
GOOD WORK
TOOLKIT

www.neechamber.co.uk @neechamber



Good businesses are built through the hard work 
and ingenuity of good people. Being a good leader 
means recognising the contributions made by those 
people across the organisation to ensure its success.

It is incumbent upon those leaders to ensure that 
their colleagues and employees feel valued, trusted 
and supported.

Not only do we have a moral duty to look after those 
who work for us, we have an economic one too. 
People employed in ‘good’ jobs are more motivated, 
loyal and productive; making our businesses more 
successful and in turn supporting the prosperity of 
our regional economy.

If we want North East England to fulfil its true 
potential we must invest in our workforce, reward 
people fairly, commit to lifelong training and support 
the wellbeing of our employees.

Good work inevitably means different things to 
different people and doing these things is not 
without cost. But there are many ways in which 
businesses can improve conditions for their 
employees; all of which can bring enormous 
benefits.

I am delighted that the Chamber has been able to 
work alongside a range of employers to produce this 
practical toolkit and we are indebted to them for 
their support.

At its core, the Chamber is about ensuring that the 
North East economy thrives. If we create a network 
of good businesses, we will build a stronger, future-
proofed economy, underpinning a better, fairer, 
greener society.  

We’ll unleash the full potential of our people 
enabling them to contribute more to their region.

We’ll build the ecosystem in which your business 
can flourish. And we’ll create a North East that is 
unquestionably the best place in the UK in which to 
live, learn, work and play.
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The Covid-19 pandemic has undoubtedly 
made the good work agenda more pressing. 
The economic fallout from Covid-19 has fallen 
heavily on those in lower-paid, lower-skilled and 
less secure employment. Worryingly, the North 
East falls behind on many key metrics, with 
employees in the North East more likely than in 
other regions to hold lower qualifications and 
to be in lower-paid or insecure employment. 
The region, therefore, is likely to have been hit 
harder by Covid-19 than in other regions.

However, the last eighteen months have also 
acted as a catalyst for change, with businesses 
becoming increasingly committed to offering 
good work. The pandemic has highlighted the 
feasibility of making fundamental changes to 
job design, such as the shift to home working, 
and encouraged more businesses to champion 
employee wellbeing. Undoubtedly, these are 
changes that many businesses will sustain as 
we begin to emerge from the pandemic.

The Chamber believes that offering ‘good 
work’ is not only of deep value to society, but 
also brings benefits to the North East business 
community, including decreased employee 
turnover, reduced absences and sick leave, 
improved productivity, reputational gain and 
a stronger local economy through increased 
consumer spending. We want to support 
businesses to offer good work in our region, as 
well as celebrate the businesses that are doing 
so. This toolkit will explore the business benefits 
of good work and outline practical ways in 
which businesses can offer good work which 
promotes employees’ mental, physical, and 
economic wellbeing.

[1] The Resolution Foundation, Setting the Record Straight, 
January 2019
[2] The Health Foundation, What the Quality of Work Means 
for our Health, February 2020
[3] ibid
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INTRODUCTION
In 2018, the Government released the 
‘Good Work Plan’, which acted on the 
recommendations outlined in the Independent 
Taylor Review of Modern Working Practices. 
Both pieces of work aimed to set the agenda 
for ensuring that the UK labour market can 
adapt to meet the changes that technological 
advancement, emerging business models and 
changing ways of working will bring, whilst 
preserving the wellbeing of employees and 
offering people ‘good work’. In other words, 
work that is ‘fair and decent, with realistic scope 
for development and fulfilment’.

Poor job quality is a significant problem in the 
UK. Although the jobs boom following the 2008 
financial crisis was an opportunity into work for 
many, research by the Resolution Foundation 
shows it came at the cost of a decrease in job 
quality.[1] Nationally, one-third of workers report 
being in low quality work based on indicators 

such as autonomy levels, wellbeing, security, 
satisfaction, and rates of pay. [2] In the North 
East, the number of employees in low-quality 
work rises to 40%.

Poor quality work has a significant impact 
on the economy. The Warwick Institute for 
Employment Research finds that low quality 
work correlates strongly with low productivity 
levels in the economy, meaning that poor 
quality work is a significant contributor to the 
‘productivity puzzle’. Low job quality also has 
a significant impact on employees’ finances, 
wellbeing, physical and mental health and 
future employment progression. It is unequally 
distributed across society, meaning certain 
groups are more likely to be in low-quality 
work, such as young people, people in lower-
skilled jobs and people from ethnic minority 
backgrounds, exacerbating existing inequalities.
[3]
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WORK-LIFE BALANCE
Lesley Moody MBE is Managing Director of AES Digital Solutions, a leading 
software development business in the North East, and President of the North 
East England Chamber of Commerce. During Lesley’s term as Chamber 
president, the theme of her presidency has been flexible working. In this case 
study, Lesley examines Covid-19’s impact on the way we work and explores what 
offering employees a positive work-life balance has brought to her business. 

“What will the theme of your presidency be?” 
This was the question I was asked before 
becoming Chamber president, but after 
reflecting on my own experiences it took little 
time to think about. It’s almost 30 years since 
I set up AES Digital Solutions Ltd with my 
business partner Joe Telford and, as employers, 
we’ve always tried to help staff balance work 
with their home life and other responsibilities. 
As one of the foundations on which we built 
our business, work-life balance and, specifically 
flexible working, seemed like an obvious theme 
to me.

In the past, many businesses saw flexible 
working as the ‘lynch pin’ around which a 

good work-life balance is forged. However, 
time flexibility isn’t always easy for businesses 
to offer, especially when they’re restricted 
by what they do in how flexible they can be 
around working hours. When we look at the 
bigger picture, there are many ways in which 
employers can help their employees strike a 
balance between work and home life. Providing 
a good working environment, encouraging 
activities that promote good mental health and 
fostering a culture of openness where staff feel 
able to discuss issues, especially when they feel 
that their work-life balance is out of kilter, are 
also hugely important. As employers, we must 
send out clear messages to our staff about the 
importance we place on work-life balance and
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ensure we have policies in place to show 
employees how the business encourages them 
to maintain a successful work-life balance.

So what about my own company...  AES Digital 
Solutions Ltd is an IT company whose focus has 
shifted over the years to digital media, as the 
introduction of the Internet has changed the 
way we live and work. AES designs and develops 
software and online systems and provides 
hosting and user support for customers who 
use our systems. Our offerings have evolved 
with the changing technology landscape. We’re 
a small team at AES, and Joe and I strongly 
believe one of the keys to our success over the 
years has been our staff. We strive to ensure 
our employees always feel valued and cared for, 
and we do so in part by helping them achieve 
a good work-life balance. But how can we 
support our staff to achieve this? 

We’re fortunate that we work in a sector where 
people can work remotely, and we’ve developed 
an approach to our working day that means 
we can give staff the freedom to choose how, 
where and when they work their contracted 
hours. We also focus on how we can help 
employees deal with the unexpected - such 
as a phone call from school saying their child 
is ill and needs to be picked up urgently, or if 
their personal circumstances change suddenly. 
Whatever the situation, we want our team to 
feel able to discuss it with us and, if needed, ask 
for time away from work to deal with it, without 
feeling guilty or worried that it might impact 
their employment, and to know that if we can 
help, we will. 

Our company is also conscious of setting 
realistic timeframes for project delivery and 
offering employees benefits and access to 
support when they need it, such as counselling 

or discounted gym memberships. By working 
with our team in this way, we’ve found that both 
the company and our employees benefit. The 
team is less stressed if problems arise because 
they know they can talk to us, and the resulting 
business culture has benefited our business 
tremendously. Our staff really feel part of the 
organisation which means that when there is 
a tight deadline, they always go the extra mile 
to help ensure that deadline is met. They are 
invested in the business and in delivering above 
and beyond for our customers.

For several years we have given our team the 
opportunity to work from home for part of the 
week and, ironically, just before the pandemic 
hit, had started planning a move to downsize 
our office as a result. The arrival of Covid-19 has 
meant that many businesses have experienced 
remote working for the first time and are 
realising the benefits it can bring. Nevertheless, 
it’s important to keep in mind that it may not 
be the best option for everyone, especially those 
who don’t have a suitable workspace at home 
or those who live alone. This is something I 
hadn’t considered before the pandemic and 
which has led me to re-evaluate my approach 
to flexible working. 

I realise that what we do in AES won’t work for 
every company; as I have already mentioned, 
in many sectors employees need to be ‘on-
site’ during certain hours to do their jobs. 
Understandably, some businesses feel it is 
impossible to offer staff flexibility, but achieving 
a good work-life balance is not just about 
flexible working. In this new normal work 
environment, we should grasp the opportunity 
to use the learning and experiences of the last 
18 months to help our staff achieve a better 
work-life balance.
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FAIR PAY & PROGRESSION
John Sayers is Managing Director of Hodgson Sayers, a multi-award winning 
construction company based in County Durham. Hodgson Sayers was the first 
company in the North East from the construction sector to gain Living Wage 
Accreditation, and they continue to champion decency and integrity in all their 
operations. Here, John Sayers explores how giving all employees fair wages and 
career progression opportunities has helped his business.

The pandemic has seen many employers reflect 
on their relationships with staff. Wellbeing and 
mental health are now taken more seriously 
than ever before, with strategies and plans 
in place to assist and protect vulnerable 
colleagues. This is certainly the case at my 
business, where the management team felt 
that this was the right thing to do.

It was six years ago and long before the 
pandemic, that Hodgson Sayers took another 
key decision – again because we felt it was the 
right thing to do. We became the first company 
in the construction sector in the North East 
and only the second in the UK, to become 
accredited by the Living Wage Foundation.  
The accreditation acknowledges the voluntary 
commitment of an employer to pay its staff at a 
rate independently calculated on what people 
need to enable them to get by. It is higher 

than the government-set living wage which is 
based on what is affordable for businesses. The 
government national living wage is currently 
set at £8.91 across the UK for people over 23. The 
Living Wage Foundation rate is currently set 
at £9.50 but with an uplift to £10.80 for people 
living in London.

So, why did we do this?

First and foremost, we’re a people business. 
While the senior team are in the privileged 
position of taking the business forward, the 
lifeblood of the company is our people. We’re 
also very much part of the local community. 
Nearly all our staff live close by, they went to 
school locally and many of them have stayed 
here to raise families. We also wanted to reach 
right across the business and for that reason, we 
included apprentices and contract workers.
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The senior team carefully examined the case 
for accreditation and found it to be compelling. 
There were the obvious business benefits, such 
as that well-paid staff are motivated and more 
productive. Retention of staff significantly 
reduces training and recruitment advertising 
costs and long-serving employees create strong 
teams.

Studies around the cost of recruitment put 
the cost at between 13% and 22% of wage 
costs. When this is added to the costs of post-
recruitment training, the savings can offset the 
incremental costs. Add to this the motivational 
impact of the increased level of pay, the better 
quality of employees attracted by that level 
of pay, and the easing of recruitment as a 
consequence of potential employee perception 
and the investment in terms of costs can be 
seen to be minimal. All of this is not taking into 
consideration the enhanced perception of your 
business by clients and supply partners.

A further survey of the Living Wage Employer 
network construction companies, provided 
us with added confidence in our decision, 
reporting that accreditation had:

Enhanced the organisation’s reputation as an 
employer - 86%

Differentiated the organisation from others in 
the same industry - 63%

Improved relations between staff and managers 
- 63%

Increased commitment of Living Wage 
employees - 68%

Improved recruitment of employees into jobs 
covered by the Living Wage - 57%

They were important factors, but uppermost 
in our minds was the fact that embracing the 
Living Wage was simply the right thing to do. 
It chimed perfectly with our core values that 
guide all our transactions - honesty, decency 
and integrity. We don’t want people coming to 
work and worrying about money and whether 
they have enough to get them through the 
week. The wellbeing of our staff is as important 
to us as it is to them. We have a responsibility – a 
duty of care.

Furthermore, economically, there is now much 
greater uncertainty than at any time in the last 
20 years. This makes all of us, as individuals, 
uneasy and less confident in the future. For 
that reason, we want to support, develop and 
encourage our people – and that includes 
ensuring that those at the bottom of the ladder 
are not left behind financially.

We also know that the money we pay our staff 
will mainly be spent within the local community 
supporting shops, cafes, leisure outlets, garages 
and restaurants, something that is particularly 
important during the pandemic. We see this as 
a real benefit of accreditation as it is a certain 
fact that people who feel comfortably off are 
willing spenders, while those who feel under 
pressure financially tend to save. The impact of 
the latter on the local economy could be very 
serious.

So, for us at Hodgson Sayers, we believe that 
content staff help build great companies and 
positive communities and that links perfectly 
with our core values. A significant part of this 
is to reward them properly and enable them 
to concentrate on the quality of work they do, 
rather than be distracted by money problems. 

The moral case is clear, but what of the financial 
case? In the macro-economic model, a money 
multiplier exists which increases the value 
of each extra pound placed in the pocket of 
the consumer, depending on their marginal 
propensity to consume. In plain English, if an 
employee takes home an extra £40 per week, 
particularly at the Living Wage income levels, 
this will likely be spent and equally likely that 
this will be spent in the local area. If £30 of 
that weekly increase were spent in the local 
economy, the decision to pay the Living Wage 
could generate an additional £59 for the local 
economy!

Hodgson Sayers’ accreditation as the first Living 
Wage employer in the construction industry 
in the North East is a recognition of the values 
which we place on our employees. We seek 
to be the employer of choice, and in order to 
recruit and retain exceptional employees, we 
need to treat them decently.
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WELLBEING
Elouise Leonard-Cross is Head of People Strategy & Experience at Northumbrian 
Water, a national leader in the provision of sustainable water and waste water 
services. In 2021, Northumbrian Water was identified as a Centre of Excellence 
for Wellbeing, as well as being awarded Ambassador Status as part of the 2020 
Better Health at Work Award process for their outstanding delivery of workplace 
health and wellbeing. In this case study, Elouise explores why it is so important 
to prioritise staff wellbeing and how Northumbrian Water has achieved it with 
such success.

The Pandemic highlighted something 
interesting for businesses that is too often 
overlooked – trust. Research by the CIPD 
suggests that individual intention to move jobs 
is currently lower than before the pandemic. 
Many organisations have seen an increase in 
employee engagement over the past year, 
indicating that employees have appreciated the 
support and investment their employers have 
offered them during this difficult time. Leaving 
an employer that has supported and cared 
for you when times have been tough is a big 
decision for an employee. It’s a relationship that 
has weathered a fierce storm. 

Counterintuitively being physically apart during 
the pandemic and relying on digital tools 

reduced formality at Northumbrian Water, 
with Senior Leaders more accessible and, 
therefore, more trusted than ever before. This 
approachability enabled all of us to become 
more informal and have frank and vulnerable 
conversations with one another. Our Executive 
Team have consistently demonstrated that 
we’re “all in this together”. One of the internal 
communications channels we continue to get 
the best feedback on from colleagues is ‘Heidi 
Live’, our weekly live Q&A session with our CEO, 
Heidi Mottram. In these sessions, all colleagues 
have the opportunity to ask questions and 
to hear about what is happening across the 
business. There’s no glossy jingle, backdrop 
or animations, just our CEO speaking openly, 
authentically, and directly to colleagues.
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Northumbrian Water is regularly recognised 
as a top regional employer, but last year we 
took time to consider what we could do better. 
Over the past year, we’ve put considerable 
effort and resources into promoting health and 
wellbeing, identifying what needs to be fixed 
and how we can improve our offer to meet 
the challenges our colleagues face. The idea of 
‘being human’ underpinned the reengineering 
of our approach and in mid-2020 we took time 
to understand what mattered to our people. 
We started this process by reviewing data, 
specifically what our colleagues interacted 
with online and found three consistent themes; 
family, pets and the outdoors. These simple 
pleasures linked well to the Danish concept of 
Hygge – an approach focused on taking care 
of personal wellness, beginning with small 
actions and living in the moment. Our CEO 
and Executive Team embraced this idea, and 
one of the key things that ignited this work was 
their involvement in the project from day one, 
personally sharing their hygge strategies and 
moments. 

Our challenge was to build and deliver a 
‘whole person’ wellbeing approach that would 
engage both our colleagues who were field-
based during the pandemic and classed 
as key workers, as well as those working 
from home, many of whom had additional 
pressures of educating children and other 
caring responsibilities. Our aims were threefold; 
to create a wellbeing solution that all our 
employees could engage with that effectively 
supported health and wellbeing during the 
Covid-19 pandemic and beyond, that was 
accessible to all with both new and existing 
benefits and that simplified and humanised 
wellbeing. 

When it comes to health and wellbeing we 
believe this should be part of everyday activities, 
not something tagged on in addition. Using 
an agile approach we brought diverse thinking 
together to deliver our wellbeing solutions. 
Since Northumbrian Water provides “living 
water,” it was only fitting that we call our 
health and wellbeing programme “Living Well”. 
The cornerstone of the programme was the 
development and launch of our Hygge-style 
Living Well website in Autumn 2020, which was 
built upon sensory content, such as images and 

sounds instead of large amounts of text, and 
included resources relating to ‘mind’, ‘body’ 
and ‘social’, the three primary pillars of human 
wellness. 

Using Google Analytics we can monitor daily 
what is working for people and what types 
of content are being accessed. The website 
content is regularly refreshed but includes:

• Mind mental resilience tools, Employee 
Assistance Programme support line and 
Mental Health First Aid service, Male Mental 
Health Zone and Financial Wellness sessions 
and support.

• Body - Digital GP, sleep support and 
physical workout sessions.

• Social – a live schedule of events, colleague 
recommended Spotify playlists, shared 
seasonal recipes and a colleague gallery, 
encouraging outdoor pictures to remind 
colleagues to embrace physical activity.

We recognised that for many colleagues 
working remotely felt less like ‘working 
from home’ and more like ‘living at work’, 
so reinforcing the importance of self-care 
and disconnecting from work was key. Many 
of our colleagues are parents, so we have 
developed resources and activities specifically 
for them. The launch of the Parent & Family 
Zone and Parents’ Network for parents to offer 
peer to peer support to each other during 
this challenging time has been a successful 
addition. We’ve also evolved our Mental Health 
First Aid provision into something more fitting 
for our colleagues, trebling numbers and 
rebranding to ‘Mind Mates’.

Taking a holistic approach has allowed us 
to flex and deliver meaningful campaigns 
and activities. For example, our ‘’December 
to Remember’ sub-campaign of inclusive, 
celebratory events to help people feel 
connected and valued, which included daily 
giveaways, virtual parties (including family 
pantomimes), festive learn sessions (Instagram 
influencer wrapping sessions), Audiobooks 
(colleagues retelling festive stories) and a 
special video of our Kielder Santa Claus reading 
the Polar Express.  

Leaders across the business are all committed 
to Living Well. It has an incredibly strong 
brand across the organisation, with all senior 
leaders being aware of the site and signposting 
employees to it as much as possible. Their 
passion means that Living Well has been 
cascaded throughout the company through 
Managers’ monthly team talks and other team 
briefings, as well as ad hoc interactions. Part of 
the success of our work is down to the fact we 
ensured the offer, the language and the look 
and feel were consistent. The words we used 
and how we communicated it were all in line 
with hygge, simple and clear. 

We’ve achieved some impressive metrics, with 
96% of our workforce utilising the site and both 
office and field colleagues regularly accessing 
resources. Importantly, we’ve reduced mental 
health crisis events and seen earlier diagnosis 
of physical health conditions resulting from 
colleagues coming forward and using the 
services. We’ve been overwhelmed by the 
recognition of our work, including our Better 
Health at Work Award- Ambassador Status and 
Great Place to Work Centre of Excellence for 
Wellbeing award. 

We’ve openly shared what we have done as 
we believe that businesses need to connect on 
this agenda, particularly in the light of the stark 
warnings of increased mental health challenges 
and longer-term physical health problems in 
the wake of the pandemic. For us, better never 
stops and we continue to enhance and evolve 
Living Well to help ensure we have a workforce 
that is supported to take on the challenge of 
tomorrow.

Our key insights:

Ensure you have Executive support – their role 
modelling of good health and wellbeing creates 
authenticity.

Think human, be human – simple approaches 
often have the most impact and build 
connection and trust.

Know your people - use data to gain insight 
into what matters to your colleagues. Analyse 
feedback and comments in order to listen and 
learn. Invest in analytics and use the data to 
inform your decisions.

Develop a marketing approach that fits the 
needs of your people – look, feel and language 
all need careful consideration.

Make solutions accessible and easy to use – you 
may have a great offer but can people access it 
24/7, wherever they are?

Invest in proactive and preventative wellbeing 
solutions – horizon scan and anticipate 
challenges based on your field of work and 
employee demographics.
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LIFELONG LEARNING
Joanne Lawther is the Director of People at Thirteen Housing Group, an award-
winning provider of good-quality homes and support for those in housing need 
across the North East. As the largest housing association in the North East and 
a major employer in the region, Thirteen is committed to investing in staff skills 
and offering lifelong learning opportunities. Here, Joanne explores how offering 
employees lifelong learning opportunities has enabled their business to meet 
current and future challenges.

At Thirteen, we’re a housing association with a 
difference. Yes, we’re a housing association that 
is here for anyone who needs a home, but we 
also offer a helping hand too. We don’t just offer 
homes, we provide support and opportunities 
to grow, with the belief that everyone is an 
individual. That runs through everything we do, 
from ensuring great customer service when 
engaging with our partners, to offering our 
colleagues great days at work. 

We want our ambition, energy and passion 
to make a difference to be the reason why 
colleagues want to work for Thirteen. We want 
our colleagues to want to help others thrive 
just as much as Thirteen does. We don’t just 

want co-workers, we want everyone to be an 
ambassador. And we want everyone to feel this 
at every stage of their time with us; from the 
moment they come to work for Thirteen to the 
moment they leave us and move on to new 
challenges.

We’ve really listened to what our colleagues 
have told us and how they want to feel while 
working at Thirteen. That’s how we created our 
colleague promise to ‘be the best you can be 
at Thirteen and together, we can create great 
days at work, working with you to create an 
experience that helps you feel proud, valued, 
energised and challenged, connected and 
informed.’ 
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This promise is vital. We know that we couldn’t 
continue to deliver great services for our 
customers without our committed colleagues. 
These are words we never forget; they’re 
fundamental beliefs that underpin every part of 
our decision-making.

Have you ever heard of happy colleague = 
happy customer = successful business? It’s 
the reason we started our ‘great days at work’ 
people strategy in February 2020, to ensure we 
have:

• Talent and succession strategies so we can 
employ the right people with the right skills 
both now and in the future.

• An engaged, skilled and diverse workforce

• A culture that values, promotes, and 
supports wellbeing while delivering 
inspirational leadership and management 
development.

• Competitive, equitable and flexible 
practices, with the support of a people 
team that helps the business enhance our 
performance.

It’s clear these areas comprise an HR strategy 
required by any organisation that wants to 
thrive, while at the same time delivering 
what’s needed to attract and maintain the 
skilled and happy workforce who’ll make 
this a reality. Fundamentally though, they 
also give an indication of why we think it’s so 
important for businesses to continually upskill 
their colleagues. We know our business could 
look very different in the future. Through our 
approach to talent and succession, we can 
understand how the skills we need might 
change and how this might affect roles across 
the business and the colleagues working in 
them. It helps us understand whether our 
succession arrangements are right and gives 
us a lead-in time to upskill staff for the roles 
we need in future, as well as making sure 
we’re in a better position to move colleagues 
into new roles without placing them at risk of 

redundancy unnecessarily.

Through our use of the ‘Investors in People’ 
framework, we have the reassurance that as 
a business, we’re supporting and developing 
our colleagues in the right way, with our 
customers’ best interests in mind. We use 
targeted interventions to ensure that we upskill 
colleagues so they’re in the best place to deliver 
great services to customers, helping us stay 
ahead of the game and to stay fit and healthy 
while doing so. 

These interventions include tailored induction 
programmes, apprentice schemes, online 
training, and specialist training programmes. 
We provide training on role-specific topics as 
well as on other areas, such as mindfulness 
to help colleagues take time out to thrive at 
work. Training often supports organisational-
wide initiatives and helps us have a greater 
impact on colleagues and customers alike. 
Our gas safety training, for instance, supports 
us in ensuring 100% of our gas appliances are 
inspected within a 12-month period and keeps 
our customers safe. Our mindfulness training 
supports increased attendance at work and 
keeps colleagues mentally well.

It goes without saying that we want our 
workforce to be fully engaged in what 
Thirteen does and, for that to happen, we 
need to continually upskill leaders too. We 
need to make sure our leaders continue to 
be inspirational role models and have the 
skills to get the best from their colleagues in 
a constantly evolving working environment. 
Before the COVID pandemic, for example, 
despite our agile working environment, many 
colleagues worked in the same building and 
often sat with their own teams. Fast forward 
18 months and we’ve introduced ‘home and 
roam’ working arrangements, so work is carried 
out in the place that works best for colleagues. 
These new arrangements require our leaders 
to keep colleagues engaged in different ways 
and, through our ‘leadership development 
frameworks’, we are helping us to deliver the 
training and development needed to do so. 

Our decision to use our ‘creating great days at 
work’ strategy to focus on upskilling colleagues 
is really quite simple. We know that through 
the upskilling of our colleagues, we’ll be in the 
best place to deliver on our promises within 
our strategic plan in the most efficient way 
possible. We know that with skilled colleagues 
we’re more likely to deliver great services and 
offer great homes for customers to live in, in a 
community that’s better placed to thrive. We’re 
more likely to win contracts that we bid for, 
which means we can help more people and 
increase our impact within the region. We’ll 

also be in the best place to safeguard jobs and 
provide careers for those who work for us in the 
future. 

Fundamentally though, through the upskilling 
of our staff, we’ll be able to improve what we do 
for the benefit of both our customers and the 
region. This region has a world-class reputation 
across key sectors. By providing a great housing 
offer that helps to retain and attract people 
to the area, we’ll be in a fantastic position to 
showcase the region as an attractive place to 
live, work and invest in. 
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FURTHER INFORMATION 
& RESOURCES
GOOD WORK

The Government- Good Work Plan
The North of Tyne Combined Authority- Good Work Pledge 
The Carnegie Trust- Good Work for Wellbeing in the Coronavirus Economy
The Institute for the Future of Work- Good Work Charter
CIPD- Good Work Index
CIPD- The Road to Good Work: Discussion Paper
The London Mayor- Good Work Standard
The RSA- Blueprint for Good Work

WORK-LIFE BALANCE

Acas- Hybrid Working
Acas- Flexible Working
Acas- Working from Home
Timewise- The Business Case For Flexible Working
CIPD- Flexible Working: The Business Case
Bright Horizons- The Modern Family Index
Unison- Flexible Working Making It Work
University of Manchester’s Alliance Business School- Flexibility in the Workplace: Implications of 
Flexible Work Arrangements for Individuals, Teams and Organisations
Joseph Rowntree Foundation- How Flexible Hiring Could Improve Business performance and Living 
Standards

PAY & PROGESSION

The Living Wage Foundation- What are the Business Benefits of Paying the Real Living Wage?
CIPD: Pay Structures and Pay Progression
CIPD- Low Pay and Financial Wellbeing
CIPD- Employee Financial Wellbeing: Why It’s Important
CIPD- Reward Management Survey Report
Joseph Rowntree Foundation- Improving Fringe Benefit Schemes for Low Earners
Cardiff Business School- The Living Wage Employer Experience
People Management- Most Employees Have Never Had Their Pay Explained to Them
The Financial Times- Why Radical Transparency About Salaries Can Pay Off
Supporting progression out of low pay: a call to action

WELLBEING

Acas- Health and Wellbeing
CIPD- Health and Wellbeing at Work 2021 
CIPD- Growing the Health and Wellbeing Agenda
The Prince’s Responsible Business Network- What if Your Job Was Good For You
NICE- Healthy Workplaces: Improving Employee Mental and Physical Health and Wellbeing
In a Nutshell- Creating Healthy Workforces through Good Work
CIPD- Financial Wellness is the Poor Relation of Employee Wellbeing
British Safety Council- Not Just Free Fruit: Wellbeing at Work
Mental Health at Work- Toolkit
Mind- How to Promote Wellbeing and Tackle the Causes of Work-Related Mental Health Problems

LIFELONG LEARNING

CBI- Learning for Life: Funding a World-Class Education System
IPPR- Skills 2030: Why the Adult Skills System is Failing to Build an Economy that Works for 
Everyone
McKinsey- The Economic Case for Reskilling the UK: How employers can thrive by boosting workers’ 
skills
PWC- The Case for Upskilling: Four reasons why CEOs need to future-proof their workforce
Deloitte- Covid-19: The Upskilling Imperative
CIPD- Upskilling and Reskilling Now to prepare for the Post-Pandemic Economy
CIPD- Skills Development in the UK Workforce

PLEDGES/ACCREDITATIONS/NETWORKS

The North of Tyne Combined Authority’s Good Work Pledge
Living Wage Employer Accreditation 
Investors in People Standard 
Workplace Wellbeing Charter
Better Health at Work Award
Disability Confident
Working Forward Network
The Good Business Charter
Social Enterprise Mark
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https://www.gov.uk/government/publications/good-work-plan
https://www.northoftyne-ca.gov.uk/projects/good-work-pledge/
https://www.carnegieuktrust.org.uk/publications/good-work-for-wellbeing-in-the-coronavirus-economy/
https://www.ifow.org/publications/the-ifow-good-work-charter
https://www.cipd.co.uk/knowledge/work/trends/goodwork#gref
https://www.cipd.co.uk/knowledge/work/trends/good-work
https://www.london.gov.uk/what-we-do/business-and-economy/supporting-business/what-mayors-good-work-standard
https://www.thersa.org/globalassets/reports/2020/a-new-blueprint-for-good-work.pdf
https://www.acas.org.uk/hybrid-working
https://www.acas.org.uk/flexible-working
https://www.acas.org.uk/working-from-home
https://timewise.co.uk/article/the-business-case-for-flexible-working/
https://www.cipd.co.uk/Images/flexible-working-business-case_tcm18-52768.pdf
https://solutions.brighthorizons.co.uk/modern-family-index-2021
https://www.unison.org.uk/content/uploads/2014/09/On-line-Catalogue225422.pdf
https://www.acas.org.uk/flexibility-in-the-workplace-implications-of-flexible-work-arrangements-for-individuals-teams-and
https://www.acas.org.uk/flexibility-in-the-workplace-implications-of-flexible-work-arrangements-for-individuals-teams-and
https://www.jrf.org.uk/report/how-flexible-hiring-could-improve-business-performance-and-living-standards
https://www.jrf.org.uk/report/how-flexible-hiring-could-improve-business-performance-and-living-standards
https://www.livingwage.org.uk/good-for-business
https://www.cipd.co.uk/knowledge/fundamentals/people/pay/structures-factsheet
https://www.cipd.co.uk/news-views/viewpoint/low-pay-financial-well-being
https://www.cipd.co.uk/news-views/cipd-voice/issue-24/why-should-employers-concerned-financial-being-staff
https://www.cipd.co.uk/knowledge/strategy/reward/surveys/
https://www.jrf.org.uk/report/improving-fringe-benefit-schemes-low-earners
https://www.livingwage.org.uk/sites/default/files/Cardiff%20Business%20School%202017%20Report.pdf
https://www.peoplemanagement.co.uk/news/articles/most-employees-never-had-their-pay-explained#gref
https://www.ft.com/content/11403170-6cc9-11e9-a9a5-351eeaef6d84
https://www.gov.uk/government/publications/supporting-progression-out-of-low-pay-a-call-to-action/supporting-progression-out-of-low-pay-a-call-to-action
https://www.acas.org.uk/health-and-wellbeing
https://www.cipd.co.uk/knowledge/culture/well-being/health-well-being-work
https://www.cipd.co.uk/Images/health-well-being-agenda_2016-first-steps-full-potential_tcm18-10453.pdf
https://www.bitc.org.uk/report/what-if-your-job-was-good-for-you/
https://www.nice.org.uk/guidance/qs147
https://www.cipd.co.uk/news-views/nutshell/issue-82/good-work
https://www.cipd.co.uk/news-views/cipd-voice/issue-18/financial-wellness
https://www.britsafe.org/campaigns-policy/not-just-free-fruit-wellbeing-at-work/
https://www.mentalhealthatwork.org.uk/
https://www.mind.org.uk/media-a/4662/resource3_howtopromotewellbeingfinal.pdf
https://www.cbi.org.uk/media/5723/learning-for-life-report.pdf
https://www.ippr.org/publications/skills-2030-why-the-adult-skills-system-is-failing
https://www.ippr.org/publications/skills-2030-why-the-adult-skills-system-is-failing
https://www.mckinsey.com/business-functions/organization/our-insights/the-economic-case-for-reskilling-in-the-uk-how-employers-can-thrive-by-boosting-workers-skills
https://www.mckinsey.com/business-functions/organization/our-insights/the-economic-case-for-reskilling-in-the-uk-how-employers-can-thrive-by-boosting-workers-skills
https://www.pwc.ie/services/human-resource-services/insights/case-for-upskilling.html
https://www2.deloitte.com/content/dam/Deloitte/ca/Documents/deloitte-analytics/ca-covid19-upskilling-EN-AODA.pdf
https://www.cipd.co.uk/news-views/cipd-voice/issue-23/upskilling-reskilling-post-pandemic-preparation#gref
https://www.cipd.co.uk/knowledge/work/skills/skills-factsheet#gref
https://www.northoftyne-ca.gov.uk/projects/good-work-pledge/
https://www.livingwage.org.uk/
https://www.investorsinpeople.com/
https://www.wellbeingcharter.org.uk/
https://www.betterhealthatworkaward.org.uk/
https://disabilityconfident.campaign.gov.uk/
https://www.equalityhumanrights.com/en/pregnancy-and-maternity-workplace/working-forward
https://www.goodbusinesscharter.com/
https://www.socialenterprisemark.org.uk/
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