
2019, earnings increased by 5.2%, which translates 
to a 3.1% increase in real terms. 

The greater rate of increase for part-time jobs has 
been notable since 2014. They are more affected 
by increases in the National Living Wage (NLW) 
and National Minimum Wage (NMW), which have 
been higher than inflation in recent years.

Median gross weekly earnings — April 2019 1

  Full-time Part-time All

Men £628.40 £184.70 £574.90

Women £527.80 £201.40 £387.90

All £584.90 £196.90 £479.10

% increase 2018-19

Men 3.3% 4.5% 3.7%

Women 3.7% 6.0% 4.9%

All 2.9% 5.2% 4.2%

1 Employees on adult rate, pay unaffected by absence

Distribution of earnings The gap between the 
top 10% of men and women and the bottom 10% in 
April 2019 was at least £806.50 a week — based on 
the distribution of gross median weekly earnings 
for full-time employees on adult rates. 

For full-time adults, the top 10% had weekly earnings 
of at least £1,158.20 — at least 97% higher than the 
£584.90 median, while those in the bottom 10% were 
on less than £345.00 — 59% of the median at most.

Earnings still lower 
than 2008 peak
If the Conservatives start crowing about how they 
are the party of working people — yes it’s utterly 
laughable — then ask why are earnings still 2.9% 
lower than the peak of 2008. That is one of the head-
line findings of the 2019 Annual Survey of Hours and 
Earnings, from the Office for National Statistics.

Median weekly earnings for full-time employees 
reached £585 (rounded) in April 2019, but in real 
terms are still 2.9% lower (£18 lower) than the peak 
in 2008 of £603 in 2019 prices. The ONS uses CPI 
consumer inflation for its calculations, if RPI retail 
price inflation is used the gap is even greater.

The £585 median for 2019 is an increase of 2.9% 
since April 2018; and a real-terms increase of 0.9% 
on 2018, after adjusting for CPI inflation, but a 0.1% 
decrease if RPI inflation is used.

Between April 2018 and April 2019, over a third 
(35.7%) of full-time employees experienced a  
real-term pay decrease or pay freeze, the ONS 
said. There’s little comfort for workers in that the 
proportion has come down from 43.3% in 2018. 

Median weekly earnings for part-time jobs in-
creased at a greater rate than full-time jobs. In 
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With weekly earnings of at least £1,259.20 the top 
10% of men earned 100% more than the male medi-
an on £628.40, while for the bottom 10% on £364.80 
or less it was 58% of the median.

The top 10% of women had earnings of over £988.90 
or 87% higher than the median figure of £527.80, 
while for the bottom 10% on £327.70 or less it was 
62% of the median.

Distribution of gross weekly earnings 1

Full-time Part-time

Men

10% earned less than £364.80 £53.80

50% earned less than £628.40 £184.70

10% earned more than £1,259.20 £440.00

Women

10% earned less than £327.70 £65.20

50% earned less than £527.80 £201.40

10% earned more than £988.90 £451.80

Men and women

10% earned less than £345.00 £61.80

50% earned less than £584.90 £196.90

10% earned more than £1,151.50 £449.50
1 Employees on adult rate, pay unaffected by absence

Gender pay gap The Equal Pay Act was passed al-
most 50 years ago and women still face unequal pay.

For monitoring the gender pay gap, it is best to 
compare median hourly earnings excluding over-
time between men and women.

The gender pay gap among full-time employees 
stands at 8.9%, little changed from 2018 when it was 
8.6%, and a decline of only 0.6 percentage points 
(pps) since 2012.

The gender pay gap is higher for all employees 
than for each of full-time employees and part-time 
employees. This is because women fill more part-
time jobs, which have lower hourly median pay 
than full-time jobs, and are more likely to be in 
lower-paid occupations.

Gender pay gap 2018-19

Full-time Part-time All

2018 8.6% -4.9% 17.8%

2019 8.9% -3.1% 17.3%

For age groups under 40 years, the gender pay 
gap for full-time employees is now close to zero. 
Among 40- to 49-year-olds the gap (currently 11.4%) 
has decreased substantially over time. Meanwhile, 

among 50- to 59- year-olds and those over 60 years, 
the gender pay gap is over 15% and is not declining 
strongly over time. 

One of the reasons for differences in the gender 
pay gap between age groups is that women over 
40 years are more likely to work in lower-paid oc-
cupations and, compared with younger women, 
are less likely to work as managers, directors or 
senior officials.

Occupations The data for full-time average (median) 
weekly earnings by occupation show an increase of 
5.0% and 3.0% for services and sales occupations 
respectively, helped by the above-inflation increase 
in the statutory National Living Wage. For associate 
professionals the increase was only 0.6%.

Fact Service will use this table to revise the figures 
by the percentage rise in average weekly earnings 
published every month by the Office for National 
Statistics to give a rough estimate of what earnings 
are in each broad occupation each month.

Full-time average weekly earnings by occupation

£ a week % increase

All employees £584.90 2.8%

Male employees £628.40 3.2%

Female employees £527.80 3.7%

Managers £862.40 3.3%

Professionals £768.40 3.1%

Associate professionals £623.90 0.6%

Admin & secretarial £458.20 2.7%

Skilled/craft £541.40 3.2%

Services £392.10 5.0%

Sales £394.80 3.0%

Operatives £504.00 2.9%

Other manual jobs £395.60 2.7%

https://www.ons.gov.uk/releases/employeeearningsintheuk2019

EHRC guidance on 
gagging clauses
The new guidance designed to help employers 
understand how and when they can use confiden-
tiality agreements legitimately, and when these 
agreements will not be enforceable has been 
published by the Equality and Human Rights 
Commission (EHRC).

Confidentiality agreements are sometimes re-
ferred to as confidentiality clauses, non-disclosure 

https://www.ons.gov.uk/releases/employeeearningsintheuk2019
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agreements (NDAs) or gagging clauses. This guid-
ance refers to any form of agreement or contract 
where it is agreed that certain types of information 
will not be discussed or passed on.

The guidance follows the EHRC’s 2018 report, Turn-
ing the tables. That report explained that, while 
some confidentiality agreements do have legiti-
mate uses, they are routinely and inappropriately 
used to cover up, and stop workers from speaking 
up about, harassment, in turn, preventing discus-
sion of discrimination on a wider scale.

The new guidance outlines some important dos 
and don’ts:
l don’t ever ask a worker to sign a confidentiality 
agreement as part of their employment contract 
which would prevent them from making discrim-
ination claim against the employer  in the future;
l don’t use a confidentiality agreement to prevent 
a worker from discussing a discriminatory inci-
dent that took place in their workplace unless, for 
example, the victim has requested confidentiality 
around their discriminatory experience;
l don’t ever use a confidentiality agreement to 
stop employees from whistleblowing, reporting 
criminal activity or disclosing other information 
as required by law;
l do always give a worker a copy of the confiden-
tiality agreement;
l do make sure the confidentiality agreement 
spells out the details of exactly what information 
is confidential;
l do always give a worker time to read and fully 
understand the terms of a confidentiality agree-
ment; and
l do monitor the use of confidentiality agreements 
in the workplace.

Public services union UNISON has welcomed 
the new guidance. Women’s officer Josie Irwin 
said: “Our members are often required to sign 
confidentiality clauses — NHS staff are required 
to preserve the confidentiality of any information 
regarding patients.

“People are often coerced into signing NDAs 
without realising that this may prevent them from 
talking about sexual harassment.

"Sexual harassment occurs when an individual 
engages in unwanted behaviour of a sexual nature. 
It violates a person’s dignity and creates an intimi-
dating, hostile, degrading, humiliating or offensive 
environment for the individual concerned.”

www.equalityhumanrights.com/sites/default/files/guidance-confidentiality-agree-
ments-in-discrimination-cases.pdf

www.unison.org.uk/news/2019/10/speaking-sexual-harassment/

Staff cuts at academy 
chain a risk to safety
The safety of pupils and staff could be at risk if 
Ormiston Academies Trust — which runs primary 
and secondary schools across England — follows 
through with plans to cut caretaking and mainte-
nance jobs, says public services union UNISON.

The trust, which operates 38 schools across the 
country, has announced plans to axe or relocate vital 
support staff roles across its network. Ormiston is 
also proposing to cut a number of information and 
communication technology (ICT) jobs, with affected 
staff due to learn their fate just before Christmas. 

More than 130 posts in schools across the East, the 
East and West Midlands, North West, South East 
and Yorkshire and the Humber will be affected. 

The union is concerned that not enough thought 
has been given to the health, safety and welfare im-
pact of cutting caretaking and maintenance roles. 

The union is urging the trust to pause its plans until 
a full assessment and proper consultation can take 
place. Yet Ormiston has set aside barely a month 
to decide the future of staff, which is not enough 
time, says UNISON.

The threatened workers are responsible for conduct-
ing fire safety checks and ensuring fire alarms and 
escape routes meet the required standards. They 
also carry out regular building checks to make sure 
they’re safe and free of hazardous materials, such as 
asbestos. Staff are also on site to deal with mainte-
nance emergencies, so they can limit the disruption 
to teaching and learning in the classroom.

However, from next April, Ormiston Academies 
Trust plans to replace on-site caretaking and main-
tenance teams with a slimmed-down force working 
across multiple sites.

The Trust isn’t penny pinching in some areas. Orm-
iston’s chief executive since October 2017 received 
£184,160 in 2018, while trustee and principal of 
Ormiston Sir Stanley Matthews Academy received 
a 14.9% pay rise taking him to £134,800 a year.

UNISON head of education Jon Richards said: “Em-
ployees crucial to the smooth running of schools are 
being pushed out of their jobs. Time and time again 
we’ve seen large organisations impose cost-cutting 
measures that sound good in the boardroom, but in 

www.equalityhumanrights.com/sites/default/files/guidance-confidentiality-agreements-in-discrimination-cases.pdf
www.equalityhumanrights.com/sites/default/files/guidance-confidentiality-agreements-in-discrimination-cases.pdf
www.unison.org.uk/news/2019/10/speaking-sexual-harassment/
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the real world lead to poorer services, low morale, 
unemployment and, in this case, safety risks. 

“Ormiston must halt its plans now and set aside a 
more realistic amount of time to consult with unions 
about a plan that affects the lives of hundreds of 
workers, and many more pupils and parents.”

www.unison.org.uk/news/press-release/2019/10/academy-chains-plan-axe-staff-risk-school-safety/

Sexual harassment rife 
in music industry
Almost half (48%) of musicians have experienced 
sexual harassment at work, according the Musi-
cians’ Union (MU). Alarmingly, over four in five 
(85%) victims did not report the harassment.

The research from the MU goes on to detail how 
almost two-thirds (61%) of musicians feel they are 
more at risk because they work on a freelance 
basis. Just one in five (19%) say the contracts they 
work under include policies or procedures to deal 
with incidents of sexual harassment.

With 90% of its members working in a freelance 
capacity, the MU is calling on government to ex-
tend the protections relating to discrimination and 
harassment in the Equality Act 2010 to freelancers, 
so that they are entitled to the same protections as 
the majority of individuals in the workplace who 
are already protected.

The MU is encouraging the public to back this 
request by signing a petition seeking stronger 
legislation to protect freelancers from sexual 
harassment.

Sign at: www.megaphone.org.uk/petitions/end-sex-
ual-harassment-at-work-for-freelancers-too

Workplace culture is cited as the greatest barrier 
to reporting harassment (55%), followed by fear 
of losing work (41%), expectations that the issue 
would not be handled appropriately (32%) and fear 
of not being believed or taken seriously (27%).

Naomi Pohl, deputy general secretary of the MU, 
said: “Many musicians who have gone public with 
their story are now being taken to court for defama-
tion — evidence of the situation we’re dealing with.

“Survivors are often unable to speak out because 
the consequences for their career or personal 

life are devastating. In most cases we’re aware of, 
the survivor ends up leaving the workplace or the 
industry and there are very few consequences for 
the perpetrator.”

https://www.musiciansunion.org.uk/Home/News/2019/Oct/Sexual-Harass-
ment-Widespread-Across-the-UK-Music-I

The problems faced by 
precarious workers 
People in insecure work, such as zero- and short-
hours contracts, are concerned by a loss of control 
over their time, a Scottish TUC report finds.

The STUC has called for action from employers 
and the UK and Scottish governments to address 
the problems arising from “precarious work”, and 
on unions to find ways to organise isolated workers.

The report, Time, control, trust: collectivising in 
precarious work, sets out the findings of research 
conducted by the STUC and academics from the 
Universities of Glasgow and Strathclyde.

The research found that workers in precarious 
employment — such as temporary, zero- and short-
hours contracts — were exhausted and had little 
time to spend with family or were struggling with 
multiple jobs to make ends meet. This double 
whammy of being both time-poor and financially 
poor, is taking a toll on workers' mental health.

The research identified that “precarious workers” 
were often facing challenges around their em-
ployment rights, such as access to paid holiday, 
sick pay, maternity or paternity leave, difficulty 
meeting caring responsibilities and a lack of 
control over working time. The report said that 
employment rights should be legally enforceable 
“from day one”.

Precarious workers would receive clear benefits 
from a higher degree of union organisation, the  
report says. Union campaigns focused on the 
themes of "time" and "control" and the impact that 
precarious work has on the worker are likely to 
resonate with workers in a range of precarious 
work settings. Organising and negotiating around 
these themes, therefore, should be higher on  
unions’ bargaining agenda.

https://www.commonspace.scot/articles/14831/workers-lack-time-control-and-trust-
zero-and-short-hours-contracts-research-finds

http://www.stuc.org.uk/files/precarityreport.pdf
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