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Executive Summary

EXECUTIVE SUMMARY

This report was commissioned by the Remuneration Board of the National Assembly for Wales
to look at barriers and incentives for people who have been deterred from standing to the
National Assembly and to address the question of whether ‘a diverse range of persons with the
appropriate skills and interest are in practice deterred from standing for election to the National
Assembly by any aspect of the remuneration package (salary, pension, child care, and office and

staffing allowances) and what may provide the incentives to do so'.

The research was conducted in two stages; through a review of evidence that explored
academic and practical aspects of diversity and political recruitment, and a field study that used
a mix of qualitative and quantitative methods to discover the lived experiences and perceptions
of prospective candidates. This was done through survey, focus groups, one-to-one interviews,
and an online engagement platform.

The review of evidence drew on the supply and demand model of political recruitment and
focused on identifying 1) explanations for lack of diversity and the barriers faced by individuals
to accede to political office, and 2) solutions to improving diversity in legislatures, including
incentives for people to stand. This allowed the consideration of individual, structural, political,
institutional, and cultural factors that may affect political recruitment. The review also contained

details of remuneration arrangements in legislatures of comparable sizes across the world.

The field study explored the experiences and perceptions of prospective candidates during
their journey from eligibility and aspiration for being a candidate, standing as a candidate, to
being an elected Assembly Member. This allowed us to identify different barriers, or perceived
barriers, at different stages, and possible incentives to overcome those.

The report sets out different forms of socialisation into politics from three different groups

of people; those who are party politically active, local councillors, and newcomers to formal
politics. Barriers for moving from being eligible to an aspirant candidate partly depended on
the pathway, with those on a party-political pathway at a distinct advantage in terms of support,
information, and knowledge of processes.

The research, however, identifies structural, institutional, individual, political, and cultural barriers
for candidates in all three pathways. It highlights structural barriers in terms of the cost, time,
and accessibility to standing, which are particular deterrents for underrepresented groups.
Cultural, structural, and political factors, in terms of candidate selection and the electoral system
and process were also seen as barriers to diverse representation. Wider contemporary political
and cultural factors including a climate of toxicity in politics and the lack of understanding of the

value of diversity, were raised as societal barriers.



Unpacking Diversity: Barriers and incentives to standing for election to the National Assembly for Wales

We considered aspects of the job itself, such as access to information about the role, salary

and other benefits, travel and accommodation arrangements, working arrangements, childcare,
work-life balance, and job security. We found participants resonate well with features of the 21st
century workplace - remote and flexible working and use of technology - to tackle institutional
and individual barriers such as travel and being away from family.

The report makes recommendations that are directly relevant to the Board and its strategic
objectives. It also makes broader recommendations where the Board can influence and inform
others, or bring diversity matters on the agenda. The report suggests a theory of change
through which the Board can achieve its strategic objectives by focusing on: improving
information for potential candidates; improving the engagement strategy; providing for flexible

working arrangements; and, potential of job share arrangements.

The report also makes recommendations where the Board can participate in a broader
conversation on: a non-politically affiliated ‘one-stop shop’ advice website for candidates;
exploring diversity quotas and monitoring.



List of Recommendations

LIST OF RECOMMENDATIONS

Within the context of our findings, and the further context of the Board’s own strategic

objectives, we set out our recommendations:

To engage effectively with a wide range of stakeholders to ensure we understand their needs

and views [SO1] and Produce a Determination for the Sixth Assembly to inform all potential

candidates one year before the Welsh general election [SO3]

R1:

R2:

R3:

R4:

R5:

Ré6:

The Board should review / design a clear public engagement and outreach strategy.

As part of the strategy, the Board should review its provision of information and use of
external communication channels. This would entail a redesign of the Remuneration Board

website and use of other platforms in line with principles of:

A. Interactivity: moving away from static to more dynamic content. For instance the Board
could create short videos about the range of expenses AMs can claim, and the rules for
claiming expenses, but also about the support AMs receive in their roles.

B. Accessibility: create and publish easy read versions for all major reports and disseminate
via multiple channels and formats;

C. Two-way communication: move away from the ‘push’ of information to establishing
dialogue with stakeholders i.e. interactive webinars.

As part of the new strategy the Board should consider liaising with relevant internal
stakeholders (i.e. the Assembly Education Services) to review what type of content and
material they can feed into Assembly’s outreach, education and engagement initiatives.

As part of the new strategy the Board should liaise with relevant internal stakeholders (i.e.
the Assembly Commission) to review how to improve the visibility of the National Assembly
and the Remuneration Board across Wales: holding more meetings across Wales; participate
in an ‘Open Senedd Week’, or candidate ‘roadshows’, to bring information about standing
as an AM into communities.

As part of the strategy, the Board should consider regular engagement with external
stakeholders (i.e. political parties, campaign groups, non political leadership and mentoring
programmes, prospective candidates not affiliated to political parties). The Board should
provide early information and guidance regarding the determination and support available.

The Board should consider ways it could provide shadowing opportunities or open some of
its meetings to the public to better publicise its own work.
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In order to ensure that the support for AMs is fit for purpose [SO2] and to ensure that the

system of financial support for Members should represent value for money for the taxpayer
and that the Board operates effectively [SO4], the Board should:

R7:

R8:

R9:

R10:

R11:

Consider aligning its provisions on childcare support (expenses and facilities) with:
A. the sitting of the Assembly, and

B. the schedule of AMs to include commuting time (early morning and late evening)

The Board should raise with the Assembly Commission for consideration:

A. Reviewing the appropriateness of provisions around flexible working (including
remote voting) and explore other ways in which technology could facilitate the work of
Assembly Members.

B. The merits of job shares, or second jobs, for Assembly Members.

Consider reviewing the ‘exceptional expenses’ rules, clarify in what situations these apply,
and better publicise the more specific support offered (i.e. specific support available for
people with a disability).

The Board should consider whether it is possible to give allowances to AMs to support
shadowing opportunities and work experiences for people from their constituencies and
regions. For example, an allowance to support constituents to travel to the National
Assembly for a shadowing opportunity could be provided for AMs through their
remuneration package. The Board should consider what type of rules should be in place to
support this.

The Board should explore with organisations like the Electoral Commission, the National
Assembly, and the Welsh Government, how an Access to Politics fund could be established
for candidates. Such a fund should be used to support disabled candidates and candidates

from other underrepresented groups.

In addition, there are a series of areas where a much broader conversation is necessary. We

recognise that the Board may not have immediate scope to act on these, but it is important

to have this conversation with the Board’s stakeholders. Further research and consultation is

required in order to address some of the critical barriers to diversity addressed in this report:

e A non-politically affiliated ‘one stop shop’ advice website for candidates would address some

of the information deficit, limitations and barriers encountered by some candidates along

the journey from being interested in politics to actually standing for elections. This should

contain Remuneration Board approved content on the remuneration package, the job itself,

additional support offered to AMs and rules for claiming expenses.



List of Recommendations

¢ The Board should contribute to the debate, with other relevant actors (EHRC, Electoral
Commission, political parties etc), on the implementation of diversity quotas and diversity
monitoring and reporting at all stages in the candidates’ journey.

* The extent to which the nature of electoral campaigning is limiting diversity requires further
research. The Electoral Commission and the Electoral Reform Society are perhaps the most
relevant actors, together with the Assembly Commission, in starting a conversation along
these lines.

* Tackling issues of abuse and harassment of candidates and elected politicians would require a
cross party dialogue and consultation involving political parties, the Standards Commissioner,
and other civil society organisations and public bodies.

10
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PART 1. INTRODUCTION & BACKGROUND

1.1. Our terms of reference

The Remuneration Board [the Board] of the National Assembly for Wales [National Assembly]
commissioned the Wales Governance Centre to conduct academic research addressing the
question of “whether a diverse range of persons with the appropriate skills and interest” is in
practice deterred from standing for election to the National Assembly by any aspect of the
remuneration package (salary, pension, child care and office and staffing allowances) and what
may provide the incentives to do so.

More specifically, the Board was interested in expanding its understanding of incentives and
barriers, within its remit, facing those who have been deterred from standing for the Assembly.
The target group broadly identified by the Board included, but was not limited to,

e those who are active in civic society
¢ those who are generally politically interested and/ or

e any individuals who have left after only one term in the Assembly.

The Board outlined clearly that it was interested both in a rigorous review of the existing
evidence and in a field study investigating the current factors that encourage or deter
individuals from standing for the National Assembly, including:

* the aspects of the job that make it attractive;
* the aspects of the job that deter some people or groups of people from standing;

e if the current remuneration package is considered to be a deterrent to standing and how

it should be changed to encourage people to stand;

® to what extent, if any, the work/life balance and job security of an Assembly Member is a
factor and what measures could be taken to make the role more appealing.

Our initial proposal sought to closely and tightly address these aspects and our proposed
methodology focused initially almost exclusively on the Board’s remit and how aspects within its
remit might prevent or deter people from standing.

However, it became clear that the Board was interested in understanding the barriers and
incentives to standing more widely, emphasising that it wanted us to focus on engaging with a
wider group of people so that we can capture the views of a wider range of occupational and
socio-economic backgrounds. The Board hoped to capture the views of those that have been
specifically deterred or feel that there are barriers to their participation in the election process.
This, naturally, expands the research outside the remit of the Board to an extent whilst allowing

for a more holistic understanding.

1



Part 1. Introduction & Background

1.2. Background

This research is set against recent Welsh constitutional developments, namely provisions in the
Wales Act 2017, particularly in respect to altering the size of the Assembly and the electoral
system.” In February 2017, the Presiding Officer of the National Assembly appointed an Expert
Panel on Assembly Electoral Reform to look at the size, electoral arrangements and the electoral
franchise for the National Assembly elections. This work, conducted concomitantly with our
research to an extent, is extremely relevant, as it addresses the nature, structure and operation
of the Assembly post-2021. The Expert Panel reported in December 2017 recommending

1) increasing the size of the Assembly, 2) changing the electoral system to proportional
representation, 3) introduction of gender quotas and 4) lowering the voting age to 16 - all
relevant in terms of changing electoral opportunity from a diversity perspective.?

The National Assembly has generally had an excellent record on gender representation (the
percentage of women AMs has never dropped under 40%), being one of the first legislative
assemblies in the world to reach 50-50 in 2003. Yet, other dimensions of diversity are still far
behind the overall makeup of Welsh society, in particular in terms of disability, ethnicity and
socio-economic background, to name just a few. To illustrate this, it was only in 2007 that the
first BME Assembly Member was elected, whilst at present there are just three known ethnic
minority members. In the 2016 elections, slightly more than a third of the Assembly Members
elected were new to the Assembly, yet, in terms of professional backgrounds, around eight
had already worked in politics in some capacity (a former MP, former AM, former MEP, former
assistant to elected politician, former political researcher etc), while most others came either
from what we would call ‘politics facilitating professions’ (law, journalism, education) or from
traditional pathways into politics in Wales - trade unions, local government and voluntary
sector;? thus, hardly improving the diversity in the Assembly in terms of socio-professional

composition.

Our research also follows up on previous research examining barriers and incentives to entering
the National Assembly for Wales.* The 2014 - Evaluating Barriers to Entering the Assembly:
What Prevents us from Standing? - report focused very specifically on barriers encountered by
existing AMs and made a series of recommendations concerning support for members around
accommodation, resettlements, childcare and clarity of the expenses procedures.

The additional background for this research is the climate of chronic disengagement,
dissatisfaction with and mistrust in politics in general. The latest Audit of Political Engagement
conducted by the Hansard Society in 2017 puts Wales at the bottom in terms of knowledge of
politics (39%) and below the national average in terms of satisfaction with the political system
(on 17% - joint with Scotland) and interest in politics (47%)°. The electoral turnout in Assembly
elections has never passed the 50% mark and is significantly lower than UK general elections

1 Wales Act 2017, Part 1, Section 9 (2).

2 EPAER (2017) A parliament that Works for Wales, URL: https://goo.gl/zDdkNb

3 BBC Wales (2016). Who are the new AMs? URL: http://www.bbc.co.uk/news/uk-wales-politics-36312542
4 Bangor University (2014) Evaluating Barriers to Entering the Assembly: What Prevents us from Standing?
5 Hansard Society (2017) Audit of Political Engagement 14, URL https://goo.gl/rewoYL

12
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(45% in 2016 Assembly Elections compared to 66% in the UK general elections in 2015 and
68.6% in the 2017).

It is therefore fitting and timely to engage in this conversation about enhancing
diversity in the National Assembly and understanding what prevents people from a
wider range of backgrounds to stand in the Assembly Election and what would make
the job of an Assembly Member more attractive.

1.3. Our approach and methodology

Our approach aimed to closely address the terms of reference set by the Board, whilst widening
engagement and expanding our understanding more widely regarding barriers and incentives

to diversity in standing to election for the National Assembly. In designing our research we have
sought to abide to the following principles to ensure the terms of reference are met and that we

provide the Board with timely and relevant analysis:

e Widening engagement and effective targeting - whilst our research design sought to
widen participation by using a careful sequencing of methods and distribution channels
to reach out to individuals, we also made sure that we targeted the groups the Board
was interested in.

* Holistic approach - acknowledging the complex nature and links between political
recruitment and diversity required an exploration of the ‘potential’ candidate’s
experience of the full journey into politics (becoming politically active, nomination,
standing, being an Assembly Member and ceasing to be an Assembly Member);

* Focused analysis - we aimed to provide useful and meaningful recommendations where
the Board can either act, influence, inform or bring up onto the agenda.

We recognised very early in the process that 1) the target group of the research would be hard
to reach through traditional methods, and that 2) expanding our understanding of barriers

and incentive to diversity would take us on a territory that is not directly within the remit of

the Remuneration Board, but where the Board still has a role to inform, influence or brings
matters on the agenda. This remains consistent with the Board's guiding principles and strategic
objectives.®

* To engage effectively with a wide range of stakeholders to ensure we understand their
needs and views;
* To ensure that the Determination for the Fifth Assembly remains fit for purpose;

* Produce a Determination for the Sixth Assembly to inform all potential candidates
one year before the Welsh general election which reflects the Assembly’s evolving
constitutional responsibilities and their wider Welsh context; and,

6 Remuneration Board of the National Assembly for Wales, The Remuneration Board's Strategy for 2016-2021 (January 2017) [2.1].

13
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* Ensure that the system of financial support for Members should represent value for
money for the tax payer and that the Board operates effectively.

Our research design, in line with the terms of reference set, consisted of 1) a rigorous review

of evidence that explored both academic and practical aspects of diversity and political
recruitment and 2) a field study that used a rigorous mix of qualitative and quantitative research
methods to elicit the views and explore the lived experiences as well as the perceptions of
people who have thought about standing in the elections to the National Assembly but for
some reason did not.

1.3.1. The review of evidence

We designed the review of evidence as a focused literature review that first explored the links
between diversity and political recruitment and then looked at what institutional measures exist
in Wales, the UK and beyond to enhance diversity within political recruitment and to increase
the attractiveness of the job.

We drew on important theoretical frameworks on demand and supply in political recruitment’
to understand the role of personal circumstance, motivation, aspiration of potential candidates
to elected office, as well as the role of the ‘gatekeepers’ - political parties - as well as of other
political institutions in removing barriers and enhancing electoral opportunity for people from
underrepresented groups. The issue of under-representation has been critical for our review,

and we particularly focused on highlighting structural, institutional and cultural determinants of
under-representation. We also explored the role of socialisation into politics and of the pathways
people follow to accede to political office or to manifest their political interest. Our basic
assumption was that the lived experience of the journey into politics determines to an extent

whether or not people will eventually stand for elected office.

The review of evidence was completed by a review of existing practice in other legislatures with
regards to institutional measures that affect the various aspects of the job that the Board was
interested in: remuneration package, work life balance, job security etc. We looked at:

* legislatures within the UK (Westminster Parliament, Northern Ireland Assembly,
Scottish Parliament);

e the parliament of New Zealand;

e |egislatures in Sweden and Norway;

* other comparable size legislatures (i.e. Slovenia, Cyprus)

e the legislatures of the Baltic States (Latvia, Lithuania and Estonia);

* two sub-state legislative assemblies in Germany (North Rhine Westphalia and Berlin);

* and other examples from around the world where we found interesting practices.

7 Norris, P., & Lovenduski, J. (1995). Political recruitment: Gender, race and class in the British Parliament. Cambridge University Press.

14
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1.3.2. The Field study - methodology

Our research design consisted of a rigorous mix that combined quantitative and qualitative data
collection methods supporting an ambitious engagement exercise. We designed a four stage
process that targeted individuals, first, more broadly, via a survey, and then through a series

of focus groups and in depth one to one interviews, whilst also offering the opportunity to
contribute to an online discussion forum. Each of these methods sought to complement each
other and address the potential gaps in engagement left by the others. Further promotion of
the research was done through a blog piece on diversity published on the Click on Wales portal
in September 2017.

The research was conducted over a period of five months - August to December - having
secured ethical approval from Cardiff University. Throughout the study we have ensured the
highest methodological and ethical standards were respected.

The sequence of the stages (see Annex 1) was deliberately designed to help us first cast the net
as wide as possible; and then narrow it down to get an in-depth level of detail and texture of our
analysis and ensure richness of understanding. By carefully sequencing of the data collection,

we also sought to address the shortcomings within each method that became evident (i.e
geographical spread of the survey, demographics of the focus groups).

The Survey

We designed and conducted a targeted survey using the Bristol

e Online Survey tool, which we then distributed through a series of

channels that we were confident will help us to efficiently target

II! individuals who are interested in politics, are active in their

=ce communities and have thought about standing for elections. As

[\ such, the sample is not representative of the general population
of Wales.

We disseminated the survey via a network of more than 50 professional membership based
organisations, political parties, voluntary sector and community based organisations, unions, as
well as through local government councillors. The survey was implemented both in Welsh and
in English.

15
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196 Survey Responses = Public Affairs .

ooooo AC:Ra d e m | C Commumcatlon” )
e 13.26% fluent Welsh speakers L e etl red Research

: rIT\::niser;VIif)en IT teoel ::LHU
* 23.2% non-fluent Welsh speakers  Blein Student

P : BUSIneSS Charlt Education™"
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® 24% vocational training, secondary 54 44
education, post secondary education !
® 29% undergraduate degree Responses %

* 45% postgraduate degree O vie @ Female @ Other

/)

Whilst we had a good distribution in terms of gender, age and disability, we acknowledged that
the survey did not reach out sufficiently to individuals from ethnic minorities and that most of
our respondents had higher education degrees. We sought to address the limitations of the
survey reach via the focus groups and the interviews conducted subsequently.

The survey was organised in five parts and included 49 questions covering aspects ranging
from interest and knowledge in politics, satisfaction with the political system, and an audit of
the individual’s political activity, to investigating individual and structural barriers people face

in standing for elections to the National Assembly, and exploring a wide range of possible
incentives. We paid special attention to diversity monitoring and included a special section in
the survey that helped us keep track of gender, age, disability, sexuality, ethnicity, religion, level

of education and socioeconomic backgrounds.

Using the highly recognised quantitative research skills set within the Wales Governance Centre,
the data was analysed using the powerful statistical software package Stata. Our analysis sought
to identify key patterns in the the considerations respondents might make when thinking

about running to be an Assembly Member. The data was stratified into socio-demographic
categories of interest to examine whether these considerations were related to any of the
individuals’ socioeconomic determinants. This stratification allowed us to identify specific
barriers or incentives facing historically underrepresented groups in the Assembly (for example,
do respondents with a lower salary perceive the cost of running an election campaign a more
important barrier than those who earn a higher salary?), in addition to observing general trends
that exist within the data.

16
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Focus Groups

We designed focus groups with the aim of exploring the

/l'l\ individual and shared understandings of the process of standing

— — for elections to the National Assembly. We reached out to a wide
\ / range of people and across six locations in Wales: Aberystwyth,
| Caernarfon, Wrexham, Llanelli, Merthyr Tydfil and Cardiff.

We used careful online targeting (Twitter and Facebook) to promote the call for participants and
tapped into local networks (especially local councils) to invite them to our events.

In social science research, focus groups are often seen as inhabiting the space at the intersection
of pedagogy, activism and interpretative inquiry.® As researchers and moderators of the
discussions, we were aware of this and in our analysis of focus group data we paid specific
attention to distinguish between the lived experiences and the perceptions and attitudes
voiced. We ensured that the moderation of the discussions was in no way leading participants.
The focus as a method ensured that we added a rich and multi-layered level of understanding to

our inquiry, nuanced with often contradictory accounts.

In total, we conducted seven focus groups: one in each location mentioned above, with the
exception that we held two events in Cardiff. This was due to high demand as we had a long
waiting list for the first focus group organised in Cardiff. However, given the low turnout we
decided to hold an additional group in the capital. Each focus group discussion lasted 60 to 65
minutes. A skilled moderator facilitated the discussion and one or two researchers in some cases
took notes, whilst the conversation was audio recorded. For each focus group we presented
participants with the opportunity to contribute in both Welsh and English.

/
[ ] [ ) [ ] @ @ [ ] [ ] [ ) [ ] @
/ Focus Groups M\/ﬂ\/ﬂ\/ﬂ\/ﬂ\/ﬂ\;ﬂ\/ﬂ\:ﬂ\/ﬂ\
e used Twitter and Facebook to reach TY Y Y Y Y
out to individuals
* 42 participants in all focus groups A N Y Y Y Yy Y
e 20 men and 22 women wwwwwwwwwwww
¢ 3 self identifying as having a disability yvyyyYyyYy
e good distribution in terms of socio ﬂ\ w ’"\ w ﬂ\ w
economic backgrounds, age, disability
and education @ Aberystwyth Caernarfon ® coif 1

. Cardiff 2 . Llanelli . Merthyr
. Wrexham

8 Kamberelis, G., & Dimitriadis, G. (2013). Focus groups. Routledge.
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The focus groups attracted individuals from very diverse backgrounds, the notable exception
being BME. On all other dimensions of diversity (age, socio-economic background, disability,
education and gender), the focus groups were generally well balanced. Of the 42 participants,
we heard from inter alia local councillors, academics, writers, managers, solicitors, self-
employed, care workers, carers, doctors, voluntary sector workers, students.

Semi-structured Interviews

The interview stage was aimed at gaining a more in-depth
understanding of the personal experiences of standing for
elections. Semi-structured interviews, as a research method, play
an important role in multi method approaches, as they provide
= the ‘fine graining’ within the qualitative analysis.’ This stage also

aimed at addressing the gap in representation, especially in

terms of race and ethnicity.

The flexible nature of semi-structured interviews allowed us to explore the unique personal
experiences of our participants in depth. It also allowed us to follow a thematic template
that included interest and pathways into politics, barriers and incentives experienced during
campaigning, and perceptions of barriers and incentives around the job of being an AM.

In total we conducted 25 semi-structured interviews with individuals that had previous
experience of standing for election in the National Assembly or are seriously considering
standing in the near future. We heard from 14 women and 11 men, 13 from south Wales, and 4
each from north, mid, and south west Wales. Five of these were former candidates at National
Assembly elections and most of the others had an interest in standing in the future. In particular,
we heard from a number of BME individuals as well as from individuals within the four main
political parties, thus gaining specific insight into the barriers people face in the process of
nomination, selection and during the electoral campaign. We also gained useful insight into the
different types of support that exists within political parties to help potential candidates, as well
as insight into parties’ candidate selection processes.

The interviews were conducted face to face, via Skype, or over the phone and lasted between
30 to 60 minutes. We tried to make the process as accessible as possible for the participants.
The interviews were conducted with informed consent and under anonymity, ensuring that
participants felt free to share their experiences, attitude to and perceptions of the barriers and
incentives to exceeding political office in the National Assembly.

9 Galletta, A. (2013). Mastering the semi-structured interview and beyond: From research design to analysis and publication. NYU Press.
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Loomio - online discussion group

We also established an online discussion platform (on Loomio)
in order to facilitate discussion amongst individuals and remove
important time and space barriers that would have otherwise
hindered the contributions of some individuals. Online

political discussion has been labelled as “one of the oldest

manifestations of digital democracy”°.

Although clearly not a panacea for effective political deliberation, political institutions,
legislatures in particular, have been keen on using online discussion forums as a form of
democratic engagement, and in some cases as forms of evidence gathering. The National
Assembly has used online discussion platforms in a number of committee engagement
initiatives.'” As a research methodology, we viewed this as a complementary method, meant to
widen engagement and to foster an in-depth discussion of topics at the core of our inquiry.

In total, we had 24 participants and we kept the platform open for three months. The research
moderators created threads of discussion and the participants contributed in their own time.
Participants were allowed to pen new topics of discussion, which they did so on one occasion.
We also sought to stimulate the discussion by setting Quick Polls, for instance, allowing
participants to rank various options for tackling barriers to diversity. Throughout this report we
have made sure that we protected the identity of our participants.

1.4. Limitations

We are aware of some of the limitations of our approach.

e Given our targeting strategy - using various dissemination networks to reach out to
the individuals we were interested in - we had little control over the response rates
to the survey. We relied on the invited organisations to share the survey with their
memberships, whilst we promoted it via mainstream channels (the Cardiff University
website, Twitter, Facebook, and a piece published on Click on Wales);

® The survey reached few individuals from ethnic minority and LGBT backgrounds,
making it impossible to have a useful breakdown analysis on these two dimensions. We
have tried to overcome this weakness by ensuring that we compensated for this in the
interviews and focus groups;

* In the focus groups, we did not manage to get any individuals from ethnic minorities,
despite several registering for the first and second focus groups in Cardiff. We did follow
this up in the interviewing stage to close the gap in the representation of individuals
from ethnic minority groups;

10 Freelon, D. G. (2010). Analyzing online political discussion using three models of democratic communication. New Media & Society, 12(7),
1172-1190.

11 Stirbu, D. (2017). ‘Public Engagement in National Assembly for Wales: Developments, Narratives and Consequences’. Paper presented at
the 13th Workshop for Parliamentary Scholars and Parliamentarians, Wroxton College, July 2017
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* Given the nature of the Loomio platform - based on anonymity of participants - it was
difficult to gauge the diversity of the participants;

* Despite our intention to interview political parties officially, we did not manage to
organise interviews with party officials. Instead, we have heard extensive accounts from
candidates that have been active within political parties. Although we did not get the
official stance of parties on enhancing diversity, we did hear extremely honest and
illuminating stories of personal experiences of the candidates’ selection processes within
those political parties. Therefore, we are not in a position to generalise our findings
when it comes to barriers within the internal candidate selection process, nor can we

generalise our assessment on party support to candidates.
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PART 2. REVIEW OF EVIDENCE

This review of evidence aims at contextualising the current research within the main academic
debates on diversity and political recruitment and within existing practice in supporting

candidates and elected representatives in the process of doing their job.

The issue of under-representation of certain social groups is an incontestable fact. In searching
for the root cause of the lack of diversity (not only gender diversity) in legislatures, scholarship
has questioned whether “the narrow social composition of legislatures suggests either that
certain groups within society are less capable of representing others, or that something has

gone awry in the recruitment process.”'?

2.1. Review of existing literature

In conceptualising the research question pursued by the Board ‘whether “a diverse range

of persons with the appropriate skills and interest” is in practice deterred from standing for
election to the National Assembly by any aspect of the remuneration package (salary, pension,
child care and office and staffing allowances) and what may provide the incentives to do so’, we
started by anchoring this debate within the broad field of political recruitment.

In the following sections, we review the main debates around 1) explanations around lack of
diversity in political recruitment and 2) normative suggestions to redress the imbalance in
political representation.

2.1.1 Explanations

To date, one of the most useful models developed to frame political recruitment and diversity
has been the Supply and Demand model pioneered by the work of Norris and Lovenduski in
the context of gender, race and class in the British Parliament."” The main contention is that
explanations of under-representation can be found by looking both at the supply and demand
factors underpinning political recruitment. Supply factors (such as personal political ambition,
motivation, as well as availability to resources, such as time and money) influence who comes
forward as a candidate, whilst the demand factors (such as political parties and their selectorate,
the electoral system and socio-cultural norms dominating in the society) affect who is desirable
as a candidate.™

The demand and supply model, drawn on by many subsequent empirical studies within the UK
and beyond, has informed and advanced our understanding of individual, structural, political,
institutional and socio-cultural factors affecting political recruitment.

12 Murray, R. (2014). Quotas for Men: Reframing Gender Quotas as a Means of Improving Representation for All. American Political Science
Review 108 (3): 520-532, 520.

13 Norris, P., & Lovenduski, J. (1995). Political recruitment: Gender, race and class in the British Parliament. Cambridge University Press.

14 ldem Norris and Lovenduski (1995)
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Individual factors

On the supply side of political recruitment, scholarship has tried to go beyond the simplistic

‘if only more [women, ethnic minority, LGBT, disabled etc] candidates would come forward’
rhetoric and explore the role of personal circumstance (time and money to run a campaign, for
instance), experience and skills, as well as political ambition and the motivation of individuals

from certain under-represented groups to seek elected office.

Some studies have identified that indeed women, for instance, are simply less politically
ambitious than men in seeking elected office. Lawless & Fox (2010) links this with long standing
patterns of different type of socialisation into politics that men and women experience.’
Interestingly, it seems to be election aversion that holds women back (so the process), where
cost and truthfulness of campaigning are important factors.’® A 2011 Inter Parliamentary Union
[IPU] study on gender sensitive parliaments,’” found that women'’s political ambition, confidence
and motivation to stand in elections are hindered by political and electoral systems, cultural
challenges and socio-economic challenges, such as public perceptions, media treatment, but
more significantly, by women’s more limited access to financial and time resources’® to support
their nomination and election campaigns. The cost of campaigning is likely to deter a wide
range of individuals that experience deeply-rooted structural inequalities - race and ethnicity
also being notable dimensions. Within the British context, research by Allen & Cutts provides
useful insight into the complex interplay of factors that affect political ambition beyond gender.
Education level, income and geography are also strong indicators. The study reveals, for
instance, that political ambition in Wales is lower than in Scotland, London, East of England,
South West and South East of England.™

Other empirical studies have tried to dispel the myth that the absence of working class people
in state legislatures in the U.S., for instance, is down to their lesser qualifications, but have more
to do with potential candidates being discouraged by external factors on the demand side -
political parties’ candidate-selection procedures for instance.?® In Britain, scholarship highlights
that despite greater social mobility, electoral pathways have, in fact, become narrower due
recent trends in the professionalisation of politics, where individuals from politics facilitating
professions (education, law, journalism) or with an already existing background in politics
(political researcher, working for political party etc) tend to dominate the makeup of elected
institutions.? Supporting these assertions is the 2011 study of the Equality and Human Rights
Commission examining pathways to politics, which claims that the traditional (long-standing
involvement with a political party) and new (work experience in politics, university education)

15 Lawless, J. L., & Fox, R. L. (2010). It still takes a candidate: Why women don’t run for office. Cambridge University Press.

16 Kanthak, K., & Woon, J. (2015). Women don't run? Election aversion and candidate entry. American Journal of Political Science, 59(3), 595-612.

17 Palmieri, S. (2011) Gender-Sensitive Parliaments. Geneva: Inter-Parliamentary Union., URL: http://archive.ipu.org/pdf/publications/gsp11-e.pdf

18 Norris, P., & Lovenduski, J. (1993). ‘If only more candidates came forward': Supply-side explanations of candidate selection in Britain. British
Journal of Political Science, 23(3), 373-408.

19 Allen, P, & Cutts, D. (2018). An Analysis of Political Ambition in Britain. The Political Quarterly, 89(1), 73-81.

20 Carnes, N. (2016). Why are there so few working-class people in political office? Evidence from state legislatures. Politics, Groups, and Identities,
4(1), 84-109.

21 House of Commons Library (2016). Research Briefing: Social background of MPs 1979-2015. URL: http://researchbriefings.files.parliament.uk/
documents/CBP-7483/CBP-7483.pdf
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pathways into politics, due to their prominence, disadvantage candidates following alternatives
routes, thus narrowing their chances of getting nominated and eventually elected.?? Although
Wales’ National Assembly has been characterised as more diverse than its Westminster
counterpart, we do notice the high number of AMs elected in 2016 with backgrounds in

the loosely framed "politics facilitating professions’ (legal profession, education and higher
education, public affairs and advocacy, as well as political research or assistant backgrounds).?

Whilst some individual factors may affect the motivation of individuals with protected
characteristics to put themselves forward, political ambition can also be negatively affected by
the perception people hold of politics and political institutions - such as political institutions
being a ‘gentleman’s club’, where inaccessible and written rules prevail and dominate conduct

of elected representatives, generating for others a sense of not belonging.?

Structural factors

Structural factors affecting political recruitment may include anti-discriminatory legislation, party
funding, electoral system etc. The electoral system, for instance can be very good predictor

of gender, ethnic minority and age diversity in parliament, especially in Western democracies.
Comparative studies reveal that forms of proportional representation [PR] mitigate some of the
adverse effect that majoritarian systems have on women and ethnic minorities? %, as well as on
young candidates?, whilst majoritarian electoral systems constitute a systemic, structural barrier
to getting into elected office for these groups. Single member district electoral competition
further adds the incumbency factor to the problem.?® These restrict the electoral opportunity for
a more diverse range of individuals to enter the nomination procedure within political parties.
PR alone, however, is not a panacea for diverse parliaments, and its overall influence on shaping
access to political power for ethnic minority individuals for instance is only limited if wider

cultural aspects are not addressed.?

Political factors

Political parties have been described as the ‘gatekeepers’ in the political recruitment process
and their failings in ensuring diversity within the pool of candidate they put forward for election

has been debated extensively in the literature. Scholarship highlights parties’ opaque and at

22 Equality and Human Rights Commission (2011). Pathways to politics, London, URL: https://www.equalityhumanrights.com/sites/default/files/
research-report-65-pathways-to-politics.pdf

23 http://www.walesonline.co.uk/news/politics/assembly-election-2016-full-list-11292401

24 Idem Palmieri (2011)

25 Ruedin, D. (2009). ‘Ethnic Group Representation: A Cross-National Comparison.’ The Journal of Legislative Studies 15(4): 335-54.

26 Bird, K. (2003). The political representation of women and ethnic minorities in established democracies: A framework for comparative
research. Documento presentado ante la Academia de estudios de migracién de Dinamarca, Universidad de Aalborg, 11.

27 Stokemer, D. and Sundstrom, A. (2016). Can Institutions pave the way for the young? - Electoral systems and age participation in parliament,
Quality of Government Institutite, University of Gotheburg, URL: https://qog.pol.gu.se/digitalAssets/1563/1563019_2016_2_stockemer_
sundstro--m.pdf

28 Idem Bird, K. (2003).

29 Idem Ruedin (2009)
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times discriminatory candidate selection procedures®, the direct or imputed discrimination®' and
the prejudice® of their selectorate, and parties’ epistemic inability of fully grasping the concept
of under-representation and diversity. The issue of ‘unconscious bias’ in the process of candidate
selection has also been raised by the Equality and Human Rights Commission Report in 2011.3

One structural factor which enables political parties to maintain control over the political
recruitment process is the absence, in most democracies, of criteria for candidate selection
which is enshrined in national law, rather than subject to the internal political parties’ processes.

Some notable exceptions do exist in Finland, Germany, New Zealand and the United States.**

Another body of scholarship focuses on the merits of some political parties’ initiatives in
promoting positive action. In Britain, much of the progress in gender representation has been
attributed to the Labour Party’s adoption of All Women Shortlists in the 1997 General elections,
with arguably no electoral ‘penalty’ for the party.® Structural factors, such as the absence of
institutional legacies and the presence of windows of opportunity for constitutional change, have
been instrumental in facilitating the contagion effect at subnational level in the first devolved
elections in Wales, when Plaid Cymru also adopted positive action, thus marking significant
progress in gender representation.® Notwithstanding this, there is need for caution in overly
praising the gender representation progress in Scotland and Wales, as some of its continued
success is more down to luck rather than the result of careful and sustainable design.®

Candidate selection processes are particularly seen as a major obstacle to ethnic minority
individuals’ selection® because parties tend to hold the perception that ethnic minority
candidates lose votes among white voters.?” Scholarship points out that the significance of an
‘ethnic penalty’ might be overstated, as the negative effect of minority candidate selection is
too small to present a significant risk in safe ‘white’ constituencies.*

Institutional factors

Our review of evidence points to some important institutional factors that make the prospect
of becoming an elected representative less attractive for some individuals. For instance, the
working hours and patterns within parliamentary institutions are seen especially problematic for
women.*' The timings of sitting in parliaments, combined with limited childcare facilities (like

a creche) collide with childcare and family commitments, affecting women and single parents

30 Niven, D. (1998). Party elites and women candidates: The shape of bias. Women & Politics, 19(2), 57-80.

31 Norris, P, & Lovenduski, J. (1995). Political recruitment: Gender, race and class in the British Parliament. Cambridge University Press.

32 Idem Bird (2003).

33 Idem Equality and Human Rights Commission (2011)

34 Hazan, R. Y., & Rahat, G. (2010). Democracy within parties: Candidate selection methods and their political consequences. Oxford University Press.

35 Allen, P, Cutts, D., & Campbell, R. (2016). Measuring the Quality of Politicians elected by gender quotas-are they any different?. Political
Studies, 64(1), 143-163.

36 McAllister, L., & Stirbu, D. S. (2007). Opportunities for gender innovations in a new political space. International Journal of the
Interdisciplinary Social Sciences, 1(1), 1-11.

37 Mackay, F., & McAllister, L. (2012). Feminising British politics: Six lessons from devolution in Scotland and Wales. The Political Quarterly,
83(4), 730-734.

38 Heath, O. (2015). Policy Representation, Social Representation and Class Voting in Britain. British Journal of Political Science, 45(1), 173-193.

39 Idem Norris & Lovenduski (1995)

40 Curtice, J., & Clery, E. (2010). British Social Attitudes: The 27th Report. SAGE Publications.

41 Ballington, J. (2008) Equality in Politics. Geneva: Inter-Parliamentary Union.
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disproportionately.*? Accessibility of parliamentary estates and provisions for childcare, family-
friendly working hours, and parental leave are aspects that have been taken into consideration
only recently.®

The often antiquated and formalised language and the opaque procedures and codes of
conduct in legislatures are off-putting to young people, women, ethnic minorities and people
from less affluent backgrounds.** The tone of debates in some chambers, often disparaging or

condescending,* does little to attract a wider pool of talent into our democratic legislatures.

Other institutional factors affecting political recruitment include the lack of visibility of elected
individuals from underrepresented groups within leadership positions in parliaments themselves
(i.e committee chairs, whips, speakers). Until greater institutionalized equality measures are
introduced within parliaments’ operations, it is doubtful whether they can create a positive and
attractive image for political aspirants from a wider range of backgrounds.*

Sociocultural factors

Deeply rooted class, race and gender inequalities sit at the heart of under-representation and
are perpetuated by the process of political recruitment. The 2011 Equality and Human Rights
Commission report highlights the fact that some groups with protected characteristics (such as
people with disability) may endure significant barriers in regard to a lack of understanding of the
specific issues and challenges faced by these groups.*

The double barrier and the reinforcement of structural inequalities is further highlighted in
the report, ‘For candidates from under-represented groups who do put themselves forward,
the barriers to their success are high, the pathways available are narrow, and the support they
receive from institutions is limited. [...] However, the prevent factors can have the effect of
‘disproportionately disenfranchising specific groups’ [...]. These groups can often face double
barriers by not having push factors present in their socialisation and not being sought out,
encouraged or ‘pulled in’ by political parties or political institutions.”*®

This is further emphasised in the otherwise rare accounts of electoral politics and disability. The
issue salience of social welfare for disabled people in electoral politics has been raised in the
context of UK's multi-tiered democracy. A 2013 study points to the ‘failure of political parties
to develop policy proposal fully consistent with the UN Declaration on the Rights of Disabled
Persons as well as EC [European Commission] exhortations to mainstream equality.”*” In the

context of severe underrepresentation of people with disabilities in our elected legislatures, it is

42 Idem Palmieri (2011).

43 Krook, M. L., & Norris, P. (2014). Beyond quotas: Strategies to promote gender equality in elected office. Political Studies, 62(1), 2-20.

44 |dem Palmieri (2011).

45 Idem Palmieri (2011)

46 Mackay, F., & McAllister, L. (2012). Feminising British politics: Six lessons from devolution in Scotland and Wales. The Political Quarterly,
83(4), 730-734.

47 |dem Equality and Human Rights Commission (2011).

48 Idem Equality and Human Rights Commission (2011), p. 17

49 Chaney, P. (2013). Electoral Competition, Issue Salience and Public Policy for Disabled People: Westminster and Regional UK Elections
1945-2011, Parliamentary Affairs, 66(2), 364-383.
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hardly surprising these institutions fail in substantially representing the interests of people with
disabilities.

Limitations of the literature

Whilst this review might be useful in understanding some of the stronger determinants of under-
representation (individual, structural, political, institutional and socio-cultural), the one or two
diversity strand approach (i.e. gender, or gender and ethnicity) does little to ensure deeper
understanding of intersectionality. Some studies do take a multi-stranded approach look at the
intersection between ethnicity, gender and class,™ *' but these are the exception rather than the
norm.* This can lead not only to a fragmented understanding of the phenomenon of under-
representation but also to a reification and essentialization of specific groups whilst failing to
acknowledge or invite diversities within them. There is also a danger that this segmentation
leads to hierarchisation of diversity strands - gender, ethnicity and race, disability, sexual

orientation, class etc.

2.1.2 Solutions

Most of the literature debates the different merits and shortcomings of various institutional
and political measures to enhance diversity such as: democratising candidate selection
procedures within political parties®; the introduction of gender®® or youth®® quotas; reserved
seats for groups with protected characteristics™; positive action measures®® and equality
guarantees, different electoral systems or types of mentoring and support for individuals from
underrepresented groups.

There is some agreement in the literature that lack of diversity in politics needs to be tackled

on multiple fronts. Whilst more proportional representation systems do tend to enhance the
chances of a more diverse range of individuals to get elected, this alone is not sufficient. There
is also agreement that gender quotas are the most effective way of ensuring a fast-track solution
to the gender imbalance in legislatures® %, however, there is less consensus with regards to the
desirability of quotas®' and whether or not quotas can address the issue of intersectionality.®?

50 Idem Norris, P., & Lovenduski, J. (1995).

51 Evans, E. (2016). Diversity Matters: Intersectionality and Women’s Representation in the USA and UK, Parliamentary Affairs, 69(3),569-585.

52 Miigge L. & De Jong S. (2013) ‘Intersectionalizing European Politics: Bridging Gender and Ethnicity’, Politics, Groups, and Identities,
1, 380-389.

53 Bird, K. (2003). ‘The political representation of women and ethnic minorities in established democracies: A framework for comparative
research’. Documento presentado ante la Academia de estudios de migracién de Dinamarca, Universidad de Aalborg, 11.

54 Bille, L. (2001). Democratizing a democratic procedure: Myth or reality? Candidate selection in Western European parties, 1960-1990.
Party politics, 7(3), 363-380.

55 Dahlerup, D. (2012). The impact of gender quotas. Oxford University Press.

56 |dem Stockemer & Sundstrom (2016).

57 Zuber, C. I. (2015). Reserved Seats, Political Parties, and Minority Representation. Ethnopolitics, 14(4), 390-403.

58 Norris, P. (2001). Breaking the barriers: Positive discrimination policies for women. Has liberalism failed women, 89-110.

59 Mackay, F., & McAllister, L. (2012). Feminising British politics: Six lessons from devolution in Scotland and Wales. The Political Quarterly, 83(4),
730-734.

60 Dahlerup, D. (2012). The impact of gender quotas. Oxford University Press.

61 Krook, M. L. (2010). Quotas for women in politics: Gender and candidate selection reform worldwide. Oxford University Press.

62 Hughes, M. M. (2011). Intersectionality, quotas, and minority women'’s political representation worldwide. American Political Science Review,
105(3), 604-620.
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Within the British context, the Equality and Human Right Commission report on Pathways to
Politics contains important recommendations targeted at political party, state and institutional
level. For the latter two, some of the recommendations include:

 reforming the electoral system to a proportional representation model;
* revising parliamentary procedure to ensure family-friendly hours;

* making provisions for childcare facilities to be offered on site or nearby the
parliamentary estates;

* revising parliamentary procedures to allow job-sharing for elected members;

* creating support from institutions particularly for candidates from under-represented
groups who put themselves forward in way of mentoring/informal peer networks;

e entrenching a system of diversity monitoring;

e creating an ‘access to public life fund’ - similar to a Work Fund which covers the cost of

reasonable adjustments of employing a disabled person;

e widening the remit of this access fund beyond disabled candidates to candidates from
lower income households and other under-represented groups.¢?

One of the most comprehensive and useful works to date is Prof. Sarah Child's Diversity
Sensitive Parliaments®* briefing, published in 2017, which follows the 2016 Good Parliament
Report®> and which develops the IPU’s gender-sensitive parliaments framework® into a diversity-
sensitive parliaments framework. This framework “acknowledges that women are not the only
group underrepresented in politics and Parliament, and that these other exclusions should also

be recognised and rectified.”*’

The Good Parliament Report made a series of 43 recommendations, grouped along three main
dimensions (Equality of participation in the House, Parliamentary infrastructure and Commons
Culture) and targeted at specific actors: the Speaker of the House; political and administrative
structures within the House of Commons; political parties; as well as the Secretary of State

for Education and the Minister for Women and Equalities. Amongst these diversity enhancing

recommendations, of interest for our present research, we mention:

* Improving information about and promoting the role and work of elected
representatives, thus contributing to raising public awareness about the range of

characteristics, skills sets and experiences relevant to the job;

* Securing a cross-party agreement regarding candidate selection for the next election so

that the overall representation of women does not drop below current levels;

* Introducing formal procedures for maternity, paternity, parental, adoption and caring

leave;

63 Idem Equality and Human Rights Commission (2011).

64 Childs, S. (2017). Diversity Sensitive Parliament - Parliamentary Practice Comparison, URL: http://mlkrook.org/pdf/Childs_2017.pdf
65 Childs, S. (2016). The Good Parliament Report, URL: https://goo.gl/4sCsmW

66 Idem Palmieri (2011).

67 |dem Childs (2017). P. 2.
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* Introducing gender quotas for the election of select committee chairs if gender balance
in select committee leadership position does not improve by 2024;

¢ Ensuring representation of sexes / genders in select committees membership;

* Revising the pushed content on parliamentary website materials so that it enhances the

view that elected representatives can be from diverse backgrounds;
* Ensuring diversity reporting and monitoring (including select committees witnesses);

e Clarifying the status and effectiveness of the Access to Elected Office Fund for
supporting disabled people to stand for election as local councillors or MPs;

e Establishing a Women and Equalities permanent committee;
e Ensuring that rules, structures and institutional culture are diversity sensitive;

¢ Piloting new formats for Prime Minister's Questions (PMQs).

The Good Parliament Report recommendations reveal the same imperative for a holistic
approach, and concerted efforts to tackle the lack of diversity in parliaments, that we find in the
broader literature.®

The report of the Expert Panel on Assembly Electoral Reform (2017) is also significant for our
debate. The report contains several recommendations that could potentially enhance diversity
within the National Assembly, such as the increase in size itself, the change of the electoral
system to a proportional representation model, and, most interestingly, the introduction of

gender quotas.’

2.2. Review of existing practice in other legislatures

The second part of this review of evidence collates relevant information on existing practice
in other legislatures. Naturally, this section focuses more on institutional determinants of what
makes the job of an elected politician attractive or not. Where we could, we included some
features of the political and electoral system as well.

In most parliamentary systems remuneration packages include 1) the basic salary, pension and
additional office remuneration, 2) claims for accommodation and travel, 3) support for running a
parliamentary office and staff costs, 4) other allowances and expenses that can be claimed and
5) provisions for end of mandate compensation. Differences exist especially in terms of level of
support for MPs to run their offices, level of prescription with regards to expenses that can be
claimed and more generally about additional benefits the elected representatives are entitled to

whilst exercising their mandate.

2.2.1 Salary, Allowances and Pensions

We found some interesting variations in the way legislatures choose to regulate

68 Idem Childs (2016)
69 EPAER (2017). A parliament that Works for Wales, URL: https://goo.gl/WpyYLd
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parliamentarians’ behaviour through the remuneration system. Some use a rewards system

(i.e. Latvia, Greece, Romania)’® - where MPs are paid an additional fee for each plenary session
or committee meeting attended, whilst others use a penalty system whereby MPs are get

salary deduction for each plenary session or committee meeting they miss (Berlin House of
Representatives)’' or for absence or suspension of more than three days (New Zealand).”? In
Germany, the salaries of MPs in the Berlin legislature adjusted according to changes in the
average salary of full-time employees, measured by sectors such as construction, hospitality, real
estate, health and social work, and public education.”

With regards to the amount and the type of allowances and expenses that can be claimed,

some legislatures are more prescriptive than others. In Slovenia, expenses are generally freely
available up to around €740 per month, but MPs can also claim representation expenses up to
around €890 per month.”* A small number of legislatures offer tax exemptions on salaries (or a

bulk of the salary) and/or on certain allowances (i.e. Belgium,” Cyprus,’® New Zealand”’).

With regards to pensions, not all legislatures offer pension schemes automatically. Rules differ
on qualifications for eligibility and full pension rights. For instance, in Sweden, old age pensions
from parliament are just a supplement to the public pension system.”® In the Landtag, North
Rhine-Westphalia contributions of €1,000 pm to pension schemes and €500 pm to health
insurance are compulsory.”? In the UK legislatures, elected representatives are automatically
enrolled in pensions schemes, as are the staff supporting their offices.? &

Life, injury and even luggage insurance provisions can be found in some legislatures. In Sweden,
MPs are group covered by life insurance against occupational injury.®? In Norway, the parliament
has taken mutual luggage insurance covering loss of up to NOK 35,000.%%

We also found that there is quite a variety in terms of how legislatures support MPs when they
leave or lose their office. In majority of the cases, there is some form of compensation in place,
ranging from a fixed lump sum paid to the respective MP (€10,000 in Lithuania)?®, to three
months’ salary in Estonia and New Zealand. In Scotland, there are winding up provisions that
include reimbursement of salary costs for staff, National Insurance and pension contributions
continue for a period of three months,® whereas in Westminster, this is for only two months
and is capped to £57,150 for London area MPs and to £53,950 for non-London area MPs. MPs

70 Van der Hulst, M. (2000). The parliamentary mandate: a global comparative study. Inter-Parliamentary Union.

71 House of Representatives of Berlin (2017). Law on the Legal Relations of Members of the House of Representatives of
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who do not get re-elected are entitled to twice the statutory redundancy entitlement.® In other
countries there are some forms of financial redeployment or transition support when MPs |eave
their mandate. The Swedish Riksdag operates a guaranteed income scheme that applies to
those who have been members of the Riksdag prior to and have been re-elected in 2014. The
scheme aims to create some economic security for those that leave the Riksdag after serving for
at least six years. After 12 years of service, MPs qualify for a guaranteed income equal to 66%
of the basic MP salary.?” For new MPs, elected post 2014, the system is rather different - MPs
who have served at least one year will receive a redeployment support, commensurate with the
length of service, which accounts for 85% of the MP’s salary when they left office. This is only
given when no other source of income is available and is available for a maximum of two years.%
For Berlin's House of Representatives, a transitional allowance for a maximum of 18 months is
given for those who served at least one year as elected representatives.®’

2.2.2. Housing and travel expenses

In most of the countries we looked at, provisions for accommodation support depend on

the distance MPs have to travel from their home to the parliamentary estates. A number of
parliaments have their own housing stock which they make available to their MPs. In Sweden, for
instance, those parliamentarians who live more than 50 km away from the parliament may stay
free of charge in one of the 250 overnight apartments that the Riksdag owns or be reimbursed
for hotel stay within a certain limit.”° Similar arrangements exist in Norway. In Lithuania, MPs

not from Vilnius are entitled to a refurbished parliamentary ‘dormitory’ and full coverage of the

communal services costs.”

In some countries, the Speaker and Deputy Speaker as well as the MPs serving as ministers are
entitled to official residences (New Zealand for instance?) with a wide range of associated costs
covered. In Scotland and the UK, ordinary MPs receive assistance and financial support towards
the cost of either overnight accommodation in hotels (usually within a certain spending limit) or
towards the cost of renting a home. In Estonia, this compensation, inclusive of daily allowance
and accommodation costs, must not exceed more than 20% of the MP’s salary,” whereas in

the UK, the annual accommodation cost for which MPs can claim reimbursement is capped
differentially for those requiring accommodation in London or outside London. Westminster
MPs can also claim for tenancy agreements and moving costs as well. Those who are claiming
for associated costs for their own home have seen the cap downsized to a maximum £5,000
p.a. (since 1 April 2017), whilst those with childcare responsibilities can claim up to £5,435 for
associated costs on their own home.?

86 Idem IPSA (2017).
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An interesting arrangement can be found in Scotland, where the Allowances Office facilitates
much of the processes regarding accommodation and travel payments: it can make regular
payments regarding office rental, accommodation, mortgages payments, and council tax; it has
a contract with several hotels in Edinburgh that invoice the Scottish Parliament directly, and it
has contracts with a local taxi firm as well.” This has the potential to help MSPs to navigate the
complexities inherent to a very prescribed expenses system.

Travel expenses are also differently dealt with by the different legislatures we looked at. In
some parliaments MPs are entitled to an annual season rail ticket, or season air ticket if it

is economically justifiable (Sweden), but this must be used only for travel for parliamentary
business®. Other parliaments, such as the Latvian Saeida,”” offer free public transport for their
MPs. Generally, we found that rules regarding taxi travel and compensation car rental are rather

strict and MPs need solid justification for claiming expenses.

An interesting provision can be found in Norway, where MPs with children under 19 years old
are eligible of reimbursement of two trips home per week.”® Similarly, in New Zealand, family
members may claim travel expenses if directly related to the Member's parliamentary business
(this is capped to 20 trips in one year by spouse or partner, and to eight by children, unlimited
for children under five or the spouse of the PM).?? In the UK, Westminster MPs who have caring
responsibilities may claim travel expenses for their dependants between their constituency and
London and for journeys made by their spouse or partner as well as by an assisting carer other
than the spouse’®. In other countries, there is less consideration of the individual circumstance
of each MPs and travel expenses are simply capped (i.e. Cyprus, Slovenia). In Northern Ireland,
travel and subsistence expenses are based on at least 72 days per year spent in parliament
buildings. These range from £850 pa for a Belfast constituency to £7,450 for Fermanagh and
South Tyrone.™!

2.2.3 Office Support

In most parliaments examined, the types of office support available to elected representatives
range from supplying office space within parliamentary buildings, supporting MPs in opening
and closing down their offices, hiring staff and developing them, to covering costs associated
with the job (postage, staff, external office rentals, mobile phone etc). Variations exist between
the degree of prescription, the support offered with regards to running of parliamentary office
and the terms and conditions of the staff employed directly by MPs.

In most countries, office space within the parliamentary estates is provided and the costs of
running the office is also covered. In some countries, MPs can open more than one office (i.e.

95 |dem Scottish Parliament (2015).
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one in the parliamentary estate and one in their constituency) provided they stay within the
budget. Budgets toward running parliamentary offices are generally capped, and there are limits
on the number of staff MPs can employ.

In Cyprus, there does not seem to be much prescription about running the office apart from

a spending cap of €12,000 p.a. on secretarial services.'® In contrast, in Northern Ireland, the
office costs arrangements are more prescribed with caps under each headline of spending (i.e
mobile telephony, office running costs, refurbishment etc).’® In the North Rhine-Westphalia
legislatures, Members may employ staff, but need to stay within a maximum budget of 4,146€/

month for the year. Unused funds may be carried over the following year.’

In Norway, hiring personal assistants is prohibited, but MPs have access to parliamentary party
secretariats and party groups larger than two MPs have additional funding at their disposal®.
Other restrictions apply in North Rhine-Westphalia, where expenses incurred by family members
are not eligible for reimbursement.%

Spending caps of office costs also exist in Scotland and Westminster. The Allowances Office

in the Scottish Parliament facilitates monthly rental payments on behalf of the Members. MSPs
also receive support in setting up their offices and hiring staff. Support staff for MSPs have
access to training, travel expenses and overnight accommodation when traveling to attend
relevant conferences and seminars. Staff are also enrolled in the GPPS pension scheme and are
entitled to maternity, paternity and adoption leave as well as to flexible working arrangements.
Additional support is offered to MSPs to facilitate communication and access to members of
disabled people™. Some interesting features exist in Westminster, where MPs have access to

a contingency fund to help with moving costs. New MPs benefit from a £6,000 supplement to
start up their office. Their staff also benefit from similar terms as in Scotland regarding salaries,
National Insurance and Pension contributions. Additionally, MPs can reward staff financially with
recognition payments and a one-off reimbursement of health and welfare costs (i.e. eye tests)."*®

2.2.4 Job arrangements

Working arrangements vary across the spectrum of the countries we looked at. We found some

interesting provisions:

e Second jobs - It is not uncommon that MPs be allowed to have second jobs under
certain conditions. In Lithuania, for instance, there are special prescriptions around what
types of second jobs MPs are allowed to have (creative activities)'™. In the Berlin House
of Representatives, Members may be granted part-time work or special leave without
continuation of salary payments, whereas in North Rhine-Westphalia, MPs can have
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second jobs but their salaries are reduced by around half."™

Parental leave - detailed provisions for parental leave (including maternity, paternity and
adoption) can be found in Norway, Sweden, Latvia. In Norway, MPs can take up to 24
months, the first 12 months being covered by payments from National Insurance.”" In
Slovenia, MPs are compensated with €140 per month if they are separated from their
immediate family.""?

Sick leave - In Norway, MPs can take paid leave for health, social or other material

reasons related to personal welfare, including the care of under 12 year old children.'"®

Use of Substitutes and Alternatives - This is not quite job-sharing, but shares some
resemblance. It is a practice common in Sweden, Norway and Germany. Substitutes

(in Norway) are offered free accommodation on parliamentary estate for the time of
exercising parliamentary duty (15 rooms available) and generally enjoy same privileges
as a member whilst exercising their function.”* In Sweden, alternates can take over from
MPs who have been granted leave of absence.” In the Berlin House of Representatives,
if a Members misses a plenary sitting or committee meeting they are at risk of receiving
a fine of €25 to €50. To avoid this, they can send an alternate to attend, who will receive
€25 for each session attended.'®

Holiday provisions - MPs' holidays are normally scheduled during the parliamentary
recess, but the length of the holiday varies across the board, from 4 2 months vacation
in Lithuania, 35 days in Estonia, to only informal holiday arrangements being made in
Norway.

Professional development opportunities - Swedish MPs receive extensive training

on parliamentary practice and procedure, as do their staff. They are also entitled to
language and computer courses and can obtain grants for study abroad trips."" In
Norway, MPs go through a process of induction and receive additional training. In
Scotland and Westminster, staff supporting elected representatives can attend relevant
training courses, attend conferences, as long as the costs stay within the annual office
budgets. In Slovenia, members can get reimbursement of education costs.'®

2.2.5 Extra perks

A commonality of most legislatures surveyed, is the existence of subsidised on-site Member’s

bars, cafes, and restaurants, as well as access to parliamentary libraries. Other ‘perks of the job’
identified include:
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* Parliamentary immunity: There are different degrees of protection against the
prosecution of MPs whilst exercising their mandate (i.e. Estonia, Lithuania, Cyprus). In
Finland, immunity protects against arrest, detention and orders prohibiting travel.'”
However, parliamentary immunity does not apply abroad, unless the member is in
possession of a diplomatic passport.

* Diplomatic and official passports: In some countries MPs can qualify for either
diplomatic or official passports. Normally it is the Speaker, Deputy Speaker and
members of the Foreign Affairs Committees (as in Sweden and Cyprus), but in other
countries (such as Romania, Czech Republic, Hungary) all MPs are entitled to a
diplomatic passport. In Finland, all MPs are issued with official passports.'®

* Health and Wellbeing: Considerations for the health, wellbeing and the work life
balance of MPs have increased in parliaments in the past ten years. There are some
interesting and some peculiar ‘extra’ benefits that elected representative are entitled to.
In Sweden, MPs have access to a gym, massages, a swimming pool and yoga spaces,
whereas in Westminster this is taken up a notch, with MPs" and staff's gym also featuring
personal trainers, physiotherapy, osteopathy and acupuncture treatments.”' In Scotland,
MSPs have access to on site occupational health, nurse and a doctor. A hairdresser is on

site of the parliamentary building in Estonia.

* Childcare: In Norway and New Zealand, there are arrangements with private child care
facilities in the vicinity of parliament buildings. In Scotland and Sweden, there are on
site creches / nurseries whose opening hours reflect the sitting of the parliament.'?? In

Scotland, MSPs can also apply for childcare vouchers.

e Security: In New Zealand, MPs can be reimbursed for security systems installed at their
home or base: for installation of the system, the limit is $850 and for annual monitoring
call outs and repairs, the limit is $600.%

2.2.6 Electoral incentives

Whilst gender quotas have been more widely discussed in the literature and the empirical
evidence has shown a strong case to redress gender imbalances in national parliaments'*, other
types of quotas have been less investigated and are less of a feature in electoral systems. Of
interest for our research are the cases we encountered where quotas or reserved seats for young
people, ethnic minorities or indigenous people are in place.

119 Idem Van der Hulst, M. (2000).

120 Idem Van der Hulst, M. (2000).

121 http://www.jubileehalltrust.org/westminster/treatments/
122 Idem Childs (2017).

123 Idem New Zealand Parliament (2014)

124 Idem Dahlerup, D. (2012).

34



Unpacking Diversity: Barriers and incentives to standing for election to the National Assembly for Wales

Reserved seats in Parliament Political parties’ reservation Some form of equality guarantees on
for young people schemes for young people basis of race / ethnicity, language,
religion and geography

Croatia, Germany, Croatia, Romania, Cyprus,

Kenya, Morocco, Rwanda, Uganda Netherlands'® Belgium, New Zealand'®

These equality guarantees are entrenched in the system in a number of ways: from allocation
of reserved seats in parliaments for certain groups (New Zealand, Romania), to power sharing
models (Cyprus), or via derogation from electoral rules on thresholds (Germany).

2.3. Analytical framework

From the outset of this project we have looked at political recruitment as a journey and we have
attempted to expand the understanding of barriers and incentives at each stage in the process.
Our assumption is that becoming an AM is a complex journey punctuated with many stumbling
blocks but also with facilitating factors. This view helped us refocus attention on the individual
and their lived experience of socialisation into politics, candidacy and being an elected
representative.

The most useful framework we have found in the literature, derived from gender and political
recruitment scholarship, draws on work by Krook and Norris'. The authors map out the journey
in three stages: 1) from being merely an eligible individual to aspiring to political office, 2) from

aspirant to candidate and 3) from candidate to an elected representative.

We adapted this framework slightly and organised our analysis in 1) the pathways into politics
(eligible to aspirant) and the lived experience of political parties, candidacy and campaigning

(aspirant to candidate) 2) perceptions around being an AM (elected) and 3) broader contextual
factors.

125 Idem Stokemer and Sundstom (2016)
126 Reynolds, A. (2005). Reserved seats in national legislatures: A research note. Legislative Studies Quarterly, 30 (2), 301-310.
127 Krook, M. L., & Norris, P. (2014). Beyond quotas: Strategies to promote gender equality in elected office. Political Studies, 62(1), 2-20.
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PART 3. FIELD STUDY

3.1. Becoming an AM - The journey: eligible to aspirant candidate

3.1.1 What we looked at

There are numerous factors that can potentially affect an individual’s journey from eligibility to
aspiring candidate and to standing for elections. Some of the barriers people encounter are
clearly outside the direct remit of the Remuneration Board. However, we recognise that the
Board may have the capacity to either influence or raise the issue with other actors.

We were interested in exploring both the lived experiences and the perceptions of past and
prospective candidates and this section highlights some of the main barriers that participants
perceive or have encountered at different stages. To that end, we have organised the following
section so that it reflects the individual journey of prospective candidates from becoming
interested in and socialised into politics to standing as candidates:

* Socialisation into Politics
* Experience of Political Parties
* Experiences and Perceptions of Standing

e Training and Mentoring

We explored the experiences of different groups of people in each stage and identified various
institutional, cultural, individual and political factors affecting the decision to stand in elections,
such as access to networks and support, candidate selection procedures within parties, the
electoral system, and the cost of standing.

3.1.2 What we found

Socialisation into Politics

We broadly identified three pathways that brought people into politics and made them consider
standing as an Assembly Member. The first group have been involved in politics and have been
members and campaigners of a political party for a long time. The second group, who may

be linked to the first but not necessarily, are coming through the local authority pathway. The
third group have not traditionally been involved with party politics and may be relatively new to
politics in general. They may have become politically engaged through involvement in public
life or in international, national, or local campaigning or activism. Naturally, members of each
group may overlap, and pathways may merge, but this establishes a general taxonomy to allow

further insight into the path of different groups, or not, into politics and the National Assembly.
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The Party Political Active Pathway

This group is characteristic of participants that have been involved in party politics for a
significant amount of time. There is a general trend among this group to be deeply involved
with a political party or parties from a relatively young age, putting them on definite political
pathway through school, university, and potentially working for political parties or in politics
following that.

Members of this group were likely to have been raised in a politically active household and
have been politically active throughout school and university. This may range from assisting with
election campaigns in their constituencies, to being elected as student union representatives at
university and national levels. They may progress to work for political parties in a constituency
or researcher roles, and then to standing for selection and election at National Assembly and
Westminster elections.

On the one hand, individuals on this pathway highlight the importance of having inside
knowledge on how the party structures and electoral campaigns work in breaking some of the
barriers to standing. For instance, one interviewee felt that being part of a candidate’s campaign
team was vital experience before deciding to stand himself (Inv_01).

On the other hand, a major barrier for this group is the negative public perception around

‘career politicians’. At one of the focus groups some participants felt this to be unjustified.

“That phrase ‘career politician” which is so loaded isnt it...but
some people, if you were a councillor and you had a career

in a council and you wanted to stand for the Assembly, you'd

get thrown this ‘career politician’, and obviously if you work for
/l\ a politician you get the same thing, ‘career politician, career
1 politician, you’re not worthy, you're just one of those politicians’.
_R e But, actually...there is quite a lot of validity in you gaining those
\ / skills because actually are you going to be more effective if you
| had experience representing people, as a councillor or in your

union or wherever...quite often people are being dismissed as
a careerist for having built their skills that way and that’s not

terribly helpful.” (Cardiff 2)

This pathway clearly presents some advantages to potential candidates, as it removes a lot of
barriers in relation to access to networks and political parties’ support, but the dangers are that
it perpetuates lack of diversity and that the negative public perceptions of career politicians
would put people off.

The Local Authority Pathway

A similar, traditional pathway into politics is the local authority route, which was perceived

37



Part 3. Field Study

in some cases as almost an expected requirement for selection (Inv_20). However, this route
carries with it the barriers inherent to access to elected office in local councils: the role of a local
councillor being perceived as less appealing to young people, as participants in the Caernarfon
focus groups mentioned; time constraints and limited financial incentives to the role, unless one
gets into cabinet, also expressed by participants in Aberystwyth; barriers to women especially in
the context of reducing the number of local councillors (Caernarfon).

Among this group there are a number of independent councillors and candidates. There was
a definite feeling that there is a divide in the system, where it is possible to stand and win

as an independent at local authority level but almost impossible at National Assembly level
(Caernarfon). A debate on Loomio suggested that there was a link between these traditional
pathways and a lack of diversity, so that a lack of diversity at the local level is ‘carried along’
into the national level by the lack of a diverse pool of candidates from which to select from
traditional pathways.

The Newcomers’ pathway

This group may have had a long-term interest in politics but not been a member or active in a
political party until recently, if at all. They may have been motivated by different factors to get
involved in politics, from international refugee aid or business interests to grassroots community
activism. Getting more involved with politics may also have been motivated by their work with
charities or civil society, or by undertaking voluntary positions such as on a boards of community
housing associations. They are motivated to continue working in order to affect social change
and several participants noted that the best way to do that was to take part in the formal
decision-making process from ‘the top down’, or ‘from the inside’, and a realisation from their
experience that ‘if you want to make a big difference, then you make it from where decisions are
being made’ (Cardiff).

The barriers they identified relate mostly to understanding how political structures work and how
policies are made. One participant in a focus group notes that:

“I was concerned that my naivity around politics, and if | went

| into a group, | found it a bit daunting because | had to learn so
/ \ much more. | didn’t just have to learn about the issues, | had to
—R‘Z— learn about the party, the protocol, the history, so that was way

\l/ too much. | don’t want to do all that, | just want to focus on the

issue, the community, and how | represent that at local council.
That’s my focus, that’s what’s meant to matter.” (Cardiff 2)

We found this message echoed in some of interviews as well. Additionally, members of this
group are more uncertain about their political future, therefore issues around job security were
more prevalent for them and the perceived risk attached to the job of being an Assembly
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Member were higher. Notwithstanding this, individuals from this groups also talk about the
wider realisation that you need to get people from this group, and from different backgrounds,
involved because ‘unless you get those people in you're going to end up with the same type of
people’ (Inv_09).

Experience of Political Parties: Building Contacts and Networking

We were interested in gauging a range of views on how participants experience the support and
encouragement received from political parties as well as the barriers they encountered when
engaging in formal party politics.

Building support networks within the constituency and the political party networks is essential
for any aspirant candidate. However, networking for instance is seen as a ‘genuine barrier’ by
a mother with young children because of family commitments (Cardiff). Similarly, the need to

get involved in local political party branches is also seen as difficult. In the same focus group

participants discussed how parties can be seen to be ‘hierarchical’, ‘cliquey’, ‘archaic’, and

‘exclusionary’, but that once you were in they can be supportive (Cardiff).

An interviewee with a hearing impairment explained that things like branch meetings are
‘'horribly inaccessible’. They said that they had never been to a single meeting where they could
follow and participate properly, which they worried would limit their opportunities to participate
in a policy forum or other structures to build networks and gather support if they wanted to
stand in the future. They explained that access to the informal networking and meetings were
also challenging and very difficult if you have communication problems that meant that you

could not immerse yourself in conversation (Inv_05).

“There were a lot of older members that don’t go to the
constituency meetings anymore because they can’t follow the
discussion and then people go ‘oh that’s a terrible shame” and
I'm like, do you know what, I've been sitting here for 5 years and
R - R it's only when some well-respected older member says ‘I cant

hear and I’'m not going to come anymore’ that they start to think

about access, whereas I'd been repeatedly asking for better
facilities and consideration.”(Inv_05)

A participant with neurodiverse differences explained how she would be comfortable in a formal
and prepared setting, but that it was the networking that was required to get there that was the
real challenge (Inv_04). She felt that no party would take on someone like them and they have
tried being a member of several parties.

Overall, participants’ experiences of building networks and support within political parties seem

patchy, with barriers in terms of party organization and overall support standing out.
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Experience of political parties: Candidate Selection

The perceptions and experience of candidate selection processes was a consistent talking point
in all methods of research. Candidate selection processes were generally seen as a significant
barrier for reasons such as: a perception of what parties are looking for; the process itself; the
issue of unconscious bias; and the experience and perceptions of different groups of people in

society. Nevertheless, we did hear of positive experiences as well.

One interviewee thought that parties were looking for someone who fits the stereotype of what
a politician is as ‘defined by Westminster’ rather than having a ‘'model that works for Wales'.
They felt that the people making the selection have a picture of what a politician looks like;
mainly, a man or a woman who has raised a family and then gone on to politics:

“...and for them, if someone thinks of a politician the automatic
picture that comes to the mind of very many people of an
older generation is a man of a certain age, with a wife, with the
R R perfect 2.4 children and is a great family man, and | feel that is
= still there, even though it is improving, | think there is still that

idea within those selecting within internal elections. They expect

someone more traditional.” (Inv_09)

One interviewee felt that there had been improvements in what they were hearing from political
parties over the last few years and was a bit more hopeful after newer MPs were elected in the
2017 general election, but was concerned that there is still an element of tokenism.

“The problem is that it often becomes so tokenistic, and that’s
a real issue, people are saying that we need diversity and that
we need more people from different backgrounds in politics,
but the reality of it is that there’s this vision of who a politician
R L R should be and what they should look like and how they should

behave and people who don't fit to that find it very hard to kind

of progress and get the support that they need.”(Inv_05)

A significant barrier was the perception that the decision of who is going to be selected had
already been agreed within the party. This meant that they had to stand where the gaps
were, not necessarily where they wanted. The perception that nomination procedures are not
transparent and truthful is off putting to aspirant candidates, especially those newer to party
politics.
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“Now that I'm involved in a party | can see that. But what’s the
@ point of having an open ballot if you already know? It's going
to ruin someone’s aspirations if they go for it and then find that
= someone who's been in the party for longer than them gets
= selected.” (Inv_20)
Similarly, in a focus group it was expressed that:

“So you know years in advance, so what is the point if you know
/'l\ that there is already a preferred candidate from the party? So are
_R 7 you there just to be a bit of dressing? So they can say it's a fair
\l/ and open process of recruitment?” (Cardiff)

A BME participant said that they wanted to get rid of the ‘who you know, not what you know’
perception in politics, but in some instances, they thought it was still highly prevalent.

“Mentality of ‘he fits that demographic, he fits that community,
we think we’re going to win because of him, because he fits in
that community’... I've still got a perception in my head thinking
they're just going to give it to another person who is, not a lot
more experienced, but a more middle class person, and it's that
R — R kind of perception | think in the back of my head or would they

think I'm not good enough...it's these little doubts that are at

the back of your head or the little whispers that you think ‘oh,
they’ve probably got someone in mind.”(Inv_20)

Age

Age was also seen as a factor in candidate selection with young people in particular identifying
it as a barrier. This was clearly reflected in the survey results.

* 35.2% of all survey participants identified ‘Age’ as a barrier

— or significant barrier to standing - yet this perception varied
e— considerably among age groups.
—_— u\“/ﬂ ® 78% of those aged 18-24 and 55% of those aged over 65
cce ° perceived age to be a barrier.
[\ ® Only 13% of those aged 45-54 and 15% of those 35-44

considered their age a barrier.

An interviewee felt that young people are not taken seriously in democracy in Wales and the
lack of young people in the Assembly is not encouraging others to stand (Inv_08). A young
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person active in party politics felt that a barrier to young people is the culture of parties
selecting more experienced campaigners because young people were not seen as ‘MP material’
in their experience (Inv_05). The perceived lack of experience of young people already putting
them at a disadvantage’ within party ranks (Inv_16), although for one participant in an interview,
it is the self-perception of lack of experience and confidence that are holding her back.

“I feel now, I’'m only in my early 30s...Personally, in myself, with
my confidence | would probably need sort of 5/10 years maybe

to feel that | can take on that sort of Assembly Member role and
R - R take on that challenge, just so that | can have a bit more time

to develop my knowledge and experience, but it is something |

would look at in the future, | wouldn’t write it off at all.”

Moreover, the issue of time and cost comes out strongly for some - a couple of young female
participants tended to view politics as ‘something long term, maybe something when you are
older’ because they could possibly afford the time and money (Cardiff).

Gender

Women in the research often had different experiences to men. This has also come out in the
survey results where we identified a series of differences regarding barriers and incentives.

* \Women were considerably more likely than men to view
barriers as more significant’, and view incentives more
positively.

e \Women were considerably more favourable of diversity

quotas for candidates than men, with 44% of women saying

quotas would make them more likely to stand compared to
18% of men.

Job sharing was also considerably more popular amongst

women, with 68% of women saying it would make them more
AR likely to stand compared to 45% of men.

e With regards to barriers, the biggest differences between men
and women were ‘Personal family and safety’ and "Too heavy
a workload’, with women seeing these as considerably larger
barriers to standing than men.

One interviewee believed that it was a plus when going for selection if you were a family man
but not if you were a woman with a family. In her experience, local party members worried about
her and expressed their concern to her with comments such as, ‘how are you going to raise a
family if you’re in Cardiff or Westminster?’ (Inv_09). After missing out on selection, she received

42



Unpacking Diversity: Barriers and incentives to standing for election to the National Assembly for Wales

a comment saying that it was ‘good thing that she had lost’ because now she could spend more
time with her child. She did not believe that people were intentionally being sexist but male
colleagues with a young family did not receive the same comments.

Another interviewee expressed similar views after standing for a parliamentary seat and felt that
there is an attitude of ’know your place, you have children now, your priority should be your
children’ (Inv_17).

This type of behaviour and attitudes do little to encourage women to stand and a cultural shift
within political parties as well as more widely in society has been perceived as much needed.

Disability

A woman with a hearing impairment explained that there was no financial support when she
stood for selection. Nor was there a sufficient understanding of the barriers that she faced
during the process. She was given a membership list of party members to contact but because
she could not use the phone she had to spend time visiting people door to door relying on
what turned to be a not wholly reliable list. She explained that it was really hard to go through
selection with just a list, no communication support from the party, and no financial support or

understanding of the barriers.

“I had people saying to me, Id like to help you, but we don't
want to give you an unfair advantage. And | was like, but | am
at a massive disadvantage here, I'm not asking, you know, to
get ahead of other people I'm asking just to be on the same
R - R level and people don't understand that. There’s still very much

a mindset that if you want to treat everybody equally you've got

to treat them all exactly the same way and that doesn’t bring

equality.” (Inv_05)

Another interviewee had received an application pack from a party to apply for selection to
stand as a candidate for the National Assembly. When they read the pack, it said that the party
would particularly welcome applications from ethnic minorities, those from the LGBT community
and others, but disability was not mentioned. The interviewee did not feel they would be
considered ‘because they were not a priority category’. This experience stopped them from
putting their name forward (Inv_04).

An interviewee with a visual impairment explained that they required information in accessible
formats. In the last general election, details of members were provided through an app which
was much more accessible for her than paper formats (Inv_14) A potential candidate noted that
if you were a candidate, you need the parties to be positive about disability and the skills that a
disabled candidate can bring. She would not want to hide her disability as it is an important part
of who she is and wanted the party to support that positive message (Inv_05).
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(Unconscious) Bias and the ‘selectorate’ problem

There was an overwhelming consensus on Loomio, and in other methods, that parties should
look at themselves and their membership critically to look at their bias towards white male
candidates, look whether their membership reflects the society as a whole, and start addressing
diversity from the grassroots level and bring a wider range of educational, professional and

personal experiences into their pool of candidate selection.

A number of participants actively involved with political parties emphasised this point:

“A huge amount of this starts right at the grassroots. If you're
looking for a diverse spread of candidates you need a diverse
pool of members and activists from which to draw this. So

it begins with ward or constituency-level internal party units
ensuring a balance and diversity among their committees, and
then national organisational units also having that diversity,
paid staff within the parties, and anyone running e.g. selection
processes. Once you have more diversity in these places, there
are more people with wider experience and exposure within the

party to stand as candidates.”

In a focus group this idea was echoed by one participant.

“I have just been elected as the constituency Secretary and |
see part of my role to get...more diverse. We had a meeting last

/l\ Friday and...they weren't all in suits but practically they were
—R'l— all men and part of the discussions have been the discussions |
\ / have been to for the last two years. So | am thinking, now right, |

| am the secretary, | have an opportunity to make changes so that

people would start coming to the meetings and get involved”.

Most participants in focus groups said that diversity is something that the parties have to
address. It was also noted that parties need to be positive about disability and the skills and
experiences that disabled candidates bring. A disabled prospective candidate stated that she
would not want to hide her disability as it is an important part of who she is and wanted the

party to support that positive message (Inv_05).

However, others disagreed and notably one participant, who is disabled herself and has been
a candidate at parliamentary elections in the past, said that it was for disabled people to put
themselves forward and that the lack of diversity was not solely down to the selection process.
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“But | absolutely believe that | haven’t changed the essence of
/l\ me and if there were certain things in place | would still stand,
_I 2_ which is why [ say it is more about how you actually get people
R to stand, the disabled people themselves to stand, rather than
\l/ the parties. You can’t blame the parties if the people aren’t there
who will put themselves forward to stand.” (Aberystwyth)

A participant on the online discussion felt that it was time to impose positive action on political
parties ‘or they will never address the conscious or unconscious bias going on’ (Loomio).

Experiences and Perceptions of Standing in an Election

Effect on Current Career

A barrier for many interviewees was the effect of standing on their current career and their
responses displayed a number of different factors. Some of those could apply across different
careers but others were more specific and relied on personal and financial circumstances. These
could include; time and commitment to seek selection and campaign; the ability to take time off
work, through possibly unpaid leave, to seek selection and campaign; the potential requirement
of giving up work; and the uncertain effect of becoming aligned with a political party.

Time was a big consideration for one interviewee who stood for the last Assembly election as
her job was not a traditional 9:00-5:00. They felt lucky that their employers were supportive

of their decision to stand and that they were flexible, but acknowledged the high demands of
electoral campaigning in terms of time and energy (Inv_13). Another former Assembly candidate
had managed her annual leave to campaign but felt that to campaign properly in a winnable
seat required long-term engagement and commitment (Inv_24). This view was supported by
another former candidate:

“To be able to stand and run a campaign properly | would have to
give up my job for a period, and | still have a mortgage and things
like that, and giving up work for 6 months, | wouldn't be able to
afford to do that, and really someone who is in a winnable seat
needs to be fighting for a year and give it their whole attention.
Then that's why | think maybe people without the resources

R R behind them find it difficult to fight for a seat and that is why

= there are many more people who are retired maybe, or older,

that can go for it, because when you're in your 30s 40s there are

very often a lot of expectations in terms of supporting a family
and other costs people can't really take the gamble of standing

in an election...fact that someone has to give up their job and
campaign full time is a barrier for the majority of people.” (Inv_09)
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Interviewees that were self-employed said that they had more flexibility but that arrangements
would still be required to be put in place. One interviewee felt that the impact on their business
would be minimal and that they could make arrangements for their business during that

period (Inv_06). Another interviewee said that this would be a conversation they would need

to have with other partners at their firm. They could see that they may be open to giving her

a sabbatical for about 8 weeks but that would not be guaranteed (Inv_19). However, for those
with their own business there was a concern about the gamble of giving up your business for an
opportunity that may only last 5 years:

/l\ You're there for 4, 5 years, and you know, you have to give up

—R'Z— everything that you hold at the moment for that gamble that you

\l/ might get it for 10 or 15 (Caernarfon).

We heard different accounts on how supportive or not employers would be in making
arrangements for people to stand. An interviewee believed her employer would allow her the
time off to campaign (about a month of unpaid leave). She believed that any sensible employer
would see having someone in a high-level position is a good idea and they encouraged her

at local election level (Inv_15). However, participants in one focus group felt that 'not many
employers’ would be happy to give candidates that time, especially if they do not support the
candidate’s political allegiance (Wrexham).

Campaigning

Traditional forms of campaigning, campaign tactics, and the size and geography of
constituencies were seen as barriers for prospective candidates and those who had stood in the
past. The concern about covering large constituencies and, especially regions, was common

among focus groups and interviews, especially in north and mid Wales.

Traditional methods of campaigning were also seen as a barrier. The feeling of pressure to try to
see as many voters as possible put one former candidate under a lot of stress and she became
ill following her campaign (Aberystwyth). Other former candidates highlighted that people with
mobility issues would not have a chance to cover such areas as they did (Inv_09). A focus group
participant said that mobility issues would make conducting a campaign impossible for them.

/l\ “I would love to put my name down...But then, | have got to
2 think about, how would | honestly manage to cover all [the
@ constituency] in a bloody wheelchair? How would | manage to

| knock on all those doors? | could never do it.” (Caernarfon)
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The need to be flexible and to be constantly out was highlighted as an issue for parents and
finding good quality childcare that could assist during that busy period unless you had a very
supportive family (Inv_09), (Inv_13).

One focus group discussion questioned what voters expected from candidates and asked
whether most voters genuinely expected candidates to visit every doorstep (Aberystwyth).
Public hustings and events were discussed as a better and more accessible way of doing that
(Aberystwyth). Also, social media was highlighted as the way to overcome several barriers;
“Social media is going to change many things. It's not going to be people sitting rooms and
meetings anymore” (Merthyr Tydfil). However, the mindset of traditional political campaigning

remained as the starting point and that was an initial barrier for many.

Finance

A significant aspect for many people was the financial cost of standing as a candidate. This was
the top barrier in campaigning highlighted in the survey.

. ece * Over 65% of respondents said that this is a barrier they would
need assistance to overcome;

_: !lIJ/'! e 20.7% answered that it is a significant barrier which meant

— that they would not stand.

A theme emerging out of the discussion on Loomio was the ‘filtering’ effect of the cost of
standing as a candidate, effectively allowing only those who have either party support or

other type of personal support around them to sustain the financial costs of standing. This was
reflected in the focus groups as well:

“I know from my experience of standing for Westminster... it

cost me a lot of my own money, because to have an effective
| campaign | had to travel a lot, | had to either eat a sandwich in
/’l\ the car or go to the pub, and if you want to meet people you go
_R 7 to the pub. It cost a lot of money. So straight away, it either puts
\ / someone in the position where they put their family second, or
| they have to be single, or they have lots of money, or they would

not run an effective campaign at all.” (Aberystwyth)

A woman who stood in a General Election, and also campaigned for an Assembly candidate
found it difficult to compete financially with established parties. She argued that this was a
barrier to standing and that ‘in order to improve democracy, the amount that parties can spend
on campaigns needs to be reduced’ (Inv_17). Those who had stood at general elections felt that
National Assembly elections were better because of lower costs. (Aberystwyth)
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Even though people were aware that the parties do provide support and funding it was still
seen as a major barrier. In the experience of participants, this could vary from seat to seat and
between parties depending on the party’s financial position and likelihood of winning (Inv_08).
An Assembly candidate standing in a difficult seat had to spend his own money on travelling
and leafleting. (Inv_01) A former candidate stood at two elections and found herself in a lot of
debt. However, at the time she did not have a mortgage or costs and could do it, but would not
have the same level of freedom now (Inv_09).

The Electoral System

The electoral system was discussed mostly from the perspective of the barriers raised by the
incumbency factor in the constituency vote, and the prohibiting nature of the system where
independent candidates are concerned. The proportional element of the electoral system was
not seen as a sufficiently big incentive to stand.

Incumbency is clearly seen as a barrier to standing, irrespective of what participants thought

of their current AM. One interviewee explained that it would be difficult to stand against the
current incumbent AM but what would be good for him is if there was a change in the voting
system and if his party could pick up an extra seat in his constituency he felt he could take that
position. This was one of the main incentives for him to stand (Inv_25). A change of the voting
system to a more representative one would also encourage a focus group participant to put her

name forward.

“| think if it was a system where you felt, actually it's going to
/l\ be more representative, | might feel, actually, it might be worth
I 2_ me standing because of the system, even though | won't get in
R in that particular constituency there’s maybe a chance I'll get in
\l/ some other way or if they split constituencies or have more AMs
for each constituency.” (Wrexham)

There were doubts regarding the value of standing for a regional seat. Although clearly seen as
an opportunity to select more diverse range of people on the lists, participants in the research

also highlighted the shortcomings of the current system: the size of geographical areas covered
by the list (especially in Mid Wales), the subsequent time and travelling demands on candidates
as a result, the lack of direct accountability to constituents, but also the fact that newcomers will

find it difficult to be on top of the lists and have a realistic chance of election.

One participant in a North Wales focus groups noted that she would not expect to be placed
high on the list and that really brings into doubt the value of standing at all compared with the
risks of giving up a well-paid job and a career she has built up over years.
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“Plus you've got the old guard or the established people within
political parties or ‘don’t worry, next time you’ll be number one
| on our list’ or ‘next time you’ll be number two on our list’. If you
/ \ get to number four you're lucky if you're a newcomer...To me,
_R'l— | think to myself at best next time | would be number four on a
\ / regional list. I've got no chance of getting in so do | give up a
| well-paid job and a career that's taken me 17 years to build up?
You're not going to do it, and it really annoys me because | want
to do it.” (Wrexham)

Independent Candidates

The barriers faced by independent candidates in standing for elections to the National
Assembly was a common theme emerging from focus groups discussions. We heard from
some participants that they do not necessarily see themselves as fitting within one political
party, nor would they want to but they felt they needed to join a party in order to stand and
have a realistic chance of getting elected. Generally, participants expressed the view that as
independents, they would be at a big disadvantage in comparison to the “election machines’
of political parties (Caernarfon). Issues around cost, accessibility and campaigning support (for

someone with mobility issues) constituted important barriers to standing.

One interviewee who joined a party recently with a view of standing, made the decision on
the basis of which party was most likely to have an opportunity in their area. The participant
admitted that they may not support all of the party’s policies however.

“I've recently joined our local...party, not that | agree with a
lot of it but | have, partly because | have got an interest in

becoming an elected representative in some way shape or form,
R - R and the only way to do it is to be affiliated to a political party

because there is no way you’re going to get in as an Assembly

Member [as an independent]. (Inv_19)”

A participant in one of the focus groups said she joined a political party because this is the only
way she thinks she could get elected. She felt that you have got to jump the right party in the
right area because ‘people don't vote for people they vote for parties’ (Wrexham). By having

to compromise another participant thought that she had already ‘sold out’ from your values in
some way and that's maybe why a certain type of person goes for it and perpetuates the current
system (Wrexham)
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Overall, it was felt that there was a need to level the playing field for independents and
candidates from smaller parties or without personal financial means:

“The system needs to be adjusted to make it as easy to stand
as an individual as it is for a political party to put up candidates.
The current system is so heavily weighted in favour of parties,
that it drives non-aligned people away...or interested people
end up having to toe a line to stand a chance of being
considered by a party.”

Support for Standing

Mentoring and training

In all methods of research mentoring and training for potential candidates was seen as an
important factor. It was the top incentive in the survey that would encourage people to stand for
election. Although clearly not a panacea for diversity, mentoring and training, especially when

it is independent from political parties, is seen as opening opportunities for individuals from a
wider range of backgrounds to build up essential skills and knowledge for those who want to
stand in elections at any level.

e 48% more likely to stand with advice from an Assembly
Member mentor;

e 27.1% much more likely to stand with advice from an

Assembly Member mentor;

* This was supported by 83% of women;

T * Supported by 68% of people with a disability;

* 10.3% of respondents had received advice from a mentor

from a political party.

Several people highlighted previous programmes, such as the Women in Public Life
programme, run by Chwarae Teg, and the Welsh Government’s Diversity in Democracy
programme.
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A former Assembly candidate highlighted the significance of such schemes:

“If I wouldn’t have that mentoring, coaching, training from
Chwarae Teg on that two year scheme, | don't think | would have
ever felt that it would have been accessible for me. Not because
| wouldn’t have had the skills but | wouldn’t have believed in
myself almost to think | could have done that, so I think it did
give me the foundations to, instead of thinking ‘well, | couldn’t
R e R possibly do this’ to thinking ‘of course you can do it’ so it
= changed my perception of myself really and thinking ‘yes, those
opportunities should be available for everyone regardless of
your class or gender or whatever’ so it gave you the confidence.
| think if it wouldn't have been for the course | don’t think |
would have done it.” (Inv_13)

Within political parties there seems to be a patchy experience among the participants in our
research. One participant on Loomio said that they have asked the party for a mentor, but this
has not happened yet. As a result, they felt that this perpetuated ‘the impression that politics is

still very much a closed shop’.

Another interviewee was frustrated that he had to ask for support for his local election campaign

rather than it being available automatically:

“But what | would have loved is actually as a mentor or for
someone maybe before the elections to sit down...and actually
go through the processes and what is required. You always have
to ask for it rather than them saying ‘this is a new member, this is
= a new person into politics’. The emphasis is not coming from the
— top, it is always coming from the bottom and that’s what I find is
that | had to ask for things.” (Inv_20)

For one interviewee, who has been receiving support from his AM and MP to follow them for a
day or two, this has been a positive experience and he was looking forward to doing more of in
2018 so that he could understand the system better (Inv_25).

According to a former candidate, mentoring should also apply and continue when someone
loses an election. She felt that there was a tendency for women not to stand for a second

and third time, while men are readier to stand multiple times. She felt that it is important to
keep women in particular active within parties rather than moving to the next woman (Inv_09).
This point is echoed in discussions on Loomio as well. In one of the focus groups, a couple of
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participants brought up the emotional investment made in a campaign and that the feeling of
being forgotten after an unsuccessful campaign is demoralising (Cardiff).

It was also noted on Loomio that mentoring could be used to support candidates suffering from

harassment or abuse by giving them someone to turn to.

“I was just reading today about the abuse and prejudice shown
to candidates during the last election - which made me think
that there clearly needs to be some sort of mentoring and
support framework not just for those newly elected, but also for
those who are standing”.

A text response in the survey highlighted the need for support regarding safety as an incentive:

“I think support to build personal resilience to be able to deal

with being in the public eye and potentially being the target of

||I abuse would be really important. | feel | have the knowledge
a and passion to be able to make a difference in this sort of role,

but | would find the safety aspect of it very difficult, especially
LA while | have a young family.”

Another source of political training which is underway is the establishment of Youth Parliaments.
A member of a regional Youth Parliament felt that this gave him opportunities to gain training
and insight into politics. This included residential courses with training on skills such as speech
writing, campaigning, public speaking and debating. He will also have the opportunity of going
to Westminster and to meet his MP and his AM to discuss which issues raised at the Youth
Parliament could be taken on. This experience ‘'made him want it more’ and help young people
to see if they can do it at that level then they can do it ‘for real’ (Inv_12).

On the whole, participants concurred that there needs to be an impartial system of providing
training and mentoring that does not disadvantage independent candidates and that it is
open ‘to everyone regardless of gender, sex, race disability or age’ (Loomio). The need for
independent mentoring programmes was generally linked with; offering a level playfield for
smaller parties as well as independent candidates; counteracting political parties’ own failures
in supporting their candidates; preparing candidates to anticipate and deal with abuse during

campaigning; and, changing culture away from the politics to the role.

Information for Potential Candidates

As well as formal mentoring and training, having more information about the process of
standing, nomination and candidate selection was felt to be an important initiative by many

participants. As one interviewee put it, ‘wanting to know how the machine operates before |
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decide which role | would like in it’ (Inv_11). A former candidate said he was quite clued up on
party politics but when he stood as an AM he had no idea what the process was. He said that
this was partly down to parties as well as the information the Assembly provides for candidates
(Inv_01).

A former local authority independent candidate referred to a booklet prepared by the Welsh
Local Government Association (Be a Councillor Make a Difference: Local Elections in Wales 2017
Candidates’ Guide). It included things like why stand, what's it like, which was useful for them.
They felt it would be useful to have something similar that would say what Assembly Members
do and what sort of job it is (Caernarfon). Another interviewee had received something similar
from her council office which she felt was very descriptive in telling you what a councillor does
but not necessarily ‘how’ or information regarding processes and stages. She felt that she
needed a ‘step by step guide’ about the stages and what happens next in detail (Inv_11). This
was reflected in the focus groups as well, where one participant who wished to stand as an
independent said that they needed an ‘A to Z guide’(Caernarfon).

The interviewee also had concerns regarding the details on the National Assembly website on
information for candidates. She found it framed in an ‘almost negative’ way, which was ‘almost
putting you off’ and she felt ‘that there seems to be a lot of barriers on that website already’
(Inv_11).

Another interviewee expressed similar sentiments and noted that social media would be a good
way of opening up behind the scenes at both the National Assembly and Welsh Government.
He went further to say that this should be done by someone who is impartial and can show

a cross section of different Assembly Members from different parts of the country instead of
being done by AMs themselves. He also saw this as a way of showing the different types of
communities that exist across Wales as well.

“It might be good if there was some general advice given for
people across parties and people who, again because | would like
to see new people being brought in a lot more, for people that
don’t know that the process is that you join a party and you do all
this sort of stuff. It would be good if that information was just out
generally to everybody about how you stand, what the processes
are, what the costs are, I've got no idea how much it costs to
R Lo R stand for the Welsh Assembly, how you go about it, cos | don't

really know and | think | would be relying on the party to tell me

if | was in that position anyway, but for people who are not at that
stage now that information needs to be more generally out there
| think. | believe quite a lot in just putting information out, but

sometimes it's hard to reach people isn't it.” (Inv_03)
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Overall, participants identified lack of adequate and non-partisan information as a barrier to
standing and expressed the desire to see more diversified information about how to become
and AM.

3.1.3 Incentives to standing

As seen above, a system of mentoring was the most popular type of incentive to support
potential candidates. An interviewee who had participated on mentoring scheme noted

that there should be investment in such programmes and that they should be open to all
underrepresented people and communities (Inv_13). An interviewee with a hearing impairment
supported this as a way of helping to build networks which were quite difficult to otherwise
build informally (Inv_14). It would also give people an opportunity to see what they could
achieve and which level would be best for them to achieve that - whether at national or local
level (Inv_09).

Participants largely agreed that any mentoring support should satisfy the following criteria in
order to be effective:

* |t should be impartial;
e |t should include shadowing of AMs;

* |t should support candidates after standing, especially if they were unsuccessful.

Participants questioned whether the National Assembly had a place to directly impact on party
political issues such as selection and candidate support. A focus group participant summed up
the feeling of many contributors by highlighting that the National Assembly does have a key

role to provide impartial and open information.

“Within parties you have the same problems as outside parties,
that there aren't a broad enough range of voices in senior levels,
which then naturally means that progression is then often by
people who fit that picture, which | think happens across every
party. That is clearly a bit of a barrier. However, again, it's not

/l\ within the Assembly’s gift to change the culture of that. But, it

—R‘l— comes back to actually if you're educating a broader base of
\ / people and you're giving a range of political opportunities, and
| information is being more widely dispersed to all sort of people
actually even within parties you'll start to see the difference
because people will have a voice and the confidence to maybe
speak out about things that they weren’t or put themselves
forward for things that they aren‘t.” (Cardiff)

A focus group participant mentioned that ‘aftercare support’ was required for candidates that
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stood in elections and did not win. (Cardiff).

An access to politics fund was supported by several participants. It was particularly debated in
terms of supporting disabled candidates (Caernarfon) but participants on Loomio wanted to see

a fund that could support those from other underrepresented groups as well.

A visually impaired interviewee explained this could be used to fund communication or personal
assistance support that she would need to give them access to standing and would make her
feel more confident to go out and fulfil her campaigning role. In particular, she highlighted that
she would have difficulties in covering the cost of travel because of the need for a driver and
somebody to help her (Inv_14).

Another participant felt that it was vital that such an incentive was well promoted (Inv_05). An
important element of such a fund, according to one interviewee, is that it is properly explained
to the public why arrangements are required to introduce a level playing field and why diversity
is a positive factor (Inv_14).

An interviewee felt that public awareness needed to be increased as well so that people
understood the level of commitment the candidate was putting in: “The public don’t understand
that it’s your petrol money.” (Inv_01) Following that, he believed that an incentive to standing
would be for there to be a mechanism which funded travelling and campaigning expenses
(Inv_01) which would have wider eligibility than an access to politics fund. This is supported in

the survey as the second most popular incentive with:

s e 73.3% of respondents saying that they would be more likely or
much more likely to stand if an option of a loan or grant was
— 1 { .
—_— !lJ,l/" possible;
) * 45.5% more likely;
l ! e 27.8% much more likely.

But one participants in a focus group saw this as a dangerous path because taxpayers would not
want to see their money being used to help parties they did not support (Cardiff).

One suggestion from a female interviewee on tackling discrimination against female candidates
was to introduce gender quotas, but she believed that this needed to be done as part of
changes to the voting system (Inv_22). One interviewee who stood for selection in her 20s for

a constituency with an all-woman shortlist said that ‘she would not have considered standing if
it was not for that’ (Inv_05). This was supported by another participant on Loomio who thought
the list could play to people with different strengths:
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“All political parties should have all women shortlists in
winnable seats e.g They should have women at the top of
regional seats. They should also have targets for winnable
seats for underrepresented groups eg, Women with childcare
responsibilities, young women, ethnic minorities, LGBT and
disabled people.”

Form the survey, we identified that diversity monitoring and diversity quotas received
substantially more support from women than men:

Table 1. What would make you more likely to stand? Categories with greatest difference

between women and men (%)

Female Male Difference
Diversity monitoring of candidates 4415 17.71 26.44
Diversity quotas for elections 37.66 11.46 26.2
Personalised/tailored support networks (for people with disabilities) 55.7 31.96 23.74
Job/responsibility sharing (i.e. sharing to role of a committee chair) 68.35 45.36 22.99
More flexible working options (such as working from home) 77.22 55.67 21.55

A focus group participant suggested that diversity quotas for wider groups of people or a
change to a proportional system should be used so that there is more opportunity to vote for
diverse candidates (Aberystwyth). A discussion on Loomio touched on the use of language in
the debate on shortlists. They felt that when the debate is couched as ‘positive discrimination’

it is perceived as negative and undemocratic. However, when it is articulated as ‘positive action’
it is seen as the only way to address diversity deficits. (Loomio). Nonetheless, one female
interviewee, who could see that such initiatives were needed to balance politics, said they made

her feel uncomfortable.

“I would really have a dilemma about it because | wouldn’t
want to be elected based on my gender, | would want to be
elected based on the fact that | am the best person for the job.
| would always have that sneaking worry that actually the only
reason that | have been elected is because I'm standing in this
= gender quota constituency and actually that’s the only reason |

have been chosen because I'm a woman, I've not been chosen

because I'm able and I'm the best person for the job and then
that’s why it makes me uncomfortable.” (Inv_19)
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The flexibility for careers of candidates was an issue raised by many and one focus group felt
that 'not many employers’ would be happy to give candidates that time. They then went on to
discuss ways to incentivise employers such as putting a time limit on the position of an AM.
(Wrexham). Time limits on representation was also seen as a way of keeping the system fresh
and ‘people might feel they’re in with a chance’(Llanelli), (Wrexham).

3.1.4 Discussion

Overall, we found that people encounter many barriers on their journey from being an

eligible individual to a candidate standing for election to the national Assembly. Some forms

of socialisation into politics, naturally, remove some of these existing barriers (i.e. lack of
knowledge of the structures and processes in party politics, lack of network and support systems
and political capital), whilst others are more prohibitive (i.e. a new comer in politics, active in
their community but who feels they do not belong to any party political ideology and would

want to stand as an independent).

There are clearly important structural barriers, such as cost of standing, time, and limited
accessibility that constitute important deterrents for some categories of people: young people,
women, people with young families, people with disabilities. For some, the element of risk
involved in standing for election is clearly too big. The nature of campaigning is also limiting for
candidates with disabilities or with family and caring responsibilities.

Cultural factors are also significant on this journey. The (unconscious) bias of the party
selectorate, the tendency to prefer the archetypal candidate (usually white, male, straight,
middle class) to anything that diverges from that norm, and the lack of understanding around
diversity are difficult to tackle. Ethnic minority candidates, women, as well as people with
disabilities are especially affected by this.

Systemic and political factors, such as the electoral system, the electoral process, and candidate
selection procedures in political parties are also contributing to lack of diversity. We found a
lot of evidence suggesting the need for serious introspection on political parties’ behalf with

regards to diversity matters. These finding are very much in line with our review of literature.

Clearly, not all barriers identified here and not all suggestions for change that came from our
participants are within the remit of the Remuneration Board. However, we believe there is scope
for holistic action and wider debate on tackling some of the barriers highlighted above.

3.2 Being an Assembly Member
3.2.1 What we looked at

We were particularly interested to understand how the participants in this project saw the job of
being an Assembly Member and explore attitudes and beliefs regarding different aspects of the
role. In particular we wanted to know:
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* how much people feel they actually know about the job;
* what aspects of the job were particularly appealing to them;
* what they perceived as possible unattractive aspects of the job;

® and ways in which they see the job of the Assembly Member changing into a more

attractive prospect for a wider range of individuals.

We explored various themes, ranging from information available about the role, salary and other
benefits, level of support AMs get once in office; travel and accommodation arrangements;
working arrangements; childcare; work-life balance; and job security. We wanted to discern what
aspects of the job itself might be considered a barrier to standing, with the aim of drawing up

recommendations for possible incentives.

We will present an outline of the key themes emerging from the analysis as potential barriers,
followed by ideas for change as discussed by participants in the research.

3.2.2 What we found

Overall, we have found that the prospect of being an AM both excites and puts people off.
There is an underlying theme that the prospect of changing people’s lives for the better is the
main attraction of the job, but there could be greater clarity about the role itself and about the

remuneration package.

The role of an AM

We have found some important differences in how much people felt they knew about the role
of being an Assembly Member between survey respondents and the participants of the focus
groups and interviews. The vast majority of the survey participants felt they had a good level of
knowledge about the role.

cee e There was a good level of knowledge about the role: 7 being
— the most common response on a scale of 0 to 10 (0 = nothing
_: !l||/|! at all, 10 - a great deal);
— - * Most respondents answered 6 or above.
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In interviews and focus groups in particular we encountered a rather different picture. A
participant in an interview expressed that:

“If you just google ‘what does an AM do?’ it would come up
with the main stuff like ‘they speak in the Senedd or whatever’

but | think there needs to be more done to promote all the
= aspects that an Assembly Member does, not just speaking in the

Senedd” (Inv_12)

In one of the focus groups, there was a feeling that people did not know enough about the job
of an AM. One participant stated that people looking at standing needed to know what was

available to them:

“I know the Assembly Member for [the constituency] and | know
she’s got an office, she’s got staff and those staff have different

/l\ roles and everything - so people need to know that that is
—R'l— available as well, that they will have the funding or whatever to
K / be able to have an office of staff to support them. So you know, |
| don’t think people really know what being an Assembly Member
means.”

The view that there is a need for more and better information about the role was also supported
by participants who claimed to already have a good understanding of what the job entails.
Participants said their knowledge of the role came from either own research (Inv_12), being an
insider in politics (Inv_20) or working in the civil society (Inv_14). One young interviewee, with
ambitions of becoming and AM, admitted that he was only aware of what the role entailed
through his own research and interest (Inv_12). Another, with experience in working for an AM in
the past drew attention to the advantage of having inside access and knowledge:

“unless you know someone or you’ve been quite fortunate
like myself to go into the Welsh Government and actually be a
R L R researcher for an Assembly Member you're not going to know
% [about the roles of an AM]” (Inv_20).

One participant in Wrexham felt that she did not have enough understanding of the processes
AMs have to go through in order to effect change. Issues around clarity, accessibility, language

and portrayal of the day-to-day responsibilities of AMs were brought into discussion:
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“One thing I'm not familiar with, and | think it might help people
understand what goes on is what are the processes first and
foremost, how do people make a change so if there’s a change
| in legislation, what have they had to do, how much support
/’l\ have they had to get for that to get it to that point? | think a
_R 7 lot of these kind of sound bites come out for me, but | have no
K / understanding of the process so | don’t know how much work
| really, or how much effort or change someone has done because
| don’t know what you have to do in those stages to get to that
point.” (Wrexham)

The lack of knowledge about the role was not what concerned another participant, who felt that
she understood the role of an AM, but saw it as being very stressful and felt it was slightly off-
putting. She felt that part of the problem was the perception of AMs amongst the wider pubilic.
An incentive would be to know that she would feel supported and that there will be recognition

from the general public of the amount of work AMs do (Inv_22).

Another interviewee held a particularly grim view of the role of an Assembly Member,
suggesting that the nature of the job is not particularly attractive:

“What's really putting people off at the moment is the hassle
you are going to get, and the accusation you're going to get,
and the stress you're going to get when people threaten you,
you know. If you're in any job at the moment with leadership
and responsibility that’s all you're going to get is backseat
R - R drivers trying to stab you in the back, and it's horrible out there,

absolutely horrible out there now you know. If you put your head

above the parapet these days you've got to expect it really and
why should someone expect that if you're not going to be paid
well for it?...it destroys people’s lives.” (In_25)

Overall, we found mixed evidence on how people perceive the role of the Assembly Member.
The lack of information about the role may constitute a barrier not only to people standing, but
also to people engaging with the Assembly. The role was perceived as being stressful, making
becoming an AM slightly off-putting. Despite some negative views on the role of an Assembly
Member, we found there was genuine desire for people to be AMs as they see this as an
important position from which they can affect social change (see 3.1).

Salary

Overall, the salary does not stand out as either a massive barrier nor a great incentive for people
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to stand, one reason potentially being the fact that not many people knew a lot about details of

the remuneration package.

* 16% of respondents to the survey admitted they knew nothing

at all about the remuneration package;

* Just over 50% of respondents gave a score of 0-5 (where O is

|/|! nothing at all and 10 is a great deal in terms of knowledge of
ece -2 the remuneration package);
L\ * 52% of respondents said that the current salary is ‘neither a

barrier nor an incentive’ to standing.

Whilst there was agreement amongst participants in our research that the salary is not, or
should not, be the deciding factor for standing - one young person claiming that ‘you should be
standing to make a difference for society, not for the gravy train’ (Inv_17), the views on whether
the salary level is appropriate or not were more varied, ranging from being described as ‘too
much’, ‘appealing’, ‘fair’, ‘justified’, to ‘decent’, ‘about right" and ‘not enough’.

At one end of the spectrum, in one of the focus groups, it was suggested that the salary is

actually too much, appealing to career politicians, not to ordinary people. One participant

offered the following suggestion:

“if you lowered it radically (in the lower 30k), would that appeal
\ to the ordinary man in the street. Because the 65K appeals to

—/Rq— the careerist and the political class, who are established.]...]
\l/ But for the man on the street would that make it more than an

achievable goal?” (Llanelli)

The view that a higher salary might actually put some individuals off is partly echoed by one of

our interviewees, who could see that there are two perspectives to consider:

“If it’s increased a lot of young people could say ‘well | haven't
got the experience or the knowledge’ although they may have.
They might think actually ‘it’s not really for me, I’'m never going
to have that opportunity’. But then | can see the positive side
= of this where it could actually be an incentive to say actually

‘you are capable of doing it and you can earn that amount of

money”.” (Inv_20)

Some saw the level of remuneration as attractive and that they would be better off financially in
the new job. A young person who was considering standing after leaving university thought the
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salary was a huge step for him (Inv_12). He believed that a high salary is required to compensate
for the risk of the job because you could only last for 5 years.

However, one female working in the public sector believed that the salary did not really
compensate for someone who would need to give up their job for a substantial period, in her

opinion and from experience:

“The main thing worrying me is the fact that there is an
expectation if you're in the public sector...that you take unpaid

leave from your job in order to stand. | think that is more of a
R - R barrier than the salary itself, but the salary is not high enough

to compensate for that, that you have to give up your job for a

period and hope that you get elected.” (Inv_09)

In one of the focus groups, a participant thought that the salary needed to be put in context
and compared it to salaries of chief executives in local councils. This was qualified by another
member of the group who thought that is was more about reducing those salaries rather than
raising AM salaries. Similar discussions took place on Loomio:

“I think that it is a very good salary, and with the additional
allowances that can be claimed they are paid well. It is above a
mid-range Headteacher, G.P. and Consultant”

However, another respondent wrote:

“when you compare AM salaries and those of their staff to
council officers, senior academics, senior management roles, the
disparity is clear. You don't do it for the money ... not that the
public really understands that.”

On the other end of the spectrum, one interviewee who is currently a partner in a firm said

that the salary would make her worse off financially, but overall felt it was a decent salary and a
lot more than the vast majority of people in Wales. The basic salary, once topped up with the
expenses package, was about right. It would not be a barrier for her necessarily with the correct

financial planning in advance (Inv_19).

A doctor, however, felt that the salary was too low for him. He felt that if he could be allowed
to keep working in medicine to ensure that his income is balanced so that he is not worse off
by being in the Senedd then that would be a good thing. He also wanted to keep his hand in
medicine for professional reasons (Inv_25).
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Overall, the salary is not necessarily a major factor for the people who took part in the research.
Whilst for some individuals it was clearly not an attractive financial prospect, they would

still consider standing, but this was largely dependent on the job of the respondent. Most
respondents felt that the salary was not a barrier as it was more than adequate for the role - but

it was not necessarily an incentive.

Attitude towards expenses

In relation to expenses, there was a general attitude that there was an unwarranted stigma
around claiming expenses, and that the public were not supportive of expenses for politicians.
However, there needed to be provision towards personal expenses such as childcare, travel and
equipment for people with disabilities or who need extra provision.

The perceived stigma attached to politicians claiming expenses was seen as an unattractive
aspect of the job for a few interviewees. One, who said that her biggest expenses would

be travel and accommodation, felt uneasy as this was coupled with an ‘ingrained hatred’ of
politicians claiming. She wanted to see more access to information on expenses and argued that

if AMs’ expenses claims are genuine then there should not be a stigma to it (Inv_19).

Expenses were vital for one interviewee with a hearing impairment. She said that she would

not be happy with her communication support being ‘lumped in” with her personal expenses.
Providing communication support, such as live speech to text transcription, can help many more
people and should not be assigned to one person’s costs. She noted that currently, an access to
work scheme pays for her communication support so her employer does not have to pay. She
noted that she expected the Assembly to make physical adjustments for her to work.

A

Overall, participants were rather uneasy and cautious about how expenses are handled once

“It's about leadership and it's about how we frame access and
equality issues and inclusion and getting that message across

R that you’re not talking about making things inclusive for one

person, if it's inclusive for that one person it is inclusive for many

6,

i §

more people and benefits many more people.” (Inv_05)

they are in office due to the perceived stigma attached to them amongst the general public.

Office support

The issue of what specific support is offered to politicians in running their offices was only

a prominent feature for two participants with visual and hearing impairment. The overall
assumption for the rest of the participants was that once in office they will be well taken care of
and that they will receive adequate support to setup their office. One interviewee who wanted

more staff support so that he could concentrate on broader issues, rather than being caught up

63



Part 3. Field Study

in details and planning, was an exception (Inv_25).

For a visually impaired interviewee, however, the main barrier would be having access to
materials in an accessible format so that she has time to prepare for a debate. This could be
provided in larger print or electronically. She was aware of an MP who was visually impaired
who was getting materials one or two days after they were released, and this affected her
preparation. She would require specialist software for materials and somebody within the
first few weeks to help her familiarise herself i.e. show her where to sit in the chamber, where

different rooms are (Inv_14).

For an interviewee with a hearing impairment speech to text support would be essential
because all plenary and committee meetings are verbal. However, this gets exhausting for her
and this, coupled with the reading in the evenings and weekends would be ‘incredibly tough’.
She could see herself doing it for one term but for any longer would be a struggle because
‘you're never off duty’. A key aspect for her was ensuring communication between constituency,
assembly and party office and having reliable IT. She would not be able to use speech to text
for constituency visits for example because she would have to have someone with her. She felt
that she could not use BSL in plenary or committee because she did not have the technical
vocabulary. It is possible to do remote speech to text but would not be easy for someone
working remotely if it was a noisy room or meeting (Inv_05).

Overall, the issue of office support seemed to be particularly important to those individuals
who felt they needed some form of assistance, whilst for others it was less important, the
perception being they would be taken care of. It could act as a barrier if adequate support was
not provided.

Childcare

Childcare issues were of major importance to many respondents when considering becoming an
AM. Whilst the survey results might not necessarily reflect this, the interviews and focus groups
in particular highlighted that to those who have childcare responsibilities, especially women and
individuals with young families, this would be a barrier to standing.
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* 57.4% of survey respondents felt that childcare is 'not a
barrier, it would not affect my decision to stand’;

* 22.6% of people said it was an important barrier to standing
and that they would need support to overcome it;

— * 73% of respondents felt that if the incentive of childcare
— facilities on site of the Assembly would make them neither
—_— !l I/]! more or less likely to become a candidate;
—ee . * 17.9% said they would be more likely to stand.
L * 6.7% said they would be much more likely to stand

* Women perceived childcare facilities a bigger incentive
than men: 32% said it would increase the likelihood of them
standing compared to 19% of men.

On Loomio one participant raised the point that the current system is discriminatory for those
with childcare responsibilities:

“The current system is discriminatory against those with
childcare and other caring responsibilities, which is mostly
women. If statistics were produced, you would find that a lot of
female politicians are childless or don’t have childcare or caring

responsibilities”

One interviewee, a single mother living in north Wales, outlined the importance of childcare

to her when considering standing but said that because she did not live in Cardiff, Assembly
childcare facilities would not make a significant difference to her. Location and logistics issues
were the most off-putting elements for her. Currently she has to schedule childcare at times
when she is most likely to have meetings in the local council. She was worried that by taking it
further this would become unsustainable with children. She did admit that she ‘can see how if
you live somewhere in a commutable distance to Cardiff and you have a baby that it [childcare
facilities in the Assembly] might be appealing.” She raised an important point around childcare
expenses in her current role - they have to be formally invoiced and formal childcare facilities
close at 5:00pm. Therefore, if she had to attend something in the evening she would have to
arrange for a babysitter which might be £20-30 but she would not be able to claim for it. Also,
she explained that if she went into the Assembly and needed to catch a train at 6am she would
need childcare in the morning to take children to school but this was outside times for childcare
facilities (Inv_03).

Issues relating to childcare emerged from the focus groups conducted around Wales, with the
impact on family life being a concern when standing as a candidate and when fulfilling the role
of an AM. Some people were not comfortable leaving their children in childcare (Merthyr). A
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male participant in one of the focus groups pointed out that the lack of creche facilities was
sending out the wrong message to potential candidates. He said that:

“Only last week | heard that the Assembly had gotten rid of

| the creche...because there were not enough people using it,

/ \ so it's gone. My argument is that they shouldn’t have got rid
—R'l— of it because it's going to make thing even more difficult for
Kl/ people when deciding if they should do this. There is not even

a creche there anymore, so it is obviously not the job for me.”
(Aberystwyth)

A female participant in the same focus group felt that it should not be the place of 'the
government to make special arrangements’ for women with young children because if they
wanted to do it they would make arrangements and go ahead and do it. This was criticised by
other members of the group as it would make the role totally different for someone living in

north Wales and that is not right in terms of accessibility.

Overall, we found that issues with regards to childcare raise different considerations to different
people, depending where they live in Wales. But to those participants who relied on childcare,
not having facilities available, whether in Cardiff Bay or elsewhere in Wales, was considered a
barrier to standing.

Travel and Accommodation

With travelling from north Wales and other parts of Wales to Cardiff being necessary for
AMs, travel was always going to be a main concern for some about working in the Assembly.
Although the survey results do not find travel and accommodation as major barriers to standing,

a different view emerges from focus groups, interviews and Loomio.

* 69% of survey respondents felt that travelling commitments

were not an important barrier or were no barrier at all to

II! considering standing as an Assembly Member;
4

oce * This may have been skewed by the geographical spread of
[\ respondents.

The general finding is that depending on where people are in Wales, travel can potentially be a
barrier and an unattractive feature of the job. For those who identify geography and the need to
travel to Cardiff for the role of an AM, the prospect of the weekly travelling has been described
as ‘difficult’, ‘horrendous’, horrific’, whilst travelling to Cardiff from north Wales as ‘physically

inaccessible’.
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The issues raised by travel are likely to affect those with childcare responsibilities
disproportionately. A single mother said that location and logistics issues were the most off-
putting elements when considering standing. She noted the fact that she’'d have to be in

Cardiff for a set amount of time, but it was not an option not to pick her children up from an
after-school club (Inv_03). A female participant in the Aberystwyth focus group thought that the
travelling was a ‘great barrier for women with young children’ because it means that they would
have to move their children to school in Cardiff for 3-4 days. But for one interviewee, it was
exactly these physical barriers between Cardiff and the rest of Wales that motivated her decision
to stand as what she wanted was to change transport facilities for the better (Inv_19).

Related to travelling is the issue of accommodation for AMs who do not live near Cardiff Bay. A
former candidate who was a young mother noted that the recent trend for AMs to stay in hotels

rather than have a stable base in Cardiff was not conducive for young families:

“I think if you are someone from the north, if you have a family
you will want to be able to bring them with you and have that
flexibility there and there are not many people who can afford
to buy a house themselves in Cardiff and have a house in their
constituency, and [ think... members should have the right to
be with their families with them while they are down in Cardiff.
= This idea of just being in a hotel room is maybe not the best

or most suitable thing if you want to bring a young family with

you. It's a challenge then if someone cannot afford isn't it, if the
expectation is to be in a hotel for two or three nights a week and
that’s it, that is not going to be very comforting.” (Inv_09)

She believed that longer working hours, so that things could be done in two rather than three
days, would be advantageous - but maybe not if you come from the south.

Overall, challenges posed by travelling and overnight accommodation as an AM were seen
as particularly important by female participants and acted as a barrier to becoming an AM.
Concerns were raised with regards to the toll the job would take on family life.

Work/life balance

The issue of work/life balance was explored through the perspectives of the effect working
hours and travelling commitments had on AMs and on their families, issues around personal and

family safety and emotional strain on personal lives.
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* 42.1 % consider spending time away from their family and

: friends a significant or an important barrier;
—_— °

* 39.9% consider personal and family safety an important or

significant barrier.

LA

From the survey results, it can be seen that questions relating to family commitments,
particularly ‘spending time away from family and friends’, started to become important barriers
to wanting to be an AM. However, those who believed family issues were a barrier to some
degree were still slightly outnumbered by those who felt it was not a barrier.

In one focus group, a participant considered that the hours of an AM were unsociable and not
suitable for family life:

| “Not only is your life affected, but if you have a partner, their life
/'l\ is affected, your children’s life if you have children, is affected.
_R 7 It's the whole structure of your family life that's affected.”
\ / (Aberystwyth)

A big discussion in the same focus group was the fact that as an AM is ‘never off duty’ that it has
an effect on family life. It was recognised that this applied to politicians at all levels.

Relating back to the salary of an AM, a potential candidate interviewed noted that the salary
was a lot more than she was on now but was concerned about the work/life balance. For her, the

salary would need to take into account the longer working hours and being away from her family
(Inv_14).

One participant in a focus group was concerned that it could take a toll on their health as the
long hours and travelling would not suit everybody. Another added that it would affect their

marriage and could cause certain issues at home (Caernarfon).

Amongst Loomio respondents, there was a rather tough stance on the work/life balance
question. The expectation is that in positions of power and responsibility, you are expected to
be available 24/7 and to work longer hours, one respondent writing:

“Anyone who holds a position of responsibility or seniority in
business is often on call 24 hours a day, 7 days a week, so many
of us already are quite used to that...and probably work longer
hours than most AMs anyway. AMs need to get themselves into
the real world and away from the little cocoon that is Cardiff.”
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Overall we found that work/life balance, whilst being an important considerations for some, is
not a major barrier for everyone. Looked at in the broader context of the of job, the level of
remuneration is seen as a potential reward for the perceived unsociable hours and the non-stop
nature of the job.

Job security

Decisions on whether to stand based on job security varied from person to person but there was
an understanding that for many people this might prevent them from seriously thinking about
standing (e.g. those with families).

s * 63% of survey respondents felt that the uncertain job security
of being an AM was either not an important barrier or not a
_ !l I/I! barrier at all;
——— \. . . -
2=c * 26.8% of survey respondents felt it was an important barrier
[\ and would need support to overcome it.

Some young people who were interviewed did not see job insecurity as being a barrier. One
young person said that the fact that it may be short term did not put him off but might help him
think of options of what he could do afterwards. Having 5 years at the Assembly would be an
opportunity to build contacts and if he was not re-elected then he could consider other things
to go into (Inv_12). One interviewee, a young person who has had experience standing in a seat
where there was not much hope of winning, felt that the uncertainty of being a politician did not
really come into play. But he understood that if he was to become a parent in the future or had
an established career then the uncertainty would definitely be a factor in deciding whether to
stand or not (Inv_01).

Other participants shared different views. One young person who was considering standing

in the future said that the uncertainty and the risk involved with being an AM was a serious
consideration. The experience of people within his party of trying to find a job after losing their
seats has been important. He said he knew of some people who have had to move out of Wales
in order to find work (Inv_08). Another interviewee admitted that job security was an issue for
him but on the other hand, new people should be given the opportunity to stand. "You want to
see a churn, you want to see new people coming into politics’ (Inv_21).
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One respondent on Loomio said that the job of an elected politician would always be insecure,
and this might stop people from contemplating standing:

“I know a few former AMs who lost their jobs in 2016 [...] and
then had to re-make their careers. Would they come back? | am
not so sure - although most if not all are still involved in political
activity behind the scenes. There is no job security, so you have
to have a great deal of flexibility in career, life, family etc. to
contemplate doing this. That excludes a lot of good, competent
people.”

Overall, we found that the issue of job security was perceived differently by participants.
Some see it as a risk they need to consider carefully before running, some accept it as an
inevitable reality of political office, whilst the idea of churn and 'new’ people in politics is seen
as desirable. But there was evidence to suggest that for some people who are considering

standing, it was a barrier.

3.2.3 Ideas for change

As seen above, one of the most significant areas for change that participants in focus groups,
interviews and on Loomio saw was better provision of information and more engagement with
citizens with regards to the role of an AM. It was felt that more visibility, clarity and accessibility
was needed for the general public to better understand the role of an AM.

Participants in the Wrexham argued that the language needed to be simplified and introduced
in a more accessible way so that the electorate, and importantly, young people can get
engaged with the process of the Assembly.

An interviewee suggested Assembly staff go through with candidates what it means to be an
AM. This would take the party politics out of it and give candidates the information they need
in order to know what they are going to be doing and what the challenges are (Inv_08).

Another interviewee said it was important for Assembly Members to go out and engage with
people about the role of an AM and the work the Assembly does (Inv_14). One interviewee
believed that AMs have a role in inspiring their successor to come from their community by
giving them one or two days a month of experience in shadowing them (Inv_20).

One interviewee said he would like to see social media used to explain the work of AMs, and
Ministers and Cabinet Secretaries, in videos such as ‘A day in the life of...” that show the
different aspects of working as an AM. This should be done by someone who is impartial and
can show a cross section of different Assembly Members from different parts of the country
instead of being done by AMs themselves. He also saw this as a way of showing the different
types of communities that exist across Wales as well.
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“I could see someone who is aspiring, who's never been
involved or had the opportunity to work in the Assembly being

lost thinking, ‘'oh my god, what is all this’. | think you can make
R s R that easier...you can simplify it as in ‘The day in the life of an

Assembly Member, ‘the day in the life of a cabinet member’...

just a little understanding.” (Inv_20)

There was also consensus that there should be more information available with regards to the
whole range of support that Assembly Members get:

“it would be good for the other allowances, eg for travel,
accommodation, office, staff etc and pension arrangements, to
be better known so that people who are considering standing
are aware of the whole financial package and the kind of support

this will allow them to secure to undertake the role”

This point was reinforced further in an interview with one interviewee suggesting it would be
useful to have a full breakdown of the salary of an AM, what they earn and their allowance.
(Inv_20).

On expenses

One interviewee said that there needed to be a way of being able to claim expenses and
support where it cannot be used as a political weapon. She said that at local authority level you
can get support for child or family care and nobody needs to know who claimed it (Inv_09). A
local councillor echoed these statements, saying that she liked the fact that childcare costs do
not show on personal expenses at her local authority because people did have ‘stick for high

expenses’ even when that remuneration was required (Inv_03).

On office support

A participant with audio impairment mentioned that a lot of recent technology that can stream
audio to a processor and can be used in small meetings or on skype could be useful. There is a
lot of existing technology that can be used and it is about ‘using what'’s already there’. So apps
like Whatsapp or Yammer, if they could be made secure, would be useful. Technology offers a

lot of solutions that were not necessarily there 5 years ago (Inv_05).

The interviewee who needed support for visual impairment discussed how an access to work
scheme in a previous employment had covered the cost of a driver for her. She felt that similar
support to provide specialist software and assistance over the first few weeks to locate the
important rooms in the Senedd would be beneficial to her and an incentive to standing (Inv_14).
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Remote Working

Flexible working arrangements were generally seen as having the potential to mitigate against
some of the negative effects of long travelling distances, accommodation costs and so on.

Remote working came out particularly strong both in surveys and in focus groups.

* 42.8% of respondents said that working from home would

make them more likely to become a candidate;

I o 22.2% said it would make them much more likely to become a
\.|/|. candidate;

* 77% of women said working at home would make them more

likely to stand, compared to 56% of men.

One Loomio respondent also argued that remote working could address a range of issues
directly or indirectly linked with diversity as well as issues related to the modern workplace:

“the Assembly needs to be seen to be representative of all of

Wales, so it could easily address some of these issues by either
moving the Senedd debates around Wales on a regular basis...
or by allowing AMs to participate remotely, through video
conferencing and online voting. That would certainly avoid the
excessive time that is wasted in travelling from one end of Wales

to the other.”

A participant in one of the focus groups who has caring responsibilities said it is difficult for
him to travel further than locally but would love to stand for the Assembly. He brought up why
technology could not be better used for remote working: ‘What'’s stopping members being in
their home skyping into the Assembly?’ (Aberystwyth)

However, a respondent on Loomio drew attention to the poor Internet connectivity in some
parts of Wales, which would make remote working problematic:

“The main problem would be connectivity - and perhaps if
AMs had to use broadband for work from all parts of Wales,
they would actually prioritise getting a good standard of online
service everywhere, which would benefit all the individuals,
businesses, and their own constituents who have been crying
out for it for years and getting nowhere!”.

The creation of regional hubs was also raised by some respondents. In the north Wales focus
groups, there was a general feeling of disconnect from Cardiff Bay and the Assembly. Having
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skype meetings and also holding Assembly meetings in the north were suggested as possible
solutions to connecting the north of Wales to the business of the Assembly and for AMs to
be able to stay within their communities. Having Assembly meetings in the north would make
being an AM ‘far more accessible’ according to one participant in the Caernarfon focus group.
This was an opinion shared by participants in Wrexham.

One interviewee said that she would be more attracted to the role of an AM if she could work
out of a regional office regularly (Inv_15). A former female candidate now with a young family
thought that regional centres and remote working is something that should be looked at
(Inv_09). This would be more beneficial for those with young families who would then be able to

spend less time away from their children.

Job Share and other working arrangements

The idea of a job share appeared as attractive to many participants, but there were questions
raised concerning the practicalities of the arrangement.

* 40.6% of survey respondents said that some sort of job share

would make them more likely to become a candidate;

e 15.6% saying it would make them much more likely;

/|! * 68% of women said it would make them more likely to stand
.ce — compared to 56% of men;
L\ * 68% of those identifying as disabled also said it would make

them more likely to stand.
One respondent on Loomio wrote:

“I would like to see job share introduced where two candidates
stand for one AM position, this has been done in the European
Parliament, so | can’t see why we can’t do it here in Wales. This
would enable more AMs with child care or caring responsibilities
to stand and would enable women as well as men to share
childcare / caring responsibilities more equally with their
partners. It would also help achieve more work life balance,
perhaps attract more people from underrepresented groups and
therefore be better for our democracy. | have personally found
that women with childcare responsibilities are being massively
discriminated against by our society and perhaps a reason for
this is that there are not enough of these types of women in
positions of power and making sure that this section of society is
being considered and not discriminated against.”
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Being able to combine an existing career and the role of an AM was seen as an incentive by a
several participants in our research, including a doctor, a solicitor, a business owner. The doctor
noted that if could balance medicine and being an Assembly member he ‘would jump at that
opportunity.’

“I could work less in medicine but | couldn’t give it up...because
if | was in the Senedd and was voted in for 5 years, well, by

the time | come back out of there | couldn’t work in medicine
R s R because | would have been out of it for too long...there would

be no chance, | don’t think anyone would hire you anyway, who

would want a doctor who hasn’t worked for five years?” (Inv_25)

An interviewee, with some knowledge on a job share scheme in her current workplace, felt this
would be great for both women and men (Inv_09). A current local councillor has experienced

a job share and she was convinced that job sharing would help her and women with families
(Inv_03). However, other interviewees questioned the practical workability of a job share for
AMs. One Interviewee said she could see how job share would make it easier for people to

stand but not necessarily how it can make it more effective (Inv_19).

Overall, job share has been suggested as a possible “straightforward and quick win option”
(Loomio respondent) way to address lack of diversity. Specifically, it is seen as increasing the
attractiveness of the job for people with family commitments, caring responsibilities (most

of them women) and those who do not want to give up their existing professional careers.
However, while attractive to some, this needs to be thought through carefully in order for it to
work well in practice and avoid the possible problems.

Childcare

A number of interviewees and participants with families felt that childcare provisions would be a
major incentive to wanting to become an AM. It has already been noted that there is an opinion
that childcare costs should come under expenses. This would incentivise people to want to
become an AM. Family is important and needs to be taken into consideration when drawing

up incentives. There was support for creche facilities from one young mother and former
candidate (Inv_09).

Whilst Cardiff Bay childcare facilities might be seen as attractive for some, better alignment of
childcare provisions with the working schedules of AMs, or more flexible provisions elsewhere
in Wales can equally be an incentive. Another one suggested a structure to get evening
childcare or claim easily for evening and early morning childcare would be helpful (Inv_03).
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3.2.4 Discussion

The discussion on what aspects of the job are attractive or are putting people off revealed some
interesting, mainly, institutional factors that have the potential to attract a more diverse range of

individuals to want to become Assembly Members.

We found evidence that participants in our research genuinely think of the National Assembly
and the job of an Assembly Member in terms of a 21st century workplace, where geographical
barriers are best tackled by remote and flexible working and by the use of technology. Another
feature of the 21st century workplace is the lesser focus on salary and a greater focus on
support, facilities, working arrangements.

Whilst job (in)security is seen as an accepted feature of the role of an Assembly Member,

and therefore a degree of the ‘'unknown’ is accepted, people we spoke with felt that there is
an information deficit and genuinely want to have more detailed information about the job,
inclusive of the type of roles they are expected to fulfil, the institutional provisions to support
them in office, as well as the type of expenses and claims they can make - a very similar
expectation to any other kind of job.

3.3. The Bigger Picture
3.3.1 Adjacent findings

In the previous sections we have presented a rich material illustrating the perception, attitudes
and the lived experiences of individuals who either stood in an Assembly election or who intend
to stand or who are interested in standing. Naturally, not everything that we found will fall
under the remit of the Remuneration Board. We have encountered many interesting viewpoints,
concerns and ideas for change. In this section we move from the core specific aspects of the
journey from being an aspirant to being an elected AM, to offering some interpretations on the
more general political, cultural and environmental contexts that affect whether individuals want
to stand or not.

3.3.2 What We Found
The National Assembly and Diversity

Attitudes and perceptions around diversity and the National Assembly were varied. The general
feeling was that whilst better than Westminster, the Assembly still had a long way to go in terms
of becoming more diverse and representative of all people of Wales. Diversity was also linked
with the idea of making the Assembly ‘less boring’ and with attracting more attention from
people. The survey highlighted which groups respondents thought were least represented in the
National Assembly:
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* 70% thought young people were not sufficiently represented;

* 64% thought disabled people were not sufficiently

represented;

——

II
—
—— LSl

Ill * 59% thought that BME people were not sufficiently

sce represented;

L\ * 51% thought that working-class people were not sufficiently

represented.

Participants at focus groups felt that the National Assembly was seen to be relatively well
balanced in terms of gender, but views were not as positive for other underrepresented groups.
In an interview, a young woman felt that, although she was well represented as a female, she
was not as a black female. She felt that it may take time to encourage people from different
backgrounds to stand and it was notable that part of her motivation to stand was so that people
can see that it can be done (Inv_14). Another BME interviewee felt that there was a wider

issue beyond Assembly Members and he witnessed some stark differences in the nature of the
Assembly as an institution:

“I've never seen, with all due respect, a whiter...middle class...
and [ just thought, the ethnic minorities...| was just observing
that the only ethnic minorities represented within the Welsh
Government, or within the Welsh Assembly or in the Senedd
were the cleaners or the security. | thought, hang on, if we're
R R seeing that we're going to be pioneering change that we are
= going to get more diversity in politics and we're the policy

makers, and yet, we're sitting...in Cardiff Bay, one of the most

multi-cultural, multi-diverse communities, and yet there is not
one ethnic minority researcher, well there might be one or two
that | might have overlooked.” (Inv_20)

It was felt by many in focus groups that the National Assembly is not very representative of
people with disabilities and this was questioned at focus groups in Caernarfon and Aberystwyth.
An interviewee expressed that there is no representation whatsoever for autistic people in

government.
“It seems that the only way you can be in politics is if you're

a neurotypical thinker. If you perceive the world differently
R - R to those around you and your behaviours are not typical of

expected society behaviour, then you're not welcome.” (Inv_04)
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Focus groups also discussed the issue of social class as a perceived barrier and something which
is perceived to be missing. One group felt that ‘we need someone approachable... a normal
working-class person’ (Caernarfon). Specifically, the perception that politics is an exclusive club
for the more educated and the more affluent was prevalent, to the extent that there was a belief
that one has to rid themselves of their accents and polish up before entering politics. Further

to that, where the success of a working-class candidate is presented in a patronising manner, it
leads to what one participant called the “class ceiling”.

“When you start looking at which politicians have gone to a
state school, which grew up on benefits, who's got a bunch of
friends who aren’t involved in politics, who comes from different
backgrounds. It’s that kind of diversity which isn’t looked at so
much and that is the hardest thing to overcome in a sense as
| it's not recognised as even something to tackle...you see like,
/'l\ mental health problems, like criminal backgrounds, this kind of
_R 7 diverse situations where no one’s counting these people. No
\ / one’s coming, ‘ok | am from am a super poor background and
| none of you knows what'’s it like’, that kind of thing...Or when
they are they are loaded up in a kinda ‘oh you did well...”, which
is patronising and you are almost dismissed as being lucky or
an exception to the rule, which | think it's damaging to others
coming through. Class, | think, class ceiling.” (Cardiff)

Lack of Understanding around Diversity

Several people referred to the wider value of diversity and the lack of understanding of it by
institutions, political parties, and the electorate. Participants felt strongly that diversity brings
better decision making that could challenge and question the status quo (Aberystwyth). It was
felt in Merthyr Tydfil that the current system perpetuates current issues with lack of diversity.

“There’s certain individuals or certain personality types or
\ gender types or whatever that tend to monopolise the political

arena so it perpetuates those kind of standards in a way because

_\R'l/_ no one comes into question it do they, SO perhaps it's even more

| important that we have a diverse representation in these kind of
establishments.” (Merthyr Tydfil)

One interviewee suggested that there would be wider benefits in terms of how groups are
perceived in society. They argued that once people from underrepresented groups are part of
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the institution people will have to change their rhetoric to be inclusive, where it may have been
derogatory or dismissive in the past (Inv_04). Another interviewee felt that more than this was
required and that people must understand why the rhetoric needs to change and understand
the value and skills that different people can bring (Inv_05). One interviewee thought that it

is not possible to create effective policies if there are deficiencies in representation (Inv_16).

A focus group participant highlighted that changes such as inclusive sex and relationship
education and gender identity clinics were emerging because of more LGBT representation. For
her, ‘diversity is the answer’ (Cardiff 2).

“Having people from different backgrounds in life changes the

way policy is made and changes the ultimate policy that come
R - R out of that process that benefit more people than that usually

narrow politician type.”(Inv_05)

To achieve diversity, participants discussed that a change of attitude was required by parties,
the electorate, and that the Assembly had a key role as well. For example, an interviewee
with neurodivergent differences felt that the parties needed someone with experience of such
difficulties to come in to teach them about the positives of neurodivergent thinkers, and how

people with neurodivergent differences can be supported in politics.

“There’s no way any party is actually trying to get someone like

me on board and it's mainly down to the lack of knowledge...

Ultimately, it comes down to the fact that people with

R neurodivergent differences don’t make the parties look good.
So not one of the parties would take the risk. And what they

6,

M-

A

Another interviewee felt that the greatest barrier to ethnic minorities standing is how they will
be treated by the electorate. He felt this was also true of LGBT candidates and thought that if
a candidate came out as LGBT then the reaction towards them from the public would change

actually need isn't to encourage people like me at the moment,

it's to bring in people like me to teach them.” (Inv_04)

(Inv_21). A former local authority candidate felt that the electorate are more open to diversity

than usually thought:

A

“In terms of the public, | believe that they, when they see a

6,

candidate that is different, in my case it was age, from different

backgrounds, | think that they want to see more diverse
candidates, and | believe that when candidates like that stand

M

they do see it as something positive.” (Inv_12)
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One interviewee felt that the Assembly has a direct role in promoting diversity:

“| think that the Assembly has a role as an institution to
promote itself to try and get more people from a wider range
to stand. [They need] resources and then ensure resources
are promoted...lf the Assembly came out and said, ‘we need
R R more women, disabled, LGBT, young people’, if they made an
= emphasis on opening themselves up and say, ‘we want these

types of people to stand as candidates’ that would | believe give

the confidence for people like me and more people to stand.”
(Inv_12)

There was a recognition among participants of a lack of diversity, even though they often said
that the National Assembly is better than Westminster (Caernarfon) (Aberystwyth).

Overall, a lack of understanding regarding the value diversity can bring to the institution and
to the decision making was referred to as an important issue worth explaining. As this was
highlighted to be a wider social issue, participants suggested that a change of attitude and
response is required from political parties, the electorate, and the National Assembly.

Welsh Language and Identity

A significant factor in the survey identified as a personal barrier was ‘my ability to speak
Welsh'. This was the single biggest perceived barrier to standing in an election to the National
Assembly for Wales by a considerable margin:

* 51.3% of all respondents identified ‘My ability to speak Welsh’

as a personal barrier;
——a |1 - . .
— * compared to 33.5% who identified their age as a barrier (the

second largest perceived barrier).

This was explored further through focus groups and interviews and two nuanced strands
appeared. Firstly, language was perceived as a potential barrier for specific areas. Secondly,
the issue of identity and the feeling of being ‘Welsh'. Both these factors were also couched in
personal experience and perceptions.

The discussion at the Wrexham focus group mentioned Welsh as a potential barrier, but not a
specific barrier for Wrexham itself. They mentioned Gwynedd and west Wales as areas where
they perceived this may be an issue. Interviewees also linked language as a barrier to specific
areas and noted that ‘rules are different depending where you are in Wales’ (Inv_21).
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In discussions, the Welsh language as a potential barrier was mostly seen from examples of local
authority elections. One focus group participant expressed that she would expect the language
to be a barrier for her to stand at a local election in her area because the incumbent was a first
language Welsh speaker. Also, at local authority level, one of the focus group participants, had
received criticism that his leaflet was not bilingual in a seat in mid Wales. However, there was a
perception that National Assembly elections were different, and they believed that it ‘would not
be as much of an issue there’. They continued by noting that this perception was also based on
personal background and self-perception:

/ you are geographically, it could be a barrier to being elected.
—Rll— But it is always something that | am conscious of. | always feel

\l/ that | have somehow failed because | don‘t speak Welsh.”

(Wrexham)

\ “It wouldn’t be a barrier to me standing. Depending on where

The second strand of this debate was that it is not just a matter of language but also a matter
of identity and feeling ‘Welsh’. An interviewee felt she couldn’t stand for the Assembly because
she didn’t know enough about Welsh culture and didn’t speak the language which she felt was
really important to be able to represent Wales (Inv_10).

In particular, there was a perception among some interviewees that Englishness, and sounding
English, is a barrier. A former candidate from England was initially worried about how people
would perceive their Englishness even though they felt they had been here long enough to
feel Welsh. This issue of their ‘Englishness’ was a major concern to them (Inv_21). Another
interviewee expressed similar concerns about sounding English.

“No doorway in especially to Welsh Assembly because the first
thing I'm told is | don’t speak Welsh, and although that’s not

a barrier, | sound very English...Truth is...| speak a number of
e languages and my kids all go to the Welsh medium school.”

(Inv_04)

The issue of identity was also touched on in a wider sense than Englishness as well, with one
BME young woman who said that a future female BME candidate ‘should feel like she's Welsh’
and not just be there to fill a quota.

“It would be nice if we did have an ethnic minority woman, but |

don’t want it to be a quota. | want it to be that she feels like she

R R represents Wales, she feels like she’s Welsh and she exemplifies
%ﬁ that but just through another realm of being Welsh.” (Inv_10)
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The discussion in a focus group also touched on this. The general feeling was that a better
understanding of different types of Welsh identity could result in greater diversity in the National
Assembly itself “Different facets of Welsh identity... perhaps that will come with greater
diversity.” (Wrexham)

Even though language was highlighted in the survey, the qualitative study shows that this
is perceived as more of an issue in some areas of Wales than others, more local levels of

government than others, and that there is a more nuanced understanding that combines
language and identity.

Abuse and Harassment

Abuse and harassment were discussed widely in the qualitative study. There were several
concerns raised which affect people in different ways; the general perception of “toxicity’ and
political environment being a barrier in the first place; concern about background and history
being unpicked by the media; concerns by underrepresented groups; and political tactics.

An interviewee who is very active in politics felt that the tone and atmosphere in politics at

the moment is quite toxic both with the general public and within political parties (Inv_22).

The general culture of politics was discussed by participants as off-putting. Opening yourself

up to personal attacks and abuse was an area that former and prospective candidates were
concerned about. A candidate at the last Assembly and general election ‘felt exposed”’ and
‘incredibly isolated and lonely’ as their party did not have a big infrastructure to deal with this.
But even if they did, they felt that it was still 'you putting yourself out there” and ‘you that they're
targeting’. They felt that it could be a ‘huge barrier to somebody who felt threatened being part
of that environment.” (Inv_13) Participants in focus groups were worried about getting their lives
unpicked and being judged on that. A member of a focus group, who is in a same-sex marriage,
had encountered elements of this in local elections and said that, although it did not bother her,

it might be off-putting to other people.

“So, | have a wife. In local elections it gets dredged up like
/l\ ‘oh yeah, you're the one’ and it’s like 'yeah’, but luckily, | have
2 very broad shoulders and | don't really care but it wouldn't be
_R 7 the same for other people and if | did want to stand anywhere
\l/ higher, | don’t want to be known as ‘that one’, it doesn’t matter.
It doesn’t bother me, they can say what they want.”

Another participant explained that they have a trans history and they did not want that to be
brought up in newspapers. They felt that the media needed to be curbed but realised that this
was an issue for Westminster rather than Cardiff.
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A woman felt that you must be prepared for your personal life to be put under scrutiny because
‘that’s the way the world is unfortunately’. Bullying can be stamped out in the Assembly, and
legally in other working environments, but trying to stamp it out on social media and among

the public would be very difficult. However, issues of harassment of female candidates is not
something that would stop her; it would ‘hack her off’ and she would need to ‘bite her tongue’
but it would not stop her (Inv_19). Another recognised the way women are trolled is "horrific’ but
she still believed ‘that it is important that we do put ourselves forward’ (Inv_19).

Another interviewee concurred with the importance to stand, but emphasised that she had

received ‘nasty’ and the ‘very unpleasant’ harassment:

“| was getting anonymous letters, | was getting e-mails from

made up accounts saying it would be better if social services

took my son away from me because | had tried to stand to be

a politician, that type of stuff. | think from that side, people
R R think it's a little bit of sexist things but there are fierce things

%ﬂ" coming through quite regularly and | don't think we can stop

— that as political parties, but we can provide more information to
candidates | think.” (Inv_09)

An interviewee with dyslexia pointed towards the ridicule of politicians who make mistakes such
as misspelling or stumbling and not finding the right words. They highlighted that it would be
exactly the kind of thing an adult with dyslexia would do. They felt that there ‘are certain things
we're disadvantaged at’ and those things were being ridiculed in public by politicians and that
there was no awareness of this at all in politics (Inv_04).

An interviewee with hearing difficulties said it is getting increasingly difficult to get involved with
campaigning because of the amount of abuse and risk to personal safety. They were concerned
about not hearing things at night or being caught in a confrontational situation in a public
meeting but not being able to follow the conversation. ‘The more you know the more unsure

you are about it’ (Inv_05).

This is not just from members of the public but also between politicians and between supporters
of different parties (Inv_08). For example, a female candidate found that colleagues and
acquaintances would ignore her once they knew which party she stood for, and it's that culture
that she did not like.
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“If the culture was different, and the environment was different,
and if it was much more about working with each other, and

yes, exploring differences of opinion and accepting that and

trying to improve the lives of people in Wales | would want to
consider standing, but what | experienced didn't feel like that. |
wouldn’t want to be in that kind of system...No organisation is
perfect...I'm not sure if | was naive but | didn’t think it would be

quite like that in Wales.” (Inv_13)

She explained that this ‘went up a gear’ in the general election in 2017. Other political parties
contacted her personally and asked her to step down on the basis that she was a woman.
They felt that they had a strong female candidate and that our interviewee should give them
the opportunity to win because her party was not going to win the seat. She explained that
suggestions and pressure being put on her personally and on social media ‘quite frankly | felt
was bullying’ (Inv_13). A BME candidate at local authority level experienced similar intra-party
comments and had people asking them why they were standing in the local election because

there was another BME candidate standing for another party.

foyafe]

“I've even had some of the advisors from another party come

up to me and saying, ‘why are you standing?’...You could read

in between the lines in that we've already got [...] representing
you, and [ just thought, ‘wow, oh my God, it's not even hidden’. |
just thought that’s disgusting. And [ just said, ‘you‘ve got to have
words with yourself’ and | said ‘just evaluate what you have just

said and put it in context’. (Inv_20)"

One participant highlighted that even if there was no wider public interest, your private life
could be used as a political tactic to be used against you in a campaign and that ‘there’s a

vulnerability in that”.

|
L)
&

“But | think there’s two different types of tactics aren’t there,
there’s sort of public opinion and public interest in what people
have done and how they live, but there’s the tactics that are
used between politicians in how they bring demise to each
other. So, | agree with what you're saying that other people
might not necessarily be interested, but when someone feels
that their position is threatened by another political person that
you're standing against they might want to find that information
out and make it public to belittle you.” (Wrexham)
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There were widespread concerns regarding the threat of abuse, bullying, and harassment,
discussed by participants. It was felt to be prevalent, and almost in some contexts, accepted
as part of the process. The whole culture and environment that attacked individuals on their
personalities rather than their policies was off-putting and a barrier for participants.

Education and Knowledge

A wider barrier which was often discussed in focus groups was the lack of political knowledge
and education about politics in Wales. There was a feeling that this leads to apathy due to
disillusionment and a lack of knowledge.

| “Education is a huge one for me, because everybody that |
/’l\ speak to about politics in Wales, not everybody, the majority of

—\R/— people, know very little about the Welsh Assembly, what goes

on or about what it takes to be a member or a politician, you
know” (Llanelli)

This was commonly directed towards educating young people. One young interviewee felt
that one of the main barriers to people standing as an AM and getting involved with politics,
was that knowledge of the basics of politics was not there for many young people. They
argued that you would not get people involved with the political process if they felt they had
little knowledge of Welsh politics (Inv_16). Another young person explained that she only
had knowledge of Welsh politics through being a student and joining a Non-governmental
Organisation (Inv_10).

It was common that older participants wanted children and young people to be engaged and
interested in Welsh politics so that it is not perceived to be something which is only for ‘posh
rich people’ and your betters’, but where ‘everyone should have a chance and it should start
with educating our kids’ (Aberystwyth). In the Llanelli focus group it was mentioned that:

/ \ “If we are not fostering that with our kids, what's the next

—R — generation going to be? Diverse or not nobody’s going to want

\l/ to go into politics.” (Llanelli)

There was a mixed response to voting at 16. For one group it was something that ‘has to

happen’ (Wrexham). But some participants were concerned that young people ‘would have no
idea” about how to vote (Merthyr). Overall, there was a feeling that there is a need for education
in politics in general, and not just party politics.
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3.3.3 Discussion

Many of the issues raised during discussions were wider cultural and individual factors.
Diversity in the National Assembly was generally seen as relatively strong in comparison with
Westminster, but there are notable absence of representation for particular groups: namely,
disabled members, young people, BME, and people from working class backgrounds. Several
participants stressed that incentives to improving diversity would be strengthened by an
understanding of why diversity is a positive institutional factor in terms of good decision
making. It was felt that the lack of understanding of diversity was a wider issue for society

and so all actors in the system had a role to play in promoting and encouraging, or even

just understanding, diversity. This includes political parties, the National Assembly, and the

electorate itself.

The political culture of abuse and harassment was consistently raised as a barrier. In particular,
an environment where participants were worried about personal matters being raised and
used in public, rather than debate on issues and policies. Some took a pragmatic and thick-
skinned approach and felt that it was partly a part of the role, while, for others, it was an off-
putting factor that they wanted to avoid. The fact that harassment was coming from several
perspectives, where it could be driven by the public or the media, or driven for political gain
between parties, makes it a complex issue to tackle.

The ability to speak Welsh was raised as a potential barrier in the survey. When this was
discussed through qualitative methods comments revolved around the issue of location, where
the need to speak Welsh was perceived to be more prevalent where Welsh is more widely
spoken, and an issue of identity. In particular, some participants raised personal factors, such as
they did not feel Welsh enough or that they felt that they were being seen as ‘too English’.

Political education and the lack of public knowledge about Welsh politics were seen as a barrier
for the general public to be more involved with the National Assembly. Several focus groups
pointed out that this leads to apathy and disillusionment with the institution. Political education
for young people was seen as a key way of encouraging more interest and engagement with

Welsh politics and the National Assembly.

Wider cultural and societal matters are naturally beyond the direct powers of the Board.
However, we believe that the Board can make a contribution to assist with tackling the
challenging political culture that candidates face through liaising with other actors and
contribute to education initiatives.
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CONCLUSIONS AND RECOMMENDATIONS

The Remuneration Board Strategy for 2016-21 recognises the need to “be responsive to the
evolving needs of this Assembly while having its eyes firmly fixed on creating a Determination
which is fit for the Sixth Assembly”. The strategic objectives for the Board for 2016-2021 are:

* To engage effectively with a wide range of stakeholders to ensure we understand their
needs and views [SO1];

* Ensure that the Determination for the Fifth Assembly remains fit for purpose [SOZ2];

* Produce a Determination for the Sixth Assembly to inform all potential candidates
one year before the Welsh general election which reflects the Assembly’s evolving
constitutional responsibilities and the wider Welsh context [SO3];

* Ensure that the system of financial support for Members should represent value for
money for the taxpayer and that the Board operates effectively [SOA4].

Our field study has revealed that challenges faced by candidates in Wales are not dissimilar
to those identified in the review of evidence. As well as matters of direct relevance to the
Remuneration Board, there are a host of other individual, structural, political and institutional
factors raised here that are affecting whether or not individuals will stand for elections.

Our work shed light on the context in which a wider and more diverse range of candidates

are either deterred or incentivised to run for the National Assembly elections. We focused
specifically on the individual journey, from being interested in politics to becoming candidates
and running for elections. We found that along the way there are numerous challenges to, and
opportunities for, candidates from a diverse range of backgrounds.

With regards to the journey from being an eligible individual to being an aspirant candidate,

we found that people encounter several barriers - individual, structural, political, institutional,

or cultural - but many are prepared to overcome them in order to become AMs. Some forms

of socialisation into politics, naturally, remove some of these existing barriers (i.e. lack of
knowledge of the structures and processes in party politics, lack of network and support systems
and political capital), whilst others are more prohibitive (i.e. a newcomer into formal politics,
active in their community, but who feel they do not belong to any party-political ideology and
would want to stand as an independent candidate).

Structural barriers, such as the cost of standing, time, and limited accessibility constitute important
deterrents for some categories of people: young people, women, people with young families, and
people with disabilities. For some, the element of risk involved in standing for election, coupled
with issues around finance is clearly too big. This acts as a negative filtering process, eventually
excluding individuals from less affluent socioeconomic backgrounds from standing.

Systemic and political factors, such as the electoral system, the electoral process, and candidate
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selection and nomination procedures in political parties are a major contributor to the lack

of diversity of candidates. The nature of campaigning (traditional door to door campaigning)

is also limiting for some individuals (i.e candidates with disabilities or with family or caring
responsibilities). Cultural factors such as the (unconscious) bias of the selectorate (within
political parties) and the default preference for the archetypal candidate, as well as a lack of
understanding of diversity, are important deterrents for ethnic minority candidates, women, and
people with disabilities. There is a lot of evidence suggesting the need for serious introspection
on political parties’ behalf with regards to diversity matters.

With regards to the job of being an Assembly Member itself, we found that people perceive
and expect the Assembly to be a 21st century workplace. There is a lesser focus on salary and
job security, and a greater focus on support, facilities, and working arrangements instead.
There are expectations that geographical matters can be tackled and resolved by technology,
and that flexible working patterns should be in place in order to fit in with the complex needs
of individuals occupying that job (i.e. caring responsibilities, professional development etc).
Job (in)security is seen as an accepted feature of the role of an Assembly Member, therefore a
degree of ‘unknown’ is accepted. However, we also found that research participants genuinely
wanted, and needed, more detailed information about the job, inclusive of the type of roles
they are expected to fulfil, the institutional provisions to supports them in their role, as well as
the type of expenses available - very similar expectation to any other kind of job. Additionally,
some factors associated with being an elected politician, such as the hostile political climate,
abuse, trolling, intrusion into privacy and the perception that the general public does not
appreciate (or know) what politicians do, are further deterrents.

More broadly, our research uncovered many cultural and individual factors affecting both the
willingness of individuals to put themselves forward for elections and the attractiveness of the
job. We found that diversity in the National Assembly was generally seen as progressive, but
there is notable absence of representation for particular groups; namely, disabled members,
young people, BME, and people from working class backgrounds. It was felt that the lack of
understanding of diversity was a wider issue for society and so all actors in the system had a
role to play in promoting and encouraging, or even just understanding, diversity. This includes
political parties, the National Assembly, and the electorate itself.

The political culture of abuse and harassment was raised as a barrier. The fact that harassment
was coming from several perspectives, where it could be driven by the public or the media or
driven for political gain between parties, makes it a complex issue to tackle.

The ability to speak Welsh was raised as a potential barrier in the survey. This was raised mostly
in relation to distinct locations. The issue of identity, in particular, not feeling Welsh enough or
the fear they were being seen as ‘too English’, was another barrier.

Political education and the lack of public knowledge about Welsh politics was seen as a barrier
for the general public to be more involved with the National Assembly.
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List of Recommendations within a Theory of Change Framework'?

Within the context of these findings, and the further context of the Board'’s own strategic
objectives, we set out our recommendations:

To engage effectively with a wide range of stakeholders to ensure we understand their needs
and views [SO1] and Produce a Determination for the Sixth Assembly to inform all potential
candidates one year before the Welsh general election [SO3]

R1: The Board should review / design a clear public engagement and outreach strategy.

R2: As part of the strategy, the Board should review its provision of information and use of
external communication channels. This would entail a redesign of the Remuneration Board

website and use of other platforms in line with principles of:

A. Interactivity: moving away from static to more dynamic content. For instance, the
Board could create short videos about the range of expenses AMs can claim, and the

rules for claiming expenses, but also about the support AMs receive in their roles.

B. Accessibility: create and publish easy read versions for all major reports and

disseminate via multiple channels and formats.

C. Two-way communication: move away from the ‘push’ of information to establishing
dialogue with stakeholders i.e. interactive webinars.

R3: As part of the new strategy, the Board should consider liaising with relevant internal
stakeholders (i.e. the Assembly Education and Youth Engagement Service) to review
what type of content and material they can feed into Assembly’s outreach, education and
engagement initiatives.

R4: As part of the new strategy, the Board should liaise with relevant internal stakeholders (i.e.
the Assembly Commission) to review how to improve the visibility of the National Assembly
and the Remuneration Board across Wales: holding more meetings across Wales; participate
in an ‘Open Senedd Week’, or candidate ‘roadshows’, to bring information about standing
as an AM into communities.

R5: As part of the strategy, the Board should consider regular engagement with external
stakeholders (i.e. political parties, campaign groups, non-political leadership and mentoring
programmes, prospective candidates not affiliated to political parties). The Board should
provide early information and guidance regarding the determination and support available.

R6: The Board should consider ways it could provide shadowing opportunities or open some of
its meetings to the public to better publicise its own work.

128 A detailed Theory of Change table is provided separately in Annex 3
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In order to ensure that the support for AMs is fit for purpose [SO2] and to ensure that the

system of financial support for Members should represent value for money for the taxpayer
and that the Board operates effectively [SO4], the Board should:

R7:

R8:

R9:

R10:

R11:

Consider aligning its provisions on childcare support (expenses and facilities) with:
A. the sitting of the Assembly, and

B. the schedule of AMs to include commuting time (early morning and late evening)

The Board should raise with the Assembly Commission for consideration:

A. Reviewing the appropriateness of provisions around flexible working (including
remote voting) and explore other ways in which technology could facilitate the work of
Assembly Members.

B. The merits of job shares, or second jobs, for Assembly Members.

Consider reviewing the ‘exceptional expenses’ rules, clarify in what situations these apply,
and better publicise the more specific support offered (i.e. specific support available for
people with a disability).

The Board should consider whether it is possible to give allowances to AMs to support
shadowing opportunities and work experiences for people from their constituencies and
regions. For example, an allowance to support constituents to travel to the National
Assembly for a shadowing opportunity could be provided for AMs through their
remuneration package. The Board should consider what type of rules should be in place to
support this.

The Board should explore with organisations like the Electoral Commission, the National
Assembly, and the Welsh Government, how an Access to Politics fund could be established
for candidates. Such a fund should be used to support disabled candidates and candidates
from other underrepresented groups.

In addition, there are a series of areas where a much broader conversation is necessary. We

recognise that the Board may not have immediate scope to act on it, but it is important to

have this conversation with the Board'’s stakeholders. Further research and consultation is

required in order to address some of the critical barriers to diversity addressed in this report:

* A non-politically affiliated ‘one stop shop’ advice website for candidates would address
some of the information deficit, limitations, and barriers encountered by some candidates
along the journey from being interested in politics to actually standing for elections. This
should contain Remuneration Board approved content on the remuneration package, the

job itself, additional support offered to AMs and rules for claiming expenses.
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¢ The Board should contribute to the debate, with other relevant actors (EHRC, Electoral
Commission, political parties etc), on the implementation of diversity quotas and
diversity monitoring and reporting at all stages in the candidates’ journey.

* The extent to which the nature of electoral campaigning is limiting diversity requires
further research. The Electoral Commission and the Electoral Reform Society are
perhaps the most relevant actors, together with the Assembly Commission, in starting a
conversation along these lines.

* Tackling issues of abuse and harassment of candidates and elected politicians would
require a cross party dialogue and consultation involving political parties, the Standards

Commissioner, other civil society organisations and public bodies.
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ANNEX 2: SUMMARY OF SURVEY ANALYSIS

Key distributions of survey respondents’ socio-demographics
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Highest Education Qualification
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Top 5 aspects of campaigning barriers
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Gender Breakdown

Top 3: Barriers and Incentives by Gender

Top 3 Barriers to Standing

1O, —
60% @ Women
® Men
50% —
40%
30%
20%
10%
0%
> %) > %) >
5 5¢ £= z §¢ i
o * o a £ % = o %
@ N © “ = L
Palt=] 9_) - Palts
ol < o c = o c
= 2 2 =5 o 2 9 o
g b g £ b 0
3 LN < © o o S
c B e 19) - B E 4
- op u§ g .0 R
(] — —
c o = e ©
o c ] c c
[ [0} £ (9] o
[0) Q. [ Q. =
o w 2 o
€
i,

What would make you more likely to stand?

100% — @ Women
® Men

80%

60%

40%

20%

0%
Flexible voting for Assembly ~ Loan/grant options Advice from an Assembly
member (including to finance an Member mentor
electronic voting) election campaign

96



Unpacking Diversity: Barriers and incentives to standing for election to the National Assembly for Wales

Percentage who Consider their Personal Attributes as a Barrier to Standing
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Average by Gender: Please rate how much these aspects of being an
Assembly Member would be barriers or incentives in your decision to stand
for election? (0 - Significant Barrier / 10 - Significant Incentive)
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Percentage by Gender: What would make you more likely to stand?
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Gender Differences: How much do you believe your personal attributes
would constitute a barrier in your decision to stand for election to the
National Assembly? (Positive points are where women score higher than men)
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Gender Differences: Please rate how much these aspects of being an
Assembly Member would be barriers or incentives in your decision to
stand for election? (Positive points are where women score higher than men)
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Age Breakdown

Percentage who Consider their Personal Attributes as a Barrier according to Age
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The Top and Bottom 3 Incentives on Average: 25-34 year olds
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Annex 2: Summary of Survey Analysis

45-54 year olds

The Top and Bottom 3 Incentives on Average
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The Top and Bottom 3 Incentives on Average: 65+ year olds
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Annex 2: Summary of Survey Analysis

Disability Breakdown

Percentage of respondents who identify as having a disability who said that these
incentives would make them more likely to stand in an election

Flexible voting for Assembly
member (including
electronic voting)

More flexible working options
(such as working from home)
Deposit paid by the party

not by the candidate

Advice from an
Assembly Member mentor

Personalised/tailored
support netowkrs
(for people with disabilities)

Job/responsibility sharing
(for example, sharing
to role of a committee chair)

Loan/grant options to
finance an election campaign

Work from a regional hub
rather than travel to Cardiff

Professional development
opportunities

A more flexible financial
allowanceand support package

Welsh language training

Diversity monitoring
of candidates

Diversity quotas for elections

Increased campaign
spending limits

National Assembly
childcare facilities on site

The options to undertake other
employment at the same time

Higher salary

English language training

National Assembly
sport/gym facilities on site
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Top 4 Personal Attributes noted as Barriers by respondents who identified
as having a disability (%)
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Annex 3: Detailed Theory of Change

DETAILED THEORY OF CHANGE

ANNEX 3

(eBedyoed
uoleIBUNWSI) YIIM S|eap pieog ay|

“aouaiadxe oy
JO uoneulwassIp (elpaw Jayio pue) Bolq
yum Ayunpoddo Buimopeys a1ignd v

o1jgnd sy} jo siaquiaw
paisaiaiul 4oy saniunuoddo
Buimopeys 1aj0 - 9y

'sanijigesip yum ajdoad se |jom se

UswIoMm ‘salepipued A1IoulWw d1uyle Jo} sjualisiep
juepodur ase Alsiaaip Jo Buipuelsispun Jo ye| e
se ||am se ‘s1epipued |edAlayoie sy Joy edusisjaid

sanss| a1 1oy Aljiqisia pasueyuy ¢
1neyep ayy pue (saided jeoiijod uiyyim) 81ei0308|os
suonoae 2y} JO SEIQ SNOIDSUODUN S YINS SI0}08) [edn}nD)
Alquessy [euoneN SU) 10} Sa1EpIpUED "salepIpued JO AUSISAIP 4O 3| 9y} O} JOINGLIIUOD
lenuelod o sseooe 10811p ey jeuy syped ojul 818810 pue Jsofew e aJe saiued eonijod ul saunpadsoid
s1apjoyasels jo aBuel spim e yim SIeuIgap) osluebio ‘suoisses uoljeulloul siseq Jenbal UONRUILIOU PUB LUOIID3[8S S1epIpued ‘sse20id
JuswaBebus |nyssodind pue samdoyg aanquILoD ‘(sawwesBoud Jieyy 1eysiBa B UO SUOISS3S UOIBULIOUI |B10308[8 DY} ‘WalSAS [BI0JOB[S B} SB UINS 'SI030R)
01 siasiueblo yse) sswayds Buliojuaw SINQLRUOS pue sisp|oysdiels [eomjod pue olwelsAs “senijigesip yum ejdoed
) L pue diysispes) jo AnsiBai e s1ea1 |eulaixa yum abebul - gy ‘saljiwiey BunoA yim ajdoad ‘'uswom ‘ajdoad
pieog uopelsunuisy BunoX :ajdoad jo seLi0Ba1ed BWOS 10} SJUBLISIOP
a1 j0 Aujiqisia psoueyuy ‘wea} Juswobebus Juepodwi 81n3IsU0D  A3|IqIssadde paliwi| pue
"saAneul Juaswoabebus 2y} pue wea} uolediunwwo?) [enbiq awi} ‘Buipuels JO 100 Se YoNs 'sidLiIeq [eJNONILS
SOIUNWIWIOD A543 A|quiassyy Jopim ay3 ulyum uonesBaul s,A|quassy ayi Yum siyy op pjnoo -
1uesaudau pue suoRs8[e ul puels oy 191180 pue (2A0Qe 98s) uoijewloul 1UB1U0D O3PIA ‘|ensIA ‘peal Asea ‘mau
spunoiBoeq jo obue) w_oms € wol yons oy suuiod ssedoe paseaidu] a1esouab pue UBIU0D Buisixe MaIADY -sasuadxo
S|ENPIAIPUI 1O} SBAIRUSDUI BUIPIACIY e
[enpIApuL 404 . P . 605 mmym_nm_ucmu [enusiod yum Buiwiep INoge S8|nJ 8UY} puE ‘8140 Ul 1S|IYM
[quessy _mcM_HmM -sosuadxe |88 8DEbUS 03 Sbundsuw 21isyo _u_o_m SNV Hoddns ayy pue ebesped uonelsunwal sy
a3 104 suoi3ds|e Ul puess o} s|doa suo109|o |e1oUd , ,
;;o §eemeE P . d punoJe s8|nJ @Y} INOGe UOIRWIOUI d seak e 1aquisy Ajqusssy ue Buiaq jo gof sy tequiay
} SIDLLIEQ [BINYND PUE ‘|BD1}|O ! ! ys|opn 01 Joud sesk suo smoyspeou Alquiassy ue BuILoaaq] 1o sseooid Uy punole
) 6 JeDd Se [|om Se ‘@140 anes| Koy 82uo 6 19 v ! a4 4P
Jeanyonys swos Buneurwg e ! a1epIpued 01 BINQLIUOD / asiuebi0 515D UONBULIOIUI UE S B1aU ‘0soU) apISBUO
du & pue 821440 Ul 1s|Iym S|y Joj poddns oM dlsp uol Jul | alay Y op! 4
sionew oy o1gnd ui AsisAip ‘oBesped uoneIsUNWSI BUL IN0GE "JOU 1O SUOI}D8|@ 10§ PUBLS O} UOISIDBP S [ENPIAIPUI
Aym (g pue Alquessy [euonep aya uonewojul w_Q_.mmmuum pue peas fsea uadQ ppauag o} suoissas mSMwW__MU Jeog UonersUnLS ue adeys s101oey [EINYND puUE [eUOlNASUI
03 SidquisW pe1os|s Jo uoouny “JeuLioy nnwi jo Aijige|ieae paseaiou| dn o HHIod P \mA_ : d ‘|eanijod ‘[ean1onias ‘|eNpIAPUL 1BLL PUNO) 9N
pue ajol 8y} (e :spiebai yum ’ T o _m>_Mmu_‘ 10, 99\ UsdQ ppauss, mMu 40 pue Ajquisssy a1 Jo )
1I0J8p UoneuLIojUl By} BUPNPay e ‘uoios|e |eauab ysjepn ayr aiopeq | €78 | | [BNUUY UE DUIYSIGRISS 104 DY YHM osien] HIIQISIA By} 8oueyUz - vy 1UD119}3P B S8INUISUOD 43S}
o1 Buipea 183k BUO UOHRUILLIRIEP AqUISSSY S 29 abeyoed uonessunwal sy} Joyoym pue Ajquiassy
’ 19 a1 Jo serepipued |enusjod e 0} 9se8d A8y} Jolje pUE SO Ul 82UO (uoneonp3) saniAnoe [euoleN wMH 10} SUOHOB|S 10} puels OF sjenplAipul
DROJINO SJap|ouadels O Bbuel 3PIM B JU0J SBAIIUSDUI puk siallle
sieew Aysianp jo Buipuelsiopun Buiwiojul oAReHe AQ UOIB|D 10} an19281 s\ Hoddns pue sa|nu sesuadxe yoeano sispjoyaey - +c3 . m u‘_mmwm._ . .cﬂ c m.%:m@
4 Bulpuess ul peysaisiul sidoad Buowe ‘aBesoed uoneIEUNWSI Y} UO JUSIUOD [euisiul Joj Jusuod | PUBISISP Heg o1 Yy PeHSpUn O3 813Us)H
J9nsQq pue 2INsodxs psoueyuy . N , . : JOAISp puR 818817 - 9OUBUIBAOLD) SB|E/\ S} PAUOISSILLIWOD pieog oy |
Ajledadss “1d1ep uonewLoul 8dnpay | £ | |puUUBYD-INW ‘peal Ases ‘9]qIssassaddy lep p 1ea.1) - €Y B
sasuadxa Buiwiep uo sa|ny e . IX3LNOD
el " "S9OUBIPNE SSISAIP O} SI9}ed uoneuluLRleg o4y
:0} uone|al ul Aouaiedsuesy pue Aued 1eu o0eyd Ut ABajens UOREdIUNWILOD JO UOISISA 1RWIO) I}NW pue peal Ased 210 oBe ‘uoieonps ‘punoiboeq
[enBip Jeap o m wtmgm.\s SAIRIBII “JUSIUOD SAORISIUI sjouueyd 21WOU03 0120s ‘ANdIULYIS A1|IGeSIP [SpUBLS JaY10
op 21gnd Ui Aysionig o PR m>>m._>:m.£ Buumdeo _ocm. pue dlweuAp aiow uo pasnooy UOIEDIUNWWIOD [RUISIXD Buoje A|quiassy 9SISAIP S10W B PUNOIe Se ||om se
pJeog uoneisunwiay a8yl Jo 2|01 Y] e mnmw.c m._w_u_oLmv_Em _mcmu&m_oca ‘ABarens |e1bip sA|quasssy [euoneN JO 9SN pue uoieWIOUl | ‘sluBWBdURAPE YoNs JO Alljigeulelsns wis) Buo| ayr
sqol oy ! el By} Y1M Bul| ul uBisapal aUSGIAN Jo uoisinosd anoidwi| - gy | 03 uone|as Ul ulewsl ||is sanssi ‘A|quiessy [euoleN
op 01186 sy Hoddns ay] e (Ypeanno a1 Ul uonelussaldal sjews) Uo piodal poob
Jaquisy '[eBIp “ol) S[oUUBLD JUBIBYIP BIA Kjjesouab e andsep ‘uo sieak Auam| Aujiqissaooe
Ajquisssy ue Buieq jo qolay] e sIop|oUaxE1s Jo aBuRI BpIM & it ABsrens ||esano ABorens pue ssauuado ‘AliAisnjoul punose 8s1nodsip e Ag
:03 Bune|es Jenew uo Juswebebug | juswebebus |nyesodind pue sandey] s,pleog a1 Juswa|dwod 0} ABalens yoeaino pue Juswebebus paiuedwiooe sem s ul sse201d UORN|OASP BY L
pue UOIIRWIOLU| 'SSBUBIEMY J8118g Sy emL yoeauno pue uswabebus signd meN o1gnd (mainal) uBisa( - Ly :3NSSI
SUOI1EPUSWIWIODSY SUOIIEPUBWIWOD3 INO
ed 2109dxa) sawodin sindin (
pedu (P33230ix3) S3UIOANG | 4408 NANO |e2110e1d) S9IUIANDY Buiuuidispun abueyp jo Aiosy |
SSANIAILD3443 ADN3IDI443 IX3LNOD

SITNS3Y A3ANTLNI

SNOILVANIWNODFY

108



Unpacking Diversity: Barriers and incentives to standing for election to the National Assembly for Wales

8An0alqQ 21601845 - OSux

21njosqe aq 01 papualUl AjlIESS9I8U 10| / 11| 9AISUSLaIdWOD B 10U - 1SI| AIIRDIPU|,

spodau
KoebBa| / wiel Jo pus ul suop aq o]

S1UaA® Jo skaains uonenjer] e
slop|oyasels [eulalxs pue
[BUJIDIUI WO} SUOISSSS UONRWIOUI

pue s|elis1ew UOBWIO}Ul JO) S|[BD) e
sojaw uswabebus

18I soLewW uswabebus auljuQ e

~x92USBPIAS JO $82IN0S

asea|al
ssaud / podau sBuipuly doyssuopn

Klquiessy
2y} Jo uoneulwlaldg MoN

UAIM s|eap 1l SaNss| ay) pue pieog
a1 JO 9|0J B} Se ||om se ‘aouauadxe
pue Ayunpoddo Buimopeys

ay1 1noqe sisod Bojq jo saues

S|eLialew UoeULIOU! YLM
01 P2INQLIIUOD PIeOg BU1 SIUSAT
pieog ay1

Aq patosuods / papusiie syuang
s|elialew [euoileonpa / Buuiely
oiseq ‘solydesBoyur ‘sypd aaioelaiul
‘siaule|dxa 09pPIA ‘UOIRUILLISISP
2y} JO suoIsIan peal Ases :sjasse
jouueyd ninw pue asodind-nN e
S|auueyd UOIEDIUNWIWIOD

|euBip pue aysgem paduiersy
ABerens spieog

||leson0 oy Bunuoddns Gz-1z0z

Joy ABarens uswebebug olgnd e

~x92UBPIAS JO $82IN0S

(4%}

0lL-2d

9d

Sy

edw| Buissassy

sawod1no Bupjpel)

sindino Buppes

Kianjop Bulinses|p|

sanss| AIsIBAIP (1Im

1uswabebus pue Ayljigisia padueyu]
LM s|eap pieog
oy} senssi auy Jo A IA paduURyUT

S1ULNISUOD JISY} pue
pue s\ yim uswabeBbus aninday]

sasuadxa |euondaoxs punoie
sa|nJ Jo Buipuelsiepun siap|oyayels
anoudwi pue Auep ainsug

“asodind oy 11} a1e JUSWUOIIAUS
pue seonoeid Bunom syl 1eyy ainsua
pue pieog ay) jo Ajiqisia anoidu)

‘saijiqisuodsas aied
UM S|ENPIAIPUI JOJ SIBLUBQ S1RUIWIT

[N

€8¢

vR<

SOM P|NOM SIY} MOY pue puny
SD1}1|Og O} SS800Y UE JO siuaw aiojdxe
0} (UOISSIWWIOD |e10328[F 8y} Buipnjour)
SIOP|OYDEIS [BUIDIXS YLM JBUIWISS

/ doyssjiom Josuodg / ssiuebiQ

1ey1 punoJe sajnJ
ysijgnd pue eouemo||e [enuue apirolg

uoneUIWLISIBP 2INNy
pUuE 1UBLIND Ul [IBISP SI0W UIEIUOD)

U011 NSUOD UOISSILWOD)
A|quisssy 01 esuodsal 1iugng

awin Bunnwwod / Buljjeaen
4o} Junodoe jey uoisiroid aied pliyd
Buluane e1e| / Buluiow Ajies uepisuo)

slaylo
UOISSILIWOY) [BJ01D3|T YHm pun
S2121]04 01 $S200Yy/ 210|dxT - | 1Y

suoiBai pue S81PUBNIISUOD JIBY}
wioyy a|doad oy sedusuadxa

pue saniunpoddo poddns oy
SNV O} S9DUBMO|[e 8PIAOI] - 0L Y

SNV 01 paiayo uoddns oiynads
pue sasuadxe [euondedxs, Joj
sajnu asijgnd pue AjueD - gy

‘sloquia| A|quiessy Joy ‘sqofl
puodas Jo ‘aieys qof Jo siuaw sy}
pue ‘(Bunoa s1owsas Buipnour)
Buryiom a|qixe|} punose
suoisinoud jo ssausjendoidde
8y} 1JopISUOD O} UOISSILIWOD)
Alquisssy au yum asiey - gy

a|npayds S|\ 8y) pue
Klquiessy a1 jo Bumis ayy yum
suoisinold aied pliyo ubly - 7y

'suonoe|3 A|quiessy ayy ul Buipuels wouj
sa1epipued jo abues Jopim e juanaid 1oey Ui Jou
sa0p A|quiassy ay) Jo uoneuIWISIBP MaU B4} 1ey)
juepodwil s 1 ‘(ULIOJaI [eJ0}D3[d UO UONE}HNSUOD
uoissiwwio) Ajquisssy ay) pue /| 0z Hodai
¥3Vd3 '£10Z PV 3B S9[eM U stuswidojansp
|BUOIINIISUOD JUSDB JO IXBIUOD BYY UIYLAA

-asodind oy 14 si 1ey) A|quiassy 1xau
ay1 4oy uoneuiwale e Buideys ui Bupjuiyy s,pieog
ay1 wuoyul pjnom Buipuly 8say) 1eyl paldadxa si 1

17NS3¥ d3dis3a

"Jua.I81ep JayuNy e si ‘op suednijod

1eym (mouy 1o) arerpaidde jou seop o1ignd jesoush
ay3 1ey) uondsoiad ayy pue Adeaud ojul uoisniyul
‘Buijjo ‘asnge ‘a1ew)d |eanijod ajisoy se yons
jod pa1os|e ue Buieq yim pareidosse sio0ioe}
awos A|leuonippy "qol 8yl 1noge uonew.oul
paj|lelop alow papasu pue paiuem Ajsuinusb
syuedipiped 1ey) punoy osje am USASMOH (210
juswdojanep |euoissajoud ‘senijigisuodsas Buried
*a'1) gol 1eyy Buikdnooo sjenpiaipur jo spaau
xa]dwod 8y} yum Ul i} 0} Jopio ul 8de|d ul ase
susened Bupuom a|qixe|y 1ey) 'ABojouyoel Aq
panjosal pue papjoel aie sslepunod [eaiydeibosh
1ey) suonelpadxs aie a1ey | ‘pesisul sjuswabuelie
Bunpom pue sani|oey ‘Loddns uo snooy usjesib

e pue ‘Ajinoes qol pue Aiejes uo snooy Jasse| e si
alay] eoe|dbpom Aimuao is|z e aq 0} A|quiassy
oy} 10adxa pue anlediad ajdoad 1ey) punoy osje app

109



PRIFYSGOL

(ARRDYD

i

UNIVERSITY

Canolfan
Llywodraethiant Cymru

Wales Governance
Centre

»:i:7. LONDON

. METROPOLITAN
" UNIVERSITY

SOCIAL PROFESSIONS



