Diversity in the workplace (or lack thereof) was an issue
long before 2020… before our eyes were opened by the
tragic death of George Floyd, before the Black Lives
Matter movement gathered steam, before everyone
took to Instagram to share their support for the Black
community.
So why is it so timely now?
The Covid-19 pandemic has impacted us in so many
ways, but one of the positive outcomes is the digital
acceleration of our lives and the corporate world’s pivot
towards flexible working.
Could this be the answer to creating truly diverse teams?

Let’s start with why I’m so passionate about flexible
working…
•

I’ve been working in PR for the past 13 years, both inhouse and agency roles for independent retailers,
internationally-renowned fashion brands, acclaimed
entertainment venues, large scale exhibitions, and
everything in between

•

I set up EAST VILLAGE. back in 2013 as an agency
focused on collaboration, putting the team at the
heart of everything we do

•

Now celebrating its seventh year, EAST VILLAGE. is an
award-winning agency that specialises in PR,
marketing and events for retail, leisure and hospitality
brands
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•

I’d been in organisations that said they had values and even
put them on the wall, but they didn’t live by them. Their values
weren’t at the heart of their decision-making and certainly
weren’t communicated properly within the team

•

Values have to be more than wall vinyls in your meeting
rooms!

•

My aim with EAST VILLAGE. was to create the kind of business
that I would be proud to be part of, with team culture and
good values at the centre of everything

•

We are a business that has heart and we wear it proudly on
our sleeves

Some of our key initiatives include:
TEAM DEVELOPMENT
• #iGotThis reviews
• GrowYourOwn internship initiative
FLEXIBLE WORKING
• Full-time flexible working
• Flexi-hours and great holidays
CHARITY & COMMUNITY
• Dedicated to a number of community and charity projects
• Everyone given time off to help with charities, business groups and city-wide initiatives
THE TEAMEV CHARTER
• Commitment to diversity and inclusion
• Adapting how we work and who we represent

•

When Covid-19 hit, like everyone, we were forced to
work from home during lockdown and there was
some initial resistance from the team… they’re a
young team who love the office environment

•

But, after a short time, we found that not having an
office (or the daily commute) made the team not
just happier, but also more productive

•

We made a collective decision to give up our office
(after paying for it to sit empty for six months – ouch!)
and I suddenly became the ’face of flexible
working’, featuring on every news outlet you can
think of… the power of PR indeed!

•

But this isn’t about working at home in solitary for the
foreseeable future; it’s about changing how we
work for the better!

•

Over the past few years, there has been a lot of talk about flexible working being a step to
creating more inclusive workplaces

•

The Government published its Race Disparity Audit, introduced gender pay gap reporting, and
is developing an approach to mandatory ethnicity pay reporting. But, looking at and
measuring levels of diversity is the first step to inclusivity…

•

The really valuable tool is flexible working – it can help a whole variety of people; parents
returning to work, people with recurring health conditions, carers who need to balance work
with their caring responsibilities… approaching a more flexible way of working really can open
up doors for people

So, what might flexible working mean for your organisation?

•

It doesn’t have to be giving up the office – flexible working for you might mean:
• Part-time working
• Flexi-hours
• Job sharing
• Compressed hours
• Remote working

•

You might already be offering some forms of informal flexibility without realising

•

Did you know that since 2014 everyone in the UK has a statutory right to request flexible
working? No, me neither… until I had a team member returning from maternity leave

•

So many roles (89% according to the CIPD) still aren’t advertised as flexible and it’s seen almost
exclusively as a benefit for parents in higher-level occupations. The same research showed
that in most firms, over 50% of the workforce would like to work more flexibly

So, what would your teams say?

“You can’t be
what you can’t see”
Back to that issue of diversity in the workplace,
we’re seeing shocking statistics that back up the
problem that we’re facing
The ‘Colour of Power’ report is released annually
and provides a visual depiction of diversity (again,
or lack thereof) across Britain’s most powerful
decision-makers
Get ready for these shocking stats…

•

First published in 2017, the Colour of Power was
developed to graphically illustrate the lack of female
and Black, Asian and minority ethnic representation in
the upper echelons of the UK’s most powerful
institutions

•

The Colour of Power 2020, reveals that just 52 out of
the 1099 most powerful roles in the country are filled by
non-white individuals; just 4.7% of the total number
compared to the 13% proportion of the UK population

•

The research covers the top roles across 39 categories
including central and local government, public
bodies, the private sector, education, sport and
charities

•

Out of 1099 roles, only 52 (4. 7%) are ethnic minorities. This is a 1.2 percentile point increase in
three years (15 people)

•

Of the 39 departments categorised, 15 (38.5%) had no ethnic minority representation

•

Ethnic minority females account for only 11 roles out of 1099 (1%). Out of these only 3 are black
females (0.3%)

•

A total of just 17 roles are held by black males and females accounting for 1.5% of total roles

•

5 out of 39 categories have seen a reduction in ethnic minority held roles

•

Out of 1099 roles, only 288 (26.2%) are female. This is only a 3.6 percentile point increase in
three years (49 people)

•

Of the 39 departments categorised, 2 (5%) had no female representation

Shocked? Me too!

It’s certainly a start – we have to open up the talent pipeline and use flexible working as a way to
proactively create more diverse workforces across every industry!
•

By flexible working, you are demonstrating that your organisation is forward-thinking and
looking to change ‘what has gone before’

•

Flexible working hours can help attract a more diverse talent pool, for example, part-time
carers and adult learners who may not have felt your industry was for them

•

Not having a permanent office space might remove some geographical boundaries – can
you reach new communities… or even look internationally at talent?

•

There are certain expectations that come with offices in specific areas… did your “fancy”
office in “that” part of town put off young people who felt they “didn’t belong”?

•

An industry like PR and marketing, for example, might make someone assume they have to
have a suit or ballgowns for events… this could be a real barrier for some people

•

Flexible working forces better communication and trust across your team, which might help
open up ‘uncomfortable conversations’ about diversity and inclusion

•

Removing the commute and moving to flexi-hours will help your team have a better work/life
balance, showing everyone – whether they’re parents or not – that their health and wellbeing
is important to the business

•

Not having an office, if you move to that way of working, means that your business will save
money, which can be re-invested:
• Diversity and inclusion training
• Paid internships
• Promotions across the board
Flexibility has to be about choice, agility and empowerment. Use it to build trust, improve
communication and create safe spaces for growth.

However, there are some important things that need to be considered…
•

There is a difference between ‘flexible’ working and ‘enforced’ long-term home-working

•

Some of your team may not benefit from flexible working, eg:
• People with no ‘home office’ space
• Those in shared housing
• Individuals with poor internet or no access to a laptop

•

You have to support your teams through flexible working… look at their ‘employee lifecycle’
and identify the barriers they face at each stage

•

First and foremost, we have to get to the point of ‘working’ before looking at ‘flexible working’
and there’s still a massive issue with job descriptions and the recruitment process, so make
these a focus first!

You need to be a ‘critical friend’ to your organisation – here are some steps to take:
Step 1: Look at your organisation and what you already do
• Do you offer flexibility? What does it look like?
• Do your job descriptions alienate certain people, backgrounds and cultures?
• What’s your existing structure? Have you got true diversity across the organisation?
Step 2: Identify the gaps
• Look at what gaps you have; race inclusion, gender equality, age diversity, disability, religious
beliefs, sexual orientation, gender diversity and reassignment… are you truly representative?
Step 3: Start to encourage change
• Open up channels of communication
• Proactively encourage your workforce to have ‘difficult’ conversations in a safe space
• Educate your teams and promote the importance of diversity and inclusion
Step 4: Get help!
• Get the right advice for your internal teams, eg. CIPD has great resources for HR professionals
• Look at training, eg. Anti-bias training by High Fifteen

Step 5: Create a Diversity & Inclusion strategy
• Outline your approach to D&I
• Create internal decision-making groups that are made up of diverse individuals
• Invest in your people – including new people who can add to your D&I efforts
• Bring in new policies and processes – formalise your D&I commitment with the likes of The
Blueprint Diversity Mark and bring in new internal initiatives like reverse mentoring and blind job
applications
• Hold your staff and suppliers to account
• Outline timescales – it’s not always quick and easy, but you need to provide a timeline
otherwise things will inevitably move too slowly
• Set out how you will monitor progress
Step 6: Communicate your moves
• Communicate your D&I strategy to your workforce and get them on board
• Promote diversity within your marketing activity; website, social channels and media
spokespeople
• Constantly look at your strategy: review it, audit it and adapt it
• Promote best practice within your industry and help create real change!

“To make real change at the top, we have to
celebrate diverse role models and advocates,
and provide them with a platform to inspire
future generations of diverse and inclusive
leaders.”
Suki Sandhu OBE, Founder & CEO of INvolve

Flexible working isn’t the only thing we need to
do to create change… but it’s certainly a
good start!
•

We have to open up industries to the
incredible talent that’s being left out

•

We have to ensure true representation of
the society that we live in and the
customers that we serve

•

We have to make sure that we have
diversity of thought across our workforces

It won’t be easy, but it’s necessary – it’s our
moral obligation plus, let’s face it… it’s damn
good for business too!

So, who’s with me?
Let’s use the challenges of 2020 to create a real change and make
diversity the priority in our industries
Get in touch to share ideas and get advice on resources: tara@eastvillageagency.com

