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2.1  Introduction: 

In December 2022, the East of England Ambulance Service (referred to hereafter as either EEAST or The ‘Trust’) 
commissioned McKenzie LLP – a specialist Equality, Diversity and Inclusion consultancy to undertake an external 
research and consultation project with all employees who identify as LGBT+      

During February and March 2023, all employees who identify as above were invited to:

1: Complete a confidential and anonymous online / digital survey comprising 15 questions exploring overall 
experiences of EEAST, as a LGBT+ employee. This includes perceptions of how well the Trust recognises and 
embraces people of all Sexual Orientations and different Gender Identities.

2: Join a confidential focus / discussion group to share relevant experiences and perceptions in this area. All  
discussion groups were facilitated by external Equality, Diversity and Inclusion specialists from McKenzie LLP. 

3: Have a confidential one to one interview with a McKenzie consultant – again with the aim of sharing perceptions  
and experiences in this area. 

2.2  Participation:  

Participation in all of the above three activities was both voluntary and confidential. Staff were therefore free to take 
part in all, some, or no activities at all. 

In total, 204 out of the 314 selected employees participated via one or more of the consultation options shown above 
representing a 65% response rate. (From experience, an average response/participation rate in an exercise of this nature is 50%.)  

Restricted: Internal Circulation OnlyPage 2

1   As of February 2023, 314 EEAST employees shared details indicating they are LGBT+ Source: EEAST Human Resources  

1

2 LGBTQ+ is an acronym for lesbian, gay, bi, trans, queer, questioning and ace. Source: Stonewall

2
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2.3  Online Survey Content / Other Qualitative Feedback:  

The digital survey contained a series of 15 different statements. Participants were asked to rate their own perceptions 
and experiences against each statement by giving one of five possible responses;

1: Agree Strongly,  2: Agree,  3: Neither Agree or Disagree,  4: Disagree, or  5: Disagree Strongly.

All respondents were additionally asked How would you describe your own Sexuality, Gender Identity and 
Transitioning status ? Responses to these questions are reported on pages 21 - 26 of this document. 

The final section of the survey gave participants the option to add free flow comments. These are reported in section 
four of this document. (Page 27.)  

2.4 Methodology:    

Employee responses were collected on line using Survey Monkey (a web based surveying company). All other 
qualitative feedback obtained from one to one interviews was compiled, summarised and reported by key ‘themes’ 
(also reported in this document) by McKenzie LLP. 

2.5  About McKenzie LLP:   

Formed in 1996, McKenzie specialise exclusively in the areas of Equality, Diversity, Inclusion and Dignity at Work. 

They have considerable healthcare experience  - previously working with the Care Quality Commission, The General 
Medical Council, The Department of Health and a number of NHS Primary Care Trusts and Clinical Commissioning 
Groups. (www.diversitymckenzie.co.uk)
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Section Three: Survey Results 
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Employee Feedback: One to One Discussions and Survey Comments  
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Section Four:

































Report Conclusions and Recommendations:

Section Five:
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5.0  Key Considerations:

In summary, this exercise has identified six key factors (shown below) that are relevant to the 
experiences of EEAST employees who identify as LGBT+:  
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5.0 Report Conclusions: 
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5.1  - Good Employee Experience: 

Statement #1 of the survey asked participants to rate a very important general  

statement. For ease we have repeated both the statement and responses below: 

5.0 Report Conclusions: 
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Out of the 204 people who rated this statement, only 10% (20 people) believed EEAST is NOT an inclusive 

organisation for employees who are LGBT+ Using this information, we can only conclude, (not withstanding 

the evidence of poorer experiences given in the other pages of this report) that a minority, of a minority 

group of employees, currently have adverse employee experience. 



Page 46

5.2  - An absence of a LGBT+ policy framework in EEAST:

At the time of writing, early March 2023, the Trust does not have either a Gender 

Identity or Transgender policy. We regard the absence of such a policy in the Trust as 

somewhat conspicuous. 

Culturally, its absence may risk creating the impression that LGBT+ is unimportant in 

EEAST, it also represents a clear legal risk. Please see example findings of an 

employment tribunal overleaf.      

5.0 Report Conclusions: 
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We recommend that EEAST creates a new policy which should at least, set out:

▪ Clear definitions of the different types of Gender Identity and Sexual orientation 

▪ EEAST’s commitments in this area

▪ The rights of all employees in EEAST who are LGBT+

▪ A guide to basic terminology. 

We also recommend a ‘light read’ approach and include, for information, a hyperlink to an external 

example:   

Transgender and non-binary inclusion policy - Co-op Colleagues (coop.co.uk)

Also, some other EEAST policies appear not to have been amended to reflect the differing rights and 

requirements of EEAST employees who are in a same sex relationship. Example; the Trust’s current  

Pregnancy and Maternity policy. 
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5.2  - Absence of a LGBT+ policy framework in EEAST: (continued): 

Relevance of a Transgender Policy – Case Example from Primark UK: 

5.0 Report Conclusions: 
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I have been the recipient of many inappropriate questions about my transition. I am happy to be a 

resource to educate my peers but I know that many other trans people would not be and that many of 

these questions could be considered offensive. It is a simple lack of education around trans people and 

identities …

I was told (by an EEAST trainer) “We asked at the beginning of the course if anyone had any learning 

disabilities. No-one said they were gay or trans so how can you expect us to be sensitive if you haven't 

declared this?“

Gender awareness training for all staff would be greatly appreciated. The Trust is so focused on BAME 

issues other diverse groups such as LGBT+ and disabilities get overlooked. 

Historic behaviours need addressing across the organisation as some long standing staff still hold out of 

date views, would also encourage more ally-ship rather than expecting LGBTQIA+ colleagues to have to 

educate others. 

There is still some sniggering and whispering behind backs that’s been overheard by myself about me or 

others.

5.0 Report Conclusions: 

5.3  - Ignorance and Disengagement: 

In respect of our use of the word ‘Ignorance’, sufficient evidence has been provided to 

us to suggest that some EEAST employees lack education and awareness in respect of 

LGBT+ generally. We draw this conclusion using the following extracts from the 

accounts given to us by employees. These comments have been previously reported 

within this report and are repeated here simply for convenience: 
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When we had a session on equality and diversity in our annual mandatory training day, the Manager 

running the session said "right, we have to cover this nonsense so let's just whizz through it". 

Last year's annual mandatory training included watching a video about the culture in EEAST. The 

Manager leading the training told us to press play and then get on with other work whilst it was playing 

in the background. 

Since being in Ops, older colleagues and managers have frequently asked me about precisely how I intend 

to conceive a child with my (same sex) partner. "Turkey basters" are often mentioned. One senior male 

colleague offered to have sex with me if I wanted to get pregnant. 

Please focus more on making the ambulance service better, no one cares about this garbage. People are 

people.

Controversially, I feel sometimes, increased opportunities have been given to those with LGBT or gender 

status, to give the impression of inclusivity/ equality, when in fact I feel it does the opposite.+

Since working for EEAST, inappropriate names and slurs are considered to be "banter". Of the seven senior 

managers I have worked for, three have deemed "gay jokes" to be appropriate …

5.0 Report Conclusions: 

5.3  - Ignorance and Disengagement: (continued): 

In addition to a lack of knowledge and skills, it is clear that a minority of employees are 

‘disengaged’ in respect of LGBT+ generally i.e. they do not know the importance or value 

of embracing LGBT+ at work and may therefore demonstrate inappropriate inclusive 

behaviours and language. Once again, we repeat a selection of participant comments 

which we assess as providing clear evidence of employee disengagement. 
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5.0 Report Conclusions: 

5.3  - Ignorance and Disengagement: (continued): 

5.3.1 Training Staff in EEAST: 

A number of adverse references were made to us about some staff responsible for 

delivering training in EEAST.  
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We believe that generally speaking, trainers should be a ‘beacon of excellence’ in respect of promoting 

Equality, Diversity and Inclusion in any organisation.  

We consider the evidence given to us relating to some training staff in EEAST represents very poor 

examples of behaviour, language and modelling of exemplar practice.

The fact that the employees in question were seemingly comfortable demonstrating such behaviour is 

perhaps indicative of a broader culture where ‘nothing happens if something happens’ i.e. behaviour is 

not routinely challenged, reported or acted upon. 

We believe these examples are also possibly indicative of a lack of overall supervision and evaluation of 

training in EEAST. For example, asking delegates to rate their training experience post events and report  

the same to H.R. via evaluation documents, may result in training staff to taking their responsibilities 

more seriously. It would also provide a mechanism for delegates to report inappropriate classroom 

behaviours when they happen. 

We take this opportunity to state that the poor behaviours of trainers referenced in this report may well 

relate to a minority of EEAST training staff. It is nevertheless, an important factor in our overall 

assessment of LGBT+ employee experience within the Trust. 
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Drawing on the experience and wisdom of Stonewall (the largest LGBT+ rights 

organisation in Europe) and their own approaches to the rating of the top 100 UK 

organisations. The following criteria is quoted:

The organisation has: 

5.0 Report Conclusions: 

5.4  - Profile of the EEAST LGBT+ Employee Network:
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▪ Clear policies that ensure LGBTQ+ staff are protected and supported, as well as expansive 
healthcare benefits that include transition-related treatments and LGBTQ-inclusive mental health 
support.

▪ An inclusive culture by sharing information about their commitment throughout recruitment, 
setting clear expectations during induction of new staff, and continuing to build the understanding 
of staff throughout their experience with training, personal stories and events.

▪ Senior leaders that are highly engaged with this work, leading on local action plans, taking on 
personal inclusion-based objectives, and participating in the firm’s ‘reverse mentoring’ scheme to 
develop their knowledge with the support of more junior LGBTQ+ staff.

▪ A thriving LGBTQ+ employee network group providing confidential support and spaces for 
LGBTQ+ staff. The network also runs a wide-ranging programme of events to engage staff across 
the organisation with LGBTQ+ issues and advises the firm’s leadership on policies and practices 
that affect their members.

(The term LGBTQ is used by Stonewall throughout.)  





In respect of staff who identify as Transgender, from experience, two perennial, yet 

very basic, issues can be responsible for creating significant adverse workplace 

experience. These are: 

5.0 Report Conclusions: 

5.5 – Welfare and Facilities: 

1: Naming / use of pronouns. This can relate to general conversations and official documents e.g. staff 

identity cards. 

2: Facilities such as toilets and changing rooms.

Unfortunately, we report evidence (below) of adverse employee experience in the above two areas which 

could potentially affect, at the very least, the 11 EEAST employees who have identified as transitioned or 

who are our considering transitioning:

After sorting out ID documents and providing my trainers and HR with my change of name document, HR 

refused to change my name on ESR or other platforms. I also was able to show my trainers at the time 

that the dvla had accepted my name change as they were writing to me in my new name while I waited for 

my licence to come back. This did not make a difference.

There are no gender neutral toilet or changing facilities, I am forced to use the disabled toilet. I do not 

identify as disabled, just unique. I have even changed my clothes in the back of the car parked round the 

back because the disabled toilet is always busy.

Lip service is paid. The organization currently cannot manage without misgendering / deadnaming 

someone who has legally transitioned prior to joining.
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We have identified an opportunity for the senior team in EEAST to demonstrate much 

greater visible commitment to LGBT+ by at least: 

5.0 Report Conclusions: 

5.6 – Overt LGBT+ Commitments and Allyship: 

1: Overtly referencing, for example, by leadership blogs, annual staff events etc the renewed 

commitments in EEAST to promoting inclusion for all LGBT+ employees and the launch of the 

new EEAST policies and guidance (when published ) in this area. 

2: Agreeing a senior team ‘ally’ to head up and champion the EEAST LGBT+ network group. 

3: Design and implement a programme of reverse mentoring for all senior team managers to 

be conducted with more junior LGBT+ employees. 
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