
are working beyond their contracted hours. Of 
those who put in extra work, three out of five (60%) 
report that doing so is necessary to deal with their 
workload and over half (52%) said that working 
extra hours is part of their organisation’s culture.

There is also an unmet demand for flexible working 
among parents: 86% of parents want to work flex-
ibly but only 49% of those surveyed do. For more 
than a third (37%) of parents, flexible working isn’t 
available in their workplaces, despite all employ-
ees having the statutory right to request flexible 
working arrangements.

Unsurprisingly, working parents feel overwhelmed 
by the increasing demands of the modern work-
place. Nearly half of parents (47%) said that work 
restricts their ability to spend time reading or 
playing with their children. 48% said it affects their 
relationship with their partner and more than a 
quarter (28%) said it led to arguments with their 
children.

This is exacerbated by the constant intrusion from 
technology on family time: 47% of respondents felt 
that the boundaries between work and home had 
become too blurred by technology.

If that's not enough, the wellbeing of parents is 
under threat from long hours culture.

The study raise concerns about the physical well-
being of parents in the UK. 47% said that work had 

Part-time working 
parents penalised
Working parents in the UK are penalised for work-
ing part-time and suffer from poorly-designed jobs 
that force them to work extra hours, according to 
a new study published by UK’s work-life balance 
organisation Working Families and childcare pro-
vider Bright Horizons.

The Modern Families Index 2019 reveals that par-
ents working part time — most of whom are women 
— have just a 21% chance of being promoted within 
the next three years, compared to 45% for their 
full-time counterparts.

The disparity in promotion rates between part-tim-
ers and full-timers has a major impact on career 
progression for mothers: the Index shows that 
the average mother waits two years longer for 
a promotion than the average father. This is the 
consequence of more mothers than fathers being 
in part-time work and threatens to frustrate recent 
efforts by government and many corporations to 
close the gender pay gap.

Poor job design and culture of presenteeism 
force parents to work extra hours, the research 
finds. Many parents grapple with unmanageable 
workloads owing, in part, to a workplace culture of 
presenteeism. Over three-quarters (78%) of parents 
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noticeable negative impacts on the amount of sleep 
they could get; 47% said the long hours restricted 
the amount of exercise they were able to take; 43% 
said work had a detrimental effect on their diet.

The study calls on employers and government to 
take responsibility. Parents overwhelmingly agree 
that it is up to employers and the government to 
ease these workplace pressures: 90% of parents 
said that employers have a role to play and 92% 
said that the government has a responsibility to 
address these issues.

Jane van Zyl, chief executive of Working Families, 
said: “Parents who work part-time and flexibly add 
immense value to an organisation. However, this 
year’s Index shows the sad reality that very often, 
part-timers aren’t able to progress at work because 
a higher value is placed on full time work — and 
there is simply more of it. 

"Compounding this problem is the fact that parents 
are often saddled with jobs that require them to 
work well beyond their contracted hours.

“Both the government and employers have the 
opportunity to break down the barriers to pro-
gression for part-time workers, and to ensure that 
parents aren’t under pressure to work extra hours."

www.workingfamilies.org.uk/news/mfi_2019/

Another win but equal 
pay saga drags on
The Court of Appeal has ruled that store-based 
employees at supermarket group Asda — the ma-
jority of who are female — can compare their jobs 
to their predominantly male counterparts working 
at the supermarket’s distribution centres.

The judgment is the latest in the ongoing equal 
pay case against Asda, led by law firm Leigh Day 
and the GMB general union on behalf of affected 
shop staff. 

The claimants argued that lower-paid, female 
store-based employees held comparable roles to 
primarily male staff working at Asda’s distribution 
centres, meaning that they should be paid equally 
for the work they perform.

Judges at the Court of Appeal ruled that in the 
vast majority of cases, the law allows an employee 
to compare themselves with any employee of the 
same employer.

The landmark judgment follows the union’s victory 
in both the Employment Tribunal and Employment 
Appeal Tribunal against Asda’s attempts to block 
the legal claims of tens of thousands of women 
workers.

Tim Roache, general secretary of the GMB, welcom-
ing the judgment, said: “We’ll always pursue justice 
and equality for our members and this decision is 
undoubtedly the right one.

“We know we’re not all the way there, there are 
more hurdles to jump in this process and as always 
we remain ready to negotiate should Asda want to 
get round the table.”

Asda has confirmed it is going to continue to drag 
out the case further and that it will be applying to 
the Supreme Court to appeal the Court of Appeal’s 
judgment.

Even after a Supreme Court ruling or dismissal of 
Asda’s case, the supermarket’s female staff will 
still be far from home and dry, with the agreement 
of comparators being just the beginning of a long 
and arduous process that could take several more 
years to reach a conclusion. 

www.employeebenefits.co.uk/court-appeal-asda-store-distribution/

www.gmb.org.uk/news/huge-win-asda-members-court-appeal

How to combat age 
discrimination at work
New guidance on age discrimination at work has 
been issued by Acas.

The employment relation service's guidance gives 
an overview of age discrimination with key points, 
along with 10 myths about age discrimination

Age discrimination at work or ageism — treating 
someone unfairly because of age — is against the 
law apart from in very limited circumstances.

This is the law under the Equality Act 2010 which 
replaced the Employment Equality (Age) Regula-
tions 2006. Mistakenly, some think there was an 
Age Discrimination Act in the UK — there never 
has been one. 

Under the Equality Act 2010, age is one of the nine 
special areas of life guarded as what is known as 
protected characteristics. Others include sex, race, 
pregnancy and maternity, and disability.

www.workingfamilies.org.uk/news/mfi_2019/
www.employeebenefits.co.uk/court-appeal-asda-store-distribution/
www.gmb.org.uk/news/huge-win-asda-members-court-appeal
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For employers and managers there is more of a 
risk of age discrimination happening in particular 
activities in the workplace including recruitment.  
Age discrimination could happen at any time dur-
ing the hiring process — from the very beginning 
of working out what is required of an applicant, 
through to drafting the job application form, ad-
vertising the job, interviewing for it, using social 
media, and offering the job.

For example, usually, it is better to set out the type 
or types of experience needed for a role rather 
than ask for a certain number of years’ experience.

 Also, a specific qualification should only be insist-
ed upon if essential to the role, and the employer 
could, if necessary, prove in law the need for that 
qualification. Applicants should be given the option 
to demonstrate in another way the knowledge and 
aptitudes required — for example, through equiv-
alent qualifications, or skills and knowledge from 
work experience.

On training and promotion, the Acas guidance says 
that employers and managers must not allow any 
bias, stereotypical thinking or assumptions about 
age to creep into decisions about who gets trained 
or promoted.

For example, they must not make assumptions 
about an employee’s needs or ambitions based on 
their age, length of experience in a job, or length 
of time with the employer.

Neither must employers assume there is more 
value in training younger staff and no or little 
value in training older employees. Nor must they 
discourage an employee with the necessary skills, 
knowledge and experience from applying for a 
more challenging job because of their age.

As far as performance management is concerned 
— a manager must approach an employee’s ap-
praisal and conduct it without preconceptions or 
bias concerning age. They should treat relevant 
employees consistently when assessing their per-
formance and setting future goals, no matter what 
the employee’s age.

During the appraisal, the manager and the employ-
er must not raise or prompt a discussion about any 
possibility of the employee retiring. 

However, they can ask the employee, no matter 
what their age, about their work plans in the short-, 
medium- and long-terms, explaining the reason for 
asking is to help plan the workforce in shaping the 
business’s future needs.

In managing under-performance, a manager 
should not ignore performance matters because 
the employee is younger or older than other staff, 
the guidance says.

If there is a performance issue, the manager and 
the employer must give the employee a fair chance 
to reach and maintain an acceptable standard, no 
matter what their age. Only if the employee fails to 
improve after reasonable steps have been taken to 
help them, can the employer consider dismissing 
them for under-performance. And the manager 
and the employer must ensure the dismissal for 
under-performance is based on relevant facts.

Retirement — in most jobs, there is no longer a set 
retirement age, meaning almost all employees can 
decide when they will stop working — but when they 
can take their work pension will be determined by 
the pension scheme and Equality Act rules.

However, there can still be uncertainty among 
some employers about the law and retirement. 
For example, an employer must not assume an 
employee is retiring, suggest they retire or try to 
force them to retire.

Acas chief executive Susan Clews said: “Discrimi-
nating against someone due to their age is against 
the law and employers should ensure their work 
environments are inclusive.

“Assumptions such as older workers not knowing 
how to use the latest tech or younger workers spend-
ing all of their time on smart phones may seem 
harmless but the effect of age stereotypes can have 
a detrimental impact on staff and employers.

“Age stereotyping can make people feel demo-
tivated at work or quit their jobs which can cost 
businesses through a loss in productivity or 
talented staff. Our new free guidance can help 
employers make workplaces welcoming for staff 
of any age and includes advice on the law around 
age discrimination.”

www.acas.org.uk/index.aspx?articleid=1841

www.acas.org.uk/media/pdf/p/l/Age_discrimination_top_ten_myths.pdf

Government delay hits 
pensions of low-paid
Government delays to pension reforms could leave 
low-paid workers thousands of pounds worse off, a 
new TUC analysis finds.

www.acas.org.uk/index.aspx?articleid=1841
www.acas.org.uk/media/pdf/p/l/Age_discrimination_top_ten_myths.pdf
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The government had pledged to remove the Low-
er Earnings Limit (LEL) — which would boost the 
retirement pots of low-income workers. However, 
ministers are dithering and have only given a 
vague commitment to lower the threshold in the 
mid-2020s, according to the TUC.

The LEL is currently £6,032, which means that 
the first £6,032 a person earns annually doesn’t 
count towards pension contributions. From April 
the LEL rises to £6,136 for the 2019-20 tax year. 
For the lowest earners, this is a high proportion 
of their income. 

Removing the limit will therefore be particularly 
beneficial to the lowest paid and so should be done 
as soon as possible, says the TUC.

The TUC's research shows that a delay of just six 
years could mean a worker earning £10,000 loses 
out on a sixth of the value of their pension pot. The 
losses include not only the missed contributions, 
but the investment gains foregone. 

Workers on annual earnings of £10,000 would see 
the amount saved in their pension every year more 
than double if contributions were calculated from 
the first pound of earnings. 

If this was applied from 2022 rather than 2028, the 
added investment gains could boost their final pen-
sion pot by £12,000 in cash terms or approaching 
£6,000 accounting for inflation. 

For a worker on annual earnings of £15,000, total 
annual contributions would rise by £500 with em-
ployer contributions soaring by 70%. 

TUC deputy general secretary Paul Nowak said: 
“Automatic enrolment has been a great success. 
For the first time, many working people on low 
incomes have employers paying towards their 
old age.

“But the government needs to build on its success, 
so that every worker gets the pension pot they 
deserve. 

“Our message to government is simple — stop dith-
ering, deliver on your promises and ensure every 
pound earned by every worker counts towards 
their pension.”

The TUC’s recommendations on pensions for the 
lowest earners are: 
l employers to take a bigger share of contribu-

tions — at least two thirds;
l a route map to increased contributions amount-
ing to 15%; and 
l a straightforward, cost-effective way for people 
to turn their savings into a secure lifetime income.

www.tuc.org.uk/news/government-dithering%E2%80%9D-pension-re-
forms-could-cost-low-earners-thousands-0

Living Wage boost for 
uni staff in south west 
More than 300 staff at the University of Bath are 
set to benefit from a pay rise this spring, after the 
public services union UNISON and the employer 
worked together to ensure that the latter can now 
call itself an accredited Living Wage employer.

It means that all workers in the second-largest 
employer in Bath and north east Somerset will be 
paid at least £9 an hour from April.

The Living Wage Foundation currently sets £9 as the 
figure to reflect a truer cost of living once inflation is 
fully taken into account. This is significantly higher 
than the statutory National Living Wage set by the 
government, which is currently at £7.83 an hour for 
over 25s, but which is set to rise to £8.21 from 1 April. 
That means, from April, Bath staff will be on 79p an 
hour more than the statutory Living Wage.

UNISON regional manager Gavin Brooks de-
scribed it as “fantastic news for staff … UNISON 
would like to congratulate the university on setting 
the standard for other employers to meet.

“The Living Wage is about guaranteeing a mean-
ingful standard of living for communities and I am 
sure that other key employers in the city — from the 
council to the care industry — will see the value in 
ensuring that they follow this example.”

The success didn’t come easy. The University of 
Bath began paying the Living Wage in 2015, but 
stopped when the rate was increased to £8.45 an 
hour in November 2016. The three unions at Bath 
— UNISON, Unite and UCU — all campaigned for 
its reinstatement. And it was only in April last year 
that the university finally saw sense, reinstated 
the Living Wage and made a commitment to seek 
Living Wage accreditation.

www.unison.org.uk/news/2019/01/unison-helps-university-bath-win-living-wage-ac-
creditation/

www.unison.org.uk/news/article/2018/04/bath-living-wage/
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