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Welcome to Stonewall’s Top 100  
Employers 2013, our ninth annual 
guide to Britain’s top gay-friendly 
employers. Each year we receive 
hundreds of submissions to the 
Workplace Equality Index, our 
annual audit of workplace culture 
for gay staff, and it is our great 
honour to showcase the progress 
being made in so many workplaces 
towards full equality for Britain’s 
1.7 million lesbian, gay and 
bisexual employees.

In a climate in which every business, charity and public body 
must find ways of doing more with less, no employer can afford 
to ignore the most critical resource of all – their workforce. 
Research shows that lesbian, gay and bisexual employees are 
more productive, creative, loyal and successful when they have 
the confidence, support and security to truly be themselves  
at work. 

By taking consistent and meaningful action to address working 
cultures, the employers featured in this guide recognise that 
unlocking the full potential of their employees must mean 
recognising the strength of their diversity. The comprehensive 
and stringent criteria of the Workplace Equality Index challenges 
employers to address and improve their own practices. 

Congratulations to all of the employers featured in our 2013 
Top 100. By seeking to recruit, develop and retain the very best 
talent regardless of sexual orientation, they are helping to make 
British workplaces fair and equal in our lifetime.

Ben Summerskill 
Chief Executive

Foreword
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2013 marks a decade since  
Britain’s 1.7 million lesbian, gay 
and bisexual (LGB) employees 
have been legally protected from 
discrimination and harassment 
at work. With the security and 
confidence afforded by the 
protection of the law, lesbian, 
gay and bisexual people are now 
choosing to take their skills, energy 
and talent to workplaces where 
they are more than just ‘tolerated’. 

Groundbreaking research conducted by Stonewall has shown 
that LGB people who can be open about their sexual orientation 
at work are more productive, creative and loyal. That’s why 
many of Britain’s most successful businesses and public service 
providers are taking action to help their gay employees bring 
their whole selves to work and perform at their best. 

This report showcases the businesses, charities and public bodies 
doing the most to tackle discrimination and promote healthy  
and supportive workplaces for their gay staff. Stonewall’s Top 
100 Employers is the definitive list of Britain’s gay-friendly 
employers, compiled from submissions to the annual Workplace 
Equality Index. Now in its ninth year, the Index is a free tool 
for employers to measure their efforts in creating inclusive 
workplaces for LGB employees. It assesses employers’ activities in 
a comprehensive survey of policy and practice – from promoting 
the visibility of senior LGB role models to guaranteeing access 
to benefits for same-sex partners and training employees on 
discrimination issues. 

This year 376 employers entered the Index, collectively 
employing more than 2 million people. The 100 submissions 
with the highest scores – those doing most to create a safe and 
inclusive environment for their employees, customers, service 
users and stakeholders – are listed overleaf. 

Using our challenging, in-depth criteria first updated in 2012, 
the Workplace Equality Index 2013 is the most authoritative 
review of LGB equality in Britain’s workplaces ever undertaken. 
By surveying the experiences of the entrants’ LGB employees, 
Stonewall has been able to recognise the top ranking employers 
for having demonstrated significant improvement in their LGB 
employees’ lived experiences. 

Stonewall has been working with Britain’s leading employers  
for gay staff as part of our Diversity Champions programme  
since 2001, and the Index is actively marketed to the 
programme’s 600 members. Every one of the Top 100 Employers 
listed in this booklet are members of the Diversity Champions 
programme and we are delighted to recognise the continuing 
progress of organisations striving to achieve the full potential  
of all their staff. 

Distribution of scores, 2013 
The Workplace Equality Index is marked out of a total of 200 
points. Each section of the Index is weighted for its impact on 
organisational culture. This year, scores ranged between 24  
and 190 and a score of 137 was needed to reach the Top 100.  
The average score for employers in the Top 100 was 157 points 
and the average score of all submissions was 98 points. 
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Methodology 

The Stonewall Top 100 Employers 
is compiled from submissions to 
the Workplace Equality Index. Now 
in its ninth year, the Index is a free 
and comprehensive benchmarking 
tool for employers to measure 
their efforts to create inclusive 
workplaces for lesbian, gay and 
bisexual employees. 

Entrance 
The Index is free to enter for any British employer. The majority 
of entrants are members of Stonewall’s best practice employers’ 
programme, Diversity Champions. As well as demonstrating a 
commitment to LGB equality, membership of the programme 
gives employers access to tailored advice, support and 
benchmarking data to help them progress towards full equality 
for gay staff. 

Criteria 
Submissions to the Index are assessed against 25 questions 
across eight areas of good practice: 
–  employee policy
–  employee engagement
–  staff training and development
–  monitoring
–  supplier policy
–  LGB community engagement
–  the ‘pink plateau’ 
–  additional evidence and staff feedback. 

The full criteria used in each section, along with case studies 
from Britain’s top gay-friendly employers, are explored in depth 
on pages 12 to 23.

Global criteria 
For the second year running, Stonewall set additional criteria 
for global employers, to recognise support for LGB employees 
worldwide. 

The criteria cover topics that range from global non-
discrimination policy to worldwide partner benefits and 
relocation support. Twenty-one submissions were made to the 
global criteria, and these were assessed and ranked alongside 
the entrant’s score in the main Workplace Equality Index.

Assessment 
Employers submit written responses to the criteria set by 
Stonewall, accompanied by supporting evidence. Stonewall  
then assesses and awards them marks out of a maximum of  
200 points. Where supporting evidence is not provided, credit 
cannot be awarded. To guarantee rigour in compiling the  
Top 100 Employers, every employer is assessed twice – first by 
Stonewall’s Workplace team, and second by our policy experts. 

Finally, to ensure full scrutiny of the submission, a sample of 
employers are selected at random for a face-to-face consultation 
with an external consultant selected for their workplace 
expertise. 

Staff feedback survey 
To supplement evidence submitted by employers, Stonewall 
seeks feedback directly from the the entrants’ LGB employees. 
The results of this survey are worth five per cent of the total 
available marks, a five-fold increase since the introduction of  
the staff survey in 2009.

The survey asks nine short questions covering key indicators  
of LGB-inclusive workplace culture, including: 
–  whether they are open about their sexual orientation with 

colleagues 
–  confidence reporting anti-gay bullying 
–  having well-informed straight/heterosexual colleagues 
–  support from line and senior managers 
–  having visible role models in the workplace. 

In 2013, more than 8,900 individual lesbian, gay and bisexual 
employees of Index entrants completed the survey. Their 
responses were collated and analysed by Stonewall and fed 
directly into the marking and overall assessment of the Index. 
Full results of the staff survey can be seen on page 23. 
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The following are Stonewall’s 
Top 100 Employers in Britain for 
lesbian, gay and bisexual people 
in 2013. These organisations have 
achieved the highest scores in our 
25-question Workplace Equality 
Index. 

Britain’s Top 100 Employers for Lesbian,  
Gay and Bisexual Staff 2013

1  Accenture
2  Gentoo
3  The Co-operative
4  Nottinghamshire Healthcare 

NHS Trust
5  Home Office
6  Ernst & Young
7  Barclays
8  IBM
9  Simmons & Simmons
10  Metropolitan
11  Environment Agency for 

England and Wales
11  University of Cambridge

13  Goldman Sachs
14  Lloyds Banking Group
15  Brighton & Hove City Council
15  Hampshire Constabulary
17  North Wales Police
18  South Wales Police
19  Baker & McKenzie LLP
20  Leicestershire County Council
21  Bristol City Council
22  London Ambulance Service 

NHS Trust 
22  Pinsent Masons
24  Department of Health
24  St Mungo’s

Stonewall Top 100 Employers 20134
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26  National Assembly for Wales
26  The Security Service (MI5)
28  Liverpool John Moores University
28  Tyne & Wear Fire and Rescue Service
30  Herbert Smith Freehills LLP
30  HM Revenue & Customs
32  Aviva
32  Morgan Stanley
32  Newham College of Further Education
35  Core Assets Group
35  South East Coast Ambulance Service
37  Bury Council
37  Genesis Housing Association
37  Southend-on-Sea Borough Council
40  Derby City Council
40  Hogan Lovells
40  London Borough of Tower Hamlets
40  Office for National Statistics
40  Serious Organised Crime Agency
45  Birmingham City Council
45  Cheshire Fire & Rescue Service
45  Crown Office & Procurator Fiscal Service
45  University of the West of England
49  Clydesdale Bank
49  London Borough of Islington
51  Plus Dane Group
52  Eversheds LLP
53  Hertfordshire County Council
53  University College London
55  Cardiff University
55  Crown Prosecution Service
55  Suffolk Constabulary
58  Cheshire Constabulary
58  Hertfordshire Partnership NHS Foundation 

Trust
58  University of Liverpool
61  Creative Skillset
62  CMS Cameron McKenna

63  ITV plc
63  London Borough of Waltham Forest
63  Procter & Gamble
63  Royal Air Force
63  Warwickshire County Council
68  British Transport Police
68  Citizens Advice
68  Dyfed Powys Police
68  Leicestershire Constabulary
72  Irwin Mitchell Solicitors
72  Victim Support
74  Derbyshire County Council
74  Leeds City Council
76  Department for Work and Pensions
76  KPMG LLP
78  London Borough of Hackney
78  PricewaterhouseCoopers
78  South Essex Homes
78  West Sussex County Council
82  Deloitte
82  Manchester City Council
82  Rugby Football League
82  Your Homes Newcastle
86  Kent Community Health NHS Trust
86  Liverpool Community Health NHS Trust
88  Lothian & Borders Fire and Rescue Service
88  Sheffield City Council
88  West Yorkshire Probation Trust
91  Devon and Somerset Fire and Rescue Service
91  National Audit Office
93  Arts Council England
93  East Sussex Fire and Rescue Service
93  Nationwide Building Society
93  Sussex Police
97  Gwent Police
97  J.P. Morgan
97  Royal Bank of Scotland Group
100  Northwards Housing 

Stonewall Top 100 Employers 2013 5
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Employer of the Year 
Accenture

Winning Facts 
Number of UK employees: 9,300
Sector: Professional services
UK headquarters: London
Diversity Champion since: 2003

We are delighted to have been 
selected as Stonewall Employer 
of the Year. It is an honour. This 
award is great recognition for 
the individuals and groups, like 
our LGBT network, who devote 
their time and energy to making 
Accenture a great place to work 
and an organisation we can all 
take pride in. 

Oliver Benzecry 
Managing Director of Accenture  
in the UK and Ireland 

Accenture is Stonewall’s Employer of the Year 2013. The 
management consulting, technology services and outsourcing 
company achieved the highest score of any submission to the 2013 
Workplace Equality Index. Accenture has participated in the Index 
every year since 2005 and placed in the Top 20 seven times.

With clients in more than 120 countries, Accenture recognises that 
the diversity of its people – cultural, academic and geographical – 
brings strength to the business. Each of the company’s strategic 
organisational aims – including engaging people, innovation 
and quality delivery to clients – provides a clear business driver 
for creating open and supportive working environments for LGB 
employees. This ambition is underpinned by core values, including 
‘respect for the individual’ – valuing diversity and ensuring an 
inclusive environment.

Accenture’s network for Lesbian, Gay, Bisexual and Transgender 
employees is central to its ambition to be a forward-thinking 
employer, and won Network Group of the Year in 2012. The 
network has almost 200 members from across the organisation 
and a core committee of 15 volunteers, all working to embed 
LGB&T equality into the fabric of the business. This year the 
network focused on three key programmes – leadership, 
education & awareness, events and client engagement. 

The company recognises that the responsibility to create inclusive 
workplaces does not stop at initiatives to provide support directly 
to LGB colleagues. Accenture’s LGB&T Allies programme, 
officially launched in 2012, has been successful with more than 
1,600 individuals signing up so far worldwide. This initiative is 
strengthened by the company’s comprehensive suite of diversity 
training, profiled in depth on page 16. 

Patrick Rowe, chief counsel and a member of Accenture’s UK 
Board, acts as overall executive sponsor for the company’s 
initiatives to support LGB&T employees in the UK. In addition  
to representing LGB&T issues at Board level, Patrick has provided 
one on one peer coaching to other Board members, to help  
them develop their understanding of LGB&T workplace equality. 

Award Winners 2013
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Most Improved Employer 
Nationwide Building Society

Quick Facts 
Number of UK employees: 16,000 
Sector: Financial services 
UK headquarters: Swindon 
Diversity Champion since: 2004 

For Nationwide, diversity is about 
recognising how difference makes 
our business stronger through the 
introduction of new perspectives 
and by reflecting the many 
communities we serve. We are 
immensely proud to be recognised 
for our work in creating an 
inclusive and supportive workplace 
for our lesbian, gay and bisexual 
employees. 

Chris Rhodes 
Executive Director, Group Retail  
Nationwide Building Society 

Nationwide Building Society is Stonewall’s Most Improved 
Employer 2013. This award is given to the employer who makes 
the greatest improvement against the Workplace Equality Index 
criteria in the previous 12 months.

With more than 15 million members, Nationwide is the largest 
building society in the world. In order to maintain this position, 
the company has set an objective to be recognised as the 
leading ‘corporate citizen’ in personal financial services. Diversity 
– among both their employees and customers – is a central 
element of this aspiration.

In line with this strategic objective, the building society has 
redoubled its efforts to create a positive working environment 
for LGB employees. In response to tailored feedback from 
Stonewall, Nationwide aligned their action plan to the Index’s 
assessment framework. This year the employer had strengthened 
their Workplace Equality Index assessment in every area of good 
practice, with particular gains around: 
–  efforts to tackle anti-gay bullying and harassment 
–  the visibility of the employee network group and their activities 
–  the training provided for employees 
–  analysis and reporting of monitoring data. 

Particularly core to this success has been the Nationwide LGB&T 
Network, a social and support forum for gay staff. The network 
was formally established in September 2011 and has already 
attracted 145 members. Securing a place in the Stonewall  
Top 100 is a core strategic aim of the group, which has helped  
to focus their efforts on putting forward a strong submission  
to the Index.

In community engagement, Nationwide made a visible 
commitment to their local lesbian, gay and bisexual community 
as the headline sponsor of Swindon & Wiltshire Pride. Employees 
of the Building Society led the parade through the streets of 
Swindon, providing an opportunity to raise the company’s profile 
with both LGB customers and potential employees. 
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Award Winners 2013

Employee Network Group  
of the Year 
Goldman Sachs 

We are really thrilled that the 
Goldman Sachs LGBT Network 
EMEA has been awarded Employee 
Network Group of the Year. We are 
very proud of how the network has 
been instrumental in positioning 
the firm as an employer of choice 
for the LGBT community. This 
award recognises the dedication, 
energy and enthusiasm of our 
network leadership team and the 
engagement of the wider network, 
including our straight allies. 

Gavin Wills & Lale Topcuoglu 
co-heads, Goldman Sachs LGBT Network EMEA 

Established in 2001, the Goldman Sachs LGBT Network EMEA 
is Stonewall’s Employee Network Group of the Year 2013. An 
integral part of the firm’s commitment to diversity, the network 
works closely with the firm’s Office of Global Leadership & 
Diversity and Senior Diversity Council to contribute to a positive 
workplace culture for all lesbian, gay and bisexual employees.

The LGBT Network Leadership Team, 14 professionals from 
across the organisation, are responsible for specific areas 
of work. Each team member focuses on projects such as 
awareness, communications, external relations and professional 
development. These areas are assessed annually to ensure they 
are in line with the Network’s business plan and firm-wide goals.

This year the Network has worked closely with the Diversity 
Recruiting Team to sponsor an onsite half-day event aimed at 
attracting LGB graduates to the firm, providing attendees with 
skills workshops, advice on applications and presentations on 
opportunities available with the firm. Internally, the Network 
have extended their mentoring scheme to short-term staff.  
Staff recruited onto the firm’s Summer Analyst Programme 
benefited from informal mentoring from members of the LGBT 
Network during their 10 week internship. 

The LGBT Network has also made a conscious effort to raise 
the profile of its bisexual members. A screening of ‘Bisexuality: 
A documentary’ aimed to deconstruct the myths surrounding 
bisexuality. Presentations from external bisexual role models  
and Stonewall followed the screening providing personal insights 
into the experiences of bisexual people in work.

During 2012, the Network has also focussed on increasing the 
visibility of its ally members. As part of the network’s Managing 
Director Ally programme, LGB employees reverse mentor senior 
leaders, raising awareness of issues and concerns. Allies are  
also invited to attend events hosted by the LGBT Network, 
including ‘Straight Talk on LGBT’ a series of sessions that share  
the experiences of LGBT role models and straight allies. 

Quick Facts 
Number of UK employees: 10,500 
Number of network group members: 175 
Date network group formed: 2003 
Diversity Champion since: 2005 
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Quick Facts 
Name: Alex Marshall 
Job title: Chief Constable 
Date joined Hampshire Constabulary: 2008 
Previous roles: Deputy Chief Constable, Thames Valley Police 

Senior Champion 
Chief Constable Alex Marshall,  
Hampshire Constabulary

I’ve had the honour of leading 
an organisation of 7,000 people 
with talent in every corner. My 
job has been to ensure that talent 
surfaces on merit and the barriers 
of previous eras are swept away. 
Hampshire Police has a strong 
and challenging LGB contingent 
whose first priority is giving an 
excellent service to everyone we 
serve. As a chief constable I am 
proud to have seen LGB officers 
and staff flourish at every level. 

Alex Marshall 
Chief Constable, Hampshire Constabulary

Support from senior leaders is crucial in transforming 
organisational culture and furthering equality for lesbian, gay  
and bisexual staff. At Hampshire Constabulary, Chief Constable 
Alex Marshall visibly demonstrates his commitment to LGB staff  
in his role as Force Diversity Champion and Straight Ally. 

In this role, the Chief Constable regularly meets with the Force’s 
LGB&T Resource Group on key issues concerning both internal 
and service delivery matters. The Chief Constable chairs the force’s 
Fairness and Equality meetings where Heads of Departments  
and Area Commanders are required to report on activities in  
their portfolio that link to each protected characteristic, including 
sexual orientation. As a result, LGB issues are now an integral  
part of senior officers’ thinking. 

The Chief Constable regularly makes reference to the work of 
the LGB&T Resource Group and Lesbian and Gay Liaison Officers 
in his weekly messages to all staff and articles on the force’s 
intranet site, supported by attendance at a number of internal 
and external awareness raising events. The Chief Constable also 
mentors a number of LGB staff and has personally supported 
gay staff to take special leave whilst going through the adoption 
process. 

As part of his commitment to tackling homophobic hate crimes in  
the community, Chief Constable Marshall has personally promoted  
sexual orientation equality and delivered anti-homophobia 
messages to Premier League football clubs in the force area.  
As a result, the force’s LGB&T Resource Group were able to deliver 
training to stewards on responding to homophobic language 
on the terraces. The Chief Constable was also instrumental 
in overseeing the first successful prosecution of homophobic 
chanting at a football match in a recent high profile case. 

Chief Constable Marshall has also shared his commitment to  
LGB equality with senior staff from other public service providers 
in the area including the local Fire and Rescue Service and County 
Council. These organisations now work in partnership with the 
Constabulary to deliver services that include the LGB community. 
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Top Scottish Employers 

1 Barclays 
2 Lloyds Banking Group 
3 Crown Office & Procurator Fiscal Service 
4 Clydesdale Bank 
5 Lothian & Borders Fire and Rescue Service 

Top Public Sector Employers 

1 Gentoo
2 Nottinghamshire Healthcare NHS Trust
3 Home Office
4 Metropolitan
5 Environment Agency for England and Wales
5 University of Cambridge
7 Brighton & Hove City Council
7 Hampshire Constabulary
9 North Wales Police
10 South Wales Police

Top Welsh Employers 

1 Environment Agency Wales 
2 Lloyds Banking Group 
3 North Wales Police 
4 South Wales Police 
5 National Assembly for Wales 

These employers scored the highest in our additional 
criteria for global employers 

1 IBM
2 Goldman Sachs 
3 Ernst & Young 
4 Barclays 
5 Accenture 

Top Private Sector Employers 

1 Accenture
2 The Co-operative
3 Ernst & Young
4 Barclays
5 IBM
6 Simmons & Simmons
7 Goldman Sachs
8 Lloyds Banking Group
9 Baker & McKenzie LLP
10 Pinsent Masons

Top Global Employers 

Stonewall’s Top 100 Employers 
2013 showcases organisations 
from a wide range of industries, 
demonstrating that a commitment 
to equality can be achieved in 
any organisation. The strongest 
performing sector in the 
Workplace Equality Index this year 
was central government, which 
scored 139 points on average. 
The weakest sector overall was 
colleges, which scored an average  
of 68 points. 

Top Employers by Sector

National Leaders 



Evaluation  
Criteria and  
Case Studies

The Criteria: 
1  Employee Policy 
2  Employee Engagement 
3  Staff Training and Development 
4  Monitoring 
5  Supplier Policy 
6  Community Engagement 
7  The ‘Pink Plateau’ 
8  Staff Feedback Survey 
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Employee  
Policy 

Evaluation Criteria and Case Studies
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Inclusive benefits for LGB staff: Top 100

1
Strong and robust policies are necessary to underpin an effective 
approach to tackling workplace discrimination. From ensuring 
equal access to benefits for same-sex partners to communicating 
zero tolerance of bullying, employee policy is the foundation of  
a working environment that respects all individuals. 

Employers will ultimately be more successful if they can create  
a culture where diversity is acknowledged and where people  
are truly valued. Organisations that succeed in this will:
–  send powerful signals about being forward-looking 
–  prevent discrimination from undermining performance 
–  retain the best people and use their talents to the full 
–  become an employer of choice for talented people who  

want to work in a progressive and ethical workplace. 

Part 1 of the Workplace Equality Index explores employee policy 
in detail across six questions, from policy review to diversity 
strategy and employment tribunals. Employee policy is worth  
14 per cent of the total marks available in the Index. 

Written policy 
Sexual orientation should be fully and explicitly integrated 
into employers’ equality and diversity policies and strategies. 
Every employer in the Stonewall Top 100 has sexual orientation 
explicitly included in a non-discrimination policy. The Index 
also requires employers to demonstrate how they will measure 
progress. Ninety-nine of the Top 100 Employers include lesbian, 
gay and bisexual equality objectives in their strategy to tackle 
discrimination. 

Resourcing and accountability 
Every Top 100 Employer has a team or individual who is 
responsible for delivering an inclusive working environment for 
lesbian, gay and bisexual (LGB) employees. The best employers 
ensure that the work of their diversity staff is well structured 
and fully integrated into their business practices, and that 
their diversity teams have access to – and buy-in from – senior 
decision makers. 

Case Study  

Pinsent Masons 

Pinsent Masons have developed a 
clear and comprehensive ten point 
plan for their diversity programme 
and how it contributes to the firm’s 
key growth strategy – recruiting 
and developing ‘Great People’. 
Objectives within this plan include 
establishing powerful minority role 
models, reducing barriers to entry for 
minority applicants and incentivising 
staff to get involved in diversity work. 
Externally, the firm seeks to leverage 
a reputation for thought leadership 
on diversity in the commercial world, 
through supporting clients and 
suppliers to launch their own diversity 
programmes. 

With the support of the wider firm and their employee 
network, the ten point plan has launched a programme of 
work that ensures the objectives have an impact on existing 
and prospective LGB staff. Openly gay senior partners play 
prominent roles in both the employee network and diversity 
steering group. Gay graduates at the firm have been profiled 
on Stonewall’s ‘Gay By Degree’ website. Staff can spend up to 
25 hours ‘investment time’ on diversity activity each year, which 
is recorded and forms part of the performance review process. 

The strategy is reviewed annually as part of the firm’s budget 
setting and planning processes and progress towards the plan 
is presented to the board by the Diversity Steering Group. 
The Steering Group also reports on performance on diversity 
measures to Partners on a regular basis to ensure that the firm’s 
work on LGB equality is valued by staff at all levels of seniority. 

For more case studies, please refer to our research  
and guides:
http://www.stonewall.org.uk/at_work/research_and_guides

LGB-inclusive language 
used in all policies 

Managers briefed on 
benefits for LGB staff 

Benefits promoted  
directly to LGB staff

http://www.stonewall.org.uk/at_work/research_and_guides
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Case Study  

South Wales Police 
Policy review 
All of the Top 100 employers ensure that their recruitment, 
benefits and HR policies and procedures are fully inclusive by 
conducting regular policy audits. This helps organisations to 
ensure they are complying fully with the Equality Act. 

Employee benefits 
Benefits and conditions are important motivators for employees. 
Following the Civil Partnership Act 2004 and the Equality Act 
2010, it is important that employers explicitly include same-sex 
partners in their employee benefits. To ensure LGB employees do 
not miss out on the benefits they are entitled to, over nine in ten 
of our Top 100 Employers have updated their benefits to ensure 
policies make explicit reference to same-sex couples – including 
pensions, paternity and adoption leave, discounts on company 
services and private healthcare. 

Eighty six of the Top 100 Employers are taking steps to promote 
inclusive benefits to their LGB staff – this includes targeting 
HR communications to the LGB staff network and providing 
information specific to same-sex couples, such as emphasising 
that a civil partner can be nominated for survivor pension rights.

Tribunals 
The Index monitors whether employers have had an employment 
tribunal hearing against their organisation that included a 
complaint on the grounds of sexual orientation. Where this 
complaint has been upheld, marks are deducted from the 
organisation’s overall score. None of Stonewall’s Top 100 
Employers had an employment tribunal on the grounds of  
sexual orientation upheld this year. 

Bullying and harassment 
Anti-gay harassment in the workplace has been unlawful in 
the UK since 2003. Harassment can take the form of someone 
being ignored or excluded, physically or verbally abused or being 
‘outed’ as gay without their permission. Extreme cases can 
involve violence, forced resignation or unfair dismissal. Nearly 
six per cent of the general population – 2.4m people of working 
age – say they have witnessed verbal homophobic bullying at 
work (Living Together, Stonewall 2012).

Every employer in the Top 100 explicitly prohibits anti-gay 
bullying in its harassment policy and eighty-three also provide 
clear definitions of anti-gay harassment and examples of 
unacceptable behaviour. 

Despite strong legal protection, many LGB people are reluctant 
to complain about harassment at work – sometimes because 
they believe complaints will not be taken seriously or that 
making a complaint would force them to ‘come out’, leading to 
further harassment. Nine in ten of the Top 100 Employers have 
taken steps to remove the barriers that LGB staff can face when 
reporting bullying and harassment. Examples include anonymous 
reporting, confidential whistleblowing programmes, LGB staff 
network groups and having LGB trade union representatives to 
support and represent LGB employees. 

South Wales Police takes a zero 
tolerance approach to homophobic 
bullying and harassment in the 
workplace. The force’s ‘Fairness at  
Work’ policy firmly states that anti- 
gay behaviour towards colleagues  
will not be tolerated, and examples  
of what constitutes homophobic  
and biphobic bullying are included  
to clearly underline the unacceptable  
behaviour that will not be tolerated  
in the workplace. 

These policies are supported by a number of initiatives designed 
to give staff confidence in raising issues and grievances. A group  
of ‘First Contact Officers’ have been recruited from all areas 
of the force to give initial support to colleagues and provide 
a confidential method of reporting incidents. To ensure the 
initiative is sensitive to the needs of LGB staff, First Contact 
Officers are provided with training that specifically covers issues 
affecting lesbian, gay and bisexual employees. 

With the aim of ensuring that no colleagues suffer harassment 
in silence, the scheme has been widely promoted throughout 
the force and directly to the Gay Staff Network. To give 
confidence to lesbian, gay and bisexual colleagues, an 
executive member of the Gay Staff Network is a named First 
Contact Officer visible on promotional materials. 

All concerns raised by the First Contact Officers are analysed 
anonymously by the Gay Staff Network at specific ‘case 
conferences’, also attended by a member of the professional 
standards team and the Equality & Diversity Unit. Further 
training has also been provided to all members of the Gay  
Staff Network by a local LGB&T counselling service to help 
network members deal informally with issues that may arise. 

For more case studies, please refer to our workplace  
guide on Bullying and Harassment:
http://www.stonewall.org.uk/at_work/research_and_guides

http://www.stonewall.org.uk/at_work/research_and_guides
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Case Study  

Environment 
Agency 
The Environment Agency recognise 
the value of ensuring all staff are 
aware of LGB equality issues and have 
put in place a programme of activity 
to make sure their awareness-raising 
initiatives reach all staff, regardless of 
their location, seniority or position. 

Awareness raising initiatives are structured around a ‘drip 
feed’ approach, using a variety of media to communicate with 
staff. These include posters in local offices profiling members 
of staff who are ‘Friends’ of the LGBT Staff Network, ‘Meet 
a Colleague’ articles including LGB role models and all staff 
emails promoting events such as LGBT History Month. 

The Environment Agency have also focussed on making  
sure these messages of support are visible to remote staff, 
especially field staff without regular access to computers.  
Email communications such as the ‘Weekly Buzz’ are printed 
off and displayed in coffee areas and canteens. In Wales, 
posters advertising the LGBT staff network are prominently 
displayed in offices based in rural or remote offices. These 
offices also have a dedicated point of contact for staff, who 
shares information on behalf of the network. 

In an effort to engage non-LGB staff, the LGBT Network held  
a number of face to face events across the organisation.  
These included lunch and learn sessions where members of  
the network shared their experiences alongside straight allies 
who promoted the network’s ‘Friends of the network’ scheme. 

Employee 
Engagement2

Informing, educating and supporting all employees to be aware 
of the issues affecting their lesbian, gay and bisexual colleagues 
is a vital step towards creating an inclusive workplace culture. 
Employee engagement can include providing LGB colleagues 
with the support to feel comfortable being ‘out’ at work, or 
using internal communication channels to raise all employees’ 
awareness of issues affecting LGB people. The business benefits 
include greater employee engagement, better service delivery 
to LGB consumers and service users and opportunities for brand 
enhancement in a competitive market. 

Part 2 of the Workplace Equality Index covers staff engagement 
with LGB issues in depth across four areas, including employee 
networks for LGB staff, demonstrating senior leadership support 
and buy-in among all staff. Employee engagement is worth 24 
per cent of the total marks available in the Index. 

Senior leadership on LGB issues 
Organisational culture starts at the top, and the leaders of gay-
friendly employers recognise their responsibility for speaking 
out on discrimination. Many employers have appointed a senior 
champion for LGB equality in their organisation. A champion 
doesn’t have to be lesbian, gay or bisexual themselves, but 
should provide visible support for LGB colleagues. To be 
successful and credible, it is critical that initiatives to promote  
an inclusive working culture are endorsed and validated by 
senior leaders. 

Seventy-nine of the Top 100 Employers have a nominated 
champion at their most senior level of management – board 
level or equivalent – who have acted to promote LGB equality  
in their organisations in a variety of ways: 
–  communicating a strong leadership message to all staff  

on LGB equality through articles, speeches and deeds
–  raising LGB-related issues with senior-level colleagues
–  acting as executive sponsor to an employee network group  

and attending network events. 

For more case studies, please refer to our research  
and guides:
http://www.stonewall.org.uk/at_work/research_and_guides
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Case Study  

Lloyds Banking 
Group 
The Rainbow Network is Lloyds 
Banking Group’s forum for lesbian, 
gay and bisexual employees. They 
have placed communications at the 
heart of their strategy to engage and 
inspire a positive workplace culture 
for gay staff. 

Their regular monthly newsletter has been professionally 
designed to ensure it engages and attracts all audiences – 
to cut through the ‘noise’ of a communication saturated 
environment. The Rainbow communications team sets a 
strategy for content and purpose, and works closely with  
the external creative agency to ensure that each edition  
meets those strategic requirements. These include making 
specific provision for lesbian, gay, bisexual and transgender 
colleagues, straight supporters, senior colleagues, those  
who aren’t out and those who are looking for career support 
and development. 

As an employer with a wide geographic spread, Lloyds’ intranet 
site allows members to connect virtually. They recognise that 
members often find it difficult, or do not wish, to meet face 
to face, or want to connect with others at times to suit them. 
Their sharepoint site provides this opportunity and is accessible 
to all members across the Group. It delivers timely news and 
more detail about Rainbow’s activities than is possible via the 
newsletter, and it also allows members to use discussion  
boards to connect or ask questions. Network members on  
the ‘green list’ have agreed to their details being shared on  
this site to enable people to connect with others locally, in  
their business unit or, indeed, wherever in the business they 
need to. It can be used to support ‘day jobs’ or development, 
or just for social connections. It also hosts a calendar of events 
both internal and external, and document libraries. 

Each year Stonewall is delighted to recognise the outstanding 
contribution of one senior champion with an individual award. 
Alex Marshall, Chief Constable of Hampshire Constabulary,  
is profiled on page 9. 

Employee networks 
A network for lesbian, gay and bisexual employees enables LGB 
staff to support each other, share information and work together 
to improve their workplace. These groups also offer employees a 
chance to network, both within their own organisation and with 
other businesses and LGB community groups. 

Establishing employee networks demonstrates an organisation’s 
commitment to diversity in the workplace. Networks can both 
provide LGB staff with a voice in the organisation and offer an 
alternative means of support in the workplace. 

Consulting their own LGB staff can help organisations avoid 
common pitfalls when implementing diversity initiatives. 
Employee networks can give employers a valuable mechanism 
for consulting LGB employees about employment practices and 
customer service and also to engage with LGB clients, customers 
and potential employees. 

Every employer in the Top 100 has established an employee 
network for lesbian, gay and bisexual staff. More than nine in  
ten networks are actively: 
–  being consulted on LGB issues in employee policy 
–  raising awareness of LGB issues for all staff 
–  collaborating with other LGB networks within their sector 
–  acting as a point of contact for LGB staff with issues at work
–  maintaining an intranet page. 

Each year Stonewall recognises one employee network for the 
positive contribution it has made to the culture of its organisation. 
Stonewall’s Employee Network of the Year 2013 is the Goldman 
Sachs LGBT Network EMEA. It is profiled on page 8. 

All-staff engagement 
The attitudes and behaviours of straight colleagues are critical 
to ensuring that LGB employees feel comfortable being open 
about their sexual orientation. Only 43 per cent of LGB people 
responding to the Workplace Equality Index staff survey feel 
that their straight colleagues have a good understanding of gay 
workplace issues – the lowest rated measure of the whole survey. 

Many Top 100 Employers are making progress in this area 
through ongoing engagement with all staff on LGB issues. 
By communicating confidently and comfortably about LGB 
workplace issues, employers can make clear this is a business 
matter, not a taboo or private issue. By publicising initiatives to 
support LGB colleagues, organisations can foster a culture where 
LGB visibility becomes part of the mainstream: 
–  every Top 100 Employer regularly communicates with all  

staff to highlight LGB issues
–  almost all ensure new joiners are aware of the employer’s 

policies and support around discrimination
–  two thirds of Top 100 Employers include LGB-specific questions 

in staff attitude surveys
–  over half of the Top 100 Employers have a programme to 

engage ‘straight allies’ in support of LGB equality. 

For more case studies, please refer to our workplace  
guide on Network Groups: 
http://www.stonewall.org.uk/at_work/research_and_guides

http://www.stonewall.org.uk/at_work/research_and_guides
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Case Study  

Accenture 

All employees should have the 
skills and awareness to understand 
their role in creating a workplace 
culture that includes lesbian, gay, 
bisexual and transgender colleagues. 
Accenture’s comprehensive suite of 
training helps ensure employees are 
both aware of their responsibilities 
and inspired to act as positive role 
models for all colleagues. 

The training includes case studies, which encourage employees 
to analyse scenarios relating to issues relevant to the business, 
and cover areas such as challenging inappropriate behaviour. 
Subsequent questions ask employees to consider their impact 
in the context of their role and the business as a whole. This is 
followed up with points that summarise the issues uncovered 
and guide individuals to where they can go for further support. 

Employees with recruitment responsibilities can increase their 
understanding of LGB&T issues with exercises that examine 
fairness in recruitment and how unconscious bias and first 
impressions can negatively impact the career progression 
of gay employees. Plain language guidance gives managers 
information on how they can best support gay and transgender 
employees, including advice on responding to colleagues who 
come out. 

As part of Accenture’s programme to develop LGB&T role 
models, an in-house Stonewall Leadership Programme was 
commissioned. This programme inspired emerging LGB&T 
leaders to identify their talents, equipping them with the 
confidence to take an active role as change agents within the 
organisation. This was supported by Accenture’s leadership 
training which increased awareness of LGB&T issues amongst 
senior leaders, encouraging them to act as LGB&T allies and 
ambassadors for workplace equality. 

Staff Training and 
Development3

Training is a valuable tool in raising awareness of lesbian, gay and 
bisexual (LGB) issues in the workplace, and should be aimed at 
all staff. Successful training will equip staff to foster an inclusive 
working environment and reinforce the message that they do  
not need to tolerate discrimination of any kind. 

Topics covered in effective diversity training can include: 
–  current legislation and how it informs an employer’s policies 

and expected behaviours 
–  awareness of LGB issues like ‘coming out’, recognising 

discrimination and the effects of stereotyping 
–  fairness in recruitment, selection and promotion for LGB 

candidates 
–  skills to challenge inappropriate behaviour effectively 
–  training for board members, managers or frontline staff  

on the leadership behaviours needed to promote diversity. 

Part 3 of the Workplace Equality Index covers staff training and 
development across five questions. It is worth 19 per cent of  
the total marks available. 

Training 
Managers and senior leaders should understand their key 
responsibilities in setting workplace culture, and training should 
inspire and equip leaders to act as positive role models for 
inclusiveness. Interviewers and recruiters need to understand 
how discrimination can occur in the recruitment process, and 
apply recruitment methods consistently. New starters should 
understand the diversity policies and standards of behaviour 
expected in the workplace. 

Every employer in the Top 100 provides diversity training for  
staff that explicitly includes the issues affecting LGB staff. The 
Index asks employers how they target different groups of staff 
for diversity training to ensure that employees have the skills  
and knowledge they need to undertake their role effectively. 
Ninety-four of Top 100 Employers are targeting either senior  
and general managers for their role. 

For more case studies, please refer to our research  
and guides:
http://www.stonewall.org.uk/at_work/research_and_guides
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Case Study  

University of 
Cambridge 
To ensure that all staff have fair 
access to development and leadership 
opportunities, the University of 
Cambridge have implemented a series 
of measures to address potential 
barriers facing LGB staff. 

Following consultation with their staff network, an LGBT 
‘Leadership Café’ was developed which provided staff with 
workshops focussing on professional development. The event 
was used to promote the benefits of mentoring and the impact 
it can have on releasing potential and building confidence. The 
event was widely publicised through the LGBT Staff Network 
and via the University’s intranet pages. 

Further professional development for LGB staff was provided  
as part of a wider programme of training during the University’s 
‘People Matter Week’. A lecture for members of the LGBT 
Staff Network examined authenticity in the workplace and 
encouraged gay staff to act as visible role models. A Diversity 
Careers Show which promoted development opportunities for 
LGB staff was also organised by the University’s Careers Service. 

To ensure the uptake of development opportunities amongst 
LGB staff is representative, the University’s Personal and 
Professional Development team review the provision and 
uptake of training at the end of each academic year. Identified 
trends are then used to inform the University’s training 
programme for the following academic year. 

Almost all Top 100 Employers cover relevant legislation, policies, 
language and stereotypes in their diversity training, but just half 
explore specific issues facing lesbian and bisexual women or 
multiple identities and discrimination. Two thirds of employers 
are covering discrimination issues affecting LGB people in the 
recruitment process. 

Fifty-six of the Top 100 Employers have successfully delivered 
training to more than three-quarters of their staff and over 
nine in ten are evaluating its impact in challenging views and 
changing attitudes.

Line managers 
Line managers are responsible for setting a culture of respect in 
their teams. Employers often overlook this role, but it can make a 
crucial difference in the day-to-day experience of LGB employees 
and their confidence being ‘out’ at work. The Index challenges 
employers to demonstrate how they provide managers with the 
skills and knowledge to lead diverse groups of staff. 

Seventy-eight of the Top 100 Employers include diversity 
knowledge and experience in their appointment criteria for line 
managers. Almost four in five provide managers with advanced 
training on diversity issues that are directly relevant to their role 
as people managers. 

Three quarters of our Top 100 Employers provide managers 
with additional resources to ensure they can support LGB staff 
effectively. This could include drop in sessions with the Equality 
& Diversity team or LGB employee network group or written 
information for managers. 

Career development for LGB staff 
Despite the confidence of some prominent LGB business leaders 
and public servants in being open about their sexual orientation, 
LGB people remain under-represented at senior levels in many 
organisations. Numerous employers are now focusing on the 
career development and ambitions of their LGB staff to ensure 
that boardroom diversity goes beyond gender and race. 

The Index criteria ask employers how they are taking steps to 
proactively address the barriers that lesbian, gay and bisexual 
employees face in their career progression and how they 
ensure that all staff have equal access to career development 
opportunities, regardless of their sexual orientation. 

Two thirds of the Top 100 Employers critically review their talent 
programmes and career development processes to ensure that 
LGB people are participating, and take action to address any 
issues identified. Seventy employers in the Top 100 operate a 
formal mentoring scheme for LGB staff, which is either co-
ordinated by an LGB employee network or enables participants 
to choose a mentor with the same sexual orientation as 
themselves. 

Four in five of our Top 100 Employers offer their employees 
access to a development or leadership programme specifically 
for lesbian, gay and bisexual people. This includes both internal 
development schemes and those provided externally, such as 
Stonewall’s annual leadership programme.

For more case studies, please refer to our workplace  
guide on Career Development:
http://www.stonewall.org.uk/at_work/research_and_guides

http://www.stonewall.org.uk/at_work/research_and_guides
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Case Study  

The Co-operative 

The Co-operative Group routinely 
collects data on the demographic 
profile of its workforce to inform  
the business’s diversity practices.  
The sexual orientation of employees 
is monitored both through all stages 
of the employment cycle and as part 
of the retailer’s all staff survey and 
diversity census. 

To ensure staff have confidence disclosing personal 
information, the diversity census clearly explains how collecting 
this data contributes to a more inclusive workplace culture and 
stresses confidentiality. This is supported by additional guidance 
in all-staff communications from senior leaders. 

Analysis of the data takes place quarterly in areas such as 
recruitment and selection, the distribution of staff by level or 
grade, and staff satisfaction. Recent analysis of pay and reward 
established that LGB staff’s pay is comparable with straight 
employees. However, it was also established that there was 
a notable difference between gay men, lesbians and bisexual 
staff, with gay men earning more on average per year.  
This information, along with other notable trends, was  
reported to senior management and will be addressed in  
The Co-operative’s diversity strategy. 

As a result of The Co-operative’s work to foster confidence in 
their monitoring processes, 91 per cent of staff have declared 
their sexual orientation. Recognising the importance of 
transparency, The Co-operative have published anonymous 
aggregate data on their website and publicised this information  
in an advert for Manchester Pride. 

Monitoring4
Monitoring and evaluation are critical to ensuring that workplace 
diversity initiatives are successful. Through monitoring, an 
employer can manage its workforce more effectively and 
measure progress over time. Monitoring is covered by four 
questions of the Workplace Equality Index, and is worth a total 
of 14 per cent of the available marks. 

Data collection
To provide a complete picture of lesbian, gay and bisexual (LGB) 
demographics in an organisation, data collection should be 
aligned to key stages in the employment cycle – in recruitment 
and selection, induction or via regular, anonymous staff surveys. 

Data analysis 
The Workplace Equality Index requires employers to demonstrate 
the aspects of the employee experience that are scrutinised 
by their monitoring exercises. Monitoring data can be used to 
answer key questions about workplace culture, such as: 
–  Are LGB candidates directly or indirectly disadvantaged at any 

stage of the recruitment process? 
–  Are LGB employees represented in senior management 

positions? 
–  Do LGB staff feel differently to their straight colleagues about 

working in the organisation? 

Seventy-nine of the Top 100 Employers critically examine their 
recruitment processes for their impact on LGB applicants. Eighty-
two of the Top 100 make sure they compare the experiences of 
gay staff to those of straight colleagues in a staff attitude survey. 

Response rates 
Monitoring sexual orientation will only generate meaningful 
and reliable results when employees feel safe and confident 
disclosing their sexual orientation. The proportion of staff who 
declare their sexuality is a barometer of the effectiveness of an 
organisation’s diversity measures. Seventeen of the Top 100 
Employers have collected data on more than 90 per cent of 
employees, demonstrating a high level of confidence among 
their LGB staff. 

Reporting and actions 
Organisations should use the outcomes of monitoring exercises 
to inform their approach to diversity, and not treat monitoring as 
an end in itself. By regularly reviewing monitoring data at senior 
management level and communicating findings to managers, 
organisations can set targets and measure progress against key 
indicators. By communicating to all staff the results of surveys 
and any proposed action, organisations can maintain employee 
engagement and encourage participation in future monitoring 
activities. 

Two thirds of the Top 100 report their diversity statistics – 
including sexual orientation – on their website or a publicly 
available document. 

For more case studies, please refer to our workplace  
guide Using Monitoring Data: 
http://www.stonewall.org.uk/at_work/research_and_guides

Evaluation Criteria and Case Studies

http://www.stonewall.org.uk/at_work/research_and_guides
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Case Study  

Barclays 

Forward thinking employers want 
their partners and organisations 
providing services on their behalf  
to share the same values as they do. 
Barclays have set clear standards to 
ensure suppliers work within their 
Diversity and Inclusion framework 
and support them to develop their 
equalities credentials. 

Barclays provide prospective suppliers with a Corporate 
Responsibility questionnaire as part of the pre-qualification 
process which includes a set of criteria covering equality and 
diversity. If risks are identified, supplier managers work with  
the organisation to develop an improvement plan. Applicants 
that do not demonstrate an appropriate approach to LGB 
inclusion would be refused the contract. 

In addition to setting minimum standards for equality practice, 
Barclays recognise that some services present an opportunity  
to improve diversity practice among suppliers. In particular,  
the bank held a number of workshops and training sessions 
with their partner recruitment agencies. Under the theme 
of ‘Diverse Slates’, the event explored practical actions for 
recruitment agencies to attract the widest possible range of 
candidates – regardless of their background. 

The bank encourages partners to emphasise Barclays’ 
commitment to diversity to their candidates, by providing 
agencies with regular updates on the inclusion work they 
undertake. They asked recruitment partners to promote 
opportunities using websites and job boards that target 
minority groups. They also require agencies to improve the 
collection of candidates’ demographic data to track the 
progression of diverse applicants. 

Supplier Policy5
The Workplace Equality Index requires employers to work with 
suppliers, contractors and partner organisations to ensure they 
comply with their policies and procedures on lesbian, gay and 
bisexual (LGB) equality and inclusion. Supplier policy is covered 
by two questions of the Index and is worth five per cent of the 
total available marks. 

By embedding equality and diversity in tendering, contract 
awards and contract management processes, employers protect 
themselves from the risk of engaging partner organisations that 
do not comply with equality legislation. They also avoid exposing 
their own staff to discriminatory working environments. This can 
involve testing suppliers through the tendering or procurement 
process and working with existing suppliers to improve their 
policies. Stonewall’s recently published guidance, Procurement, 
contains practical steps to working with your suppliers on sexual 
orientation equality. 

Procurement policy 
The Index asks employers to show how they: 
–  assess potential suppliers on the quality of their equality  

and diversity policy 
–  require potential suppliers to share monitoring information  

on their employees, including sexual orientation 
–  ensure partner organisations train their staff on equality  

and diversity issues. 

Ninety-five of the Top 100 Employers require their suppliers to 
hold LGB-inclusive equality and diversity policies and over half 
require suppliers to provide training for staff on diversity issues, 
including lesbian, gay and bisexual equality. Eighty per cent use 
this information to assess the quality of a tender. 

Supplier engagement 
Equally important as ensuring prospective suppliers meet your 
standards on equality practice is to forge partnerships with 
existing suppliers to encourage them to improve their own 
diversity initiatives. By making equality and diversity part of 
the supplier relationship, organisations can monitor customer 
feedback for LGB-related complaints. 

Sixty-three of the Top 100 have launched specific initiatives with 
their supply chain to improve their practices on LGB equality. 
This could include inviting small suppliers to take part in diversity 
training, holding information sessions to explain why equality 
and diversity is an important part of your tender process, or 
encouraging them to work with external partners such as 
Stonewall. 

For more case studies, please refer to our workplace  
guide Procurement: Embedding LGB equality in the  
supply chain: 
http://www.stonewall.org.uk/at_work/research_and_guides

http://www.stonewall.org.uk/at_work/research_and_guides
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Case Study  

Bristol City Council 

Bristol City Council recognises the 
importance of involving local people 
in the design and delivery of their 
services, and specifically engages  
with the city’s lesbian, gay and 
bisexual community as part of its 
wider commitment to consultation. 

During LGBT History month, the council worked with a number 
of partner organisations to hold a series of events designed 
to further engagement with gay people and raise awareness 
of LGB issues across the city. A number of volunteers, both 
LGB and non-LGB, staffed the Council’s stall at Bristol Pride, 
with the authority’s Adoption and Fostering team having their 
own stall at the event to provide information to potential LGB 
adopters and foster parents. 

The council consults with the local Rainbow Group on a range 
of issues in regular consultation meetings. Areas of consultation 
have included Equalities Impact Assessments on the council’s 
budget cuts, health and social care, and hate crime. 

The council provides many tailored services to the LGB 
community such as an LGBT Youth Group. It also funds the 
LGBT Bristol group to represent the views of the LGB and T 
communities and assist the council in communicating with 
them. As part of this partnership, Bristol City Council has 
shared its expertise with LGBT Bristol, supporting them to apply 
for funding that has enabled the group to set up a walking 
group for older LGB people in Bristol. 

All engagement with the LGB community is evaluated on an 
initiative by initiative basis. As a result of this evaluation, the 
council were able to identify that their presence at Bristol Pride 
resulted in an increase in the number of adoption and fostering 
enquiries from LGB people. 

LGB Community 
Engagement6

Progressive employers recognise that being forward-thinking 
on lesbian, gay and bisexual (LGB) equality is not only crucial in 
the labour market – LGB people are also consumers and service 
users, representing a market estimated to be worth £70–81 
billion per year in Britain alone. For many LGB people – and the 
wider population – an organisation’s attitude towards the LGB 
community is just as important as its behaviour as an employer. 

The benefits of LGB community engagement for businesses 
include: 
–  increasing brand presence in lucrative markets 
–  enhanced reputation and increased loyalty among customers 

and other stakeholders 
–  greater attractiveness to potential talent 
–  demonstrating that products and services reflect the needs  

of the LGB community. 

Engagement with the LGB community also helps organisations 
to comply with the law – the Equality Act makes it illegal to 
discriminate against someone when providing them with goods 
or services because of their sexual orientation. 

Part 6 of the Workplace Equality Index covers engagement 
with the LGB community – from organisations targeting LGB 
consumers and jobseekers, to supporting community groups  
and events. It is worth 11 per cent of the total available marks. 

Community engagement 
The Index requires employers to demonstrate how they: 
–  target vacancies to LGB jobseekers 
–  promote their commitment to LGB equality to the wider 

community 
–  engage with LGB charities and community groups 
–  attend Pride and other gay community events. 

Every organisation in the Top 100 is proactively engaging with 
the wider LGB community. Eighty per cent of Top 100 Employers 
have advertised products, services or vacancies in the ‘pink 

For more case studies, please refer to our guide  
How To Engage Gay People In Your Work: 
http://www.stonewall.org.uk/at_work/research_and_guides
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Case Study  

Baker & McKenzie 

Global law firm Baker & McKenzie 
recognises the importance of 
signalling its commitment to equality 
to the wider lesbian, gay and bisexual 
community – and in particular, 
potential employees. It has focused 
on both incorporating messages 
about LGB equality in its mainstream 
recruitment material and targeting 
lesbian, gay and bisexual students  
and jobseekers. 

The firm’s graduate recruitment brochure profiles both the 
work of the firm’s LGBT employee network and its membership 
of the Diversity Champions programme. Its profile in the 
Sunday Times ‘Best Places To Work’ mentions its pro-bono 
work on behalf of lesbian and gay asylum seekers. 

In order to target talented gay candidates, Baker & McKenzie 
participated in DiversCity, a graduate recruitment event for 
lesbian, gay and bisexual students interested in a career in law. 
Held in collaboration with a number of other firms, the event 
gave openly gay lawyers at Baker & McKenzie the opportunity 
to share their career experiences with students as they 
embark on their careers. The firm additionally sponsor Oxford 
University’s LGBT Student Society. 

The success of these initiatives is evaluated through the firm’s 
Recruitment Working Party, which reviews monitoring data to 
establish the firm’s success at attracting applications from gay 
candidates. 

media’ and shown support for LGB equality in mainstream 
advertising or press. Ninety-five of the Top 100 support 
employees to attend community events such as Pride or the 
Stonewall Brighton Equality Walk. 

Service delivery 
The Index contains specific questions for public and third sector 
organisations around delivering services to LGB people. These 
include: 
–  consulting with the LGB community on the design and delivery 

of services 
–  tailoring or targeting services for the LGB community 
–  collaborating with local partners to understand service delivery. 

More than nine in ten public bodies in the Top 100 consult with 
the lesbian, gay and bisexual community on the way they deliver 
services, in order to improve experiences of discrimination. Seven 
in ten provide tailored services for their local lesbian, gay and 
bisexual population. Three quarters of public bodies evaluate 
their service provision to ensure lesbian, gay and bisexual people 
do not experience any discrimination. 

Marketing and corporate responsibility 
Additional criteria are asked of businesses on how they ensure 
their products are reaching lesbian, gay and bisexual consumers 
or clients, and how LGB equality fits into their broader corporate 
responsibility agenda. Four in five private sector employers make 
their diversity work for lesbian, gay and bisexual employees a 
formal element of their corporate social responsibility agenda. 

Over 90 per cent of private sector employers in the Top 100 are 
involving lesbian, gay and bisexual customers or clients in their 
equality initiatives. 

For more case studies, please refer to our research  
and guides: 
http://www.stonewall.org.uk/at_work/research_and_guides

http://www.stonewall.org.uk/at_work/research_and_guides
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Case Study  

Home Office 

The Home Office recognises the 
importance of having open and 
confident lesbian, gay and bisexual 
role models across all levels of 
seniority and take action to ensure 
role models are visible throughout 
the whole organisation. The 
Home Office’s LGBT Staff Network 
SPECTRUM provides support for the 
career development of its members 
with the specific aim of increasing  
the visibility of its members across  
the department. 

As part of a SPECTRUM positive action initiative, senior ‘out’ 
leaders were trained to mentor less experienced members 
of staff, furthering the development opportunities available 
from the network and developing role models at all levels. 
Experienced coaches are matched to new SPECTRUM members 
upon their induction to the executive committee. Mentees 
taking part in this scheme have noticeably developed skills in 
areas such as public speaking and events management. 

SPECTRUM has also taken steps to ensure their role models  
represent the diversity of the LGB population. SPECTRUM  
purposely selected lesbian, gay and bisexual leaders to develop  
as coaches, so that individuals across all sexual orientations could 
recognise and relate to role models within the organisation. 

In recognition of the low number of members from black and 
minority ethnic communities, SPECTRUM has consulted with 
Black Pride on how they can improve the visibility of positive 
gay role models for BME staff. As a result, SPECTRUM has 
increased efforts to make existing BME role models more visible.  
BME members of SPECTRUM were included in ‘Here Come 
the Girls’ a campaign to increase the visibility of lesbians in the 
Home Office. SPECTRUM also invited civil servant and Executive 
Director of Black Pride, Phyll Opoku-Gymiah to address their 
annual conference to share her experiences as a black, lesbian 
parent and her achievements as a community leader.

The ‘Pink Plateau’7
Significant barriers still exist for lesbian, gay and bisexual people 
getting to the top of organisations and – more important – 
feeling able to be ‘out’ in these roles. LGB visibility at the senior 
levels of an organisation is a powerful indicator of equality 
and provides inspiration to other staff. Part 7 of the Workplace 
Equality Index, the pink plateau recognises the level of seniority 
and visibility attained by LGB people in the organisation and is 
worth six per cent of the total available marks. 

The Index criteria asks employers to demonstrate how they 
profile openly gay role models to promote an inclusive culture 
for other LGB staff. Only three in five (63 per cent) of gay people 
responding to the Workplace Equality Index staff feedback 
questionnaire agree that there are visible and open lesbian, gay 
or bisexual role models in their organisation. The Index criteria 
asks employers to demonstrate how senior openly gay staff: 
–  are involved in staff networks 
–  act as mentors to junior colleagues, in a formal or informal 

capacity 
–  promote the visibility of gay people in internal communications 
–  reflect the diversity of the LGB community. 

Fifty-six of Top 100 Employers have an ‘out’ LGB person at 
their most senior level, and every organisation in the Top 100 
has an openly LGB member of staff at either senior or general 
management level. Nine in ten of the Top 100 ensure that 
openly gay colleagues are visible in internal communications. 

For more case studies, please refer to our workplace  
guide Role Models:
http://www.stonewall.org.uk/at_work/research_and_guides
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Results in Depth  
 

Staff Feedback 
Survey8

Each year employers participating in the Workplace Equality 
Index invite their lesbian, gay and bisexual staff to give 
feedback directly to Stonewall on their experiences working in 
that organisation. By entering a unique three digit code and 
completing a short survey, gay employees in their thousands 
helped Stonewall gain a full picture of the state of equality in 
their workplaces. The results of this feedback are analysed and 
assessed by Stonewall and contribute up to five per cent of the 
total available marks in the Workplace Equality Index. 

Respondent profile 
Over 8,900 individuals from 299 employers submitted responses 
to the Staff Feedback Survey, making this the largest annual 
survey of lesbian, gay and bisexual employees in the UK. 

–  58% of respondents are gay men 
–  28% of respondents are gay women/lesbians 
–  13% of respondents are bisexual men and women 
–  1% of respondents use another term to describe their  

sexual orientation. 

Forty-one per cent of respondents are under 35, with five per 
cent over the age of 55. Six per cent of respondents identify  
as black or minority ethnic. 

Attitudes and experiences 
The feedback survey asks nine short questions covering key 
indicators of LGB-inclusive workplace culture, including: 
–  whether they are open about their sexual orientation  

with colleagues 
–  confidence reporting anti-gay bullying 
–  having well-informed straight/heterosexual colleagues 
–  support from line and senior managers 
–  having visible role models in the workplace. 

The results of the staff survey demonstrate that where 
LGB employees feel able to be out at work, they feel 
better about their employer more generally. 

The culture of this organisation includes lesbian,  
gay and bisexual people 

Heterosexual/straight colleagues are well informed  
on LGB issues

I would feel confident reporting anti-gay bullying  
in my workplace
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everyone

Not open 
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everyone

Open with 
everyone

Not open 
with 

everyone

Open with 
everyone

Not open 
with 

everyone

Are you open about your sexual orientation at work?

People who are open with everyone at work are more 
likely to agree that their workplace is a good place to be. 
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Stonewall publications referenced in this guide
–  Using Monitoring Data: Making the most of sexual 

orientation data collection. Alice Ashworth and Alex Van Vliet, 
Stonewall 2012. 

–  Living Together: British attitudes to lesbian, gay and 
bisexual people in 2012. April Guasp, Stonewall 2012. 

–  How to Engage Gay People In Your Work. Nathanael Miles, 
Stonewall 2010. 

–  Role Models – being yourself: sexual orientation and the 
workplace. Jo Bostock and Ashley Thomas, Stonewall 2012. 

–  Bullying: Preventing the bullying and harassment of gay 
employees. Katherine Cowan, Stonewall 2007. 

–  Peak Performance: Gay people and productivity. 
April Guasp and Jean Balfour, Stonewall 2008. 

–  Procurement: Embedding lesbian, gay and bisexual equality 
in the supply chain. Alice Ashworth and Andrew Davenport, 
Stonewall 2011. 

Stonewall Workplace Programmes referenced in this guide 

Stonewall Leadership Programme 
An intensive and inspirational two-day residential course for 
rising lesbian, gay and bisexual professionals, held in association 
with Ashridge Business School. For more information please visit: 
www.stonewall.org.uk/leadership

Stonewall Workplace Conferences 
The UK’s leading conferences on lesbian, gay and bisexual 
equality in the workplace. Held annually in London, Edinburgh, 
Cardiff and Manchester. For more information please visit: 
www.stonewall.org.uk/wpc2013

www.stonewall.org.uk/leadership
www.stonewall.org.uk/wpc2013


The Workplace Equality Index is the definitive benchmarking tool 
from which we publish the annual Stonewall Top 100 Employers 
for the 1.7 million lesbian, gay and bisexual (LGB) working 
people in Britain. The index provides an evidence-based model 
of good practice and challenges employers to improve their 
performance for LGB staff. 

As well as challenging employers, we also help them to develop 
solutions through our Diversity Champions Programme, Britain’s 
leading good practice forum on sexual orientation in the 
workplace. The Diversity Champions Programme works with 600 
major employers, across many sectors, in developing and sharing 
good practice – providing an exclusive, members-only network 
of expertise and contacts. 

Members benefit from a dedicated client account manager in 
Stonewall’s Workplace Team, an annual Workplace Equality 
Index benchmarking meeting and tailored advice to enable your 
progress as a diverse employer. Stonewall’s seminar programme 
provides the latest good practice on topical issues, and our 
workplace guides and research publications provide expert 
guidance. 

Our annual Workplace Conferences in London, Manchester, 
Cardiff and Edinburgh provide an inspiring line-up of keynote 
speakers and masterclasses to enable you to be at the 
leading edge of good practice. And the Stonewall Leadership 
Programme organised in partnership with Ashridge Business 
School is a unique professional development opportunity 
to develop next-generation leaders as part of your talent 
management strategy. 

Other Stonewall membership benefits include free and exclusive 
entry to our Starting Out recruitment guide, which is circulated 
to every UK University and online. Use of the Stonewall logo 
and sponsorship opportunities also help to build your brand 
reputation in the LGB community, in competitive markets and 
in the communities you serve. At £2,500, annual membership 
represents value for money and a cost-effective way of 
implementing employers’ responsibilities under the Equality  
Act 2010. 

The best employers recognise that people perform better when 
they can be themselves and acknowledge the business-critical 
role of equality and diversity in enabling this. To find out how 
Stonewall can help your organisation, please get in touch.  
We’d be delighted to talk with you. 

Congratulations to all our Diversity Champions who made it  
into the Top 100 this year and thank you for everything that  
you do for equality. 

Colleen Humphrey
Director, Workplace Programmes
Stonewall

Stonewall Diversity Champions Programme
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