
All staff briefing – Introducing the new commissioner 

 

Suggested agenda:  

1. Brief welcome to John and outline of the session –   
2. John introduction / opening remarks – John 
3. Prepared questions – Both  
4. Open questions – Both  
5. Closing remarks – John  

Prepared questions:  

To kick start the session we’ve suggested 4 potential questions:  

1. What are your first impressions of the UK and the ICO? 
2. You’d shared in Twitter the kindness of strangers at Gatwick airport. I am sure that like me, many staff will 

be following your tweets. Whether that’s a book review or your views on big tech – do you want to share 
some of your views about social media and how you use it?  

3. I know that it’s week 2, and so a little unfair to ask this of you, but what are your immediate priorities and 
areas of focus?  

4. You’ve talked about a listening tour, whether that’s with civil society, businesses and of course our ICO 
colleagues – what sort of questions do you have for us and how can we best engage and work with you?  

Potential questions:  

The following outlines potential questions you may receive from staff during the open Q&A.  

There’s 3 themes of questions, the first theme is about our work and your views about the approach you might 
take to it, the second is the ICO as an employer and again your views about that, and finally some potentially 
more personal questions about your achievements or where you plan to base yourself.   











 
BOX ITEM 4 – Pronoun blog

Background:  has provided a
pronoun blog for your informal review. This has been
sparked by some members of the Women’s and Allies
Network following the blog on pronoun use. It has been
reviewed by  and will go to the EDI Board
for sign-off this week. The Board has seen early iterations of
this version.
What do we need: Your views on the blog
When do we need it by: Midday – Monday 13 June
2022.

Approved
 

 
 

 



Track changes enabled in case you want to make edits. 

At the ICO, we are committed to the principles of inclusion, diversity and 
respect. We expect that our colleagues will role model and live by these 
principles day to day.  

The true test of this though comes when things maybe aren’t clear-cut or 
simple.  

If we are to genuinely foster a diverse workforce, it is inevitable that 
there will be times when there are differences of perspective and 
potentially even competing interests.  

The Equality Act 2010 recognises nine protected characteristics but there 
is no hierarchy between these and at times there is potential for rights to 
conflict – either in practice or in perception. A sign of organisational and 
individual maturity is how we manage this when it occurs, therefore 
diversity of perspective on issues should not be brushed aside because 
they are inconvenient.  

While discrimination, bullying and/or harassment are never acceptable to 
us, having a different personal viewpoint on an issue is perfectly 
acceptable (if not inevitable) in a modern and mature workplace. 

These differences in perspective were evident recently in response to a 
blog post from the Pride Network in November.  The blog explored 
reasons why ICO employees might want to include pronouns within their 
email signature and many good reasons for doing this were explored 
within that blog.  

However, we recognise that there are also legitimate reasons why a 
colleague may NOT wish to include pronouns in their own email signature. 
It should not be suggested that this makes them any less supportive of 
trans colleagues or service-users. 

It has always been the case that ICO colleagues are free to include their 
pronouns in their email signatures and to ask colleagues to refer to them 
in that way.  We believe it is personal choice and that it would go against 
the creation of an inclusive environment to mandate or insist colleagues 
do so.  As such, the ICO neither encourages nor discourages this practice 
and there is no organisational advantage or disadvantage to anyone 
adopting this approach, or not. 

At the ICO principles of inclusion, diversity and respect are non-
negotiables. All colleagues must recognise that rights and responsibilities 
in these areas go together for themselves and for others. Inclusivity is for 
everyone not just for certain issues and we sometimes must accept that 
this will bring tensions that we have to navigate sensitively. Only by 



raising our awareness and understanding of these issues and their 
implications will we achieve sound judgements, appropriate behaviours 
and an authentically and sustainably inclusive working environment.   

 

EDI Board  



From: John Edwards
To:
Subject: Inclusivity
Date: 22 November 2022 09:25:00

Hi 
You may have noticed that a routine @ICONews tweet acknowledging
Transgender Day of Remembrance has attracted a flurry of anti-trans
responses.
It has got me thinking – do we have any gender neutral bathrooms, or
spaces for trans or non-binary staff and visitors?
Thanks

Logo John Edwards (He/Him)
Information Commissioner
Information Commissioner’s Office, Wycliffe House, Water Lane,
Wilmslow, Cheshire SK9 5AF
T.  F. 01625 524510 ico.org.uk
twitter.com/iconews
Please consider the environment before printing this email
If you wish to submit an information request or
want to exercise any of your data protection rights,
please forward your email to the Information
Access Team at accessicoinformation@ico.org.uk,
or you can call us to make a verbal request relating
to your personal data on our Helpline 0303 123
1113.

For information about what we do with
personal data see our privacy notice



From:
Subject: Strategic media monitoring - Wednesday 26 April 2023
Date: 26 April 2023 09:09:24

Good morning
Please see below today’s media monitoring.
Kind regards

ICO in the news
Data watchdog rebukes Monzo after gender-critical man called
‘horrible Terf’ by staff
Daily Telegraph, 26/04/23, Ewan Somerville
A report that the ICO has issued “a rebuke” to Monzo, after an
individual issued a subject access request to the bank and saw that
staff were having critical conversations about him. The subheading of
the article correctly states that we have written to the bank asking it to
review and strengthen internal procedures and staff training. The piece
goes on to quote from a letter we sent to the data subject saying we
had written to the bank. It concludes with a statement from Monzo
saying it will continue to evolve policies at the bank.



Information Commissioner’s Office, Wycliffe House, Water Lane, Wilmslow, Cheshire SK9
5AF
Press office 0303 123 9070 ico.org.uk twitter.com/iconews
Please consider the environment before printing this email
For information about what we do with personal data see our privacy notice









ITEM D: Manager's Briefing - Accessibility and reasonable
adjustments at work May 23

Background:  has
emailed all people managers to provide a copy of the
updated Reasonable Adjustment at Work Policy (item B) and
a People Manager’s Toolkit (item C) for supporting colleagues
with a disability and neurodivergent colleagues. Also
provided is a Manager’s Briefing (item D) which details the
changes we have made to the policy, introduces the toolkit
and provides details of actions we have taken to improve our
approach to reasonable adjustments.
What do we need: N/A – for information only.
When do we need it by: N/A – for information only.



 

 

 

Manager’s Briefing 
Accessibility and reasonable adjustments at work 
 

 

26 May 2023 
 

 

What you need to know 
 

As part of our commitment to continually review our policies and procedures 
we have made some changes to the Accessibility and reasonable adjustment at 

work policy. We hope these changes will provide assurance that we are 

responding to feedback, and concerns raised and are taking steps to help 

improve our approach to reasonable adjustments. 
 

The key changes are as follows; 

• Completion of the passport is voluntary and although completion is 
encouraged, we have included further guidance on dealing with 

reasonable adjustment requests without the completion of a passport. 

• We have removed explicit reference to trans and gender reassignment as 

this will be covered in a new Trans policy due to be socialised in the next 
couple of months. 

• Extended the policy to cover caring responsibilities with a definition for 
guidance. Extending this policy to cover caring responsibilities brings 
underrepresented elderly care benefits more in line with childcare.  

• Updated the procedure and flow chart which includes the appointment of 
a ‘single point of contact’ being assigned to manage individual requests. 
 

• Included a new section setting out roles and responsibilities highlighting 
your role as people managers in being key to creating an inclusive 

culture and your duty to support your staff.  
 

• Included details of how to escalate concerns with the process or 

dissatisfaction with adjustments implemented. 

• Updated the review process once the reasonable adjustments are in 

place from 12 months to 3 and 6 months and annually thereafter. 

• Introduced a new section to provide clarity how to manage changes to 

circumstances, job role or location with further guidance on 

responsibilities. 



 

 

 

• Introduction of a ‘confidentiality,’ ‘records and monitoring’ and ‘further 

guidance’ sections. These sections aim to give reassurance to employees 

on the governance of the information provided in the passports. 

 

People manager’s toolkit 

We have produced a people managers toolkit for supporting colleagues with a 

disability and neurodivergent colleagues. It is hoped the toolkit will supplement 

the Accessibility and reasonable adjustments at work policy whilst providing 
more detailed guidance on the approaches and techniques needed for making 

appropriate reasonable adjustments.  
 

The guide provides practical hints and tips along with frequently asked 

questions. We hope the toolkit will bring to life the process in the policy and 

give guidance on types of reasonable adjustments, the key stages of the 
process and how to get the most out of conversations with your team 

members. 

 

What else have we done? 
 

As part of the Civil Service Expert HR hub, we have consulted and compared 
our policy to those used by other UK regulators such as Ofgem, ACAS and the 

Department of Social Health. Our policy compared favourably and was in line 
with best practice across the other regulators. Our focus now will be directed 

on the implementation, cultural element, and wider appreciation for 
accessibility, to ensure the success of this policy and a fully inclusive working 

environment where all our employees can thrive. 

Whilst we were not able to put definitive service level agreements in the 

Accessibility and Reasonable Adjustment Policy (as each workplace adjustment 
is different and timeframes are influenced by external stakeholders) we have 

created a fully documented case review log which is used by the Inclusion and 

Wellbeing Team to track progress of all workplace adjustment requests and 
provide anonymised quarterly reports to the DCEO and EDI board.   

We have developed two ‘Knowabouts’ looking at Workplace Adjustment 

Passports. One for People Managers, and one for the individuals to help 

develop our culture of understanding.  

We have completed a review of the People Services induction process to 

include a specific slot for the Inclusion and Wellbeing team. This provides a 

further opportunity to emphasise the importance of new starters declaring 

disabilities at an early stage and to raise awareness of the provision of support 

available via workplace adjustments. 

 



 

 

Workplace Adjustment Group 

We have set up a Workplace Adjustment Group to provide proactive oversight 

on the implementation of the Accessibility and reasonable adjustments at work 

policy and workplace adjustment passports.  The group will also provide 

oversight and guidance on supporting our use of assistive technology, 

proactively providing advice on the procurement of new services and 
technology and reviewing activities or practices which create a barrier to the 

inclusion and wellbeing of our colleagues. 

The working group consists of key stakeholders in the workplace adjustment 
process and include; the Head of Organisational Development and Capability, 

Inclusion and Wellbeing Business Partner, Inclusion and Wellbeing Team 

manager, Head of Facilities and Estates, Head of PMO, Head of Digital and IT 

Services and Head of Procurement.  

The group will meet monthly, the dates of meetings, agenda and action plan 

will be published. 

 

What you need to do 
 

Please read the updated policy and toolkit and discuss the content of this 
briefing with your team members.  

 

More information 
 

If you require any further information, please contact the Inclusion and 

Wellbeing Team  
 

 







BOX ITEM 8 – People Manager Briefing - 7 June slides
and presentation

ITEM B: Copy of the People Manager’s briefing for the meeting
on Wednesday 07 June.

Background:  has circulated the briefing from the
meeting yesterday for those unable to attend. She has also
provided a  link to a recording of the session.
What do we need: N/A – for information only.
When do we need it by: N/A – for information only.




























