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Foreword from Ruth Hunt,  
Stonewall CEO

Stonewall is here to let all lesbian, gay, bi and trans 
people know they’re not alone. Our work with 
employers and service providers is integral to this 
mission. Organisations working in communities across 
the UK can have an enormous impact on the safety 
and well-being of their LGBT employees and those who 
depend on their services. 

The Home Office have been a partner to Stonewall for 
many years and have a well-established commitment to 
LGBT equality. They have been consistently recognised 
in our annual ranking of employers, the Stonewall Top 
100. Following six years in the Top 10 of this highly 
competitive list, we recognised the Home Office as 
a Stonewall Star Performer. This exclusive accolade 
celebrates the very best employers for LGBT people. 

Each year, we challenge our Star Performers to find 
new and innovative ways to advance LGBT equality. 
This year, we asked each of them to share what they 
have learned, in the form of a best-practice guide on a 
topic where they have shown significant progress.
 
The Home Office, as a large employer working across 
all corners of the UK, faces the challenge of engaging a 
dispersed workforce in equality initiatives, and ensuring 
every LGBT person is supported and has an equal 
chance to flourish. The innovative ways in which they 
have grown and formalised the role of their Spectrum 
LGBT network are a valuable example to others. We 
welcome this guide and hope that it inspires employers 
and network groups to do more for LGBT staff right 
across their organisation.

We invite you to join with us, and with the Home Office, 
in working towards acceptance without exception for 
LGBT people everywhere. 

Ruth Hunt 
Chief Executive, Stonewall
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Opening comments from  
Mike Parsons 
Home Office LGBT Champion  
and member of Executive Management Board

Dear Reader

Spectrum offer our people an invaluable service; 
from raising awareness of LGBT issues, providing 
support and organising events for colleagues, 
to helping develop and review our departmental 
policies and practices. 

Spectrum have been instrumental in having 
Stonewall recognise us as one of the country’s best 
employers for people who identify as LGBT. We 
have implemented numerous positive initiatives for 
our LGBT community, many of which Spectrum 
have significantly helped shape and deliver. 

Staff networks play an important part in shaping the 
behaviours and culture of an organisation, and I am 
grateful to Spectrum for the expertise, passion and 
continued support they provide the Home Office as 
we continue on our journey of becoming inclusive 
by instinct.

Yours sincerely, 

Mike Parsons
Director General Capabilities and Resources and 
Home Office LGBT Champion
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Introduction

As a Stonewall Star Performer, the Home 
Office has been recognised as a top employer 
for LGBT staff. Since its inception in 2003, 
Spectrum the Home Office LGBT staff support 
network, has been fundamental in supporting 
the Home Office create inclusive workplaces 
and has become an integral part of the LGBT 
equality and diversity agenda at the Home 
Office. Spectrum highlights the importance 
of an LGBT staff network in ensuring LGBT 
staff are a visible element of the Home Office 
workforce and in providing a forum for unique 
networking opportunities and a means of peer 
support between LGBT staff. It enables the 
Home Office as an employer, to engage directly 
with the needs of LGBT staff and to recognise 
which policies may impact on LGBT employees, 
and what changes can be made to improve 
staff experiences. Spectrum’s key ingredients 
to its success is that its structure reflects the 
needs of the Department it serves, it has built 
credibility through accountability and consistently 
demonstrates value to the Department. This 
guide is an opportunity for Spectrum to share 
lessons learned from running an effective 
network and the key elements to setting up and 
maintaining a successful network. 

Stephanie Aitken 
Spectrum Chair
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For members and friends

We provide support • Support those feeling discriminated, bullied or harassed
• Organise socials and other events 
• Run workshops covering specific LGBT issues 
• Provide news and updates on relevant LGBT stories 
• Provide a safe environment to discuss problems 
• Signpost people to organisations where needed 
• Provide learning and development opportunities 

We organise events 
We’re here to discuss problems 

What Spectrum offers:

To individuals and teams

We provide support • Support those feeling discriminated, bullied or harassed
• Organise socials and other events 
• Run workshops covering specific LGBT issues 
• Provide news and updates on relevant LGBT stories 
• Provide a safe environment to discuss problems 
• Signpost people to organisations where needed 
• Provide learning and development opportunities 

We organise events 
We’re here to discuss problems 

Supporting the department

We review policies • Review new policies to ensure they don’t adversely 
impact on LGBT staff, or the wider LGBT community 

• Help in policy development to make them LGBT inclusive
• Support equality impact assessments

We provide assistance
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Building the business case  
and securing support 

In order to secure resource and support, any 
employee network needs to clearly articulate 
why it is worthy of investment. A business case 
needs to be set out to show the benefits to the 
business for having an LGBT staff network. 
Spectrum’s long term success and its ability 
to continue securing resources is down to it 
continuously demonstrating the value of the 
network to the business. This business case is 
underlined in business plans and cemented in 
annual reports.

Top tips to include in your business case for an 
LGBT staff network:

• Identify the aims of your network. Will it be 
purely a staff support network or one that has 
a wider organisational remit.

• Link network goals to your business/
department’s values and priorities.

• Articulate the impact on staff/stakeholders 
and use hard figures where you can.

• Include examples from peers and 
competitors.

• Reference relevant research.
• Identify how the network can minimise risks 

to the business and showcase the business 
commitment to equality and diversity. An 
engaged workforce is a productive workforce.

• Highlight how the network could act as an 
adviser/reviewer to ensure business policies 
are LGBT friendly. 

Spectrum ensures that their business plan 
is updated on an annual basis to link in with 
the Department’s yearly objectives. Spectrum 
continuously captures data to show the impact 
of the network’s activities which ensures the 
network remains relevant and is able to show 
value to the business. 

CASE STUDY: 
How Spectrum secured facility time
Spectrum has an effective and joint working 
partnership with the Home Office Human 
Resource Team. A dedicated staff member 
within the Diversity Team acts as a liaison 
between Spectrum and HR, which ensures 
that Spectrum receives the support it needs 
from the organisation. Spectrum is supported 
by and accountable to a Champion’s Board. 
This Champion’s Board is made up of senior 
civil service management representing 
all areas of the Home Office, including 
Champions at board level. 

Ensuring this senior level support has 
been critical to the long term success of 
Spectrum. It has provided credibility to the 
aims and objectives of Spectrum by having 
senior level sign off for business plans and 
annual reports. Close working between 
Spectrum and its Champions emphasises 
a cohesive message between the aims of 
Spectrum and those of the organisation 
and ensures that messages filter down the 
organisation. Regular communication with 
the Champions through quarterly Champion 
Board Meetings and monthly email updates 
ensures consistent clarity. 

Securing senior level support at the outset 
of Spectrum’s inception was fundamental in 
securing the required resources to effectively 
run an LGBT network. These resources 
included a commitment to providing facility 
time to all committee members that would 
be encouraged and supported by the 
organisation. Additionally, senior board level 
support enabled Spectrum to secure an 
allocated budget that supports delivery of 
objectives.  
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Spectrum committee and members at London Pride 
March 2016
Our Humberside regional rep at the Spectrum World 
AIDS Day stall
Our overseas rep (China) at a Spectrum LGBT 
History month display at the British Embassy
Spectrum's annual conference that focused on 
supporting our allies
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Getting the Structure right

Getting a structure in place that meets the 
needs of your organisation is essential. Things 
to consider when deciding on a leadership 
structure include:

• How will the network leaders be appointed, 
and what support will they have?

• Who will have ultimate say in decision 
making?

• How can you ensure L,G,B and T voices are 
represented?

• How can you ensure all offices/locations are 
engaged in the network?

• Consider what role your Allies, Role models 
and Champions will play – how will they be 
involved in the network activities?

• How will you organise your membership – will 
you provide the option of an open and closed 
list to encourage membership of staff who 
may not be ‘out’?

Make sure that the structure of your network’s 
committee is right for the organisation it serves. 
If the organisation is UK wide consider whether 
regional reps will assist in ensuring all locations 
are represented. It’s also important to ensure 
the committee reflects your membership and 
often Strand leads (Lesbian rep, Gay men’s 
rep, Bi rep and Trans rep) can bring experience 
and knowledge of issues pertinent to particular 
groups of members.

CASE STUDY:  
How Spectrum engages a dispersed 
workforce
Spectrum’s committee structure was set 
up to reflect the needs of the Home Office 
and to ensure that all Home Office staff are 
engaged in Spectrum’s work. 

The Home Office has a dispersed workforce 
across offices throughout the UK as well as in 
overseas locations. The Spectrum committee 
in addition to its Steering Group (made up of 
the Chairs, Strand leads and support roles) 
also has a network of regional reps – 13 in 
total – each covering a section of the UK. 
This network of regional reps ensures effective 
representation for staff across the UK and 
increased visibility at a local level. It means 
that members have a rep close by to discuss 
issues with; it allows for materials produced 
by Spectrum to be distributed in all offices 
and reduces Spectrum’s travel costs. 

To maintain Spectrum’s team cohesion, 
the committee meets at quarterly executive 
meetings. The meetings revolve around 
the country and are held in Home Office 
buildings to minimise costs. These quarterly 
meetings serve as an opportunity for the 
team to get together, to share progress, best 
practice and discuss future work. 

The Home Office have staff posted at 
overseas locations and Spectrum recognises 
that overseas LGBT staff face a particular 
set of issues which are distinct from staff 
working in the UK. Therefore Spectrum has a 
network of overseas reps whose aims are to 
raise awareness of this distinction. We have 
overseas reps in the Euromed, Middle East, 
China, Africa and South Asia. 
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Setting objectives 

Setting clear objectives enables your network 
to focus efforts on specific goals, assists in 
securing support from the Business and allows 
you to articulate your progress. Clear objective 
setting is about ensuring that your aims are 
specific, target orientated, achievable and 
measurable. 

Top tips for objective setting:

• Set out objectives in a business plan.
• Focus on the wider business/department 

objectives – link to your diversity/equality/
action plan to show how you’re delivering 
value to the business.

• Ensure they are initiative led and evidence 
based. Use information/statistics gathered 
from staff survey or deep dives.

• Outline the business activity that will support 
the objective/deliverable and how its success 
will be measured.

• Be clear whether your objective is linked to 
supporting staff or customers but be aware 
that the implementation of the objective can 
have benefits to both. An objective to train 
staff as a consequence improves customer 
relationships and benefits the reputation of 
the business. 

CASE STUDY: 
Objective setting
In the 2015/2016 People’s Survey, it was 
clear that there was an issue with the 
engagement levels of bi staff within the Home 
Office. An analysis of the People’s Survey 
results showed that bi staff felt 9% less 
engaged than their heterosexual colleagues 
and over twice as likely to have experienced 
bullying, harassment and discrimination. 
This was raised as a priority at Home Office 
board level. In its 2016/2017 business plan, 
Spectrum outlined its objective to improve 
engagement levels for bi staff, with business 
activity outlined as: 

• Carry out a Home Office wide survey 
specific to staff who self identify as bi – 
both through electronic and face to face 
communications. 

• Analyse results of the survey to investigate 
the barriers/obstacles to engagement 
and levels of bullying, harassment and 
discrimination and measures to address 
these.

• Poster campaign featuring Home office 
staff addressing bi stereotypes.

The Spectrum business plan made it 
clear that this objective was linked to the 
Home Office LGBT Action plan’s objective 
of ‘changing perceptions and building 
confidence’ and ‘increasing engagement 
amongst Home Office LGBT staff.’

This follows Spectrum’s clear objective 
setting process – evidenced based, 
with achievable business activities and 
measurable outcomes. 
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Encouraging and developing  
network leadership 

Attracting talent is fundamental to ensuring the 
continuous success of your network. A diverse 
committee made up of reps that mirror the diversity 
of the LGBT community will ensure that your 
membership and staff are well represented. 
Ensuring that a committee remains committed and 
effective relies on investment being made in them. 

Top tips for encouraging network leadership:

• Try and ensure each of the LGBT strands are 
represented by individual officers.

• Ensure a good balance of gender on the 
committee.

• Showcase the committee as an attractive 
development opportunity. Introduce internal 
mentoring, provide training and encourage 
committee members to lead on network 
projects. 

• Use committee bios and posters to 
encourage others to join the committee 
and advertise any vacancies in your internal 
communication channels.

• Support your committee members’ 
development through feeding into their annual 
performance reviews.

• Allocate some of your funding to developing 
talent.

CASE STUDY:  
Encouraging women on to Spectrum’s 
committee
Spectrum has just under 50% representation 
of women on its executive committee. 
Spectrum has always been committed 
to ensuring that there is good balance of 
women on the committee, with the Chair 
actively encouraging women to self nominate 
for positions. This is important as it reflects 
the make up of the Home Office. Having 
both a Chair and a Vice Chair enables at 
least one of the leadership roles to be filled 
by women. Having a visible role model in a 
leadership role encourages other women to 
join the network. 

Spectrum have carried out a number of 
high profile initiatives to increase the visibility 
of Lesbian, Bi and Trans (L,B,T) women in 
the Home Office. In 2009 Spectrum ran 
a successful ‘Here come the girls’ poster 
campaign featuring L,B,T women in the 
Home Office alongside L,B,T celebrities. 
Recently in August 2016, Spectrum ran 
a further campaign ‘Proud Women of the 
Home Office’ that featured L,B,T women 
working in all areas of the Home Office. 
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Committing to continuous 
improvement 

Maintaining a successful network is about 
ensuring that you build upon successes 
and learn from experience and feedback. A 
successful network will demonstrate its impact 
on the business and build credibility by being 
accountable and delivering on objectives. 

Top tips for ensuring continuous improvement: 

• Having measurable objectives allows you to 
highlight success.

• Be accountable – provide frequent updates to 
your senior management team.

• Set up formal reporting so that committee 
members record and report back on how 
they have used their network facility time. This 
makes the committee accountable for their 
network time. 

• Ensure members see that their network is 
accountable to them. Annual reports can 
provide a good summary of the network’s 
work and provide an overview of performance 
against business plan objectives.

• Encourage and seek feedback from 
members, staff and the business.

• Assist the business in setting policy and 
advising on existing policies. 

Spectrum has had 13 years of building a 
reputation of competence, credibility and 
trust. This has been through continuously 
being accountable to our members and the 
Department and delivering on our objectives. 
Spectrum have cemented their importance to 
the Home Office by growing from a staff support 
network, to one that also advises and supports 
the Department on policy setting. 

CASE STUDY:  
How Spectrum utilises feedback to 
develop and improve
Spectrum undertook a Home Office wide 
LGBT staff survey from June – August 
2016. By using internal communications as 
well as the Home Office Sexual Orientation 
and Gender Identity Champions, Spectrum 
encouraged LGBT staff to complete a survey 
focusing on staff’s experience of being LGBT 
in the Home Office. It covered areas including 
engagement, visibility, career development 
and Bullying and Harassment. 

It allowed Spectrum to identify what issues 
were prevalent in the Home Office and what 
was important to LGBT staff. Additionally, 
the survey asked questions on the impact 
Spectrum as a staff network made, what it 
did well, what it could do better and what 
LGBT staff wanted to see from Spectrum.
This feedback will shape the way Spectrum’s 
work moves forward. 
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Spectrum’s top ten tips

Build a business case for your LGBT staff support 
network that shows how it will add value to the 
organisation.

Set up a formal structure supported by a 
constitution and ensure the committee represents 
the needs of your members and organisation.

Secure senior management and Human 
Resources support.

Focus on key objectives linked to supporting 
organisational priorities.

Be accountable and provide measurable and 
deliverable outcomes.

Support and develop your committee to attract 
talented and committed staff.

Use internal and external communications to 
promote your visibility and celebrate your success.

Encourage feedback to focus future work.

Network with external groups to share best 
practice and create cultural change.

Use your Champions, support your allies and 
encourage role models. 
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