
 
 
 

INFORMATION MANAGEMENT AND COMPLIANCE 
Sussex House | University of Sussex | Falmer | Brighton BN1 9RH | United Kingdom 

T +44 (0)1273 873954 | foi@sussex.ac.uk   
http://www.sussex.ac.uk/ogs/policies/information/foi 

Ms Ermine Amies 
By email only to request-725587-4c02ff93@whatdotheyknow.com  

8 March 2021 
 
Dear Ms Amies  
 
Our ref: FOI-21-0030  
 
Thank you for your correspondence of 8 February 2021 in which you requested the following 
information from the University of Sussex. 
 
Request 
 
This is a request under the Freedom of Information Act 2000 (FOIA). Please provide any 
information that you hold answering to any of the following descriptions: 
 
1. Any application you made in 2019 or 2020 to be a ‘Stonewall Diversity Champion’ or to be 
included on Stonewall’s ‘Workplace Equality Index,’ including any attachments or appendices to 
those applications. Please redact personal details if necessary. 
 
2. Any feedback you received in 2019 or 2020 from Stonewall in relation to either application or 
programme. 
 
3. Any other communication you have received from Stonewall in 2019 or 2020 unless 
privileged or otherwise exempt from disclosure (but if you claim privilege or exemption in 
relation to any material, please say in broad terms what the material is and the basis on which 
you claim to be entitled to withhold it). 
 
4. Full details of any equality impact assessment you carried out connected with any of these 
applications (including any equality impact assessment carried out prior to an earlier application 
of the same kind, if no further assessment was done). 
 
5. Details of the total amount of money you paid to Stonewall (i) in 2019; (ii) in 2020, whether or 
not as payment for goods or services. 
 
6. Whether you intend to continue your membership of any Stonewall scheme in the future, and 
if so which. 
 
Response 
 
Your request has been dealt with under the Freedom of Information Act 2000 (“the Act”).  
 
1 & 2. Please see attached documents you have requested, including feedback on our 2020 
application.   
 
Please see below for feedback received from Stonewall in relation to the University’s 2019 
application, as requested. Please also note the following news articles published in relation to 
the application and feedback, which will provide some important contextual information which 
should be considered when reviewing the feedback:  
 
http://www.sussex.ac.uk/broadcast/read/45374  
http://www.sussex.ac.uk/broadcast/read/51059  
 
The University’s Equality, Diversity, and Inclusion Unit will be meeting with the LGBT+ Network 
and the Transnonbinary Network to discuss the feedback in more detail and to agree priorities 

mailto:xxxxxxxxxxxxxxxxxxxxxxx@xxxxxxxxxxxxxx.xxx
http://www.sussex.ac.uk/broadcast/read/45374
http://www.sussex.ac.uk/broadcast/read/51059


within an action plan, which will then be published and will reference relevant feedback 
received from Stonewall.  
 
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 audit process, policy content and communication. 
  
Feedback from your marker  
This section assesses your process for auditing policies, how inclusive the content of your 
policies are and whether you have policies in place to support your trans staff. We would 
recommend that you consider how you might develop an audit process to review policies for 
inclusion. We would like to see a clearer stance from the university through its policies on 
discrimination, bullying and harassment, as well as examples of what homophobic, biphobic 
and transphobic bullying might look like in the workplace. For many of your family leave 
policies, we found that they included gendered language and gendered pronouns, which are 
not inclusive for all who may need to access the policy. To discuss this further during 
benchmarking. As a priority, we would advise that you produce a transitioning at work policy or 
piece of guidance so that there is a clear process in place to support trans staff who are 
undergoing transition. Stonewall can support in this area.  
 
Section 2: The employee lifecycle  
This section examines the employee lifecycle within the organisation; from attraction and 
recruitment through to employee development. The questions scrutinise how you engage and 
support employees throughout their journey in your workplace.  
 
Feedback from your marker  
We would like to see comprehensive information provided at both application and induction 
stage on the university's commitment to LGBT inclusion. There are a number of ways that you 
can signal to prospective employees that you are inclusive; through advertising on inclusive 
recruitment platforms, including LGBT-inclusive information in your job packs and providing 
information regarding your staff networks on your job pages. It would be great to see training 
that is LGBT-inclusive and specific to the recruitment cycle, to ensure recruiting staff 
understand what bias and discrimination might look like within this cycle and ways to counteract 
this. For your all staff equality and diversity training, we would recommend that you include 
specific examples of inappropriate behaviour based on sexual orientation and gender identity. 
To discuss this in more depth during benchmarking. Excellent to see that you communicate on 
key LGBT calendar days throughout the year. Finally, we would recommend that you consider 
how you might communicate career development opportunities to staff, as well as how network 
group activity might be recognise in staff development or appraisal plans.  
 
Section 3: LGBT employee network group  
This section examines the activity of your LGBT employee network group. The questions 
scrutinise its function within the organisation.  
 
Feedback from your marker  
LGBT network groups provide a forum for unique networking opportunities and work as an 
excellent means of peer support between LGBT staff. It also enable employers to engage 
directly with the needs of LGBT staff and to recognise what changes can be made to improve 
staff experiences. We would like to see a more comprehensive terms of reference, that covers 
membership, representation, leadership and code of conducts, in addition to your aims and 
purpose. We would recommend that you consider some clear, tangible objectives to track the 
progress of the network group. In terms of your support functions, we would like to see how you 
communicate what support the group provides to all employees. Next steps for this section are 
to further develop the activities that you engage in, particularly in developing how you engage 
with other diversity strands too. Finally, consider ways that you might make the group more 
accessible to a more diverse membership, such as including trans and bi reps, or consulting on 
ways to make your activities and events more inclusive.  



 
Section 4: Allies and role models  
This section examines the process of engaging allies and promoting role models. The 
questions scrutinise how the organisation empowers allies and role models and then the 
individual actions they take.  
 
Feedback from your marker  
This section explores the organisation's work around empowering allies to be active in their 
support of the LGBT community, and empowering LGBT role models to be visible and inspire 
others. Excellent to see that your faculties are running specific events such as those on LGBT 
STEM Day. Stonewall can support with developing this area, through creating allies campaigns 
and programmes, and providing best practice examples of other organisations' role model 
profiling. We would recommend that you consider how you might profile role models from more 
diverse communities, such as LGBT BAME people, LGBT people with a disability or LGBT 
people openly discussing their mental health. To discuss this further during benchmarking.  
 
Section 5: Senior leadership  
This section examines how the organisation engages senior leaders. The questions scrutinise 
how the organisation empowers senior leaders at different levels and the individual actions they 
take  
 
Feedback from your marker  
We would like to see consistent engagement across both tiers of leadership on issues of LGBT 
inclusion, including engagement with the network and sending strong messages of commitment 
to both sexual orientation and trans equality as a starting point. Consider how the institution  
might better support your senior leaders in engaging with LGBT inclusion, either through 
undertaking reverse mentoring opportunities, or through signposting them to LGBT-specific 
events and seminars.  
 
Section 6: Monitoring  
This section examines how the organisation monitors its employees. The questions scrutinise 
data collection methods, analysis and outcomes.  
 
Feedback from your marker  
Monitoring is vital for understanding LGBT employees, their needs and gives a broad overview 
of who is working for an organisation and their satisfaction at work. Through careful collection 
of this data, the institution will be better equipped in supporting its LGBT employees. We would 
like to see staff satisfaction data cut across sexual orientation and gender identity data to 
ensure the organisation knows whether LGBT staff experiences are worse, the same or better 
than non-LGBT staff, and for sexual orientation and gender identity to be monitored across pay 
grades. There is also an opportunity to assess this data during the recruitment cycle, so that 
you can assess potential barriers to recruiting people of specific identities. To discuss this 
further during benchmarking.  
 
Section 7: Procurement  
This section examines how the organisation affects change in its supply chain. The questions 
scrutinise the steps taken to ensure LGBT inclusive suppliers are procured and held to account.  
 
Feedback from your marker  
The financial leverage that institutions exercise with suppliers can be critical to lowering costs 
and delivering better services. Many institutions have now realised that this leverage can also 
be used to advance LGBT equality. Universities can scrutinise potential suppliers' policies and 
training to ensure that the suppliers are representing the same values. We would like to see 
specific training or guidance provided to the procurement team that covers diversity and 
inclusion outcomes and that this is explicitly inclusive of LGBT equality. To discuss further in 
benchmarking how the university might engage with LGBT-inclusive procurement practices.  
 



Section 8: Community engagement  
This section examines the outreach activity of the organisation. The questions scrutinise how 
the organisation demonstrates its commitment to the wider community and the positive impact 
it has.  
 
Feedback from your marker  
The institution clearly engages with the local community on LGBT inclusion initiatives. Fantastic 
to see that you are utilising your social media accounts to demonstrate that you are an LGBT-
inclusive institution that supports LGBT equality externally. We would like to see you engage 
with trans-specific community groups and events too. Your support of the OUTing the Past 
Festival, as well as re-running the MyPronounsAre campaign are fantastic initiatives that 
increase awareness of LGBT identities and demonstrate really ally-ship to LGBT people in the 
region.  
 
Section 9: Clients, customers and service users  
This section examines how the organisation engages with clients, customers, services users or 
partners.  
Feedback from your marker  
It is important to identify and address issues that LGBT students may have and barriers they 
may face in accessing services at the university. As a first step, we would advise that you draw 
up a map of key services to assess how inclusive this is at each stage of the student accessing 
that service. You can also consult with LGBT students through surveys, focus groups or 
sessions which seek to understand the LGBT experience in accessing services and what 
challenges each identity under the LGBT umbrella might face. It is recommended that you  
engage in LGBT-inclusive service delivery training that focuses on delivering an inclusive 
service and what that looks like for frontline staff. To discuss how to develop this area further 
during benchmarking. 
 
3. Please see attached copies of communications and attachments received from Stonewall in 
2019 and 2020.   
 
With regard to the documents provided in relation to Q1-3, you will see that some information 
has been removed (redacted). This is where the information is personal data (in other words, it 
is information which relates to an identified or identifiable individual) and accordingly it is being 
withheld under section 40(2) of the Act.  
 
The University is not obliged to provide information that is the personal data of another person 
if releasing it would contravene any of the data protection principles in the Data Protection Act 
2018 ("the DPA").  
 
You can find out more about Section 40(2) by reading an extract from the Act and some 
guidance points considered when applying this exemption, in the form of a Guidance Note 
attached to this letter.   
 
4. The University is unable to comply with this part of your request as it does not hold the 
information that you have requested.  
 
The University is only required to provide recorded information which it holds, as the Act does 
not require a public authority to create information to answer a request if the requested 
information is not already held, or to answer a question unless the information requested exists. 
 
You can find out more about the relevant section of the Act, and some guidance points which 
the University has considered when applying the Act in this response, in the form of a Guidance 
Note attached to this letter.  
 
 



5. The University has paid £18,000, including VAT, to date in membership fees. There are no 
further recorded payments on our Finance system, other than those for membership fees.  
 
6. The University has a target to become a Top 100 employer in the Stonewall Workplace 
Equality Index so that is an indication that we do intend to remain members of the Diversity 
Champion scheme. 
 
If you are not satisfied with this response you may request a review, but this must be within 40 
days of receiving this response. In the first instance please write to Alexandra Elliott, the Head 
of Information Management and Compliance, at the address below. Full details of our Freedom 
of Information internal review procedure are at: 
http://www.sussex.ac.uk/ogs/policies/information/foi/procedure. 
 
If you need to contact us about your request please quote your reference number FOI-21-0030 
 
Yours sincerely, 
 
Lucy Pattenden 
Information Officer 
Information Management and Compliance 
 
 

http://www.sussex.ac.uk/ogs/policies/information/foi/procedure


EXPLANATION OF FOIA  

You will find additional information about Section 1(1) of the Act below. Some extracts from the 
legislation, as well as some of the guidance used when applying it is included.  

Section 1 (1) General right of access to information held by public authorities. 

Any person making a request for information to a public authority is entitled—. 

(a) to be informed in writing by the public authority whether it holds information of the 
description specified in the request, and. 

(b) if that is the case, to have that information communicated to him. 

Section 3(2) Public authorities. 

For the purposes of the Act, information is held by a public authority if: 

(i) it is held by the authority, otherwise than on behalf of another person, or 

(ii) it is held by another person on behalf of the authority.  

Guidance 

The University has an obligation to inform a requester whether it holds the information you have 
requested. 

If the University does not hold the information requested, provided it provides notification to you 
pursuant to section 1(1)(a) of the Act, it is not under any further obligations.   

  



 
Guidance Note 
Explanation of FOIA - Section 40(2) – Information Relating to Third Parties 
 
You will find additional information about Section 40 of the Freedom of Information Act provided 
below. An extract from the legislation, as well as some of the guidance used when applying it is 
included.  
 
Section 40: Personal Information. 
 

(2) Any information to which a request for information relates is also exempt information 
if –  

 
(a) it constitutes personal data which does not fall within subsection (1), and 
 
(b) the first, second or third condition below is satisfied. 

 
(3A) The first condition is that the disclosure of the information to a member of the 
public otherwise than under this Act – 

 
(a) would contravene any of the data protection principles, or 
 
(b) would do so if the exemptions in section 24(1) of the Data Protection Act 2018 

(manual unstructured data held by public authorities) were disregarded. 
 
(3B) The second condition is that the disclosure of the information to a member of the  
public otherwise than under this Act would contravene Article 21 of the GDPR (general 
processing: right to object to processing). 
 
(4A) The third condition is that – 
 

(a) on a request under Article 15(1) of the GDPR (general processing: right of 
access by the data subject) for access to personal data, the information would 
be withheld in reliance on provision made by or under section 15, 16 or 26 of, 
or Schedule 2, 3 or 4 to, the Data Protection Act 2018, or 

 
(b) on a request under section 45(1)(b) of that Act (law enforcement processing: 

right of access by the data subject), the information would be withheld in 
reliance on subsection (4) of that section. 

 
(5A) The duty to confirm or deny does not arise in relation to information which is (or if it 
were held by the public authority would be) exempt information by virtue of subsection 
(1). 
 
(5B) The duty to confirm or deny does not arise in relation to other information if or to 
the extent that any of the following applies – 

 
(a) giving a member of the public the confirmation or denial that would have to be 

given to comply with section 1(1)(a) – 
(i) would (apart from this Act) contravene any of the data protection principles, 
or 
(ii) would do so if the exemptions in section 24(1) of the Data Protection Act 
2018 (manual unstructured data held by public authorities) were disregarded; 

 
(b) giving a member of the public the confirmation or denial that would have to be 

given to comply with section 1(1)(a) would (apart from this Act) contravene 
Article 21 of the GDPR (general processing: right to object to processing); 

 



(c) on a request under Article 15(1) of the GDPR (general processing: right of 
access by the data subject) for confirmation of whether personal data is being 
processed, the information would be withheld in reliance on a provision listed in 
subsection (4A)(a); 

 
(d) on a request under section 45(1)(a) of the Data Protection Act 2018 (law 

enforcement processing: right of access by the data subject), the information 
would be withheld in reliance on subsection (4) of that section. 

Guidance 
 
Section 40(2) of the Act applies to requests for personal data of someone else (a third party). 
Personal data of a third party is exempt under Section 40(2) if its disclosure to a member of the 
public would contravene one or more of the data protection principles, and such a request must 
be refused. 
 
The six data protection principles are as follows:  
 

1. Lawfulness, fairness and transparency  
2. Purpose limitation  
3. Data minimisation 
4. Accuracy 
5. Storage limitation 
6. Integrity and confidentiality (security) 

 
In most cases, personal data will be exempt if disclosure would be ‘unfair’. Disclosure of 
personal data relating to a third party will often breach the fair processing principle if there was 
a legitimate expectation by a third party that this information would remain confidential, or there 
was otherwise an expectation of privacy. 
 
The Section 40(2) exemption is absolute and is not subject to the public interest test outlined in 
the Act.  
 
The Information Commissioner has issued guidance on this exemption which is available at: 
https://ico.org.uk/media/for-organisations/documents/1213/personal-information-section-40-
and-regulation-13-foia-and-eir-guidance.pdf 
 
You can find the full text of the relevant legislation at 
http://www.legislation.gov.uk/ukpga/2000/36/section/40) and 
http://www.legislation.gov.uk/ukpga/2018/12/contents/enacted/data.htm 
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