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This Strategy presents a candid assessment of where we are currently and sets out the priority 
actions we will take to address areas for improvement, setting us on a journey to being an 
exemplar employer for D&I by the end of the Strategy in 2025. Setting challenging targets and 
holding ourselves to account for progress will ensure that we remain focused on our ambitions. 
But we will also need to ensure our plans are sufficiently flexible to respond in the moment to a 
changing external environment and to the feedback we will continue to seek from our people.

We know that our transition to new ways of working in the context of COVID-19 will present 
us with both opportunities and challenges for promoting and fostering inclusion. In adapting 
to a different way of working, we need to be alive to how changes can impact on individuals 
differently. We need to make sure we have robust well-being support systems in place and 
continue to identify new and innovative practices that allow us to connect with each other, share 
and celebrate our differences and successes, communicate our appreciation, and develop a 
shared sense of belonging. It is now more important than ever to practise inclusive leadership 
and remain open to learning as we evolve and adapt to the changing environment.

The success of this Strategy will depend on all of us taking an active role in helping us deliver 
on our commitments. Working together, I am confident that we can secure deep and permanent 
change in our culture and make the NAO a truly fantastic place to work.

Gareth Davies
Comptroller and Auditor General
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Generations: All Age Network

We value the diverse perspectives that each generation brings to the workplace. It is critical 
that we support our people of all ages with tailored, self-directed development and flexible 
working arrangements and portfolios to suit individual needs. Our focus on inclusion and 
belonging will help to break down age-based assumptions and stereotypes.

LGBTQ+ Network

A culture of equality, understanding and acceptance will help nurture our people, regardless 
of their sexual orientation, gender identity or expression. In collaboration with the LGBTQ+ 
network we will work to provide more transparent data on LGBTQ+ representation across the 
organisation, and identify opportunities to share personal stories and experiences. We will 
continue to raise awareness and encourage allies by recognising and celebrating events such 
as Pride Month and Rainbow Laces Day.

Religion and Belief Network

Our key focus is on respecting and acknowledging different beliefs, providing opportunities for 
individuals to mark religious observance, and identifying opportunities to celebrate key religious 
festivals and events.

Social Mobility Network

We employ an increasing proportion of staff from socially disadvantaged backgrounds across all 
four of our indicators. We will extend our successful summer internship programme and continue 
to focus on the diversity of our trainee intakes through our membership of Access Accountancy, 
as well as looking to improve the socio-economic diversity of our experienced hires. The 
network is developing a Social Mobility Equality Action Plan, which will focus on understanding 
and supporting the workplace experience of colleagues from diverse socio-economic groups 
by improving the completeness of the data we hold, running a micro-incivilities campaign, and 
providing tailored support to colleagues for promotion rounds.
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Women’s Network

We are committed to a gender-balanced workforce throughout the organisation as soon 
as possible, and by 2027 at the latest, through promoting women’s advancement and 
representation at our most senior levels. We will build on our existing flexibility to consider 
a wider range of different work patterns and locations, taking advantage of our experience 
of managing remote working through the COVID-19 pandemic. We will also provide a more 
supportive environment for women returners.

Additional support

In addition to our seven diversity networks we offer a range of additional support to our people 
through our central D&I, HR and Learning & Development Teams, including through our 
business partners. To complement this support we also offer advice through:

•	 Dignity at Work leads – our Dignity at Work leads provide colleagues with confidential 
advice on how they might deal with uncomfortable situations and provide guidance on 
how to take steps to resolve issues. Dignity at Work leads are employed at all levels of 
the organisation, including on the Executive Team and Board; and

•	 Mental health first aiders – our mental health first aiders help us to raise awareness of 
mental ill-health, provide comfort and support for those going through a challenging time, 
and encourage good mental well-being. Creating an environment where all colleagues 
feel a genuine sense of inclusion and belonging will contribute to minimising instances 
of workplace-related mental ill‑health.


















