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Businesses taking action to reduce the gender pay gap in the North 
East and increase diversity within businesses will be essential as part 
of a fair recovery. Working with Home Group we have put together 
this toolkit to highlight to businesses different actions they can take 
to help to reduce their gender pay gap. 

The gender pay gap shows the difference in average earnings 
between women and men. Previous data from ONS in 2018 
highlighted a median 16.8% pay gap in the North East and 18.2% gap 
in the Tees Valley. In 2019 this increased to a median gap of 17.6% 
in the North East and 19.5% in Tees Valley with more businesses 
reporting. In 2020 48% of organisations continued to voluntarily 
report their pay gap showing a desire from the business community 
to continue to take stock and take action, despite the impending 
pandemic. 

Data from IPPR’s 2020 State of the North report shows that the 
overall gender pay gap remains higher in the North East than 
the national rate. The ethnicity pay gap is also larger in the North 
East than in the majority of English regions highlighting the 
disproportionate impact on black and minority ethnic women in the 
North East.  

Many sectors with large female workforces have seen some of the 
largest falls in the number of jobs, between March and August 
2020 133,000 more women than men were furloughed across the 
UK. Childcare was a huge issue before the pandemic and has been 
highlighted again by school closures, polling from the Fawcett 
society has found over a third (35%) of working mothers say they have 
lost work or hours due to a lack of childcare during the pandemic. 
Gender pay gap reporting is clearly important in gathering data from 
the North East to assess the impact of the pandemic, encourage 
businesses to diversify their workforce and measure the success of 
our economic recovery. 

Currently businesses with over 250 employees are required to 
publish their data, this amounts to just over 150 Chamber members. 
However, businesses of all sizes can still take action to reduce their 
gender pay gap and promote diversity in their workplace regardless 
other whether they are required to report. 

This toolkit developed with Home Group highlights a number of  
effective  actions that businesses can take which have helped to 
make Home Group number 4 on the best places in the UK to work 
for women. 

Introduction
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Collect data

Be transparent with your data  

Prioritise training and mentoring for women

Discuss flexible working policies

Focus on recruitment

Highlight role models

Create workplace culture and colleague groups – 
harness the value of male allies in the business 



1 Collect data
collect data voluntarily on your 
businesses’ pay gap to see what position 
you are in and any clear areas for action- 
advice on how to collect data 

2 Be transparent with your data  
Publish your data (for example on 
your website) on pay gap reporting/
promotions/male female colleague ratio 
by seniority. Use the data create an action 
plan to be shared with staff including 
what you’re going to do, when and who’s 
going to do it

3 Prioritise training and mentoring for 
women
Firms can look to offer bespoke 
training/online training resources, like 
Home Group’s Women in leadership 
programme and female apprenticeships. 
Having mentoring programmes and 
running internal events can help 
to ensure women can progress in 
the workplace and that there’s clear 
communication across the workplace. 

An example of running a mentoring 
programme includes coaching from 
senior women as well as reverse 
mentoring to ensure that senior level 
men and more junior level women are 
communicating. Another possible part 
of a mentoring programme includes 
running internal events highlighting 
leadership skills and pathways to 
leadership positions within the company. 
Home Group’s Women into Leadership 
programme, 32% of women gaining 
a promotion within first 6 months of 
finishing the programme.

4 Discuss flexible working policies
Examining which flexible working policies 
do you have in place- especially important 
for women with caring responsibilities,  
and how are they communicated 
to existing staff, new starters and 

prospective candidates Ensure your 
policies also include equality, diversity and 
inclusion, including menopause support, 
miscarriage support.  Be visible talking 
about the issues that matter to women in 
the workplace.

5 Focus on recruitment 
Recruitment is a key area in encouraging 
a more diverse workforce. Home 
Group’s recruitment actively supports 
diversity and inclusion and they 
have implemented the Rooney rule 
to proactively shortlist more diverse 
candidates for senior roles have started 
running recruitment campaigns that 
highlight the diversity of people currently 
within the business encouraging more 
people to apply. If you take on apprentices 
looking at how you work with education 
providers to recruited a mix of apprentices 
and involved them in mentoring schemes 
to progress in the workplace.  Case study- 
new adverts  led to a 7% uplift in diverse 
candidates applying as part of a Home 
Group campaign. 

Case study - new adverts led to a 7% 
uplift in diverse candidates applying as 
part of a Home Group campaign. 
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6 Highlight role models
Making sure you have senior level role 
models in the business who are able to 
share their career journey  highlighting 
how they overcame their struggles and 
barriers. 

7 Create workplace culture and 
colleague groups – harness the value of 
male allies in the business 
Look at how focussed your senior 
leadership team is on equality, diversity 
and inclusion, ensuring you have 
senior allies behind the programme. 
Home Group has a very strong culture 
that promotes diversity and inclusion/
intersectionality. They also have a number 
of groups including Equality Diversity 
and Inclusion steering group, Women of 
Home Group – colleague network with 
Exec sponsor (linked to Lean In concept) 
and Allies to support our Women of 
Home Group colleague network. In 
addition to this support, encourage 
and celebrate events like International 
Women’s Day. Home Group runs 
regular Equality, Diversity and Inclusion 
conferences with inspirational external 
speakers. 

Not working in isolation is also key – 
engaging with other employee network 
groups is key such as those that support 
disability, sexual orientation and ethnicity 
as women are many things and sharing 
best practice helps the journey.

Each business is different however this 
toolkit offers a useful overview of actions 
that businesses can take to start to tackle 
the gender pay gap in the North East. 

Stay curious - keep listening, learning  
and acting on colleague voices and 
evolving your approach. Look externally 
for broader networks and insights that 
may help. ‘’Taking part in the 

programme in parallel to 
my secondment boosted 
my skills and confidence 
and I successfully got my 

position permanently, 
supporting my current 

brilliant stage of my Home 
Group career journey.”

Home Group Women in leadership programme attendee



‘’We believe our strong 
inclusive culture and 

leadership support has 
been fundamental to 
where we are today as 
an organisation that 

has embraced equality, 
diversity and inclusion. 
But we still have much 

work to do and continue 
with focussed attention, 

passion and effort towards 
gender parity within the 

workplace.’’ 
Nusheen Hussain, Executive Director - Business Development at Home Group 


