
have to wait until Monday 11 March for their Wom-
en’s Pay Day. 

Regional variations in the gender pay gap are 
likely to be caused by differences in the types of 
jobs and industries that are most common in that 
part of the UK.

The analysis also shows that in a number of key 
industries — even in those dominated by female 
workers like education and social work — gender 
pay gaps are even bigger.

In these sectors women get paid much less on 
average than men, both because they are more 
likely to be in part-time jobs and because they are 
in lower-paid roles.

In education, the gender pay gap is currently 25.9%, 
so the average woman effectively works for free 
for more than a quarter of the year (95 days) and 
has to wait until the 4 April 2019 before she starts 
earning the same as the average man.

In information and communication, the average 
woman has to wait 77days for her Women’s Pay Day 
on 18 March 2019.

The longest wait for Women’s Pay Day comes in 
finance and insurance. The gender pay gap is the 
equivalent of 130 days, meaning more than a third 
of the year will have passed before Women’s Pay 
Day finally kicks in on 10 May 2019.

The long wait for 
Women’s Pay Day
The TUC has said that this year’s Women’s Pay 
took place on 6 March. That was the day when the 
average woman started getting paid compared to 
the average man.

An analysis of pay data in the official Annual 
Survey of Hours and Earnings, published by the 
TUC, reveals that the average woman has to wait 
more than two months of the calendar year before 
she starts to get paid, compared to the average man.

The current gender pay gap for all employees 
stands at 17.9%. This pay gap means that women 
effectively work for free for the first 65 days of the 
year, until they begin to get paid on Women’s Pay 
Day — 6 March.

A regional analysis shows that in some parts of the 
country gender pay gaps are even bigger so their 
Women’s Pay Day is later in the year.

For example, in the East of England the gender pay 
gap is 20.3%, so Women’s Pay Day in that part of 
the country doesn't fall for another nine days — on 
Friday 15 March.

And women in the South East, where the pay gap 
is 19.3%, and the East Midlands, where it is 19.2%, 
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TUC general secretary Frances O’Grady said: “The 
UK still has one of the worst gender pay gaps in Eu-
rope. Women effectively work for free for two months 
of the year — and at current rates of progress it’ll take 
another 60 years for this gap to close.

“Making employers publish information on their gen-
der pay gaps is a start, but it’s nowhere near enough. 
Employers must be legally required to explain how 
they’ll tackle pay inequality at their workplaces and 
advertise jobs on a more flexible basis.

“Women in the UK will only start to get paid proper-
ly when part-time jobs are better-paid and jobs are 
flexible from day one. And we need higher wages 
in key sectors like social care.

“Workplaces that recognise unions are more likely 
to have family-friendly policies and fair pay. So a 
good first step for women worried about their pay 
is to join a union.”

www.tuc.org.uk/news/gender-pay-gap-means-women-effectively-work-free-more-two-
months-year

Discrimination success 
for civil service unions
Almost 50 civil servants who were discriminated 
against due to their age or ethnicity have secured 
over £1 million in compensation from the obdu-
rate Home Office. This tribunal came about after 
an initial successful case taken by a civil service 
union in 2012.

Subsequent cases were taken by the PCS public 
and commercial services union and the profession-
als’ union Prospect.

In 2012, Prospect had won an employment tribunal 
claim against the Home Office on behalf of their 
member Graham Dean. At that time, the department 
required employees seeking promotion to certain 
higher grades to pass a core skills assessment 
(CSA). Dean had failed the CSA test four times 
despite recommendations for promotion from his 
managers. 

A report commissioned by the Home Office itself 
concluded white and younger candidates had a 
higher selection rate than BME and older candi-
dates

A tribunal ruled that Dean had been subjected to 
unlawful indirect discrimination on grounds of his 
race and age. Dean was then promoted without 

needing to complete the CSA and the CSA was 
changed for the future. But the change wasn’t 
applied to other staff, who had previously been 
affected by the test.

Forty seven further cases were presented by 
members of PCS and Prospect. PCS members, 
who were supported by Thompsons Solicitors, 
were the test cases. 

Despite having already lost in the Dean tribunal 
case, the Home Office obdurately resisted the 
new claims. And the case went all the way to the 
Supreme Court 

The case was joined with Prospect’s Supreme 
Court case for Mohammad Naeem against the 
Prison Service, as both cases looked at what should 
be the correct approach for determining indirect 
discrimination.

In April 2017, the unions successfully argued in 
the Supreme Court that, under the 2010 Equality 
Act, when workers face indirect discrimination 
as a result of policies and procedures they do not 
need to prove why they were individually affected.

Employment tribunal claims were initiated against 
the Home Office, claiming indirect discrimination 
and arguing that the CSA was nothing more than an 
extra hurdle used to sift out BME and older workers.

The Home Office then disputed these claims until 
the day before the tribunal hearing, when it sup-
plied a series of internal and confidential reports to 
the unions and their solicitors, one of which agreed 
that the CSA unjustifiably treated BME and older 
workers unfairly.

However, the Home Office folded part way through 
the tribunal hearing and agreed to settle the claims, 
without admission of liability, and to pay the claim-
ants compensation totalling more than £1 million.

Kate Lea from Thompsons Solicitors, who repre-
sented the PCS members, said: “While the settle-
ment represents a fantastic result for each claimant 
and the union, it … defies belief that the Home 
Office knew of the internal findings yet decided 
to only disclose them the day before the tribunal 
hearing. The Home Office’s failure to cooperate 
until the very end caused an avoidable and costly 
legal battle — wasting time and taxpayer’s money.”

Sue Ferns, senior deputy general secretary at 
Prospect, said: “The Home Office lost the original 
Prospect case in 2012, but rather than recognise 

www.tuc.org.uk/news/gender-pay-gap-means-women-effectively-work-free-more-two-months-year
www.tuc.org.uk/news/gender-pay-gap-means-women-effectively-work-free-more-two-months-year
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the strengths of the legal arguments against them, 
they fought on for seven years. It is shocking that 
they continued to use taxpayers’ money to fight this 
case so vigorously.”

www.pcs.org.uk/news/seven-year-legal-battle-leads-to-victory-against-home-office

www.prospect.org.uk/news/id/2019/March/6/Seven-year-legal-battle-brings-discrimi-
nation-victory-dozens-civil-servants

Disabled passport aims 
get people support
A new disability passport has been launched by the 
TUC and the GMB general union to help disabled 
people who fall out of work or switch employers 
each year to get the support they need. 

Disabled people can leave their jobs for many 
reasons. One preventable reason is when employ-
ers fail to carry out their legal duty to make — and 
keep in place — the reasonable adjustments their 
disabled staff need to do their jobs. 

With one in 10 (390,820) disabled people dropping 
out of work and one in seven (555,190) finding new 
employment every year, the TUC and the GMB be-
lieve it is vital to find a more successful and unified 
way of agreeing and recording what modifications 
need to be put in place. 

The TUC and the GMB have produced a model 
reasonable adjustments employer agreement, for 
reps to agree with their employer, and a template 
reasonable adjustments passport, to capture what 
adjustments have been put in place to eliminate 
barriers in the workplace.  

These adjustments could include: providing spe-
cially adapted equipment, such as a chair, desk or 
computer; temporarily changing the duties of the 
job; changing break times or working patterns; or 
allowing flexible working or time off for medical 
appointments. 

When the adjustments are agreed, the passport 
is signed by everyone. The document can be re-
viewed at regular intervals and means disabled 
people don’t have to explain their requirements 
every time their line manager changes, or they 
change roles within their organisation.  

All employers have a legal duty under the Equality 
Act 2010 to proactively make reasonable adjust-
ments to remove, reduce or prevent any disadvan-
tages that disabled workers face.

The law recognises that to secure equality for 
disabled people, work may need to be structured 
differently, support given, and barriers removed. 
It means that in certain circumstances disabled 
people may be treated more favourably than 
non-disabled people to ensure equality, but one 
disabled person cannot be treated more favourably 
than another disabled person.

An employer who fails to make reasonable adjust-
ments is in breach of the law and could be taken 
to an employment tribunal.

Public sector employers have an additional legal 
duty to consider or think about how their policies 
or decisions affect people who are protected under 
the Equality Act. This public sector equality duty 
will include public authorities considering how 
their policies affect disabled employees and taking 
steps to mitigate any adverse impact.

The reasonable adjustment disability passport 
system will help you and your members by putting 
in place a workplace process that supports all dis-
abled staff members and helps eliminate barriers 
to full workplace participation.

It will ensure their reasonable adjustments are put 
in place and kept up to date, in line with changes 
in job role or fluctuations in members’ conditions. 
For some workers who have fluctuating conditions, 
additional steps can be spelt out regarding short-
term flexibility required within the overall reason-
able adjustments passport framework.

It will also make it easier for employers to comply 
with the law.

https://www.tuc.org.uk/sites/default/files/Reasonable_Adjustments_Disability_Pass-
ports_2019_WIP5%20%28logo%20change%29%20secure.pdf

www.tuc.org.uk/sites/default/files/Reasonable_Adjustments_Disability_Pass-
ports_2019_WIP5_Model_Agreement%20secure.pdf

Police colluded in 
blacklisting
Erroneous information about a trade unionist was 
passed by the police to a secretive blacklisting 
operation that resulted in the worker being refused 
a job, an internal police report has revealed.

The report discloses that a secretive police unit 
wrongly suggested in the 1970s that the trade un-
ionist, who is not identified, was possibly involved 
in terrorism.

www.pcs.org.uk/news/seven-year-legal-battle-leads-to-victory-against-home-office
www.prospect.org.uk/news/id/2019/March/6/Seven-year-legal-battle-brings-discrimination-victory-dozens-civil-servants
www.prospect.org.uk/news/id/2019/March/6/Seven-year-legal-battle-brings-discrimination-victory-dozens-civil-servants
https://www.tuc.org.uk/sites/default/files/Reasonable_Adjustments_Disability_Passports_2019_WIP5%20%28logo%20change%29%20secure.pdf
https://www.tuc.org.uk/sites/default/files/Reasonable_Adjustments_Disability_Passports_2019_WIP5%20%28logo%20change%29%20secure.pdf
www.tuc.org.uk/sites/default/files/Reasonable_Adjustments_Disability_Passports_2019_WIP5%20%28logo%20change%29%20secure.pdf 
www.tuc.org.uk/sites/default/files/Reasonable_Adjustments_Disability_Passports_2019_WIP5_Model_Agreement%20secure.pdf
www.tuc.org.uk/sites/default/files/Reasonable_Adjustments_Disability_Passports_2019_WIP5_Model_Agreement%20secure.pdf
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The internal report was compiled by a senior police 
officer in 2016 following longstanding allegations 
that for years, police shared personal information 
about political activists with blacklisting operations 
run by the Economic League and subsequently The 
Consulting Association that were funded and run 
by major firms, particularly top construction firms.

The 69-page report “clearly established that on 
the balance of probabilities”, police had supplied 
information to the blacklist. The firms used the 
blacklist to deny work to those they deemed to be 
"troublemakers".

The report acknowledged a “potentially improper 
flow of information” from Special Branch, a covert 
police unit that monitored political activists, to 
“external organisations which ultimately appeared 
on the blacklist”.

The Metropolitan police asked Mick Creedon, 
the then chief constable of Derbyshire police, to 
write the report after blacklisted workers lodged 
a complaint in 2012.

His report has now been disclosed by the Met 
to the Blacklist Support Group, which represents 
blacklisted workers and is campaigning to expose 
the full extent of collusion between the police and 
the blacklist.

The blacklist was closed in March 2009 after the 
official data protection watchdog ruled that it was 
unlawful.

Creedon’s report describes how in 1978 the 
unnamed trade unionist applied for a job with a 
television company making educational videos. 
The firm, also unidentified, checked the name with 
the Economic League. The blacklisters identified 
the trade unionist as a “leftwing sympathiser” and 
contacted Special Branch.

Special Branch asked the blacklisters for more 
information about the trade unionist, “stressing the 
matter’s importance due to the possible link to ter-
rorism”. However, the Economic League recorded 
this as a fact and told the prospective employer 
who rejected the trade unionist for the job.

According to Creedon, the issue was “corrected” in 
an unspecified way because a relative of the trade 
unionist was a retired chief superintendent who 
asked former police colleagues about it. The Met 
said in a statement that this sharing of information 
would have been “improper”.

Creedon’s report, which acknowledged “numer-
ous areas of concern”, said there was a distinct 
possibility that police officers shared information 
without official authorisation, but not systemically.

Dave Smith, spokesperson for the Blacklist Support 
Group, said it was “laughable” that Creedon had 
dismissed some specific allegations of collusion 
between the police and the blacklist. In one case, 
the fact that three anti-racism activists had been 
stopped at a protest in 1999 was recorded in the 
files of the blacklist, but Creedon said there was no 
evidence the information had been shared outside 
the police.

Following new evidence that demonstrates that 
the police and security services were involved in 
the blacklisting of workers on an “industrial scale”, 
the Unite general union renewed its call for a full 
public inquiry into the blacklisting scandal.

Unite assistant general secretary Howard Beckett 
said: “The blacklisting of construction workers by 
the police is nothing short of criminal.

“The latest revelations demonstrate that this was 
not a one off, or the actions of a rogue individual, 
but there was collusion between the blacklisters 
and the police on an industrial scale for decades.

“Workers and trade unionists will be alarmed at 
these revelations and there needs to be strict legal 
measures introduced to ensure that police collu-
sion into blacklisting can never reoccur.”

www.theguardian.com/uk-news/2019/mar/06/trade-unionist-refused-job-after-police-
passed-details-to-blacklist

https://unitetheunion.org/news-events/news/2019/march/new-blacklisting-evi-
dence-of-police-collusion-heightens-need-for-public-inquiry/
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