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Sefyllfa / Situation 

As part of the commitment to implementing its Strategic Equality Objectives, the Health Board 
has continued to work towards fulfilling its role as a Stonewall Diversity Champion, making 
improvements as an employer in its ranking on the Workforce Equality Index (WEI).   

The attached report provides an update to the People, Organisational Development & Culture 
Committee (PODCC) on the ongoing work that supports individuals who identify as LGBTQ+ 
(the umbrella term for those who are Lesbian, Gay, Bisexual, Transgender, Queer or 
questioning). This includes staff who work for Hywel Dda University Health Board (HDdUHB), 
service users who access our healthcare services, and all those who come into contact with the 
Health Board. 

Cefndir / Background

HDdUHB has been an official Stonewall Diversity Champion for a number of years. This 
programme offers guidance and support to employers to ensure that organisations have an 
inclusive workforce and all LGBTQ+ staff are free to be themselves in the workplace. In 
agreeing to become a Diversity Champion, the Health Board is demonstrating and 
strengthening its core belief in the power of a workplace that truly welcomes, respects and 
represents LGBTQ+ employees.

The key benefits of joining the programme include accessing support to achieve the following:

• Embedding LGBTQ+ inclusion in the workplace
• Attracting and retaining the best talent
• Building a professional network 
• Learning from the expertise of Stonewall Cymru

Improving inclusivity and representation of LGBTQ+ staff within the workforce allows staff to 
positively influence the Health Board’s policies and strategic plans to ensure that the services it 
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provides are appropriate for LGBTQ+ service users. It makes the organisation attractive to all 
those who come into contact with the Health Board, for example stakeholders and partner 
organisations. 

Each year the Health Board agrees to be assessed and ranked in comparison to other 
employers who are also Diversity Champions. This results in a placement on the Stonewall 
WEI which can be viewed by prospective employees and used to promote the Health Board as 
an LGBTQ+ friendly organisation.

This also helps the Health Board meet its wider overarching Strategic Equality Objectives 
under the statutory requirements of the Public Sector Equality Duty (PSED). Within HDdUHB, 
these are:

• Leadership By All – Staff at all levels, including Board Members, actively promote and 
facilitate a culture of inclusion and wellbeing across the organisation

• Working Together – Working with our population, staff, stakeholders and partners, 
particularly those identified as having worse experiences, will shape the design and 
delivery of services

• Improving Health and Wellbeing for All – Our staff will be suitably skilled and 
experienced to develop and deliver services that are informed by local needs, improve 
access and reduce inequalities

• Being an Employer of Choice – We will offer equal opportunities for employment and 
career progression and support health and wellbeing of our staff and volunteers within a 
fair and inclusive environment

The improvements made as a result of the support and advice received from Stonewall will 
contribute to the Health Board’s implementation of the Wellbeing of Future Generations Act, 
and in particular, the national goal of a More Equal Wales. 
 
Within the HDdUHB area, data obtained from Stonewall tells us that approximately 7% of the 
population are LGBTQ+.  Staff data tells us that at least 2% of the workforce are LGBTQ+ with 
a further 28% unknown, and 70% stating that they are heterosexual or straight.
 
Asesiad / Assessment

Each year a robust and detailed assessment is undertaken by Stonewall Cymru to judge the 
progress made in terms of the Diversity Champions Programme Criteria. This document has 
been attached as an appendix.

In 2021-2022, evidence was submitted demonstrating the steps taken to improve: 

• Policies and Benefits
• Employee Lifecycle
• LGBT Employee Network Group
• Empowering Individuals
• Leadership
• Monitoring 
• Supply Chains
• External Engagement – Community and Sector
• External Engagement – Service Users
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The assessment was led by the Senior Diversity and Inclusion Officer and the following teams 
took part in the assessment:

• Recruitment Team
• Workforce Culture and Experience Team
• Staff Psychological and Wellbeing Team
• Procurement Team
• Engagement Team
• Colleagues responsible for Workforce polices

The results of the assessment were positive overall, demonstrating significant improvements 
across the majority of areas with the Health Board moving up from its previous ranking of 337th 
to 194th on the 2022 Stonewall WEI with the Health Board also earning a Silver Award in 
recognition of its work.

The following aspects of work contributed to the successful assessment:

• Investment into the development and expansion of dedicated teams to implement 
Equality, Diversity and Inclusion (EDI) initiatives. This has included the recruitment of a 
dedicated EDI Workforce Advisor and a new Workforce Organisational Development 
Communications Manager.

• Development of a Workforce Positive Actions Plan which includes a section on specific 
LGBTQ+ actions. 

• Chief Executive being an active member of the Health Board’s ENFYS LGBTQ+ Staff 
Network meetings.

• Uptake of professional advice on policy development to ensure that the needs of 
LGBTQ+ individuals were taken fully into account and policy wording is appropriate.

• Provision of specific LGBTQ+ awareness training for staff and participation in virtual 
Pride events.

There was also a noticeable increase in the number of staff who voluntarily completed 
Stonewall’s questionnaire which demonstrates an increased awareness and involvement from 
staff in the assessment process.

Post-assessment feedback meetings have been held with staff members during March and 
April 2022. Stonewall Cymru are supporting the Health Board, to address any areas for 
improvement and develop an action plan for 2022-2023 and work is already underway to 
implement the identified further actions. These have included:

• A detailed review of the ENFYS LGBTQ+ Staff Network was undertaken in January 
2022 resulting in a calendar of events to include more social events, tailored training and 
advice sessions and promotional events in addition to the formal quarterly network 
meetings. 

• Links have been made with the Wellbeing Champions Network who have agreed to 
support and promote health and wellbeing of LGBTQ+ staff.

• Dyfed Drug and Alcohol Service delivered an information and advice session to ENFYS 
Network members and have offered further confidential advice sessions.

• Strategic Partnership, Diversity and Inclusion team staff and ENFYS Network members 
were present at Swansea Pride in April 2022 alongside colleagues from Swansea Bay 
UHB and Public Health Wales. Further participation in local Pride events at Carmarthen, 
Llandovery and Llanelli are planned for the summer of 2022. These events have drawn 
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members together from across the Health Board and provided an opportunity for further 
networking with other organisations and promotion of the network. 

• Transgender awareness training sessions have been arranged for staff across the 
Health Board throughout the year, and further training sessions will be held during NHS 
Wales Virtual Pride Week in August 2022.

Organisational Risks

Whilst there are no serious risks posed to the organisation, observations from the latest 
Stonewall Diversity Champions assessment have highlighted the following areas of concern:

• Board Members should be more actively involved in the implementation of LGBTQ+ 
actions and initiatives. (Please see Section 5 on Leadership p.17 in appendix A). 

• Better systematic procedures for monitoring of LGBTQ+ related complaints are needed 
to identify any concerns or trends that need addressing (Please see Section 8 on page 
26 in appendix A).

• Ineffective systems to record LGBTQ+ status of staff and service users (Please see 
Section 8 on page 29 in appendix A).

Mitigating actions are already underway to address the areas above:

• A request has been made to the Board Members asking for support and visibility at local 
Pride events. The Deputy Director of Public Health for HDdUHB actively took part in the 
Swansea Pride event and it is hoped that more Executive and Independent Board 
Members will continue to support the upcoming Pride events near to their local 
community.

• Surveys have been developed to obtain general feedback from LGBTQ+ service users 
and employees. These will be completed at social events throughout the year and 
responses will be analysed by the EDI Team and acted upon accordingly.

• The EDI Team have made amendments to some local EDI monitoring forms and 
systems in use across the Health Board to better monitor LGBTQ+ status. Many of the 
electronic systems are nationally produced and the Health Board is unable to amend 
them. However, the Health Board has raised concerns with Welsh Government about 
the inability of some systems to effectively record EDI status of service users and staff. 

• Early discussions have taken place with Cardiff and Vale University Health Board and 
Public Health Wales to learn from their successful assessments which has seen them 
both placed within the top 100 employers on the Stonewall WEI.

Argymhelliad / Recommendation

The People, Organisational Development & Culture Committee is requested to take assurance 
from the report on the progress which has been made to implement the Strategic Equality 
Objectives to improve the experience and support available to LGBTQ+ individuals.

Amcanion: (rhaid cwblhau)
Objectives: (must be completed)
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Committee ToR Reference:
Cyfeirnod Cylch Gorchwyl y Pwyllgor:

2.4 To receive an assurance on delivery against all 
relevant Planning Objectives falling under Strategic 
Objectives 1 (Putting people at the heart of everything 
we do), 2 (Working together to be the best we can be)

Cyfeirnod Cofrestr Risg Datix a Sgôr 
Cyfredol:
Datix Risk Register Reference and 
Score:

Not Applicable

Safon(au) Gofal ac Iechyd:
Health and Care Standard(s):

All Health & Care Standards Apply
Choose an item.
Choose an item.
Choose an item.

Amcanion Strategol y BIP:
UHB Strategic Objectives:

All Strategic Objectives are applicable

Amcanion Cynllunio
Planning Objectives

2B Strategic Equality Plan and Objectives 
establishment
Choose an item.
Choose an item.
Choose an item.

Amcanion Llesiant BIP:
UHB Well-being Objectives: 
Hyperlink to HDdUHB Well-being 
Objectives Annual Report 2018-2019

9. All HDdUHB Well-being Objectives apply

Gwybodaeth Ychwanegol:
Further Information:
Ar sail tystiolaeth:
Evidence Base:

Strartegic Equality Plan
Public Sector Equality Duty (Wales)
Equality Act 2010

Rhestr Termau:
Glossary of Terms:

Workforce Equality Index (WEI)
LGBTQ+ (the umbrella term for those who are Lesbian, 
Gay, Bisexual, Transgender, Queer or questioning)
Public Sector Equality Duty (PSED)
Equality, Diversity and Inclusion (EDI)

Partïon / Pwyllgorau â ymgynhorwyd 
ymlaen llaw y Pwyllgor Diwylliant, 
Pobl a Datblygu Sefydliadol:
Parties / Committees consulted prior 
to People, Organisational 
Development & Culture Committee:

None

Effaith: (rhaid cwblhau)
Impact: (must be completed)
Ariannol / Gwerth am Arian:
Financial / Service:

The annual memberships costs are expensive (£2500 
+ VAT) in comparison to other organisations who may 
offer support and advice on other protected 
characteristics.
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Ansawdd / Gofal Claf:
Quality / Patient Care:

Services and policies are more inclusive and consider 
the specific needs of LGBTQ+ individuals.

Gweithlu:
Workforce:

Improved recruitment and retention of LGBTQ+ staff. 
More support and inclusivity of LGBTQ+ staff. Increase 
in diversity of workforce.

Risg:
Risk:

Lack of staff awareness of LGBTQ+ issues within the 
workplace. Lack of capacity within the EDI team to 
provide Awareness training is promoted regularly but 
low uptake from staff due to existing workloads and 
competing work priorities.
Lack of funding to continue Stonewall Diversity 
Champion membership in future years in line with 
reduced budgets. 

Cyfreithiol:
Legal:

Breaches in Equality Act 2010 where LGBTQ+ staff 
and service users may be discriminated against. For 
example, electronic record systems unable to 
effectively record LGBTQ+ status

Enw Da:
Reputational:

Active LGBTQ+ campaign groups in operation both 
nationally and within HDdUHB area. Could be at risk of 
reputational damage if unable to provide adequate 
support for LGBTQ+ individuals.

Gyfrinachedd:
Privacy:

Risk of accidental disclosure of a person’s LGBTQ+ 
due to both human error and ineffective record and 
operational systems.

Cydraddoldeb:
Equality:

Not applicable
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SUMMARY 
Stonewall’s Workplace Equality Index is about recognising the work that goes into 
creating LGBTQ+ inclusive workplaces in the UK. By ensuring all LGBTQ+ people 
feel safe and welcomed in the workplace, we can cultivate a culture of inclusivity 
that allows our LGBTQ+ colleagues the freedom to be themselves without fear of 
harassment. 

This report will guide you through your submission by detailing our feedback to 
each section of the criteria and ending with our findings from the Staff Feedback 
Questionnaire (if applicable). We’ll highlight what you’ve done well and focus on 
improvements for the future. 

We understand this has been a difficult time for everyone, especially as we adapt 
to new working practices, so we greatly appreciate the time you took to continue 
your inclusion journey and to complete your submission. We recognise the 
commitment it takes to put an application together and you should feel incredibly 
proud of what you’ve achieved in what has been both a demanding and 
challenging year. 

The Workplace Equality Index is an opportunity to measure, progress and 
celebrate the work you’re doing to make your organisation a better place for 

LGBTQ+ employees. From new policies to Pride events, leadership briefings to 
updating your training - each small change, can make a big difference to our 

communities. 

We hear incredible stories every year of workplaces making real impact, 
transforming the environments we work in every day. We know it’s not easy 

work, but every day we move closer to a world in which LGBTQ+ people are free 
to be their true selves. 

Thank you so much for taking part, and I hope we continue to work together 
over 2022. 

Emma Kosmin, she/her, Associate Director of Workplace Client Relationships 

 

Hywel Dda University Health Board ranked 194 with a score of 62.5 out of 200 

Hywel Dda University Health Board has been awarded a silver award 

 

Section Marks 
available 

Marks 
claimed 

Marks 
awarded 

Marks claimed, 
but not awarded 

1) Policies and 
benefits 

17 15 6 9 

2) The employee 
lifecycle 

22 18.5 4.5 14 
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Section Marks 
available 

Marks 
claimed 

Marks 
awarded 

Marks claimed, 
but not awarded 

3) LGBTQ+ employee 
network group 

26 22.5 15 7.5 

4) Empowering 
individuals 

20 17.5 7.5 10 

5) Leadership 18 14.5 3.5 11 
6) Monitoring 20 15 8.5 6.5 
7) Supply chains 17 6 2 4 
8) External 
engagement 

40 26 11 15 

Staff Feedback 
Questionnaire 

20 n/a 4.5 n/a 

† When marking, sometimes our markers spot evidence that counts towards 
questions you didn’t claim. In those cases, we award the points anyway. 
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SECTORAL AND GEOGRAPHICAL CONTEXT 
We understand the different challenges organisations may face depending on the 
sector and location they are based in. That is why we separate this data out. It 
allows for organisations to benchmark themselves against others in a similar field 
or part of the UK, and it gives organisations ideas about how to develop their 
progress in a way that works for them and gives them context on what they can 
achieve. 

We know that regulatory incentives, budgetary constraints, organisational size and 
operating with a dispersed workforce can all be factors in creating or removing 
barriers to inclusion. 

Each sector and location has its own unique challenges. What’s important is how 
we face these challenges and how you can achieve the best outcomes for your 
organisation. 

Hywel Dda University Health Board ranked 19 in the Health & Social Care sector 

Hywel Dda University Health Board ranked 10 in employers headquartered in 
Wales 

Hywel Dda University Health Board ranked 45 in employers that operate in 
Cymru 
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MARGINALISED OR UNDER-REPRESENTED 

LGBT GROUPS 
This section focusses on those within our community whose stories and 
experiences we rarely get to hear. By breaking down this data, we aim to show 
you how you are progressing with this work. 

Bi erasure and biphobia are real problems. They create a culture of stigmatisation, 
and many bi people are still wary about being open about their bi identity in the 
workplace. 

Transphobia and anti-non-binary discrimination are an area of concern for many 
workplaces, with staff feeling scared and unable to be their authentic selves 
around colleagues. 

We all have multiple facets of our identities, and different forms of oppression 
such as racism and ableism. These oppressions also affect many LGBTQ+ people 
in the working world. Tackling one form of oppression requires tackling them all: 
ending misogyny and making work welcoming for people of faith are equally 
important for making all LGBTQ+ people feel welcome. 

Hywel Dda University Health Board scored 17.5 on questions related 
marginalised or underrepresented LGBTQ+identities 

Hywel Dda University Health Board scored 2.5 on questions about bi inclusion 
and anti-biphobia 

Hywel Dda University Health Board scored 12 on questions about trans inclusion 
and anti-transphobia 

Hywel Dda University Health Board scored 3 on questions about non-binary 
inclusion and that strand of anti-transphobia 

Hywel Dda University Health Board scored 0 on questions about intersectionality 
and inclusion of LGBTQ+ who experience multiple marginalisations, such as 

racism and ableism 
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SECTION ONE: POLICIES AND BENEFITS 
This section examines the policies and benefits the organisation has in place to 
support LGBTQ+ staff. The questions scrutinise the policy feedback process, 
policy content and provision of specific support. 

Entrant 
Marks 
claimed 

Marks 
awarded 

Marks claimed, not 
awarded 

Hywel Dda University 
Health Board 15 6 9 

Health & Social Care 12 6.5 5.5 
Headquartered in Wales 14 10.5 3.5 
Silver 13.5 8 5.5 
Gold 15.5 11.5 4 

 

Having inclusive and explicit policies is vital for ensuring all of your LGBTQ+ staff 
are protected and feel welcomed within the workplace. From your submission it’s 
clear that you have the foundations in place to include LGBTQ+ employees in your 
policies.  

There are some policies where there are multiple instances of gendered language 
and good practice is to provide clarity of access for all LGBTQ+ employees who 
the policy might apply to. 

Using gender-neutral or gender inclusive language throughout your policies will 
make it clearer that LGBTQ+ employees are covered. Solely using the word 
‘mother’ can create uncertainty for trans men and non-binary people who are 
giving birth. It can also create uncertainty for female employees in same-sex 
relationships who have not given birth and are also mothers. Where you use 
‘mother’, we would recommend either expanding on this or using gender-neutral 
language instead (e.g., ‘mother or birth parent’). You may find the following terms 
useful: ‘pregnant employee’, ‘birth parent’, or ‘parent who has given birth’. An easy 
way to make your policies gender neutral or gender inclusive is by defining who 
they are for at the beginning and then referring to the employee as 'you' 
throughout the body of the policy. 

Your trans inclusion policy provides useful educational information for the 
colleagues of those who transition at work. There are some areas of the policy 
which would benefit with clearer detail embedded within the main policy body, for 
example around facilities usage and dress codes, as well as expanding the policy 
to empower and support trans staff. We can discuss this at benchmarking. 

  

6/14 12/51



 

 

SECTION TWO: THE EMPLOYEE LIFECYCLE 
This section examines the employee lifecycle within the organisation, starting with 
recruitment practices and finishing with exit processes. The questions scrutinise 
how the organisation engages and supports employees throughout their journey in 
the workplace. 

Entrant 
Marks 
claimed 

Marks 
awarded 

Marks claimed, not 
awarded 

Hywel Dda University 
Health Board 18.5 4.5 14 

Health & Social Care 15.5 6 9.5 
Headquartered in Wales 18.5 11 7.5 
Silver 17.5 6.5 11 
Gold 20 12 8 

 

At Stonewall, we know that people perform better when they can be themselves. 
Creating an LGBTQ+ inclusive workplace isn't just the right thing to do but is 
crucial to the success of any organisation. Leading organisations look to create a 
diverse workforce, enabling higher quality innovation and collaboration and 
looking to attract LGBTQ+ candidates is a vital first step towards this. There is 
some good evidence provided for this section and areas for much improvement. 
This is a positive though as it means that this can be worked through over the 
next year and we would recommend you working with your Client Account 
Manager about how you can ensure you are enabling an inclusive employee 
lifecycle. 

In terms of areas to work on, we would recommend updating your workplace 
systems to enable gender neutral options for non-binary staff, this ensures non-
binary employees are correctly addressed throughout their time at the Hywel Dda. 
We see that this is evidence claimed but it wasn’t clear so it would be good to get 
an understanding and go can through this in benchmarking. For all-employee 
training, good practice is to ensure that sexual orientation and gender identity are 
covered. Having clear processes for employees to feedback into the content 
enables training to stay inclusive and up to date. 

We would recommend to keep note of all LGBTQ+ awareness days/events that 
occur throughout the year and find ways to mark them through blogs/ emails etc, 
as they are a great way to ensure the conversation around LGBTQ+ inclusion is 
consistent, and that different identities are valued and celebrated within the 
community. We would especially encourage working with other staff networks and 
ensuring that most, if not all, of these events are intersectional. 

Lastly, good practice is to proactively recognise contributions to LGBTQ+ inclusion 
activity during employee performance appraisals, or asking a specific D&I related 
question at exit interviews. This helps LGBTQ+ colleagues feel their achievements 
are being recognised and negative experiences are being actioned. 
 
You Client Account Manager can support you. 
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SECTION THREE: LGBT EMPLOYEE NETWORK 

GROUP 
This section examines the work of your LGBTQ+ employee network group. The 
questions scrutinise the support the group is given by the organisation, its 
commitment to inclusivity, and the activities it carries out. 

Entrant 
Marks 
claimed 

Marks 
awarded 

Marks claimed, not 
awarded 

Hywel Dda University 
Health Board 

22.5 15 7.5 

Health & Social Care 18.5 11.5 7 
Headquartered in Wales 18.5 13 5.5 
Silver 20 14 6 
Gold 23.5 19 4.5 

 

Your network group continues to be a robust and effective driving force within the 
organisation, continuing its fantastic work from previous years through a very 
difficult period given the limitations brought about by the pandemic.    
 
It's great that the network is taking steps to engage in intersectional LGBTQ+ 
inclusion -- this can be developed further and good practice is to implement 
formal initiatives, events or campaigns which intersect with different diversity 
strands and your client account manager can support you with that.   
 
An area of of focus would be around question 3.4, which asks about your LGBTQ+ 
employee network group having a formal strategy to ensure it is inclusive of and 
accessible to marginalised or underrepresented LGBTQ+ groups, we recommend 
highlighting how it is the network group implement/initiate these events rather 
than solely participating in them. Good practice and care is to separate sexual 
orientation and gender identity in the answers as often gender identity examples 
are given for sexual orientation and vice versa. We can talk this through in 
benchmarking. 
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SECTION FOUR: EMPOWERING INDIVIDUALS 
This section examines the process of engaging individuals to create an LGBTQ+ 
inclusive culture at the organisation. The questions scrutinise how the 
organisation empowers LGBTQ+ and non-LGBTQ+ employees to step up as change 
makers and allies. 

Entrant 
Marks 
claimed 

Marks 
awarded 

Marks claimed, not 
awarded 

Hywel Dda University 
Health Board 17.5 7.5 10 

Health & Social Care 12.5 7 5.5 
Headquartered in Wales 14 9.5 4.5 
Silver 13 7.5 5.5 
Gold 16.5 12.5 4 

 

This section explores your work around empowering allies to be active in their 
support of the LGBTQ+ community, and empowering LGBTQ+ role models to be 
visible and inspire others.   
 
It is great that allies are part of the network and contribute to activities, to go one 
step further Hywel Dda could consider further engagement from allies in terms of 
the roles they play in organising/supporting events. Your ally training is great, it 
would be good to see you further develop and accompany this with more tangible 
actions for individuals to be strong allies and to gain a deeper understanding of 
why allies are necessary and important. In addition we would recommend 
decribing the formal processes you have in place to ensure this work continues.    
 
Role models are another method of good practice by which you can demonstrate 
an understanding of the diversity of people who fall under the LGBTQ+ umbrella, 
and how multiple identities can create different lived experiences. Any role model 
support from senior management would push this further and also shows that 
career progression is a possibility for LGBTQ+ staff and this opens up and 
normalizes conversations around LGBTQ+ inclusion. 
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SECTION FIVE: LEADERSHIP 
This section examines how the organisation engages senior leaders and line 
managers in their responsibility to set an LGBTQ+-inclusive culture. The questions 
scrutinise how the organisation empowers senior leaders, the individual actions 
senior leaders take, and how all line managers are encouraged to recognise 
LGBTQ+ inclusion as key to their role. 

Entrant 
Marks 
claimed 

Marks 
awarded 

Marks claimed, not 
awarded 

Hywel Dda University 
Health Board 14.5 3.5 11 

Health & Social Care 10.5 5 5.5 
Headquartered in Wales 10 5 5 
Silver 10 5.5 4.5 
Gold 13.5 9 4.5 

 

The most inclusive organisations support board level employees and senior 
managers to understand the issues that affect LGBTQ+ people. They also 
encourage senior leaders to engage in activities such as meeting LGBTQ+ network 
groups or attend LGBTQ+ events.  

The foundations of this are there at Hywel Dda but we would highly recommend 
pushing this much further, seeing much more comprehensive engagement with 
formalised processes in place to ensure this work is being done no matter who is 
in-post.  It would be great to see you developing a strong statement around 
inclusion that is explicitly inclusive around sexual orientation and gender identity.  
In terms other marginalised groups push this further by considering widedning the 
scope of your work so that Hywel Dda take steps that are key to understanding 
whether staff experiences are equitable across all identities. 

With regards to the question around senior leaders needing to meet an inclusion-
based competency at recruitment, having clear and explicit interview questions on 
diversity and inclusion for all senior leaders, along with inclusion competency 
requirements, makes Diversity & Inclusion a clear objective throughout the 
employee life cycle of senior leaders. Inclusion-based objectives for senior leaders 
also helps to ensure conversations around D&I do not diminish. Let’s discuss 
further at your benchmark.  
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SECTION SIX: MONITORING 
This section examines how the organisation uses monitoring to understand the 
representation and experiences of its LGBTQ+ employees. The questions 
scrutinise data collection methods, analysis and outcomes. 

Entrant 
Marks 
claimed 

Marks 
awarded 

Marks claimed, not 
awarded 

Hywel Dda University 
Health Board 15 8.5 6.5 

Health & Social Care 9 3 6 
Headquartered in Wales 11.5 5 6.5 
Silver 8.5 2.5 6 
Gold 12 5 7 

 

This section examines how your organisation uses monitoring to understand the 
representation and experiences of your LGBTQ+ employees. The questions 
scrutinise data collection methods, analysis, and outcomes. 

The way that you monitor sexual orientation is good. Good practice is to make 
sure that the options are listed alphabetically, and this data is used well to carry 
out thorough analysis of the success of LGB applicants and the spread of LGB 
employees. Recommended areas for improvement would be to reduce the 'prefer 
not to say' responses to sexual orientation monitoring questions and to monitor 
gender identity and then use this data to carry out the same type of analysis you 
do for sexual orientation. When it comes to monitoring gender identity, good 
practice is to be non-binary inclusive and we can support in the introduction of 
these and give examples during benchmarking. 
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SECTION SEVEN: SUPPLY CHAINS 
This section examines how the organisation affects change in its supply chain. The 
questions scrutinise the steps taken to ensure suppliers are LGBTQ+-inclusive, 
from tendering new suppliers to monitoring current contracts. 

Entrant 
Marks 
claimed 

Marks 
awarded 

Marks claimed, not 
awarded 

Hywel Dda University 
Health Board 6 2 4 

Health & Social Care 5.5 2 3.5 
Headquartered in Wales 7.5 5 2.5 
Silver 6.5 2.5 4 
Gold 10.5 7 3.5 

 

Many organisations, both in the private and public sectors, have now realised that 
this leverage can also be used to advance LGBTQ+ equality. Organisations can 
scrutinise potential suppliers’ policies and training, to ensure that the suppliers 
are representing the same values that they hold themselves to. It's great to see 
the first steps of this through invitation to training you are taking part in.   
 
Some possible next steps would be to develop your training or guidance given to 
the procurement team explicitly mentioning LGBTQ+ equality, inclusive of sexual 
orientation and gender identity in relation to procurement. Good practice is to 
look at the processes in place to scrutinise potential suppliers' documentation - 
for example how are suppliers asked for their discrimination, bullying and 
harassment policies, and if there is a systematic structure in place to review this 
and what are the outcomes of this moving forward. What are the outcomes of 
training scrutiny, and how are the procurement team equipped to analyse this to 
ensure it is explicit. 
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SECTION EIGHT: EXTERNAL ENGAGEMENT 
This section comprises of three parts. Part 1 (Community Engagement) examines 
the outreach activity of the organisation and how it supports wider LGBTQ+ 
communities. Part 2 (Sector Engagement) examines how the organisation 
promotes LGBTQ+ equality to other organisations in its sector. Part 3 (Service 
Delivery) examines how the organisation ensures it meets the needs of any service 
users or customers. 

Entrant 
Marks 
claimed 

Marks 
awarded 

Marks claimed, not 
awarded 

Hywel Dda University 
Health Board 26 11 15 

Health & Social Care 19 7.5 11.5 
Headquartered in Wales 21 13 8 
Silver 19 8 11 
Gold 26 16.5 9.5 

 

There are many opportunities for you to engage with your wider community and a 
great way to demonstrate corporate social responsibility is to show support to the 
LGBTQ+ community and a genuine commitment towards LGBTQ+ inclusion and 
equality.    There’s a lot of unclaimed marks in this section, which can be difficult 
to sit with in the immediate but is also a positive as there’s many to pick up over 
the next year with your client account manager. This can be a difficult section 
given the effects of the pandemic but with digital resources, events, and 
opportunities ever growing there’s plenty of things to support you in our 
resources.   

8.5 focuses on your service users and the evidence provided shows some positive 
processes in place looking at potential barriers and “putting things right”. We 
would love to have seen further information on how these processes are used to 
examine the service user journey for LGBTQ+ inclusivity. We can talk further about 
this in benchmarking. 

Research shows that LGBTQ+ service users can face barriers relating to their 
identity, so it would be a really positive step for Hywel Dda to examine the service 
user journey to better understand and combat these. Actions could include a 
formal mapping exercise, collecting monitoring data for service users, monitoring 
complaints and feedback, or actively consulting service users. You could also 
consider how to make systems more inclusive for non-binary service users or 
training frontline staff on the needs of LGBTQ+ service users. This doesn’t need to 
be for all services – an in-depth examination of a specific service may be more 
impactful. As long as the evidence details how it’s a formal process with clear 
aims/objectives, that has been used to improve the service, marks could be 
available.  Let's continue to think about other ways to support a wide range of 
community groups and events, particularly looking at intersectional or grassroots 
groups. Collaborations with other organisations in your region or sector on an 
initiative or campaigns that reach the wider community is also an excellent way to 
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share good practice, labour and costs, while bringing together a range of people 
who share your LGBTQ+ inclusion goals. 

STAFF FEEDBACK QUESTIONNAIRE 
As part of the Workplace Equality Index, employees from across the UK take part 
in Stonewall’s Staff Feedback Questionnaire (SFQ).  

The SFQ is an anonymous questionnaire that employers share with their staff. The 
results help us generate each employer’s score and gives them a deep 
understanding of their employees’ experiences at work. 

Entrant Marks 
claimed 

Marks 
awarded 

Marks claimed, not 
awarded 

Hywel Dda University 
Health Board 

n/a 4.5 n/a 

Health & Social Care n/a 7 n/a 
Headquartered in Wales n/a 7.5 n/a 
Silver n/a 7.5 n/a 
Gold n/a 13 n/a 

 

 

14/14 20/51



   
 

1 
 

Stonewall Workplace Equality Index 2022 

THIS DOCUMENT IS FOR REFERENCE PURPOSES ONLY. 
 
All submissions should be made online through Stonewall Submit. 
 
This document shows you all the questions that you’ll be required to answer on Stonewall Submit for 
your 2022 Workplace Equality Index submission. 
 
Where questions ask for evidence from a specific time period (e.g. the past year), this is counted back 
from the the submissions deadline of 5 October 2021. 
 
For any queries about the Workplace Equality Index, contact memberships@stonewall.org.uk. 
 
If you’re unsure of any terms within this document, you may want to refer to Stonewall’s glossary of 
terms. 
 

Section 1: Policies and Benefits 
 
This section examines the policies and benefits the organisation has in place to support LGBT staff. 
The questions scrutinise the policy feedback process, policy content and provision of specific support. 
 
1.1 Does the organisation have a process to ensure all employees can feedback on the 

inclusiveness of relevant policies (for example, HR policies)? 
 
Guidance: 

• This should be open to all employees and across all relevant policies. 

• Relevant policies include HR policies, for example leave policies. 

• If feedback does not trigger immediate reviews, there must be regular, periodic policy reviews that 
consider the feedback. 

 
Yes 
No 
 
Describe the process, how it is communicated, and what action the feedback triggers (max. 500 
words). 
 
Describe any previous outcomes of the process (max. 500 words). 
 
1.2 Does the organisation have a policy (or policies) that includes the following? Tick all that 
apply. 
 
Guidance: 

• The policy (or policies) should clearly state that the organisation will not tolerate discrimination, 
bullying or harassment against employees on the grounds of sexual orientation or gender identity 
and/or trans identity.  

• These may be listed along with other protected characteristics. 
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A. Explicit ban on discrimination, bullying and harassment based on sexual orientation (bronze award 

requirement) 
B. Explicit ban on discrimination, bullying and harassment based on gender identity and gender 

expression (bronze award requirement) 
C. An example of biphobic bullying or harassment 
D. An example of homophobic bullying or harassment 
E. An example of transphobic bullying or harassment 
F. Clear information about how to report an incident and how complaints are handled 
G. None of the above 
 
Upload the selected policies with the relevant sections highlighted. 
 
Provide a brief description of the policy/policies you have uploaded (max. 200 words). 
 
1.3 Where the organisation has the following family and leave policies, do they use gender-
neutral language and explicitly state that they are applicable regardless of gender? Tick all that 
apply. 
 
Guidance:  

• The policies should explicitly state that they apply regardless of the employee or the employee's 
partner’s gender. 

• The policies should avoid gendered language and pronouns, for example, by using the term 
‘partner’ instead of ‘husband’ or ‘wife’. 

 
A. Adoption Policy 
B. Special or Compassionate Leave Policy 
C. Maternity Policy 
D. Paternity Policy 
E. Shared Parental Leave Policy 
F. None of the above 
 
Upload the selected policies. 
 
Provide a brief description of the policy/policies you have uploaded (max. 200 words). 
 
1.4 Does the organisation have a trans inclusion policy that covers the following? Tick all that 
apply. 
 
Guidance: 

• This policy should contain information about the inclusion of all trans employees, regardless of 
whether they are currently transitioning. 

• C – guidance must make clear that all trans employees can use the facilities (e.g. toilets, changing 
rooms) they feel most comfortable using and should explain your commitment to introducing 
gender-neutral facilities, if not already widely available. 

• D – guidance on dress code should be offered regardless of whether you have a uniform or dress 
code policy. This should make clear that all employees, including trans and non-binary employees, 
are encouraged to wear the uniform or dress that they feel most comfortable in. If you provide a 
uniform, this should include provision for gender fluid employees to have multiple uniforms. 
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A. A clear commitment to supporting all trans people, including those with non-binary identities 
B. Information on language, terminology and trans identities, including non-binary identities 
C. Guidance on facilities for trans employees, including non-binary employees 
D. Guidance on dress code for trans employees, including non-binary employees 
E. A clear commitment to confidentiality and data protection for trans staff 
F. None of the above 
 
Upload the selected policies. 
 
Provide a brief description of the policy/policies you have uploaded (max. 150 words). 
 
1.5 Does the organisation have a policy (or policies) to support employees who are 
transitioning that covers the following? Tick all that apply. 
 
Guidance: 

• This could be contained within a trans inclusion policy, could be supportive guidance to a trans 
inclusion policy, or could be in a stand-alone transitioning at work policy. 

• This should be explicitly non-binary inclusive. 

• A and C – these should include a commitment that the employee will be allowed the time off that 
they need for transition-related treatments or appointments and that any leave will be recorded 
separately to sick leave. 

 
A. Work related guidance for an employee who is transitioning (bronze award requirement) 
B. Work related guidance on the process for an employee to change their name and gender marker 
on workplace systems 
C. Work related guidance around data protection and confidentiality 
D. Work related guidance for managers on how to support an employee who is transitioning (bronze 
award requirement) 
E. Work-related guidance for employees on how to support a colleague who is transitioning 
F. None of the above 
 
Upload the selected policies. 
 
Provide a brief description of the policy/policies you have uploaded (max. 200 words). 
 
1.6 Does the organisation have a formal commitment to introduce gender-neutral facilities in 
all its buildings? 
 
Guidance: 

• If gender-neutral facilities are not already available in all buildings, this should be a formal 
commitment to introduce gender-neutral facilities in any new builds or to gender-neutral facilities 
being a requirement of any new leases. 

• This should be a commitment that’s signed off by senior leaders and published internally. 

• Provision of gender-neutral facilities should be in addition to accessible facilities. 
 
Yes 
No 
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Provide a brief description of the organisation’s current provision, its commitment to introducing 
gender-neutral facilities and how this has been formalised (max. 500 words). 
 
1.7 Does the organisation provide its employees with private healthcare insurance? 
 
Yes 
No 
 
If ‘Yes’: Does the organisation’s private healthcare insurance include the following? Tick all 
that apply. 
 
Guidance 

• A – this should not include mental health treatment, which can be awarded for under B 

• B – this should include how you have ensured mental health provision is LGBT inclusive – 
looking at sexual orientation and gender identity – for example by finding out about LGBT-
specific training for frontline practitioners. 

• C – the policy must explicitly state that this provision applies regardless of gender. 
 
A. Transition-related treatments 
B. LGBT-inclusive mental health treatments 
C. Coverage for spouse/partner and children, regardless of gender 
D. None of the above 
 
Provide a description of the provision. 
 
Copy and paste the relevant sections of your insurance policy. 
 
If ‘No’: In the last three years, has the organisation scrutinised and developed the LGBT 
inclusivity of its mental health support provision? 
 
Guidance:  

• Provision could include your employee assistance programme, affiliated counselling services 
or internal mental health first aiders. 

• Scrutiny should be specific, such as asking about a provider’s LGBT-specific training for 
frontline employees. 

• This should include at least one action you’ve taken in the last three years. 
 
Yes 
No 
 
Describe how you scrutinised the provision and what the actions were. Please provide specific dates 
or time periods within the last three years. 
 
The following question is for information gathering purposes only and is not scored. 
 
1.8 Has the organisation reviewed other policies to ensure they are LGBT inclusive? 
 
Guidance: 

• This might include menopause or andropause policies. 
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• This might also include domestic abuse policies. 
 
Yes 
No 
 
Upload the selected policies. 
 
Provide a brief description of the policy/policies you have uploaded (max. 150 words). 
 
The following question is for information gathering purposes only and is not scored. 
 
1.9 Are the organisation's compassionate and/or special leave policies inclusive of loved 
ones/chosen families/close support networks and supporting someone through transition? 
 
Guidance: 

• Chosen families are people who an employee considers to be family, but who have no legal or 
biological connection to them.  

• Chosen families, loved ones and close support networks can be particularly significant to those 
who are estranged from their families, an issue that disproportionately affects LGBT people. 

• Policies should be clear that employees are entitled to the same leave when it relates to their 
loved ones/chosen family/close support networks as when it relates to their biological or legal 
family members.  

• Special leave policies should explicitly include provision to support someone through transition, for 
example accompanying them to medical appointments. 

 
Yes 
No 
 
Copy and paste the relevant sections of your policies. 

 
Section 2: The Employee Lifecycle 
 
This section examines the employee lifecycle within the organisation, starting with recruitment 
practices and finishing with exit processes. The questions scrutinise how the organisation engages 
and supports employees throughout their journey in the workplace. 
 
2.1 When advertising for external appointments, how does the organisation attract LGBT 
talent? Tick all that apply. 
 
Guidance: 

• These actions should not be limited to HR or Diversity & Inclusion related roles. 

• A – this can include taking recruitment materials to Pride events and should have taken place in 
the last year. 

• B – evidence should include screenshots of a job pack or job page from the last year. 

• C – this can be a link to a webpage. 
 

A. Advertising on or recruiting from LGBT or diversity websites, fairs and events 
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B. Include a statement around valuing diversity, explicitly inclusive of LGBT people in job packs and 
pages (bronze award requirement) 

C. Include information about your LGBT employee network group or LGBT inclusion activities in all 
job packs and pages 

D. None of the above 
 
Upload evidence for the selected options. 
 
Describe the evidence uploaded (max. 200 words). 
 
2.2 Does the organisation provide guidance or training for all employees with recruitment 
responsibilities on how to carry out inclusive recruitment? 
 
Guidance: 

• This should be specific to recruitment and include LGBT content. 

• This should be provided to all employees involved in recruitment, not just HR teams. 

• Best practice would be a checklist of inclusive practices that recruiters complete when they carry 
out a recruitment round. This might include, for example, sharing their pronouns at the start of an 
interview, if they feel comfortable doing so. 

 
Yes 
No 
 
Upload evidence of guidance or training. 
 
Describe the format of the guidance or training and the content you have uploaded (max. 500 words). 
 
2.3 What information does the organisation supply to all new employees (external 
appointments) when being inducted into the organisation? Tick all that apply. 
 
Guidance: 

• Content for all options can be supplied in person, online (through a video or post), or on paper. 

• A – the message should explicitly refer to LGBT inclusion, including bi, non-binary and trans 
inclusion. 

• C – relevant policies are those covered in Section 1. 
 
A. Explicit message on the organisation’s commitment to LGBT inclusion (bronze award requirement) 
B. Information on the LGBT employee network or allies programme/initiative 
C. Information on relevant policies and the organisation’s commitment to ensuring they are LGBT 
inclusive 
D. None of the above 
 
Briefly describe the induction process and at what point the new starter receives the above 
information (max. 500 words). 
 
Upload evidence for the selected options. 
 
2.4 Does the organisation enable non-binary employees to have their identities recognised on 
all employee-facing workplace systems? 
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Guidance: 

• Examples include the option to choose a gender marker other than male or female and being able 
to use gender-neutral titles, such as Mx. 

• Alternatively, you could consider removing gender markers and titles from your systems 
altogether. 

• You will receive more marks if at least one example is specific to gender fluid people, for example 
the ability to have multiple passcards with different forms of gender expression. 

 
A. Yes 
B. No 

 
Describe how non-binary identities are recognised on workplace systems, including at least two 
examples (max. 500 words). 
 
2.5 Does the organisation provide all-employee training on compliance with its discrimination, 
bullying and harassment policies, including the following: 
 
Guidance:  

• The training should reach as many employees as possible across your organisation.  

• Training content should explicitly mention LGBT people and cover lesbian, gay, bi and trans in the 
context of each option selected.  

• Examples of content you could upload are case studies, e-learning screenshots or PowerPoint 
presentations. 

• Training can be provided in-person or digitally. 
 
 Employee completion rate 

 

 76–
100% 

51–
75% 

26–
50% 

1–
25%  

None 

A. Organisational policy and legislation (bronze award 
requirement) 
  

     

B. Examples of biphobic, homophobic and transphobic 
discrimination, bullying and harassment 
 

     

C. Examples of discrimination, bullying and harassment on 
the basis of multiple identities 

  

     

D. How to challenge biphobic, homophobic and transphobic 
discrimination, bullying and harassment 
  

     

E. How to report biphobic, homophobic and transphobic 
discrimination, bullying and harassment 

 

     

F. A clear route for feeding back on the inclusion or 
representation of employees’ identities in the training 
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Describe how you estimate completion rates (max. 500 words). 
 
Describe the format of the training and the content you have uploaded (max. 500 words). 
 
Upload evidence for selected options. 
 
2.6 In the past year, which of the following messages have appeared in internal 
communications to all employees? Tick all that apply. 
 
Guidance: 

• Communications uploaded should have been sent or made available to all employees (or as many 
as geographically possible through the specific communication method). In your uploaded 
evidence, make clear who/how many employees the communication reached. 

• Evidence could include emails and screenshots of intranet posts. 

• A – communications can focus on specific awareness days/events, such as LGBT History Month, 
Pride and/or IDAHOBIT (International Day Against Homophobia, Biphobia and Transphobia). 

• B – communications can focus on specific awareness days/events, such as Bi Visibility Day and/or 
Pan Visibility Day. 

• C – communications can focus on specific awareness days/events, such as Trans Day of Visibility, 
Trans Day of Remembrance and/or Trans Pride. 

• D – communications can focus on specific awareness days/events, such as Non-Binary People’s 
Day. 

• A, B, C and D – you are required to meet at least one of these criteria to receive a bronze award. 
 
A. Information about LGBT identities and experiences (bronze award requirement) 
B. Information about bi identities and experiences (bronze award requirement) 
C. Information about trans identities and experiences (bronze award requirement) 
D. Information about non-binary identities and experiences (bronze award requirement) 
E. Information about the LGBT Employee Network Group and/or allies activity 
F. Information about LGBT-inclusive policies 
G. Information about the importance of pronouns and pronoun introductions 
H. None of the above 
 
Upload evidence for selected options. 
 
Provide date for option A: 
Provide date for option B: 
Provide date for option C: 
Provide date for option D: 
Provide date for option E: 
Provide date for option F: 
Provide date for option G: 
 
2.7 Does the organisation proactively recognise contributions to LGBT inclusion activity 
during employee performance appraisals? 
 
Guidance: 
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• The onus should be on the employer/manager to make clear that contributions to LGBT inclusion 
(such as network group activity) align with organisational values and count towards diversity and 
inclusion objectives. 

• This should be systematic and applied to all performance appraisals, not just those of the network 
leads. 

• Recognition doesn't have to be financial. 
 
Yes 
No 
 
Describe how contributions are recognised (max. 300 words). 
 
2.8 Does the organisation identify and act on any LGBT inclusion issues raised at exit 
interviews or on exit surveys? 
 
Guidance: 

• This can be part of a wider question about diversity and inclusion at the organisation.  

• Answers should detail how all employees are given opportunities to raise any issues relating to 
discrimination (homophobia, biphobia and/or transphobia) they may have experienced or become 
aware of in the organisation. 

• There should be a clear process by which issues are referred and acted on by the organisation. 
 
Yes 
No 
 
Describe the exit interview/survey process and how LGBT issues would be identified or raised (max. 
200 words). 
 
Describe how any issues raised would be acted upon by the organisation (max. 200 words). 
 
The following question is for information gathering purposes only and is not scored. 
 
Does the organisation have a mental health or wellbeing strategy that explicitly addresses the 
needs of LGBT people? 
 
Guidance: 

• This should address the specific needs of lesbian, gay, bi and trans people. 
 
Yes 
No 
 
Upload your mental health or wellbeing strategy. 
 
Describe how this was developed and any actions that have come from it (max. 500 words). 
 
The following question is for information gathering purposes only and is not scored. It will 
only be asked if your organisation provides apprenticeships. 
 

9/31 29/51



   
 

10 
 

When advertising for its apprenticeships, does the organisation run initiatives to specifically 
attract LGBT job seekers? 
 
Guidance: 

• This might include LGBT-specific content in recruitment materials or advertising at LGBT-specific 
events. 

 
Yes 
No 
 
Describe the initiatives (max. 500 words) 

 
Section 3: LGBT Employee Network Group 
 
This section examines the work of your LGBT employee network group. The questions scrutinise the 
support the group is given by the organisation, its commitment to inclusivity, and the activities it 
carries out. 
 
3.1 Does the organisation have an LGBT employee network group for LGBT employees? Select 
one option. 
 
Guidance: 

• A – this option scores maximum marks for this question. 

• B and C – these options score lower marks for this question. 

• A, B and C – you are required to meet one of these criteria to receive a bronze award. 
 
A. Yes, with a defined role and terms of reference (bronze award requirement) 
B. No, but we have a Diversity & Inclusion group with formal LGBT representation (bronze award 

requirement) 
C. No, but we have a formal agreement with an external network in our sector/region (bronze award 

requirement) 
D. None of the above 
 
Option A and B: Upload the group’s terms of reference. 
 
Option C: Describe the formal agreement and your organisation's role in the network (max. 500 
words). 
 
3.2 In the past year, has the organisation supported the work of the LGBT employee network 
group in the following ways? Tick all that apply. 
 
Guidance: 

• C – time should be formally agreed. 

• D – this should develop practical skills relevant to the role of the network group, for example peer 
support, mentoring or conflict resolution. 

• E – these can be general or LGBT-specific programmes and should be communicated to 
members through the employee network group. 
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A. Provided a network group budget 
B. Provided a formal senior champion 
C. Allowed time for committee members to carry out network group activity 
D. Facilitated network members’ participation in skills training 
E. Facilitated network members’ participation in leadership or professional development programmes 
F. Facilitated network members’ participation in external LGBT-specific seminars and conferences 
G. None of the above 
 
Describe the support provided and how it is communicated to the network (max. 200 words per 
option). 

 
3.3 In the past year, which of the following activities has the LGBT employee network group 
undertaken to improve its inclusivity? Tick all that apply. 
 
Guidance: 

• C – this should reference specific marginalised or underrepresented groups (for example, trans 
people or LGBT people of colour). 

• D – this could be a physical or digital space, for example a meet-up for LGBT people of faith or a 
closed bi digital group on your intranet. 

 
A. Implemented a formal mechanism to ensure bi issues are engaged with (for example, bi reps) 
B. Implemented a formal mechanism to ensure trans issues are engaged with (for example, trans 

reps) 
C. Promoted itself as being open to all and inclusive of marginalised and underrepresented LGBT 

groups 
D. Introduced specific spaces for marginalised and underrepresented LGBT groups 
E. None of the above 

 
Describe the activities you have undertaken (max. 200 words per option). 
 
3.4 Does the LGBT employee network group have a formal strategy to ensure it is inclusive of 
and accessible to marginalised or underrepresented LGBT groups? 
 
Guidance:  

• Your strategy should focus on the inclusion of at least three specific marginalised or 
underrepresented LGBT groups. This might include (but is not limited to): 

o BAME LGBT people / LGBT People of Colour 
o Bi people 
o LGBT carers 
o LGBT people of faith 
o LGBT parents 
o LGBT people with accessibility needs 
o Non-binary people 
o Older LGBT people 
o Trans people 

• Your description should include how you identified which marginalised or underrepresented 
groups to focus your strategy on. This might include insights from: 

o LGBT network group membership and event attendance 
o LGBT network group satisfaction surveys 
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o Employee satisfaction surveys 
o WEI Staff Feedback Questionnaire report 
o Sectoral, regional or national research 

• Your description should include actions the network group has taken so far and has committed to 
take in the future. These might include (but are not limited to): 

o Introducing an inclusion rep 
o Holding events within working hours 
o Holding regular alcohol-free social events 
o Holding events at accessible venues 
o Avoiding holding events at the same time as religious festivals/holy days 

• Actions can include, but must go beyond, those referenced in 3.3 
 
Yes 
No 
 
Upload your strategy document. 
 
Describe how the strategy was formulated, actions the network has taken so far and outcomes so far 
(max. 500 words). 
 
3.5 Which of the following support activities does the LGBT employee network group 
undertake? Tick all that apply. 
 
Guidance:  

• A and B – support for individuals should be available and advertised to all staff. 

• A – this could be on an individual basis and/or through a closed digital group for LGBT employees. 

• C – this should relate to policies that impact upon employee welfare (for example, reviewing an 
updated adoption policy). 

 
A. Provide confidential support to all employees on LGBT issues 
B. Provide support to enable employees to report homophobic, biphobic and transphobic bullying 

and harassment 
C. Consultation on improving internal policies and practices 
D. None of the above 

 
Describe the options selected (max. 200 words per option). 
 
3.6 In the past year, which of the following activities has the LGBT employee network group 
undertaken? Tick all that apply. 
 
Guidance: 

• If not carried out by the LGBT employee network group, these activities can be carried out by 
other parts of the organisation (for example, the diversity and inclusion team). However, this must 
at least be in consultation with the network group. 

• ‘Awareness raising events’ refers to activities that serve to educate or inform the wider 
organisation, for example panel discussions, lunch and learns, or stalls during diversity events. 

• Events can be physical or digital. 

• G – this could either be a specific programme run by the network or alternatively an organisation-
wide programme that proactively incorporates LGBT mentoring. 
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A. Social networking event for members 
B. LGBT equality awareness-raising event 
C. Bi equality awareness-raising event 
D. Non-binary equality awareness-raising event 
E. Trans equality awareness-raising event 
F. Collaborated with other LGBT network groups 
G. Mentoring or coaching programme 
H. None of the above 
 
Describe the activities selected and when they occurred (max. 200 words per option). Please provide 
specific dates or time periods within the last year. 
 
3.7 In the past year, has the LGBT network group held campaigns, initiatives, seminars or 
events engaging with the intersection of LGBT and other diversity strands? Select one option. 
 
Guidance 

• You will be awarded for up to three examples from the last year. These should each look at the 
experiences of specific marginalised or underrepresented groups, which could include (but is not 
limited to): 

o BAME LGBT people / LGBT People of Colour 
o LGBT parents or families 
o LGBT people with accessibility needs, for example including LGBT disabled people and 

LGBT neurodivergent people 
o LGBT people with experience of mental ill health 
o LGBT people with experience of poverty or homelessness 
o LGBT people of faith 
o LGBT women 
o Older LGBT people 

• You should explain why you chose to focus on the experiences of these groups. For example, this 
might be because of a gap in your previous work. 

• (From the 2023 Workplace Equality Index) At least two of the groups should be different to your 
organisation’s previous submission. 

• These activities can be carried out in collaboration with other employee network groups. 

• If not carried out by the LGBT employee network group, these activities can be led by other parts 
of the organisation (for example, the faith employee network group might run an event on being an 
LGBT person of faith). 

• Seminars and events can be physical or digital. 

• ‘Initiatives’ and 'campaigns' here refer to specific programmes or projects, for example a series of 
events, videos or blogs. 

 
A. Yes, three examples 
B. Yes, two examples 
C. Yes, one example 
D. No 

 
Describe the campaigns, initiatives, seminars or events and when they occurred (max. 500 words). 
 
Please provide specific dates or time periods within the last year. 
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3.8 Does the LGBT employee network group have measures in place to ensure that activity 
reaches employees in all locations? 
 
Guidance: 

• This should be formalised, consistent work to ensure activity can reach all employees. This might 
include a commitment in your terms of reference to hold a percentage of your events online or run 
activities in different regions. 

• You should consider dispersed workforces (for example those in retail stores or without regular 
access to IT), employees who work from home, and employees across all UK nations that you 
operate in. 

• If you only have one location or building, you should consider the needs of employees who work 
remotely or away from desks. 

• You should provide at least two examples of measures you have in place. 
 
Yes 
No 
 
Describe at least two measures in place and how they are formalized (max. 500 words). 

 
Section 4: Empowering Individuals 
 
This section examines the process of engaging individuals to create an LGBT inclusive culture at the 
organisation. The questions scrutinise how the organisation empowers LGBT and non-LGBT 
employees to step up as change makers and allies. 

 
4.1 Does the organisation support LGBT employees at all levels to become change makers 
through training, programmes and/or resources? 
 
Guidance: 

• Examples of support can include resources, programmes or training. 

• The support must focus specifically on steps LGBT people can take to become active role models 
or change makers in your organisation. 

 
Yes 
No 
 
Describe the training, programmes and/or resources (max. 500 words). 
 
4.2 In the past year, has the organisation shared the workplace experiences of LGBT people 
with the following identities? Tick all that apply. 
 
Guidance:  

• This should be an internal communication, such as an all-employee email or blog post. 

• Within the content, the person's identity must be clear. It should not be left up to the reader or 
viewer to make assumptions. 
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• Stonewall uses umbrella terms and we recognise that language and identities are personal. If an 
employee doesn’t identify with a term listed below, you should be led by them on which option they 
feel comfortable being included within. 

• Best practice is to share the experiences of internal employees. However, you should take care to 
ensure that no pressure is put on LGBT employees to be visible in this way. If employees do not 
want to share their experiences, you can share the workplace experiences of employees outside 
your organisation, for example from the wider sector. 

• Marks will not be awarded in this question where the experiences of celebrities are shared. 
 

A. BAME LGBT people / LGBT People of Colour 
B. Bi people 
C. Binary trans people (e.g. trans men and trans women) 
D. Gay or lesbian people 
E. LGBT people aged 25 or younger. 
F. LGBT people aged 50 or older. 
G. LGBT people at board level 
H. LGBT people at senior management level 
I. LGBT people being open about their mental health challenges (including disability relating to 

mental health) 
J. LGBT people of faith 
K. LGBT people who are parents 
L. LGBT people with accessibility needs (excluding accessibility needs relating to mental health) 
M. Non-binary people (e.g. genderfluid or genderqueer people) 
N. None of the above 

 
For each option selected: submit evidence of sharing these experiences in the last year. 
 
For each option selected: provide the date on which this was shared internally. 
 
4.3 Does the organisation have a formal programme or initiative to engage all non-LGBT 
employees to become LGBT allies? Select one option. 
 
Guidance 

• The programme should be a formal mechanism to engage non-LGBT people with LGBT equality. 

• This can include allies receiving a visible signal of their commitment to LGBT equality, but this 
must be conditional on employees participating in a programme and/or receiving training. 

• The programme should include internal awareness-raising sessions or training specifically for 
allies. This should cover the importance of allies and actions that individuals can take to be 
effective allies. 

• To be awarded marks, this programme must be more in-depth than a one-off internal 
communication or event (as awarded for in sections 2 and 3). 

 
A. Yes, as part of our LGBT employee network group 
B. Yes, a separate allies network group 
C. Yes, through another initiative 
D. No 
 
Describe the allies programme or initiative (max. 500 words). 
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Upload a communication advertising the allies programme or initiative. 
 
4.4 Does the organisation support all non-bi employees (including lesbian and gay employees) 
to become bi allies through training, programmes and/or resources? 
 
Guidance: 

• Examples can include information booklets, programmes or training. 

• This must focus specifically on being an ally to bi people and include specific actions employees 
can take. 

• This should be more in-depth than a one-off internal communication (as awarded for in sections 2 
and 3). 

 
Yes 
No 
 
Describe the training, programmes and/or resources (max. 500 words). 
 
Upload any written content, such as training slides or resources. 
 
4.5 Does the organisation support all cis employees (including lesbian, gay and bi employees) 
to become trans allies through training, programmes and/or resources? 
 
Guidance: 

• Examples can include information booklets, programmes or training. 

• This must focus specifically on being an ally to trans people and include specific actions 
employees can take. 

• This must include specific content on being an ally to non-binary people. 

• This should be more in-depth than a one-off internal communication or event (as awarded for in 
sections 2 and 3). 

 
Yes 
No 
 
Describe the training, programmes and/or resources (max. 500 words). 
 
Upload any written content, such as training slides or resources. 
 
4.6 Does the organisation support all employees (including LGBT employees) to become allies 
to other marginalised LGBT communities through training, programmes and/or resources? 
 
Guidance: 

• This should focus on identities other than bi or trans identities. For example, the support could 
focus on becoming an ally to groups experience multiple marginalisation, such as LGBT people of 
faith. 

• This should be more in-depth than a one-off internal communication or event (as awarded for in 
sections 2 and 3). 

• This should include specific actions employees can take. 
 
Yes 
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No 
 
Describe the training, programmes and/or resources (max. 500 words). 
 
Upload any written content, such as training slides or resources. 
 
4.7 Does the organisation have measures in place to ensure that your work to empower 

individuals reaches employees in all locations? 

Guidance: 

• This should be consistent work to ensure activity can reach all employees.  

• This might include: 
o Ensuring you share the stories of LGBT people from all the regions or UK nations you 

operate in. 
o Ensuring your allies programmes and resources are available in all your locations and/or 

digitally. 

• You should consider dispersed workforces (for example those in retail stores or without regular 
access to IT), employees who work from home, employees in urban/rural settings, and employees 
across all UK nations that you operate in. 

• If you only have one location or building, you should consider the needs of employees who work 
remotely or away from desks. 

• You should provide at least two examples of measures you have in place. 
 

Yes 

No 

Describe at least two measures in place and how they are formalised (max. 500 words). 

 

Section 5: Leadership 
 
This section examines how the organisation engages senior leaders and line managers in their 
responsibility to set an LGBT-inclusive culture. The questions scrutinise how the organisation 
empowers senior leaders, the individual actions senior leaders take, and how all line managers are 
encouraged to recognise LGBT inclusion as key to their role. 
 
5.1 In the past year, how has the organisation supported board and senior management 
employees to understand the issues that affect LGBT people? Tick all that apply. 
 
Guidance:  

• The support should be consistently provided, not on an ad hoc basis. 

• Each option should be available to multiple senior leaders, not just one senior champion. 

• A – this is a formal process whereby senior employees are mentored on LGBT issues by more 
junior LGBT employees. 

• Conferences and seminars can be physical or digital. 
 
A. Reverse mentoring opportunities 
B. Mentoring or coaching opportunities with other senior leaders 
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C. LGBT-specific conferences and seminars 
D. Bi-specific conferences and seminars 
E. Non-binary specific conferences and seminars 
F. Trans-specific conferences and seminars 
G. None of the above 
 
Describe each option selected (max. 200 words per option) 
 
5.2 In the past year, which of the following activities have members of the board and/or senior 
management engaged in? Tick all that apply. 
 
Guidance: 

• These activities should be carried out by a range of leaders. 

• E – this will only be awarded if you received points for questions 6.4, 6.5 or 6.6. 

• F – this should be periodic, not ad hoc. 

• G and H – your description should include how the speech had specific messages of bi, non-
binary and trans equality. 

• G and H – events can be physical or digital. 

• H – this can be a sector-facing or community-facing event. 
 
A. Communicated a strong message on LGBT equality 
B. Communicated a strong message on bi equality 
C. Communicated a strong message on trans equality, explicitly including non-binary equality 
D. Reviewed and/or approved an LGBT inclusion strategy 
E. Reviewed top line LGBT monitoring reports and actions 
F. Met periodically with the LGBT employee network group 
G. Spoken at an internal LGBT event 
H. Spoken at an external LGBT event 
I. Attended an external LGBT event, for example Pride 
J. None of the above 
 
Describe each option selected (max. 200 words per option). Please include specific dates or time 
periods. 
 
Please list the names and job titles of the individuals named above. Please ensure you have strict 
permission from them for their name to appear in this submission. 
 
5.3 Does the organisation have measures in place to ensure that senior leader activity reaches 
employees in all locations? 
 
Guidance: 

• This should be consistent work to ensure activity can reach all employees.  

• This might include: 
o Ensuring activities are carried out by senior leaders in all regions or UK nations that you 

operate in. 
o Ensuring that speeches at internal LGBT events are recorded and distributed digitally. 
o Ensuring that senior leader messages are written as well as verbal. 
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• You should consider dispersed workforces (for example those in retail stores or without regular 
access to IT), employees who work from home, and employees across all UK nations that you 
operate in. 

• If you only have one location or building, you should consider the needs of employees who work 
remotely or away from desks. 

• You should provide at least two examples of measures you have in place. 
 
Yes 
No 
 
Describe at least two measures in place and how they are formalised (max. 500 words). 
 
5.4 Does the organisation require all senior leaders and line managers to meet an inclusion-
based competency on recruitment? 
 
Guidance: 

• This should be a standard competency in all job descriptions and/or a mandatory question in all 
interviews. 

• This does not need to just be one standard question – you can provide a range of competencies 
and/or interview questions for the recruiting team to choose from. 

• This should include internal promotions as well as external appointments. 

• This does not need to be LGBT specific. 
 

A. Yes, all senior leaders and line managers 
B. Yes, all senior leaders 
C. No 

 
Copy and paste the standard competency or interview question wording. 
 
Describe how inclusion-based competencies are implemented across all roles (max. 200 words). 
 
5.5 Does the organisation require all senior leaders and line managers to have an inclusion-
based objective? 
 
Guidance: 

• This should be a standard practice across all performance appraisal structures and documents. 

• You do not need to provide template wording, but best practice is to provide a range of objectives 
senior leaders and line managers might consider based on their roles. 

• This does not need to be LGBT specific. 
 

A. Yes, all senior leaders and line managers 
B. Yes, all senior leaders 
C. No 

 
Describe how inclusion-based objectives are implemented across all roles (max. 500 words). 

 
Section 6: Monitoring 
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This section examines how the organisation uses monitoring to understand the representation and 
experiences of its LGBT employees. The questions scrutinise data collection methods, analysis and 
outcomes. 
 
Please ensure that no personally identifiable information is contained in your answers or 
evidence. 
 
6.1 Does the organisation gather data on employee sexual orientation through diversity 
monitoring forms and/or systems? 
 
Guidance: 

• The question wording should be in line with latest good practice. Please speak to your account 
manager if you are unsure of this. 

• You should use the same good practice question wording across all diversity monitoring forms and 
systems. Please state in your description if different question wording is used elsewhere. 

 
Yes 
No 
 
Copy and paste the question you ask and the options employees can select (max. 500 words). 
 
If yes, what proportion of employees have answered this question on your HR system? 
 
Guidance: 

• This should be from an HR system, not an anonymous staff survey. 

• The proportion should not include those who prefer not to say. 
 
90-100% 
80-89% 
70-79% 
60-69% 
50-59% 
Under 50% 
We do not monitor 
 
Upload an analysis report demonstrating the declaration rate. Note that this must not contain 
individual responses or personally identifiable data.  
 
Provide a brief description of the report you have uploaded (max. 200 words). 
 
6.2 Does the organisation gather data on employee gender, inclusive of non-binary identities, 
through diversity monitoring forms and/or systems? 
 
Guidance: 

• The question wording should be in line with latest good practice. Please speak to your account 
manager if you are unsure of this. 

• You should use the same good practice question wording across all diversity monitoring forms and 
systems. Please state in your description if different question wording is used elsewhere. 
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Yes 
No 
 
Copy and paste the question you ask and the options employees can select (max. 500 words). 
 
If yes, what proportion of employees have answered this question on your HR system? 
 
Guidance: 

• This should be from an HR system, not an anonymous staff survey. 

• The proportion should not include those who prefer not to say. 
 
90-100% 
80-89% 
70-79% 
60-69% 
50-59% 
Under 50% 
We do not monitor 
 
Upload an analysis report demonstrating the declaration rate. Note that this must not contain 
individual responses or personally identifiable data.  
 
Provide a brief description of the report you have uploaded (max. 200 words). 
 
6.3 Does the organisation gather data on employee trans status through diversity monitoring 
forms and/or systems? 
 
Guidance: 

• The question wording should be in line with latest good practice. Please speak to your account 
manager if you are unsure of this. 

• You should use the same good practice question wording across all diversity monitoring forms and 
systems. Please state in your description if different question wording is used elsewhere. 

 
Yes 
No 
 
Copy and paste the question you ask and the options employees can select (max. 500 words). 
 
If yes, what proportion of employees have answered this question on your HR system? 
 
Guidance: 

• This should be from an HR system, not an anonymous staff survey. 

• The proportion should not include those who prefer not to say. 
 
90-100% 
80-89% 
70-79% 
60-69% 
50-59% 
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Under 50% 
We do not monitor 
 
Upload an analysis report demonstrating the declaration rate. Note that this must not contain 
individual responses.  
 
Provide a brief description of the report you have uploaded (max. 200 words). 
 
6.4 Does the organisation monitor and analyse success rates from application to appointment 
across the following characteristics? Tick all that apply. 
 
Guidance: 

• This refers to external appointments to the organisation. 

• You should compare applicant diversity forms to new starter diversity forms.  

• Analysis should have taken place in the past two years. 

• A – note that you will only be eligible for marks if you have been awarded marks in 6.1. 

• B – note that you will only be eligible for marks if you have been awarded marks in 6.2. 

• C – note that you will only be eligible for marks if you have been awarded marks in 6.3. 
 
A. Sexual orientation 
B. Gender 
C. Trans status 
D. None of the above 
 
A – upload the most recent report showing analysis by sexual orientation. 
B – upload the most recent report showing analysis by gender. 
C – upload the most recent report showing analysis by trans status. 
 
Note that these must not contain individual responses or personally identifiable data.  
 
Describe who the analysis was seen by and what action was taken (max. 500 words). 
 
6.5 Does the organisation monitor and analyse the number of employees at different pay 
grades across the following characteristics? Tick all that apply. 
 
Guidance: 

• This can be analysis looking at pay grades, pay rates and/or seniority levels.  

• The data should be collected through your HR system, rather than an anonymous staff survey. 

• Analysis should have taken place in the past two years. 

• A – note that you will only be eligible for marks if you have been awarded marks in 6.1. 

• B – note that you will only be eligible for marks if you have been awarded marks in 6.2. 

• C – note that you will only be eligible for marks if you have been awarded marks in 6.3. 
 
A. Sexual orientation 
B. Gender 
C. Trans status 
D. None of the above 
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A – upload the most recent report showing analysis by sexual orientation. 
B – upload the most recent report showing analysis by gender. 
C – upload the most recent report showing analysis by trans status. 
 
Note that these must not contain individual responses or personally identifiable data. 
 
Describe who the analysis was seen by and what action was taken (max. 500 words). 
 
6.6 When running staff satisfaction surveys, does the organisation break down and analyse 
the satisfaction of employees by the following characteristics? Tick all that apply. 
 
Guidance: 

• This can be done by collecting diversity data on a staff satisfaction survey. 

• Data collection and analysis should have taken place in the past two years. 

• A – note that you will only be eligible for marks if you have been awarded marks in 6.1. 

• B – note that you will only be eligible for marks if you have been awarded marks in 6.2. 

• C – note that you will only be eligible for marks if you have been awarded marks in 6.3. 
 
A. Sexual orientation 
B. Gender 
C. Trans status 
D. None of the above 
 
A – upload the most recent report showing analysis by sexual orientation. 
B – upload the most recent report showing analysis by gender. 
C – upload the most recent report showing analysis by trans status. 
 
Note that these must not contain individual responses or personally identifiable data.  
 
Describe who the analysis was seen by and what action was taken (max. 500 words). 
 
6.7 Which of the following activities has the organisation carried out in the last year to improve 
confidence in LGBT monitoring and boost declaration rates? Tick all that apply. 
 
Guidance:  

• A, B and C – communications must be available to all employees, not just your LGBT employee 
network group. 

• D and E – definitions can be included within the questions themselves, with a link to a glossary, or 
within communications promoting the monitoring exercise. 

• Evidence could include screenshots of the relevant communications or monitoring questions.  
 

A. Communicated why LGBT monitoring matters 
B. Provided information about confidentiality and data security 
C. Communicated how previous monitoring exercises have led to improvements 
D. Provided a definition of ‘bi’ that is explicitly inclusive of pan and queer identities 
E. Provided a definition of ‘trans’ that is explicitly inclusive of non-binary identities 
F. None of the above 

 
Upload evidence for each option. 
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Provide a brief description of the communication and how it was shared with employees (max. 200 
words). Please include specific dates or time periods. 
 
The following question is for information gathering purposes only and is not scored. It will 
only be asked if your organisation provides apprenticeships. 
 
6.8 For apprenticeships, does the organisation monitor and analyse success rates from 
application to appointment across the following characteristics? Tick all that apply. 
 
Guidance: 

• You should compare applicant diversity forms to new starter diversity forms.  

• Analysis should have taken place in the past two years. 

• A – note that you will only be eligible for marks if you have been awarded marks in 6.1. 

• B – note that you will only be eligible for marks if you have been awarded marks in 6.2. 

• C – note that you will only be eligible for marks if you have been awarded marks in 6.3. 
 
A. Sexual Orientation 
B. Gender 
C. Trans status 
D. None of the above 
 
A – upload the most recent report showing analysis by sexual orientation. 
B – upload the most recent report showing analysis by gender. 
C – upload the most recent report showing analysis by trans status. 
 
Note that these must not contain individual data. 
 
Describe who the analysis was seen by and what action was taken (max. 500 words). 

 
Section 7: Supply chains 
 
This section examines how the organisation affects change in its supply chain. The questions 
scrutinise the steps taken to ensure suppliers are LGBT-inclusive, from tendering new suppliers to 
monitoring current contracts. 
 
7.1 Before awarding a contract, does the organisation scrutinise the following in the tender 
process? Tick all that apply. 
 
Guidance: 

• This can be limited to more major contracts, but you must explain how contracts are prioritised 
systematically. 

• The description should include how the procurement team is trained to scrutinise each of these 
areas. 
 

A. Whether the potential supplier has a policy that explicitly bans discrimination, bullying and 
harassment based on sexual orientation and gender identity 
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B. Whether the potential supplier monitors incidents of bullying and harassment based on sexual 
orientation and gender identity 

C. Whether the supplier has a transitioning at work policy 
D. Whether the potential supplier has a diversity and inclusion strategy 
E. None of the above 
 
Describe the selected options below (max. 500 words per option). 
 
Describe how teams with procurement responsibilities are trained on these requirements (max. 200 
words). 
 
7.2 When a potential supplier does not meet LGBT inclusion scrutiny, how does the 
organisation respond? Select one option. 
 
Guidance: 

• This can be limited to more major contracts, but you must explain how contracts are prioritised 
systematically. 

• Options A and B are worth an equal number of points. 

• A and B – there should be clear and consistent criteria for when either of these steps will be taken. 
 
A. By not awarding the contract 
B. By requiring improvements as a condition of contract 
C. None of the above 
 
Describe how this decision is reached (max. 500 words). 
 
Option B only: describe how the requirement is enforced (max. 500 words). 
 
7.3 Once a contract is awarded, how does the organisation hold the supplier to account? Tick 
all that apply. 
 
Guidance: 

• This can be limited to more major contracts, but you must explain how contracts are prioritised 
systematically. 

• A – this does not have to be specifically for LGBT related issues but should be inclusive of them. 

• B – this might be internal or external, depending on the nature of the supplier. For example, if they 
employ your frontline staff, this should involve monitoring service user feedback and complaints. 

 
A. Include a broad diversity and inclusion slot in contract monitoring meetings, inclusive of LGBT 
issues 
B. Monitor and analyse LGBT-related feedback on supplier 
C. None of the above 
 
Describe the selected options below (max. 500 words per option). 
 
7.4 In the past year, how has the organisation engaged or collaborated with its suppliers? Tick 
all that apply. 
 
Guidance: 
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• A – this can developing and running training together, or sharing your existing training with the 
supplier. 

• B – for major contracts, this could include inviting procured staff to join your LGBT employee 
network group. 

• C – this should be specific advice that you have given, for example a consultancy session with 
your Diversity & Inclusion team on setting up an LGBT employee network group. This could also 
include period roundtables with your major suppliers on specific topics. 

 
A. Held joint LGBT diversity and inclusion training 
B. Invited suppliers' employees to take part in LGBT employee network group events 
C. Advised on LGBT inclusion initiatives 
D. None of the above 
 
Describe the selected options below (max. 500 words per option). Please include specific dates or 
time periods. 

 
Section 8: External Engagement and Service Delivery 
 
This section comprises of three parts. Part 1 (Community Engagement) examines the outreach 
activity of the organisation and how it supports wider LGBT communities. Part 2 (Sector Engagement) 
examines how the organisation promotes LGBT equality to other organisations in its sector. Part 3 
(Service Delivery) examines how the organisation ensures it meets the needs of its service users or 
customers. 
 
Please choose the option that describes your organisation: 
 
Option 1: Organisation with individual service users, customers, members, or audience members. 
You will complete all questions from 8.1 to 8.12. 
 
Option 2: Organisation without individual service users, customers, members or audience members. 
You will only complete questions 8.1 to 8.4. Note that scores available will be weighted to 
equal option 1. 
 
Part 1: Community Engagement 
 
8.1 In the past year, has the organisation supported LGBT community groups in the following 
ways? Tick all that apply. 
 
Guidance:  

• An LGBT community group could include LGBT Pride organisations, LGBT equality charities, 
LGBT youth groups or grassroots LGBT networks.  

• Your support can be in collaboration with other employers in your sector or region, but you must 
evidence the role of your organisation.  

• Your support can be led by any part of your organisation, including your LGBT employee network 
group. 

• Your support can be directly financial (e.g. event sponsorship) or in-kind (e.g. your digital team 
developing a group’s website)  

26/31 46/51



   
 

27 
 

• For B, C and D, you can evidence supporting a specific initiative within a wider LGBT group (for 
example, for B, funding a bi-specific strand of an LGBT Pride event). 

• D – this should be a group or initiative engaging with LGBT communities that experience multiple 
forms of marginalisation, for example LGBT people of colour, LGBT disabled people or older 
LGBT people. 

• More marks are awarded for higher grades of work. You will be given marks for the highest 
awarded grade for each sub-question (A, B, C, D), but you should provide evidence for all 
applicable grades. 

 

 A. LGBT 
group or 
initiative 

B. Bi-specific 
group or 
initiative 

C. Trans-
specific 
group or 
initiative 

D. 
Intersectional 
group or 
initiative 

Grade 1: One-off financial/in-kind 
support 
 
E.g. Providing space for a group’s 
event 
  

    

Grade 2: Support for one year or 
support of one kind for more than a 
year 

E.g. Funding a local Pride’s series 
of events throughout one year, or 
developing a group’s website for 
multiple years 
  

    

Grade 3: Partnership of a year or 
more with multiple forms of 
support, supporting a group’s long-
term sustainability 
 
E.g. Supporting a group’s 
programme of activity for three 
years, including sponsorship, skill 
sharing and providing event space 
 

    

 
 
Describe each option selected (max. 500 words per option). Please include specific dates or time 
periods. 
 
8.2 In the past year, has the organisation utilised its social media accounts and online 
presence to demonstrate support of the following? Tick all that apply. 
 
Guidance: 
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• This question examines how you demonstrate to the largest possible audience that your 
organisation is committed to LGBT equality. The social media accounts here should be the ones 
with the widest reach. 

• This can be the LGBT employee network group being re-posted by an account with bigger reach.  
 
A. LGBT equality 
B. Bi equality 
C. Non-binary equality 
D. Trans equality 
 
For each selected option: upload screenshots of social media activity. 
 
For each selected option: provide the date of this activity. 
 
8.3 In the past year, has the organisation supported LGBT equality campaigns? 
 
Guidance: 

• This must be an external equality campaign and your support must reach beyond social media 
and internal awareness-raising activities.  

• Examples might include promoting an anti-HBT (homophobic, biphobic and transphobic) bullying 
campaign or taking part in the Rainbow Laces campaign. 

 
Yes 
No 
 
Describe how the organisation has support LGBT equality campaigns (max. 500 words). Please 
include specific dates or time periods. 
 
Part 2: Sector Engagement 
 
8.4 In the past year, has the organisation promoted LGBT equality in its sector? 
 
Guidance: 

• This can include co-organising sector network activity, as well as other Diversity and Inclusion 
initiatives and events.  

 
Yes 
No 
 
Describe how the organisation has promoted LGBT equality in its sector (max. 500 words). Please 
include specific dates or time periods. 
 
Part 3: Service Delivery 
 
8.5 In the past year, has the organisation examined service user or customer journeys to 
ensure there are no barriers to LGBT people accessing products or services? 
 
Guidance:  
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• This should be a formal mapping process of the touch points between the service user/customer 
and the service/product.  

• This should look at a different service user or customer journey to previous submissions within this 
or the last cycle, for example examining a different area of the business. 

 
Yes 
No 
 
Describe the process by which you examined the customer journey (max. 500 words). Please include 
specific dates or time periods. 
 
Describe the outcome and impact (max. 500 words). Please include specific dates or time periods. 

 
8.6 Does the organisation collect LGBT monitoring information on service users or customers 
for the following analysis? Tick all that apply. 
 
Guidance: 

• You should demonstrate how you collect the data and how it is analysed. 

• This should break down the experiences of service users and customers by sexual orientation, 
gender and trans status. 

 
A. Assessing whether LGBT people are accessing your services 
B. Assessing the satisfaction of your LGBT service users in comparison to other groups 
C. None of the above 

 
Copy and paste the questions you ask and the options service users/customers can select (max. 500 
words). 
 
Describe the process of collecting and analysing the data (max. 500 words). 
 
Upload an analysis report from last three years. 
 
8.7 Does the organisation systematically monitor LGBT-related complaints made by service 
users or customers? 
 
Guidance: 

• You should demonstrate how the complaints process is communicated, how you collect the data 
and how it is analysed. 

 
Yes 
No 
 
Describe the process (max. 500 words). 
 
Upload an analysis report from the last year. 
 
8.8 Does the organisation enable non-binary service users or customers to have their 
identities recognised on all systems? 
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Guidance: 

• This might include providing gender options other than male and female and providing gender-
neutral title options, such as Mx.  

• You will only receive a mark for gender-neutral title options if you collect no other gender marker 
data. 

 
Yes 
No 
 
Describe how non-binary identities are recognised on systems (max. 500 words). 
 
8.9 Has the organisation consulted with LGBT service users or customers in the past year to 
tailor services or products to their needs? 
 
Guidance: 

• The consultation should have involved lesbian, gay, bi and trans (including non-binary) service 
users or customers. 

 
Yes 
No 
 
Describe the consultation process (max. 500 words). Please include specific dates or time periods. 
 
Describe the outcome and how services were tailored to the needs of LGBT people (max. 500 words). 
Please include specific dates or time periods. 
 
8.10 What percentage of frontline employees have been trained on the needs of LGBT service 
users or customers? Select the completion rate for the training. 
 
Guidance: 

• The training should reach as many frontline employees as possible and be specific to the services 
they are providing. 

• Content should also include the steps frontline employees can take to eliminate discrimination and 
ensure LGBT service user and customer needs are met. 

• Content should explicitly cover lesbian, gay, bi and trans (including non-binary) identities. 

• Examples of content you could upload are case studies, e-learning screenshots or PowerPoint 
presentations.  

 
A. 76 - 100 per cent 
B. 51 - 75 per cent 
C. 26 - 50 per cent 
D. 1 - 25 per cent 
E. No training completed 
 
Describe how you estimate completion rates (max. 500 words). 
 
Describe the format of the training and the content you have uploaded (max. 500 words). 
 
Upload training content. 
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8.11 Does the organisation have a public-facing policy that bans biphobic, homophobic and 
transphobic discrimination in its services? 
 
Guidance: 

• The policy should clearly state that you will not tolerate discrimination, bullying or harassment 
on the grounds of sexual orientation or gender identity and/or trans identity. These may be 
listed along with other protected characteristics.  

• The policy should cover incidents towards service users from employees, towards employees 
from service users, and between service users. 

• The policy should include clear information about how to report an incident and how 
complaints are handled. 

• The policy does not need to be published as a formal document and could, for example, be 
displayed on your website. 
 

Yes 
No 
 
Upload the policy or relevant screenshots. 
 
Describe where this policy is published and how it is made available to service users (max. 500 
words). 
 
8.12 In the past year, has the organisation communicated or promoted its services or products 
as being explicitly LGBT inclusive? 
 
Guidance: 

• The communication can be digital or physical.  
 
Yes 
No 
 
Describe the reach of the communication (max. 500 words). Please include specific dates or time 
periods. 
 
Upload an example communication. 
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