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HSE Gender Pay Gap Report 2025 

Foreword by Sarah Albon, Chief 
Executive 

This is our ninth, published annual report on the Gender Pay Gap (GPG) in the Health and 
Safety Executive (HSE). This report allows us to review the impact of pay and reward on 
gender inequality; helping us understand and address any emerging issues. In doing so, it 
supports our ongoing work to improve the diversity of our workforce and informs our 
overall reward offering. 

I am pleased that we have again seen a reduction in the overall GPG in 2025 and that 
HSE has continued to build on our previous progress, seeing a steady reduction in the 
GPG year-on-year since 2020. However, whilst there has been a significant reduction of 
9.33% and 14.37%, in the mean and median GPG respectively, since reporting began in 
2017, there remains work to do, with HSE’s mean and media GPG still larger than that in 
the wider civil service. 

Of particular note, last year, I wrote that I would like to see female representation in the 
most senior leadership roles (those in the SCS) increased; as such, I am pleased to note 
that, in 2025, there  has been an increase in the representation of female colleagues in 
our SCS cadre, with three colleagues successful in achieving internal promotions. 

I confirm that the data reported by HSE is accurate and has been calculated according to 
the requirements and methodology set out in the Equality Act 2010 (Specific Duties and 
Public Authorities) Regulations 2017. 
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Executive Summary 

On 31 March 2025, HSE’s mean GPG was 13.6% (a reduction of 2.3% from 15.9% in 
2024) and the median was 11.6% (a reduction of 5.4% from 17% in 2024) 

The data presented in this report represents the position as at 31 March 2025, and 
encompasses HSE’s pay awards for 2023 (implemented June 2024, effective 1 October 
2023) and 2024 (implemented November 2024, effective 1 October 2024) . 

We reformed our pay structure as part of the 2023 pay award. We introduced a suite of job 
families containing similar marketable values, supported by appropriate pay ranges. This 
simplified our pay structure, reducing from 57 pay ranges to 17 pay ranges and has 
contributed to reducing both our median and mean GPGs from 2024 to 2025 given the 
timing of implementation. 

In last year’s report (31 March 2024), the mean bonus GPG was -11.7% with a median of 
-14.6%. The bonus payments in that report only reflected those afforded to the SCS 
community given their pay awards were paid within the 2023/24 reporting year. This 
year’s report considers the 2023 and 2024 bonus payments for delegated bands (Bands 1 
to 6) that were paid in June and November 2024 respectively and SCS, hence HSE’s 
mean bonus GPG reducing to -0.3%, with the median at 0%.
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HSE Gender Pay Gap Report 2025 

Table1: GPG in 2025 and previous years 

Year 2025 2024 2017 

Mean 13.6% 15.9% 22.93% 

Median 11.6% 17% 25.97% 

HSE’s mean GPG has reduced by 9.33% (from 22.93% to 13.60%) since first reporting in 
2017. 2025 is the fourth consecutive year that the mean GPG has reduced. HSE 
continues to make positive progress, however it is acknowledged that 13.6% is higher 
than the 2025 Civil Service mean of 6.90% and that further progress is still necessary.  

HSE’s median GPG has reduced by 14.37% (from 25.97% to 11.60%) since 2017. The 
2025 Civil Service median stands at 6.40%. 

We are determined to deliver change to reduce the gaps further. As an organisation we are 
committed to improving gender equity at all levels and to reduce the GPG. 

Gender balance    
Overall, the gender composition of HSE is 50.99% women and 49.01% men. Whilst this 
overall split is fairly balanced, there are gender disparities within some areas, and these 
are contributing to GPG in HSE.  

Senior roles in  HSE   
Proportionately, there are more women (58.70%, 799) in junior bands (band 6 to 4) than 
men (40.39%, 562).  

In more senior bands (bands 3 to Senior Civil Service (SCS)), proportionately there are 
more men (55.10%, 951) than women (44.90%, 775). 

There has been positive progress towards HSE’s goal of gender parity in senior roles, the 
percentage of women represented has increased at band 3 (1.32%), band 2 (3.74%) and 
at SCS (4.26%). However, there has been a reduction in the percentage of women 
represented at band 1, with a decrease of 2.09% which is accounted for due to an overall 
increase in headcount in Band 1 for both men and women. 
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HSE Gender Pay Gap Report 2025 

Non-standard Civil Service roles in HSE   
Non-standard roles attract higher rates of pay due to prevailing market rates for specific 
technical skillsets. Of those currently occupying these roles, 29.26% are women. 
The actions we are currently taking, and plan to take, to close the GPG are outlined later in 
this report. Those, along with this year’s Public Sector Equality Duty Report 
(https://www.hse.gov.uk/aboutus/workforce-equality-data.htm), make us confident that we 
can continue to reduce the GPG further. 

7 

https://www.hse.gov.uk/aboutus/workforce-equality-data.htm


  

  

 

  
 

    

 
  

 
  

 
 

   

 
    

 
  

    
    

    

  

 

  

HSE Gender Pay Gap Report 2025 

Introduction 

HSE supports the fair treatment and reward of all our people. We are committed to building 
and maintaining a diverse and inclusive organisation, with equality of opportunity at the 
heart of this. 

As part of the Civil Service, our overall aim is to be the most inclusive employer in the UK 
and to be representative of the communities we serve. We continue to seek to achieve a 
much better gender balance across all bands and disciplines in HSE and to attract more 
talented women into unrepresented disciplines, such as our engineering roles. 

What the  GPG  means  
GPG reporting shows the difference in the average hourly rate of pay between women and 
men in an organisation, expressed as a percentage of the average man’s earnings. It is a 
high-level snapshot of pay within an organisation and shows the difference in the average 
pay between all men and women in a workforce. 

GPG is not the same as equal pay. Equal pay relates to the difference in pay between men 
and women who carry out the same or similar work. It is unlawful to award higher pay to 
employees within the same role solely based on gender. 

How  we calculate the GPG   
HSE follow the calculation methodology set out by the Government Equalities Office and 
their guidance (https://www.gov.uk/government/publications/gender-pay-gap-
reportingguidance-for-employers/making-your-calculations) to report the mean and median 
GPG, bonus gap and distribution across pay quartiles. 

Distinguishing between median and mean   
The median is the figure that falls in the mid-point of a range when the hourly rate of pay of 
all relevant employees are lined up from smallest to largest. 

The mean is calculated by adding up the hourly rates of pay for all relevant employees and 
dividing the figure by the number of relevant employees giving an average. 
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HSE Gender Pay Gap Report 2025 

HSE Organisational Structure 

HSE's total headcount on 31 March 2025 was 3087.  

Table 2: HSE grade structure, shown alongside Civil Service grade equivalents 

HSE Band Civil service grade equivalent 

SCS SCS 

Band 1 Grade 6 

Band 2 Grade 7 

Band 3 SEO 

Band 4 HEO 

Band 5 EO 

Band 6 AO 
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HSE Gender Pay Gap Report 2025 

Chart 1: Distribution of HSE employees by pay band and gender 

This chart shows that in HSE: 

• women are predominantly employed in lower paid bands (bands 4 to 6), where there is 
a mix of corporate and operational support roles. 

• a greater number of men are employed in more senior roles (bands 3 to SCS) 

Table 3 shows the total number of employees in each band. It also shows the number of 
men and women, and percentages, in each band. 
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HSE Gender Pay Gap Report 2025 

Table 3: Headcount by gender and band as at 31 March 2025 

Gender Band 6 Band 5 Band 4 Band 3 Band 2 Band 1 SCS Total 

Women 181 319 314 457 242 42 19 1574 

Men 89 212 268 566 280 77 21 1513 

Total 270 531 582 1023 522 119 40 3087 

Women  67.04% 60.08% 53.95% 44.67% 46.36% 35.29% 47.50% 50.99% 

Men  32.96% 39.92% 46.05% 55.33% 53.64% 64.71% 52.50% 49.01% 

Since 31 March 2024: 

• At band 6 there has been a bigger reduction in the number of men (-26) than 
women (-20), therefore the overall percentage of women occupying band 6 roles 
has increased by 3.43%. 

• At band 5 there has been a bigger reduction in the number of women (-14) than 
men (-3), meaning the overall percentage of women occupying band 5 roles has 
decreased by 0.69%. 

• There has been a reduction in the headcount (-8) and in the percentage of women 
represented at band 4 (-2.34%) but this partly reflects the increase in headcount 
(33) and percentage of women in band 3 roles (0.82%). 41 women have been 
promoted from Band 4 to Band 3, representing an increase of women promoted to 
senior grades, and contributes to both the headcount reduction at Band 4 and the 
headcount increase at Band 3. 

• The headcount  and percentage of women has increased at band 2 by 3.74% 
(additional 34 individuals) 

HSE’s female headcount at band 1 and SCS  has increased by 2 and 3 respectively. This, 
combined with the increases at band 3 and band 2 level,  demonstrates further 
progression for women into and at senior grades. The total number of women occupying 
SCS, band 1, band 2 and band 3 roles in 2025 is now 44.60% compared to 43.00% in 
2024. 

However, the overall percentage has fallen at Band 1 (-2.09%), but the headcount has 
increased for both men and women. This means that 1 female Band 1 employee 
represents a smaller percentage of that group which accounts for the reduction in 
percentage. 
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HSE Gender Pay Gap Report 2025 

The percentage of women occupying SCS roles has risen (+4.26); this is a small group in 
HSE, and consequently one employee represents a larger percentage of that group. 

The following charts show a comparison of the percentage of women occupying roles in 
each of the bands within HSE in 2025 compared to the previous reporting year. 

Chart 2: Women by pay band in 2025, as a percentage of total headcount in band 
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HSE Gender Pay Gap Report 2025 

Chart 3: Women by pay band in 2024, as a percentage of total headcount in band 
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HSE Gender Pay Gap Report 2025 

Job families 

Since the implementation of HSE’s 2023 pay award, a job family pay structure has been in 
place whereby standard Civil Service roles are housed in a ‘Standard’ job family. HSE also 
has a multitude of roles that require specific technical skillsets that are necessary for HSE 
to deliver effective regulation. These roles attract a higher, enhanced rate of pay due to the 
specific expertise and technical skillset required and they are typically recruited from 
outside of the Civil Service. These roles have been grouped together and housed in other 
non-standard job families, with their pay ranges being based on roles requiring skillsets of 
a similar market value. 

Such roles are required to cover the wide range of technical disciplines that are imperative 
to fulfil HSE’s obligations as an industry regulator. All pay ranges are reviewed annually to 
ensure HSE can attract and retain talent. 

Table 4: Standard and Non-standard job families by gender 

2025 

Standard job 
family 

Non-standard 
job families 

SCS 

Women 1428 54.65% 127 29.26% 19 47.50% 

Men 1185 45.35% 307 70.74% 21 52.50% 

Total 2613 84.65% 434 14.06% 40 1.3% 
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HSE Gender Pay Gap Report 2025 

Standard  job family   
Of the 3087 employees in post, 84.65% (2613) are within the Standard job family, of which 
54.65% (1428) are occupied by women. 

Table 5: Distribution of men and women across the standard job family by band 

2025 

Women Men Total 

Band 1 40 38.46% 64 61.54% 104 

Band 2 199 52.93% 177 47.07% 376 

Band 3 403 51.14% 385 48.86% 788 

Band 4 297 53.32% 260 46.68% 557 

Band 5 308 59.46% 210 40.54% 518 

Band 6 181 67.04% 89 32.96% 270 

Total 1428 54.65% 1185 45.35% 2613 

In the Standard job family, there is a disproportionate number of women occupying band 1, 
band 5 and band 6 roles. Band 1s are the highest paid within the job family and 38.46% are 
women. Band 5 and band 6 are the lowest paid bands and women occupy 59.46% and 
67.04% of these roles. Having fewer women in higher paid bands and more women in 
lower paid bands contributes to broadening our GPG. 

We are closer to gender parity in bands 2, 3 and 4, where women hold 52.93%, 51.14% 
and 53.32% of roles respectively. Bands 2 and 3 in the Standard job family are the most 
heavily populated across the organisation and all have a salary at or above our HSE 
median salary of £45,954, which is positive for HSE’s overall GPG. 
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HSE Gender Pay Gap Report 2025 

Non-standard  job families  
Roles within non-standard job families equate to 14.06% (434) of total HSE headcount 
(3087). 

HSE’s non-standard job families are Legal, Medical, Non-standard A and Non-standard B. 
The roles assigned to these job families attract higher rates of pay, due to prevailing 
market rates for specific technical skillsets. 

Table 6: Distribution of men and women across other job families 2025 

2025 

Legal Medical Non-standard 
A 

Non-standard 
B 

Total 

Women 29 60.42% 1 25.00% 87 33.85% 10 8.00% 127 29.26% 

Men 19 39.58% 3 75.00% 170 66.15% 115 92.00% 307 70.74% 

Total 48 11.06% 4 0.92% 257 59.22% 125 28.80% 434 

The Legal job family contains staff at bands 1,2,4, and 5 and has slightly enhanced pay 
ranges when compared to the Standard job family. Women hold 60.42% of roles, which 
has an positive impact on HSE’s mean and median GPG. 

The Medical job family has roles at bands 1 and 2 and is one of our highest paid, however 
it only holds 0.92% of HSE’s overall headcount and therefore has a minimal impact on the 
GPG; 1 out of the 4 occupants of this job family is female. 

Most of HSE’s onshore engineering roles are housed within the Non-standard A job family. 
Staff occupy roles at band 2 or 3 and the pay ranges are significantly higher when 
compared to our Standard job family. 

33.85% of these roles are held by women, which has a negative impact on the overall 
GPG as it means that the higher paid roles within the organisation are occupied by men in 
the majority. However, as part of pay reform, a number of roles were allocated to the Non-
standard A, which resulted in a significant pay increase for a large number of employees, 
32 (39.50%) being women. In this area, 50% of graduate scientist recruits to HSE are 
female, which will have a positive future impact on the GPG as more women will have 
access to enhanced pay when promoted. 
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HSE Gender Pay Gap Report 2025 

Our Non-standard B family contains in the main offshore engineers and they are graded 
between bands 1-3. The pay ranges are amongst HSE’s highest paid and some roles 
attract a number of additional allowances. The disparity between the number of men and 
women employed in these roles explains why there is a GPG at bands 1 to 3 across the 
organisation. These roles account for 28.80% of the overall headcount in HSE, but only 
8% of those roles are held by women. This therefore has a significant negative impact on 
the GPG in HSE as proportionately more men than women hold the highest paid jobs in 
HSE. 

Prior to pay reform, HSE’s offshore roles were split between two pay ranges - a legacy 
range and a modern offshore pay range. The legacy pay range was introduced at a time 
when global market rates were at a premium. It closed on 1 October 2016, and anyone 
appointed to an offshore role after this date was placed on the new pay range which 
offered lower rates of salary. Pay reform harmonised these two offshore ranges, however 
those on the legacy pay range maintain their higher rate of salary through mark time pay. 

Of the 125 employees in Non-standard B, 41.60% (52) were on the legacy pay range prior 
to pay reform. Of the 52, only 6 were women which equates to 11.53% of the offshore 
population. 

Some Offshore roles attract additional allowances and market supplements ranging 
between £7,000 and £15,000 annually. Given more men than women occupy these 
offshore roles, this is an additional contributor to HSE’s GPG as allowances are included in 
overall GPG calculations. 

SCS pay ranges   
1.29% (40) of HSE employees are Senior Civil Servants (SCS) and therefore allocated to  
SCS pay ranges on 31 March 2025. 47.50% are women (19) and 52.50% are men (21). 

In 2024 1.22% (37) of HSE employees were SCS, 43.24% being women (16) and 56.76% 
being men (21).  

As of 31 March 2025, there has been a further increase of 4.26% in the number of women 
represented at SCS. HSE’s female headcount increased by 3 with the male headcount 
remaining at 21. This represents a positive direction of travel for women occupying the 
most senior leadership roles in HSE. 

As SCS pay ranges are the highest pay ranges in HSE, we appreciate that increasing 
gender diversity in this group would reduce the GPG further. HSE contains many 
traditionally male-dominated roles such as engineering, which may partially explain the 
gender disparity at SCS level as the internal pipelines to senior positions are more male 
dominated. External recruitment of SCS follows Civil Service recruitment practice, which 
ensures that gender does not affect the recruitment process through processes such as 
name-blind application. As traditionally male-dominated industries such as engineering 
and energy develop more gender parity, this gap will continue to close. 

17 



  

  

 

   
  

   

   
     

   

 

  

HSE Gender Pay Gap Report 2025 

Recruitment and retention allowance  
In 2023 HSE introduced a recruitment and retention allowance. It is paid to support a 
particular role or group of roles where there are persistent and evidenced difficulties in 
recruitment and retention attributed to pay. The allowance is subject to review annually, 
where amounts paid can increase, decrease or cease. This is awarded based on roles 
only, not based on individuals. This allowance is included in HSEs GPG calculations. 

As of 31st March 2025 the allowance is paid to 18 employees;10 (55.50%) of these 
employees are women, therefore the introduction of this allowance, and how this is 
operated does not contribute to negative impacts on HSE’s GPG. 
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HSE Gender Pay Gap Report 2025 

Results summary 

Gender pay and bonus gap   
The GPG percentages show that the overall mean and median hourly rate of pay 
differences are £3.59 and £2.77 respectively, a reduction from last year’s figures of £3.88 
and £3.77. 

The gender bonus gap is in a more equitable position as the mean was previously -11.7% 
and is now -0.3%, the median was -14.6% and is now 0%. 

Table 7: Gender pay and bonus gap 

Difference between 
men and women 

Mean Median 

GPG 13.60% 11.60% 

(2.30% decrease) (5.40% decrease) 

(£3.59 difference in hourly 
rate) 

(£2.77 difference in hourly 
rate) 

Gender Bonus Gap -0.30% 0.0% 

(10.70% increase) (14.60% increase) 

Analysis of  GPG   
Table1: GPG in 2025 and previous years (first shown on page 3) 

Year 2025 2024 2017 

Mean 13.60% 15.90% 22.93% 

Median 11.60% 17.0% 25.97% 

19 



  

  

 
  

   
   

  
  

 
    

   
  

 
  

  
 

   
  

  
 

 

  
   

  

   

  

   

    

    

     

      

HSE Gender Pay Gap Report 2025 

The GPG decreased in this reporting year from a mean of 15.90% to 13.60% and median 
from 17.0% to 11.60%. 

The increase in the number of women in senior roles (band 3, band 2 and SCS) and non-
standard roles, combined with a decrease in women occupying junior roles (bands 5 and 
6) are contributing factors to the GPG decrease. 

We are committed to continuing to improve gender diversity and reducing the GPG 
through ongoing activity outlined later in this report. 

Analysis of the bonus gap   
HSE’s gender bonus pay gap is almost at a neutral position with the mean at -0.3% and 
the median at 0.0%. 

This report factors in delegated staff bonus payments for the 2023 and 2024 pay awards, 
and SCS bonus payments for 2024. 

For both 2023 and 2024 pay awards for delegated staff, all eligible staff, regardless of 
gender and working pattern, received the same value (pro rated only for those with part 
year service), hence the median sitting at 0%. HSE’s mean slightly favours women, which 
is due to the SCS pay award as the average bonus payment made to female SCS staff 
was greater than the average bonus payment made to males. Whether an SCS employee 
receives an organisational bonus, and the amount they receive, is dependent on 
performance, ratified by HSE’s Remuneration Committee (REMCO), and made in 
accordance with Senior Civil Service pay policy. 

As noted earlier, this years figures differ greatly from last years due to the last report not 
factoring in bonus payments for delegated staff due to delays implementing the 2023 pay 
award. 

Pay quartiles and gender distribution   
Table 8: Distribution of genders through the pay quartiles on 31 March 2025, 
compared to 2024 

Quartile 2025 2024 

Women Men Women Men 

Lower (Q1) 61.80% 38.20% 60.70% 39.30% 

Lower middle (Q2) 53.50% 46.50% 56.50% 43.50% 
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HSE Gender Pay Gap Report 2025 

Upper middle (Q3) 50.30% 49.70% 49.90% 50.10% 

Upper (Q4) 37.60% 62.40% 34.90% 65.10% 

In summary, the composition of women in each quartile from 2024 to 2025 has 
changed as follows: 

• Q1 female representation has increased by 1.1% 
• Q2 female representation has decreased by 3.0% 
• Q3 female representation has increased by 0.4% 
• Q4 female representation has increased by 2.70% 

Apart from quartile 2, there has been an increase in females across all quartiles; the 
highest increase being noted in quartile 4. 

HSE’s 2023 pay award saw a higher percentage pay award to those who are below their 
pay range maximum, and a lower percentage of the pay award to those on their pay range 
maximum. This supports those lower down their pay range reaching their pay range 
maximum quicker. The pay award being applied in this way is a contributor to the decrease 
in women in Q2 but also an increase in women in Q3 and Q4. 

Until 2023, at band 6 a three-spot rate pay range determined pay position and employees 
would see their salary move through the spot rates each year providing they met the 
eligibility criteria based on performance and service. Typically, it would take a band 6 two 
years to move from the minimum to maximum. The 2023 pay award saw the removal of 
the mid-point, meaning after a year staff moved immediately from the minimum to the 
maximum. As there are predominately more women than men at band 6 (67.04%), more 
women benefited from this which has resulted in an increase of women at the maximum 
(Q4). 

We acknowledge that there is still disparity between the number of women and men in the 
upper quartiles. Generally, employees start at the lower end of the pay scale for their 
respective bands; we know we have longer serving male colleagues who, due to their 
length of service, historically benefitted from automatic pay progression which ended in 
2013. As a consequence they are currently further along the same pay scale, contributing 
to differences in quartile positioning between genders. 
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HSE Gender Pay Gap Report 2025 

Action to close the GPG 

A diverse workforce is key to achieving HSE’s strategic aims. We are confident that we 
have put steps in place to continue the longer-term positive trajectory. This is the impact of 
our outreach, recruitment, training and development programmes and wider diversity, 
equity and inclusion initiatives. 

We recognise that the significantly higher proportion of men in more highly paid technical 
and leadership roles will continue to result in a GPG. We aim to attract and support women 
into such technical and more senior roles. 

We are committed in organisational strategies and plans to improve HSE’s diversity at all 
levels. Addressing these diversity issues will impact directly on addressing the issues 
highlighted in  gender pay analysis. 

Across the organisation, we ensure robust completion of Equality Impact Assessments 
ahead of any new HR initiatives. This ensures that the impacts of any changes are 
assessed from a gender perspective. 

In addition, we have a cross HR Division ‘GPG working group’ to proactively monitor HR 
activities. The group works with HSE’s HR Business Partners and line managers to identify 
issues and remedial, supportive action linked to gender that can positively impact our 
GPG. 

Pay and reward   
Following the implementation of the job family structure, HSE has seen a considerable 
reduction in the GPG as shown by the data in this report, which demonstrates the impact 
of a more equitable pay structure. 

HSE’S bonus payments, issued as non-consolidated, non-pensionable payments, are paid 
as an equal amount paid based on time served and performance. This removes the 
possibility of bias or subjectivity, and HSE assess the eligibility criteria for such payments 
annually as part of pay awards to ensure that those on career breaks (who are more likely 
to be women) or maternity leave are not placed at a detriment. 

Following the 2023 pay award, the offshore pay ranges have now harmonised, which will 
support reducing the legacy pay issues within the offshore disciplines. Staff members on 
legacy pay ranges are on marked time pay, which reduces each year following pay 
awards. This work has continued with the implementation of the 2024 pay award, which 
reduced the number of offshore staff on mark time pay by 8 staff. This will continue to 
positively impact the GPG as all offshore staff will gradually be on the same pay range, as 
opposed to the legacy system which placed a majority of men on a higher pay scale. 

22 



  

  

  
   

 
    

   
  

   

  
  

  

  

  

 
  

   
  

  

 
 

  
    

   
    

 
  

    

   

    

  

HSE Gender Pay Gap Report 2025 

We have reviewed job roles across HSE to determine where they should sit within the new 
pay structure. As a result, we have seen a number of employees reassigned from 
standard pay ranges to  non-standard pay ranges, meaning a higher rate of pay for those 
employees. This has impacted both men and women employees within scientific 
disciplines. In addition, as the graduate scientist intake in HSE are 50% women, this will 
give women access to enhanced pay for specialist skillsets, which will positively influence 
further reduction of the GPG in future years. 

Recruitment   
HSE continues to support recruitment pipelines that reach a more diverse field of 
candidates, and will continue with our gender-neutral attraction and selection processes 
aimed at both attracting and retaining the best person for the job. 

HSE’s recruitment processes use anonymised applications to reduce the risk of 
unconscious bias: ensuring our selection panels are diverse and gender balanced. We 
welcome those who have been out of the workplace due to career breaks, which is more 
likely to positively impact women who take time out for maternity and childcare.  

In  job adverts we only request information that is essential for the role. We use gender 
neutral language in adverts. 

During the recruitment process, candidates are provided with clear information about 
opportunities for flexible and hybrid working and, wherever possible, we provide specific 
information about the types of flexible working available. 

We use a range of marketing channels to increase the diversity of candidates, these 
include external media, social media and candidate packs. We use job sites and other 
media to specifically target underrepresented groups and reach a more diverse field of 
applicants. We also advertise across locations to reach candidates from across the UK. 

We have reviewed all the media images we use in recruitment to ensure that we represent 
the diverse nature of HSE, its employees and the communities we serve. 

We evaluate all recruitment campaigns to ensure that they follow the Civil Service 
Commission Principles, and that all adverts are fair and open. Evaluation also offers 
crucial knowledge of how to tailor and improve future campaigns. 

HSE is a ‘Leader’ in the Disability Confident Scheme. This reflects our ongoing 
commitment to inclusive recruitment. HSE also participates in the Veterans Scheme. We 
ensure that candidates who come under these schemes are treated fairly and that we 
provide reasonable adjustments where necessary. 
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Learning and development, and talent management  
We are committed to developing our people and strengthening leadership capability across 
HSE. To support this, we provide new line managers and employees with performance 
management training, including the 9-Box Talent Grid, and we continue to offer a wide 
range of resources that promote equality, diversity and inclusion (ED&I). This includes our 
Inclusive Leadership training for line managers, designed to strengthen gender inclusion 
and build wider ED&I awareness. In 2025, we introduced new training to help line 
managers navigate conflict and understand effective dispute-resolution approaches. 

We offer virtual workshops and development programmes that provide flexibility for 
individuals with parental or caring responsibilities, as well as those experiencing 
menopausal symptoms. We are also reviewing how we can better support progression into 
technical roles for women, including those returning from maternity leave or caring 
responsibilities, ensuring these factors are not barriers to career advancement. 

We continue to provide application support, feedback and funding for the Beyond 
Boundaries early-talent programme, a 12-month cross-government development initiative 
for colleagues at Bands 4–6. In 2025, we expanded our sponsorship from 8 to 12 places, 
demonstrating HSE’s commitment to supporting women into senior positions.  

Family friendly policies    
Our family friendly policies advocate flexible working arrangements including part time 
working, alternative working hours, job shares, and home working. All our vacancies are 
advertised as offering flexible working options. 

• We have a hybrid working policy. Feedback shows overwhelmingly that: 
- employees feel that they have more control over their working day 
- it has greatly improved work/life balance by better enabling employees to juggle the 

demands of both 
- it has had a positive impact on wellbeing 

- Shortly, the statutory Neo-natal policy will be published. This allows for up to 12 
weeks neo-natal leave should a parent’s child require neo-natal support during the first 
28 days following their birth. This will support parents who can take this additional 
leave at the end of their parental leave and allows for additional care to be given to a 
child, who has required neo-natal care following birth. This is another family friendly 
policy that will support parents and in particular, birth mothers. 

Equality, diversity and inclusion  
HSE is committed to improving its GPG through an evidence-based approach that aligns 
with our broader HSE People Strategy. Our approach focuses on embedding inclusive 
recruitment practices and ensuring our progression pathways are free from bias. By 
fostering an inclusive culture and addressing gender related systemic barriers, we deliver 
improvements in gender pay equity and reinforce our position as employer of choice. 
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In 2024/25, we held a panel discussion for International Women’s Day hosting internal and 
external guest speakers with a representation of women from different roles, backgrounds 
and grades. We discussed barriers to progression and gender equality in the workplace. 
The event was well attended and received positive feedback. We continue to celebrate key 
dates in the diversity calendar, using them as an opportunity to spread awareness and 
highlight issues relating to gender inequality. 

To support women going through menopause, we have published a menopause policy. The 
policy has been developed in collaboration with our menopause special interest group and 
gender network and provides a set of useful resources to support employees and line 
managers in embedding inclusive best practices. 

We also published our 2024/25 Public Sector Equality Duty Report. This report contains 
information relating to the diversity of our workforce, their distribution by grade and an 
overview of our policies and practices to ensure we comply with our legal responsibilities 
against the three aims of the general Equality Duty to eliminate unlawful discrimination, 
advance equality of opportunity and foster good relations. 

Health, safety and wellbeing    
We continue to build links between health, safety and wellbeing and Equality, Diversity and 
Inclusion, communicating to our staff and line managers the intrinsic link between 
wellbeing and inclusion. 

Wider work, that is part of guidance within the Civil Service Health and Wellbeing 
Standards, considers and supports health and wellbeing issues that affect specific 
genders, demographics or ethnic minority employees. HSE is continuing this work in line 
with the results of the HSE People Survey. 
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Further information   

For information about health and safety, or to report inconsistencies or inaccuracies in this   
guidance, visit   www.hse.gov.u k    

  
 

This publication is available on the HSE website at 
https://www.hse.gov.uk/aboutus/gender-pay-gap-report.htm    

   
        

© Crown copyright If you wish to reuse this information visit 
the HSE website for details. First published 01/26.   

   Published by the Health and Safety Executive 01/26.     
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