[image: image1.jpg]


GMB Response to the Low Pay Commission General Consultation on National Minimum Wage 2012
SUMMARY

· GMB continues to push for adult rate to be paid at 18. Failing that, the youth and development rates should increase by the same percentage as the adult rate.

· Increase the apprentice minimum wage at least in line with inflation

· Interns should be paid at least the National Minimum Wage and there should be targeted enforcement

· Show hourly pay rate on payslips and have more awareness campaigns to ensure that young workers or new workers are aware of their rights

· Maintain funding and resources to ensure effective  enforcement

· The higher of average earnings or RPI increases with a view to moving towards £8 an hour making NMW a true “living wage”. GMB will be pressing the Labour Party to commit itself to a National Living Wage in their policy review
· The Adult rate should increase to at least £6.34 

· The Development rate for 18-20 year olds should increase to at least £5.10
· The 16-17 year old rate should increase to at least  £3.77
· The Apprentice rate should increase to at least £2.72
Our submission is in two parts: one concentrating on the key points of the remit and the second part concentrating on issues highlighted in GMB low paying sectors that we wish to bring to the attention of the Low Pay Commission.  

PART 1
1.1
Introduction

GMB is the United Kingdom’s third largest trade union with over 615,000 members in all sectors of UK economy, in both the public and private sector ranging from low paid workers to highly paid, highly skilled, technical and managerial grades. 

1.2
GMB Membership 
GMB’s membership in the private sector is growing twice as fast as our membership overall and at the moment much faster than in the public sector. Specifically, we are seeing membership growth in retail, utilities, security and contracted out services. In the main, this is due to the Government’s austerity measures and spending cuts resulting in some Public Sector Workers being transferred to the Private Sector as services are outsourced.  Through our collective agreements, GMB and other unions continue to push for improved pay and conditions in these private services.
Around half of GMB membership is in the Public Sector where these workers are facing cuts to their living standards due to the two year pay freeze.  The lowest pay spine in Local Government is £6.30 but with the pay freeze imposed upon them, this gap will narrow even further from 1 Oct 2012.  In Scotland, the effects of the pay freeze were worse, the gap between the lowest spine and the NMW would be almost insignificant in October. This led to 32 Scottish Local Authorities announcing a commitment to the payment of a “Living Wage” of £7.20 to all staff: victory for GMB and other Public sector union campaigns.
GMB campaigns for fair wages in order to close the gap between pay and cost of living; our members have seen a squeeze on living standards as inflation rises above pay and our members see pay inequalities with those at the top being award more than the lower paid staff, especially in the Public Sector. We need the Low Pay Commission to be bold this year to ensure that our Public Sector Workers do not fall behind. 

 1.3
Role of the LPC

GMB continues to support the Low Pay Commission who set the rate for over a million workers.  We are pleased that the current Coalition Government has made no changes to the remit and composition of this Commission 
GMB feels that the Commission is more than capable of taking on a wider role in looking at the causes of low pay.  GMB would be also be interested in seeing the Low Pay Commission work with the High Pay Commission to look at narrowing the gap between the highest and the lowest paid workers.

1.4
GMB’s recommendations for October 2013

The underlying rationale for the Low Pay Commission is to try to end low pay. This must mean improving real wages at the bottom end of the labour market, within the constraints of employer affordability. We fully support the TUC submission and agree that the LPC should go beyond keeping pace with the growth in prices and earnings for the coming year. 
We call for a significant rise in NMW but we recognize that NMW is merely a floor so GMB continue to campaign for Living Wage agreements. 
GMB believes that the Low Pay Commission should recommend rates that at least keep pace with RPI and average earnings forecasts.    
Forecasts are for inflation to fall to around 2.3% by the end of 2012 and around 2.5% in 2013, whilst CPI looks to move higher than its 2% target.  Forecasters also predict that Economic growth is forecast to return in 2013 and increase in 2014.
At the time of writing, the Treasury forecasts are as follows:

	Average of forecasts
	Q4 2012
	Q4 2013
	Source

	RPI Inflation forecast
	2.3%
	2.5%
	HM Treasury

	CPI Inflation forecast
	1.9%
	2%
	HM Treasury

	Average Earnings growth
	1.7%
	2.4%
	HM Treasury


Source: HM Treasury forecasts for the UK economy, August 2012
Based on these figures, we have a range of rates below and GMB would recommend an increase of at least in line with RPI .  Given that average earnings are predicted to rise for the next two years, there should be room for a larger increase in October 2013 than in 2012.
	October 2012 Rates
	£6.19
	£4.98
	£3.68
	£2.65

	Suggested rates for 2013
	Adult (Over 21)
	Development (18-21)
	Youth (16-17)
	Apprentice

	2%  CPI inflation forecast
	£6.31
	£5.07
	£3.75
	£2.70

	2.4% Average earnings growth
	£6.34
	£5.10
	£3.77
	£2.71

	2.5%  RPI inflation forecast
	£6.34
	£5.10
	£3.77
	£2.72

	GMB Target
	£8.00
	£8.00
	
	


We do understand that these rates are well above the NMW and may be unrealistic in the current economic climate but it serves to remind us just how far the gap is growing. It is current GMB policy for the National Minimum Wage to be increased to £8 per hour to become a “living wage and this was reinforced at GMB Congress 2012 (as indicated below). 
National Minimum Wage Motion passed at GMB Congress 2012

C7 Covering Motions:
89.  MINIMUM WAGE


Northern Region
90.  INCREASES IN THE NATIONAL MINIMUM WAGE 


Birmingham & W.Midlands Region
NATIONAL MINIMUM WAGE

This Conference rejects the neo-con tendencies of the right-wingers within the Tory Party and Government, who wish for the National Minimum Wage to be reduced or abolished.

Conference calls for the Labour Party opposition to:

· commit to a much higher minimum wage as part of its next General Election manifesto and:

· reaffirm a set rate for the minimum wage that is considerably above current trends in minimum wage changes in the UK;  and not a penny less than £8 per hour (pro rata) 

1.5
Living Wage
It is also GMB Policy that the NMW be replaced by a more fairer “Living Wage” to move more people out of poverty.  

The concept of the Living Wage still remains a popular option.  A move to a Living Wage would benefit families, providing them with an acceptable standard of living especially with high food, transport costs and fuel inflation and takes into account regional variations.  

Working people have a right to decent minimum standards and a recent Joseph Rowntree Study shows that a person would need to earn £8.38 an hour to reach the Minimum Income Standard needed for an acceptable standard of living. 

Spending cuts and cuts in benefits is going to make this worse.   Recent figures showing increases in UK child poverty also add to the worry.
Interestingly, the arguments for the cost of implementing the Living Wage (as debated by the Resolution Foundation) reminds us of the early days before the National Minimum Wage was established and were the very same arguments against having a NMW. 

GMB recommendation:  The higher of average earnings or RPI increases with a view to moving towards £8 an hour making NMW a “living wage”. GMB will also be pressing the Labour Party to commit itself to a National Living Wage in their policy review
1.6
Young People 

Young People and Apprenticeships are the two areas that need encouragement. At the time of writing, there are many unfilled university places as our 18 year olds opt out of going to university mainly due to the trebling of the tuition fees.  We need to encourage these to go into work or go into vocational training not join the increasing ranks of the youth unemployed. 

Together with the TUC, GMB are concerned with the rising youth unemployment figures for young people and the effect of the cuts on this age group especially in youth and community services. We fully support the detailed submission made by the TUC. 
We understand the LPC’s caution in uprating youth rates against this gloomy picture but there needs to be a light at the end of the tunnel.
1.7
Age Related Rates 

GMB agrees with TUC that the austerity agenda isn’t working.  Young people are facing more and more obstacles; the loss of EMA, increased travel and living costs have increased, and increased youth unemployment.  We were very concerned that the Youth Rates were frozen last year in order to “support employers and protect jobs”. Therefore we feel a key challenge for the LPC is to ensure that there is a considerable increase in the youth rate for 2013.

GMB has a longstanding policy to see the adult rate be paid from the age of 18 rather than the present age 21.  A large number of employers already pay adult rate at 18. It remains our policy for workers to receive the same rate where they are doing the same job, regardless of age.  Many good employers pay the rate for the job not the age but there are still many who exploit training rates.  

GMB recommendation:  GMB continues to call for adult rate to be paid at 18. Failing that, the youth and development rates should increase by the same percentage as the adult rate.

1.8
Apprentices 
From 1 October 2012, the apprentice rate will have been in force for 3 years.  GMB wish to see this rate increased each year of the apprenticeship and not just be a single rate.  We believe that there still continues to be a gender pay gap for apprentices.   The apprentice rate should be at the very least increased in line with RPI but we feel that a higher increase is needed.

GMB Recommendation: Increase the apprentice minimum wage at least in line with inflation
1.9
Internships
Internships continue to be very attractive to young people looking to get into the job market or trying to boost their CVs. As many young people are now not going to university, some may look to internships (or even volunteer work) as a route into a company or industry.
Currently, the only way to get into many of the most competitive professions such as the media and politics is by becoming an intern and not be paid a wage. This will deter many from applying as they may not be able to afford to live for more than three months with no pay.  Interns will not want to argue with their “employer” for fear of losing their placement and so this abuse continues.  

Unpaid internships, exploits workers, creates a real financial barrier and prevents equal opportunities. People from low income background will be deterred in applying for an internship. Companies need to recognise that the work carried out by these interns is “real work” and should be paid as such. 

Internship Motions passed at GMB Congress 2012

83.
INTERNSHIPS 

This Conference is concerned about the increase in internships.  This system of ‘on-the-job’ training mainly for white-collar jobs may be paid, unpaid or partially paid (in the form of a stipend), but we call on the GMB to campaign for a change in the British internships system whereby all interns have rights under Employment Law to receive at least a guaranteed minimum wage for the length of their internship and not allow companies to use them as cheap and free labour.

PONTYPRIDD GENERAL BRANCH,  South Western Region

84.
UNPAID LABOUR & INTERNSHIPS 

Congress resolves to lead a campaign alongside the TUC and other unions to stop the practice of using employment “volunteers” to work in supermarkets and other workplaces without any pay and with the threat of losing their benefits if they stop doing it.   This is to be done by:

a)
Agreeing a strategy with other unions and the TUC to co-ordinate action.

b)
Negotiating agreements with employers where we have recognition (e.g. ASDA) to stop this  exploitative practice.

c)
By actively engaging with the media to publicise this iniquitous practice and our opposition.

LOWESTOFT BRANCH, London Region
GMB Recommendation: Interns should be paid at least the National Minimum Wage, there should be targeted enforcement and there should be increased awareness of their rights
1.10
Awareness, guidance, enforcement

GMB sees it as a high priority to maintain current funding for monitoring and enforcement and to keep the enforcement regime under review. Effective enforcement is vital to the continuing success of the NMW.  We need to continue to raise awareness and have this “joined up” approach and the Pay and Work Rights Helpline is essential for providing access to assistance.  

We are disappointed at the small numbers of employers who have been “named and shamed” GMB is still concerned that there has been little change and the criteria for naming and shaming means that not many employers are identified. However, in order to do this, the Government needs to ensure that there are sufficient resources allocated to HMRC and BIS.  
We feel that there needs to be simpler guidance available especially for the young workers and would like to see the use of “i-phone” type apps to give people information on NMW and their rights.  

It is currently difficult to find all the guidance in one website, but if the Government are looking at moving to a single website, this needs to be in sufficient detail, clear and concise and the content should be worked on in conjunction with trade unions and employers.  We endorse TUC’s concern on this as highlighted in their submission.
GMB Recommendation: Maintain funding and resources to ensure effective enforcement

PART 2
GMB have found examples of companies who are actively looking for ways to avoid paying the NMW, including bogus self-employment, adopting zero hours contracts, making improper deductions for tools and travel and so on, and wrongly labeling workers as interns or volunteers.  

2.1 
RETAIL SECTOR
As this submission was being finalised, GMB highlighted one branch of NEXT who were visibly employing staff who were under 18 year old in its stores and warehouses so that they only need to pay the lowest rate of the National Minimum Wage.  GMB are calling for them to pay the adult rate.
GMB Press Release 10 September 2012 
Next Low Pay Linked To High Profit
NEXT PROFITS FORECAST OF £620M SUPPORTS UNION CALLS ON COMPANY TO INCREASE LOW WAGES FOR STAFF TO LIVING WAGE
Figures published by GMB show that that NEXT are amongst the worst offenders in the retail sector for low pay and high profits and there is a link between the two
 
GMB, the union for retail staff, has called upon directors at NEXT to increase the wages of staff from national minimum wage of £ 6.08 per hour and below for young staff to a living wage of £7.20 per hour for all staff. 

This is after the company issued the half year results today showing revenue up 4.8% to £1,640.3m, profit before taxation up 10.2% to £251.3m, gross profit £486.2m, operating profit £265.8m, earnings per share up 18.7% to 118.5p and the interim dividend up 12.7% to 31p per share. Profits for the year are forecast to be between £575m and £620m and the company plan to spend £200m of share buy backs.

 Earlier this week GMB published an analysis of profits and wages in the retail sector. This shows that Next makes super profits of 17.5p per £ spent in the shops while average wage are less than £9,571 per worker per year. GMB staged a demonstration outside the Brighton NEXT store earlier this week to support the call for higher pay.

Next was the Olympic supplier of clothing and has nearly 50,000 employees at over 500 stores, call centres and warehouses in the UK and Ireland. This is the first demo by GMB members who plan a series of demonstrations outside the company shops as a part of the campaign.
Last month Next advertised jobs for warehouse jobs in Yorkshire for as low as £4.42 per hour which can only be paid to young workers aged 16 and 17. They were offering £2.60 per hour for apprentices. They advertised jobs in their Epsom store for £4.98 per hour. The rate they offer for retail staff aged 21 and over is £6.08 - the main national minimum rate for workers aged 21 and over.

2.2 
CARE SECTOR

GMB has a large membership in the Care Sector both in domiciliary and residential care.  
In a residential home, we have had a case where an employer is failing to pay for training for its Care Staff despite many requests for payment.
In domiciliary care, our main concerns are bullying and harassment, the lack of training, and the non payment of travel time between visits they are only paid for the calls they make.  Carers have to use their own mobiles and transport which they pay the mobile rental and petrol themselves. One company in the South West even charges carers to hire a company vehicle and hire a mobile phone and do not repay hire fees.  GMB feels that this should be an area of targeted enforcement or further investigation.  These companies are driven by profits not the need to ensure adequate social care for the elderly.  Below are two recent press releases from the GMB Website

GMB Press Release   Monday 5th March 2012 

4 Seasons Gosport Unpaid Wages
GMB CALLS ON FOUR SEASONS TO INVESTIGATE NEW HAMPSHIRE CARE HOME MANAGER WHO TOOK THE PLACE OF MANAGER REPLACED IN DISPUTE OVER UNPAID TRAINING FOR CARE STAFF
Upon investigation it would appear that the GMB member made many requests to the new manager for monies due to be paid and many promises have been made which have been continually broken.
GMB, the union for Four Season care home workers, has called on the company to investigate the performance of the new manager of Woodcot Lodge Care Home in Gosport Hampshire after a serious complaint from a GMB member employed at the care home.

Raj Dinya is the new manager at the home. He replaced the previous manager who left following a complaint from GMB that staff at the home were being force to undertake necessary training in their own time for no pay. Adrian Baker, GMB Organiser has now written to Mr Peter Buckle, Director of Corporate Services Four Seasons Health Care complaining that the new manager delayed for two months, to pay £600 due to a GMB member, leaving her in a financially stressed position. She had been forced to resort to pay day loans to make ends meet. Promises by the manager to make the payment were not adhered to leading to the member being unable to meet the terms of the pay day loans making matters worse. Adrian Baker, GMB Organiser said, “This GMB member has raised a grievance with the Four Seasons in respect of the failure to pay monies arising from her contract of employment, a failure which GMB consider is illegal. This member, a mother of two children, has not received these payments from the company for some two months, leaving her in a very financially stressed position.Upon investigation it would appear that the member made many requests to the new manager for monies due to be paid. Many promises were made by the manager which was not adhered to. This badly impacted on our member’s ability to meet the terms of the pay day loans she was forced to take out to make ends meet. Investigations suggest that our member may be a victim of harassment. For the second time in recent months we are asking Four Seasons to investigate the manager of their Woodcot Lodge care home.”
Friday 16th March 2012

Poor Care Linked To Poor Pay

POOR STANDARDS OF PAY AND CONDITIONS FOR PRIVATE HOME CARE STAFF IS AT THE ROOT OF POOR STANDARDS OF CARE FOR ELDERLY IDENTIFIED BY WHICH REPORT SAYS GMB
Private equity operators like AA have moved into home care and their aim is to make money with the inevitable consequences that profits comes before people
GMB, the union for workers in the elderly care sector, commented on the Which reports on poor standards in home care for the elderly provided by private sector companies operating in the sector. Justin Bowden, GMB national officer for care workers, said 
"Poor care is linked to poor pay. GMB have had members employed as mobile care workers by private care companies who were not paid during traveling time between visits so get less than national minimum wage for time on duty. “
This happened recently to members employed by Avante Partnership in Faversham, Kent until GMB stepped in to get their pay changed to cover all time on duty.
Some have to use their own vehicles and phones and are not given enough time to fit in all the visits. See statement below for my colleague in Northern Ireland.
This is a formula for poor care. We did not have this constant stream of reports of poor standards when local councils provided home care direct with staff covered by proper agreements.
Two developments drive changes in private home care. First personalisation gives money to families to make their own arrangement to provide care for their elderly relatives. Many get little help in choosing good providers Second private equity has moved into home care. AA is a good example. Their object is to make money with the inevitable consequences that profits comes before people. Look at the mess private equity made in care homes.”  

Eamonn Coy, GMB Senior Organiser in Northern Ireland added, “Two companies, Careforce and Peacehaven, operating here, bear out the findings in the Which report.
Careforce is a subsidiary of the Mears Group PLC. They are responsible for delivering home care in a number of predominantly rural areas of Northern Ireland. Staff employed by Careforce were paid below the statutory minimum rate of pay and they were employed on zero hours contracts. They received work on a totally ad hoc basis never knowing from one day to the next whether or not they would have any work and they have no opportunity to have any continuity in respect of the elderly whom they care for. The employer refused to pay any travel expenses and also refused to pay the cost of their usage of their own personal mobile phones. Staff received almost zero training and they believed they are simply a means to an end for the company to earn money at their expense but they are neither trained nor encouraged to deliver any reasonable standard of home care.  
Staff worked under a regime of fear and uncertainty around their livelihoods. They were only able to deliver the most basic levels of support because of a lack of training and were never allocated enough time to do the job properly. They were expected to cover a whole range of duties. Home helps assist with cooking, shopping, light housework, help with getting up and dressed, help with shaving, washing or bathing, help doing the laundry, feeding the pets, collecting prescription’s, medication, continence care and day and night sits. They also provided specialist care - for example support for people living with dementia. 
I managed to have one meeting with Careforce. They were completely unwilling to address any of the critical underlying problems of staff and their ability to deliver necessary standards of care, and they stated they were in it to make a profit and he would best decide what did or didn't need doing despite having no direct involvement.  

Peacehaven is a small operator based in Kilkeel in Northern Ireland, employing a small number of home care staff delivering care to the elderly in rural areas around the Kilkeel and Newcastle areas. Staff receive little or no training. They are paid on or below the statutory minimum wage and they suffer abuse from their employer on a daily basis.
By way of example, this employer attempted to discipline 2 members of the home care staff because they had allegedly failed to turn up on time when caring for a particular client. Upon investigation GMB, together with the care staff, identified a completely bizarre situation whereby rotas were constructed in such a way as there was no travel time whatsoever allowed between jobs. Effectively the carer finished work with a client, for example, at midday and they were expected to be with their next client 3 or 4 miles away, at the same time. Even though GMB contested this flawed way of working, the employer effectively told us it was not the GMB's business and they would continue to do what suited ‘their’ interest best.
Staff were only allocated 30 minutes to care for elderly vulnerable people and for the greater part they would have to leave in the knowledge that they would have only had a minimum impact on the overall care that would have been required in respect of any elderly person.
The attitude of these employers and the conditions of employment are reminiscent of conditions in the 1930s and will be the norm in the future unless policy makers get a grip now as GMB advocate.”
2.3
ZERO HOURS

Under a zero hours contract, employees are obliged to make themselves available for work but the employer does not have to provide work. A zero hours contract normally has no specified hours of work and the pattern of work is irregular and can vary from week to week or month to month.  The problem with these contracts is that workers are only paid for the time they work, so even if they have to wait on work premises or be at home waiting by the phone, they may not be paid for this waiting time. However, legally, if they are on a zero hours contract, they should be entitled to be paid for any time they have to be on work premises waiting for work, unless their contract of employment says otherwise. 

GMB feel there needs to be better awareness and enforcement for workers on these casual or irregular hours contracts. These workers are more than casual workers as they tend to work for an employer for more than 13 weeks. 
GMB have discovered instances where employees working Zero Hours Contracts (ZHC) are facing abuse and are unaware of their rights. 
GMB feel that the Low Pay Commission should look at this type of worker with a view to closing the loopholes and ensure that they understand their rights.
We found it a struggle to find specific guidance about these workers. The DirectGov Website says that they are casual or irregular hours workers but does not go further.  It might be better to have a checklist or a YES/NO flowchart to show workers what they are entitled to. 
One case reported to us comes from a large Hotel chain in the Midlands where a number of Eastern European staff have been working in the kitchen on minimum wage. They have been on a ZHC for four years yet there is clear evidence that they have regular work patterns.  
Employers regard these workers as “flexible” but it is GMB’s current practice that if workers have a regular pattern of work over a fixed period of say 12 months, then they should be offered employment on a permanent contract of employment not a casual one. 
Whilst we understand that this practice is growing, GMB would like to see company HR Departments producing regular reports for their management highlighting how many staff are working on ZHC, how many may be working more than 48 hours and how regular their work is.
We understand that in one NHS Trust in the South West, there are over 1,000 people working on Zero Hours Contracts in all levels of the organisation:  healthcare assistant, midwife, doctor, surgeon, admin/ clerical. These workers have no security of income.

Zero Hours in the Security Industry

The single biggest sector where there is evidence of misuse of zero hours contracts is the security industry with a growing trend to use Zero Hours workers with no guarantee of minimum hours instead of using hourly paid workers.  GMB is opposed to using ZHC as there is no protection for the employee and maximum flexibility for the employer.  
GMB has a large membership in this industry and the following three motions to the GMB Commercial Services Conference this year highlight some of the concerns of our members.
MOTIONS TO GMB COMMERCIAL SERVICES SECTION CONFERENCE 2012

CS9.
ZERO HOURS CONTRACTS
This Conference is asked to attack the practice of so called Zero Hours Contracts. This is where companies bully or cajole our members into signing contracts that in essence are part time with no specified hours.

Companies who defend the practice of demolishing established practice and conditions as market led practice are to be prevented from furthering the erosion of hard fought for benefits.

These Contracts need to be opposed at all levels of GMB organisation and a return to a defined working week providing a living wage needs to be pursued.

G36 SECURITY BRANCH, Southern Region
CS10.
CHANGING CONTRACTUAL HOURS TO ZERO HOURS CONTRACT

This Congress is deeply concerned that some security companies are changing Static Guards contractual hours to zero hour’s contract.

If our Security Guards don’t agree, they terminate their contract (by giving 4 weeks notice) and offer our security guards a new one including the revised terms – effectively sacking our Security Guards and taking our Security Guards back on.   This may be due to cost cutting or wilful disregard.  This seems on the surface a small matter, but cause Security Guards stress and in some instance terms and conditions are amended to change without employee consent.                              GMB LONDON SECURITY BRANCH, London Region
CS11.
THIRD PARTY PRESSURE IN PRIVATE SECURITY INDUSTRY

Congress 2012/Commercial Services Conference resolves that in this time when much work is contracted out to either agencies or contracting companies particularly within the security industry, that the Government should strengthen the clauses whereby a worker is removed from site due to pressure from the client upon the contracting company.

There are many instances where the reasons for removal from site at client request would not be sufficient under Employment Law to dismiss.   Yet, especially in the present economic climate and with a zero hour contract this is in effect what happens to the worker when they leave the site of their employment.   We feel that the reasons for a worker to be requested to leave a site by the client should at least be as strong as those required for dismissal for gross misconduct otherwise they could be dealt with by the disciplinary procedure of the contracting company.                                                GMB LONDON SECURITY BRANCH,London Region
For these workers, training beyond the SIA training requirement, will be rare any additional training is only specific to the particular job role requirement.  Zero Hours security workers have to pay for their own SIA Training and Licence rather than company paying for it, which can be a barrier to employment. They are not normally part of the company pension scheme. Although some of these workers are not on minimum wage, there are still some contracts on NMW or just above

By nature, the contract security sector is mainly profit driven and labour costs are driven down to the bare minimum. An emerging trend during the recession has seen procurement of security provision focusing on 'fixed price' contracts, which have no provision for an annual pay uplift. Many of these contracts can be fixed for up to 5 years. The company needs people on standby so they only pay for the hours they need. There are no national pay rates but different rates for each of the workplaces. 

GMB has an example of a security company based in Scotland where  workers are “on the books, at the employers beck and call” they cannot claim benefits as they are technically in full time employment but are basically on permanent standby.  Many workers have 4 to 5 shifts a week. 

GMB is trying to increase the number of women working in the security industry but this type of working is not suitable for women due to the unknown working pattern.  

We also have examples from a much larger well known security company where workers have been taken on with zero hours contracts and are normally given only 12 hours notice of a shift. This is especially prevalent in the hospitality and events industry.  GMB is working with this company to reduce the number of workers on Zero Hours Contracts and have negotiated an agreement that if a worker has been on a ZHC for a year and they have a regular pattern of work then they should be made a permanent employee. 

However we are seeing a greater and wider use of ZHC in the security industry, with some large employers now adopting a recruitment strategy based on 'mixed contracts', fulltime, part time, casual and ZHC. This allows maximum flexibility and least 'over head' labour costs for the employer. Whilst offering 'poor' quality jobs for those on the ZHC. We also have concerns that the growing trend to use ZHC will have a negative impact in driving down standards within an industry that is focused on the protection of the public and buildings, and often operates in sensitive areas

GMB would be interested to see if the Low Pay Commission might consider looking at Zero Hours contracts and other precarious contracts.  At the time of writing, the TUC are calling for national minimum hours in conjunction with a National Minimum Wage.  
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