
output increased by 0.4%, with a notable rise in 
manufacturing of 0.6%.

www.ons.gov.uk/economy/grossdomesticproductgdp/bulletins/gdpmonthlyestima-
teuk/may2019

www.ons.gov.uk/economy/economicoutputandproductivity/output/bulletins/indexof-
production/may2019

Courts again deny BT a 
change to indexation
Telecoms giant BT has lost its most recent attempt 
to change the indexation arrangements of part of its 
pension scheme, after the Supreme Court denied 
it permission to escalate the case.

It marks the end of a long-run legal battle between 
the telecommunications giant and its BT Pension 
Scheme (BTPS) members, in which switching from 
the Retail Price Index (RPI) to the Consumer Prices 
Index (CPI) would have resulted in roughly 80,000 
Section C members losing out on a combined £2 
billion. 

BT originally lost the High Court case in November 
last year, and the subsequent appeal in December. 
The latest defeat means BT has run out of legal 
avenues. 

Nigel Cotgrove, assistant secretary at the CWU 
communication workers’ union, welcomed “the 

Economy grows slowly 
The economy continues to grow, but at a slower 
rate, according to new official data.

Rolling three-month growth for gross domestic 
product (GDP) was 0.3% in May 2019, the second 
consecutive slowing in growth since the 0.5% seen 
in the first quarter of the year, when there was a 
change in the timing of activity around the original-
ly planned departure date of the UK from the EU. 

Both the services and production sectors grew by 
0.3% in the three months to May 2019, contributing 
positively to headline GDP growth. However, con-
struction growth was flat over the same period, 
with zero contribution, the Office for National 
Statistics (ONS) said.

Within the production sector, growth in manufactur-
ing slowed to just 0.1% on the back of production 
cutbacks and production line closures in the car 
industry. 

The three-monthly increase in manufacturing was 
due mainly to widespread strength with nine of 
the 13 subsectors increasing, partially offset by a 
strong fall of 4.6% from transport equipment.

For the three months to May 2019 compared with 
the same three months to May 2018, production 
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end of this misguided, unnecessary and expensive 
case designed to cut members’ future benefits”.

“This news will come as a great relief to all Section 
C members who have been facing the real pros-
pect of lower pension increases in the future,” said 
Cotgrove. “At last they have closure on an issue 
that has naturally been weighing on minds for a 
very long time now — but the CWU still views it as 
highly regrettable that BT persisted for so long in 
attempting to pursue an attack on pension benefits 
in the face of successive courtroom defeats.”

Noel McClean, national secretary at professionals’ 
union Prospect, added: “Had BT succeeded it would 
have had the potential to cut the value of mem-
bers' pensions in retirement by many thousands of 
pounds. 

"This is a victory for members ... after a long and 
protracted legal battle.”

www.pensionsage.com/pa/BT-loses-latest-attempt-to-switch-pensions-index.php

Wide pay gaps across 
various ethnic groups
Workers of Bangladeshi heritage have the lowest 
median hourly pay of any ethnic group, earning 
20.2% less than white British workers, the first offi-
cial statistics on the subject show.

The analysis by the Office for National Statistics 
(ONS) shows significant gaps remain even when 
education and occupation are taken into account, 
particularly for those born outside the UK.

The headline measure for the ethnicity pay gap 
uses Annual Population Survey (APS) data and is 
calculated as the difference between the average 
hourly earnings of White British and other ethnic 
groups as a proportion of average hourly earnings 
of White British earnings. For example, a 5.0% 
ethnic pay gap between White British and Indian 
ethnic groups would denote that the median hourly 
earnings for employees of an Indian ethnicity are 
5.0% less than median hourly earnings of White 
British employees. 

Conversely, a positive 5.0% pay gap would denote 
that employees of Indian ethnicity earn 5.0% more, 
on average, than White British employees.

The analysis is based mostly around a 10-category 
ethnicity breakdown as this shows differences 
between different ethnic groups that would other-

wise be lost by using a more aggregated ethnicity 
classification.

There was a negative pay gap in 2018 between 
white British workers and six other ethnic catego-
ries in the table below. 

However, white British workers did not have the 
highest median hourly pay, with employees of 
Chinese, Indian or mixed or multiple ethnicity all 
having higher rates and so positive pay gaps on 
white British workers.

Over the past two years, for the seven categories 
that had a negative pay gap in 2017, it narrowed 
for three — Bangladeshi, white other, and any other 
Asian. It moved from negative to positive for the 
mixed/multiple ethnicity group. But for Pakistani 
workers, Black African, Caribbean workers and 
workers categorised as other ethnic group the gap 
has widened between 2017 and 2018. 

TUC general secretary Frances O’Grady said: “The 
harsh reality is that even today race still plays a real 
role in determining pay. 

“Far too many black and minority ethnic workers 
are stuck in insecure and temporary work, which 
not only has a huge impact on their life chances 
but also widens the pay gap.  

“This problem isn’t simply going to disappear over 
time. Ministers must take bold action to confront 
inequality and racism in the labour market. The ob-
vious first step is to introduce mandatory ethnicity 
pay gap reporting without delay.”

People aged 16 to 30 from ethnic minority groups 
tended to have narrower pay gaps than older ethnic 
minority groups. For instance, the difference for 
the Bangladeshi ethnic group compared with white 
British workers was 3.1% among 16- to 30-year-olds 
but 27.9% for those over 30.

The ONS said this could mean second-generation 
migrants were performing better than their parents 
in terms of pay or it could point to earnings pro-
gression varying between different ethnic groups.

Women in the Pakistani and Bangladeshi ethnic 
groups were significantly less likely to be in the 
labour force than those in other ethnic groups. The 
ONS suggested this could be a result of “cultural 
differences” as 38.1% of women from a Bangladeshi 
ethnic group and 32.1% of women from a Pakistani 
ethnic group were found to be inactive because 
they were looking after their family or home.

www.pensionsage.com/pa/BT-loses-latest-attempt-to-switch-pensions-index.php
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London, which has the highest proportion of people 
classified as being in an ethnic minority group, 
had the largest pay gap between white and ethnic 
minority groups, at 21.7%.

The TUC has called on employers to:
l collect and publish data on Black and minoroity 
ethnic pay, recruitment, promotion and dismissal, 
ahead of government action on mandatory ethnicity 
pay gap reporting;
l set targets for improving race equality within 
their organisations; 
l measure and report progress against those 
targets annually; 
l work with the unions to establish targets and 
develop positive action measures to address racial 
inequalities within the workforce; and
l make it clear they have zero tolerance of racism 
and support all staff who raise concerns about 
racism. 

Median gross hourly earnings and ethnicity pay gap 2017-18

2017 pay gap 2018 pay gap

White British £11.55 - £12.03 -

Bangladeshi £9.11 -21.1 £9.60 -20.2

Pakistani £9.63 -16.6 £10.00 -16.9

Black, African, Caribbean £10.91 -5.5 £10.92 -9.2

Other ethnic group £10.68 -7.5 £10.92 -9.2

White other £10.58 -8.4 £11.33 -5.8

Any other Asian £10.42 -9.8 £11.55 -4.0

Mixed/multiple ethnicity £10.91 -5.5 £12.33 2.5

Indian £12.82 11.0 £13.47 12.0

Chinese £14.68 27.1 £15.75 30.9

www.ons.gov.uk/releases/ethnicitypaygapsingreatbritain2018

www.theguardian.com/inequality/2019/jul/09/ethnic-pay-gap-bangladeshi-workers-
earn-fifth-less-white-britons
www.tuc.org.uk/news/government-must-introduce-ethnicity-pay-gap-reporting-with-
out-delay-says-tuc

Just transition towards 
a greener economy
A roadmap to meeting the needs of working people 
in the transition to a low-carbon economy has been 
published by the TUC.

The trade union movement recognises that there 
is overwhelming scientific evidence of the need 
to decarbonise our economy.

Energy-intensive industries, including the energy, 
transport, manufacturing and construction sectors, 
will be key to achieving this transition, but this is 

a project that will require change right across our 
economy, and union members have the expertise 
to deliver it. 

Central to the statement is that the workers and 
communities most affected by climate change must 
have a leading voice in how we move forward.

This is crucial — workers will support moves towards 
industrial transition when this is something that is 
done with them, not something done to them.

The best way to do this is to work with unions. The 
statement calls for companies and organisations 
moving towards a lower carbon model to put in place 
transition agreements — agreed with unions — that 
cover issues such as numbers of workers employed, 
pay, job security, skills and equal opportunities.

Sectoral bargaining is an idea whose time has 
come if we are serious about tackling inequality. 
And unions must have access to all workplaces to 
discuss the benefits of joining a union.

The TUC says any change cannot be left solely to 
the market as this could have massive economic 
and social consequences, in terms of jobs, skills 
and knowledge lost and communities destroyed.

The roadmap — A just transition to a fairer, greener 
economy — sets out proposals for:
l a Just Transition Commission, a cross-party na-
tional commission including business, consumers 
and unions, to plan a clear and funded path to a 
low-carbon economy;
l workplace transition agreements to put work-
ers’ voices at the heart of transition plans in every 
workplace where change is required;
l transition skills funding so that every worker 
has access to training in the new skills needed for 
a low carbon economy, and guaranteed pathways 
to new work; and
l employment standard protections to ensure 
new jobs in the low carbon economy are not of 
lower quality than jobs that are changed or su-
perseded.

TUC general secretary Frances O’Grady said: 
“Trade unions are committed to addressing the 
climate emergency. A greener economy can be a 
fairer economy too, with new work and better jobs 
right across Britain. 

“It’s vital to avoid the mistakes of the 1980s, when 
industrial change devastated communities because 
workers had no say. This time we need a plan that 
everyone can get behind, with workers’ voices at 
the heart of it.

www.ons.gov.uk/releases/ethnicitypaygapsingreatbritain2018
www.theguardian.com/inequality/2019/jul/09/ethnic-pay-gap-bangladeshi-workers-earn-fifth-less-white-britons
www.theguardian.com/inequality/2019/jul/09/ethnic-pay-gap-bangladeshi-workers-earn-fifth-less-white-britons
www.tuc.org.uk/news/government-must-introduce-ethnicity-pay-gap-reporting-without-delay-says-tuc
www.tuc.org.uk/news/government-must-introduce-ethnicity-pay-gap-reporting-without-delay-says-tuc
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“That’s why we’re calling for a politicians, business-
es, consumers and unions to make those plans 
together, through a Just Transition Commission.”

www.tuc.org.uk/sites/default/files/A_Just_Transition_To_A_Greener_Fairer_Econ-
omy.pdf

Firms fail to publish 
parental leave policies
Less than a quarter of the top 100 firms publish 
their parental leave policies, according to the 
Mumsnet website.

The website researched all of the FTSE 100 com-
panies as part of its Publish Parental Leave cam-
paign encouraging companies to publicly state the 
maternity, paternity and adoption leave and pay 
that they offer.

Just 23 publish their policies. They include insur-
ance firms Admiral and Aviva, oil multinationals 
BP and Shell and food and households goods 
multinational Unilever. A full list of the companies 
is shown in the table below.

Many of the FTSE 100 say they offer “generous” 
policies, but don’t go into any more detail, accord-
ing to Mumsnet, making it difficult for anyone who 
wants to work for them to make informed decisions 
about finances and career development. 

Apparently, in many cases it is easier to find out 
about the Christmas hampers and kickboxing 
classes they offer than how many weeks’ pay and 
leave you would get if you became a parent. 

In a survey, 82% of parents and prospective parents 
said they are reluctant to ask potential employers 
about parental leave policies because they worry 
it would make a job offer less likely.

Mumsnet have called on the government to add 
parental leave and pay policies to gender pay gap 
reports. 

Justine Roberts, founder and chief executive officer 
of Mumsnet, said: “It’s bizarre that some of the UK’s 
largest employers feel the need to tell people about 
their wellbeing libraries, but not their parental 
leave policies.”

FTSE 100 companies publishing parental leave policies

Company Industry

Admiral finance and insurance

Aviva finance and insurance

BHP mining

BP oil

British American Tobacco tobacco

BT telecoms

Croda International speciality chemicals

Diageo drink

Direct Line finance and insurance

Experian credit rating

Johnson Matthey speciality chemicals

Reckitt Benckiser household goods

Rio Tinto mining

Rightmove online real estate

Rolls-Royce engineering

Royal Bank of Scotland finance and insurance

Royal Dutch Shell oil

Scottish Mortgage Inv Trust finance and insurance

Severn Trent water

SSE electricity

Standard Chartered finance and insurance

Unilever food and household goods

Vodafone telecoms

www.mumsnet.com/Talk/mumsnet_campaigns/3629959-Big-firms-refuse-to-publish-
their-parental-leave-policies-MNHQs-campaign

www.employeebenefits.co.uk/rolls-royce-vodafone-parental-leave/
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