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Agenda for the day

9.40 Opening Chair Remarks
9.45 Keynote: Tony Wilson, Director, IES

10.15 Fair Pay: How Is the pay transparency and pay equity agenda affecting pay gaps, and what works In
closing them? Dr Duncan Brown, IES Principal Associate

10.45 Coffee

11.00 Enabling employee voice to create a climate of fairness. Nita Clarke OBE, Director IPA

11.45 Future of Inclusion. Heledd Straker, People Evolution Consultant, And Digital

12.30 Lunch

1.30 Designing flexible working that removes barriers to progress. Nicola Smith, Interim CEO, Timewise
2.15 Keynote: Paul Drechsler CBE, Chair International Chamber of Commerce

2,45 Panel Discussion

3.00 Chair Closing remarks

3.05 Close
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WHY CAN'T T STAY UP o
LATE? YOU GUYS CAN! I e S netitute of

studies

I KNOW, BUT WHY ISN'T

T ENER UNFAR IN
MW FANOR?
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Making work fairer

IeS

Six things I'll cover:

® Near-constant change (and disruption) over last three years
®* Longer-running inequalities in accessing work

® Inequalities In the jobs that we do

®* Unequal impacts of rising living costs

® Changing attitudes and expectations

Why this matters/ what we do about It
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2. Bigger picture, long-running inequalities ies

Especially for disabled people, but gaps widening post-pandemic for many

Figure 2.1: Employment, unemployment and economic inactivity for selected
disadvantaged groups (2019) m Employed Unemployed

100%
80%

| I I I

B Economically inactive

60%
50%
40%
30%
20%

10%

Total Disabled Qualified at Ethnic Lone parents Deprived People aged
population people Level 2 or MINority areas S0-64
[16-64) below groups

0%

Source: IES analysis of LFS, Annual Population Survey (APS) and Index of Multiple Deprivation (IMD).
All gaps use LFS Oct-Dec 2019, except for ‘most deprived areas’ which uses APS data for Jan-Dec 2019.
Deprived areas are defined as the bottom quintile of local authorities on IMD income deprivation

medasure



Figure 2.4: Employment rates by local authority district, Great Britain (2019)
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‘Place’ matters too (more?) o

" ) <?‘.S.‘} S
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* Wide disparities in employment between -« -’38
areas £

® Ex industrial, coastal and urban areas
outside of London/ South East often fare

WOI'SE

® Many areas also have more people
disadvantaged due to their health or age,
or by being disabled or from an ethnic
minority group

* Range of research showing that people
want decent, secure, rewarding and local
work

(Not just ‘levelling up’ to attract new
workers for new jobs...)

69 74 80 85

Source: Annual Population Survey. Data for Northern Ireland local authorities not currently available. Map N7 abrdn
data © Crown ight and database right 2021. Created with Datawrapper. ?(\4 Financial Fairness Trust
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O
Post pandemic, a ‘missing million’ 1eS
For thirty years, through thick and thin, labour supply has grown (until now)

Size of labour force (employed plus unemployed): pre-crisis trend and outturn

35.0

34.0

33.0

o
N
o

W
—
o

30.0

29.0

Millions of people aged 16 and over

28.0

Quarter ending

Source: Labour Force Survey and IES estimates
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CIPD Employment Outlook (winter 2022/23) finds Issues across economy

One third of firms (29%)
anticipate significant problems in
next six months

Two fifths to four fifths of
vacancies are hard to fill wholly
or partly due to lack of skills

Three guarters require degree
level skills or higher

One fifth are hard to fill due to
lack of candidates

Just one In seven (14%) of firms
report no difficulties

Primary and utilities

Healthcare

Education

Public administration and other public sector

Business services (eg consultancy, law, PR,
marketing, scientific and technical services)

Information and communication
Finance and insurance

Voluntary

Administrative and support service
activities and other service activities

Manufacturing

Construction

Hotels, catering and restaurants/
Arts, entertainment and recreation

Wholesale, retail and real estate

Figure 7: Employers with hard-to-fill vacancies, by industry (%)

Proportion of employers

B No

Hard-to-fill vacancies [} ves B Don't know
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Four big drivers since 2020 ies

®* Public debate has all been focused on who's left the labour market —
where have the workers gone?

® But the real story Is that people aren’t joining it

® Fewer young people — smaller population plus more students means the
youth labour force has fallen from 4.7m to 4.2m In just ten years

® Lower migration — added 220k/ year for the decade before Brexit,
adding just 130k/ year since 2016

® More older people — In general, and out of work
® More people with long-term health conditions, staying out of work longer

® Pandemic may be a catalyst for some of these, but all are permanent,
structural changes
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o
Changes in inactivity by time since last worked | @§
Virtually all among those who last worked 3+ years ago or never worked

Change in economic inactivity by duration and reason given, 2019 to Q2 2022

300,000
250,000 —
200,000
150,000
100,000
50,000 -
0 . S— . .
-50,000
-100,000
-150,000
-200,000
Less than 2 years 2-3 years Three or more years Never worked
m Long-term sick/ disabled = Retired m Temporarily sick m Student
Do not need to work m Other reasons m Lking after family/ home « Total

Source: IES analysis of Labour Force Survey. Data is for any reason given by respondents, not just the
main reason, so total changes in reasons will be greater than changes in number of people.
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o
Longer term, we won’t have enough workers |@S§
Ageing workforce (and shortages?) will be defining issue for next Parliament

Age and sex of the population, 2011 to 2021, England and Wales

Females Males
O 2027 = 2011 ® 2021 = 2017

90 and over
85to 89
80 to 84
/5t0 79
70to 74
65 to 69
60 to 64
55to 59
50 to 54
45 to 49
40 to 44
35to 39
30to 34
251029
20to 24
15t0 19
10to 14

5to 9
4 and under

2,000 1,500 1,000 500 0 0 500 1,000 1,500 2,000
Population (000s) Population (000s)

A million more people In
their fifties than in their
forties or twenties...

Source; Office for National Statistics - Census 2021
Source: Office for National Statistics - Census 2021




This just isn’t happening in other countries

Only major economy with lower employment than pre-pandemic
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Employment rates (15-64) in Q4 2019 (yellow) and latest (blue)

Canada 74.1

France 66.5 @ 68.3
Italy 59 g 60.7
European Union 68

Germany
OECD

@ 69.6
75.8

68.9 0@ 69.6

Japan 78

G7 7122 O9 72.6
United States 71.7 @ 71.8

United Kingdom 75.6 @
60 65 /0 /9

Created with Datawrapper

Source: OECD Stat. Data for Canada and United States is Q1 2023, all other data is Q4 2022

=@ 76.2

76.5

@ 77.3

® /8.6

80

R

abrdn
Financial Fairness Trust
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3. Inequalities in the jobs that we do |eS

Half of all jobs now ‘high skilled’, one iIn five ‘low skilled’

Proportion of all those in work employed by broad occupation group, 2019 and 2021

=
=
-y
=

10.0 15.0 20.0 25.0

1 Managers, directors, senior officials
2 Professional occupations

3 Assoc professional and technical

4 Administrative and secretanal

o SkKilled trades

6 Canng, leisure and other services

{ Sales and customer service

& Process, plant and machine ops

9 Elementary occupations

m January-December 2019 Januany-December 2021

Source: Annual Population Survey




Again, big spatial differences

® Roughly three fifths of all employment
IN London and the South East is In
‘high skilled” occupations

®* Below two fifths in many coastal, ex
Industrial and urban areas (outside of
London)

® One third of all ‘high skilled’
employment is in London and the

South East

But to reiterate — we need to make all
work better, more secure and
rewarding, not just focus on ‘high skKills’

Proportion of employment in ‘high skilled' jobs

N
25 84

Map data: © Crown copyright and database right 2021 « Created with Datawrapper
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4. Unequal impacts of rising living costs 1S

Inflation Is hurting everyone, but some are less able to deal with It

® Some people and groups far more likely to be poor than others:

® Three fifths of households with no-one in work are In poverty, compared
with one In ten households where all adults work

®* Nearly half of families with three or more children are Iin poverty
®* Disabled people about one third more likely to be Iin poverty

®* While the impact of large rises in food and energy costs means that larger
families and disabled people are particularly hard hit
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o
No breathing space for those on low incomes |@S§
Virtually no difference between spending and income for the poorest

Figure 2.3: Average household spending and disposable income by income quintile,
2020/21

£2,000

£1,800
£1,600
£1,400
£1,200
£1,000

£800

£600

£400
- . .
£0

Bottom fifth Top fifth

B Average weekly household spending Average weekly household disposable income

Source: Office for National Statistics — Living Costs and Food Survey




4. Changing attitudes and expectations

Figure 1
Workers want it all

Employee expectations extend well beyond compensation.

1% O

Work-life 4 3 %

balance
Career

advancement
opportunities

41%

« Compensation
and benefits

= Employer ethics
and values

36%

Continuous
learning
opportunities

34% O

Organizational
stability

Q: What organizational attributes do you think are most important for an employer to engage employees?

. "Workers are more willing to change jobs if they have remote work
preferences that exceed those they perceive their employers to
have," 30% of workers had work from home preferences that
exceeded what they expected their employers to offer.” European

Central Bank Research

ECB Economic Bulletin Issue 01/23

institute for
employment
studies

Ies

UK employers seeing significant changes in what
employees expect at work: Aon Benefits and Trends
survey 2022

+ 93 percent of employers believe their employees’ expectations at work are changing

« The number of employers that think their employees expect better handling of mental health has risen by 44
percentage points in a year

« ESG a "board-level issue” as employers recognise changing expectations around environmental issues

» Higher expectations around employer approach to DEI

AON Benefits and Trends Survey 2022

68% of public support employers allowing

BRITISH employees to have a phased return to work
SOCIAL from sickness — an increase of 14% since
ATTITUDES 2019

British Social Attitudes 38 Work and Health



institute for
employment
studies

o
We see this too in what people out of work want|@S§
This I1s specifically from over-50s who left during the pandemic, but

likely applies more broadly — flexibility and “fit’ are key

What’s important for those in their 50s who have left work and would consider returning

0% 10% 20% 30% 40% 20% 60% 0% 60%

in the right location |
suits my skills and experiences _
pays enogn [
Offers working from home _
Permanent employment _

Fewer responsibilities _
Lower coviD-19 risks || KGN

Source: ONS Over-50s Lifestyle Survey, Wave 2 (10-29 August 2022)
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6. SO what do we do about 1t?!
Public policy — five key priorities

IeS

® More support for those out of work who may want to work

® Budget was a start, but too reliant on DWP commissioning and on JCP work coaches, with too much focus
on conditions

® Need to reach people through the services that they use in the way that they want with support that they
will trust — and at scale

® Addressing the costs of work

® Budget was good on childcare, but huge implementation challenges — and silent on much else (transport,
flexibility, transitions etc)

®* Meeting skills as well as labour needs

® The 'Goldilocks’ problem — you can have any training you want as long as it's an Apprenticeship or a
Sector Based Work Academy...

® Focus on health and work

® Budget continues a theme of piloting and testing — we need a new approach, on making work more
protective of health, supporting people when they're ill, and helping those out of work to get back in

Employers —rights and responsibilities
® Support to make work better — through intermediaries/ partners, and joined up
Expectations and requirements too — Employment Bill protections (as a start)
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So what do we do about 1t?!
And for employers

IeS

® Know our workforces

¢ Jobksatisfaction, flexibility are golden threads for keeping people in work and helping those out of
Wor

®* Changing attitudes and expectations — identity, relationships, proximity, fairness

® Eradicate biases — e.g. on progression for part-time, disabled, older and lower paid staff
® Audit and address the drivers of decent work

® Security, relationships, control, fit with skills, workplace support
® Inclusive recruitment

® Making work accessible — costs, flex, induction and training, health support

®* The processes — clear language, simple processes, pace, diversity, unconscious as well as
conscious biases

Use data better and differently

® To do all of the above — where are the issues now, who Is leaving, why, what jobs are hard to fill
® What is going well, not just badly — why do people stay, who progresses

NN eadership matters —this Is a business imperative, not just a social one
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Where is closing pay gaps in your priority list?

Figure 3.10: Top workforce issues that firms want help with

0% 2% 10%

0
M
O
-:-Q
M
=l

30%

iz
Lx
L
W
iz

40%

-
-

Responding to cost of living increases
Finding right skills and experiences
Retaining current staff

Tackling shortages/ filling vacancies
Workforce planning

Workforce diversity

Embedding hybrid/ flexible working
Supporting disadvantaged workers
Tech., demog. or environmental change
Other

Don't know

Noworkforce issues

Source: YouGov polling for Commission on the Future of Employment Support, 22-29 September 2022, Respondents could list up
to three issues. Base: 537 respondents.



Our agenda this morn

* What is fair pay?

* Where we are on pay gaps
* What works?

* Pay transparency progress

* Action planning



 Strikers’ pay: who is the most deserving?
* Non-striking worker’s pay: Social workers
* Are pay awards too high?

s fair pay
possible? A
few

* Equal pay for all?
- The parable of the Vineyard
- The philosophy of John Rawls

perspectives

e .....And then pay gaps!




Who deserves higher pay and why?

Do you support or oppose current or potential strike action over pay or working
conditions by the following groups of workers?

FILTER BY VOTING HISTORY (2019) ORINTENTION (2023) All

@ strongly support [ Moderately support [ Neither support nor oppose [ Moderately oppose [ Strongly oppose @ Don't know

Murses
Ambulance staff
Firefighters
Teachers
Headteachers
Postal workers
Bus workers
Rail workers
Border force
University staff
Civil servants
Highway workers

AVERAGE

Source: Opinium « Based on nationally representative survey of 2,000 GB adults conducted on Jan 18-20 2023

0%

v lawe e e Lew e
S S - S S P S Y
E - S [ R T
e ™ S [ S T T
N S - e S
S S s S T
S S - S S L
S S S S T
S T S £ o PP P PR
Ton e [ e
S S - S S S

In your view, do you feel that any of the following are issues in the UK today?

FILTER BY VOTING HISTORY (2019) OR INTENTION (2023) All -

@ | think this is a majorissue @1 think thisis a moderate issue [} think this is a minorissue @1don't think thisis anissue
@ Don’t know / not sure

People not being able to meet their basic needs due to low pay, inadequate housing, etc
o e e e

People not being able to meet their basic needs because of the cost of living crisis

S S - £

People not having equal opportunities to succeed in life

S A [ T T

N - S T TS
10% 20% 30% 40% 50% 60% T0% 80% 90% 100¢

People not being able to access decent public services
N S T

People not being treated with equal respect for their contribution to society
S - S S - S

AVERAGE
52%  fae 3% 5% (5% |
Source: The Fairness Foundation, 2023 https://fairnessfoundation.com/striking-a- 0% 10% 20% 30% 40% 50% 60% 70% 80% 90%

nerve#tblock-6¢c6c31bbed4de74b54af76ba65cf255b7d

100%


https://fairnessfoundation.com/striking-a-nerve#block-6c6c31bbe4e74b54af76ba65cf255b7d
https://fairnessfoundation.com/striking-a-nerve#block-6c6c31bbe4e74b54af76ba65cf255b7d

Are pay awards too high/
unaffordable?

* All employers face responsibilities — ‘clear duty’
Macmillan.

* Half employers believe it’s a workplace responsibility
to improve financial wellbeing beyond legal obligations
(CIPD) .

* How far to redress impact?
- Stagflationary effect vs suffering of low/medium paid?
- Who pays?

* Raising key questions:

1. Whether or not to respond?

2. How to respond?

3. Is pay really too high and driving inflation?
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* Nominal pay growth is significantly higher than the long-run
trend, regular pay 6.1% higher January 2023 than Jan 2022;
but very high inflation keeps real-terms pay negative —
down by 3.0% year-on-year for regular pay in February .

Percentage change year-on-year

OO r— v 0d 0 O 0D
i e e e A IR R R I I I I I T T T T T T v s v i i b
E>eE»oE>»>»>0E>>>x0OC>>»OC >0 0> OO0 >»0C »x0C >>0C >0C
o . . o o T T T T T T T BTN I T T I R T T T
* Over 4 million not paid enough to live e e
p g Regular pay - nominal wesassa Total pay - nomina
Regular pay - real terms Total pay - real terms

* |s pay really driving inflation?

SDUFEE.‘ DNS Mﬂﬂthi}" WEQES and SEJEFJE'S SUFVE'_','. E‘EQUJEF pay excludes bonuses and .:'H'J'E'EFE.-. measure

shown Is yearon-year change In single month e stim ate,

Figure 28 Proportion of employeas that are low paid [:DE|DW two thirds median hourly pEI}"}

4

30%

e

Hospitality

Residential/ social care

Retail/ wholesale

Creative/ sport

Business support

Manufacturing

Education

Others

Scurce.' Supportjng progression out of low pay. a call to action, DW.'D EU.ET




‘All in this together’? Covid

All over our planet, we are all

pulling together in a massive way to
beat the health threat that has
turned our world upside down’.
Bernard Looney, CEO, BP, 23.4.20

HLGH PAY GENTRE

36 FTSE 100 firms made temporary executive pay cuts — typically 20% - in 2020

Almost all of these pay cuts had been restored by 2021

11 firms cancelled bonuses for executives, though only one scrapped a bonus scheme.

Almost no action on LTIPs, bar delay in grants — this is driving current escalation

Particular controversy where firms received government help.

19 companies in the FTSE 100 used JRS/furlough and/or the CCFF. Mean CEO total pay £3.23m.
Some firms repaid furlough money eg Bunzl.

But some did not: Foxtons annual CEO bonus of almost £400,000 to “reward hard work” in 2020
(£4.4m in furlough aid, £2.5m in business rates relief).

If a wage redistribution policy targeted the top 1% of earners, then 9 million of low aria middle
income workers could have their wages boosted (High Pay Centre)


https://www.theguardian.com/business/2021/apr/14/foxtons-faces-backlash-by-shareholders-over-ceo-near-1m-bonus-covid-support

‘All in this together’? The recovery... for some

e After investor guidance, over 90% 2023 salary increases for CEOs have been below average
of their workforce - 3.5% to date, versus median workforce salary increase of 6%.

* Median FTSE 100 CEO package up by 12% last year — £3.72m in 2021 to £4.15m in 2022.
* CEO annual bonuses remained high 2022, median pay out of 76% of the maximum award.

 Median long-term incentive vesting 58% of maximum, reflecting strong share price
performance at the end of 2022 across most sectors.

e QOver 90% of FTSE 100 companies now incorporate ESG measures into incentive plans.

e “UK-listed multinational companies competing for both talent and business in the US are
increasingly citing the disparity in pay levels between the UK and US, as well as more
stringent remuneration governance standards in the UK, as a challenge. This is being raised
as akcontri outing factor in the debate around the competitiveness of London’s capital
markets.”

 US Economic Policy Institute: CEO Pay 1978-2021 +1460%, 18% in average worker pay
* US Pay gap 20x 1965 to 399x 2021

« UK 50x 2000 to 109x 2021 (High Pay Centre)

* Oil buybacks and dividends vastly exceeds investment in renewables

 BP CEO Looney pay doubled last year to £10mn, Shell CEO +53% to £9.7mn

e Fair?




Equal pay for all

Equal, unequal or less rather than
more unequal

The parable of the vineyard
John Rawls
‘Justice as fairness’

Principle 1: basic liberties principle -
everyone equal right/opportunity

Principle 2: difference principle —
justify difference if can benefit the
worst off

“For the kingdom of heaven is like a master of a house who went out early
in the morning to hire laborers for his vineyard. After agreeing with the
laborers for a denarius a day, he sent them into his vineyard...About the
eleventh hour he went out and found others... And when evening came,
those hired about the eleventh hour came, each of them received a
denarius. Now when those hired first came, they thought they would
receive more, but each of them also received a denarius. They grumbled
at the master of the house, saying, ‘These last worked only one hour, and
you have made them equal to us who have borne the burden of the day
and the scorching heat.’ But he replied, ‘Friend, | am doing you no wrong.
Did you not agree with me for a denarius? Take what belongs to you and
go. | choose to give to this last worker as | give to you. Am | not allowed to
do what | choose with what belongs to me? Or do you begrudge my
generosity?’ So the last will be first, and the first last.”

Debating Equal
Pay for All
Economy, Practicability and Ethics

Edited by
Anders Ortenblad




Where are we on pay gaps?

There is a strong economic, social and moral case for closing pay gaps, reinforced by recruitment/retention and COL challenges.
This has been intensified by the Pandemic and COL crisis, which has highlighted & deepened inequalities, but also a reaction.
* Government supportive actions/legislation is generally not being pursued at present (unlike EU and US)
 Employers’ pledges generally exceed actions, existing EDI policies are often proving to be ineffective/very very slow.
e Causes of pay gaps are often multi-factorial, complex and deep-rooted

 Research suggests a broad, strategic, sustained programme of ‘soft” and ‘hard’ initiatives, is required...
but quick(er) wins are possible

* We need an overlapping continuous action cycle over a sustained period to make real progress:

Rationale > Data > Reporting > Action.

e Different equality strands are at different stages & may need different solutions: but intersectionality vital and can help progress



‘Black women junior surgeons were 42% less likely to be
promoted than white men, while women of Indian and Pakistani
ethnicity were 28% less likely to be promoted’ UOS, 2021.

Recent Progres

Figure 1: The gender pay gap has been declining slowly over time,

falling approximately a quarter over the last decade

Gender pay gap for median gross hourly earnings (excluding overtime),

Covid was not the ‘great UK. April 1987 to 2021
leveller’ . .

Continuing evidence of T

discrimination and unequal
treatment in recruitment,
talent management and pay

Gender pay gap widened with | \"/\"_\’\—\/

suspension of reporting

Fulltime — —ee———pPart-time

1557 15599 200 2003 2005 2007 2009 2011 2013 2015 2017 2019 201

Majority of UK employers
continue to refuse to publish
ethnicity pay/ repr’n data: 2/3
didn’t publish their gender ‘Most of the minority ethnic groups analysed
0s in 2020. continue to earn less than White British employees

‘Black people are 40% more likely to access treatment through a police in 2019, (ONS, 2020)
or criminal justice route, more likely to be on a medium/high secure
ward and be more likely to be subject to seclusion/restraint (56.2 per
100,000 population for Black Caribbean as against 16.2 per 100,000
population for white).” Mind on mental health discrimination

A £3.2 billion (ethnicity) pay penalty’ TUC, 2020



Employees, especially protected

groups, are really suffering now..

* ‘The worst pay squeeze for 200 years’ Frances O’Grady, TUC., 09. 2022

 Record real pay cuts c3%, person on ave. earnings £1600 — £1750pa worse off,
cf£3k in 2 years. State benefits at lowest real level for a decade

 80% worried re financial wellbeing (YouGov), 47% affects performance.

* JRF: low-income families living through a ‘frightening year of financial fear’:
inflation rate 50% higher.

e Citizens Advice helped 120,000 access support pm, now 2 per min.

* Women, as well as disabled people and those from ethnic minorities or less
affluent backgrounds, are over-represented among the low paid

* Trussell Trust UK 2.1 million emergency food parcels in first half 2022, up by 14%,
832,000 of these parcels went to children.

Percentage of employees reporting they are keeping up with their bills and credit commitments without

* 1/4 of Scottish children are in poverty. Two-thirds of those in families where an
adult is working. ‘This is predominantly a problem where parents are working.”

any difficulties at the moment, by sector.

* ‘Children face a wave of respiratory illness with long-term consequences, Period All Private Public Voluntary
according to a review by Sir Michael Marmot, director of UCL’s Institute sector sector sector
of Health Equity, and Prof lan Sinha (2022). Winter 2022 | 61% 62% 57% 64%

Winter 2023 48% 48% 47% 49%



https://www.jrf.org.uk/press/new-evidence-%E2%80%98year-financial-fear%E2%80%99-being-endured-uk%E2%80%99s-low-income-families
https://www.theguardian.com/society/health

[
Th e Re a Ct I O n Conservative MP Daniel Hannan: ‘When a million more people are on the dole,

does anyone think it will be a priority to publish gender pay gaps? When a
generation of children is going unschooled, will anyone be fussed about universiti
having bequests from the wrong 19th-century donors? April, 2020

‘Wise managers think what their successors would want them to do for their future. The “anti-woke”
group of MPs is right that money will be more constrained in a UK recession. But that makes focus on
areas where progress can easily be lost more important if business is to emerge at its most productive
and fair’. dan.thomas@jft.com. 18.12.22

 ‘As the UK approaches recession, the slow but definite progress made in recent years on areas such
as gender pay and diverse representation on boards is now seen as at risk’.

 Economic pressures widen inequalities. Jonathan Geldart, DG of the Institute of Directors: “in the
face of economic uncertainty, there is a risk of the progress of recent years being eroded”.

e Political turmoil: Right: DEI seen as ‘wokeism’ which constrains business and markets
- Letter from 40 MPs to chancellor Jeremy Hunt demanded cuts to “woke” causes such as EDI.
- UBT stopped in NHS and government departments

» Left: Inequality/class-driven: ‘Malik questions lazy assumptions about race. He retells the history of a
racialised working class which sits uncomfortably with today’s obsession with ‘white privilege’.

 FTSE 100 chair:“public company is broken.. 70% of the [board] agenda is governance, directors have
to worry whether their gender pay gap has gone up or down, what will be written in the Express.”

* Lord Shinkwin “dismissing EDI as part of the woke agenda is to turn against equal opportunity”.


mailto:dan.thomas@ft.com

How'’s it going on pay gaps?

Pay gaps are a good proxy measure for inequality and disadvantage. But beyond gender, even on
ethnicity the data is weak/not available (which is why gathering and reporting it is sooo important! )

* Slow but steady decline in gender gaps after 1976, plateaued in the mid 2010s, resumed with the
passage of the compulsory reporting regulations finally implemented in 2017, before Covid-19

- ‘The Gender Pay Gap Reporting Regulations have driven an important national debate on fairness at
work, amplified by the unequal health and economic impact of the pandemic’ EHRC, 2020

- We have five years’ worth of data on gaps on ¢ 10,000 employers to better understand nature &
causes. Compliance is high (probably above NLW),significant number reporting voluntarily

- Driven actions to close gaps despite lack of compulsion, with c2/3 publishing action plans

- The government initia

- Growing number emp

ly consulted on compulsory ethnicity pay reporting in 2018, 2022 against it

oyers report EPGs, small but growing other groups - 900+ BITC race charter

- But the majority dropped reports when compulsion removed, national gender gap widened

- Why? did you?

Protected Characteristics under the

Equality Act 2010

* Age * Pregnancy & maternity
* Disability * Race
* Gender reassignment ¢ Religion and/or belief
* Marriage and civil * Sex

partnership » Sexual orientation

Search and compare gender pay gap
data by employer name or type

@ Employer name O Employer type or SIC code
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Sector Ind odes which provide an easy way of describing what an
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v
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ADVICE LIMITE
Bow Bells House, 1 Bread Street, London, United
Kingdom, EC4M 9HH

v
1825 FINANCIAL PLANNING AND



We now have five/six years comparative gender data

& growing numbers extending EPGR voluntarily

::'&EGOU’.UK Gender pay gap service The Children’s Society - Pay Gap Report 2022

Search andcompare Download Closethegap Signin

m Thisis a new service — your feedback will help us to improve it. 2 L. | - > ;

e e £l ' : un‘m mlll [,
Employer comparison R It d - _ . " it
esults and analysis T,

Your comparison list contains 5 employers.

Hourly rate differential: ethnicity,
disability, and sexual identity analysis

Add another employer

Clear list and return to Search and Compare

Read more about actions to close the gap

Mean ethnicity
pay gap 2022
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» About pay quarters
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Protected Characteristics under the
Equality Act 2010

* Age * Pregnancy & maternity
* Disability * Race
’ ® ® * Gender reassignment ¢ Religion and/or belief
? * Marriage and civil * Sex
How's It going on pay gaps:

Covid and lockdowns, combined with the 18-month suspension
have generally widened gender and probably other gaps.
Nationally they have recovered but are still above 2019.

e 2022 14.9% all employee, 8.3% full timers (17.9% 2021) - ONS

* Employer gender pay gaps are more varied than ever, with a
higher percentage reporting an increase.

* Pension gaps starting to be an area of focus

- ‘It’s not surprising men are more likely than women to have
pension saving rates above the cash LP benchmarks: 23% of
male workers met the ‘whole career’ benchmark, compared to
15% of female workers ‘ Resolution Foundation, 2021

- The Pension Policy Institute/Now (2022) found: ‘By age 65, the
median women’s pension wealth is £69,000, men’s is £206,000’

- TUC research (2022) identified a ‘38% gender pension gap’.

 Experiences internationally appear to be broadly similar



It’s a similar picture on ethnicity:

some progress...

There now 954 signatories to the BITC race at work charter

Figure 1: The hourly median pay gap between White and the ethnic minority group has narrowed to the
smallest since 2012

Pay gap between the White group and the ethnic minority group, England and Wales, 2012 to 2019

Figure 1: The hourly median pay gap between White and the
ethnic minority group has narrowed to the smallest since 2012

Pay gap between the White group and the ethnic minority group, England and Wales, 2012 to

2019
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Ethnicity pay gaps: 2019

Earnings and employment statistics for different ethnic groups, using
regression analysis to provide more insight into factors that affect pay.
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79 employers are reporting GPG annually using the Invest in Ethnicity framework

Figure 4: For all years 2012 to 2019 the ethnicity pay gap is larger for men than for women

Pay gap between the White group and the ethnic minority group by sex, England and Wales, 2012 to 2019

Figure 4: For all years 2012 to 2019 the ethnicity pay gap is
larger for men than for women
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2012 t0 2019

%
20

10 \/\
o L T -

-10

2012 2013 2014 2015 2016 2017 2018 2019

- Male == Female

Source: Office for National Statistics - Annual Population Survey (APS)



It’s a similar picture on ethnicity: lack of gap

closure and some worsening

‘The ethnicity pay gap between White and ethnic minority employees has narrowed to its
smallest level’ since first measured by the ONS in 2012 in England and Wales.

n our analysis we model the logarithm of hourly pay against the following explanatory variables:

But ‘most of the minority ethnic groups analysed continue to earn less than White British
employees’. In 2019, those in the Chinese, White Irish, White and Asian, and Indian ethnic
groups did earn higher hourly pay on average than White British employees’

* ethnicity

* country of birth

 ‘Major variations are evident by group and gender, location and birthplace’. Also very different |
sizes of the populations can present challenges even with measuring differences nationally. + ahest quatfonion vl

* age

 ‘The ethnicity pay gap is larger for men than women (though for most ethnic groups, men
continue to earn more than women)'.

* working pattern

* disability status

* ‘The size of the ethnicity pay gap for those aged 30 years and over is larger than for those aged R
16 to 29 years, and for foreign-born versus UK-born people’ + geography

* whether they have children or not

 ‘The ethnicity pay gap differs by region’ - largest in London (23.8%), smallest in Wales (1.4%).

e Adjusting for pay-determining characteristics narrows the pay gap for many (though not all)
ethnic groups, helping us to better understand differences in earnings.

Policy paper
Inclusive Britain: government response

* The ONS 12-factor model explains 40% of gap, incl age, gender, birthplace, sector, occupation 'II::)O the %?mmiSSion on Race and Ethnic
isparities
* Although the government accepted Sewell’s view on compulsion there is still strong political Published 17 March 2022
debate eg WEC ‘nonsensical’, and many employer/professional bodies/ TUs, still support this



https://www.gov.uk/government/publications/inclusive-britain-action-plan-government-response-to-the-commission-on-race-and-ethnic-disparities/inclusive-britain-government-response-to-the-commission-on-race-and-ethnic-disparities

VIiost common
actions—

Provide unconscious bias training

Mental health and wellbeing initiatives

Encourage female applicants for male dominated
roles or vice versa

Encourage flexible working culture

Review job adverts and job descriptions for bias

Support for return to work

Analysis of pay review promotion outcomes

Proactive support for promotion

Mentoring

90.7%

86.4%

80.4%

78.7%

78.7%

77.6%

77.9%

77.3%

76.4%
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What about your existing EDI

policies: much impact?

* McKinsey: greater equality worth $28 trillion globally, 21% GDP in
EU(PwC).

* ‘Time for a new gender equality playbook...glacial progress’ (2017)

* |ris Bohnet vs Dobbin and Kalev (2016), no impact on key dials, - but
‘hard’ or ‘soft’ response?

 Warmington and Kline (2016) similar on UBT in NHS.

* CIPD research paper: only 10% in HR feel their policies are effective, a
third of senior managers don’t feel the gender pay gap is an issue



Why the lack of progress?

e HR
- Lack of prioritisation

- Focus on ‘soft’ voluntary and developmental initiatives
- ‘Put it in the equality/diversity box’

- Lack of alignment with the business/leaders’ agendas

- Excessive legal focus — tortuous legislation, failure to act without legal pressure, excessive focus on
confidentiality. EPAs: friend or foe?

- Over-focus on formal base pay mechanics eg job evaluation

‘In Diversity, Inc., award-winning journalist
Pamela Newkirk explores three industries,
- underpinning structural issues showing how the vast majority of their diversity
efforts are all optics. For example, between 2014
* EDI specialists: ‘The multi billion dollar diversity industry’ Robin DiAngelo and 2016, Google spent 5265 million dollars on
some of the most common tactics for diversifying
- ‘Siloism’/single issue and initiative focus the workforce but their percentage of black
employees remains stubbornly at 2%. In showing
why these efforts are failing, *

- Lack of attention to: underlying cultural and process issues

- Focus on what’s easy rather than what works
- Failure to engage leaders and line managers

- Failure to involve people



Ethnicity Pay Gaps: put the effort in

‘Ethnicity pay gap reporting will help achieve equality’. David Isaac, ex-chair EHRC, 15.6.20.

‘The CIPD highlights the need for organisations to be more transparent about how they report on ethnicity... as a
catalyst for creatlng more diverse, inclusive workplaces’. CIPD CEO Peter Cheese, 10.10.18

ETHNICITY
PAY REPORTING

A guide for
UK employers

N

(’
=

‘Government should introduce
* |t should be mandatory — TUC, CBI, UCEA, REC, CIPD, IES, etc, etc mandatory ethnicity pay gap

reporting by April 2023 for all

 Sewell’'s Commission led government to reverse policy, ‘support’ not mandate, guidance out last week

organisations that currently report

for gender. Legislation should
include the requirement for

* Inthe meantime, employers should voluntarily report — recent numbers up, then down employers to publish a supporting
narrative & action plan’.

* Acknowledge the difficulties ‘Ethnicity pay gap reporting ..may not

be the most appropriate tool for every
type of employer seeking to ensure
 Discuss and share the CIPD’s framework for how to do it fairness in the workplace. We want to
avoid imposing new reporting burdens
on businesses as they recover from the
* Explain and discuss how to use it to act to drive racial equality pandemic and so we will not be
legislating for mandatory reporting at
this stage’
Government response to Sewell,2022

T "H
;i
House of Commons

Women and Equalities
Committee

Ethnicity pay gap
reporting

Fourth Report of Session 2021-22

Report, together with formal minutes relating
to the report

Od dbyth H fC ommons


https://www.personneltoday.com/hr/black-lives-matter-ethnicity-pay-gap-reporting/
https://www.peoplemanagement.co.uk/news/articles/businesses-may-required-report-ethnicity-pay-gap-prime-minister#gref

What works: IES researched factors which impact
on the gender, ethnicity and disability pay gap

‘Other research has shown that teams that hire and
retain women see increased productivity and

- Slow but steady progress on Women on Boards — now 40% target in private sector innovation and that consumer-facing companies risk
brand erosion and loss of business if they fail to meet
the moment by enacting diversity and pay equity

- Some studies show positive impact of mentoring and role modelling measures.’1?

* Representation and Recruitment:

- Smaller pay gaps in female-led firms (Hensvik 2014)

- Blind interviewing and rep selection panels impact — Diversity by Design (Bohnet), some evidence too in Europe
- Controlling pay setting and reducing manager discretion/pay ranges reduces gaps (Menino, 2013)
* Education and skills:

- Girls taking 2 STEM subject ‘A’ levels had wages 33% higher (London Economics, 2015); employer training associated
with 6% higher wages (Olsen, 2010)

Equality and Human Rights Commission

-  WAVE — upskilling and multiskilling lower paid female employees in Welsh local authorities into re-designed jobs. Rescarch eport 1o | Pay gaps research

* Flexible working: Tackling gender,

- Association at the moment with lower earnings dlsal.)ﬂ.lty and
ethnicity pay

- EU directive on WLB and support for parents and carers; and 44 MPs proposal to increase paternity leave 0aDs

- Germany Elterngeld allowance came in 2007, % fathers taking leave rose from 3% to 20% :
a progress review

- My Family Care Survey: 2% take up of shared parental leave by men — culture and pay barriers. Voluntary take up eg

Diageo e
- https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment data/file/705820/Parents deci
sions about returning to work and child caring responsibilities.padf —

Source: IES report Tackling Pay Gaps, available at: https://www.equalityhumanrights.com/en/publication-download/research-report-110-tackling-gender-
disability-and-ethnicity-pay-gaps-progress



https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/705820/Parents__decisions_about_returning_to_work_and_child_caring_responsibilities.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/705820/Parents__decisions_about_returning_to_work_and_child_caring_responsibilities.pdf
https://www.equalityhumanrights.com/en/publication-download/research-report-110-tackling-gender-disability-and-ethnicity-pay-gaps-progress
https://www.equalityhumanrights.com/en/publication-download/research-report-110-tackling-gender-disability-and-ethnicity-pay-gaps-progress

Actions: what we know

* HR focuses most on training/voluntary/soft initiatives that have a questionable impact on equality and pay gaps
* A broad range of initiatives across a full range of HR/employment areas for a sustained period is most effective
* Include ‘hard/compulsory’ initiatives - ‘Rooney rule’ ; ‘blinder’ recruitment, salary history bans CIPD

e EHRC recommendations:
1. Address differences in subject and career choices, educational attainment and access to apprenticeships.
2. Improve work opportunities for everyone, unemployment rates vary significantly by ethnicity

3. Make jobs at all levels available on a flexible basis, encourage sharing childcare responsibilities.

Our ethnicity
pay report
2020

4. Reduce prejudice and bias in recruitment, promotion and pay decisions.

5. Report on progress in reducing pay gaps.

* |ES Research: Pay reporting and transparency, plus

NEW SKILLS AT WORK
J.PMorgan

L Recruitment and taking action, eg processes anonymous,

) Providing training and nurturing talent from under-represented groups;

; Raising minimum pay levels and progression for all; PN 0 CRESSION IN EMPLOYMENT
- AN EMPLOYER TOOLKIT

‘ Targeting increases in representation at senior levels;

; The implementation of wide ranging diversity and inclusion policies;



Pay transparency and salary history bans— the new front for

progress? USA

The Inc. Magazine described 2022 as “the year of pay transparency,”
By December 2020, 19 states had some version of a salary history ban in place.

Alabama narrow law that prohibits employers from declining to hire an applicant
because of their refusal to disclose prior salary.

Colorado comprehensive law that prohibits employers from asking about prior salary,
and relying on prior salary in hiring/pay decisions.

Emerging research on bans indicates that these policies are having the intended effect

A California study (April 2020) found that when employers were prohibited from
seeking a job candidate’s prior salary, the overall gender wage gap narrowed, largely
due to increased earnings for women. Women older than 35 saw the greatest earnings
increase—particularly women who were married and had children older than age 5.

Boston University’s School of Law (June, 2020) found that after salary history bans
came in, workers who changed jobs saw their pay increase by 5% more than
comparable workers, with even larger benefits for women & African Americans

Major companies—including Bank of America, Cisco Systems, Lands” End, Starbucks,
etc.—have already pledged to limit their use of salary history as a measure to address
gender and racial equity in the workplace. But some reversal eg Netflix

‘By tearing down a form of structural bias, salary
history bans can help break the cycle of wage
discrimination that can follow women and workers of
color from job to job. Recent evidence shows that
these bans are an important and effective starting
point in the fight for equal pay, but more is needed to
close the stubborn gender wage gap. Policymakers
must pursue a robust, comprehensive effort to combat
pay discrimination and ensure economic security for
women’.
https://www.americanprogress.org/article/salary-
history-bans-matter-securing-equal-pay/



https://www.americanprogress.org/article/salary-history-bans-matter-securing-equal-pay/
https://www.americanprogress.org/article/salary-history-bans-matter-securing-equal-pay/

Pay transparency and salary history bans— the new front for
progress? Europe

 ‘The new directive states that all companies with at least 50 employees must
disclose information that makes it easier for those working for the same employer
to compare salaries and expose any pay inequalities. Pay includes bonus,
overtime, allowances, sick pay and occupational pensions.

- Pay transparency for job-seekers — Employers will have to provide information about
the initial pay level or range in the vacancy notice or before the interview. Employers Commission welcomes the political agreement on new EU

rules for pay transparency

will not be allowed to ask prospective workers about their pay history.

- Rights to information for employees —the right to request information from their
employer on their individual pay level and average pay levels, broken down by sex,
for categories of workers doing the same work or work of equal value. S

- ReBorting on gender pay gap — Employers with at least 100 employees will have to 5. ..e e heived in Norwsy
publish information on the pay ﬁap between female and male workers. Employers
with at least 250 employees will report every year, with 150 to 249 employees every 7 s
three years. After five years employers with between 100 and 149 employees will
also have to report every three years.

- Joint rrq)ay assessment — Where pay reports reveals a gender pay gap of at least 5% /
and the employer cannot justify the gap on basis of objective gender neutral factors, -

employers will have to carry out a pay assessment, in cooperation with workers'

0-11 11-22 22-35 33-44 44-56 56-67 67-78 78-89 89-100

representatives. pcome 20k

Source: Ricardo Perez-Truglia, University of California

 Denmark: reduced gaps by harmonising up

 USNBER study suggests overall pay levels fell in closing gaps in certain states

Government launches pay
transparency pilot to break down

* Norway: improved happiness of low and medium paid barriers for women

Minister for Women launches initiatives to level up
[ ) l | K ° ? employment opportunities for women on International
[ ] [ ]

Women's Day

From: Government Equalities Office, Equality Hub. and Baroness Deborah Stedman-
tttttttttt

Published 8 March 2022




Under UK law (Section 172 of the 2006 Companies Act) directors are supposed to
report how they serve the interests of stakeholders, including employees

‘So, how much do they tell us about their employees? Answer: not much’. PIRC,2022)

‘Other than issues where businesses are statutorily required to disclose, such as the
gender pay gap and Modern Slavery Act, reporting standards were hugely uneven.’

Only 3% of businesses revealed their ethnic pay gap, 7% workforce age diversity.
11% revealed the numbers of part-time staff, 6% disclosed the agency staff.
No FTSE-100 firm revealed the number of zero-hours contracts. 8% gave TU %.

Annual reports ‘ identikit PR exercises full of banal statements... Only 16% of FTSE-100
gave a balanced discussion of their workforce’

Glassdoor (2022)

Only 15% of UK workers know their pay range and/or structure

Over 50% of employers do not advertise vacancies with salary information

Pay range disclosure: attractive to recruits and employees, especially younger female
Adzuna (2022)

Salary transparency popular with employees

But use of salaries in job ads at a 6 year low

Why? HR Magazine: (Wybourn, 2023)

‘if a company chooses to be open about its pay, it may risk confusion, as employees
may not be aware of background information such as skills, experience, and level of
responsibility that can influence their pay.

Another disadvantage could be high-performing individuals may feel dissatisfied'.

Salary transparency in the UK | 2016 — 2022

Transparency: not great in the UK currently -

20%

August 2016

61%

of job ads contained salaries

| would decline a job interview if | don’t know the salary range of the role.

Yes 46%

No 34%

[T

w—sz““/‘ ‘ ”
-.«__’,_’/Q/

Not sure

By gender

UK
Yes

. 63% 489

Not sure m ;

Rhys Wyborn
16 Januar y 2023 - Commen t

August 2016
61% of job ads contained salaries

August 2022
54% of job ads contained salaries

First week of August 2022
44% of job ads contained salaries, the lowest in 6 years

M

2016 2017 2018 2019 2020 2021 2022

- Proportion of job ads with a salary - Proportion of job ads without a salary

August 2022 1 week of August 2022

54% 44%

of job ads contained salaries of job ads contained salaries

lowest in 6 years

Source: Adzuna

@ 2 times
more clicks on every job ad

Yes  33%
No 56%

Not sure

8‘ 6 times
more applications

#1

important component

"&";:!' |

The dangers of being too open about pay



https://www.hrmagazine.co.uk/content/comment/the-dangers-of-being-too-open-about-pay/?utm_term=Autofeed&utm_medium=Social&utm_source=Twitter&s=09#Echobox=1673972121

Some interesting external
comparisons emerging

* Equality Trust’s ‘Fair

Pay FTSE’

https://equalitytrust.org.uk/fair-pay-

campaign/fair-pay-ftse

GENDER AND ETHNICITY &
PAY GAP REPORT ‘P@?r

Year on Year view:

Year Lowest Quartile Lower Middle (@2)

Upper Middle (@3)

White Asian, Msan Whits Asian, Mean Whita
amxm othar X DY

Highest Quartile

Edock, Aslan, Maan ‘Whits Aslan, Moam
Mimod, sthor % DI ﬁ-ﬁ ETT

0.70% 88% 12% 1.01%

2020 88% 12% 0.23%

Median pay gap by group:

Our maan athninitvy nav nan iz norrently 2 R3%. meaninn athnic minorities are naid on averane 2 R3% lass

GENDER AND ETHNIGITY
PAY GAP REPORT

A message from our Chief Executive,
Jonathan Townsend

We are pleased to be moving in the right
direction with eradicating our gender pay gap.
We recognise we have more to do to achieve
gender balance and are fully committed to
this journey.

We encourage flexible and agile working arrangements to support
everyone to build a career and achieve balance with what is important
in their personal life and I'm proud of the progress we have made

as an organisation, but we are not complacent. The impact of global
issues such as Covid-19 has affected everyone, but we know it has
disproportionately affected people from Black and ethnic minority
backgrounds, reminding us of the ineqguality we know already exists.

The Black Lives Matter movement further reminds us that Black people
have continued to report disproportionately negative experiences in
every aspect of society, and this includes the workplace.

| believe it is even more important than ever that we are open and
transparent about the challenges within our own organisation so that
we can tackle the inequalities and make

a difference to society.

At The Trust we want to make sure that all our colleagues have the
opportunity to fully realise their potential. We are actively working

to improve our gender and ethnicity balance. We are fully committed
itz being an inclusive employer.

Jonathan Townsend
UK Chief Executive
The Prince's Trust

&
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Prince's Trust

Company

Unilever

Unilever
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CEC pay

Average employees pay
J 55541 pmar

Minimum wage
I £16, 26/ year

Lower Quartile wage
| E23 059ymar

Median wage
| £31,4670year

Mean wage
I E 36 8365 ymarn

Upper Quartile wage
§ £44.51 iymar

Gender pay gap at subsidiaries owned by Unilever

The chart shows the date in the year where a woman
effectively begins working without pay. The red at the

right of the bar represents the amount of the year that a

woman is effectively working for free as compared with

a male colleague.

22.6% Unilever U K. Central Resources Limited

o I

The chart shows the date in the year where @ man

effectively begins working without pay. The red at the
right of the bar represents the amount of the year that a

man is effectively working for free as compared with a

female colleague.

68.9% Unilever UK Limited

0o 1N

+ Recognises unions

+ Living Wage employer

By 2:49 am each day the
CED has been paid the
S3Me 35 SOmMeonsa on
MINIMUMm wWage esarns in
3 month.

There is 3 1:55 ratio
within the company of
median employes
pay-CEC pay.

Women's average bonus

at Unilever U.K. Central
Resources Limited (&

subsidiary of Unilever) is

47 7% less than men's.


https://equalitytrust.org.uk/fair-pay-campaign/fair-pay-ftse
https://equalitytrust.org.uk/fair-pay-campaign/fair-pay-ftse

Rewarding fairness

SridareAcuor » * Fair pay through job evaluation/common pay structure

Target pay awards where they will support low-paid workers, who are
disproportionately impacted by the rising cost of living. Recognising this, companies

should ensure that the balance of executive remuneration to that 0; the wider ® LOW pay: LW i nte rn a I e m p h a Sis to ta Ie nt m a n age m e nt,

workforce is equitable and supports workers to manage inflationary pressures. As far

ible, id d recei ises th 1 "
Z? i;;{;;s;ma :;u::\;;szar;du;?rglrs should receive pay rises that meet the current rate p e r m a n e nt CO nt ra CtS’ n O h I re/fl re

Show long-term commitment to paying at least the real Living Wage through

accreditation as a Living Wage Employer. As well as guarantees for direct employees,
we increasingly expect companies to ensure any Living Wage commitments are

e Inreasingly expect comparies to erre any L | - Continue MW uplift — why not at LW levels?

Provide secure work, through guaranteed working hours, accurate contracts and
decent notice periods for shifts. Where relevant, we will encourage companies to .
; . : demonstrate their commitment through becoming an accredited Living Hours o P f I
Compensation & Benefits Review Emplover. ay p rogreSSIO ntora

. The Good Waork Coalition will be engaging, individually and collaboratively, with companies in
Journal Home Browse Journal ~ Journal Info ~ Stay Connected ~ Submit Paper . ) .
our portfolios on these asks. Where companies do not meet these expectations or share an

° L] L] L]
: ‘We Are All in This Together’. Collective Bonuses and Incentives in the United K adequate plan for making progress towards them, this will be considered in our voting this ¢ H I g h p ay : F u t u re m O d e : CO m p et I t I Ve ba S e p ay’ CO | I e Ct I Ve
and Europe: The Real Performance-Related Pay?

year and as the Coalition plans its escalation approach in 2024. At the end of this year's AGM

—— e sason, SHareACion il Ul 3 5 f companies engaged,deallng el proess sl bonus/ shares, long-term shareholding (Purposeful Co)

First Published August 18, 2020 | Research Article | | M) Check for updat =
htips://doi.org/10.1177/0886368720947328 Whilst we acknowledge the challenges companies face in a high inflationary environment, we
Download PDF Tf Article information are calling on them to make choices which not anly support their workers in the immediate . . ] . ?
cost-of-living crisis but also serve the long-term interests of the business and society. ® CO I I e Ct I Ve ga I n S h a re/p rOfI t-S h a rl n g * W hy SO few
@) Abstract ] . * *
=~ ‘We are all in this together’ has been a common leadership cry during the coronavirus crisis. But de SlgﬂatD”ES
7~ rewards designs generally reinforce collective performance? Why have collective bonus and incen

ACTIAM Legal & General Investment Management

. . .
Abstract made little headwgy in E.urope and what.|s the ewdence on thew_effe;tweness'? The author presgn PP \EeT o E m p I Oye e O W n e rS h I p AS S O C I a t I O n S h OW t h e

from a bonus and incentive research review carried out for a major oll company. He found two-thirc
companies operate variable pay plans, with three-quarters of them based on individual performanc

Barrow Cadbury Trust PensionBee 1
Collective plans are, however, spreading in incidence. The research literature he found replicates t p e r O rI I l a n C e p re I I l I u I I I

Py American evidence, indicating collective schemes are associated with higher performance across CCLA PIRC

':\j;,:' of metrics. But they are not universally successful. Risks include diminishing effectiveness over tin Guyr's and St Thomas' Foundation Rathbones Greenbank Investments

I,f—;\l Article Metrics lack of employee understanding. The research highlights success depends on tailoring to suit the ¢ o o ) °

~ and using a range of high-performance work practices. The author concludes success is more likel Jesuits in Britain Strathclyde Pension Fund o E m p I Oye e O W n e d Tr u Sts 5 5 O I n 2 O 2 O to 1 OOO p I u S

collective plans are viewed ‘not just as a vehicle for disseminating incentives but for imparting a se Jascph Rowntree Foundation Trust for London V4
@ @ @ shared ownership’.
About ShareAction’s Good Work Campaign:
Cite Share Request
Permissions Keywo

“Covid coming straight after we had abandoned the

TOP 50 EMPLOYEE private sale process was in some ways cathartic.. a
1 o 3 0 OWNED BUSINESSES real eureka moment...We realised these people who

INCREASE IN had enabled us to do so well up to that point we
PRODUCTIVITY considered as employees were in fact much more like

' EMPLOYEE OWNED | our family.”  Founders of Go Ape FT,7.2.22

BUSINESSES
__JUNE 2022

5.2%

LIKE FOR LIKE 9.4%



https://www.ft.com/content/899b0b7f-a724-4183-ae03-c62c00f33b1e

Action planning: your overall plan

1. What are our major (but realistic) aims and goals on pay gaps; and where does
this fit in our People and DEI Strategy?

2. What’s our rationale/case for continued/intensified action on pay gaps?

3. What are our plans, short-term (< 1 year) and medium-term (1-3 years) to
deliver on these aims?



Actions: do you have?

Yes Partially Plans/thou

‘Blind’
recruitment

Salary history
bans

Pav ranoce



Conclusions: Treat pay gap reporting and
closure as a continuous process

ETHNICITY

PAY REPORTING

Communicate,
implement,

Analyse :
monitor and

Set the Aims Gather and Calculate the :
causation and

Develop

and Scope clean the data stats action plan

draft narrative review




In conclusion, keep it..

‘The route to success is a
worthwhile slog’

David Smith, Chair, IES
Multi-pronged

Multiple initiatives
Measured and monitored

Over years in most cases

Comprehensive but focused.

With on-going involvement of stakeholders and
communications.

Use your learning from GPG reporting to progressively ext%nd to

reporting and acting on other protected groups acism and sexism will probably
always exist...

But Start where you are. Use what you

: . have. Do what you can.’
Spot/take the emerging opportunities Arthur Ashe

e Be Smart and Sustained



Final

Questions?
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Chair - Professor Dame Jane Dacre
Lead Researcher - Professor Carol Woodhams

ARMSTRONG'S
' HANDBOOK OF
REWARD
<+ MANAGEMENT
PRACTICE

G
Equalitie Oﬁ

Rapid evidence
assessment: parents’
decisions about returning
to work and child caring
responsibilities

Research review

May 2018

Becci Newton, Penny Tamkin, Rosie
Gloster, Annette Cox, Clare Everett and
Jamie Cotton
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Research Into Practice?
News categories
Reflections on Ethnicity Pay Reporting (EPR): Why,
what and how
HR Metwork news
21 Sep 2021

Duncan Brown
Institute for Employment Studies and University of Greenwich

IES Reflacts: blog IES HR Network members are well ahead of the government and BEIS in progressing

ethnicity pay reporting, if our well-attended webinar last week on ethnicity pay
reporting presented by associate Duncan Brown is anything te go by. While BEIS
minister Paul Sculley MP struggled in the parliamentary debate on mandatory ethnicity
pay reporting on Monday afternoon (occasioned by a petition last summer in support

Abstract

In 2017, the U.K. government enacted le g' slation mak' ng it compulsory for employers across all

ectors with more than 250 employ report six gen nder I pay gap statistics on a consistent i that was signed by over 130,000 people) to address criticisms from a very well-
basis, with the m jOI’tY addin ng v voluntar Y Expl tOI’)f eports. Over 10,000 hav Ported in P oe=4¢ T+ N 000 informed group of MPs for the gavernment’s delay in progressing EPR, after consulting
ach of the 2 yeal e, pus shin, ng the g nifical tly hgh p both corporate boardroom on the issue more than two years ago, IES network members were clearly very much
d cademic rese: h agen ndas. In this artic | e, after brie ﬂy PI ing the national and le gi5|a[ive focused on the ‘how’ of reporting, rather than the ‘why’

context, the author profiles the action plans which U.K. employers have published designed
to close these gaps, focusing on higher education institutions. The author goes on to profile
the research on what works in closing gaps and highlights the significant dissonance between
the two perspectives. Employer actions tend to focus narrowly on training and other “soft”
involuntary initiatives, while the academic research highlights a multipronged approach across
all areas of human resources activity as most effective and including compulsory actions such
as “blind” recruitment. The author concludes by outlining how these two perspectives may be
integrated to produce more relevant research and evidence-based practice, thereby driving

more significant and sustainable reductions in gender pay gaps. L SN RSy o)
S u

Keywords
gender pay, equal pay, pay equity, pay gaps, equality, divers

o | Our People publications

ed
ity and inclusion \What we know about What w

| News categories What do the politicians
They require U.K. employers in all sectors Fall’ Pay 7
with 250 or more employees to publish annu and HR Dwedors wan
ally six statistics on their gender pay gaps, published: 22 Apr 2015
measured on a common snapshot date. These puncan Brown, Head of HR suttancy ek o
Two years ago, after a number of false starts are jor potit a”"’“y anifesiocs
and failures by U.K. governments to encour-
ge employers to report their pay gaps volun- e The difference between the mean
tarily,' and under pressure from the European hourly total pay of male and female

Commission” to “fight the fog” shrouding employees

Introduction: Gender Pay
Gap Reporting—The Dawn
of a New Era?

Thanks!

Duncan is an independent adviser and researcher on rewards. He has worked
at major HR consultancies and research institutes including Aon, Willis Towers
Watson and IES. He spent 5 years as Deputy CEO at the CIPD.

Duncan’s clients have included Shell and Lloyds Banking Group, the Cabinet
Office and NHS Employers, and major charities including Unicef, the Prince’s
Trust, Fairtrade and RSPCA.

He has advised government on issues including pay determination for doctors,
the Armed Forces and the judiciary. He was closely involved in developing the
gender pay reporting regs and worked on the gender pay gap in medicine
review.

Duncan is a leading commentator on HR and publishes and speaks widely. He
is the joint author with Michael Armstrong of the UK'’s best-selling Handbook of
Reward Management. Human Resources magazine placed him in its listing of
the top 10 most influential thinkers in UK HR In 2022.

Duncan has an MA from Cambridge University, an MBA from the London
Business School, his PhD was in reward strategy and he is a Companion of
the CIPD. He is Visiting Professor at the University of Greenwich and Principal
Associate at IES. He is a Board trustee at the Industrial Participation
Association. and Children’s Society.

Email: duncanibrown54@gmail.com

Twitter: https://twitter.com/duncanbHR

blog: https://www.employment-studies.co.uk/news/combating-inequality-2-budget-
and-levelling-levelling-down-and-levelling

article: https://www.linkedin.com/pulse/never-againso-what-could-new-normal-look-
like-reward-employment/

presentation: https://www.youtube.com/watch?v=74cimmL-ial&feature=youtu.be

Recent book: https://www.koganpage.com/product/armstrong-s-handbook-of-
reward-management-practice-9780749484361
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Creating an Inclusion First
organisation.
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Whatis the future
of work?

How D&l Is becoming its heart.
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The megatrends reshaping our world

© 1
A Al
HEALTH CLIMATE TECH
collapse polarisation empowerment
Coronavirus, mental Net Zero, EU regs, UK Video calls as norm,
health, NHS crisis, US coal mine, US climate SOCIO- GPT-4, health &
reproductive care ECO NO MY package climate Al boom
inequities POLITICAL
Inflation & energy control
prices vs tax cuts for Ul (B v s e
the rich, Brexit fallout LGBT(é+ moral panic,

AND
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Where did all the
voices come from?

What inclusion looks like.

64 © AND Digital 2023



2010 2015 2020 2021 2022 2023

Trans military ‘Gay Panic Defense’ LGBTQ+

LGBIQH ban ban book ban

Key
Women H#MeToo Roe v Wade
Multiple
countries
UK Only BAME+ Charlottesville George Floyd,
Neuro-  Aspergers = Mental health, Mental Health Bill (declassifying

diversity Autism neurodiversity autism as a ‘mental disorder’)




?
:_/_(’ Organisations can be institutionally biased
7.
4

Inclusion leads to diversity

# ‘Equality’ doesn’t equate to fairness

4 Power asymmetries are the key to failure
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FEvolving

from...

Traditional
D&I

to...

Structural
inclusion

Underlying
philosophy

?

=

Diversity and
PAY gaps
assumed to be
down to
individuals.

Diversity and
Ay gaps
assumed to be
down to
institutional
bias.

Approach &
metrics

Diversity
metrics, e.g.
recruitment
targets

Inclusion
metrics, e.g.
Rooney rule,
retention
targets

Design
framework

A one-size-
fits-all
promotion
process

A promotion
process
tailored to
different
demographics/
neurotypes

Behaviour &
accountability

&
Expecting an
individual to
‘step up’ or ‘lean

IN" or ‘code
switch’ or ‘mask’

Decision-makers
educated on
power
asymmetries and
allyship; set up
with ‘inclusion’
mentor



AND Digital -
Inclusion First

Making structural inclusion a strategic
iImperative.
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Vision Imclusion Outcomes

All ANDis feel
included and
valued by
experiencing
equality,
equity AND

Safety

justice
throughout

their journey
at AND.

Counted




Inclusion concerns across AND’s communities

Represented Fair [ Safe [ Counted [ Recognised

2
R

BAME+ LGBTQ+ Neurodiversity Physical disability Women Working Parents/ carers




Over the
past year
we’ve made
progress to

becoming a
structurally
inclusive
employer

Structural inclusion accountability
Diversity (and inclusion) dato
Leadership inclusion training
Process redesign

Policy creation

Team resources



»

Ownership = things getting done

Inclusive recruitment

Inclusive
Performance
management

Trans rights policy
Baby loss policy

Inclusive performance

management
AND




Get the right data right

Improving diversity data quality  Measuring structural inequities
and thoroughness AND accommodations

Gender Gender
identity identity

Overall engagement
Health provision
Working pattern needs

Time off

Sexual
| GBTQ+ orienta

Psychological safety

Growth

AND




Growth is (and should be) diverse

AND



Making inclusion easy to do

Writing (Emails, Slack, Docs, Slides, Sheets)

" G
T, @ g

No big walls of text. Break
down into mini paragraphs of
1-4 lines

Use bullets to break up the text
Use short sentences

With instructions, try not to use
idioms or vague language

Use pictures or diagrams
where you can

If possible, break up a string of
numbers into small groups

e Add an audio file of you
reading out the text

e Maximise the contrast of the
text against the background

Avoid very bright colours of
text, background or both

Avoid colour combinations that
are colour-blind unfriendly, e.g.
red/green or colours of similar
shades




Leave with this

Recommendations for organisations.

77 © AND Digital 2023



Do these 5 things. All of them.

. Dota data data datao

. Ask for experiences and ye shall find evidence
of institutional exclusion AND inclusion

; Iterate a vision based on a changed underlying
philosophy

. Try out imagine a world where..” and other UCD
approaches

. Make leaders face the power music
78 © AND Digital 2023 m



Thankyou.
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Designing flexible work that removes barriers to

progression

Nicola Smith, Interim CEO, Timewise

timewise
© Timewise 2022 TALENT THROUGH FLEXIBILITY




About Timewise

© Timewise 2022

SOCIAL CONSULTANCY

We are the UK’s leading flexible
working experts and a social
enterprise.

Our clients, individuals

and our society all benefit from
the social purpose underpinning
our work. It's not just win-win-
win. It's a virtuous circle.

timewise

TALENT THROUGH FLEXIBILITY



WHAT WE DO

- =P - ( timewise
Research and Campaigns: new insight & sharing ‘what POWE S—
, ) . . R/ FLEXIBLE JOBS
works’ to employers & policy makers to stimulate action LIST 56 - I
. . . P TN
to grow a quality flexible jobs market T T

Consultancy and change programmes: supporting

employers to drive cultural and operational change on

TALENT THROUGH FLEXIBILITY

flexible working and hiring

UK’s leading marketplace for good flexible jobs: growing

timewise jois =

FOR TALENT
PART-TIME & FLEXIBLE ROLES

the quality flexible jobs market for job seekers

Copyright © 2022 Timewise All rights reserved. Prohibited to copy, share or use without prior written permission of Timewise.



Focus for this session

* What is flexible working?

* Why it matters to progression — into work and into better jobs

e What works




What is flexible working and why does it
matter?

timewise
© Timewise 2022 TALENT THROUGH FLEXIBILITY




GOOD FLEX WORKING SOLUTIONS CAN
BOLSTER BUSINESS GROWTH

O
L @
4 ) 4 ) 4 )
Talent attraction Retention & progression Employee well-being
\_ , \_ J \_ J
: ﬁ o
4 ™ 4 ™) 4 )
Gender pay gap Inclusion & diversity Productivity
- y, \- y, - Y,

u O
© Timewise 2022 tmerse

TALENT THROUGH FLEXIBILITY

Copyright © 2022 Timewise. All rights reserved. Prohibited to copy, share or use without prior written permission of Timewise.



What do we mean by a ‘flexible job’?

s

Part Time Working from home Term time work or
o

annualised hours

I
Job share Flexible start & finish Compressed week

S

© Timewise 2022 Sources: ONS, June 22 and CIPD, 2021




Formal versus informal flex

Formal flex Informal flex

O Part-time working O Occasional home/remote working

O Term time working Change to start/finish time

O Annualised hours Occasional time-off in-lieu

O
O
O Unpaid leave O Compressed hours
O Regular, fixed home/ remote O Reasonable adjustments

working e.g. return to work




Understanding Types of Flexibility

WHERE?

e REMOTE WORKING
e QOccasional/informal; home; mobile; other offices

WHEN?

e FULL-TIME FLEXIBLE
e Occasional/informal; flexible start/finish times; annualised; project-based

HOW MUCH?

e PART-TIME
e Job-sharing; job-splitting; project-based; unpaid leave

© Timewise 2022




Fixed-volume and variable-volume tasks

4.5

B Variable-volume tasks

- B Fixed-volume tasks

2.5
2
1.5
1
: _ _ _

5 days/week 3 days/week 1 day/week

© Timewise 2022




How can flexible working support progression?

timewise
© Timewise 2022 TALENT THROUGH FLEXIBILITY




Progression and flexible work

* Enabling people to move into work

* Progressing into better paid work

* Gaining new skills and expertise




Older workers

Would any of these have encouraged you to work for longer? — retirees aged 50+
16%

14%
12%
10%

8%

6%

4%

2% I I

0% I I

Being offered part-time  Chance to work flexibly Taking on less demanding Chance to train younger Long break and chance to Chance to retrain for new Longer holidays Course to update skills  Being able to start own Don't know
working role people on part-time basis return to my job role business




The growing demand — younger workers

FLEXIBLE
WORKING:
YOUNGER
WORKERS
WANT IT MOST
) B

18-34 YEAR OLDS 35-54 YEAR OLDS 95+ YEARS

92%  88%  72% o




Hourly earnings by qualification level

HOURLY EARNINGS FOR FULL-TIME AND PART-TIME WORKERS BY QUALIFICATION LEVEL

NQF Level 4 and above £17.32

£13.58

521,000 low income
NQF Level 3 m

£0.17 parents, older workers,

00 i3 people with disabilities
Trade apprenticeships

£9.24 * want a part time job,
* have the qualifications to gain one

NQF Level 2 m ° but are either Work|ess or under-

£8.88 employed in low paid part time

getow NGF Leve 2 [N CE work

£9.00

Other qualifications m Ml Full-time hourly earnings

£8.88 Part-time hourly earnings

e £9.77 institute for
No qualifications Source: LFS (2020/21 FY) employment

£8.70 studies

Copyright © 2022 Timewise All rights reserved. Prohibited to copy, share or use without prior written permission of Timewise.




What works?

u O
© Timewise 2022 tmerse
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Flex hiring

u O
© Timewise 2022 tmerse
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Trend over time

PROPORTION OF JOB ADVERTS THAT OFFER FLEXIBLE WORKING

26%
17%
LY
13%
12%
10% I
2015 2016 2017 2018 2019 2020 2021 2021 (post pandemic 2022
(pre-covid) (pandemic lockdown) restrictions)

Copyright © 2022 Timewise All rights reserved. Prohibited to copy, share or use without prior written permission of Timewise.
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Types of flex

PROPORTION OF JOB ADVERTS OFFERING SPECIFIC TYPES OF FLEXIBLE WORKING

@ 10%

FLEXIBLE
PART-TIME HOME-WORKING (INC  HOURS/ FLEXIBLE
HYBRID PATTERNS) SHIFTS WORKING

Copyright © 2022 Timewise All rights reserved. Prohibited to copy, share or use without prior written permission of Timewise.



Salary level

DIFFERENCES IN TYPES OF FLEX OFFERED BY SALARY LEVEL

PART-TIME HOME-WORKING FLEXIBLE WORKING

<£20K 22% 4%
£20K-£34K 12% 9°,
£35K-£59K 9% 16%
£60K-£79K ) 21%

£80K+ JYA 19%

Copyright © 2022 Timewise All rights reserved. Prohibited to copy, share or use without prior written permission of Timewise.



Flex job design

u O
© Timewise 2022 tmerse
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Principle of flexible job design: matching needs

JOB DESIGN
IDENTIFIES WHERE
FLEXIBILITY WORKS

ORGANISATION’S ' INDIVIDUAL'S
NEEDS NEEDS

©Copyr ight Timewise 2019 102



The Timewise methodology for change

Welcome
and support
requests

Accommodate
it when

requested

Tolerate
it when
requested

Encourage
and celebrate
flex

Working

patterns
& policy

Employer
brand

FLEX

Inclusive

Leadership ::aggﬁ;r career Advocacy POS'T'VE
P paths EMPLOYER

timewise




The change that’s needed

Minimising flex arrangements Proactively designing for it

Inconsistent Available to all

Need a valid reason Offered to everyone

© Timewise 2022 timeW%se
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What else works to drive change?

Drive leadership action:
Share the business case. Walk the
talk. Find role models

Story tell and myth bust: Upskill line managers:
Challenge assumptions Move from reactive to proactive

Open to flexibility? Pilot new approaches:

Talk about it with candidates. Ask Test out what will work and share
‘why not’ rather than ‘why’ best practice with others



Offering Flex for All Roles:
Why it matters

© Timewise 2022

60% of the UK workforce in
sectors that are traditionally
‘harder to flex’

3.8m shift workers employed
in UK

54-67% of UK workforce in
roles that can’t be worked
remotely

Risk of two-tier response to
pandemic

Skills and talent shortages




The Timewise Shift-Life Balance Model®

ADVANCE
NOTICE




Three core barriers to consider

Working
practices

Culture: attitudes

Manager
capability

© Timewise 2022




Best Practice Examples (Timewise)

e Health and Social Care
° Retail

e Construction

timewise
© Timewise 2022 TALENT THROUGH FLEXIBILITY




Health and Social Care

timewise
© Timewise 2022 TALENT THROUGH FLEXIBILITY




: Burdett Trust
Team-based rostering for nurses for Nursing

O 240 nurses ® Highly-constrained environment
O Seven wards ® Time of austerity: ‘no-cost
O Three hospitals solution’ required

O 6-12 roster cycles per hospital

: ° : ’ : B ® e «
O Aim: to Increase nurses’ Input Nottingham University Hospitals NHS
NHS Trust
into & level of accountability for NHS
University Hospital Southampton
their rosters NHS Foundation Trust

NHS

Birmingham Women'’s
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NHS Foundation Trust




Flex for Frontline

1. Meeting Carers’ preferences

2. Increasing Carers’ input into rosters

3. Achieving collective responsibility for roster creation

4. Awareness of other people’s shift pattern needs

5. Understanding the roster process
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The talent imperative in retail

Flexibility in working hours is one of the most
important reasons cited for choosing to work
in retail...

but the “flexibility trap’ exists: Talent is
locked into lower grades

56% 65%

believe they are less would take a job for
likely to get which they were

promoted if they overqualified, if it offered
work part-time flexibility in hours
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Sharing a story: Tesco 3 ==)00,

© Timewise 2022

Pilots with shift-based managers in three large stores

in the Midlands (9-23 managers in each)

Empowered the store management teams to try out

 Team-based schedulmg and outputs
* Flexible hiring

@l Pre- and post-pilot survey and monthly check ins:

* ‘| have the right balance between work and
home life’: up from 44% to 91%

* I'm happy with the flex | have’: up from 61% to
91%

* Advance notice of shift patterns moved from 2
weeks to 6 weeks
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Making flexible working work in Construction

Flexible Job design
examples:

Task & finish
'Pods’ with rotating flexi

day to reduce extreme
hours

Weekly team stand ups
to agree pattern of
cover
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Key Learning & Impact

Working

Culture &

Practices Behaviours
Busted the myth that there e Enabled proactive vs
was only one option for flex reactive approach to
Weekly planning meets help resolving issues
review approach e Improved communication
Shifting from paying for within pod
input-based hours to output- * Increased trust between
based tasks colleagues to cover gaps

Labour turnover is down on the sites that
implemented flexible working
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“I would now definitely choose a job like this
with flexibility over the bit extra in money”

“There has definitely been
a positive impact on
productivity. Morale is
much better and the guys
are working harder”

SKANSKA COSIAIN  STRABAG

Management
Capability

Improved communication with
supervisors through smaller
briefing team

With trust and empowerment,
the team will make it work
Improved forward planning &
specific breakdown of tasks

“Working in a more agile way has
not cost me or the project anything.
Work is still getting done and people

are getting to meet their own
preferences too”




Return on investment

Our research (Fair Flexible Futures, 2022) shows that only modest improvements are needed in
reduced sickness absence for the benefits of a flexible working programme to outweigh the
costs within 3 years:

RETAIL
For a store with 200 shopfloor sales/
retail staff including supervisors,

ADULT DOMICILLARY CARE CONSTRUCTION
For an organisation with 200
domiciliary care staff, breakeven
would be reached within 3 years by
a reduction in sickness absence of
1.2 days per person per year.

For a site with 200 construction
staff, breakeven would be reached
within 3 years by a reduction of 1

sick day per person per year.

breakeven would be reached within

3 years by a reduction in sickness
absence of 0.8 sick days per person
per year.

TEACHING
For Multi-Academy Trusts (MATSs)
with 100 teaching staff breakeven
would be achieved through a
reduction in sickness absence of 1
day per teaching staff member per
year

NURSING
For 306 staff across 9 wards,
breakeven would be achieved
through a reduction in sickness
absence of 0.8 days per person per
year
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Further information and support

Timewise research reports:

e Making construction a great place
to work

e |Improving nurses’ work-life
balance with team-based
rostering

e Modern retail: a nation of part-
time shopkeepers?

e (Caring by design (care providers)

e Return on investment research:
Reaching a positive ROl in flexible
working
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https://timewise.co.uk/article/making-construction-a-great-place-to-work-can-flexible-working-help/?type=article&loadMore=1&pageId=1&postsPerPage=8&order=menu_order&orderdir=DESC&category=61&topic=-1&contenttype=-1&taxonomy=articlecategory&excludeId=-1&publicOnly=0&fromKH=1
https://timewise.co.uk/article/making-construction-a-great-place-to-work-can-flexible-working-help/?type=article&loadMore=1&pageId=1&postsPerPage=8&order=menu_order&orderdir=DESC&category=61&topic=-1&contenttype=-1&taxonomy=articlecategory&excludeId=-1&publicOnly=0&fromKH=1
https://timewise.co.uk/article/improving-nurses-work-life-balance/?type=article&loadMore=1&pageId=9&postsPerPage=8&order=menu_order&orderdir=DESC&category=61&topic=-1&contenttype=-1&taxonomy=articlecategory&excludeId=-1&publicOnly=0&fromKH=1
https://timewise.co.uk/article/improving-nurses-work-life-balance/?type=article&loadMore=1&pageId=9&postsPerPage=8&order=menu_order&orderdir=DESC&category=61&topic=-1&contenttype=-1&taxonomy=articlecategory&excludeId=-1&publicOnly=0&fromKH=1
https://timewise.co.uk/article/improving-nurses-work-life-balance/?type=article&loadMore=1&pageId=9&postsPerPage=8&order=menu_order&orderdir=DESC&category=61&topic=-1&contenttype=-1&taxonomy=articlecategory&excludeId=-1&publicOnly=0&fromKH=1
https://timewise.co.uk/article/modern-retail-nation-of-part-time-shopkeepers/?type=article&loadMore=1&pageId=3&postsPerPage=8&order=menu_order&orderdir=DESC&category=61&topic%5B0%5D=100&topic%5B1%5D=95&contenttype%5B0%5D=74&contenttype%5B1%5D=98&contenttype%5B2%5D=70&taxonomy=articlecategory&excludeId=-1&publicOnly=0&fromKH=1
https://timewise.co.uk/article/modern-retail-nation-of-part-time-shopkeepers/?type=article&loadMore=1&pageId=3&postsPerPage=8&order=menu_order&orderdir=DESC&category=61&topic%5B0%5D=100&topic%5B1%5D=95&contenttype%5B0%5D=74&contenttype%5B1%5D=98&contenttype%5B2%5D=70&taxonomy=articlecategory&excludeId=-1&publicOnly=0&fromKH=1
https://timewise.co.uk/article/caring-by-design/?type=article&loadMore=1&pageId=3&postsPerPage=8&order=menu_order&orderdir=DESC&category=61&topic%5B0%5D=100&topic%5B1%5D=95&contenttype%5B0%5D=74&contenttype%5B1%5D=98&contenttype%5B2%5D=70&taxonomy=articlecategory&excludeId=-1&publicOnly=0&fromKH=1
https://timewise.co.uk/article/reaching-a-positive-financial-return-on-investment-in-flexible-working/
https://timewise.co.uk/article/reaching-a-positive-financial-return-on-investment-in-flexible-working/
https://timewise.co.uk/article/reaching-a-positive-financial-return-on-investment-in-flexible-working/

Thank you

Contact us at: info@timewise.co.uk
@Timewise uk
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- NETWORK
Join the IES HR Network and connect to

leading-edge thinking, evidence-based
research and practical ways of effective working.

“We find the IES events on topical HR subjects really
helpful and engaging. We also really value the data

IES provide, in particular the legal labour market
data. IES have fantastic consultants who have helped
with matters such as flexible working, ethnicity data

and burnout.”

Frances Mills, HR Director
Government Legal Department
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1o continue the conversation... 1€Sz:~

= Sign up for our mailing list
= More information on our HR network
= Access our resources, research and tools

= Getin touch...

Dan.luc employment-studies.co.uk

www.employment-studies.co.uk

@employmtstudies
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About IES:

The Institute for Employment Studies (IES) is an independent, apolitical, international centre
of research and consultancy in public employment policy and HR management. It works
closely with employers in all sectors, government departments, agencies, professional bodies
and associations. IES is a focus of knowledge and practical experience in employment and
training policy, the operation of labour markets, and HR planning and development. IES is a
not-for-profit organisation.

www.employment-studies.co.uk

Follow IES on Twitter ¥EmploymtStudies
and LinkedIn [fhstitute for Employment Studies
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