HR Connection Speech

Sex Equality in 21 Century – New challenges for Human Resources

Introduction

· Thank you for inviting me to talk about the new challenges for sex equality this century.
· As many of you will know,  it’s the EOC’s final year, so it’s quite apposite that we take stock of what we’ve achieved and what more needs to be done as we hand over the gender equality baton to the Commission for Equality and Human Rights in October. 
· Seen many changes over the last 30 years – with women now making up nearly half the workforce.  There are now more women than men in higher education.

· More women with dependent children are working than ever before. 

·  So on one level it could appear that gender equality has arrived, but scratch beneath the service and you’ll soon see that as well as some new challenges that are emerging – we still haven’t cracked some of the “old” challenges. 

The old challenges

· Women are still not reaching the top of their professions in significant numbers.  

· Represent only 10% of directors at FTSE100 companies and barely 20% of MPs. 

· 1/3 of managers are women, but only 14% of directors are women.

· Women still clustered predominantly in 5 occupational groups – 75% of women work in cashiering, clerical, caring, cleaning, and catering. Men still excluded from childcare, nursing, primary teaching: only 1 in 10 nurses men – despite starring in Casualty!

· So the glass ceiling still hasn’t cracked.

· Still a dearth of part-time jobs at senior levels – which means that women and indeed men who want to work part-time to balance work and family life are forced to trade down and end up working in jobs beneath their skill level. 4 out of 5 part-timers, the vast majority of whom are women, are working in jobs beneath their potential. And flex at work still the "mummy track" – hard for dads to take it and keep a serious career. 

· And pregnancy discrimination still costs 30,000 women their jobs each year.  Unless current situation changes one million pregnant women are likely to experience some form of discrimination because of their pregnancy over the next 5 years.
The new challenges

· As we continue to grapple with these old challenges, new challenges are appearing on the horizon caused partly by the fact that we're living through a social revolution – a really profound change in society, in our expectations and our family life. There are more women at work, more dads wanting to be at home. Children move away from their parents – often living at the other end of the country. Commuting distances increase yearly. And globalisation, though it brings many opportunities, can also create a relentless pressure for long hours, without the technology to support different ways of working. Let's just think about some of these in turn. 

· Family life is changing with increasing numbers of men wanting to play a more active role in bringing up their kids. Dads no longer want to play the role of distant breadwinner. They want to take a more active part in their children’s upbringing with 7 out of 10 fathers with young babies (under 15 months)  saying that they would like to play a greater role in caring for their children.
· Our ageing population presents profound challenges.
·  Just think about carers for a moment. By 2010 we will need 10 million carers.  
· Many women will face the double whammy of looking after young children at a time when their own parents need more help and support.

· Recent polling that we commissioned showed that that eight out of ten people believe that it is difficult for parents to balance work and family life and a shocking 96% of people believe that it is hard for carers to do the same.  
· And even more worrying both men and women feel overwhelmingly that things are going to get worse. If we look ahead 10 years, 7 out of 10 of us think it will be harder for parents to find this balance then. That's the impact of the social revolution speaking: we feel it as individual choices for our own families and of course it is – but we're all feeling it at the same time! So there's a national issue to address too – it's something to which politicians as well as employers need to respond. 
· On average, our working practices and our public services are still largely designed around the family of 30 years ago – breadwinner husband and stay at home wife. You are probably the leaders – or perhaps you can disagree with me in the discussion later!
· The great challenge ahead is designing models of work and public services that catch up with modern families and modern lifestyles. 
· There  are great opportunities for businesses too. For instance as the retirement age increases and people are living longer healthier lives there is a demand from older people who want to continue working for longer – fantastic opportunity for employers, challenge is how to harness the skills and talents of older worker, most of whom won’t want to be working long hours, but would relish some time at work.
· And evidence from our research into the pay and progression of ethnic minority women shows that this group of increasingly well qualified ambitious young women present a major opportunity for British business.
· There's also a new set of solutions on the table: using public procurement, as a lever to deliver change would have been unthinkable 30 years ago. Yet today it's about to become law in the field of sex equality – with the Gender Equality Duty – which also brings a systematic approach to tackling sex inequality – rather than waiting for individual cases to challenge inequality it will challenge public sector institutions to think about sex equality right at the start of planning employment or drawing up policy. 
Meeting the challenges

· Want to talk a little about two investigations that we are currently working on.

· One investigation is looking at the transformation of work and the other that I’ve just mentioned on the pay and progression of ethnic minority women in the labour market.  Both are turning up some surprising results.
· Women have the potential to give Britain a competitive edge; they make up nearly half of Britain’s workforce – among highest workforce participation rate for women in Europe. 
· Educationally women’s achievements outshine men’s at every level from primary school through to higher education.  But both these studies show that women’s skills are leaking out of the workforce – often at the point when they take on caring responsibilities. 
.
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· Our aim in the Transformation of work study is not only to shape new ways of working that open up opportunities for women, but also to shape new ways of working that respond to the economic and business imperatives facing government and employers in the increasingly global workplace. 

· What we found is that the world of work is still stuck in the past. British men are working amongst the longest hours in Europe. (Male full-timers in the UK work 43.8 hours on average – average for EU states is 41.2 hours for male full-timers.)
· Far too many workplaces still follow a long hours inflexible model of working. 
· This has never worked for women and is looking increasingly past its sell by date for men too – as more and more men seek greater involvement with their families. One of the more surprising findings is that there is a massive demand for flexible working from both men and women. 52% of men and 48% of women say they want to work flexible hours. Strongest demand from men in the south east of England – commuting!
· It’s clear that because of our inflexible working practices, Britain is missing out on an extraordinary pool of female talent. 

· One in eight graduate women are working in low-level jobs and the proportion of graduates in high level jobs is falling, despite continuing graduate skill shortages. 
· Picture even worse for ethnic minority women – young Black Caribbean, Pakistani and Bangladeshi women are almost 3 times as likely to take a job at a lower level than white women and Pakistani and Bangladeshi graduates are around 5 times more likely to be unemployed than their white counterparts. 
· Current government policy is focused on increasing the number of skilled people entering the labour market. Our research has found that 6.5m skilled people are leaking away from it because they cannot find work that fits with their lifestyles. 
· This skills drain is not just linked to women and their caring responsibilities, though that is of course one factor.  3.6m of these skilled people are non-parents. And of particular significance given our need to increase high-level skills to compete globally, is the under use of graduate skills. 2.9 million graduates out of work or working below their potential would have made different choices if flexible working were more widely available.
· So it’s clear that in order to make the most of our skilled workers we need transform the way we work.  
· Some pioneering employers are leading the way, but more need to follow and our investigation has shown that those companies that do adopt  flexible working practices report, better quality staff recruited, better retention and performance levels, reduced absenteeism, improved customer service and satisfaction and reduced premises costs.
· A good example is BT. It has developed an "anytime, anywhere" approach to working that allows many employees to control the hours and location of their working day.  ¾ of its workforce are working flexibly.

· And McDonalds are piloting a flexible approach that allows two members of the same family to cover each other’s shifts without prior notice. If it’s successful they may extend the initiative to include friends. 

·  So what are we calling for – we want to see a transformation in our workplaces where flexibility becomes the norm rather than the exception – something that is open to all women and men to negotiate with their employers, many of whom increasingly recognise the business benefits. And we're talking about spatial flexibility – home working – not only reduced hours. That's what the demands for these days – people wanting to work at home a couple of days a week. We have the technology to make it possible after all. 
· We want employers to talk to their staff about how they would like to work, as well as advertising and promoting their existing flexible work practices.
· And we want government to play its part too. The government needs to put in place strategies that address the skills leakage I’ve described.  Need a new focus on supporting lifecycle use of skills and qualifications.  We welcome the Leitch proposal to improve information, advice and guidance for adults. But jobcentre plus could do more too – for instance negotiate with employers over flexible working arrangements. Getting people into work that fits their skills – rather than a constant revolving door – may be helped with the review of welfare to work that government just announced. 
· In the next stage of this investigation we will be working with the Work Foundation and employers to find ways of redesigning work and introducing innovative working practices. Due to report later this year. 
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· Would like to turn now to our investigation into the pay and progression of ethnic minority women, where we looked specifically at Black Caribbean, Bangladeshi and Pakistani women. We published our interim report in September.
· Here again we have a tale of wasted talent and opportunity as bright, young ethnic minority women are being held back by outdated stereotypical perceptions suggesting they lack ambition, don’t want promotion and are more concerned about getting married and raising a family than going out to work. 
· Our findings show that nothing could be further from the truth for increasing numbers of young ethnic minority women, especially for those of second and third generations.
· Ethnic minority women are investing heavily in their education. They have high aspirations of combining work and family life. They have similar expectations to white women and are doing well at school. This year, more Bangladeshi girls achieved 5 A-c passes at GCSE, including maths and English, than white boys, which is a remarkable achievement given the social and economic disadvantage they face. 
· Black Caribbean, Pakistani and Bangladeshi women in employment are more likely to be graduates than white women. Young under 35 Black Caribbean, Pakistani and Bangladeshi women are more likely to aspire to senior positions when they have dependent children than white women. 
· Yet they face a higher risk of unemployment and fewer prospects of promotion.  Bangladeshi and Pakistani women face a much bigger gender pay gap than other women.
· These women represent a tremendous opportunity for British business as they make up a growing proportion of the workforce.  And given our current skills shortage it would be foolish to continue to ignore their skills and talent.
· Due to launch the final report of this investigation next week, but can give you taster of what we’ll be calling for. 
· Broadly we’ll be challenging government and employers to revaluate the way they interact with ethnic minority women.
· Current government policy is focused on making these women “more employable” – ie the problem for their lack of progression rests with them (lack of skills) . 
· Our evidence shows that this far from the whole picture. Many ethnic minority women are highly educated and ambitious. Just to give you one example, a woman with a Masters degree, desperate to get any kind of job, has not even been called to interview to work in a supermarket. Could this be something to do with the fact she obtained her degree at Islamabad University? 
· In this day and age, diversity should be seen as a business asset, rather than a liability. Companies that attract and retain black and Asian women are in a better position to compete in a global marketplace – both because they reflect a diverse customer base and because they are drawing from a wider pool of talent. But it takes more than saying "we are an equal opportunities employer" – needs changes to workplace culture, to create an environment where ethnic minority women can succeed. 
Conclusion

· Lifestyles and aspirations changing. There is a massive demand from both men and women for flexible working. Half of all adults we surveyed said they would like to work more flexible hours for various different reasons - studying spending more time with their family, or having more time to themselves.

· Flexible hours would make life more manageable for all of us. Simple things like work at home for a day or take a day’s unpaid leave rather than take a day’s paid leave waiting for someone to come and fix your boiler!  Take the children to school and pick them up from school a couple of days a week! Or be a local councillor, school governor – flexibility gives us the opportunity to invest in our communities as well. That truly speaks to a transformation of the workplace. 

·  Enable us to more easily care for older people - likely to require help at short notice, emotionally demanding. Employers will need to respond to these challenges, but so will government – need better services to support carers. We'd like to see the equivalent of the Pensions Commission on social care: start to have the debate about the responsibility of the individual, the employer, and the state. Who provides what? Who pays for what? Can we develop insurance to cover some of our individual costs?

·  Enable us to offer employment to all our communities: an increasing proportion of the work force will be made up of ethnic minorities and in some towns such as Leicester and Birmingham will make up the majority of the working population.  Need to harness their skills – but can only do so if our workplaces are welcoming, are culturally intelligent. Multi-national companies have been doing it for years: we need it here too.

· This is a big agenda for the future and I look forward to seeing what the new Commission for Equality and Human Rights makes of it – and hope you will all play a part. You can deliver real and lasting change – and show others how to follow your example. Thank you for listening. 
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