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Equality, Diversity and Inclusion (EDI) spend 2026/2027
Purpose of paper
For approval
Board action required
The Board is asked to:
Note the Department of Health and Social Care spend control framework for external EDI activity.
Approve external EDI spend in 2026–27 limited to: 
a. Corporate affiliation with LGBT Foundation (annual, reviewable).
b. £10,000 to support staff network activity.
Agree that any future external EDI spend or additional affiliations will require further approval.
Brief summary
This paper seeks Board approval for a focused and proportionate programme of external Equality, Diversity and Inclusion (EDI) spend in 2026–27. The paper recommends proceeding with (1) a one‑year initial, reviewable corporate affiliation with LGBT Foundation and (2) a £10,000 central budget to support staff networks.
The proposals respond directly to colleague feedback, particularly from LGBTQ+ colleagues, align with NICE’s EDI Roadmap and People Strategy, and sit within the Department of Health and Social Care (DHSC) spend control framework. No other external EDI spend is proposed at this time.
Board sponsor
Helen Williams, Chief People Officer


Introduction
1. NICE remains committed to building an inclusive, high‑trust organisational culture and to meeting its responsibilities as a national health body and anchor institution. While progress has been made against the EDI Roadmap, evidence from colleague feedback and inclusion survey data highlights that disparities in experience persist for some groups.
This paper sets out a deliberately narrowed and targeted approach to external EDI spend for 2026–27. It focuses on a small number of interventions where there is a clear rationale, defined benefit and strong alignment with organisational priorities, alongside clear governance and evaluation.
Background 
Why this intervention
Feedback from LGBTQ+ colleagues and members of the NICE And Proud (NAP) Network following the decision not to renew NICE’s previous external affiliation with Stonewall, highlighted a sense of loss of external validation and trust. This has been described by colleagues as a set of unresolved ‘wounds’ for this community, compounded by wider inclusion survey findings showing lower levels of belonging and psychological safety for LGBTQ+ colleagues compared with the NICE average.
At the same time, exploration on whether a values‑aligned partnership could support both colleague experience and NICE’s wider system role, has taken place with the LGBT Foundation and NICE. On that basis, this proposal is intentionally framed not as a symbolic gesture, but as a targeted, proportionate response to a clearly articulated need, co‑shaped with an organisation that understands the health and wellbeing challenges faced by LGBTQ+ communities.
Alignment with strategy
EDI Roadmap: The proposed affiliation supports targeted action where disparities in experience persist, particularly around belonging, psychological safety and confidence in fair progression.
People Strategy and culture: It complements internal action by providing credible, externally validated learning, insight and engagement.
Anchor institution role: As a national health body, NICE has a responsibility to use its influence and partnerships to support equitable outcomes beyond the organisation. Working with a respected health‑focused LGBTQ+ charity reinforces this role. Their footprint is primarily Manchester based which supports NICE’s own local footprint to a large extent.
Evaluation of 2025–26 EDI Spend
A review of staff network activity and spend in 2025–26 has been undertaken to inform proposals for 2026–27. Each network was allocated a budget of £2,500. Actual spend varied, reflecting differences in network maturity, capacity and planned activity.
Summary of spend
	Staff Network
	Budget (£)
	Actual Spend (£)
	Activity Supported

	REN 
	2,500
	Nil
	No funded activity delivered during the year

	DAWN 
	2,500
	693.60
	Attendance at Neurodiversity Conference

	WIN
	2,500
	1,250 (planned)
	External speaker for International Women’s Day, delivered with Communications advice and support

	NAP 
	2,500
	1,938
	Manchester Pride March; guest speaker from Terrence Higgins Trust; £1,008 contribution to The Proud Trust


Evaluation and learning
Overall, network spend was modest, targeted and proportionate, with activity focused primarily on learning, awareness‑raising and visible inclusion.
· Neurodiversity and disability inclusion: DAWN’s investment reflects the growing prominence of neurodiversity across health and social care. Education and awareness in this area are increasingly important to support inclusive leadership, reasonable adjustments and psychological safety.
· Anchor institution and place‑based impact: NAP’s participation in the Manchester Pride March aligned strongly with NICE’s ambitions of being an anchor institution and local employer, supporting community engagement, visibility and trust‑building alongside internal awareness.
· Integrated delivery: WIN’s planned International Women’s Day activity demonstrates a more integrated approach, combining external expertise with internal communications support to maximise reach, coherence and organisational relevance.
· Variation in network spend: The absence of spend by REN highlights that network capacity and readiness can vary year‑to‑year. This reinforces the importance of flexible budgets, People Team support and proportionate expectations, recognising that network activity is voluntary and delivered alongside substantive roles.
Evaluation considerations
Evaluation of staff network activity is inherently nuanced. Many intended benefits, such as increased belonging, confidence and psychological safety, are qualitative, cumulative and not easily attributed to individual events. While inclusion survey data and qualitative feedback provide some insight, the organisation recognises that evaluation could be strengthened.
For 2026–27, the People Team will support networks to set clearer objectives at the point of funding approval and to capture qualitative learning more consistently, while maintaining a proportionate approach that reflects the nature of this work.
Related EDI Investment Decisions (2025–26)
· Reverse mentoring (£20,000): Approved but not taken forward due to reprioritisation and learning about the most effective delivery model. It is not currently proposed for 2026–27, pending a revised approach.
· Inclusive leadership training (£40,000): Spent £26,278. Delivered and well‑received. Interactive and immersive sessions were provided for People colleagues, senior leaders and staff network chairs- a cohort in total of around 60 colleagues, supporting shared leadership capability and inclusive behaviours as identified in the EDI Roadmap.
Inclusion survey context (December 2025)
The December 2025 Inclusion Survey provides additional context for evaluating EDI activity. The overall response rate increased to 67%, up from 64% in the previous inclusion survey, indicating improved colleague engagement with inclusion‑related feedback processes. Organisation‑level results show improved confidence in Executive Team commitment to EDI, while confidence in line managers’ commitment remained stable and high. The survey also introduced new questions on belonging and psychological safety, strengthening the organisation’s ability to understand cultural conditions over time. While progress is uneven across directorates and some measures, particularly confidence in fair progression, have declined, the survey evidence suggests incremental improvement in leadership‑level EDI confidence and engagement, providing important context for the targeted, proportionate network activity delivered during the year. Additionally, The December 2025 Inclusion Survey shows a continued organisational‑level decline in bullying and harassment, with personal experience reducing to around 5%, down from 7% in December 2024 and 10% in February 2024, as well as a reduction of experienced discrimination from 6% to 5.2%. While disparities remain for some groups, year‑on‑year improvements provide assurance of a positive overall trajectory.
Proposed spend for 2026–27
1. Corporate affiliation with LGBT Foundation
What this provides
· Access to sector‑relevant learning and development focused on LGBTQ+ health, wellbeing and inclusion in health and social care contexts.
· Engagement opportunities for colleagues (virtual and in‑person), accessible across office‑based, hybrid and remote roles.
· Expert insight to inform NICE’s ongoing EDI learning without reliance on campaigning or advocacy‑led models.
· A credible, trusted external relationship that responds directly to colleague feedback and lived experience.
Why LGBT Foundation
LGBT Foundation is a nationally recognised charity with a strong track record of working with public sector organisations to address health inequalities affecting LGBTQ+ people. Its emphasis on lived experience, co‑production and wellbeing aligns closely with NICE’s values and responsibilities.
Cost and governance
· Corporate membership starts from £2,500 per annum.
· It is proposed that NICE enters into a one‑year affiliation, with a clear expectation of annual review at a cost of £2,500.
· Review will consider:
· Feedback from NAP members and LGBTQ+ colleagues.
· Relevant inclusion survey measures (belonging, psychological safety, engagement).
· Alignment with the EDI Roadmap, People Strategy and anchor institution objectives.
This approach ensures proportionality, value for money and Board oversight.
2. Staff networks budget
Proposal
· A central budget of £10,000 (£2,500 per network, based on four networks) to support staff‑led activity such as awareness events, guest speakers and learning sessions.
Rationale
Staff networks play an important role in culture‑building and awareness raising. A modest, clearly defined budget enables networks to deliver planned activity while remaining within procurement thresholds and standing financial instructions. The People Team will support networks to plan activity and ensure spend is aligned to agreed objectives.
Finance / HR / legal implications 
Financial implications
The proposed spend is modest and contained within existing People and EDI budgets for 2026–27. All expenditure will comply with DHSC spend controls, NICE’s standing financial instructions and procurement thresholds. The one‑year, reviewable nature of the affiliation provides assurance on value for money and avoids longer‑term financial commitment.
Legal implications
There are no anticipated legal risks arising from the proposals. Any contractual arrangements with LGBT Foundation will be managed through standard NICE contracting processes to ensure clarity of scope, deliverables and termination provisions.
HR implications
The proposals support delivery of the EDI Roadmap and People Strategy by addressing evidenced disparities in colleague experience. They complement, rather than replace, internal HR and EDI activity, and do not introduce changes to terms and conditions or employment policies.
Future considerations
Subject to evaluation of impact and value from the LGBT Foundation affiliation, NICE may explore affiliation with other staff networks or external organisations in the future. Any such proposals would be:
· Informed by evidence of impact from this initial partnership.
· Considered in the context of the EDI Roadmap and People Strategy.
· Brought back for approval through appropriate governance routes.
Evaluation and assurance
Impact will be assessed through:
· Staff inclusion and engagement survey results.
· Qualitative feedback from NAP and other staff networks.
· Reflection in the annual workforce equality report and EDI Roadmap reporting to Board.
All external spend will be managed in line with NICE’s standing financial instructions and contract management processes.
Board action required
The Board is asked to:
a) Note the Department of Health and Social Care spend control framework for external Equality, Diversity and Inclusion (EDI) activity.
b) Approve external EDI spend in 2026–27 limited to:
i) A one‑year, reviewable corporate affiliation with LGBT Foundation at £2,500.
ii) A £10,000 central budget to support staff network activity.
c) Agree that the Chief Executive, as Accounting Officer, will approve this spend in line with NICE’s standing financial instructions.
d) Confirm that any additional external EDI spend or further affiliations in 2026–27 will require separate approval through appropriate governance routes, informed by evaluation of impact.
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