
also the scale of the challenge they face with in-
creased cuts to their numbers.

“The government is choosing to ignore its own 
figures, preferring instead to bury their heads in 
the sand. The need for firefighters in all their roles 
is increasing, and yet year on year we are seeing 
appalling cuts to the service. Public safety is being 
put at risk.”

www.fbu.org.uk/news/2019/01/02/fire-incidents-rise-firefighter-numbers-are-drasti-
cally-cut-says-fire-brigades-union

RPI inflation down
Falling petrol prices offset by dearer cigarettes 
cut the rate of inflation in the penultimate month 
of 2018, official figures show.

In November 2018, the Retail Prices Index (RPI) 
stood at 284.6 and the annual rate of inflation on 
the measure favoured by union negotiators dipped 
to 3.2% from 3.3% the previous month.

Mike Hardie, head of inflation at the Office for Na-
tional Statistics, said: “Inflation was little changed 
as falling petrol prices, thanks to a substantial 
drop in the cost of crude oil, were offset by rises 
in tobacco prices following the duty changes an-
nounced in the Budget.” 

Inflation under the new Consumer Prices Index 
Housing (CPIH) was unchanged at 2.2% for another 

Firefighting cuts are 
putting public at risk
Firefighters are expected to do more with less, 
putting public safety at risk, says the FBU fire 
brigades union.

Since 2010-11, over 9,000 fire and rescue service 
jobs in England have been lost — a 20% cut. The 
number of whole-time firefighters has fallen by 
just under 6,500 — a 22% drop — and the number of 
fire control room staff, who play a vital role keep-
ing communities safe, has seen a 433 reduction 
in posts.

Yet Home Office figures reveal that fire incidents 
in England increased by 3% in the last year to just 
under 170,000 — the highest level since 2013-14.

Non-fire incidents, such as flooding, rescues and 
road traffic collisions, have seen the largest in-
crease, with firefighters responding to over 170,000 
incidents in England — an 18% increase since 
2010-11. Fire fatalities also increased in 2017-18, the 
worst year for fire deaths since 2010-11, only in part 
because of the Grenfell tragedy.

FBU general secretary Matt Wrack said: “It is true 
that firefighting is no longer about just fighting 
fires, it is about much more. These figures reveal 
the immense value of the work of firefighters, and 
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month. Meanwhile, inflation under the CPI — which 
is used by the Bank of England’s Monetary Policy 
Committee to inform its decisions on interest rates 
— edged down to 2.3% from 2.4%.

Price inflation

% increase on a year earlier

RPI 1 RPI RPIX 2 CPIH

September 2017 275.1 3.9 4.1 2.8

October 275.3 4.0 4.2 2.8

November 275.8 3.9 4.0 2.8

December 278.1 4.1 4.2 2.7

January 2018 276.0 4.0 4.0 2.7

February 278.1 3.6 3.6 2.5

March 278.3 3.3 3.4 2.3

April 279.7 3.4 3.4 2.2

May 280.7 3.3 3.4 2.3

June 281.5 3.4 3.4 2.3

July 281.7 3.2 3.3 2.3

August 284.2 3.5 3.4 2.4

September 284.1 3.3 3.3 2.2

October 284.5 3.3 3.2 2.2

November 284.6 3.2 3.1 2.2

1 January 1987=100 2 RPI except mortgage interest payments

Six of the 14 groups that make up the basket of 
goods used to calculate the RPI increased by 3.2% 
or more.

Increases in the 2018 Budget pushed tobacco up 
by 10.4%.

The fuel and light group posted an overall rise of 
8.7%, which included a 20.1% increase in the cost 
of domestic oil and a 9.0% increase in electricity 
prices.

The 5.1% increase in the clothing and footwear 
group, included increases of 6.8% and 6.0% respec-
tively in women’s and children’s clothing.

The overall increase of 3.3% in the motoring costs 
group included a 9.7% hike in petrol and oil prices.

The housing group’s increase of 3.0% included 
increases of 6.6% in mortgage interest payments 
and 4.9% in council tax and rates.

Food prices were only up by 0.4% overall but includ-
ed an 11.6% increase in oil and fats while soft drinks 
were up by 6.0%. However, prices were down on a 

number of items in the group including sugar and 
preserves which were down by 4.2%, while butter 
was down by 4.3% and milk products by 3.6%.

3.2% or more % Less than 3.2% %

Tobacco 10.4 Housing 3.0

Fuel & light 8.7 Catering 2.9

Clothing & footwear 5.1 Household services 2.7

Leisure services 5.0 Personal goods & services 2.3

Motoring expenditure 3.3 Leisure goods 2.1

Fares etc 3.2 Alcoholic drink 1.7

Household goods 1.4

Food 0.4

www.ons.gov.uk/releases/ukconsumerpriceinflationnov2018

Code of practice on 
sexual harassment
A new Code of Practice that ensures employers bet-
ter understand their legal responsibilities to protect 
their staff is to be introduced by the government as 
part of a package of commitments to tackle sexual 
harassment at work.

Responding to the Women and Equalities Select 
Committee (WESC) report, the Government Equal-
ities Office also promised to carry out awareness 
raising work with the employment relations service 
Acas, the Equality and Human Rights Commission 
and employers on how to prevent and address 
sexual harassment at work; to work with regulators 
to ensure they are taking action; and commission 
survey data on the prevalence of sexual harassment 
at work.

The government is also to consult on:
l non-disclosure agreements;
l how to strengthen and clarify the laws in relation 
to third-party harassment; and
l the evidence base for introducing a new legal 
duty on employers to prevent sexual harassment 
in the workplace.

The WESC has already opened its own enquiry 
into the use of non-disclosure agreements in dis-
crimination cases and is due to report next spring.

Business minister Kelly Tolhurst said: “It continues to 
disappoint me that in this day and age some women 
still face discrimination and harassment at work.

“One part of this is the minority of cases where 
non-disclosure agreements are used unethically, 

www.ons.gov.uk/releases/ukconsumerpriceinflationnov2018
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and employees may not be aware of their protec-
tions and rights. We will be consulting on these.”

Going beyond the recommendations in the WESC 
report, the government has also promised to con-
sult on whether additional protections are needed 
for volunteers and interns, (looking at all the pro-
tections in the Equality Act 2010, not just those on 
sexual harassment).

And it is to explore the evidence for extending the 
time limits to bring any workplace discrimination 
and harassment case under the Equality Act 2010 
to an employment tribunal.

The WESC welcomed the government’s response 
to its report, but criticised it for not committing to a 
duty on employers to protect workers from harass-
ment and victimisation and sanctions for employers 
who fail to comply with the code.

Committee chair Maria Miller MP was also critical 
of how long it took the government to respond to 
the report. She said: “Forty per cent of women say 
they have experienced unwanted sexual behaviour 
in the workplace. With this unacceptable statistic 
in mind, the government should not have taken five 
months to respond.

“I am pleased that ministers have woken up and 
have agreed to our recommendation of a statutory 
code of practice. But they have missed the op-
portunity to place a greater onus on employers to 
protect workers from harassment and to increase 
sanctions for poor practice. Just keeping an eye 
on how employment tribunals respond to the new 
code is inadequate.”

The TUC was disappointed with the government re-
sponse. General Secretary Frances O’Grady said: 

“More than half of women in the UK have been sex-
ually harassed at work, yet only one in five reports 
it. Sexual harassment has a huge impact on wom-
en’s careers and lives. So it’s disappointing that 
the government is not making the major changes 
needed for the scale of the problem. 

“The law should be changed so that employers are 
responsible for preventing sexual harassment in 
workplaces. This would shift the burden of tackling 
sexual harassment away from the victims. And it 
would help end toxic workplace cultures that si-
lence those who’ve been harassed.

“Unions have been leading the way in tackling 
sexual harassment. Anyone experiencing sexual 

harassment at work should join a union to make 
sure they are protected and respected at work.”

Other elements of the package that the govern-
ment is developing include:
l ensuring the public sector takes action to tackle 
and prevent sexual harassment;
l working with regulators for whom sexual har-
assment is particularly relevant to ensure they are 
taking appropriate action;
l considering whether further learnings can be 
taken from the criminal justice system to use in the 
employment tribunal system, to ensure vulnerable 
claimants have appropriate protection; and
l checking that the list of organisations who can 
receive "whistleblowing" information includes the 
appropriate bodies.

www.gov.uk/government/news/government-announces-new-code-of-practice-to-tack-
le-sexual-harassment-at-work

www.parliament.uk/business/committees/committees-a-z/commons-select/
women-and-equalities-committee/news-parliament-2017/sexual-harassment-work-
place-government-response-17-19/

Good work plan is Tory 
response to Taylor
The government finally got around to responding 
to the Taylor review of modern work just before 
Christmas, nine long months after it launched a 
consultation in February 2018. 

And yet we will have to wait for legislation to make 
good its response. The government’s Good work 
plan expresses an intention to legislate, but with 
no timetable for doing so. Contrary to some media 
reports, there will be no immediate changes. 

Nevertheless, there are some significant changes 
proposed and these and others are summarised 
below.

Written statements: the statutory right to a writ-
ten statement of employment particulars will be  
extended to all workers (that is, not just "employees") 
from day one of employment. It will need to set out 
enhanced information such as the expected dura-
tion of work, notice period, eligibility for leave (for 
example, for sickness and maternity and pay during 
these periods), all remuneration and working hours/
days. The scheduled start date for this is 6 April 2020. 
The right of all workers to receive a payslip, which 
was one of the Taylor Report’s recommendations, 
will take effect from April 2019.

Continuity of employment: the statutory rules 
on calculating continuity of employment will be 

www.gov.uk/government/news/government-announces-new-code-of-practice-to-tackle-sexual-harassment-at-work
www.gov.uk/government/news/government-announces-new-code-of-practice-to-tackle-sexual-harassment-at-work
www.parliament.uk/business/committees/committees-a-z/commons-select/women-and-equalities-committee/news-parliament-2017/sexual-harassment-workplace-government-response-17-19/
www.parliament.uk/business/committees/committees-a-z/commons-select/women-and-equalities-committee/news-parliament-2017/sexual-harassment-workplace-government-response-17-19/
www.parliament.uk/business/committees/committees-a-z/commons-select/women-and-equalities-committee/news-parliament-2017/sexual-harassment-workplace-government-response-17-19/


4 Fact Service Volume 81 Issue 1

changed so that a break of up to four weeks (it’s 
currently one week) between assignments will not 
break continuity of employment This will make 
it easier for those on atypical working involving 
non-consecutive assignments to establish continuity 
of service to qualify for certain employment rights.

Employment status: legislation will be introduced 
to improve the clarity of the current status tests, po-
tentially placing more emphasis on control and less 
on the right to substitution. The current framework 
of tax and employment law will be better aligned so 
as to reduce differences to a minimum. This area 
is fraught with difficulty and it is likely that much 
more research and discussion will occur before 
any workable proposals are produced.

Zero-hours contracts: these will not be banned 
but rather legislation will be introduced to allow 
all employees and workers with varying hours 
to request, after 26 weeks in post, a more fixed 
working pattern. There are no details as yet but 
presumably this will be modelled on the existing 
right to request flexible working.

Agency workers: agency workers can currently 
exchange their right to be paid equally to per-
manent counterparts if they enter into a contract 
guaranteeing pay between assignments (the so-
called Swedish Derogation). The Agency Workers 
Regulations 2010 will be amended, from 6 April 
2020, to repeal the Swedish Derogation and ban 
the use of contracts which withhold agency work-
ers’ equal pay rights. In addition, all employment 
businesses will be required to provide agency 
workers with key facts including who is responsible 
for their employment, any element of pay from an 
intermediary, any fee and relevant benefits.

Tribunal awards: the maximum fine that can be im-
posed on employers in instances of an aggravated 
breach will be quadrupled from £5,000 to £20,000 
(from 6 April 2019). Those employers who don’t pay 
tribunal award are also to be “named and shamed”.

Holiday pay: for workers with non-standard hours, 
the pay reference period over which holiday is cal-
culated will increase from 12 weeks to 52 weeks, 
where a worker has been employed by their em-
ployer for at least 52 weeks; if less than 52 weeks, 
the reference period is the number of weeks for 
which the worker has been employed. 

The scheduled start date for this is 6 April 2020. HM 
Revenue and Customs will be given the power to 
enforce statutory holiday pay as is already the case 

for the National Minimum Wage. New guidance and 
an awareness campaign will be launched.

Tips: employers will be banned from making de-
ductions from staff tips.

Information and consultation: the threshold 
required for a request to set Information and Con-
sultation arrangements will be lowered — from 10% 
to 2% of employees (the 15-employee minimum 
threshold will, however, remain). The scheduled 
start date for this is 6 April 2020.

Enforcement: to make the system for enforcing em-
ployment rights clearer, fairer and more efficient 
a new single labour market enforcement agency 
is to be set up — possibly in early 2019 — to better 
protect vulnerable workers. 

New powers will be created to allow investigations 
by the Employment Agency Standards Inspector-
ate into umbrella companies, particularly where it 
is suspected that agency workers have received 
inadequate pay.

Kate Bell, head of rights, international, social and 
economics at the TUC, on a blog said that “it’s 
clear ministers haven’t listened to what workers 
want and need to address the balance of power in 
the workplace — especially in the gig economy”.

Rather than give workers the tools they need to 
build and enhance these rights, the government 
is urging them to rely on the goodwill of their 
employers.

On zero-hours contracts, Bell said: "The right to 
ask nicely is no right at all — it will give insecure 
workers as much power as Oliver Twist.”

However, the TUC did welcome the ending of the 
Swedish Derogation that let employers pay agency 
workers less than regular staff, saying it was “a 
well-deserved victory for union campaigning”.

It also welcomed that the Employment Agency 
Standards Inspectorate will be able to regulate 
umbrella companies, and that holiday pay — so 
often denied to workers — will be better enforced 
(though the government isn’t very clear how).

Nevertheless, Bell said that “the government could 
and should have gone much further”.

www.crosslandsolicitors.com/site/hr-hub/Good-Work-Plan-Matthew-Taylor-Report
www.tuc.org.uk/blogs/stuck-zero-hours-contract-government-thinks-you-can-ask-your-
boss-better-deal
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