skilled in areas of recruitment practices and equal opportunities.  Ultimate responsibility for the currency, appropriateness and application of DSW Recruitment Policy rests with the CEO.
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