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Organisation	name

Please	note:	this	is	the	name	that	will	be	used	in	the	Top	100	Employers	report	and	associated	publications
if	your	organisation	receives	an	award.

Imperial	College	London

Which	of	the	following	best	describes	your	sector	type?

Public

Which	sector	best	fits	your	organisation?

Education

Which	part	of	the	UK	is	your	organisation	headquartered	in?

England:	London

What	is	the	postcode	of	your	organisation's	UK	headquarters?

SW7	2AZ

Which	of	the	following	parts	of	the	UK	does	your	organisation	have	offices,	premises	or

branches	in?

Responses	Selected:

England:	London
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How	many	employees	does	your	organisation	have	in	the	UK?

8500

Does	your	organisation	have	apprenticeships	in	the	UK?

Yes

How	many	apprentices	does	your	organisation	have	in	the	UK?

8

Does	your	organisation	have	volunteers	in	the	UK?

No

Section	1:	Policies	and	benefits
In	Progress	 	Last	edited:	15	Sep	2021

Form	for	"Section	1:	Policies	and	benefits"
This	is	my	form.

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.
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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

Describe	the	process,	how	it	is	communicated,	and	what	action	the	feedback	triggers	(max.

500	words).

At	any	time,	any	member	of	staff	may	contact	HR,	the	staff	networks,	or	the	Equality,	Diversity	and
Inclusion	Centre	if	they	wish	to	comment	on,	or	seek	advice	on	the	application	of	a	policy	or	have	any
other	queries	related	to	the	policy.	Where	there	are	comments	concerning	the	message	conveyed	by	the
policy,	these	will	be	escalated	to	the	Head	of	HR	Engagement,	Reward	and	Policy	for	review.

The	trans	staff	policy	draft	was	sent	out	through	the	LGBT	staff	network	mailing	list	for	all	network
members	to	feedback.	Feedback	was	emailed	to	the	staff	member	responsible	for	drafting	the	policy,	and
in	one	case,	the	staff	member	also	met	with	an	individual	to	discuss	the	feedback	in	more	detail.	The
feedback	was	taken	on	board.	Once	the	new	version	of	the	policy	was	finalised,	it	was	communicated
through	the	Staff	Briefing,	the	all-staff	newsletter.

Describe	any	previous	outcomes	of	the	process	(max.	500	words).

The	Equality,	Diversity	and	Inclusion	Centre	used	the	valuable	feedback	received	from	staff	members	on
the	trans	staff	policy	draft	to	amend	the	policy	and	create	a	set	of	guidance	documents.	Staff	feedback
was	also	used	to	gauge	further	changes	needed	to	the	HR	records	system.	The	plan	now	is	to	develop	a
set	of	resources	in	the	form	of	case	studies,	either	real	or	fictional,	of	people's	experiences	and	good
practice	at	the	College	of	supporting	transition.
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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.

Responses	Selected:

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)

F.	Clear	information	about	how	to	report	an	incident	and	how	complaints	are	handled

Upload	the	selected	policies	with	the	relevant	sections	highlighted.

Harassment Bullying and Victimisation Policy.pdf

Filename:	Harassment Bullying and Victimisation Policy.pdf	Size:	208.1	kB

Provide	a	brief	description	of	the	policy/policies	you	have	uploaded	(max.	200	words).

The	harassment	and	bullying	policy	defines	the	ways	in	which	harassment,	bullying	and/or	victimisation
can	occur.	The	policy	provides	guidance	to	resolve	any	problems	should	they	occur,	and	avoid
recurrence,	with	its	main	aim	being	the	prevention	of	harassment,	bullying	and/or	victimisation.

Much	work	has	gone	into	reviewing	this	policy	over	the	past	couple	of	years,	alongside	the	introduction
of	Report	and	Support,	our	new	online	tool	for	disclosing	any	incidents	of	harassmentand	bullying.	The
review	of	the	policy	is	ongoing	and	the	new	version	is	due	to	launch	in	November	2021.
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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’.

Responses	Selected:

A.	Adoption	Policy

B.	Special	or	Compassionate	Leave	Policy

C.	Maternity	Policy

D.	Paternity	Policy

E.	Shared	Parental	Leave	Policy

Upload	the	selected	policies.

Adoption Surrogacy-Policy.pdf

Filename:	Adoption Surrogacy-Policy.pdf	Size:	220.4	kB
Special-Leave.pdf

Filename:	Special-Leave.pdf	Size:	320.0	kB
Maternity Policy-COVID-19-Temporary-Update.pdf

Filename:	Maternity Policy-COVID-19-Temporary-Update.pdf	Size:	254.4	kB
Paternity-Maternity-Support-Leave.pdf

Filename:	Paternity-Maternity-Support-Leave.pdf	Size:	130.2	kB
Shared-Parental-Leave-Policy.pdf

Filename:	Shared-Parental-Leave-Policy.pdf	Size:	281.5	kB
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Provide	a	brief	description	of	the	policy/policies	you	have	uploaded	(max.	200	words).

A.	The	Adoption	and	Surrogacy	policy	grants	leave	to	all	staff	intending	to	adopt	a	child,	or	become	a
parent	through	legal	surrogacy	arrangements.

B.	The	Special	Leave	policy	outlines	special	leave	provisions	available	to	employees	of	the	College.

C.	The	Maternity	policy	grants	leave	to	all	staff	who	are	pregnant.

D.	The	Paternity/Maternity	Support	Leave	policy	outlines	the	provision	of	paternity/maternity	support
leave	which	is	available	to	enable	all	members	of	staff	whose	partners	are	having	a	baby	or	are	adopting
a	child	to	take	time	off	to	support	their	partner.	Paternity/Maternity	Support	Leave	is	also	available	where
a	couple	are	jointly	adopting,	and	the	other	member	of	the	couple	is	taking	Adoption/Surrogacy	leave.

E.	The	Shared	Parental	leave	policy	grants	leave	to	eligible	parents	so	that	they	have	the	opportunity	to
choose	to	share	between	them	the	care	of	their	child	during	the	first	year	following	the	child’s	birth	or
adoption.
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1.4	Does	the	organisation	have	a	trans	inclusion	policy	that	covers	the	following?

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.

Responses	Selected:

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

Upload	the	selected	policies.

Trans-Staff-Policy-(final-Nov-2020).pdf

Filename:	Trans-Staff-Policy-(final-Nov-2020).pdf	Size:	189.6	kB
Guidance-for-an-employee-who-is-transitioning.pdf

Filename:	Guidance-for-an-employee-who-is-transitioning.pdf	Size:	188.0	kB
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Provide	a	brief	description	of	the	policy/policies	you	have	uploaded	(max.	200	words).

The	trans	staff	policy	states	that	the	"the	College	is	fully	committed	to	creating,	consistently	improving,
and	maintaining	a	safe,	welcome	and	inclusive	environment	for	all	our	trans	and	non-binary	staff,
enabling	them	to	work	to	their	full	potential	and	supporting	them	to	have	equal	access	to	the	services
and	facilities	they	need."	The	policy	exists	to	help	put	this	into	practice.

Section	3	of	the	trans	staff	policy,	"Definitions",	gives	information	on	language	and	terminology,	and
Section	5,	"Our	Responsibilities",	includes	a	statement	on	Imperial's	commitment	to	confidentiality	for
trans	staff.	

The	guidance	for	an	employee	who	is	transitioning	includes	guidance	on	facilities	and	dress	code	under
Section	6,	"Once	transition	at	work	begins".

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.

Responses	Selected:

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
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Upload	the	selected	policies.

Guidance-for-an-employee-who-is-transitioning.pdf

Filename:	Guidance-for-an-employee-who-is-transitioning.pdf	Size:	188.0	kB
Guidance-for-managers-to-support-employees-who-are-transitioning.pdf

Filename:	Guidance-for-managers-to-support-employees-who-are-transitioning.pdf	Size:	191.9	kB
Guidance-for-supportive-colleagues.pdf

Filename:	Guidance-for-supportive-colleagues.pdf	Size:	138.0	kB

Provide	a	brief	description	of	the	policy/policies	you	have	uploaded	(max.	200	words).

The	guidance	for	an	employee	who	is	transitioning	helps	staff	members	with	the	process	of	transitioning,
while	recognising	that	the	process	is	highly	individualised	and	should	always	be	led	by	the	employee	who
is	transitioning.	Section	3	provides	information	on	changing	your	name	and	gender	marker	on	workplace
systems.

The	guidance	for	managers	who	are	supporting	employees	who	are	transitioning	helps	line	managers	be
fully	supportive	of	any	staff	they	manage	who	may	wish	to	transition.	It	is	accompanied	by	a	managers'
toolkit	that	provides	a	practical	template	to	guide	discussion	and	acts	as	a	checklist	of	different	things	to
consider	when	a	staff	member	transitions	at	work.

The	guidance	for	supportive	colleagues	includes	definitions	of	key	terms,	information	on	names	and
pronouns,	tips	on	allyship,	and	a	list	of	frequently	asked	questions.

Not	included	in	the	attachments	(as	there	was	only	a	maximum	of	three	attachments	allowed)	is	the
guidance	for	HR	(available	here:	https://www.imperial.ac.uk/media/imperial-college/administration-and-
support-services/equality/public/trans/Guidance-for-HR-to-support-employees-who-are-transitioning.pdf),
which	has	guidance	around	confidentiality:	"Material	that	needs	to	be	kept	relating	to	a	person’s	trans
status	must	be	placed	in	a	sealed	envelope	and	attached	to	a	new	file	with	instructions	such	as
‘Confidential:	HR	Manager	only’	or	‘Confidential:	Head	of	Department/Division	only’."
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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
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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).

In	recognition	of	the	diversity	of	its	community	of	staff,	students	and	visitors,	Imperial	commits	to
ensuring	diversity	of	provision	of	toilet	facilities.

At	present	this	provision	includes	men-only	and	women-only	facilities,	gender-neutral	facilities,	and
accessible	toilets.	As	part	of	our	duty	of	care	to	the	College	community,	we	want	every	person	to	have
access	to	the	facilities	they	feel	most	comfortable	using.	We	also	recognise	the	changing	demographics
of	our	staff	and	students	and	the	dynamics	of	societal	attitudes	to	gender	identity.

As	part	of	our	commitment	to	equality,	diversity	and	inclusion,	we	have	developed	a	policy	for	provision
of	toilet	facilities​	that	aims	to	be	proactive	and	forward-looking.	It	will	inform	the	design	of	new	buildings
and	plans	for	refurbishment	works	in	existing	buildings.	It	has	been	developed	following	consultation	and
has	been	approved	by	the	College's	Equality,	Diversity	and	Inclusion	Strategy	Group,	chaired	by	the
Provost.	

The	policy	is	available	here:	https://www.imperial.ac.uk/equality/governance/policies/toilet/

This	policy	includes	the	commitment	to	increasing	the	provision	of	gender-neutral	toilets	in	each	existing
building	on	campus,	unless	practical	and/or	fiscal	constraints	make	this	impossible.	If	a	building	currently
has	no	gender-neutral	toilet,	opportunity	will	be	sought	through	refurbishment	works	to	create	new
facilities.	The	policy	also	includes	the	commitment	to	the	provision	of	gender-neutral	toilets	in	each	new
building	on	campus.

Out	of	1055	toilets	on	the	South	Kensington	campus	(our	main	and	biggest	campus),	125	are	gender-
neutral	(compared	with	113	accessible	toilets,	394	toilets	for	men,	and	423	toilets	for	women.)

Out	of	2080	toilets	across	all	our	sites,	357	are	gender-neutral	(compared	with	224	accessible	toilets,	688
toilets	for	men,	and	811	toilets	for	women.)
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1.7	Does	your	organisation	provide	healthcare	insurance	to	your	UK	employees?

Your	answer	will	direct	you	to	the	correct	question	for	1.7.

No

1.7	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

Describe	how	you	scrutinised	the	provision	and	what	the	actions	were.	Please	provide	specific

dates	or	time	periods	within	the	last	three	years	(max.	300	words).

We	have	been	scrutinising	the	inclusivity	of	our	mental	health	support	provision	in	general,	not	just	in
relation	to	the	LGBT	community.	We	have	an	Equality,	Diversity	and	Inclusion	Seed	Fund,	and	through
this	a	project	was	funded	to	put	on	mental	health	training	specifically	looking	at	the	BAME	community,
aimed	particularly	at	Mental	Health	First	Aiders	at	the	College.	Going	forward,	we	will	be	offering	similar
training	but	looking	at	LGBT	mental	health.	At	Imperial	we	mark	and	celebrate	Mental	Health	Awareness
Week	every	year	in	May	with	a	range	of	activities	open	to	all	staff.	We	were	aware	that	in	the	past,	we
have	not	offered	LGBT-specific	activities	as	part	of	this	week,	and	we	also	wanted	to	trial	LGBT	mental
health	training,	so	we	put	on	a	session	called	"Mental	health	and	the	trans	community"	organised	with
the	LGBT	mental	health	charity	MindOut	on	14	May	2021.	This	was	attended	by	40	people	and	the
feedback	was	excellent,	so	the	plan	for	2021-22	is	to	arrange	more	LGBT	mental	health	training	sessions
with	MindOut	for	staff	at	the	College,	particularly	marketed	towards	Mental	Health	First	Aiders.
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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.	
•	This	might	also	include	domestic	abuse	policies.

No

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.

No

Section	2:	The	employee	lifecycle
In	Progress	 	Last	edited:	15	Sep	2021

Form	for	"Section	2:	The	employee	lifecycle"
This	is	my	form.
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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.

Responses	Selected:

A.	Advertising	on	or	recruiting	from	LGBT	or	diversity	websites,	fairs	and	events

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

Upload	evidence	for	the	selected	options.

Fynes	Times	advert.docx

Filename:	Fynes	Times	advert.docx	Size:	1.7	MB
Alice	Gast	statement	on	Imperial	Jobs.png

Filename:	Alice	Gast	statement	on	Imperial	Jobs.png	Size:	470.1	kB
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Describe	the	evidence	uploaded	(max.	200	words).

In	June	2021,	the	College	paid	for	an	advert	in	Fyne	Times,	a	LGBT	magazine,	with	a	link	to	our
employment	opportunities.	

The	main	Jobs	webpage	(https://www.imperial.ac.uk/jobs/)	has	a	statement	from	the	President,	Alice
Gast,	on	Imperial's	commitment	to	equality,	diversity	and	inclusion.	This	statement	is	replicated	on	all
jobs	pages	and	packs.	All	job	adverts	also	mention	that	Imperial	is	a	Stonewall	Diversity	Champion.

At	the	top	of	the	Jobs	webpage,	there	is	a	link	titled	"Equality	and	diversity"	which	takes	potential
applicants	to	the	Equality,	Diversity	and	Inclusion	webpages,	where	they	can	find	links	to	the	LGBT
employee	network	group	and	LGBT	inclusion	activities.	Also	prominently	featured	on	the	Equality	website
are	our	resources	for	LGBTQ+	allies.

There	is	also	a	link	on	the	Jobs	webpage	to	the	Diversity	Policy	statement
(http://www.imperial.ac.uk/jobs/policies/).	It	states:	"All	members	of	staff	and	job	applicants	will	receive
equal	treatment	regardless	of	age,	colour,	disability,	ethnic	origin,	gender	reassignment,	marriage	and
civil	partnership,	nationality,	parental	status,	pregnancy	and	maternity,	political	belief,	race,	religion	or
belief	(including	lack	of	belief),	sex,	sexual	orientation,	socio-economic	background,	or	trade	union
membership."

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
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Upload	evidence	of	guidance	or	training.

Recruitment	and	selection	course	excerpts.docx

Filename:	Recruitment	and	selection	course	excerpts.docx	Size:	638.8	kB

Describe	the	format	of	the	guidance	and	the	content	you	have	uploaded	(max.	500	words).

It	is	a	College	requirement	that	all	staff	involved	in	staff	recruitment	and	selection	receive	appropriate
training	and	that	all	College	staff	attend	appropriate	Equality	&	Diversity	training.	This	includes	the
online	Equality	and	Diversity	course	which	covers	awareness	of	LGBTQ+	staff	issues,	language	and
inappropriate	language	and	was	revamped	in	October	2020.	In	addition,	the	face-to-face	and	online
recruitment	courses	include	information	on	the	Equality	Act	2010	and	the	responsibilities	of	recruiters
with	regards	to	legislation.	Training	in	recruitment	is	supported	by	Unconscious	Bias	training	which	takes
place	both	on	the	central	training	programme	and	across	the	College.

The	online	recruitment	information	provided	by	HR	and	the	online	course	includes	information	on	legal
responsibilities	including	the	Equality	Act	2010,	and	Imperial	College	policy:
https://www.imperial.ac.uk/human-resources/procedures/recruiting-staff/recruitment-and-selection-
procedure/.	The	face	to	face	training	recruitment	builds	on	this	material	and	consists	of	an	actual	job
description	that	delegates	go	through	and	all	the	different	criteria	and	scoring	systems	that	delegates
need	to	use.

The	online	course	was	updated	in	early	2021	to	include	a	case	study	based	on	trans	inclusion/gender
identity.	This	case	study	has	been	uploaded.	Through	the	multiple	EDI	case	studies	on	the	course,	staff
are	led	to	think	carefully	about	biases	and	assumptions,	what	constitutes	discrimination,	and	how	to
reduce	and	avoid	bias	and	discrimination	against	diverse	applicants	during	the	recruitment	process.
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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.

Responses	Selected:

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

Upload	evidence	for	the	selected	options.

Induction	evidence.docx

Filename:	Induction	evidence.docx	Size:	2.5	MB

Briefly	describe	the	induction	process	and	at	what	point	the	new	starter	receives	the	above

information	(max.	500	words).

All	new	starters	receive	a	copy	of	the	College's	core	terms	and	conditions	along	with	their	contract,	which
they	are	expected	to	read	before	they	sign	the	contract.	There	is	a	section	in	the	terms	and	conditions	on
equal	opportunities	which	states	that	the	College	will	"promote	a	working	environment	where	factors
such	as	age,	race,	colour	of	skin,	ethnic	or	national	origins,	marital	status,	gender,	disability,	religion	or
belief,	socio-economic	background,	parental	status,	trade	union	membership,	sexual	orientation,	those
who	identify	as	trans,	those	who	identify	as	gender	neutral,	do	not	affect	treatment	or	progression."

New	starters	are	also	linked	to	key	policies	and	procedures	on	this	webpage:
https://www.imperial.ac.uk/staff/new-staff/before-you-start/key-policies-and-procedures/	It	is	noted	in
staff	contracts	that	all	staff	are	required	to	"familiarise	yourself	and	act	in	accordance	with	the	following
key	policies	and	procedures	which	form	part	of	the	College's	core	terms	and	conditions	of	service."	When
clicking	on	the	family	leave	policies,	for	example,	staff	members	will	see	that	the	family	leave	page
states	that	"All	family	leave	policies	apply	to	staff	irrespective	of	gender	identity,	sexual	orientation,
gender	expression,	biological	sex	or	if	you	are	transitioning."
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The	College	has	an	Imperial	Essentials	programme	for	all	new	staff	(https://www.imperial.ac.uk/staff/new-
staff/essentials/).	As	part	of	this,	all	staff	must	complete	the	Equality,	Diversity	and	Inclusion	at	Imperial
online	course,	which	flags	that	the	College	has	a	dedicated	LGBTQ+	staff	network	and	highlights
information	and	support	relating	to	gender	identity	and	sexual	orientation	equality.	This	process	is
embedded	within	the	probation	process,	and	line	managers	must	sign-off	completion	of	the	Imperial
Essentials	activity.	For	Professional,	Technical	&	Operational	staff	this	is	at	6	months	and	for	academic
staff	they	are	expected	to	complete	Imperial	Essentials	within	the	first	6	months,	even	though	their
probation	period	is	longer.

In	addition,	new	starters	are	linked	to	the	Imperial	Expectations	framework	which	guides	the	behaviours
of	all	our	staff:	http://www.imperial.ac.uk/human-resources/working-at-imperial/imperial-expectations/.
This	includes	the	Expectation	to	encourage	inclusive	participation	and	eliminate	discrimination.	Imperial
Expectations	are	embedded	within	all	staff	policies,	recruitment	and	promotion	processes	as	well	as	staff
training.

The	commitment	to	equality,	diversity	and	inclusion	is	highlighted	within	Imperial	Insights,	the	College
welcome	event	which	happens	termly	and	to	which	all	new	staff	are	individually	invited:
https://www.imperial.ac.uk/staff-development/learning-and-development-
centre/courses/ipd/courses/imperial-insights/.	This	event	is	delivered	by	members	of	the	senior
leadership	team	including	President	Alice	Gast,	and	the	College	commitment	to	equality,	diversity	and
inclusion	is	embedded	within	the	programme.	Professor	Stephen	Curry,	the	Assistant	Provost	for	Equality,
Diversity	and	Inclusion,	regularly	presents	at	this	event	and	highlights	EDI	issues.	All	attendees	of
Imperial	Insights	are	encouraged	to	join	the	LGBTQ+	staff	network,	which	is	one	of	the	exhibitors	at	the
Insights	event,	so	attendees	can	also	meet	network	representatives	in	person	at	this	event.	Slides	from
the	Insights	programme	are	included	in	the	uploaded	evidence.
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2.4	Does	the	organisation	enable	non-binary	employees	to	have	their	identities	recognised	on

all	employee-facing	workplace	systems?

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.

Yes
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Describe	how	non-binary	identities	are	recognised	on	workplace	systems,	including	at	least

two	examples	(max.	500	words).

Staff	are	able	to	use	the	gender-neutral	title	Mx	on	the	staff	records	system.

To	monitor	those	employees	who	identify	as	non-binary,	the	'My	Details'	section	on	the	Imperial	College
Information	System	(ICIS),	through	which	staff	members	can	provide	or	amend	their	personal	details,
asks	the	following:

Question
Is	your	gender	identity	the	same	as	the	gender	you	were	originally	assigned	at	birth?
Answer	options	include:
No
Prefer	not	to	say/	Information	refused
Yes

Question
What	is	your	preferred	identity,	if	different	to	your	legal	gender	above?
Answer	options	include
Female
Male
Non-binary	or	neutral
Other
Pan	or	polygender
Prefer	not	to	say
If	they	have	ticked	Other	then	there	is	an	additional	question	asking	them	to	specify	how	they	identify.

Staff	are	able	to	log	into	this	system	by	themselves	at	any	time	and	change	their	title	and	their	answers
to	the	above	questions	whenever	they	would	like.

The	same	questions	are	asked	on	the	Diversity	Monitoring	form	in	job	applications.
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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.

A.	Organisational	policy	and	legislation	(bronze
award	requirement)

26-50%

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

26-50%

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

26-50%

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

26-50%

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

26-50%

F.	A	clear	route	for	feeding	back	on	the	inclusion	or
representation	of	employees’	identities	in	the
training

26-50%
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Describe	how	you	estimate	completion	rates	(max.	500	words).

For	the	Equality,	Diversity	and	Inclusion	online	course,	all	staff	take	a	test	at	the	end	of	the	course	and
those	who	pass	with	a	score	of	over	60%	are	recorded	on	the	online	learning	management	system	as
having	successfully	attended	the	course.

For	in-person	courses,	attendees	enrol	onto	the	course	online.	The	enrolment	is	used	to	generate	a
participant	list	for	the	day	the	courses	are	run.	The	participants	list	is	then	checked	on	the	day	of	the
training	to	make	a	record	of	who	actually	attended	the	course.	This	attendee	list	is	used	to	change	a
person's	enrolment	status	on	the	online	learning	management	system	to	show	that	they	have
successfully	attended	a	course.

Attendance	reports	for	a	course	over	a	period	of	time,	e.g.	a	year	or	6	months	or	over	18	months,	can
then	be	generated	by	the	system.

The	course	has	been	completed	by	around	30%	of	staff	(over	2,500	people).



29	/	116

Describe	the	format	of	the	training	and	the	content	you	have	uploaded	(max.	500	words).

Screenshots	from	the	online	Equality,	Diversity	and	Inclusion	(EDI)	at	Imperial	course
(http://www.imperial.ac.uk/equality/support-for-staff/training/)	have	been	uploaded.	This	course	is
compulsory	for	new	starters	and	recommended	for	all	employees.	It	is	an	online	e-learning	course	that
learners	can	take	at	their	own	pace,	with	a	test	at	the	end.	It	usually	takes	staff	about	2	hours	to
complete.	It	has	a	section	on	"EDI	and	the	law"	and	"The	implications	of	discrimination",	as	well	as	a
section	on	"Bullying,	harassment,	and	sexual	violence".	There	is	a	section	on	"Being	an	ally"	which
encourages	staff	to	speak	out	against	any	bigoted	behaviour,	with	a	link	to	further	resources	that	include
LGBTQ+	ally	webpages.	

The	section	"What	are	the	challenges	facing	LGBTQ+	staff	and	students?"	contains	information	on
homophobic,	biphobic	and	transphobic	discrimination,	bullying	and	harassment	and	the	impact	this	has
on	individuals.	This	section	also	includes	information	about	bullying	and	harassment	experienced	by
BAME	LGBTQ+	people.	The	section	"Trans	staff	at	Imperial"	includes	a	case	study	about	a	non-binary
member	of	staff	who	experiences	transphobic	harassment,	with	questions	to	help	learners	understand
how	to	identify	transphobic	harassment,	how	to	challenge	it,	and	how	to	report	it.	There	is	also	a	video
scenario	on	sexual	orientation	where	somebody	challenges	homophobic	comments	during	a
conversation.	

At	the	end	of	the	course,	after	participants	have	completed	the	test,	they	are	sent	an	email	with	a	link	to
the	course	evaluation	form,	which	asks	them	for	feedback.	They	can	use	this	avenue	to	raise	any
comments	about	the	inclusion	or	representation	of	identities	in	the	training.

Upload	evidence	for	selected	options.

Training	on	compliance	with	discrimination.docx

Filename:	Training	on	compliance	with	discrimination.docx	Size:	3.6	MB
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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.

Responses	Selected:

A.	Information	about	LGBT	identities	and	experiences	(bronze	award	requirement)

C.	Information	about	trans	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
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Upload	evidence	for	selected	options.

Staff	briefing	-	LGBT	History	Month.png

Filename:	Staff	briefing	-	LGBT	History	Month.png	Size:	348.5	kB
Staff	briefing	-	trans	staff	policy.png

Filename:	Staff	briefing	-	trans	staff	policy.png	Size:	306.6	kB
Staff	briefing	-	LGBT	info	and	pronouns.png

Filename:	Staff	briefing	-	LGBT	info	and	pronouns.png	Size:	622.4	kB
Staff	briefing	-	Pride	Month.png

Filename:	Staff	briefing	-	Pride	Month.png	Size:	378.9	kB

Provide	date	for	option	A:

26	Feb	2021

Provide	date	for	option	C:

16	Dec	2020

Provide	date	for	option	E:

29	Jan	2021

Provide	date	for	option	F:

16	Dec	2020
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Provide	date	for	option	G:

26	Feb	2021

2.7	Does	the	organisation	proactively	recognise	contributions	to	LGBT	inclusion	activity	during

employee	performance	appraisals?

Guidance:
•	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
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Describe	the	exit	interview/survey	process	and	how	LGBT	issues	would	be	identified	or	raised

(max.	200	words).

The	College	currently	has	a	leaver’s	process	which	applies	to	all	staff	(http://www.imperial.ac.uk/human-
resources/procedures/leaving-employment/).	This	process	includes	an	anonymous	exit	survey	that	is	sent
to	all	staff,	and	the	option	to	have	an	exit	interview.

The	exit	survey	is	currently	under	review.	A	member	of	the	Equality,	Diversity	and	Inclusion	Centre	team
who	identifies	as	part	of	the	LGBTQ+	community	is	on	the	project	group	reviewing	the	exit	survey.	The
group	are	working	to	ensure	that	clear	questions	will	be	asked	about	discrimination	and	bullying	and
harassment,	and	that	a	robust	process	for	following	up	on	any	information	gathered	will	be	implemented
in	order	to	prompt	a	greater	understanding	of	the	experience	of	all	staff,	including	staff	identifying	as
LGBTQ+,	within	the	organisation.

Describe	how	any	issues	raised	would	be	acted	upon	by	the	organisation	(max.	200	words).

Information	gathered	through	this	process	will	be	shared	between	line	managers	and	Senior	HR
Managers	in	order	to	raise	awareness	of	any	themes	and	to	ensure	ownership	of	concerns	that	are
raised.	EDIC	and	the	Assistant	Provost	for	Equality,	Diversity	and	Inclusion	would	also	be	included	in	this
process	if	there	was	information	that	the	organisation	needed	to	be	aware	of	and	act	upon.

The	following	question	is	for	information	gathering	purposes	only	and	is	not	scored.

2.9	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.

No

The	following	question	is	for	information	gathering	purposes	only	and	is	not	scored.
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2.10	When	advertising	for	its	apprenticeships,	does	the	organisation	run	initiatives	to

specifically	attract	LGBT	job	seekers?

Guidance:	
•	Please	only	answer	this	question	if	the	organisations	has	apprenticeships	in	the	UK	
•	This	might	include	LGBT-specific	content	in	recruitment	materials	or	advertising	at	LGBT-specific	events.

No

Section	3:	LGBT	employee	network	group
In	Progress	 	Last	edited:	15	Sep	2021

Form	for	"Section	3:	LGBT	employee	network	group"
This	is	my	form.

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)

Upload	the	group's	terms	of	reference.

Imperial-600-Steering-group-terms-of-reference-and-membership-2020-21.pdf

Filename:	Imperial-600-Steering-group-terms-of-reference-and-membership-2020-21.pdf	Size:	130.6	kB
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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.

Responses	Selected:

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
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Describe	the	support	provided	and	how	it	is	communicated	to	the	network	(max.	200	words

per	option).

A.	Imperial	600	is	provided	with	a	£2500	budget	and	the	amount	of	the	budget	is	communicated	to	the
co-chairs	at	the	start	of	the	financial	year.	Sometimes	money	is	provided	over	the	budget	as	well,	for
example	the	Assistant	Provost	(Equality,	Diversity,	and	Inclusion)	may	also	be	able	to	help	fund
initiatives.

B.	The	network	is	provided	with	an	Executive	Sponsor	who	is	a	senior	leader.	The	current	Executive
Sponsor	is	Imperial's	Vice-Provost	(Research	and	Enterprise).

C.	Committee	members	are	allowed	one	day	a	month	to	carry	out	network	group	activity.	Line
management	actively	supports	staff	volunteerism	to	support	the	workings	of	the	Imperial	600	network.

D.	The	EDI	Centre	had	an	external	facilitator	deliver	sessions	for	the	staff	network	co-chairs	to	help	them
develop	as	co-chairs	and	guide	their	work	for	the	future.	Skills	training	courses	are	regularly	promoted	to
members	through	the	network	newsletter	and	Microsoft	Teams	channel.

E.	Network	members	were	given	priority	along	with	other	diversity	staff	networks	in	the	Reverse
Mentoring	scheme	to	train	and	become	Reverse	Mentors.	Leadership	and	professional	development
programmes	are	regularly	promoted	to	members	through	the	network	newsletter	and	Microsoft	Teams
channel.	Network	co-chairs	are	offered	places	on	relevant	leadership	conferences,	including	the	Dods
Fostering	Staff	Networks	&	ERGs:	Engaging	Staff	&	Driving	Business	Goals	Conference	on	23	June	2021.

F.	Imperial	has	in	the	past	offered	to	pay	for	Stonewall	Conference	places	for	the	network	and	will
continue	to	do	so	in	the	future.
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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.

Responses	Selected:

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
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Describe	the	activities	you	have	undertaken	(max.	200	words	per	option).

A.	The	EDI	Centre	created	a	new	webpage	on	"How	to	be	a	bi	ally"	in	October	2020,	which	has	been
shared	by	the	network	to	all	its	members	via	the	newsletter	and	network-specific	social	media	channels.
The	network	also	actively	promoted	Bi	Visbility	Day.

B.	A	trans	inclusion	open	meeting	was	held	in	July	2020	to	consult	with	network	members	on	trans
issues.	The	EDI	Centre	created	a	new	webpage	on	"How	to	be	a	trans	and	non-binary	ally"	in	October
2020,	which	has	been	shared	by	the	network	to	all	its	members	via	the	newsletter	and	network-specific
social	media	channels.

C.	The	network	actively	promotes	itself	as	such	as	part	of	all	events	and	digital	communications,
leveraging	content	from	EDIC	and	Stonewall	whenever	possible,	and	holding	intersectional	events,	for
example	jointly	with	the	BAME	staff	network.	In	the	new	network	strategy,	one	of	the	five	key	aims	is
supporting	intersectionality	and	coordination,	and	there	is	a	statement	on	why	a	commitment	to
intersectionality	is	important.

An	excerpt	from	the	statement:	"Minority	groups	within	the	LGBTQ+	community	are	disproportionately
affected	by	discrimination	and	harassment.	We	are	allies	for	minority	groups	within	our	community	and
ensure	their	voices	are	heard,	and	work	with	College	leadership	to	advocate	publicly	and	with
government	when	required.	The	impact	of	discrimination	and	harassment	can	be	felt	most	keenly	by
LGBTQ+	people	who	are	also	members	of	other	minorities	or	who	have	other	protected	characteristics.
We	explore	and	identify	intersectional	issues,	and	we	champion	the	rights	of	other	minority	groups	as
allies	ourselves."

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

•	Your	description	should	include	how	you	identified	which	marginalised	or	underrepresented	groups	to
focus	your	strategy	on.	This	might	include	insights	from:	
-	LGBT	network	group	membership	and	event	attendance	
-	LGBT	network	group	satisfaction	surveys	
-	Employee	satisfaction	surveys	
-	WEI	Staff	Feedback	Questionnaire	report	
-	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):	
-	Introducing	an	inclusion	rep	
-	Holding	events	within	working	hours	
-	Holding	regular	alcohol-free	social	events	
-	Holding	events	at	accessible	venues	
-	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

Upload	your	strategy	document.

Imperial	600-Strategy	Document	2021-2024-Final	24052021.pdf

Filename:	Imperial	600-Strategy	Document	2021-2024-Final	24052021.pdf	Size:	709.4	kB

Describe	how	the	strategy	was	formulated,	actions	the	network	has	taken	so	far	and	outcomes

so	far	(max.	500	words).

The	strategy	was	created	by	the	network	co-chairs.	A	senior	group	of	network	members,	as	well	as	the
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Equality,	Diversity	and	Inclusion	Centre	and	the	Assistant	Provost	(Equality,	Diversity	and	Inclusion),	were
consulted	in	the	drafting	of	the	strategy.	Finally,	a	network	meeting	was	held	to	present	the	strategy
outline	to	members	and	all	network	members	were	invited	to	feedback	on	the	strategy	draft	before	it
was	finalised.

Marginalised	groups	of	special	focus:	BAME	LGBT	people,	bi	people,	LGBT	people	with	accessibility
needs,	non-binary	people,	LGBT	parents,	LGBT	carers,	and	LGBT	people	with	religious	beliefs	that	do	not
permit	the	consumption	of	alcohol.

Network	group	membership	and	event	attendance	made	it	clear	that	these	was	both	an	interest	in,	and
need	for,	better	focus	on	intersectional	programming	and	outreach.	The	network	have	been	actively
engaging	in	the	promotion	of	and	participation	in	awareness	events	that	give	underrepresented	groups	a
platform.	Finally,	they	have	worked	with	Human	Resources	to	make	sure	LGBT	parents	were	well
informed	of	college	resources	available	to	them.

Examples	of	actions	taken,	and	underway:
1.	Joint	events	with	Imperial	As	One,	the	BAME	staff	network,	to	create	a	dialogue	around	the	intersection
of	LGBTQ+	and	BAME	identities.
2.	The	network	has	worked	with	the	College’s	Equality,	Diversity	and	Inclusion	Centre	to	create	content
around	how	to	be	an	effective	ally	to	different	and	underrepresented	groups	like	trans	and	bi	staff,	and
actively	promoted	the	content	to	the	Imperial	600	network	and	on	social	and	web	media	channels	as
well.
3.	The	network	has	participated	in	student	union-led	events	that	aimed	to	showcase	a	diverse	set	of
profiles,	and	particularly	that	of	bi	and	BAME	professionals.
4.	Only	one	of	the	network's	digital	events	included	alcoholic	beverages,	and	this	was	an	online	social
quiz	event	held	during	what	would	have	been	Pride	2020.	All	digital	events	since	then	have	not	included
any	socialising	that	included	the	consumption	of	alcohol.	There	have	always	been	in-person	socialising
events	in	the	past	that	did	not	include	alcohol,	and	there	will	be	again	once	in-person	gatherings	are
being	held	more	regularly	post-lockdown.
5.	Events	in	the	past	year	have	taken	place	during	the	day,	which	ensured	those	with	children	and	carer
responsibilities	did	not	have	to	miss	out.
6.	None	of	the	network's	events	were	held	during	major	holidays.
7.	All	face-to-face	events	that	happened	before	the	first	2020	lockdown	were	offered	in	mobility-impaired
friendly	spaces.
8.	Inclusion	reps	are	being	introduced,	including	a	bi	rep,	a	trans	and/or	non-binary	rep,	a	BAME	LGBTQ+
rep,	and	a	disability	LGBTQ+	rep.	
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One	of	I600's	long-term	goals	in	the	strategy	is	to	organise	sub-committees	or	‘networks	within	the
network’	to	provide	targeted	engagement	and	support	for	underrepresented	groups	such	as	LGBTQ+
BAME	staff	and	postgraduate	students,	bisexual	staff	and	postgraduate	students,	and	trans	and	non-
binary	staff	and	postgraduate	students,	so	they	have	a	dedicated	safe	space	in	which	to	participate	in
the	broader	Imperial	600	programming	and	activity	line-up.

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).

Responses	Selected:

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
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Describe	the	options	selected	(max.	200	words	per	option).

A.	It	is	explicitly	stated	on	the	Imperial	600	website	(https://www.imperial.ac.uk/equality/staff-
networks/imperial-600/about-us/)	that	the	network	provides	a	confidential	point	of	contact	for	staff	to
raise	issues	or	to	discuss	any	concerns	they	may	have	in	relation	to	LGBTQ+	issues.

B.	The	network	links	to	College	support	services	for	bullying	and	harassment	on	its	website.	The	network
has	a	dedicated	email	inbox	for	all	Imperial	600	members,	as	well	as	multiple	social	media	channels
through	which	members	can	seek	support	and	guidance	beyond	that	provided	by	central	Human
Resources,	to	address	reports	of	homophobic,	biphobic	and	transphobic	bullying	and	harassment.	The	co-
chairs	are	also	accessible	to	all	members	of	the	network	to	discuss	these	issues	confidentially	as	well.

C.	The	network	is	frequently	consulted	on	relevant	College	policies.	The	network	co-chairs	are	members
of	the	Equality,	Diversity	and	Inclusion	Forum.	They	have	been	active	participants	and	advocates	for	the
creation	of	a	gender-neutral	bathroom	policy.	No	new	policy	issues	have	been	raised	this	year,	but	the
network	Co-Chair	Joël	McConnell	did	present	a	book	review	on	the	book	“Cynical	Theories”	and	tabled	the
topic	of	the	“new	intolerance”	–	and	specifically	intolerance	of	EDI	on	university	campuses.	Vigilance	is
key,	and	the	Imperial	600	is	encouraging	vigilance	on	the	broader	EDI	front.
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Describe	at	least	two	measures	in	place	and	how	they	are	formalized	(max.	500	words).

Since	the	beginning	of	the	pandemic,	all	network	events	have	moved	online,	but	even	prior	to	that,	some
activities	and	events	were	already	held	online.	Going	forward,	the	network	will	continue	to	commit	to
holding	a	portion	of	events	online,	even	when	the	majority	of	staff	are	no	longer	working	from	home.

The	network	has	used	the	webinar	format	for	the	past	year	(even	pre-Covid)	as	a	way	to	provide
quarterly	updates,	giving	a	round-up	of	network	activities	that	everyone	can	tune	into	no	matter	where
they	are.	The	network	also	sends	out	regular	newsletters	to	the	membership,	sharing	news	from	across
the	network,	the	university,	and	promoting	relevant	off-campus	programming	too.	The	co-chairs	also
engage	with	the	network	on	social	media	using	a	Twitter	account	and	a	dedicated	LinkedIn	group,	and
recently	started	a	dedicated	group	in	Microsoft	Teams.

In	pre-pandemic	times,	the	network	regularly	visited	each	campus	physically	to	distribute	rainbow
lanyards	to	members,	setting	up	a	stall	at	each	campus	when	visiting	to	promote	the	visibility	of	the
network.	This	will	continue	to	happen	once	the	majority	of	people	begin	working	on	campus	again.

The	network	has	been	providing	pre-recorded	content	to	all	members	digitally,	for	example	two	external
sessions	with	speakers	from	the	private	sector	and	another	higher	education	institution	in	the	US	(again
recorded	pre-Covid).	The	idea	was	to	offer	high-quality	and	insights	content	that	could	be	made	available
on	demand.	The	two	sessions	and	speakers	were:	"Intersectional	Diversity	and	Tips	On	Community
Engagement	from	Duke	University’s	Fuqua	School	of	Business"	featuring	Stephanie	Robertson,	Director
of	Community	Engagement	and	Inclusion	at	Duke	University	(https://vimeo.com/391001669),	and
“Community	Engagement	and	EDI-Focused	Networking:	The	PRIDE	Network	at	JP	Morgan”	featuring	Loïc
Choquet,	Executive	Director	at	JP	Morgan	(https://vimeo.com/391949395).
Digital	interviews	with	LGBTQ+	staff	network	members	have	also	been	pre-recorded	and	uploaded	as
part	of	the	"Out	at	Imperial"	series	(for	example:	https://www.youtube.com/watch?v=72AQfE7cLGQ).	This
series	is	expected	to	continue	to	grow	in	the	future	in	this	digital	format.

Where	possible,	with	the	speakers'	permission,	live	events	are	recorded	and	distributed	online.	Even	in
the	past,	when	events	were	held	on	the	main	South	Kensington	Campus,	the	network	tried	wherever
possible	to	livestream	and/or	record	events	so	that	they	could	be	enjoyed	by	staff	on	other	campuses	or
working	in	other	locations.

Section	4:	Empowering	individuals
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Describe	how	inclusion-based	objectives	are	implemented	across	all	roles	(max.	500	words).

The	PRDP	(Personal	Review	and	Development	Plan)	form,	which	forms	part	of	our	appraisal	process,	asks
all	staff	about	“Contribution	to	Imperial	community	including	promotion	of	Imperial	Expectations	and
support	for	equality,	diversity	and	inclusion”.

One	of	the	Imperial	Expectations,	which	guide	the	behaviour	of	all	staff,	is	"Encourage	inclusive
participation	and	eliminate	discrimination".	The	examples	given	under	this	expectation	are	as	follows:

"You	treat	individuals	with	respect.
You	support	team	working	and	involve	others	in	team	activities	–	formal	and	informal.
You	challenge	behaviour,	actions	and	words	that	do	not	support	the	promotion	of	equality	and	diversity.	
You	comply	with	legal	requirements	and	organisational	policies."

The	Executive	Sponsors	for	all	the	staff	networks,	including	the	LGBTQ+	staff	network,	are	chosen	from
the	Senior	Leadership	team	(Provost's	Board	and	President's	Executive	Group).	They	all	agree	to	job
descriptions	for	their	roles	as	Executive	Sponsors.	The	requirements	of	the	role	include:

"Inform	and	inspire	others	to	commit	to	equality	and	diversity."
"Promote	and	support	equality	and	diversity	events."

The	College	has	been	developing	a	suite	of	core	values	that	will	guide	our	behaviour	as	a	community.
These	were	agreed	in	the	summer	of	2021:	Respect,	Collaboration,	Excellence,	Integrity,	Innovation.
Inclusion	will	be	a	key	part	of	these	values,	especially	Respect.	The	values	will	be	launched	in	October
2021,	and	with	the	implementation	of	the	values,	there	will	be	leadership	training	to	ensure	that	senior
leaders	and	line	managers	embed	these	values	within	their	areas	and	roles.

Section	6:	Monitoring
In	Progress	 	Last	edited:	24	Sep	2021

Form	for	"Section	6:	Monitoring"
This	is	my	form.
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Incomplete

Form	for	"Additional	awards"
This	is	my	form.

Additional	awards	(optional)

The	following	awards	will	be	given	to	outstanding	individuals	and	network	groups	who	have	contributed
significantly	to	LGBTQ+	equality,	both	within	their	workplace	and	the	wider	community.	

The	nominations	are	longlisted	by	Stonewall’s	Workplace	team	and	then	shortlisted	and	awarded	by	an
internal	Stonewall	panel.	Award	winners	are	profiled	in	Stonewall’s	Top	100	Employers	publications.	

Individuals	and	network	groups	can	still	receive	an	award	even	if	their	organisation	doesn’t	achieve	a	Top
100	ranking	or	Gold/Silver/Bronze	Employer	award.








