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This report presents research findings about the
prioritìes for'decent work' for tow-paid workers
in Scotland and their current experiences of the
workplace.r The research is unique as it employs a

mixed method approach specif icatty targeted at the
[ow-paid and with an emphasis on participation - it
was not research on low-paid workers but research
with tow-paid workers.2 The focus on the low-paid was
chosen deliberately because for too many peopte work
faits to provide a route out of poverty.

The project involved more than 1500 peopte who
gave theìr views about what'decent work' means
to them. Vìews were elicited through focus groups,

ìndividual interviews, street statts and an opinion poLL.

The research focused in particular on peop[e with
experience in tow-wage sectors or with tow earnings
and intentionaLLy inctuded demographic groups facing
addìtlonat disadvantages in the workplace, such

as disabted peopLe and members of ethnic minority
gr0ups.

The research produced a ranked tist of 26 factors
which research participants deemed to be most or

least important to make work'decent'. Using this list,
a tabour market assessment was undertaken in order
to show how Scottand performs against the factors
prioiitised by participants. This assessment ls based
on an analysis of existing data on the labour markets
of Scottand and the United Kingdom {UKl as a whote.
The report combines thls quantitative Labour market
data with the quatitative research and participants'
quotes to hightight the impact of employment
practices on peopte's lives.

The findings suggest a significant degree of
consistency as to what matters most to tow-paid
workers. When asked. unprompted, 'what one ihing is

ìmportant for decent work?'focus group participants'
tended to emphasise intrinsic characteristics of
work such as satisfying and sociable work as we[[
as work which affords recognition, dignity, and

respect. Alongside this, they commonty hightighted
decent pay, fair pay and job security. However, when
asked to pr'ìoritise a number of factors, focus group
participants particutarly valued basic issues around
pay and securìty as we[[ as a supportive manager.

ïhe f utt set of priorities f rom the focus groups is

detaited within Tabte 1.

TABLE 1: PRI0RITIES F0R DECENT w0RK lDEilTlFlED
BY FOCUS GROUP PARTIC!PA}ITS

I 0ecent hourty rate: An hourty rate or sa[ary that is
enough to cover basic needs such as food, h0using
and things most peopte take for granted without
getting into debt

2 Job security

3 Paid Ieave: Paid hotidays and paid sick teave

4 Safe environment: A safe working environment free
from physicat and mentaI risk or harm

5 Supportive manager: A supportive line manager

6 Fair pay to simitar jobs: Being paid f airl.y compared t0
other similar jobs

7 No disc¡imination: A job which in which there is no
discrimination because of who I am

I Purpose and meaning: Workthat provides a sense of
purpose and meaning

9 Regutar hours: Regutar and predictable working hours

10 Support after absence: Appropriate support to return
to work f otlowing absence due to injury or itt heatth

lI 0pportunities for progression: 0pportunities for
promotion and career progression

LZ No unpaid overtime: An emptoyer that does nbt expect
me to arrive before or leave after my a[[ocated hours or

undertake unpaid overtime

13 Supportivecotleagues

Lq Enough time for tasks: Enough time to do atl the tasks
required

l5 Workplace representation: Avaitabte and effective
representation to raise my voice within the workptace

l6 Additionat benefits: Access to financiaI benefits
beyond pay such as hetp with chitdcare or signposting
to addit¡0naI support such as tax credits

L7 Bevelop and use skitts: Abitityto devetop and use skilts
in current rote

I8 Predictabte pay: Predictabtetake-home pay

19 Training opportunities: Access to suitabte and

convenient training opportuníties

20 Accessible location¡ A job that is easy to get to from
where ltive

2L Ftexibte hours: Flexibitity in choosing my working h0urs

22 No excessive hours: Workthat does not invotve

excessive working hours

23 Fair pay vs senior staff: Being paid fairty compared to
senior staff

24 Socially worthwhite: Work that I believe is socialty
worthwhiIe

25 Va¡ied wo¡k

26 Control: Controt and ftexibitily over how I detiver my
work

RAilK I DESCRTPTToN
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There was strong agreement amongst focus group
participants that a'decent hourty rate'ìnvolves a

wage 0r satary which not onty covers'basic needs',
but which is atso suff icìent to participate in society
and to 'save f or a rainy day'. For research partlcipants
'job security' often meant having a permanent,

open-ended contract. A'supportìve manager' was
characterised by respect for the employee and

appreciation for a job done we[t, the ability to [ìsten,
and an understanding of indìviduals' needs outside
the workptace.

The resutts f rom the street stalls and opinion polL were
targely consistent with those f rom the focus groups,

in terms of what research participants said were the
important factors for'decent work'.

TABLE 2: TOP 5 PRI0RITIES ACC0RDII{G T0

RESEARCH METHOD

l. A decent hourty l^ A decent hourly

Participants' experiences highlighted that in many
cases expectations in relation to 'decent work'are
not being met in Scotl.and today. This is reinforced by

an assessment of the [abour market in Scotland as

a whole. This assessment was complicated by the
availabitity of data, with issues around the coverage
and timeliness of labour market data for Scottand
and the UK. Nonethetess, using the most recent data
available, and tooking specìfically at the top five
priorities for'decent work'identified in the focus
groups - our assessment suggests:

l:r **¡:¿;rt ilr::";rly iat*
444,000 workers in Scottand, a f ifth

" a.: :,:'
of attempLoyees Iof which two thirds ffi
are womenl, were paid tess than the
voluntary tiving wage as def ìned by the Living Wage

FoundationT in 2015.

rate

2. Job secur¡ty

3. Paid teave

4. A safe working
environment

5. A supportive
manager

rate

2. Job security

3. Paid teave

4. A safe working
environment

5. A job with no
dìscrimination

l. A decent hourly
rate

2. A safe work¡ng
environment

3. Fair pay to similar

lobs

4. Job security;
påid teave; and
no discrimination
Iranked equat
fourthl

White resutts show a strong level of consistency, there
are some important differences between demographic
groups, includlng between men and women. This is

unsurprising, given that women's experience of the
[abour market differs to men's. Women face greater

barriers ìn gaìning a foothold in the [abour market'3

are more concentrated in tow-paid sectors and

occupations; and continue io be paid less than men

f or the same work.4 Women are also more likely to have

additionat responsibilities beyond the workplace,
particutarty caring responsibitities.s 6

TABLE 3: GElltlER COÍqPARls0N

A supportive [ine manager Being paid fairty compared to
simitar jobs

Regutar and predictable hoursSupport to return lo work after
afJSence

Additionat benefits beyond pay

It's just not enough. how can I pay att my bitts and

rents and... buy a bus pass... it's just not evening out...
It means you can't participate in basic things. l've
got... my cousin's fortieth birthday's coming up... and

that's a reaI issue for me 'cause l'm thinking 'How am I

gonnae manage this f inancialty?'
SociaIcare worker- f emate

,i*h s*** ri l.y

138,000 workers in Scotland, 6% of
att employees, are on temporary
contracts - 45,000 l2"l"l of whom are

seeking permanent employment.8 ln 2015, 5I,000
peopLe in Scottand were on a zer0-h0urs contract,s
white 12.6% of workers across the UK reported they
might tose their job in the next-six months.r0

I tost my job today, because... wett I didn't lose it,
ljust haven't got hours if that makes sense... and l've
had no notice on that because l'm agency... and that's
just been totd today, 'Don't come back until the end of
Ja nu a ry'.

Agency worker, hospitatity sector, mate

ilr¡iri i*:¡r,¡¡;

118,000 workers in Scottand, 5% of
atl empLoyees, did not receive the
statutory minlmum paid hotidays they
were entitled to in 2014.rIWork that does not ínvotve

excessive hours

Being paid fa¡rly compared to
senior staff

¡\ì .tl
:..ruft

Ftexibitity in choosing working
hours

A job which is easy to get to

Everything is such an issue just to get time off, lt
reatty is difficutt'cause you give a tot of stuff up 'cause

it's not worth the hassle... And then five years down the
tine you reatise... thai's att you do, is go to work

SociaI care worker, femate

LOW-PAIfl WORKERS

VIA FOCUS GROUPS

PEOPLE AT STREET

STALLS

LOW-PAIO WORKERS

VIA OPII{ION POLL

FACT()RS WOMEN VALUE MORE I rncrons MEN vALuE f,roRE
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A safe wi:rkinq environrnent

88,000 workers ln Scotland, 3% ofthe
workforce, reported ittness caused or

made wórse by work in the previous 12

months, white 33,000 reported stress. depression or
anxiety caused or made worse by work.r2

I have been assaulted at work. And I had totd
my company they'd tet me down, and they said 'No,

we haven't tet you down'... ljust feet like I wasn't
respected at att. l was just an inconvenience. .

Socialcare worker, f emate

Å suppcrtive manager

13% of Scottish adults in emptoyment
reported feeting their tine manager did

not support them in 20l3.rr

. i They humitiate you in front o'peopte, questioning
why you were in the bathroom for too long. Some peopte,
they're older wome.n in my work, and they're about
seventy, eighty and they get questioned because they
take three minutes going tae the toitet. .' .'

Catl centre worker, female

CASE STUDV: FlûNA

Conversations with research participants suggest
a [ack of decent work is háving a significantly
detrimentaI impact on individuats'tives. This confirms
previous studies showing that, in some cases, poor
quatÍty jobs are associated with simitar or worse health
than unemployment.Ia The impact on individua[s in
itself shoutd be a cause for serious concern and
motivate action to ìmprove the quatìty of work.

HoweveL the faiture of the [abour market to provìde
'deceni work'for everyone atso has consequences
beyond the individuat. Poor quatity and low-paid work
undermines physicaL and mentaI heatth for workers,Ìs
makes eff orts by poticymakers to reduce poverty
much more difficult,rB and negatively impacts on
the economy. Conversety, research has shown that
employers who invest in their workforce, through
increased pay and ìmproved conditions, can benefit
signif icantLy - for exampte, through increases in
productivity and [ower staf f turnover.rT

The top factors identified in this research are areas
within which businesses and potìcymakers can make
a reatdifference. Encouragingty, many employers are

increaslngty recognising the business case for better
quatity workls white, at the same time, seeking ctarity
about what constitutes decent work.rs There is also a

growing interest from policymakers in creating fairer
work. Thrs research adds to and significantty informs
this overdue level of interest by hightighting what
tow-paid workers vatue f rom work and to what extent
we are fatting short in detivering on their priorities in

Scottand.

ab

Ha'aûr

Fiona is a singte mother, carer, and setf-employed
book-keeper, f rom Govan in Gtasgow. At the time of
the research she was doing accounts f or three f irms.
Fiona was working for a fourth company but teft
because she says she was being buttied.

ë,fl lwas getting shouted at, at least one day a

week... the more stressed I was getting, the less
sleep I was getting, the more mistakes I was making.
The stress was unbelievabte.:S:{

She says that leaving this f oLìrth job has tef t her with
financiat diff iculties and debt issues.

## At the moúent l'm tiving on credit cards.
Running up more and more debt to keep my head
above water. FF

Fiona has a son with
Asperger syndrome.
She says this is
one of the reasons
she prefers being
setf-emptoyed as it
gives her f texibility
in choosing her
working hours in order to care
for her son. However, being setf-emptoyed means
Fiona doesn't get paid when she takes a day off.
She says this makes taking a hotiday and managing
f inanciatty over Christmas particutarty diff icult.

Fiona's goat is to be 'debt f ree' in f ive years time.

Decent work for Scotland's tow-paid workers 5



White aLt of the decent work factors Listed in Tabte

1 are important to varying degrees. the top 5 are

fairty basic conditions which workers should be able

to expect. None are unreasonabte or extravagant.
They shoutd theref ore be priority areas for policy and

practice. To promote decent work across Scottand,

this report makes a number of recommendations to
the Scottish Government:

Ì. Give the Fair Work Convention an expticit role in

investigating and publicising poor emptoyment
practices and driving up standards.

2. Be a strong and progressive advocate in Scotland

- as wet[ as at UK and, if reIevant, European

levels - to ensure employment tegistation at least
maintains and, wherever possibte, strengthens
workers' rights.

3. Estabtish strategies to tackte tow pay in sectors
where it is endemic as part of a wider effort to drive

up the quatìty of work across Scotland.

4. Use public procurement to incentivise and reward
payment of ihe tiving wage as def ined by the
Living Wage Foundation as well as other good

employment practices, pubticising when this
occurs.

5. Ensure Government a'gencies and pubLic bodies do

not support companies invotved in sub-standard
emptoyment practices.

6. Ensure'City DeaLs'promote decent work and

connect economìc development with wider efforts
to reduce poverty.

7. Enhance the Business Ptedge, inctuding by pLacing

a m0re robust and transparent accreditation
process at its centre.

B. Use emptoyabitity powers to design tailored
programmes which address the different issues

faced by different groups of people within the
labour market and do not force peopte into jobs

which are not suitabte or sustainabte f or them.

9. Invest in more comprehensive and timety survey

data to ensure anatysis of Scotland's labour

market supports measures to assess and tmprove

work quatity.

This report also makes recommendatìons for
emptoyers to ensure they provide a number of basic

conditions for decent employment. such as paying a

living wage as defined by the Living Wage Foundation,

and reporting annua[[y on the number and percentage

of temporary and irregu[ar contracts in their business,

exptaining why they are using these contracts and

seeking to minimise their use.

ln summary, this research provides critica[ insights
into what tow-paid workers in Scotland believe is

required for work to be ldecent'. The input gathered

f rom research participants, combined with an

assessment ofthe tabour market in Scotland as a

whote, shows there is a significant job to be done

to improve the quality of work avaitab[e in Scotland.

However, by working across Government, emptoyers.

trade unions and the third sector - and by ensuring

the priorities of tow-paid workers ìnform changes

to poticy and practice - Scotland can make major
progress towards the detivery of decent work for all.

6 Decent work for Scotland's tow-paid workers



I[-|îR0DUCTI0N: WHY t]ECFtlT WüRK MATTERS

The nature and experience of work, as well as the
security and rewards flowing from it, hqve changed
significantty in recent decades. Notwithstanding
recent trends in the Scottish economy, a

cursory gtance at the headtine empLoyment and

unemptoyment rates might suggest a reLativety

heatthy [abour market across Scotland and the UK

compared to the mid I990s or 2012. Yet a number of
undertying trends are concerning.

lncreasingty, [arge numbers of peopte across Scottand
and the UK experience work which is inseôure, does
not provide enough reguIar hours and is paÌd at
tevels which do not atlow famiLies to live above the
poverty [ine.20 Paid work is far f rom being a means of
avoiding poverty. ln Scottand, after housing costs are

accounted for, two thirds of chitdren experiencing
poverty - in total110,000 chitdren - tive in households
in which at least one person is in work. The same
is true for 58% of working age adutts experiencing
poverty - in totat 260,000 adutts.zr

Such in-work poverty is the resutt of three overtapping
variables: the [eve[ of hourly pay, the number of hours
worked, and the value of in-work benefits. ALtthree
aspects need to be addressed if in-work poverty is
to be reduced. Additionatty, significant numbers of
workers move repeatedly between low-paid work
and unemptoyment - the so-calted'tow-pay, no-pay
cycle'.22 This indìcates there ìs not a simple, ctear

.divide between in-work poverty çnd out-of-work
poverty.

Low-paid, poor quatity work might not be seen to be

such a big a probtem if workers were ab[e to progress
into better, work over time. However, this is not always
the case: figures suggest almost three quarters of UK

workers who were tow-paid in2002 had not managed
to escape low pay a futt decade later.2r Large numbers
of people are effectivety'trapped'in tow-paid work,
particutarly women.

Furthermore, the experience of work is not onty about
the levelof income derived f rom it - the quatity of
work matters, too. White there is strong evidence
that unemptoyment is bad for heatth2a. it is also
increasingly ctear that poor quatity work seriously
undermines heatth. lndeed. poor quatity jobs can

be associated with similar or worse heatth than
unemployment.2s There is also evidence to suggest
that moving f rom unemployment to a tow-quatity job

results in a decIine in an individual's mentaL health.26

As the lt4armot Review on Heatth lnequatities, 'Fair

Socìety, Heatthy Lives', warned in 20I0: 'insecure

and poor-quatity emptoyment is [...] associated with

increased risks of poor physicatand mental heatth'.2/
Yet the number of people in [ow-paid, lnsecure work
has been growing.2s lt is therefore clear that improving
employment standards should be an important
aspect of efforts to reduce both poverty and heatth
inequatities.

The business case for better quâlity
work

Business leaders are increasingty taking seriously the
benefits a 'decent work agenda' can have for thelr
enterprises, too. Asîesearch has shown, employers
who invest in their workforce, through increased
pay and improved conditions, can benefìt f rom

increases in productivity and innovation,2s enhanced
reputation,s0 improved employee morale,sr Iower
staff turnover and lower sick [eave.32 Research has

also shown that the benefits of paying à tiving wage,
at least in the retaitsector, are maximised when
combined wìth wider changes and ìmprovements in

conditìons.33 However, in order to reatise a 'decent

work agenda' within ìndividuaI businesses, employers
need'ctarity'about what decent work means in
practice, as recent research undertaken as part of the
UWS-0xfam Partnership shows.3a

The sncietâl cäse fnr better quality wrrk
A number of studies suggest that ìnterventions to
improve job quatity atso have benef its for the wider
econ0my.3s For example, across EU countries, there
is a significant corretation between emptoyment
rates and components ofjob quatity, suggesting that
there is no trade-off between job quantity and job
quality.s6 There are also wider knock-orÍ benef its in the
form of reductions in gender inequalities; increased
sociat mobitity; greater aggregate demand in the
'econ0my; and consequentty increased tax revenues
for Governments.rT As further work from the UWS-

0xfam Partnership shows, decent work can also have
a beneficiaLimpact on socia[ inclusion, for example,
re-integrating peopte with convlctions and supporting
them to desist f rom criminalactivity.rs lf Scottand
and the UK are to succeed in a gtobat economy there
is a c[ear need to take the high-road and promote an

economic model based on decent work.rs

Decent work for Scottand's tow-paid workers 7
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Jobs are a criticaI driver of devetopment in the world's
poorest countries, but private sector employment
practices often fait to meet the standards needed

for sustainable human development, with one in four
globalworkers earning [ess than 52 a day.a0

ln the tast f ive years Oxf am's Private Sector team has
pubtished a range of reports and briefing papers on

the issue of decent work in the gtobatsuppty chains

of UK companies, inctuding a summary of five studies
in devetoping countries, 'ln Work but Trapped in

Poverty';Ar a brief ing paper on'Steps towards a tiving

age in gtobat suppty chains';42 and a progress report

on [abour rights in the suppty chain of Unitever.a3

()xf am has a track record of driving improvements
in [abour standards within the export sectors of

devetoping countries, dating back to the Clolhes

Code Campaign in the 1990s, the foundation of the phott¡: tea pickinq. t"latawi.

EthicatTrading lnitiative in 1998 and the Make Trade Photcçrapher: Abbie lrayler-Smith.

Fair Campaign {2002-2006}. More recently Ihe Behind

the Brands Campaign [2013- ongoingl targeted the top ten gtobat food and beverage companies across seven

elements of suppty chain management, including a pittar on emptoyment standards for workers.

0xfam also undertake advocacy and give advice to companies on good practice based on 0xfam's programme

experience, subject expertise and research.

ûppnrtunitieç ffl r prüürtl:$ towards
decpnt work fnr e{l

Gtobalty the wider concept of decent work was pioneered

bythe lnternational Labour Organisationaa and, notabty,

the promotion of 'decent work for al['is one of the

Sustainable Devetopment Goals adopted by 193 countries
at the United Nations in 20I5.4s The goals are universaL

and appty to a[[ countries, inctuding Scottand, where the

First Minister has commìtted to detivering them.a6

The clear benef its of enhancing the quatity of work

avai[abte for indivìduaLs, business, and the economy

create a strong rationate for faster progress in

detìverìng more of it. Encouragingty, issues retating

to the quatity of work appear to be increasingty

recognised by poticymakers.

The Scottish Government has estabtished a Fair Work

Convention which earlier this year pubtished a Fair

Work Framework to drive forward this agenda.aT The

Convention's abitity to bring employers, employees

and others together coutd be pivotaLto improvìng

and enforcing fair employment practices in Scottand.

ln addition, the Scottish Partiament's Economy

CommÌttee has undertaken an lnquiry into Work,

Wages and Wettbeingas which made a number of
recommendations aimed at ìmproving yvorking

practices in Scotland.

0n a more practicaltevet, the Living Wage

Foundationqs and Scottish Livìng Wage Accreditation
lnìtiatives0 have had significant success in convincing
employers to sign up to pay the voluntary Living Wage.

The UK Government's increase in the minìmum wage

for those aged over 25 - catled the'Nationat Living

Wage' - shoutd benef ìt mitlions of workers,sl though,it
falls short of the votuntary Living Wage as caLculated

on the basis of what peopte need for a minimum

acceptable standard of [iving.s2

Atthough payment of the votuntary Lìving Wage is

important. it onty partiatly addresses the questìon of

what is needed for'decent work'. The more subjective
experience of the work that people actuatty do -
whether that be driving a van, providing care, or

cleaning an office - alongside a host of other factors,
are atl important considerations ìn determining if
someone has'decent work'.sr

8 Decent work for Scottand's tow-pald workers
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UWS OXFAM
PARTNERSHIP

Besides research with tow-paid workers. the UWS-Oxfam

Partnership has explored'decent work'in the context of
smatler-scate research projects on what young people
think about 'decent work'; how emptoyers and human
resources managers perceive the concept; and how
access to more good quatity work can hetp people with
criminal convictions to desist from crime.

Amanda Simpson, Janet Moffett and Graham Allan, f rom

the University of the West of Scottand's School of lvledia,

Cutture and Society, worked with 82 Scottish secondary
school pupils between the ages of 13 and 17 ts
understand their views and expectations around decent
work. ln their report - What Scotland's Future Workforce
Thinks About'Decent Work'sa - the researchers f ind that
the majority of iheir participants expect to get decent
work when they leave schoot. Decent jobs for them are
those that wit[ aLtow them to live comfortabty and be
f inancialty independent. These young peopte witt vatue
good bosses and friendty colteagues and aie clear about
the importance of equatity and fair treatment in the
workp[ace. Furthermore, lhey overwhetmingly betieve
that their future lobs witt be valued by society and be
sociatLy worthwhite.

UWS Business Schoot researchers Stephen Gibb and
Mohammed lshaq explored whether emptoyers and
human resources managers, from pubtic and private
organisations, had particular views on 'decent work'.
Their interviewees welcomed the idea of a clear, wide[y
accepted and easi[y measurable def inition of 'decent

work'for apptication in their own organisations. The
research, 'Decent Work': the Emptoyers'Viewss. f ound
that emptoyers often betieve that they atready offer
'decent work'without. however, atways having a clear
understanding of what that means. The researchers
found that a'decent work agenda'in businesses coutd
be embraced by emptoyers because businesses are
concerned with improving performance and want to
be attractive ptaces to work. The report suggests that
if 'decent work'were seen as a productivity factor
whitst atso providing pubtic recognition, a 'decent work
employer badge'woutd be.actlvely sought by employers

The third report - Exptoring 'Decent Work'with Peopte
with Criminat Convictionss6 - by Johanne Mitter of the
UWS Schoolof Media, Cutture and Society and Lisa
Borchardt of Regensburg University, focussed on a
group of people f inding it harder than most to move into
paid emptoyment. Drawing on a series of interviews,
the authors present f indings on what peopte with
criminaI convictions think about'decent work' and
whether access to it coutd support them to desist
f rom crime. lt found that one of the main barriers to
employment was disclosure of criminaI convictions and
the'criminat conviction tick box'at the first stage of
the job apptication process. The research atso found
that many participants said they woutd accept any paid
job - 'decent w0rk'was seen as an aspiration beyond
that. lt atso emphasised the importance of 'decent

votunteering'to the socialintegration of peopte with
criminaI convictions.

Decent work f or Scottand's tow-paid workers
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The research was conducted using a mix of methods
with an emphasls on particlpation. Methods

consisted of one-to-one intervìews, focus group

sessions, and'street sta[l.s' - generating both
qualitative and quantitative data.ln addition to these
participatory methods, a non-representative opinion
potl was conducted with workers earning Less than
Ê20,000. ln totat, the research involved more than
1500 participants with data coltected Scottand-wide.
These methods a[[owed f or a better understandìng
of the views of tow-paid workers - including how

they perceive their workptace as we[[ as the impact
work has on their everyday lives. Signìficantty, these
methods a[so atlowed tow-paid workers to prioritise
the factors they betieve are needed for work to be

decent.

The approach Ieaned heavity on the 0xfam

Humankind lndex, which used mixed methods to ask
people about theìr priorities, c0ncerns and ambitions
in relation to what they need to Iive we[[.s7 Apptying

that approach to this project, the research was

designed around the central question of 'what makes

for decent work?'.

DIMENSIOI{S OF DECENT WORK

ln addition to this research and the analysis of the
resuttant data, we undertook a desk-based statisticat
analysls of nationalty availabLe data to assess how the

Scottish labour market ls farìng against the priorities

identif ied by participants in this research.

0n the basis of a review of the literature on 'decent

work' and job quatity, five distinct'dimensions
of decent work'were identified: pay; terms and

conditions; heatth and safety; work-tife bal,ance; and

the intrinsic characteristics of work {for the purposes

of the focus gr0ups this was titted 'the work ìtself 'J.

These five dimensions - which are iltustrated
below - were used as the conceptual framework to

underpìn the structure and content of the outreach.

Each dimension contains a range of factors which
make for decent work. Taking account of the
literature review, advice f rom the project advisory
group.ss and feedback from piLot focus groups,

26 factors for decent work were identified. These

factors formed the basis for a voting exercise for
participants in the focus groups and the street staIl
outreach, which is explained in more detait betow.

wotK-ltFE
IAIANCE

DtgElìlï
wotß

}IEALII.I AND
SAFETY

:..' ,:'

..t.,," .t ) "t
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PAY

l. An hourty rate or salary that is at least enough
to cover basic needs such as food, housing and
things most people take for granted without
getting into debt

2. Being paid fairty compared to other simiLar jobs

3. Being paid fairly compäred to senior staff

4. Predictabte take-home pay

5. Access to financiat benefits beyond pay such as
hetp with childcare and sìgnposting to additionat
support such as tax credits

IIITRINSIC CHARACTERISTICS OF W(¡RK

6. Abitityto develop and use skiLts in current rote

7. A supportive line manager

8. SupportlvecoLteagues

9. Controland flexibitity over how I deliver my work

10. Work that I betieve is socially worthwhite

11. Work that provides me with sense of purpose and
meaning

12. Varied work

TERMS OF EMPLOYMEI{T

13. Paid hotidays and paid sick leave

i4. Job security

15. Regutar and predictabte working hours

16. Avaitabte and effective representation to raise my

voice within the workp[ace

17. 0pportunities for promotion and career progression

18. Access to suitable and convenient training
opportu nities

19. A job in which there is no dlscrimination because of
who I am

HEALTH AND SAFETY

20. A saf e working environment f ree f rom physicat and
mentat risk or harm

21. Appropriate support io hetp employees return to
work foltowing absence due to injury or itt-health

WORK-LIFE BALAI{CE

22. Enough time to do atlthe tasks required

23. Work that does not invotve excessive working
hours

24. Ftexibitity in choosing my worklng hours

25. A job that is easy to get to from where I live

26. An emptoyer that does not expect me to arrive
before or [eave after my altocated hours or
undertake unpaid overtime

Research methnds - a m¡xeci âpproâch

FOCUS GROUPS

ln totat 30 focus groups engaging 277 peopte - 135
women and 141 men - were undertaken. Participants
were mostty employees in tow-paid sectors and
occupations such as socia[ care, hospitatity,
retail and cIeaning. ln recognition that peopte's
experiences of the l'abour market wilt be impacted
by a range of factors, particutar efforts were made
to engage demographic groups facing additionat
disadvantages in the workplace beyond tow pay.

These inctuded young. peopte, disabted peopte, btack
and ethnic minority iommunities, and [one parents.
Sessions were held in Ayr, Cambustang, Ctydebank,
Coatbridge, Edinburgh, Etgin, Gtasgow, Livingston
and Paistey.

The f ocus groups involved three distinct exercises.

l. Flrst, participants were asked to identify'one
thing'they considered important for decent
work. The resutts of this exercise were written on
ftìpchart paper by the facititators.

2. Second, a 'stations exercise' invotved
participants being given post-it notes and asked
to write, in their.own words, factors that they
thought important for decent work. They were
then asked to pl.ace them next to five stations
ptaced around the room. The stations were based
on the'five dimensions of decent work identified
in the literature review. Post-it notes were colour-
coded to enable researchers to maich comments
to individuat demographic information such as
gender, ethnicity, age. income, and contract
status, whi[e maintaining the anonymity of
pa rti cipants.

3. The finaI exercise was a 'voting exercise'. Here,

partìcipants were shown the tist of 26 factors
outlined above. Participants were asked to ptace
their individuat 'budget' of 15 stickers - in ef fect,
votes - against those factors they thought were
most important. Participants had the option to
place more than one sticker against a singte
factor in order to stress its importance. Again,
stickers were colour-coded enabting researchers
to match comments and votes to individuat
demographic information whitst maintaining the
anonymiiy of participants.
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Each exercise was foLlowed by a facititated discussion

which was recorded and transcrìbed. This meant that
focus groups generated qualltative and quantitatìve
data. Twenty-two of the focus groups lasted in the
region oftwo hours aLthough eight shorter half-hour
sessions, were undertaken with a number of Unìte

the Union members. Due to time constraints these
only involved the f irst'one-thing'exercise and the
finat 'voting exercise'. ln order to address barriers to
partlcipation, partlcipants were off ered Ê10 f or taking
part in the two-hour sessions as we[ as support with
travel expenses and ôhildcare.

STREET STALLS

A totat of 1l 'street stalts'were held which engaged

433 people - 27t women and 161 men. The stalls
lnvotved the same'voting exercise'as the focus gr0ups

- participants were shown a board wlth the 26 factors
and asked to place I5 stickers against those they
wanted to prioritise. Strckers were coded to allcw a

gender comparison. Stalts were he[d across Scotland,

with speciat effort to inctude areas with retativety high

levels of muttipte deprivation accordìng to the Scottish
lndex of lVuLtipte Deprivation {SlM[)l.ss StaLls were a[so

hetd at the Poverty Alliance AnnuaIAssembty and the

STUC's women's conference. Five statls were hetd ìn

G[asgow and one each in Dundee, Fatkirk, Edinburgh,

lvlotherwett, lnverness and Paistey.

INTERVIEWS

Semi-structured one-to-one intervìews were conducted

with 18 indivlduats - 11 women and seven men - in

Dumfries, Dundee, Edinburgh, Galashiets and Gtasgow.

The questions were structured around the f ive

dìmensions identified in the Literature review. While

focus group and street statt data generated a weighted

list of 26 individual'decent work factors', the interviews

hetped highLightthe interretationships between

different factors such as paV, work-[ife balance, the
nature of a particutar job, the contractuaI arrangements,

or heatth and wettbeing. The interviews atso aLlowed

participants to speak in more depth about the personaI

impact of good and bad working practices on theìr daity

lives, outwith a potentiaLty constraining group setting.
Again, to remove barriers to participation, participants

were.of fered Ê10 for taking part as we[[ as support with
traveI expenses and chrldcare.

MAP OF OUTREACH ACTIVITIES
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OPINION POLL

To test the findings from these methods, YouGov was
commissioned to undertake an ontine opinion polL

of 802 Scottish workers - 518 women and 284 men

- aged 18-64 earning less than €20.000.60 Given the
requirement to be earning less than Ê2û,000, it was
not possible to make this a representative sampte. For

the purposes of the opinion pott, in order to present
respondents with a more manageable tist from which
to select, the tist of 26 factors was reduced to l-5

- the top L5 factors from the focus group ranking.
Participants were then asked to rank each factor on

a scale of l-7 between not at att important II] and

extreme[y important f 7].

PRODUCING A PRIORITY LIST

0ne ofthe main outputs from the focus groups,

the street stall,s and the cpinion poll was a set of
weighted rankings for decent work, reftecting the
relative importance of each of the 26 factors to the
partrcipants invotved. The weightings were calculated
based on the mean score for each facior in the finat
focus group 'voting exercise', the street statt 'voting

exercise'and the opinion pot[ ranking exercise.6r

Rather than amalgamate the results f rom the dìf f erent
methods, they were kept separate for simpticity and to
ensure transparency.

The focus groups were the most in-depth and

deliberative of the methods. The data generated also
altows for dìsaggregation by various characteristics
beyond gender. The findings from the focus groups are

atso [argety corroborated by subsequent methods. For

these reasons the focus group rankings are used as
the basis for the order in which f indings are reported in

this document.

A range of dif ferent methods were used to triangutate
resutts, giving a strong indicaiion that the f indings
accurately reflect what [ow-pald workers in Scottand
value as important for decent work.

LABOUR MARKET ASSESSMENT

Having produced a weighted tist of priorities for
decent work on the basis of focus group, street statt,
and opinion pott daia, a [abour market assessment of
how Scottand is doing agaìnst the factors priorìtised
by participants was undertaken. This assessment
invotved a desk-based anaLysis of existing survey
data on Scottish and UK [abour markets inctuding the
Labour Force Survey; the Annu¿il Poputation Survey;
the Scottish Heatth Survey; the European Working
Conditions Survey; the Workptace Emp[oyment
Relations Study; and other available data. lt atso
integrates data produced by Citizens Advice Scottand
f rom its bureaux across Scottahd62 as wetl as other
sources. A more detailed [abour market assessment is

pubtished alongside thìs report.

LII,IITATIONS OF THE RESEARCH

It must be emphasised that white we have used the
best avaitab[e and most recent data, labour market
data for Scottand is neither futty comprehensive nor
suff iciently timeLy and this means that there are ctear
gaps in our assessment. ln particutar, for certain
indicators we have had to use data from as far back
as 2010. We have also had to use UK data where
Scottish data is riot avaitabLe. Some indicators do not
ctearty reflect the concept described. For example,
we have not identified a suitable indicatorto reflect
the concept of fair pay versus senior staff, atthough
some relevant inf ormation on the generaltopic area
is included. We have disaggregated data by gender
where possible, however, some data does not attow for
this. For some catcutations we have had to combine
data sources
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Frþ¡ffiffi'{ûs

The project's centraI aim was to develop a better
understanding of what tow-paid workers think is most
importani for'decent work'. The different research
methods used generated results which were highty

consistent.

0veratl, there was strong agreement amongst focus
group partìcipants that a decent hourly rate or

salary to meet'basic needs'involves an ìncome that
covers food, clothing and housing, but which is atso

R*suiis frnn ths fçeus Errtips

TABLE 4: F0CUS GR0UP RAI¡K¡NGS

suff icient to participate in society and to 'save for a

rainy day'. Having 'job security'for partlcipants meant,

for examp[e, having a clear and open-ended contract.
A number of participants were not aware whether
they actuatty had a written contract. A'supportive
manager'for research participants meant respect and

appreciation f or a job done welL, the ability to Lìsten,

and an understanding of individuals' needs outside
the workptace.

RAI¡K ÛESCRtmoil

Becent hourly rate

W
iF,âl6lewÞ

ffiffiW
@
W
@
E@
ffiffiffiw
0pportunities f or progression

No unpa¡d overt¡me

Support¡ve cotleagues

Enough i¡me for tasks

Workptace representation

Additìonat benefits

Devetop and use skilts

Predictabte pay

Training opportunities

Accessibte [ocation

Ftexibte hours

No excessive hours

Fair pay vs senior staff

Sociatly worthwhite

Varied work

Controt

DESCRIPIIOX

ilW
0ecent hourty rate

@
Fad,lcave

{ffi
ffiffiår
@ffi
Supportive cotteagues

Additionat benefits

Ftexible hours

0pportunities f or progression

W@
Accessibte tocation

Enough time for tasks

No unpaid overtime

Training opportunities

Predictabte pay

0evetop and use skitts

Socialty worthwhite

Workptace representation

No excessive hours

Fâir pay vs senior staff

Varied work

Controt

0EscRlPTt0lt

Decent hourly rate

@
Þ{û6,{@Ë

W

Workp[ace representation

No unpa¡d overtime

No excessive hours

0pportunities f or progression

Develop and use sk¡tls

Enough iime for tasks

Predictable pay

Fair payvs senior staff

Training opportunities

Supportíve cotleagues

Sociatly worthwhite

Access¡bte toçation

Additionat benefits

Ftex¡bte hours

Varied work

Controt

r.rEAt{

1.131

Ì.069

0.899

0.833

0.765

0.719

0.670

0.636

0.632

0.613

0.550

0.547

0.5?7

0.5i0

0.502

0.475

0.q64

0.455

0.451

0.447

0.445

0.q40

0.395

0.395

l1)-11)

0.198

15

WEIGHT

7.54

7.r3

s.99

5,55

5.r0

4.73

'4.47

4.2\

4.?1

4,09

3.67

3.65

3.5r

3,40

3.35

3.17

3.09

3.03

3.01

2.98

2.57

I.YJ

¿.oJ

. ¿.oJ

1.56

1.32

i00

ilEAi

L.Il0

1.076

0.929

0.8t5

0.790

0.6s7

0.658

0.650

0.63S

0.633

0.623

0.582

0.56r

0.560

0.546

0.517

0.515

0.487

0.420

0.417

0.40s

0.385

0.3ûB

0.293

0.221

0.r62

t5

T{E¡GHT

1Ln

7.r1

6.lg

5.43

5.?1

4.65

4.3S

rr.33

4.26

q.22

4.15

J.88

3.7!

3.73

3.64

3.45

3.43

? t(

2.80

2.78

2.13

2.57

¿.u5

t.95

1.q7

1.08

100

lrEAil

l.tB4

1,023

0.979

0.s66

0.782

0.6s9

0.687

0.6q3

0.613

0.6I0

0.575

0.562

0,543

0.538

0.512

0.4ss

0.492

0.488

0.420

0.418

0.384

0.348

0.337

0.3I7

0.248

0.234

IE

WEI6HT

7.89

6.82

6.53

s.77

I tr

4.66

4.58

4.29

4.0s

4.81

3.83

3.75

3.62

?qo

3.4]

774

3.2S

3.25

2.80

2.79

2.56

2.32

2.25

2.TT

.1.65

I.56

t0B

I
2

3

lt

5

6

7

8

o

L0

l1

12

t3

l4

l5

1.6

I7
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1S

¿U

¿L

?3

24

.E

¿ó

'The factor wording is shortened in this table. For the fut[ wording which participants voted on, ptease refer to Tabte l.
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ALL {433 PARTICIPAIITSI

nÀilK

ilesults frnm the strcst stalls

TABLE 5: STREET STALL RANKINGS

ru
Suppoïtive cottsagues

Predietabte pay

Workptace representation

0pportunitiés f or progression

Fair pay vs senior staff

Devetop and use skitts

@@
Enough iime for tasks

ïraining opportunities

Sociatly worthwh¡le

No excessive hours

Flexibte hours

Additionat benefits

Access¡ble tocation

Control

Varied work

Supportive colteagues

Predictable pay

Workplace representation

0evelop and üse skilts

0pportunities f or progression

@
Fêir pay vs sen¡or staff

Enough time for tasks

ttexib[e hours

Training opportunit¡es

No excessive hours

Additional benefits

Socialty worthwhite

Accessibte tocation

Control

Varied work

oEscRrpTr0r¡

0ecent hourly rate

'Fald:lþ¡vo,

@
ffi
Enough time for tasks

ru!il@ffi
Supportive cotleagues

@
W¡ËffiÈ Þ6,e
No unpaid overtìme

Workplâce representat¡on

0pportun¡ties for progression

l,ESCRPN(¡N

0ecent hourly rate

@W
WffiffiFffii
Pafd:fe.ile

W
@
No unpaid overtime

@
0pportunities f or progression

M@
Fair payvs senior staff

Workplace representation

Éqb¡ffiffiüsråffiFÅ&B
Predictabte payMry
Sociatly wofthwhite

Supportive cotleagues

Enough time for tasks

0evetop and use skitls

No excess¡ve hours

lraining opportunities

Accessibte location

Controt

Varied work

Additionat benefits

Ftexib{e hours

WEI6HT

8.66

6.96

6.08

5.57

5.51

4.58

4.55

4.lB

4.16

4.0r

3.13

3.71

3.68

3.58
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3.15

3.I5

2.89

2.77

2.t4
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DËSCnFn0il

Decent hourly rate
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W
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@
ffiffiWWë
No unpaid overtime

I.IEAI{ WEIGHT

1.297 8.65

0.9s7 6.65

0.904 6.03

0.897, 5.98.

0.832 5.55

0.71s 4.77

0.660 4J18

0.658 4.39

0.630 4.20

0.5s4 3,SB

0.553 3.63

0.5¿{1 3.6f
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0.412 2.75

0.409 2.73

0.376 2.51
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15 lû0

0EscRlPTt0lt

0ecent hourly rate
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No unpaid overtime
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6.40
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t5

UIEIGHT

8.67
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0.687
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t.621

0.624
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*The factor wording ís shortened in this tabte. For the futt w0rding which particlpants voted on, please refer to Tabte I.

Re sults frerrn lhe *¡:ininn pnll

TABLE 6: OP¡N|ON POLL RA¡|K|NGS

RAIK oEscilm(lil

I Oecent hourty rate2 ffiwm&
3@
4 MffiWffi
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\)1

4.13
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*The factor word¡ng is shortened in this tabte. For the fu[t wording which participants voted on, ptease refer to Tabte l.
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Ånalysis cf findirrgs by ge nd*r: wtmen
and mer: h*ve differ*nt preferences

White there was a strong overa[[ degree of
consistency ln the data from street sta[[s, focus
groups and opìnlon pott. the findings atso hightight
some important gender differences. This is important

- and possibty not surprising - given that women face
greater barriers in gaining a foothotd in the labour

market compared to men,63 are more concentrated
in Low-paid sectors and occupations, and continue
to be paid less than men f or the same work.6a

Women are also more tikely to undertake additionaL

responsibilities beyond the workptace, particutarty
those revo[ving around care.6s 66

0ur research shows that women valued a number of
factors higherthan men: a supportive l'ine manageL

support to return to work after absence; additional
benefits beyond pay; ftexibitÌty in choosing working

hours; and a job which is easy to get to. ln contrast,
men valued higher than women: beìng paid fairty
compared to simitar jobs; regutar and predictabLe

hours; work that does not invotve excessive hours;

and belng paid fairty compared to senior staff. lt
seems tikely that much. of this ref lects the barriers

to femate labour market participation and the need

to balance working with additionat responsibitities
beyond the workptace, such as care - which stitt
disproportionatety fatts to w0men.67 Simitarty

expectations and gender norms based on the
traditional'breadwinner modet', may explain men's
preferences for regutar and predictabte but not
excessive hours, and issues around fai¡ pay.

Both male and female research particìpanis
emphasised that a supportrve [ine manager was

s0meone who recognised and understood the
personaIand work-life batance needs of emptoyees.

fldditionat concerns beyond the immediate workplace
may therefore explain w0men's tiketihood to value a

supportive [ine manager more than men. Similarty,

childcare responsibitities, which tend to faltto women

more than men, may account.for women emphasising:

additionat benef its beyond pay; ftexibility in choosing

working hours; and a job that is easy to get to. The

priority that many women gave to having access to
appropriate support to return to work may ref tect their
experiences foLtowing maternity [eave.

Anaiysis cf findings by age grüup: yûung
and old have different prüfârðnce$

The findings show that young workers aged 16-24

vaLued certain factors more highty than did otder

workers: a job with no discrimination; a sense of
purpose and meaning; socialty worthwhile work;
supportive cotleagues; opportunities for progression;

and f lexibte hours. ln contrast, workers aged over 55

valued job security; a safe working environment; fair
pay to similar jobs; and workplace representation.

lnterestingty, 16-24year olds were significantly less
Likety to vaLue training opportunities as important -
indeed this was ranked [ast overallfor that age group.

This may be due to young workers being more tikely to
be undertaking non-workpIace [earning opportunities,
transitioning in and out of employment and working in
temporary jobs.68

Simitarty, much of the other pref erences are tikety to
ref Lect peopLe's current experiences of the tabour

market. Younger workefs are twice as tikely to report
discrimination6s and are less Likety to be unionised
than older workers.T0 A greater probability of batancing

work with study may eXptain young workers'tiketihood
to value ftexibte hours white the fact that they have

recentty set out on their career wi[ttikety explaìn
why they tend particutarty to value opportunities f or

progression. This retativety new experience of work

might aLso explain their desire f or work that provides

a sense of purpose and is socially worthwhite. This

theory ls in [ine with associated research undertaken
through the UWS-0xfam Partnership hightighting
that a substantial number of young people betieve

their f uture jobs wìlL be "vatued by society" and atso
"socialty worthwhi 1e".71
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Ånalysis *f f indings by disability status
0ur research shows that dlsabted peopte a[[ocated
higher priority to: a job with no discrimination; a sense

of purpose and meaning; support after absence; the
opportunity to devetop and use skitls; opportunitìes
for progression; training opportunities; and f texibte

hours. ln contrast, the factors disabLed peopte tended
to value less than peopte who are not disabted were:

a supportive [ine managel f air pay to simitar jobs; and

regular hours more than disabLed peopLe.

Disabted peopte's greater risk of being subjected
to discrimination at work72 is tikety to account f or

why they attach higher signìf icance to this factor
when they think about what 'makes work decenti.
The need for flexibitity and support to manage their

TABLE 8: F0CUS GR0UPS RAllKlilGS BY DISABILITY STATUS

disabìtity might be the reason why disabled people

vaLue flexibte hours and support after absènce higher

than peop[e who are not disabted. Disabted people's

disadvantaged position in the tabour market,Tr and/or
feelings of under-appreciation might exptain why they
prioritise: the opportunity to devetop and use skilts;
progression opportunities; and training opportunities.

Further resuLts from the focus groups disaggregated
by other characteristìcs including [abour force status;
income group; employment contract status; hours,

status a¡d gendeç trade union membership and

gendel and ethniclty/nationality are avaitabLe in the
appendix.
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MTTAf,Lffiffi åtrÅLY I$:
WHAT t&W påå* WüRKHR$ îtLtl åJS

This section analyses how focus group participants understood each of the different 26 decent work factors. lt
uses quotes from the focus groups and indivldua[ interviews to hightight the impact a certain factor has on peopte's
lives. lt then combines thìs with statistics from the [abour market assessment to assess the extent to which
Scottand is delivering decent work.

1" An haurly råte ür sälar!t
that is enCILjgh to ccvcr
basic needs sui:h ås faûd,
hausinç ån.l th¡ngË nìr)åt
prüple iak* lnr e¡iänted,
withoL¡t gettinç into debi

ffi

Focus group participants spoke of the importance
of having a wage or satary that covered the basics,
but was aLso suff icient to 'participate' in society.
This inctuded having suff icient m0ney to sociatise,
go for a mealwith a f riend, take a hotiday or'save for
a rainy day'. The Unks between a decent satary and
independence - f rom parents, famity, or a partner -
were atso emphasised.

As tong as you can live and you can pay your bills
and you can get a hotiday every year... and saye a

bit, know what I mean? Especialty if you've got young
kids, you're wanting tae put a bit by and make sure
they're atright. :

Former construction worker

, i l'd tove tae just say it was no'a'aboot the
money... tike the job satisfaction. I realty dae want
that. But I need the money.

Lone parent, femate

IS SCTTLAilIÐ'S LAtsGUN MÃRKFT
ÐËLIVERIT.¡O A [¡ECFI.¡T þIüURLY RATE?

ln 2015, 444,000 employees in Scottand t19.5%l
were paid less than the then vo[untary Living Wage
of Ê7.85 an hour.Ta Atmost two-thirds of this group
were women.Ts

#È#

o

fl
o

fi
oo o

ffifl ffi
llNS

EMPLOVEES IN SCOTTAND
WEIE PAID IESS THAN

Tl{E llvtNg ultAGE lN 2015

Source: Scottish Government, 2016

The proportion of emptoyees earning f ess than
the vo[untary Living Wage has increased by 0.2k
from 2014.76|t shoutd atso be acknowtedged that
the votuntary Living Wage does not necessarily
meet basic needs, particularty when considering
the extra costs certain households face, inótuding
those with chi[dren or disabled peopte who are
unable to work.77 For these househotds, white
pay is undoubtedty important, it needs to work
in conjunction with a socialsecurity system thai
recognises the extra costs ihey face.

As wettas making up two-thirds of [ow-paid workers
in absotute terms. female employees are retative[y
more likely to be low-paid compared to mate

employees [24% versus 15Y"] and concentrated in

tow-paid undervalued sectors.
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ä. J*i: sr:e utily
Focus group participants spoke about
the importance of a permanent, open-
ended contract. A number ofthem
were not aware whether they actuatty had a written
contract. There was atso overtap with the'regu[ar and

predictabte working hours' factor.

: I woutd... work for two weeks at the distittery,
because it was through the agency, then I woutd get

the phone cal[ on the Friday saying that I was paid off
- so l'd have to sign off, sign back on the dote, then
after the week they woutd phone me back up again and

I was going through this for about three-and-a-hatf
months.

Former distiltery worker, out-of-work, male

The few times when I complained I got the worst
schedule ever... Iike f ive or ten hours Iess... a f riend in

my job was on hotiday, called into ask if she coutd stay
a week longer and was totd 'yes', cam.e home, and she

was fired. . ,

Waitress, femate

tfå s*ûTL&l{ß'$ l-Åü{}[JR M ÂRKHT

üHt.ivE4?trdü "ï{]B *;fi üL'R¡l'Y?

Figures from Aprlt 2015 to March 2016 there were

138,000 temporary employees {70.000 women and

68,000 menì in Scottand. This represents atmost

6% of att employees. 45.000 people t26,000 men

and 19,000 womenl reported being in temporary

emptoyment because they coutd not f ind a

permanent iob.78 This represents aLmost 2% of att

employees.

Source; 0N5, 2Õ16

ln addition, self-reported data f rom the European

Working Conditions Survey (EWCSI shows that in

the UK in 2015, 12.6% of workers reported they
might lose their job in the next six months.Ts This

was a stight f atlf rom 12.9% in 2010 but signif icantly
higher than the 6.8% reported in 2005.80

3" P¡ijrl hr:lirJay* *nc!

¡:aiel sie k l*¿:v*

Focus group participants emphasised
paid holidays and paid sick leave in

relation to their work-tife batance, but also raised

more generatissues related to terms and conditions.

You put your names intae the hat tae see who's

etigibte for Christmas off. Your name doesn't get

putted, you work it... l've worked Christmas Day f or the
last three year... Never even got Boxing Day off.

Ca[[ centre worker, f emale

i They refused to pay me when my gran died. They

refused to gie me one day for the funeraI off.

Fast f ood worker, femate

t* st{JTtÀflJr}'s tê,st!L!ü MÅñKËT

'r-¡ tr Lf V [: ft lff {3 þr,& I ¡.'} t-F. ÅVq ?

ln tate 2014, an estimated i18,000 emptoyees
in Scotland (5.29"ì did not receive the statutory
minimum entitlement to paid hoiidays.sl White a

gender sptit is not avaitable f or Scotland, at a UK

level, women made up 53.3% of those who lost out.

llS,ooo
EMPIOYEES IiI SCOTIAND D¡D

IUOT lEgEtVE lHEll lUuillüum
LEGAL ENTITLEilIENT TO
PAID HOL|DAY5 til20l¡l

Source: TUC, 2015

r\ì .tr
l:jl ,i'fffitr
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risk *i harr¡ ffi
Some focus group participants had faced problematic
experiences, such as insufficient access to safe
and suitabie tools and equipment for the job. Wider
research suggests this can be a particular problem for
women given that personal protective equipment is
often designed for men.82 Participants also reported
probLematic experiences regarding psycho-social
aspects - such as butlyinþ. Aspects which straddted
both, such as the lack of communa[ spaces to interact
with colleagues, were also emphasised.

: [Working with peoptel that's got mentat heatth
lissuesl, they attack you, verba[[y, physicatty. 'Shut it
you tramp.'[The company] don't wantae know.
Socialcare worker, f emate

A few girts have teft in tears... there's something
far wrong when you're teaving your work crying isn't
there? '

Community worker, femate

Å4fr STSTLAruÞ'$ HIflRKPLACËS SAFE?

Based on a 12 month rolting average between
20LIl72 and 2014/15, 58,000 peopte in Scottand,
2.3olo of the workf orce, reported a non-f ataI injury
at work in the previous 12 months.83

During the same time-peri0d,.88,000 people in

Scotland. 3.25% of the workforce, reported i[[ness
caused or made worse by work in the previous l2
months.sa

33,000 peopte in ScotLand, l-.2% of the workforce,
reported stress, depression or anxiety caused or

made worse by work in the previous l2 months.ss

li" A supp*rtir¡* linç: m¿ìnågâr

Focus group particÌpants emphasised
the importance of a manager who
supports staf f to do their job we[t, ìs

appreciative when employees do good work, and
who understands both the personal and work-
life needs of emptoyees. Themes around respect,
acknowledgement, and good communication from
'management' in general atso featured heavity.

: 0ur bosses, they've done things tike paid people's
ftights to see their parents in another country when
they've got itt. '' :

Kitchen worker, femate

l'd go in, dae my ain shift fae seven otlock tae
four, go hame for a couple o'hours, and then go in and
cover for an extra three hours because they were short-
staffed. And I just did not feel appreciated for dae'in
that.
Lone parent, femate

üü $früTLÅô¡S'S ËMPI.$YERS PROVINE
S{,'PPORT¡VE I-I¡{Ë MÅil¡ASñRS?

ln 2013. 13% of Scottish adutts in employment
disagreed that their line manager encouraged
them at work []-8% were neutral, 60% agreed and
9% reported the question did not appty - they did
not have a managerJ.s6 There do not seem to be
discernibte gender dif f erences.

32{,OOO
EMPTOYEES IIII SCOIIAND
DID ilOT FEEL TI{EY I{AD A

suPPorTwE ultrE rhANAoEt tN 20t3
Source: Scottish Government. 201 3

EIaa&
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fi. üeing pairl fairly eompared
t* other sinrilar jabs

Focus group participants emphasised
the importance of 'equal pay for equaL

work'. Whi[e, at times, this was specif ically about
equalpay between men and women, particìpants

often raised concerns about a sense of general

unfairness between workers doing similar roles.

The vast majority of the time this referred to the
situation within their workpLace but, on occasion,
participants referred to those doing simi[ar rotes

at other emptoyers. This factor ranked significantty
higher than 'being paid fairLy compared to senior

staff ', which suggests people are likely to be more

concerned with fairness in comparison to their peers,

rather than their managers.

'' lknow lget paid [essthan a male in myteam with
the exact same rote, we've worked the same job and I

know l'm on a [ower salary than him, 'cause he's quite

brazen about it. And I coutd cha[enge it but I'm just
tike... [shrugsl.
Bank administrator, f emate

,. " l was dae'in the asbestos removaI off the top o'

the distittery roofs... the boy... he'd been working with
them for six or seven years but... I was taking home

more money than him and l'd only been there two

months. :¡' ,r

Former.ianitor, currently out of work, male

IS SCSTLAI{T'S LABûUR Î''IÅRKET
BELI\IERING FAIR FAY FûR SIFIII-AR JTB$?

ln Scottand in 2016, 3-7olo of workers aged 18-64

earning less than Ê20,000 per year surveyed in a

YouGov opinion pollfor for this research disagreed

that they were fairty paid compared to other simitar
jobs.87 lt4en were more tikety to f eelthey were

not being paid fairty - 46% disagreed with the
statement they were paid f airty, compared to 32%

of women.

37%
OF WOIßEIT EAIN¡NG LESS TTIAN 2OI(

SUIVEYED I]II SGOTLAÍIID FEEI T¡IEY
AIT UIIFAIìLY PA¡D COIhDATED

?o $fwtÄl Jort
Source: YpuGov for 0xfam, 2016

TltE ûENTER PAY OAP.

ln Scottand in 2015, the gender pay gap for alt

employees (f utt-time and part-timeì stood at just

under 15%.88

I¡UOMFN WEIE PAID
15% LES' TI{AN MEN
tN SgorlAHD ltu 20ls
Source: Close the Gap,2015
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During focus group discussions, and individuat
interviews, peopte described clear examples of
discrimination - inctuding atlegations of sexual
harassment.0ne story, which stands out was of a
disabled man who, having successful'[y applied for a

job, went to sign his contract onty for the empl.oyer
to notice his disabitìty and withdraw the job offer.
Beyond such clear examptes, many of those who
faced additional barriers - such as disabted peopte

- f elt emptoyers were not witting to understand
or accommodate their condition. lt4ore broadty,
research partìcipants spoke about a [ack of fairness
in the workptace in generat. When asked 'what one
thing is important for decent work'a significant
number of focus group partÌcipants spoke about
the importance of fair rules and procedures being
apptied to everyone equatty

CÅSf STU*Y: LÃUftA

Laura used to Work in sales
and took her company to
an employment tribunaI for
atteged sexuaI discrimination.
She said her boss made

comments on what the femates
in the team were wearing and their appearance,
and made inappropriate comments.

Laura was the only f emale in her sales team. She

says she was expected to be one ofthe boys, but
wasn't treated like an equal member of the team.
Laura says there was no balance and respect and
that some comments made her f eel embarrassed,
self-conscious and intimidated.

She describes how her boss.spoke to her on a night
out:

There was redundancies coming and we were
up on a list for redundancies and at one point he

said to me on a night out: 'go and get me a drink
and you can keep your job'. :

Laura says she went straight to the Managing
Director and totd him. She says he totd her that
such behaviour wasn't acceptab[e, but then
nothing happened, and nothing was said to her
manager about it.

Laura says the outcome of the tribunaI was that
the company was told that it had to put poticies
and ptans in ptace to improve communication with
their staff.

' ; When I became a manager... it was quite difficutt
because people used to say to me... you're disabled...
how are you getting a job above me?

Former pubtic sector worker, disabted, male

I honestty reatty think that peopte who are younger
than me they shoutd get paid the same as me. lt's not
fair that l'm on tike atmost seven pound an hour and
they're on like four pound an hour... we're doing the
same job.

Fast food worker, femate

ÅRË Sü0TL,&MÐ',S W$$ÌKpLåfffrS FRnË FRü14
fr'süftt14tNÅTtfrru?

ln the UK in 2010, 5.2ok of workers [5.5% of women
and 4.8% of menJ reported they were subject to
discrimination at work in the previous L2 months.ss
ln the same survey. 2.4ok of workers {3.5% of
women and 1.5% of menì reported being subject to
unwanted sexuaI attention at work in the previous
12 months.sO This was down f rom 3.6% in 2005.e1

Research this year by the TUC, in co[Laboration with
the Everyday Sexism Project, found that 52olo of
women potted had experienced sexual harassment
in the workptace. The f igure rises to 63olof or 18-24
year otds.e2

Research by the Equatity and Human Rights
Commission and the Department f or Business,
lnnovation and Skitts in 2015 f ound that 11% of
mothers experienced pregnancy and maternity
discrimination resutting in them having to leave
their jobs.ei

.oooooo.4

çffççîff ¡t'
I lN I

MOTHEIS IEPOIT ¡IåVING
rO LEAVË THE¡I JOl DUE

TO N[GAltVE ËXPtilÉitCES
IãI.ATIN¡G ÏO ÞIEGNAñITY

Source: Ëqualily & Human Rights eoñmissión &
ÐBparhnenl for Business, lnnovãtiûn and Skills, 201ô
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Focus group participants spoke about
the importance of satisfying and enjoyabLe work. For

some these characterìstics stemmed f rom heLping

ctients and customers, while f or others they derived

from a sense of pride about achieving set objectives
or completing tasks f rom start to f inish.

I think it's nice to know that we're part of a group

that has... a common purpose. And I think that that's
important in any office.
Street f undraiser, femate

There is job satisfaction as wett. You know

that you've done a good job... watking through the

f buitdingl, I mean, it is spottess.

Cteaner, femate

*fi -r:t)'rLÅþ¡ ri"S þ1J{:¡R}( f:R$ ffi þ'¡""¡f}V

p iJ ru rr s s fi tî L: l. & þå rr ¡4 Ë å ru q 
åd {ì å" 1.3 N.. l¡dft t{ K?

ln Scotland in 201I, 8% of emptoyees indicated their
work did not provide a sense of achievement white

9% were not satisf ied with 'the work itself '. There did

not seem to be discernibte gender differences.sA

tliq5fi $Tåi*Y: $TËflHäfd

Stephen; from Paisley, has

been retying on ad-hoc
agency work since he

was made redundant two
years ago. He says he has

apptied f or many jobs -
sometimes as many as

6B in a singte week -
but has not found a

permanent position.

He is currently registered with three separate

agencies for work. Through this, Stephen gets

various types of work as he is registered to do

office work, hospitatity and catering assistance.
With one agency the wage is 87.33 an hour, rising

to Ê7.85 after 12 consecutive weeks of work. With

another agency, it is Ê6.70 an hour.

Stephen's weekty hours vary witdty. He says that one

week he does 40 hours, but in others it could be as

low as just 10. Stephen feels he can't say'no'when
he is asked to work in case the agencies do not ca[[

him again. He says there ls atways someone else who

is witting to do the job.

:'l- flrj{1, jt(ì'!llrii L.;i: ,iì.:.(:ll,i,' 
|"Ç¡

Duringfocusgroupdiscussions, Hlr
several participants spoke about problems with
unpredictabte shift patterns which did not altow

emptoyees to plan their lif e outside work. 0thers
emphasised the importance of having enough
guaranteed and retiabte hours in order to have an

adequate income without having to work a second job.

My daughter was fourteen... she could be [eft alone,

but I did specify I wasn't gonnae be doing shifts after
nine o' clock at night. But then... they pui me on a zer0

hours contract for that reason as welt. They woul,dn't

give me a futl-time contract'cause they says lwas
'inf texibte'.

SociaI care worker, f emale

Right now l'm on a zero hour contract. ... When

within uni it was good 'cause then I was quite ftexibte,
but now... I need something a bit more sustainable.,.

something that I can say that l'm doing these hours

each week, rather than not knowing.

Charity worker, recentty graduated, mate

lS $*$YLñ'Þln'S LÅE{]iJË M,&[?KgT

*[Lg'vËRlN6 Rñür"¡ LÅ#A ].q{3{.¡fq$?

ln Aprit-June 2015, an estimated 51,000 peopte in

emptoyment in Scottand {1.9% of the totatì were on

a zero-hours contract.ss A breakdown by gender is

not availabte for Scottand, atihough at a UK [eve[

more women in emptoyment are on a zero-hours
contract than men [2.8% compared to 2.1%].

ln 2015. 233.000 peopte in emptoyment in ScotLand

were underemployed:'9.2% of the totat workforce.s6

Women are more tikety to be underemployed

than men. ln 2014: L2LJ00 of women [9.9%ì were

underemployed compared to 94,900 men [7.3%1.s7

5l,ooo
Ënñp[oY*t5 th¡ scofi.åÍ\¡B

wEtG oH zGto-lloLrn
EOniTnÃsTg lN 20t5

Source: ONS, 20'15
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10. Apprnpri*te sr-rpport t*
r*turn tr wnrk fi:ilnwing
abs*ne * due tr¡ injury nr ill
heelth

1.1. üppcrtur:ities Tar

prom*ti*n and eareer
prr:çressinn

During focus group discussions, many participants
emphasised that white they may want to pr0gress,
this possibility was not a reatistic oi even desirabte
option within their occupation or industry. This tack
of progression routes within sectors, atongside the
undeivaluation of tow-paid sectors in generat, locks
workers into low-wage jobs.

r Yeah, weie asked every year if we want tae
progress, if there's anything else that we would like
tae do, we do get asked. But we've reached our peak."

Cteaner, femate

' I To be honeòt, I think l've been in it for a tong time
now and I think I want to get out of it because I don't
see an awfut tot of career progression, other than
going into a team [eader's role which, to be honest, I

thinkthat's quite a stressfuljob aswell. ;,
SociaIcare worker, f emate

IS SOOTLÅNI}'S LABOUR I'IARKËT
I}ËLIVER!NO OPPORTUNITIES FOR
PRO6RESSION?

ln Scottand in 2016,59% ofworkers aged 18-64
earning [ess than Ê20,000 per year surveyed in a

YouGov opinion potl for this research dÌsagreed that
they have opportunities for promotion and career
progression in their current job.r00 There do not
seem to be discernibte gender diff erences.

+

Appropriate support to return to work was a particularty
lmportant lssue for f o.cus group participants who
were current[y out-of-work but tooking for work; they
ranked it second overalt. lVany of these participants
emphasised difficutties navÌgating the current
sanctlons regime, whereby out-of-work benefits are

withdrawn if job seekers are judged not to have met
various conditions.ss It seems therefore that many

out-of-work research participants used this factor as a

proxy for general support to return to work, rather than
short-term support from emptoyers to return to work.

. ' lf you were off on [ong-term sick, which I was

unfortunately, you were [eft to rot. You were not updated
about anything. You'd get catted in for your monthty...

assessment, just to hand over a sick certificate.
Former pubtic sector worker,.mate

i ' I ended up, like, going off sick for three months.
And then having to go back into work and resotve
issues with my manager... at one point, we just weren't
speaking. That's realty stressful. r' ,

Sociatcare worker, f emate

ÐT SCOTLANS"S ËÞIPLOYERS TELIVER
SUPPORT AFTER ABSE}ICE FROM WsRK?

ln Scottand in 2016, 21% of workers aged 18-64
earning less than Ê20,000 per year surveyed in a
YouGov opinion polt for this research disagreed that
their emptoyer provides appropriate support to hetp
employees return to work foltowing an absence
due to injury or ill-health.ss Men were more likely to
disagree than women [26% to 19%].

I lttt 5

wolrEls EArillf[G tEss T]|AIU €2Ot(
SUTVEYED III SGOTIAIIID FEEI THEY DOIIIT
r{AvE suDÞotÌ Ftotur fl{Ett EthptoyEts

tit tltutifiitG to rroil(
Source: YouGov for Oxlam,2A16

s9%
OF l¡llOìKrt5 EAlNlNg LE55 THAN €2ot(

TUIVEYED IN SCOTIAND FEEL ÎI{ÊY
DOil'Î HAVE CAIEEì OPPOìÎUñIITTES

IN TI{EII CUITE¡ìI' JOI
Source: YouGov for Oxfam, 2016
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Focus group parttcipants spoke about the difficutty
in baLancing their emptoyer's expectations with
their personal commitments outside work. Several

participants reported negative experiences of changes

to their terms and conditìons retating to overtime.

Sometimes it's a wee bit harder for, tike, singte
mums... l've got the childcare but what can I dae when

chitdminders only work certain hours and they want me

tae work a wee bit extra? Lone parent, femate

Conditions are important, tike... if you work
overtime, do you get paid for it or is it expected that
you just have to work extra hour because, welt, you're

tucky you've got a job? Lone parent, femate

ffiil s'l)¡iTq..Af{ll'S ñf-f Pt{lYf:RS FXpFçT
l.; $l þ)$' I i! {.}V il ff Ti M fi ?

ln the UK in 20f0, 35% of workers [39.5% of men and 30%

of women) worked in their 'f ree time' once a month or

more in order to meet work demands in the past year.ror

13. 5i: ppr: r liv* ct¡l l*,-ïq u *s
During focus group discussions,
participants emphasised the importance

of having good relationships within
their workpLace. Furthermore, they emphasised the
signif icance of the enloyment that comes f rom working

in a team and ihe importance of having 'resþect'and

being abte to 'speak up'- both to peers and senior staff.

lThis workplace isl inctusive, everybody feels an

equat, but loads o' ptaces are awfulty cliquish... if you

feelalone in your workplace... and youlre no fitting in

wi' a ctique, it's no good for you.

f4ale vo[unteer with community charity

What made that job is you got a good taugh on the
line... You wer'nae standing there just nae speaking

tae naebody. You actualty did get a good banter.

Former f ood manuf acturing worker, male, out-of-work

[}ü pfr*f r-H lfq Sfliiïi"Åg'Jü'$4trlñ?K Wå'f il
f;i,t fi püR"tr!xdfr **å"t-trs.üqJH$?

ln 2013, 7% of Scottish adults in emptoyment
disagreed they got the hetp and support they
needed f rom work co[[eagues.r¡2 There did not seem

to be discernibte gender differences.

l"¡¡. iinr:r-¡ijir liitr+: t¡: tJr: aii lf¡*
t*sks r*T1i¡íiiii

Focus group participants spoke about
the need for management to property

account for the time it takes to perform tasks and not

increase workload without additionat support. The

need for ctear, realistic and achievable targets into
which emptoyees have lnput was atso raised.

lf you have a ratio of something tike 1:8 working

wi' young chitdren, you get a member of staff who's

off, and then suddenly your ratios ate kicking up

to 1:10... By God, the difference... That pressure on

peopte... is overlooked.

Former chitdren's worker, mate

A'the cuts that's in the governments the noo... the
jobs are getting cut, the staff are getting cut... you're

doing doubte your work.

Lone parent, female

n"¡{.1 W# lt Kf": $I fj, }{ rj il *'T["4 þ¡ f,] fi AVn Hþ¿ 8 1¡ü ti
l'f f"{lî F{.}IT i'f ríK$?

ln 2013, 55% of Scottish adults in emptoyment

reported they sometimes, often, or always had

unreatistlc time pressures at work.r0r There did not
seem to be discernible gender differences across

the Scottish workforce as a whote. However, female

workers earning [ess than Ê20,000 are ]2-I3% more

tikety to report sometimes, ciften, or always having

unreatistic time pressures at work. Given 75% of
part-time workers are femate, this may relate to
part-time workers having a workload that is not

commensurate with their contracted hours.

MORE Ï}IAN I{ALF
OF SCOTTISI{ ADUTTS IEPOTTED

FAqING UNIEALISIIS ÎIME
PIESSUTES AT WOll( ¡N 2013

Ssu¡'*e; Scc¡ttish Government, 2013
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During focus group discussions, participants spoke
about the importance of trade unions to represent
them individuatly and to bargain cottectively for
better terms and conditions as wetl as the need,

more generally, f or good respect and communicatìon
between management and the workforce. SeveraI
parttcipants spoke about the unequal balance of
power within the workptace.

' : You have to go there and hope that they're gonna be

kind enough to give you what you've earned... you don't
feet tike you have any power to say, 'No, I know what
l'm entitted to... you have to give me this'.lt's kinda tike
you're hoping that that person wi[[ [give you it].
Hospitality worker, f emate

'' 
The members are quite scared. And then we have a

lot of zero hours contracts as wetl. So they don't want
to put their head above water'cause they know lwhat
woutd happenJ.

Trade union workplace rep and sociaI care worker, f emate

N3ü SCrTLÅt{t}'$ Ëþt pLüyHË$ h'tÂvtr
WüRKPLA#Ë RËPññSfi sUTAT¡Tild?

ln 2015, 32% -730.000 employees - in Scotland were
trade union members. White this f igure was up 1.6%

from2014, trade union membership has dectined by

7% since 1995.104 ln 2014 women were more likelyto be

trade union members than men[34.2% versus 29.8%ì.

Beyond trade union membership, in 2013. 4l"lo of
Scottish adutts in employment agreed that staff at
their emptoyer were consutted about changes at
work; 31% disagreed. Men were stightty'more tikety
to agree that consuttation took ptace compared to
women {48% versus 45%}.ros

"Lü, Åe r*s:; tr fin*n*i*l
h*näfit; b*yond pây 'sl.l{:h a,;

h*lp with chiiek:ar* *r
:içnp*stirrç t* *eirlitian*l
:ìupport sirch a$ tax cre,"jris

Focus group participants, particutarty Lone parents,
spoke about the importance of support with chitdcare.
A smal[ number spoke about having'a decent pension'
and being abLe to'retire at a reasonab[e age'. Tax

credits or wetfare advice did not reatly come up - other
than peopte sayìng they thought they shoutd be able
to earn a decent enough wage so they did not have to
rety on tax crbdits.

¡ Chitdcare is very expensive... but l'm sure
companies tike lnames removed]... they coutd have a

crèche, tike a day thing, but there shouldn't be an age
timit on it.
Lone parent, femate

' We used tae have a programme within our
organisation... it operated from six in the morning tae
ten at night, but they watched the chitdren in your
'own home... it meant if you were starting at seven... [it
provided f texibitityl.
Lone parent, femate

I$ Sü{}T¡-AI,{B"S LABOIJft MÅRKHT
ÐËL¡VËRIII{& AßNITIONA¡- F;þ¡ A}¡C¡P.L

8çMEF¡T$ RfrYûi{fi PAY?

Provisional figures for 2015 show that the proportion
of employees without workplace pensions in

Scotland was 42% in the private sector and ll% in

the pubtlc sector.r0ô WorkpIace pension membership
has increased since 2014. driven by an increase
of 5.9% in the private sector, although the pubtic
sector saw a 1.5% decrease.Ì07 The data does not
attow a gender breakdown. However. wider research
suggests women are less tikety to have access to an

occupationa[ pension scheme and are more likely to
experience poverty in retirement.ros

A polt of tow-paid workers across the UK in 2015

found that 20% reported their emptoyer provided
assistance with chitdcare, 5S% reported they did
not and 22ok said they did not know.i0s The same
polt found that 2t% of respondents reported their
employer provides f inanciaI advice f rom a third
party - e.g. access to a free confidentiaI information
phone line - white 56% reported they dld not and
23% said they did not know. Simitarty, 18% reported
their employer provides f inancial assistance to
emptoyees in need, 54% reported they did not and
26% reported they did not know.rÌo
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Source: ONS.2016
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¡17. Abiiity tr: d*v*iap anel use
skilis in nurræi"lt r*ln
Within the focus groups, participants
spoke about the importance of

undertaking work that matched their ski[t-set, having

their experience outsìde their workptace vaLued by

their manager, and having access to in-job trainìng.

It's important tae have a good quatity o' work...
and know that if something needs done, your
manager can approach you and ask you 'Do you want
tae dae that because you know what tae dae?' or
'Can you use that hoist?' '00 you know how to work
that stair tíft?' '.
Former care worker, male

: Being able to devetop as an employee, that's
important.
Heatth worker, female

üÛ SCüTI-Åru*'S ËMPå'{.}YËHS þ{ÅVË THË
ABIL¡TV T0 SEVFå""0p Afqr¡ U$Ë SKlt-L$?

ln Scotland in 2011, 22ok of employees were not
saiisf ied that their work provided the opportunity
to develop their skitts in their job. There did not

seem to be discernible gender differences.trì

There are also issues with workers being

overquatified or skitls being underused within
the current [abour market. The UK Commission on

Emptoyment and Skitts estimated that 17% of the

Scoitish workforce was over-quatified or over-

skitted for their job in 2013, unchanged f rom 20lI.rt'z

J"8" Fre di¡:tnbl* take-hn¡'nÐ püV

Focus group participants spoke about
simi[ar issues to those raÌsed around

the 'regutar and predictabte hours'
f actor (ranked ninthl - particutarly the lack of security
through contract types which did not guarantee
regular hours. The lack of guaranteed pay in sates

or commission-based employment was atso raised.

Some particìpants spoke about difficutties with the
socialsecurity system inctuding how moving into
new paid empLoyment or changing working hours

couLd cause budgeting diff iculties by, for example,

impacting on their tax credit income.

l'm now down to four hours so l'm having to go and

do the whote signing back 0n... l'm making twenty-one
pound something from that... and obviously l'm now not
getting working tax credits and my housing benefit has

been affected.
Dinner tady, femate

When lfirst got here, lfound a job in a coffee
lshopl... I tasted a week pretty much... you get your

working schedute a day in advance, they pay you cash

in hand, six pounds an hour, and not more, you never

see the tips, and I had no breaks... I found out that
I wasn't gonna be paid my f irst two weeks of work
because, just in case I decided to quit... yeah, that
was really bad. .' '

Femate ìmmigrant, former barista

rS SCOTLAi{N'S LåBOIJR MARfTT
OËt!VHR'I'{G FRñI]ICTAEI.E PAY?

White no specific indicator has been identified for
this area, there is cLearly over[ap with the'reguIar
and predictable working hours'factor [ranked 9thì

and'job secùrity' lranked 2'dì. Specificatly, 51,000

people in Scottand were 0n zero-h0urs contracts
in April-June 2015rÌr ì¡rhite there were 138,000

temporary employees in 2015.r1a

ln addition, setf-emptoyment is a particutar issue
given the unpredictabitity of income and the targe

number of setf-emptoyed workers - 49% across the
UK - who are estimated to be tow-paid.1's Between

December 2015 and February 2016, 287,000 peopte

in Scottand were self-emptoyed - 1S1,000 men and

96,000 women.ì1ô
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1t. Ae cess ta s*itaN:le anel

ccnv*nient training
cppartunlties

2i3. A job that is easy tn get
to from whcre I liv*
Focus group participants spoke
about the dìfficutties of ptanning

their commute to work on pubtic transport. Longer
commutes seemed to be less of an issue compared
to the difficutty in managing muttipte public transport
connections, which are also very expensive for
someone on a low income.l]8 Sdveral socia[ care
workers spoke about issues around not being paid for
their travettime.

j j There's some shifts that I have travetted more than
it's taken me to do the shift.
Socialcare worl(er, f emate

: Some business parks wilt actualty put on a bus,
like, from the city centre or from certain tocations to
take you there.

Lone parent, femate

IS SCOTLA!{Ð'S LABOUR MARKET
BELIVERITE JOBS IIi AÛCESSIBI.E
LOCATION$?

ln Scottand in 2BlL, exctuding those who worked
from home, 8% travetted 30 ki[ometres or more
white 43% travelted between 5-30 kitometres.rrs

?ñxttt
'-ll--ffi

During focus group discussions, participants mainly

spoke about support and training to property do the 1ob

they were in. Some spoke about opportunities to learn
new skilts. The importance of a supportive [ine manager
was atso emphasised.

. ', You just got thrown in... you got put on a line and
this person is working beside you, 'they'tt keep an eye

on you'. That was basicatty it... lt was actually funny,
in a way, when you seen new starts happening... them
trying tae get the triangte tids on and botttes going
everywhere. "":,'

Former bottle factory worker, currentty oul-of-work, male

I lf you decided you were gonnae take a course...
it's reatty, realty tough. There's people who go to
cottege and the manager shows her major disapproval
of it.
Socialcare worker, f emate

I¡û $COTLAilN'S FMPLOYEES HAVE ACCESS
TO TRAININE OPPONTUNITIES?

ln Scotland in 2011, 2lolo of employees were not
satisf ied with the amount of training they received.
Exctuding heatth and safety training, 30% of
emptoyees reported not receiving any training in
the previous 12 monihs. There did not seem to be

discernible gender diff erences.rrT

f¡

oo-_

hh/ \

tlN3
EtulPtoYEES lil sgo?LAtrtD m 2('tt

IEPOITED TUOT ICCEIVIilG
ANYTTAIilINE IN TH: PITVIOUS

t2 üoñtTl{s
Souree: Workplace Employment Relations Study, 2013
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2.i., ftexii:ii.iiy in clrc*sinç
rrty worxì'r'-1 hil..t i !
During focus group d;scussions,
participants emphasised the importance
of having an emptoyer that recognised the pressures
on employees outside work, such as childcare needs

and the need f or f texibitity in order to deal with
emergencies.

, You need a job where, at teast if your boss or your

supervisor is understanding and accommodates you...

if your kids are off sick, you need someone who's
gonna understand you need to take time off.
Lone parent, femate

I can feeI fine one day and I can wake up the next
day and struggle to walk... if you're having a bad day

and you cannae do the futt shift that day - you make

Iitl up on a day that you are feeting better, but you can

come and go ftexibty
Disabted person, mate

g$ $cstrLÂrur}'s t-A${3u& þ{ARKfiT
üñilVËRIruü FLHXgßLH Ht}URS?

ln Scotland in 2011. 3l% of emptoyees reported
having no inf luence over the time they start and

finish the day.I2o

Iä" 1¡V*lk th¡:t rJ*¡:ri nrii invili.ve
excesåiv* li/ilrk1ilü hri.¡l*
Focus group participants spoke about
the need for hours which a[owed for
work-life ba[ance and difficutties with shift patterns.
Some participants suggested a weekly limit to
working hours. ln addition, regu[ar paid breaks were

emphasised as important but not necessari[y the rule.

For exampte, one participant spoke about how they
onty had seven minutes 'personattime' in a nine hour

shift, after which their pay wouLd be docked.

: . The job I was doing used to rota me for a set time

and there wasn't enough ltime] for what had to be

done for the next day. So I was consistentty, some

weeks constantly working two, three hours, four hours

lextral. 0nce I got the train at midnight... I was meant

to f inish at six. :

Agency worker, male

A lot of peopte that I work with they work forty
ptus, fifty hours, because they need the money...

Whereas then there's other people in the same job who

need more hours but they can't get the hours from
those people who are working fifty hours... it's not
being spread evenly.

Waitress, female

¡S $CTTLA*Û'S LAÛTUI{ MÅRKËT
NËLIVERNNS WJTRK THÅT NST$ ilOT IhIVSL\/N
gxcËss¡vH å{firiRs?

ln 2015, an estimated 244,000 workers in Scottand
were working more than 48 hours a week.rzr This
represents an increase of 6% on 2010, fottowing
a decline in the previous decade. A gender

breakdown at a Scottish leveI is not possib[e.

Howevet at a UK level men were significantty more

tikely to work long hours than women [atthough long

hours f or women were on the increasel.r22

Ireru

.'il riririri
iirir{riri

î¡ffi!o
Enñp["6YEF$

ãiå s€ö?ilåruÐ
r¡JgiË ?ñt$nktñ¡6
fr,lÐ&g Tå*,åru 4ß
å*gua$ Å TñgsfrK

ï¡{ ãó{s
Source: TUC, ?015

ln 2015, 763,000 peopte in employment in Scottand

[35%ì reported they woutd pref er to work shorter
hours than at present in their current job. Men were

more tikety than w0men to report they wanted to
work shorter hours (37.4% vs. 33.4%1.
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i?3. B*inç paid íniriy ci:irp;lr*ll
t* seli*r st¡ff
During focus group discussions, a smat[
number of participants spoke about pay

inequatity between the company boss and frontline
staff, while others spoke about pay bands more

narrowty.0ther participants were more relaxed about
senior staff earning a bit more, if it coutd be justÌf ied.

I was just thinking, whereas the execs are getting
paid mittions and mitlions of dotlars, I was getting paid

less than the tiving wage for my work.

Former f i[m industry workeL now working in retail, mate

I think if you've got a decent manager and they're
worth their pay then they deserve that wee bit extra.

Nursery worker, f ema[e

l$ :üüüT¡^Åþ¿#'$ r_ÅErirJR MARt{sï
t!frt"åvüRlNü r;ÅlR pÅy tüMpARfrü T8 5Ëï,¿¡{ifr
ETA Ë#?

No appropriate indicator f or this f actor was
identified. However, the High Pay 0entre estimated
that in 2û14, median pay for the highest-paid
Executives working for l2 Scottish-based
companies tisted in the FTSE 350, was 40 times that
of the median satary. lt was atso 77 times the pay of
a worker on the minimum wage.r23

Further research suggests the richest 1% of
Scottand's poputation increased their share of
total pre-tax incomes f rom 6.3% in 1997 to La% by
2009.rr4

t
TRED'AN FAY OF SCOTTISFI

FTSE 350 EXECUTIVE tì¡ 20r*

iÌ¡¡" .fii;rk ti¡;-:t I hnii*i¡e i*
rinci *lly t¡;*r åhr¡ir i l*
Focus group participants spoke about
satisfying, enjoyabte work that they fett
was worthwhite. ln this regard there seemed to be

significant crossover wÌth the issues peopte spoke
about in relation to purpose and meaning.

l'm happier with what l'm dae'in because it's
something I want to do. And I feet it's worthwhite,
because l've seen the carnage it's caused ldrug
abubel, l've seen peopte dying and everything... and if I

can help one person, l'm happy.

Peer support volunteer worker with drug rehabititation
charity, male

I don't know, there's no point dae'in a job that you

don't tike 'cause you're gonnae be stressful, you're not
gonnae work as hard, you woutd be quite negative, so

as [ong as you have tike a job that you enjoy, you tike,
and other peopte tike it and you're hetping, kind o'the
sociaI good aspect of it.
West of Scottand RaciatEquatity Councitf ocus group
partlcipant, mate

r$ $ü$TLJ1N8"S LÅB{}I'R MÅRKËT
r]Ël! vËRlldG ssff ALtY wilRT¡'rwi'låt_Ë wüRK?

ln the UK in 2010, 7.3ok oÍ workers f 8.5% of men and

5.8% of womenl said that their job rarely or never
gave them the fee[ing of doing usefuI work.izsJ6.4ok

said their job gave them the feeting of doing usefuI
work atways or most of the time.

iii iii iiii iii iii iiti
iii ii i iiii iii iii iiii
iiiiii iiii iiiiii iiii
iii iti iiii iüiiii i

COMIINED PAY OF 77 MI]UIMUü
rñrAGE WOìKEìS tN 20ra

Souree. High Pay Centre. 2015
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?5. Varied wnrk XH
Some focus group participants |l e
expressçdanacceptancethatthe 4I!EE!EF
nature of their job did not atlow f or varied

work. A workìng environment that attowed for socìa[

interaction and regular breaks were both themes that
came up, perhaps as a response to the inherentty
monotonous nature of some employment.

: I think the tast job that I did, I did f ind ii repetitive
because it was inputting a lot of data into the
computer... it was a bii repetitive and sometimes you

can feeI quite isotated because of that.
Sof tware company worker, femate

' There's a lot of different things to do in the job

and it keeps me going. it keeps my ain heid on as wet[,
know? lt's different every day.

Peer support votunteer worker with drug rehabititation

charity, male

Nü ST*TLAilÐ"S WNRKHRS F{åVË VARIEO
lxfüRK?

ln the UK in2012,66% of employees [aged 20-65]
reported that there was a great deaI or quite a tot of
variety in their job. 19% reported some variety, l0%
a tittte and 5% none at a[[.126 Women were stightly
more likety to report having tittte or no variety at
work []5.8% to i3.8%1.

?L:" Ccnli'ul ancl fiexibititv ^^
ilve{ ncw r Otriiver fïly wurK v
During focus group discussions, !t!l4
participants spoke about being treated 'like a person,

not a number'. A retated theme emerged retating to
not being pressured or forced to undertake work that
they did not want to do. Severat participants spoke

about having'dignity' through being abte to'choose'
the work ihat they did as well as the abitity to reject
unsafe work. The need for inpui into any targets was

a[so raised.

' ' Just noo we're given a diary in each client's house

and you're supposed tae stick tae whit's in that diary.
lf you go in tae a wee ctient's hoose and she goes,
'l reatty don't need anything that's in that diary, but

coutd you put a washing on for me?'We're supposed

tae say 'no'. ':
SociaI care worker, femate

'' You're just a number... They just said'you dae it
my way or it's the highway.'That's no' right. lt's going

back to the respect thing again, isn't it? :

Former construction worker, mate

Ë}T SCOTLAND'S WORKERS TIAVE TO}¡TROL
A$üN FLËXIBII-ITY OVER TFNEIR WsRK?

ln 2013. l8% of Scottish adults in emptoyment said
that they setdom or never had a choice in deciding
how they did their work.t2i Women were more
tikety to seldom or never have a choice in how they
detiver their work - 2I% of women compared to
I5% of men.rzs
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BEYOND THE RANKIN6S: A DEEPER ANALYSIS

White the detaited rankings are usefulin
understanding the priorities of tow-paid workers -
and of different demographic groups - many of the
twenty-six factors interretate with each other. For this
reason. additionat analysis of f ocus groups data and
individuat interviews was undertaken. Specificalty,
data was used from the first and second focus group
exercises. ln these exercises, participants were asked
to think about what makes for decent work without
being presented with the tist of 26 factors. The

section betow outtines some of the key f indings.

What one thing is most important for
decent work?

ln the first exercise, which was conducted during att

30 focus groups, participants reported 346 individuat
comments about one thing they thought was most
important.l2e The researchers grouped participants'
resp0nses within the five dimensions of decent work
identified in the titerature review. The graphic betow
detaits ihe f indings:

IIITRI}ISIC CHARACTERISTICS OF WORK

Voice and communication

3t% Sociat aspects of work

TERl,lS Al{0 C0l¡D¡Tl0lls 0F EMPL0YMEI{T

R¡ght to workptace representat¡on

Leave entitlements 8Í,
:9i¡,

Contract or job secur¡ty
Working time

arrangements

. Recognit¡on,
dignity, respect and

appreciation

Rote of minimum
standârds or labour [aw

Autonomy, controt
and skitt utitìsation

No n-discrimi natì o n

Satisfying or
enjoyable work

0pportunity to
devetop or progress

Decent pay or
decent wages

[]ecent pay or
decent wages

8%

Work-life batance
9olo Pay and

benef its
r9%

PAY AI¡O BEiIEFITS

Non monetary benefits
Financial security

Predictabitity of pay

Fa¡rness or
equity in pay

Heatth,
safety and
wettbeing

WORK.LIFE BALAI{CE

Convenient work tocation

lntrinsic

ïerms and
conditions

2s%
characteristics

3S%

The next stage consisted of identifying any possible
'sub-themes'. Findings f rom this process are detaited
on the right-hand side:

Supportive managers
Famity friendty

HEALTH, SAFETY AiID WELLBEII{G

Psycho-sociat
factors

6ood workplace
environment

Safe working
environment or
conditions

No.excessive or
unsociãbte hours

l3%
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OVERLAP BETWEEN OIMENSIONS

ln total, I07 of the 346 individua[ comments overtapped

across two or more dimensìons. Thìs reflects the
inter-connectedness of the sub-dimensions of decent

work. The three largest overtaps were between the
dimensions of the 'ìntrinsic characteristics of work'
and'terms and conditions' {48 commentsl;'pay and

benefìts' with'terms and conditions' II3 comments];

and the 'intrìnsic characteristics of work'with 'heatth,

safety and weLtbeing' (13 commentsl.

DIFFERENCES WITH THE RAl{KIIIG EXERCISE

The retativety high proportion of comments about the
intrinsic characteristics of work and retatively lower
proportion about pay and benefits reveala slÌghtty
dìfferent picture of whai matters to low paid workers

when compared tc the fìndings from the rankings

exercise, where decent and fair pay were generally

ranked highty white indicators about the intrinsic
characteristics of work were genera[[y ranked much

lower. This is tikety to reflect the different nature of
the exercìses.

Given participants had not had any deliberative
discussion f or the f irst exercise, and were not
made to prìorìtise dif f erent f actors as they were in

the final exercise, the results of the finat exercise

are more robust than this exercise. That said, the
results hightight some of the ìssues people think are

important for decent work when asked unprompted.

*lhai did frcus ürüup pårticip¿Ìnl$ sËty

wh*n prûrnptçd with the Tive elirnnn$¡*ils
ilf decent r,voi'k?

ln the second exercise conducted durìng 22 focus
groups, participants wrote a totat of 1,082 individuat
comments.L30 The graphic below shows how these
were spread across the flve dimensions:

Work-tife
bâ[ance

L7%

Heatth,
safety and
wetibeing

r9% lntrins ic
characterist ics

22"h

Pay and benefits
20olo

Researchers also mapped the 1,082 comments back to
the 26 factors of decent work. Thìs allows for a clearer
picture of the sub-dìmensions participants emphasised

most. Also of interest are comments from the post-it
note exercise that are not captured [or not adequately

capturedì by any of the 26 decent work factors. This is

detaited in Tabte L Factors which weie noi part of the
26 originatfactors are hightighted in red.

There is a degree of consistency between this exercise

and the fina[ focus group voting exercise. The top four
factors mentioned ìn this exercise - a 'decent hourly

rate'; a 'safe environment'; 'fair pay to simitar jobs'; and
'paid leave' - plso appeared in the top six f actors in the
f inatvoting exercise.

A ctear contract was an additionaL, new f actor which
appeared in this exercise. lt is tikety that 'job security'
was used as a proxy f or this in the f inatvoting exercìse,

exptaining why it appeared further up the rankings in

the fìnat voting exercise.

Similarty, having both a 'supportive manager'and
'supportlve cotteagues', while appeanng in the middLe

of the rankìngs for this exercise, had a good number of
mentions. When participants were pressed to prioritise

factors in the finatexercise it seems they prioritised

a'supportive manager' over'supportive col[eagues'.

This woutd exptain why a'supportive manager'appears
further up the rankings in the final exercise.
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DECEI{T W(lRK INOICATOR

TABLE 9: MAPPING 0F C0MI.IENTS T0 OUR 26 ll{DICAT0RS 0F DECENT WORKrsr

0ecent hourty rate

Safe environment

Fair pay to sÌmitar jobs
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No excessive hours
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Regular hours

Purpose 6 meaning

Training opportunities

Supportive manager

Supportive cotteagues

aia3. tcn{ract ûí :îsit uciioíjs

Addilionôt benefits
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Note: Factors wh¡ch were not part of the 26 originaI factors identified are highiighted in red within this tabie.
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IÅlh¿rt clc th,* ir.l*ividuai int*rviews
illustrate?
0ne-to-one interviews were an opportuniiy to
tìsten to individuats tatking about what decent work
means for them. to analyse how the various factors
interretate, and to better understand how they may

impact on other aspects of life otherwise not exptored
in this research. Such anatysis atso altows a more

differentiated understanding of the 26-factor priority
tist as it shows the [inks between, for exampte, a

highty-ranked factor such as'a decent hourty rate'
or'job security'and a factor such as'predictabte
take home pay', which was ranked relatively lowty at

eìg hteenth.

HEALTH E WELLBEING AIID PAY

For ìnterviewees, there were obvious connections
between the'decency'of pay and good heatth and

personaI wett-being. However, they atso understand
that there is an advantage for the employer if pay is

decent:

if you're getting good pay, and you've got good

heatth, good hotidays, and yo.u're treated okay,

you're gonnae go tae your work, and you're gonnae

be happy... you're going to be mair productive to the
company, aren't you? So, everybody's a winner

voluntary worker, mate

PAY AND PERSONAL ¡NDEPEI.¡OEt.ICE

A decent wage is not onty deemed to be important to
afford'basic things', as the street stalls and focus
groups made clear, þut atso a necessary prerequisite
for a young working women to live independently of
the support from parents or husband:

I think it's when you feeI independent from

everybody, you don't need your husband or your mum

and your dad, yes. and the most important for me is

that when you feel you are on your own and you can

be, do everything you want
part-time worker, f ema[e

Similarly, a young man who tost his job as a

comparatively wett-paid administrative worker due to
company redundancies retayed the impact of having

his first paid job:

i I flew the nest, I left home and me and my friend
got a private let, we got wur own flat for six month and

that, kinda, they lthe emptoyerl sent me on my way to
get the money together so I coutd fty the nest
votuntary worker, mate

PAY ANO SOCIAL IT{CLUSION

The intervlews further demonstrated the retationship
between 'decent pay' and social inclusion. This

relates to the discussions in the f ocus groups where
participants stated that tow levels of pay result in

sociaI exctusion, with participants reporting that their
income often only covers what was described as'the
basics' - rent, utitity bitts, food.

A social care worker and mother of one reported that
working futl-time for a low wage has not only meant
maieriat dif f ìcuLtiés, such as paying the rent and

bitts, but a[so has had, over the years, a detrimentaI
impact on her personat tif e. She said that her Iow

wage, in addition to unsociabte working hours and

their [ack of predictabitity, had pushed her to

the periphery of everything because everything's
got a f inancial cost to it... And quite often that just
means you just don't go out... So you're kinda sociatty
isolated [and] see friends drift off because l've never
went out with them because l've just not had the

money

sociatcare worker, f emale

This sociat care worker aLso expressed a concern that
was voiced more widety in interviews and focus groups:

I A basic wage shoutd be abte to pay for your rent,
food on the table, pay your bitls, your counciI tax. After
that it woutd be nice, also, to be abte to have some

participation in the sociat tif e of the society you're in.
you know? Whatever that is, going to concerts or going

to the footbat[, cinema

sociaI care worker, femate

Conversety, an interviewee reported what his stable
and comparativety weLt-paid work in an administrative
f unction attowed him to do:

' " lt allowed me to save up enough money so that I

could get the deposit down on my f irsi f tat... if one of
my friends phoned up and says 'Bo you want tae dae

this? Do you want tae do that?' I coutd say 'Aye; we'[[
do it'
votuntary worker, male

RESPECT, WORK AI{D PERSOiIAL IDEiITITY

Among the interviewees some reported that theìr
work - paid or unpaid - had positive and negative
impacts on how they f ett about themse[ves. For

example, ihe importance of the meaning and purpose
of work was particutarly emphasised by those who

had experlence of voluntary work.

Respect - or the tack of it - f rom empIoyers, but
aLso f rom colleagues and ctients or service users,

emerged as an important feature of decent work
and was reported to inftuence the individuats'
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personaI identity. Two interviewees in [ow-paid work
in the sociaI care sector reported that tow pay and
conflictual retationships with their Iine managers,
but aIso with their service users, had a detrimentaI
impact on their personaI identity. The f irst said:

i : you do feet tike the longer you're in it, the more of
yourself you lose ,

sociaI care worker, female

The other, a former carer bIamed the quatity of tine-
management. He said:

' ' I get mair respect oot of the patients than I did

oot of hatf the staff... fmanagement see you asì just
a robot coming in to do a job, they don't care who you

are or what you are, they just want the job done, they
want the shift covered... you just don't feel like you

matter at att

votuntary worker, mate

ConverseLy, a vo[unteer in a drug rehabititation charity
reported how his unpald work had helped him to
control his own alcoho[ism. He said:

.. , lvoluntary work had] a massive positive effect on

my mentaland physical health... il gotl that self-esteem
back, that confidence again. I had peopte say to me 'we

want you to come and work with us on a voluntary basis,
And then at some point in the future it'd be greai if you

were actuatty working here as wetl'
votuntary worker, mate

Att interviewees who coutd speak about experlence of
unpard work in the votuntary sector reported that they
fett 'part of the team'and that this was highl.y relevant
with regards to their persona[ ìdentity. 0ne said:

Last Thursday I was out for dinner with the Chief
Executive. That woutd never have happened before...
l've got the codes to the doors... l've got the keys, and
the alarm code to your. buitding outside where we are
the noo... for somebody's that never had trust
votuntary worker, mate

However, interviewees suggested that respect is not
only expressed through the personal conduct of those
higher up in the hierarchy but atso through pay. The

voluntary workers emphasisqd this in reference to their
past experience in mostty tow-paid jobs:

'You want to be valued, feet vatued, you're no'

wanting to work for a pittance
votuntary worker, male

Furthermore, respect for emptoyees is aLso expressed
in access to a'proper'contractua[ agreement
between emptoyee and emptoyer. 0ne lnterviewee -
who currently worked ai a charity as a volunteer and

was not generalty used to contracts from previous

work in the private sector - said:

, [a contract] is a very good thing... lt takes the
volunteer role seriously... and it atso kind of acts
almost as like a bridge into the so-catted reaI wortd
in inverted commas, back into the wortd of work,
'cause you'lI have to deat with that with an actual
em ptoyer

votuntary worker, mate

The retationship between work and persona[ identity
also touches upon the question of whether work -
paid or unpaid - is considered to be meaningfulor
not. A votunteer with prior experience in the low pay
sector said:

' it is purposefutwork, when you actuatly get out
in the morning, get up in the morning... it's like'l'm
gonnae do something good here, this is gonnae be a
good day'
votuntary worker, male

Comparing tow-paid emptoyment in the removal
industries with his voluntary work. another interviewee
said:

' I feelas if l:m putting mair back intae society than
taking oot... ln the previous employment, I was just
tifting and carrying and 'Put it there. Put it there'. And

that was it. At the end of the day you'd a wage packet
and that was it ;

voluntary worker, mate

I||IPACT OF LINE MANAGERIAL PRACTICES

The interviews also provided the opportunity to
expLore in more depth the potentiatimpact of tine

manageriaI practices on emptoyees.r32

0ne care worker reported that her [ine manager open[y
disapproved of their emptoyees' commitment to
furthering their educationat quaLifìcatÌons. Another
interviewee suspects that her manager:

just wants to keep us as ffexible as possibte, which
doesn't reatly have much regard for our own work/tife
balance

care worker, femate

Simitarty another former care worker also expressed
how [ine managers need for shifts to be covered could
resu[t in excessive working hours:

lf they were short-staf f ed...you knew.basicatty
you had to dae it... Sometimes I done like a day shift
and then l'd go straight ontae a night shift. And then I

would dae another hatf-a-day shift, and then go hame

tike a zombie and expect to get up that next night and
then go through with a night shift.
f ormer care workeL male

Little advance notice of rotas was identified as a
particutar problem - one interviewee felt that the way
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that rotas are delìvered impedes upon her Long-term
planning:

'I don't know when l'm working from week to week
necessarily, so it makes it hard to ptan ahead fot the
futu re

sociaIcare worker, f emate

0ne interviewee reported reprisal measures when

employees were: 'kinda outspoken'. She added:

: They were dae'in the job wrang, they were cutting
corners. But everybody does it. You're no'supposed to
say anything, are you? You're just supposed to go with
it. I said 'Wett, that's no' right... And then I got sacked.

ll was totdl 'Troubtemaker - Don't come back' .

care worker, femate

0ne f ormer public sector employee said managerial

support to return to work after protonged illness was
woefutty lacking, with mental iltness a particular
problem. He said:

', They didn't take that seriously at att. They paid

tip service to it. And that's kind of what done for me

in the end, to be honest. I saw a therapist, one hour,

once, and that was - as far as they were concerned,
that was enough to deat with the fact that l'd been on

[ong-term sick with various issues. And they thought
'Wett, we've done our bit, we've ticked our tittle box
to saythat we've taken it seriousty' . ,

votuntary worker, mate

Managerìalsupport for peopte wlth heatth issues, said

a former worker in the construction sector, is also
important to keep others at the workplace safe:

, ; somebody's got an alcohol problem, and they
know they've got an alcohol probtem, it shoutd be

addressed... if you're using machinery, or you're

working on buitding sites, you're no' just a danger to
yoursetf, you're a danger to other peopte round aboot
you.'
voluntary worker, male

There were positive storles, too. 0ne employee
reported that one of his former employers extended
a short-term contract despite and because of his

admittance of an alcohol problem:

, l'd told my tine manager about my alcohol probtem

and she's the one that says right, go up and tett her

boss what I just said, and says'See, for your honesty?
l'm gonnae gie you three months... we'tt get you the
hetp' '

voluntary worker, male

0ne interviewee said that illness can also be a

problem if [ine managers are unwi[ing or unable to
hetp emptoyees struggting with heatth issues:

I ; people have phoned sick and been told to get their
shifts covered... peopte being realty il[ and wanting,
needing to go to the hospitat and being totd to wait titt
somebody turns up to cover their shift
f ormè¡r care worker, mate

ANALYSIS: WHAT THE INTERV¡EWS REVEAL

The themes which emerged ìn the interviews make

clear that work can be both a s0urce of wettbeing

and a source of stress and itt-health. ln this context
it ìs important to remember the nature of low-paìd
jobs: emptoyees are often considered to be easity
rep[aceabte due to the low levetof quaIif ication
required to do the role and its [supposedlyl tow

productivity. Low-paid sectors have low unìonisation

rates so that workers not only have llttle bargaining
power but a[so have minimal protection against tine

managerial decisìons and matpractice. Low-paid work

often has tittte prospect for trainìng opportunities
and workptace progression white emptoyers have few
incentives to of fer training or f urther quatif ication
measures.Lr3 For examp[e the dismissive attitudes to
training, outtined above, from a scciaI care manager
can perhaps be expLaìned. inter alia, by understanding
that participation in an evening course places timits

on employees'flexibitity - a particular feature of care
work. This could be considered an unwelcome obstacte
to manageriaI ptanning.tra PositiveLy,rss there is some

evidence of employers in tow-paid sectors taking
steps to improve employment conditions for workers,

atthough it ìs ctear much more needs to be done.
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Cül\¡CLUSIOI-¡ AN D RECÛil4 MENÐATIOH S

lhis report has presented findings from a unique
research project aimed at estabtishing what low-
paid workers in Scotland vatue as important when it
comes to'decent work'. Whitst recognising variatÌons
for specific groups, the research has identìfied
remarkab[e consistency in respondents' priorities for
decent work.

When participants were asked, unprompted, 'What

one thing is important for decent work?'focus
group participants tehded to emphasise intrinsic
characteristìcs of work such as satisfying and sociable
work as well' as work which affords recognition,
dignity, and respect. Atongside this, they commonly
hightighted decent pay, fair pay and job security.

Howeveç when asked to prìoritise a number of factors
presented to them on the basis of a prior review of
existing research on 'decent work', focus group

participants particularly valued f ive factors: suff icient
pay to cover basic needs; job security; paid hoLidays and

sick leave; a safe working environment; and supportive
management. This picture was retativety consistent with
the other methods used within this research, inctudìng
the street statls and the opinion pott.

Beyond these factors, the individual intervìews
highlighted the positive and negative impact that
manageriaI practices can have on individuats as wetl
as the imporiance of decent pay for socia[ inctusion
and personaL independence.

None of the factors respondents prioritise are

unreasonable or extravagant. They represent what
many of those who are not low-paid woutd see as
'givens'and should be common practice in twenty-f irst
century Scottand. Nonethetess, it is apparent from
participants'personaI stories and the assessment of
Scotland's [abour market that these are too often not
met. It is ctear that 'decent work' is something that
too many peopte onty hope to experience rather than
something that they can take for granied.

There is therefore a significant job to be done to
improve the quatity of work which is available in

Scottand. However, by ensuring the priorities of [ow-
paid workers significantty inform changes to poticy
ánd practice, Scottand can make major progress

towards the detivery of decent work for all.

To achieve this objectìve, there is an urgent need
to improve pay and working conditions for low-paid
workers wìthin a broader strategy of enhancing job
quatity in Scottand. Thìs witt require action f rom: the
UK and Scottish Governments; emptoyers; unions; and
the third sector.

Signif icant power to detiver change - ìnctuding over
employment tegislation - rest at Westminster and

we woutd expect the UK Government to take action
on this important agenda. ln tight of 'Brexit', the UK

Government should ensure empLoyment legistation at
teast maintains and, wherever possibLe, strengthens
workers'rights.

However, there is wetcome momentum on this
agenda within Scottand. We have therefore focused
our recÒmmendatìons, at this stage, on actìons the
Scottish Government can take to drive forward the
decent work agenda.

Atongside this, we recognise that emptoyers have
a huge rote to ptay. and we therefore make some
recommendations as to how they can ensure the
basic conditions needed for decent employment are
provided for tow-paid workers.

Recommendatians for the
Scottish [ìovernment

III,I PROVING AND EN FORCI¡IG BASIC EI'IPLOYM ENT

c0ttDtTt0Ns

This research has hightighted that existing minimum
standards for decent work are inadequate and, in
many cases, not properly enforced. Despite existing
tegisLation, participants reported stories of: not being
paid enough to live on; being in an endtess cycLe'of
being paid off and then re-empLoyed;rr6 effectively
losing their job without any notice;r37 not recelving
paid hotidays or sick [eave; and being bullied,
harassed and discriminated against in the workplace.
ln short, emptoyment tegistation is failing many of the
people we spoke to.

Enf orcement of adequate standards witt require
a range of measures, inctuding sanctions agaìnst
companies found to be ftouting the taw. As the Fair

Work Convention's Fair Work Framework states:

i , lt is very widely accepted that a suite of
proportionate sanctions is necessary to respond to
unacceptable employment practices and io sígnal
the seriousness with which our society views these
matters, r.' ,r38

The Scottish Government shoutd consider how it can

use its devolved powers to ensure better enforcement
of basic employment practìces in Scottand.
Specif icatty, the Fair Work Convention shoutd be

given an expticit rote in ìnvestigating and pubticisìng
poor emptoyment practices, ensuring peopte's tegat
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entitlements are being adhered to in practice, and

driving up standards where this is needed.

This is not the first time that such a move has

been recommended. Citìzens Advice Scotland has
previously said: "[the] Fair Work Convention could also
take on a rote overseeing enforcement of employment
taw under Scots [aw".rrs ln addition, they have

catted for an 'Emptoyment Commission'to "oversee

the enforcement of emptoyment [aw... and 'name

and shame'unfair employers". The Department for
Business, lnnovation and Skitts (BlSl currentty do this
for employers faiting to pay the minimum wage,raO but
we shoutd go beyond this to inctude other employment
conditions. Lessons could also be learnt from

Australia where the Government has estabtished a Fair

Work 0mbudsman.rar

The devolution of emptoyment tribunats to the Scottish
Parliament atso provìdes an opportunity to minimise

barriers to justice for Low-paid workers. The First

It4inister's commltment to abotish trìbunaIf eesra2 is

wetcome: however, there is also a need to speed up the
tribunal process and ensure awards are paid in full.raJ

There are ctearly [imitations to what the Scottish
Government can do. While the imptications of Britain

leaving the European Union are far f rom ctear at the time

of writing, there are evidentty rìsks and opportunities
stemming f rom 'Brexit'with regard to employment

legistation.laa The Scottish Government should be

a strong and progressive advocate - at UK and, if
relevant, European levets - to ensure empLoyment

tegistaiion at [east maintains and, wherever possible,

strengthens workers'rights. For examp[e the Scottish
Government could put pressure on the UK Government
to end exptoitative zero-hours contracts.rqs

0ur recommendations:

I. Give the Fair Work Convention an explicit roLe in

investigating and publicising poor employment
practices and driving up standards.

2. Be a strong and progressive advocate in Scottand

- as wetl as ai UK and, if relevant, European

levels - to ensure employment tegistatron at [east
maintains and, wherever possib[e, strengthens
workers'rights.

EFFECTIVE WORK A¡ID EMPL(¡YMEIIT STRATEGIES

The Scottish Government has recently published a

Labour lt4arket Strategy and announced the creation of
a Labour Market Strategic Group.ra6 The chatlenge for
this group, and any effective strategy. is to combine

overarching macro-economic objectives with taitored
interventions to support Low-paid workers.

A key driver of low-paid, insecure work is a lack
of demand for labour.raT White acknowledging

the constraints on the powers of the Scottish
Government, consideration must be given to demand-
side measures to boost employment,ÌaB recognìsing
the timits of suppty-sìde, skitts-based interventions in

providing decent work for atl.ras

Addressing the prob[em of underemptoyment may

also require work to be 'shared' better. ln this contexi,
there may be a case for timiting excessive workìng in

order to provide enough work f or all.rs0 Consideration
must also be given to the impact of techno[ogy and

automation on the [abour market which is tikely to
impact differently across sectors and occupations.rsl

As wetl as macro-economic issues, there is a need

to address the specific and sustained issue of low
pay in sectors in which it is endemic. Currently a

disproportionate number of tow-paid workers work
'in 

a small number of sectors, such as sociaI care,

retai[ and hospitality. These sectors often feature a

predominantly femal.e workforce and provide paid-
work which is sociatty undervatued and therefore
tikety to be tow-paid. The Scottish Government.shoutd

estab[ish specific, tailored strategies to tackl'e tow

pay in these sectors. ln doing so, it shoutd address
the specific business modets which appty to each of
these sectors, some of which - due to the regutatory
f ramework - appear to obtìge the pursuit of tow-paid
work. For exampte, the social care sector has specific
chaLlenges around productivity, with the poorest
record on productivity among public service areas
since the late l990s.rs2 At the same time it has issues
around quatity, with a high number of visits timited
to 15 minutes in duration meaning the care of people

often has to be rushed.rs3 Ultimately much sociaLcare
funding is dependent on the public purse.rsa Given

many of the interventions to improve the lives of low-
paìd workers have cost imptications, we may have to
rethink how government, emptoyers and consumers
va[ue certain types of work and - if necessary - pay

more for it to be done.

Public procurement is one of the levers which
governments can use in order to raise pay levets and

ensure more decent work exìsts. As the Fair Work

Convention's Fair Work Framework states:

r Procurement - by government and the pubtic

sector is atso an important tever. Crucialty, public

contracting can be creative in detivering good use of
scarce public resources without sacrificing fair work in
the process. ' rts

Pubtic procurement shoutd be used to incentivise
and reward payment of the votuntary tìving wage, as

def ined by the Living Wage Foundation, as we[[ as

other good employment practices.Ls6

Beyond procurement, Government and public bodies

support companies in a number of ways, inctuding
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financiat[y. The Scottish Government is currently
undertaking a review of Scotland's Enterprise
Agencies.IsT This must ensure that pubtic agencies,
such as Scottish Enterprise, do not provide pubtic

money for companies engaged in sub-standard
em ptoyment practì.ces.

ln a simi[ar vein, signif icant sums of money look set
to f tow to locat authorities and partners through 'City

Dea[s'.rs8 The Gtasgow City Deala[one is estìmated
to invotve funding of more than Êl bitlion.'ss This

money must not be used to fund development
based on precarious work and high tevets of socio-
economic inequa[ity.r60 lnstead City Deats shoutd be

used to promote decent work and connect economic
development with wider ef f orts to reduce poverty.16r

0ur recommendations:

3. Estabtish strategies io tackte tow pay in sectors
where it ls endemic as part of a wider effort to drive
up the quatity of work across Scottand.

4. Use publ.ic procurement to lncentivise and reward
payment of the tiving wage as def ined by ihe
Livìng Wage Foundation as well as other good

emptoyment practices, pubticising when this
occu rs.

5. Ensure government agencies and pubtic bodies do

hot support companÌes engaged in sub-standard
employment practices.

6. Ensure'City Deals'promote decent work and

connect economic development with wider efforts
to reduce poverty.

EIIHANCING THE BUSINESS PLEDGE

The Scottish Business Ptedge is a commitment
by accredited companies to adopt fair and
progressive business practices, based around nine
key components.r62 When first announced in the
Programme for Government 2014-I5, the Scottish
Government said:

I We witt introduce a new Scottish Business Pledge

setting out what is expected of businesses in return
for receiving support from the Scottish Government
and its agencies . 6i

Since that announcement, the Business Ptedge has
become an entirety votuntary scheme.r6a Concerns
have also been raised around the certification
processt6s as well as the ctarlty of [anguage used in

the pledge.r66 ln addition, there have been calts for the
content to be strengthened, for example through a

commitment to famity f riendty working.16T

Neverthetess, atongside a robust regutatory
f ramework, there is merit in an approach which
pubticty recognises and accredits emptoyers who

meet a range of sociaI criteria. Research undertaken
with empLoyers in Scotland has shown that pubtic

recognition of good practice can be a vatuabte tool
in improving practices.r6s Oxfam's internationaI
experience of working to improve the practices of the
world's targest food and drinks companies - whìtst
increasing transparency - atso reinforces this.I6s

However, to perform this type of rote, the Business
Ptedge must be strengthened. Specificalty, the
findings from this research about what tow-paid
workers value f rom work shoutd inform the content
of a reformed Ptedge. Consideration should also be

given to requiring businesses seeking accreditation
to disctose their pay ratios - an area the Poverty and
lnequatity Adviser, Naomi Eisensiadt, recommended
in her report to the First Minister as a measure which
could hetp tackte pay inequality.rT0 Criticatty, there
is also a need for a more robust and transparent
accreditation process to ensure the integrìf y of the
Ptedge is protected. This cou[d potentìatty involve

a number of civiLsociety groups mirroring the
successfuI approach adopted by the Lìving Wage

Campaign. Such a mode[ cou[d also broaden the reach

of the Ptedge in supporting tow-paid workers.rTr

0ur recommendation:

7. Enhance the Business Ptedge, inctuding by ptacing

a m0re robust and transparent accreditation
process at its centre.

MAKII{G EMPLOYABILITY POWERS WORK BETTER FOR

DIFFEREII¡T GROUPS OF PEOPLE

The Scottish Parlìament wil[soon be given

emptoyabitity powers. lt shoutd use these powers

to design tailored programmes which address the
different issues faced by different groups of peopte in

the [abour market. Specif icatly. dif f erent pr0grammes

may be needed f or those indivÌduals who are f ar

f rom the [abour market; those who have recently
Lost their job; and those in tow-paid work.r72 Such
programmes must atso take account of women's
and men's differing circumstances outside of work,
seek to mlnimise sanctions, and address issues of
occupationa[ segregation.rT3 They shoutd have an

expticit aim of hetping people move out of poverty iia

and shoutd not force peopte into jobs which are not
suitable or sustainabte for them.

0ur recommendation:

8. Use employabitity powers to design taitored
programmes which address the different issues
faced by different groups of peopte withìn the
labour market and do not force people into jobs
which are not suitabte or sustainabte for them.
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BETTER I¡IFORMATIO}I AND DATA ABOUT THE TRUE

T'IATURE OF SCOTLA¡ID'S LABOUR I,IARKET

ln order to effectively measure progress in increasing
the avaitabitlty of decent or faìr work, better
understanding of the nature of work in Scottand today
and the extent to which people's needs are being met
is needed. lt ìs ctear f rom our rnitiat assessment that
labour market data for Scottand, and indeed for the

UK more widety, is inadequate to perform this task.
SpecificaLty, some factors deemed important by tow-
paid workers do not have appropriate data indicators
which coutd help to analyse whether Scottand provides
'decent work'to its Low-paid workers. 14oreover, some
data ìs not avaitabte for Scottand; some data is not
disaggregated by gender; and some data is not timely.
Enhanced data is f urther required to ensure we can

measure the effectiveness of poticy interventions in

this area.

There is currentty no Scottish survey (or UK survey
that can be property disaggregated at Scottish teve|l
which considers quality of work issues. Therefore, the
Scottish Government shoutd invest in a new survey

- similar to the Workptace Emptoyee Retations Study

IWERS) - to help establish a baseline and measure
progress in detivering decent work in Scottand. Such

survevs are not inexpensive but the investment wi[[

provide a cruciaI evìdentiaI base to support progress

towards a key Scottish Government priorlty.

0ur recommendation:

9. lnvest in more comprehensive and timety survey
data to ensure anatysis of Scotland's labour market

supports measures to assess and improve work
quatity.

f{cci:r¡menrjatlr:ns Iar *mpl*y*rs
The Fair Work Convention's Fair Work Framework
states: "Fair work must be located in the workplace
and de[ìvered by emptoyers and workers".rTs We beLieve

the priorities of tow-paid workers identif ied in this
research provide criticat insights in support of this
ambition.

Specìfìcalty, thìs research has pointed to a number
of conditions employers shoutd provide for'decent
emptoyment'. These conditions are detaited betow. lt
shoutd, however, be made clear that this research has
not engaged with emptoyers directly (though research

undertaken separatety as part ofthe UWS-Oxfam

Partnership did ri6l, and the conditions are sotely based
on an analysis of the issues faced by tow-paid workers.
We therefore recognise that further work is needed
to exptore what emptoyers should do and the barriers
to change that exist for them. We wou[d welcome
engagement with employers, in a range of sectors,

to consider this. ln the meantime, we contrlbute the
f ottowing provislonaI conditions for decent work:

I. Emptoyers shoutd pay the tiving wage as defined by

the Lìving Wage Foundation.rTi

2. Emptoyers shoutd ensure written contracts are

ìn place, with aitemptoyees given a copy. They
should atso report annuatly on the number and
percentage of temporary and irregutar contracts
Ìn their busìness, expLain why they are using these
contracts and seek to minìmìse their use.

3. Employers should not employ workers on

exptoitative zero-hours contractsrTs or'bogus
setf-emptoyment' contracts.rTs They should [ook
favourabLy on requests for employees to change
their hours or contractuaL status and give as much
notice period as possible when ìnforming staff of
their shift patterns.

4. Emptoyers should provide annuatteave in excess

of the statutory minimum and be f texibte and

accommodatìng in atlowing emptoyees to use this.r80

5. EmpLoyers shoutd provide sick leave tinked to the
emptoyee's rate of pay rather than the statutory
minimum.rsL EmpLoyers should produce a return-
to-work ptan, in partnership with the individuat

concerned, to ensure appropriate support is
provided to emptoyees returning to work after an

absence.

6. Emptoyers shoutd recognise the rights of workers

to associate f reely in the workptace, to join or

form a trade unlon, and to bargain cottectively.
Emptoyers shoutd ensure trade unions are involved

in consuttation and decision-making. As the Fair

Work Convention states: "detivering fair work is at
the core of the activities of trade {rnions".r82

7. EmpLoyers shoutd undertake equal pay reviewsrsr
and put ìn ptace fair pay systems which Limit pay

discrepancies. These pay systems shoutd minimise
individuat bargaining, maximise pay transparency,
and ensure baseline pay and pay increases reward

staff based on objective and transparent criteria.

8. Employers shoutd promote structured training and

career development opportunities for [ow-paid
staff. This could inctude encouraging peer learning,
tinking job roles with devetopment opportunlties
and appointing'champions' at different tevels to
promote the progression of Iow-paid staff.tsa

9. Employers shoutd facititate the provision of
information to new starters and existing emptoyees
about potentiat sources of support, inctuding

statutory benefits and [ocal services. EmpLoyers

shoutd ensure their pension poticy is adequatety

exptalned to aLt staff.
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0ecent hourly rate

Additional benef¡ts

0pportunities for
progression

Psid leavo

HEAtr WE|oHT

1.33 8.83

1.02 6.77

0.91 6.06

DESCRPNON

ffiMñlttl$

¡{EAil WEtC}fT

l.r3 7.51

1.06 7.06

I 6.67

0.82 5.49

0.82 5.49

üErwffffiffi

m
0.75 5.00

0.69 q.59

0.68 4.56

0.77

0.76

0.7

0.69

0.66

0.65

n(o

5.12

5.07

4.6S

4.57

4.t12

4.J0

3.SI

0.11 5.15

0.17 5.10

ffi Flexible hours

w
@

0.24

0.t2

0.12

L5

4.73

t1.11

4.11

4.7r

4.71

q.37

3.92

3.61

J.l7

3.14

2.17

2.15

r..s6

t.s6

L5S

t.5s

1.57

0.79

0.79

r00

No unpaid overtime

Ênough time for
tasks

Supportive

cotteagues

Fair pay vs senior
staff

SUpþrlatter
absence ffi

ffiffi0.sei.86
Tra¡n¡ng 0.55 3.68

opportunit¡es

Devetop and use 0.5 3.35

skitls

Supportive 0.45 3.03

cotleagues

Sociatty worthwhiie 0.44 2.92

No excessive hours 0.48

0pportunities for
progression

Predictabte pay

Sociattyworthwhite 0.42

Devetop and use 0.41

sk¡lls

Addit¡onatbenefits 0.41

Access¡btetocat¡on 0.38

Training

opportunities

Ftexibte hours

Varied work

Control

0.tr7

0.46 0.tr2 2.8Iffi
No unpaid overt¡me 0.38

Enough tìme for 0.37
tasks

Var¡ed work 0.36

No excessive hours 0.36

Predictabte pay 0.33

Control

Workptace
representation

Fair pay vs sen¡or

staff

L.7l Workptace
representation

l.0l Varied work

Ì.00 Fåir pây vs senior

stêff

100

2.53

2.45

2.38

2.31

2.200.37

0.34

0.24

a.2

I5

0.26

0.15

0.I5

t5l5

EMPLOYED

(lNCLU0ltlG SELF-EMPLoYEDI (N =1741

ZERO-HOURS COIITRACT

fSUB-SEÍ 0F EI,|PL0YEBl ll{=I6'l
OUT OF WORK

BUT L00Klr0 FOR WORK (ll=401
STUDEt¡T llt=r7'l
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0 T0 €15,000 P.A. {N=1071

TABLE ll: FOCUS GR0UP RANKII¡0S BY lNC0l,lE GR0UP

I
2

2

4

c

o

7

I
o

1.04 6.95

1.02 6.80

0.SS 6;59

0.94 6.26

0.87 ' 5.93

0.98 6.5r

0.87 5:81

0.85 5.67

DESCRPN(lil

l@
0esen¡ houûyrate

W
@
@
@

RAIIK

0.1 4.66

0.66 AAL

0.66 4.31

0.62 4.15

0.76 5.08

0.73 4.89

0.67 4.q5

0.66 4.t1L

4r5

4.L2

3.Sl

0.59

0.58

0.57

0.64 428

0,62 .4.14

0.s8 3.87

û.57 3.79

0.54 3.58

0.52 3.49

0.s2 3.14

0.5 3.34

0:5 3.32

0.5 3.32

0.5 3.30 0.52 3.43

0.A2 2:19

0.3e 2.60

0.36 2.4r

0.34 2.27

0.48 3.23

ß4 2.68

0.34 2.21

0.3 2.02

0.ß 2.87

0.4 2.66

0.36 ?.39

HEAI|

l.l
1..03

V{EIO}IT ÛESCR¡PÍOT¡

7.35 0tsseathcqfiy,f9te

6.8s @@

üEAt{ WH6Hï

3.S4

3.88

3.77

a.2 , 1.36

15.00 100

0Escilm0il

@il
tecon{ houllyrats

üEAII U'EIGHT

J.Uþ

3.77

3.74

3.57

3.45

0.ls r2"l

15.00 100

1.2S 8.61

r.22 8.12

0"89 5.93

0.83 5.55

0,92 5.46

0.76 s:03

0.75 ds7

0.63 \2t
0.6 3.99

E
r0E
tl Supportivecotteegues

Ê, opportunitiesforprogression

tJ Additionâtbenetìts

Lq Enoughtimefortasks

15 
' 

Ft8xibte hours

16 Accessiþlo tocation

17 No unpaid overtime

18 Trainingopportunities

f's t]evetop anduse sk¡tts

2t Predictabtepay

2L No excessive hours

22 Sociallyworthwhite

23 Workplacerepresentation

?E Fäir,payvsseniorstafi

25 Varied work

26 Control

-

8M
WorkpÌace represenlation

@
¡@

No unpaid overtime "

Enough time for tasks

Training opportuníties

E
Socialty worthwhite

Fair payvs senior staff

Predictabte pay

0evetop and uee skllts

0pportunities f or progr.ession

No excessive hours

Accessible location

Supportive colteagues.

Varied wortt

Flexlbte hours

Additional benefits

Control

@
t@
E
Fak pay vs seniorstaff

@

No unpaid overtime 0.62

Workptacerepresentation 0,62

Devetop and use skilts q.s9

No excessive hours 0.58

0pportunitiesforprogresslon 0.5?

Predictablepay 0.56

Enoughtimsfortasks 0.54

@ o.s2

Sociatly worthwhite

Supportive cotteagues

Träinin g opportunities

Additionst benetits

0ontrot

Ftexlble h0urs

Varied work

AccessÍble [ocation

0.53 3.56

0.5r 3.A2

û.46 3.0S

0.44 2.93

0.33 2.18

0.31 2.05

0.3 1.98

ß.2 1.31

û.13 0.87

ls.0û t00

0¿5 1.6ô

0.25 I.63

0.21 1.37

0,28 1.85

0.23 1.s0

8.22 1.44

€15,000 T0 Ê25,000 P.A. (N=461 €25,000 P.A. 0R M0RE (N=571

'lri::, ir1 i ,,r I

:',iijl,,.]|.rr:' 11.i,ìt,,:lirt:i, ltiì"i:

,rri,tiillii./il .,r li,lil I rirjilil¡li,Ì':

,i.'lr::ìlrit':.il:i,il, ri.¡iì|iríi t
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PERMANEI'IT (N=ls3l

TABLE l2: F0CUS CROUPS RAllKlN0S BY EMPLOYMENT C0I¡TRACT TYPE

RAIIK

I
¿

3

4

c

6

7

I
I
t0

1L

ì1

13

t4

t(

l6
tl

l8

T9

20

21

23

24

26

ilEAtt

1.18t

1.0s3

l-029

0.936

0.873

0.853

0.6r3

0.6t3

n qo7

0.592

0.553

0.521

0.510

0.500

0.498

0.464

0.461

0.438

0.t123

0.406

0.402

0.37r

0.356

0.317

0.200

0.19s

l5

WEI6HT

1.81

7.29

6.86

6.24

5.82

5.6S

¿no

4.09

3.98

3.95

3.6S

3.4]

3.40

a aa

3.32

3.09

3.07

2.52

2.82

2.71

2.68

2.ttl

aa1

2.TI

r..33

1.33

100

ilEAt{

1.0s3

1.014

0.924

0.178

0.778

0.775

0.773

0.757

0.741

0.70_I

0.667

0.590

0.574

0.572

0.553

0.477

0.44q

0.E26

0.370

0.370

0.370

0.368

0.331

0.220

0.I85

0.lr{8

l5

WEIGHT

1to

6.76

6.I6

5.t9

( lo

5.17

5.r5

5.05

4.S4

4.61

4.45

3.S3

3.83

3.81

3.69

3.18

2.96

?.84

) lr-7

2.tr7

2.\7

2.45

2.2r

1L1

1.23

0.9s

100

0EscRtPTt0¡t

;Wüq!ffi
Becent hourty rate

.Pa¡d leãve

:wåfåÈi¡üÈf ðffi
No unpaid overtime

gMMü
ffi
Workptace rep¡esentatlon

Enough t¡me for tasks

@
S!,PP.d& ûT1tei;aB@öÞ:

Fair pay vs senior staff

Supportive cotleagues

No excessive hours

Predictabte pay

Addítionat benefits

0pportun¡ties for progression

Devetop and use sk¡tts

Training opportunities

Accessible tocation

Ftexible hours

Sociatly worthwhile

Varied work

'Control

DESCRIPTIOI¡

@
Becent hourly rate

ffi
.€wffi@64&ffiÊj

Sociatty worthwhile

@
Pâid tsave

ÈWffi
Supportive co[teagues

f$d&ffiþffi,
0pporlunities for progression

Accessible tocatlon

Fnough time for tasks

Devetop and use skìlts

Predictabte pay

Ftexibte hours

:s{tÉFrÕi,t #eö'iÉb'-fônðs,

Additionat benefits

Training opportunities

No excess¡ve hours

Varied work

Fair pay vs senior staff

No unpa¡d overtime

Controt

Workplace representation

Note: Permanent:47% femate/53% mate; Temporary:59% female/41% mate;OveratI sample: 49% female/S1% mate

TEI.IP0RARY (ll=271

ili t.,r,i;it t,: ll'irl. r1:t.
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TABLE 13: FOCUS GROUP RANKIN0S BY H0URS, STATUS AilD GENDER

ALL {N=641MEN (N=12'IWoMEN (tt=521

PART-TIME HOURS

DESCflPn0lt

ffiffiw
ÌffieffiÉffi
0ecent hourly rate

Pâid leave

:S#eqn&ii$rdi!þ
Supportive cotleagues

Flexibte hours

:sçpoiB qËe!åbsÈl]aei¡,,

W
Accessibte [ocation

Enough time for tasks

Additionat benefits

M@
Train¡ng opportunities

Predictãbte pay

No unpaid overtime

{¡üöffii{&dq
Workptace representation

0pportunities for progression

No excessive hours

Devetop and use skilts

Fair pay vs senior staff

Sociatty worthwh¡le

Varied work

Controt

I,IEAT{ WEIGHT ÐESCRtPTr0il

Decent hourly rate

.ffiËÍl
No unpaid overtime

Enough time for tasks

0evetop and use skitts

0pportunities f or progression

.ïraining opportunities

Supportive colleagues

@
Sociatly worthwhite

Predictabte pay

Ftexibte hours

Workptace representation

No excessive hours

Fair pay vs senior staff

Control

i&q¡þFìñ[:iiùfêrraüsr¡iïÊe

Additionat benefits

Accessibte location

Varied work

DESCilPn0il

ffiffiffiW
tecent hourly rate

Paid leaue

:ffif.ffiÉËûFåg
Supportive colteagues

Flexíbte hours

@
i ú.Þ'pþÆ. ü¡f'güssf{Êd
Enough time for tasks

{$ffi
Training opportunities

No unpaid overtime

Accessibte tocation

Additional benefits

Predictabte pay

0pportunities f or progress¡on

Workptace representation

Develop and use skitts

No excessive hours

Fair pay vs senior staff

Socially worthwhite

Varied work

Control

I.IEAI{ WEIGHT

i.51 i0.05

1.25 8.30

0.92 6.16

0.92 6.16

0.76 5.05

0.76 5.05

0.69 4.6I

0.68 4.53

0.59 3.94

0.59 3.S4

0.58 3.89

0.sB 3.85

0.58 3.85

0.5r 3.39

0.5 3.33

0.5 3.30

0.42 2.18

0.42 7.18

0.34 2.27

0.33 2.22

0.33 2.22

0.33 2.19

0.33 2.19

0-25 r-63

0.18 t.Ig
0.17 1.11

ls Ì00

ùtEAfl

Ì.i8
l I8
ll7
0.94

0.73

0.71

0.66

0.66

0.59

0.56

0.56

0.56

0.51

0.5

0.5

0.49

0.48

0.41

0.43

0.q2

0.39

0.35

0.33

0.28

0.19

0.17

t5

7.87

7.85

7.82

6.?7

4.87

A.l tr

4.41_

q.31

3.St
z7q

7?C

3.70

3.42

3.35

3.27

3.22

3.U
2.89

2.81

2.60

2.30

?,t7

1.87

r.74

I.t2
I00

WEIGHT

t
2

3

E

5

6

l
I
I
10

1l
12

t3
14

I5
I6
T7

18
lo

20

2I
LL

23

ztr

25

26

1.28 8.50

1.24 8.26

I.t 1.30

0.95 d.30

û.76 5.09

t.72 4.77

0.7 4.65

0.63 tr.I1

0.62 4.ti
0.58 3.84

0.56 3.75

0.55 3.64

0.54 3.58

0.52 3.4t

0.4s 3.23

0.48 3.tB

0.46 3.07

0.46 3.05

0.44 2.93

0.4 2.ô6

0.35 2.32

0.35 730

0.32 2.15

0.23 t.54

0.19 t.27

0.I3 0.87

L5 100

MruWìì:riii: ;1., , ii tii:-1 ,1,1 ì | .,t:t" . i, ¡;.rr.

',r, , il ii ri

I
@

DESCRtm0ill ilüffimm
2 Decent hourly rate

3 'Faidteaveq sáfdsilÏljöf,Þrf¡'ñHs ffiffiF6 &ûþwffi:4ffirc7 ilmililE@@
8@
I Sociatty worthwh¡te

10 Support¡veco[eagues

il Additionat benefits

12 Opportunities for progression

13 Enough time for tasks

lq Supportaftéiahsenôer.sffi
16 No unpâìd overtime

n tair payvs senior staff

18 Devetop and use sk¡lts

Lg ttexible hours

20 Predictabte pay

2L Accessible location

22 Trainingopportunitìes

23 Workptacerepresentatíon

24 No excessive hours

25 Controt

26 Varied work

WEICHTilEAt¡WEIGHTMEATI DESCR¡PN(lil

Decent hourty rate

FêÍd tgeüs

ffiiw
@
lffiSi'[üht!¡TlqiÈW
Workplace representation

ffiüffiw
No unpaid ovettime

No excessive hours

Fair pay vs senior staff

trffiteruffiffiit$
Enough time for tasks

Predictabte pay

Devetop and use skilts

0pportunities f or progression

$i¡pÍjdtaftqpanænee,

Soc¡atty worihwhite

Training opportun¡ties

Supportive colteagues

Accessibte tocation

Additionai benefits

Varied wo¡k

Controt

Ftexibte hours

DESCRIPTIOI¡

iffiWW
Decent hourly rate

Paid lgav€:

@
l$Érft'ðdqf aíi$ili$útt

ffiruffi[eruffiM
¡l[ôi{ffifr6.tffiffi
No unpaid overtime

Workptace representation

@@M
Fair pay vs senior staff

Enough time for lasks

No excessive hours

0pportunities for progression

Socìatty worthwhite

Pred¡ctabte pay

Develop ând use skitls

i suppoif- aflo! aheQndo r

Supporiive cotteagûes

Additional benef¡ts

lraining opportunities

Accessib[e {ocaiion

Flexibte hours

Varied work

ControI

flEAt¡ WEIoHT

r.09 1.24

r.06 7.06

I 6,67

0.91 6.08

0.88 5.88

0.7I 4.12

0.68 4.53

0.ô6 4.40

0.59 3.95

0.58 3.85

0.57 3.80

0.56 3.73

0.54 3.5S

0.51 3.ttz

û.5r 3.37

0.5 3.34

8.49 3.23

0.48 3.20

0.46 3.03

0.45 3.02

0.38 2.53

0.36 2.37

0.3q 2.?6

0.25 I.68

0.24 1.61

t.22 l.4t1

l5 100

r.07 7.u
r.05 7.02

I.04 6.96

0.96 6.3S

O.BB 5.BB

0.76 5.05

0.67 4.49

0.67 4.46

0.65 4.3r

0.62 4.10

0.6 4.01

0.6 3.S9

0.53 3.56

0.53 3.53

û.51 3.39

0.5 3.31

0.4s 3.29

0.44 2.91

0.43 2.81

0.37 2.q3

0.35 2.3t1

0.32 2.13

0.2s r.94

0.26 1.75

0.23 1.51

0.i9 1.28

t5 t00

1.16 1.73

1.05 6.97

0.88 5.85

0.85 5.68

0.83 5.50

0.82 5.47

0.8 5.31

0.11 s.tl
0.68 4.55

0.68 4.53

0.6 3.9S

0.54 3.5S

0.54 3.57

0.5I 3.4t

0.48 3.2r

0.46 3.03

0.45 3.00

0.43 2.85

0.4 2.61

0.4 2.63

0.37 ?.45

0.34 2.29

0.34 2.26

0.26 I.7I
0.2 ].J3

0.2 1.32

15 I00

Note: n=l gender mìssing, Men n=7 prefer not to say h0urs, n=39 missing hours and Female n= 3 prefer not to say hours and n= 45 missing
hours removed from hours categories but included ìn totals

ALL fN=Ir9]MEN (N=831WoMEN (t{=35ì

FULL-TII.IE HOURS

:j: ,1Í i 
'.i 

!.¡iirì t:1.;11i1:,þt'
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TABLE 14: FOCUS GROUP RANKIilGS BY TRADE UNI0N MEMBERSHIP AND GENDER

I
2

3

4

5

6

7

I
I
l0
II
L'

13

t4
I5
t6
tt
18
to

20

¿I
¿¿

23

24

25

¿D

oEscilmoil

ffiffimF@ffi@
ûecent.hourty rate

,Faiü:!davc.

iffiffi
Supportive cotteagues

Enough time for tasks

No unpaid overtime

Workptace representation

@
Training opportunities

Accessibte tocation

Additionat benefits

W
'&¡lß¡ítft 

ål{b.?ãFÉft rgd.

0pportunities f or progression

Ftexible hours

Predictabte pay

Sociatty worthwhite

Fair pay vs senior staff

[)evetop and use skills

No excess¡ve hours

Control

Varied work

DESCilPn0il

Decent hourly rate

ffi
Faid tgâve

så1qiüùwËtjçriu
Workplace representãtion

No.unpaid overt¡me

fiWffi
No excessive hours

@
Fair pay vs senior staff

,s.uÞilír,1efl otÞÞSdþde

Devetop and use skitts

0pportunities f or progression

Predictãbte päy

Training opportunities

Enough time fortasks

Socialty worthwhile

Supportive cotteagues

Additional benefits

Varied work

Accessible [ocâtion

Flexible hours

Control

DESCRtmoil

ffi
Dscent hourty rate

,Pqídfqave

ÐMww6ffirffi
ffiffiffiffi
@
Workplace representation

No unpaid overtime

@
@
ffi
Enough time for tasks

No excessive hours

Supportive cotteagues

Faír pay vs senior staff

;Sr'rgtiiüÌ.YdMrå¡brådÞds

Training opportunities

0pportunities for progression

Develop and use skitts

Pred¡ctabte pay

Sociatly worthwhite

Additionat benefits

Accessibte [ocation

Ftexibte hours

Controt

Varíed work

I,IEAN WEICHT

1.23 8.21

r.r8 7.85

i.09 1.25

u.v¿ b.]b

0.92 6.t-0

0.71 q.lz

0.ô5 4.35

û.ôÌ E.Ol

0.6 4.01

0.58 3.8s

0.53 3.50

0.52 3.4S

0.51 3.43

0.5r. 3.41

0.48 3.11

0.45 3.01

0.44 2.53

0.t12 2.78

0.41 2.15

0.4 2.65

0.37 2.4E

0.36 2.42

0.35 233

0.33 2.23

0.26 t.73

0.ú 1.15

15 100

ìtEAt{

r.?2

I.I2
t.02

0.9¡i

0.81

0.17

0:.72

0.66

0.64

0.64

0.ô

0.58

0.57

0.52

0.52

0.48

0.42

0.42

0.41

0.39

0.34

0.29

0.25

0.23

0.23

0.2?

t5

WE¡G}I1 l,tEAil

t.l8
I.l6
0.97

0.88

0.85

0.81

0.69

0.68

0.6

0.59

0.55

0.5

0.4s

0.49

0.48
'0.48

0.46

0.45

8.44

0.41

0.38

0.37

0.36

0.3r

0.24

0.22
1E

WEI6HT

7.84

t.l3
6.4S

5.83

5.64

\L)

4.58

4.56

4.0I

3.92

3.67

3.32

3.?5
7)a

3.22

3.19

3.04

2.91

2.92

2.70

2.t17

2.41

2.05

1.58

1.43

t00

8.llr
7.41

6.80

6.27

5.42

5.10
q.8t

4.38

4.25

tl.25

4.02

3.85

3.82

3.45

3.43

3.17

2.77

2.71

¿.ó¿

2.29

ta¿

1..67

1.56

r.5l
1.48

100

,'1,1,ìr.-i, r, r ;:,1Ìti,

,l.il ill :i

I
@

0EscRlPfl0il

ûecent hourty rato

ffi
ffiffifl,dw.üffiå
¡$¡idFcñta¡teti¡nE*nea

Pald leave

Ë¡ffirffi
@
Additionat benefits

Supportive cotteagues

Ftexibte hours

ffiffiffiifi
Accessibte [ocation

0pportunities f or progression

@qæ
Predictabte pay

@
Sociâtty worthwhite

Develop and use skilts
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The conôept of decent work has been pioneered by the
lnternationat Labour 0rganisation: http://www.¡to.org/
g[obat/about-the-ito/decent-work:aoenda/tanq--en/
index.htm. However, this reports use 0f the term ls wider
than the indicators identified by the lL0 and is focussed on

what iow-paid workers in Scottand prioritise as important for
decent work.

0ther studies which have engaged workers include: JRF
(Juty 2015J 'What do tow paid workers think woutd improve
their working tives'which utitìsed 14 f ocus groups with 9B
tow-paid workers as well as an assocjâted opinion pott of
5,000 tow paid workers to explore tow-paid workers attitudes
to good and bad jobs': httes://wwwirf.org.uk/report/
what-do-tow-paid-workers-think-woutd-impiove-their-
working-tives; Citìzens Advice lJune 20161'The importance
of income security'which potted 1,135 people about what
makes them f eeI secure: httpsr//www.citizensadvice.org.
uk/about-us/policv/poIicv-research-topics/work-potiey-
research-surveys-and-consuttation-responses/work-
p o ti'cy- rese a rch /th e-i m po rta n c e-of-i n come-secu ri tv/;
Suthertand, J (20Ìll 'What makes a good job' which uses
Employer Skilts Survey data to Iook at Scottish workers job
attribute preferences; and IN0A llvlarch 20071 'What is good
w0rk?'wh¡ch surveyed more than 5,000 German workers by
questionnaire: http://www.inqa.delSharedDocs/PDFs/EN/
what-is-good-work.pdf? btob=pubticationFite.

Scottish Governmenl (Aprit 20161 Lab0ur ¡4arket Brief: http://
www.oov.scot/To oics/Statistics/Erowse/Labour-Market/
A na lvli ca IPa o ers/ LM- B ri ef-Ap r

Scottish Parliament lnformatìon Centre.{SPlCel {January
20161'Eainings in Scottand - the gender pay gap': http://
www.partiament.scoi/ResearchBriefinqsAndFactsheets/
S4/SB l6-tt Earninqs in Scottand 20I5-the qender
pav gap.odf

5 Scottish 6overnment fMarch 20Ì51'Scottand's Carers':
htto://www.oov.scot/PubIications/20I5/03/].08i

6 For more information on Oxfam's work on women's economìc
empowerment and care see: http:/ /oolicv-practice.oxfam.
o rg. u k/ o u r- wo rklg e n d e r- i usti ce / wo mens- e co n o m i c-
empowerment/we-care and Rhodes, F llvlay 2016) 'Unpaid

and Undervalued - how inequatity defines women's work in

Asia': httos://www.oxfam.org/en /research/underpaid-and-
undervatued

7 The voluntary Living Wage is an hourty rate of pay catculated
according to the cost 0f ljving in the UK. lt is set independentty
and updated annually. lt is currently Ê8.25 an hour, with an

uprating due in November 2016. The Liv¡ng Wêge Foundêtion,
and in Scotland the Poverty Attiance, operate accreditation
initiatives which awards emptoyers the Lìving Wage mark
shoUtd they votuntarily commit to payîng the tiving wage to
at[ emptoyees over 18. This dìffers from the UK Government's
"National Living Wage'which is an increase in the min¡mum
wage for those aged over 25. lt is currently 81.?B an hour. For

more inf ormation see: http://www.livingwage.org.uk/sites/
def ault/fites/Everything%20you%20need%20t0%20know%20
about%20the%20Liv¡ng%20Wage%2020I6.pdf

I 0ffice for Nationat Stâtistics {Juty 20161'Regiona[ [abour
market: Headtine lndicators for Scottand': https://
www.ons.Aov. uk/amplovmenlan d [a bourmarket/
peop[einwork/emptoymentandemploveetypes/datasets/

headtinelàbourforcesurvevindicatorsforscollandhill

I Office for National Statistics lseptember 2015)
'Contracts with no guaranteed hours': http://
www.ons.gov.uk/employmentandlabourmarket/
peopleinworklearningsandworkin ghours/artictes/
contractswithnoguaranteêdhou¡s/20I5-09-02

l0 European Working Condltions Survey l20l5l: http://www.
e u rofo u n d.e uropa.eu /su rveys / data-visua Iisation /sixth -
european-work¡no-condit¡ons-survev-2015

Il Based on TUC estimates using Labour Force Survey data
(Juty 20Ì51: https;/ /www.tuc.org.uk/workptace-issues/
employment-rights/working-time-hotidays/17-mitlion-peopte-
missino-o ut-the i ¡- pa id

I2 Health and Safety Executive {0ctober 20151 using Labour Force
Survey data ìn'Heatth and Safety in Great Britain 2015': http:/l
www.hse.gov.u k/statisti cs/ regi o ns/cou ntry-an d-region.
p¡!! and http://wWw.hse.oov.uk/statistics/reqions/tables.
htm. Statistics based on a rotting I2 month average between
20II/12 and 2014/15.

13 Scottish Heatth Survey {20I31'Part I4 - siress at work': http://
www.oov.scot/Topics/Staïistics/ Browse / H ea lth /scottish-
hea lth-su rvey/Pu b licatio ns/Supp teme nta ry20I3

I4 Bailey, N (23 June 20141: http;//poverty.ac.uk/sites/defautt/
fi tes/attachments / Bai tev, %20Em p toyme nt. %20poverty%20
and%20sociat%20exclusion 0.pdf

l5 Marmot (20101'Fair Society Heatthy Lives', p.26: http://www.
i nstituteof hea tthequity.oro /projects/f a ir-society-healthv-
tive s-t lE¡¡elrnqL¡g! rw

I6 Scottish Government (June 20161'Poverty and lncome
Inequatity in Scottand 2014/ l5': http:/ /www.qov.scot/
Pu bticati o ns/2016/06 / 3468

n See, for exampte: Coutson, A.B and Bonnar, J f2015)'Living
Wage Emptoyers: evidence of UK Business Cases': http://
www.tivingwaoe.o¡q.uk/news/new-evidsnce-bubiness-case-
ad opti ng- [ivi ng-wage

l8 Living Wage Foundation {Juty 2016)'Good Jobs in Retait: A
. Tootkit': http://www.tivingwage.org.uk/business-case-tivinq-
waqe-5

I9 Gibb, S and lshaq, M {May 20161 uWS-0xfam report'Decent Work:
The Emptoyers View': http://uwsoxfampartne¡ship.org.uk/wo- .

content/uptoads/2016/05/Decent-Work-Thematic-Report-2-
Emptovers-View-Web.pdf

20 Scottish Government {January 20151: 'What do we know about
in-work poverty: A summarV 0f the evidence': htt¡://www.qov.
scot/ Pub ti cations /20I5/0I /3233/ 0

2I Scottish Government {June 20161'Poveriy and lncome
Inequality in Scotland 2014/15': http://www.oov.scot/
Pu bticatio ns/20I6/06 / 3-468

22 Thompson, S (February 20151 JRF'The tow-pay, no-pay cycte':
https://www.if.org.uk/report/tow-pay-no-pav-cycte

23 Hurretl, A fNovember 2013) Resotution Foundation'starting out
or getting stuck - an anêtysis of who gets trapped ìn low-paid
work - and who escapes': http://www.resolutionfoundation.
org /wo-content/uotoads/ 20 I4 / 08/ Starti nq -o ut-or-getti ng-
stuck-FlNAL.pdf

24 NHSHeatth Scottand: http://www.healthscottand.coml0FHl/
HWL/conteni/evidence/HWevI 5 6 7.htmt

25 Baitey. N {23 June 20141: htto://pove¡tv.ac.uk/sitesldefault/
f iles/attachments/8ailev, %20Employment.%20poverty%20
and%20sociat%20exclusion 0.pdf

26 Pockock and Skinner [20]21'Good Jobs, Bad Jobs and the
Austratian Experience'in Warhurst, Carré, Findtay and Titty Are

Bad Jobs lnevitabte?'

27 lt4armot (20101 'Fair Society l-leatthy Lives', p.26: http://www.
instituteofheatthequity.org/projectslfair-society-heatthy-
Iives-ihe-marmot-review

28 Specificatty the proportion of jobs paid betow the tiving wage,
zero-hours contracts and tow-paid setf-emptoyment have at[
¡ncreêsed ìr.recenl yea.s.

29 Coutson, A.B and Bonnar, J {20151'Living Wage Employers:
evidence of UK Business Cases': htip://www.livingwage.org.

. u k/ news/new-eviden ce-busi ness-case-ado pting-[ivi ng-
waqe and Ritey, R and Rosazza Bondibene, C f20fSl'Raising the
standard: Minimum Wages and firm productivity': http://www.
niesr.a c.uklpub Iicati ons/raisi no-sta ndard-min i mum-waqes-
ând-f i rm-p roductivitv#.V4Uf Xd0rJR0
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30 Hughes. C et at {lYarch 20161 New Poticy lnstitute and Poverty
Atliance 'Entightened setf-interest? The rote of private sector
emptoyers in reducing poverty': http:i /npi.org.uk/pubtications/
work-and-pay/entiqhtened-self -interest-rote-!¡ivate-sector-
e mptoyers-red u ci ng-povertv

31 GLA Economics f200Sl An Independent Study of the business
beneflts 0f imptementing a Living Wage Poticy in London':
https://www.tondon.gov.uk/sites/def auli/files/gta migrate
files destinaiion/archives/mayor-economic u¡it-docs-living-
wa ge-benefits-summary.pdf

32 Scottish Government [20I5] 'Wider payment of the Living Wage
in Scottand - issues for consideration': htto://www.gov.scot/
Resource/0047/00475903.pdf

33 Living Wage Foundation lJuty 20f 6) 'Good Jobs in Retail: A

Tootkit': http://www.tivingwage.org.uk/business-case-living-
wage-5

34 Gibb, S and lshaq, lvl {lt4ay 20161 tJWS-Oxfam report'Decent Work:
lhe Emptoyers View': http: //uwsoxfampartne¡ship.org.uklwp-
content/uploads/2016/05/Decent-Work-Thematic-Report-2-
Employers-View-Web.pdf

JS Warhurst, C (2015ì presentation at {JWS-0xfam Policy Forum
event on decent work: http:/ /uwsoxfampartnership.orq.uk/
policv-forum-1-2015-decent-work-2/

36 Erhei E Guergoat-Lar¡vière {20f01'Job 0uatity and Labour lYarket
Performance': htip://aei.pitt.edu/14580/I/No 330 Ehrel and
Guergoat on Job quatitv revised flnat.pdf

31 Findtay, P {June 20I51 Submission to Scottish Pattiament's
Economy Committee lnquiry rnÌo Work, Wages and
Wettbeìng: http://www.scottish.parliament.uk/S4
Econ o myEnetgya ndTourismCommittee / Inqui ries/ Patricia
Findtay4df

38 lt4ittar. J and Borchardt, L I14ay 2016) tlWS-0xfam Partnership
report'Exptoring'Decent Work' with peopLe with criminaI
c0nvictions': http: //uwsoxfampartnership.org.uk/wp-content/
up[oads/20I6/05/Decent-Work-Thematic-Raport-3-Peopte-
with-Criminal-Convictions.pdf

39 For more information about the'h gl"-.oad'approach
see Warhurst, C lAugust 20151 Submission to Scottish
Partiament's Economy Committee lnquiry into Work,
Wages and WeIbeing: http://www.0arliament.scot/
S4 EconomyEnergvandTourismCommittee/lnouiries/
Prof ChrisWarhu rst.pdf

40 UNDP {20I5ì 'Humán Devetopment Report: work for
human devetopment': http://www.undo.org/conient/
dam/ undp / tibra rylcorporate/ H DR/H D R%202015/
HumanDevelopmentRepo¡t EN.pdf

4l Wilshaw. R et at ïor Oxfam (Septàrrber 2015ì'ln-work but
trapped Ìn poverty': https://www.oxfam.org/sites/www.oxfam.
org/f ites/f i[e atiachments/ib-in-work-trapped-poverty-
2909I5-en.pdf

42 Witshaw, R f'or Oxfam {December 2014) 'Steps towards a tiving
wage ìn globaI supply chains': http://policy-practìce.oxfam.
o¡g.uk/pubtications/steps-towards-a-living-wage-in-gtoba[-
supplv-chai ns-336623

43 Witshaw. R et a[ for 0xfam lJuty 2016] 'Labour rights in Vietnam:
Unitever's pr0gress and systemic chattenges'; http://potic)L-
p ractice.oxfam.o¡g.u k/ pubticati ons/la bour- rights-in-vietna m-
u ni levers-progress-a nd -svstemic-cha [[enges-61 4926

trtr lL0 Decent Work Agendâ: http://www.ito.org/gtobal/about-
the-iloldecent-wo rk-a qenda / [a nq--en /index.htm

45 United Nations Sustainabte Devetopment Goats: http://www.
un.orq/sustainabtedevetopment/deve[opment-agenda/

46 Scottish Government {Juty 2û}5ì'Leading the way in tackting
inequatity'; http://news.scottand.qov.uk/News/Leadinq-the-
wav-in-tacklinq-inequalitv-Ib49.aspx

41 FairWork C0nventi0n: htto://www.fairworkbonvention.scoi/

48 Economy Committee, Scottish Partiament {January 2016ì
'Taking the High Road - Work, Wages and Weltbeing in the
Scottish Labour lt4arket': http:/ /www.partiament.scot/
qettinginvotved/90669.¿spx

The Living Wage Foundation: http://www.tivingwaqe.org.uk/

Scottìsh I ivirg Wage: http://scottishlivinqwage.org/

The Resotution Foundation estimate 4.5 mittion workers witl
benefìt in 2016, atthough dala is not ye.t avaitabte to assess ihe
actual impact. See Darcy, C and Whitaker, M (Juty ?016) 'The first
100 days: earty evidence on the ìmpact of the Nationat [iving
Wage': htto://www.resotutionfoundation.org/wp-content/
u ptoads /2016 /07/NLW-first- I00-davs.odf

Centre for Research ìn Sociat Poticy, The Living Wage:
htto: / /www.tbo ro. ac. uk / resea rch /crsp / mis/thetivi ngwage/

We rec0gnise that a significant amount of voluntary and
unpaid care work is delivered in Scottand - by women
disproportionately - and we vatue the ìmporlance 0f this. White
the focus groups and individual interviews were inctusive of
participant's experience of votuntary and unpaid care work, the
emphasis ofthe research is on paid work.

Simpson, A, Moffett, J and Attan, 6 lMay 2016ì UWS-0xfêm
report 'What Scottand's future workforce think about decent
work': http://uwsoxfampartnership.org.uk/wp-content/
u ploadsl20l6/05/ Decent-Wo rk-Themaiic- Report- I-Youn q-
Peopte-Web.pdf

55 Gibb, S and.ìshaq, M (l'4ay 20161 UWS-0xfam report 'Decent Work:
lhe Emptoyers View': http://uwsoxf ampartnership.org.uk/wp-
conte¡t/uoloads/2016/05/Decent-Wo¡k-Thematic-Reoort-2-
Emptoyers-View-Web.pdf

56 lr4ittar, J and Borchardt, L (May 20i6ì tlWS-0xfam Partnershìp
rêport 'Exptoring 'Decent Work'with people with criminaI
convictions': http:/ /uwsoxfampartnership.orq.uk/wp-content/
ustoads/2016/05/0ecent-Work-Thematic-Report-3-Peopte-
with-Criminat-Convictions.pdf

57 Oxfam Humankind lndex: http://poticv-practice.oxtam.org.uk/
ou r-wo rkl poverty-i n-the-u k/hu man kind-i n dex

58 The advisory group was made up of: Anna Ritchie Attan {Ctose
the Gapl, Chik Cottins (University of the West of Scotlandl,
Chris Warhurst (Warwick lnstìtute for Emptoyment Researchl,
Jamie Livingstone (Oxfarn Scottandl, lVartin Tautbut [NHS Heatth
Scottandl, Patricia Findtay (Strathclyde University and Fair Work
Conventionl, RachetWitshaw {ûxfam GBl, Rob Gowans {Ci.tizens
Advìce Scottandl, Stephen Boyd {STUCJ and Stuêrt King (Scottish

Governmentl.

59 Scottìsh lndex for l\4uttipte Deprivation (SIMD): http://www.gov.
scot/Top ics/Statistics/SIMD

60 The potl was carrìed out by YouGov Ptc. Totat sampte size was
802 Scottish workers åged l8-64 earning Iess than GBP 20,000.
Fietdwork was undertaken between 251h Jgnuary - l5th February
2016. The survey was carried out ontìne.

6l The difference in methodotogy between the online opinion potI

lasking participants to rank each factor between Ì-71 with the
fínat focus group exercise and the street statl exercise (asking

participants to place I5 stickers across 26 factorsl is tikety to
account for the signjficant different weight assigned to each
factor-

62 Gowans, R, C¡tizens Advice Scottand [April 20161'Seeking
Decent Wqrk': htto://www.cas.otg.uk/system/f iles/
oublications/seeki¡g decent work 20I6.pdf

63 Scottish Government (April 20I61 Labour Market Brief:
http: / /www.gov.scot/Top i cs/Statistics/ B rowse/ Labo u r-
!larket/Ana tyti catPapers/ LM -B ri ef-Apr

64 Scottish Partìament Informatìon Centre lSPlCel {January 20161
'Earnings in Scottand - the gender pay gap': http://www.
partiament.scot/ResearchBriefingsAndFactsheets/54/SB 16-
'11 

Earninqs in-scottand-2015-the-qender-oay gap.pdf

65 Scottish Government {lt4arch 20151'Scotland's Carers':
http: / /www.gov.scot/Pu bti cations/20 I5/ 03/ I08I

66 For more information on Oxfam's work on women's econ0mic
empowerment and care see: http://ooticv-practice.oxfam.
org.uk/our-work/qender-justice/womens-economic-
empowerment/we-care and Rhodes, F llvlay 20161 'Unpaid

and Undervatued - how inequatity defines women's work in
Asia': https://www.oxfam.org/en /¡esearch/underpaid-and-
u ndervatued
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61 Scottish Government {l"1arch 2015ì'scottand's Carers':
http://www.gov.scot/Pubticatþns/2015/03/1081

68 Thompson, S (February 20151 JRF'The tow-pay. no-pay cycte':
https://www.jrf .org.uk/reood/low-pay-no-pav-cycte

69 Swe¡ry, 0 and Wittits, 14 l20l2l DWP'Attitudes t0 age in Britain
2010-l I': https://www.gov.uk/government/news/dwp-in-

' house-resea rch-report-attitudes-to-aoe-in -b ritain -20 I0-lL
10 UK Government If4aV 20]61'Trade LJnion Statistics 2015':

https://www.gov.uk/qovernment/statistics/.trade-union-
statisiics-20I5

1l Simpson. A, Moffett, J and Altan, G {May 2016) UWS-0xfam
report iWhat Scottand's future workforce think about decent
work': http://uwsoxfampartnership.org.uk/wp-content/
uploa ds/20I6/05 / 0ece nt-Wo rk-Th e matic-Report-l-Youn q-
Peopte-Web.pdf

12 Co[eman, N, Sykes, W ênd Groom, C [2013] ËHRC'Barriers to
employment and unfalr treatment at work: a quantitâtive
analysis of dìsabted peoptes experiences': http://www.scie-
socialcareo n tine.org.u k/ barriers-to-emp lovment-and- u nfai r-
treatment-at-work-a-quantitative-analysis-of -disabted-
peootes-experiences/r/aIlG0000002WF2VlAW

13 New Poticy Institute for JRF lAugust 20ì.61 'Disabitity and
Poverty': hiip:/ /npi.org.uk/publications/income-and-poverty/
disab¡tity-and-povertv/

74 ln 2015. Ê7.85 was the living wage, as defined bythe Living
Wage Foundation. li is currentty Ê8.25 and is revised annualty -
with the next uprating due in November 2016.

75 Scottish Government Living Wage nationat indicator ldata
taken from 0ffice for Natjonal Statistics AnnuaI Survey of Hours
and Earningsì: http://www.qov.scot/About/PeÉormance/
scotPerforms/indicator/[ivin gwage

16 Scottish 6overnment Liv¡ng Wage national indicator (data
taken from 0ffice for Nationat Statistics Annuat SuIVey of Hours
and Earnings): http://www.gov.scot/About/Perf ormance/
scotPerf orms / ind icato¡/livinqwaLe

11 The Living Wage catcutation is bêsed on the JRF's minimum
income standard whìch looks ai what househotds need for a
basic standard of tiving. White the annuat uprating accounts for
changes to this minimum stândard it is atso tied to a cap above
averagê earnings. This teads to a gap between the 'reference

rate', which is currentty 89.31, and the actuat living wage, which
is currentty Ê8.25. For more information on how the Living Wage
is catcutated see the Centre for Research and Sociat Poticy,
Loughb0rou gh University: http:/ /www.tboro.ac.uk/research/
crsp/mis/thelivingwage/

18 Office for National Statistics (July 2016ì'Regionat tabour
market: Headlìne Indìcators for Scottand': https://
www.o n s. g ov. u k / e mp lovm e nta n d [a b o u rma rket /
peopte¡nwork/employmentandemployeetypes/datasets/

headli ne [abo u rfo rcesu rvevindi catorsforscot[andhil.I

79 European Working Conditions Survey {20151: http://www.
eurofound.europa.eu/survevs/data-visua[isation/sixth-
european-workino-conditions-survev-2015. While resutts f or
th¡s question are avaí[ab[e, fult.resutts from the 20I5 EWCS have
no't been released, so etsewhere in the report 2010 figures are
USCd.

80 European Working Conditions Survey [20051: http://www.
' eurofound.europa.eu/sites/default/files/ef fitesldocs/

ewco/4EWCS/ef 0698/statisticat_annex.pdt

Bl Based on TLJC estimates using Labour Force Survey data
f Juty 20151: https://www.tuc.orq.uk/workplace-issues/
emptoyment-ri ghts/worki ng-ti me-hoti davs/ I7- miliion -peopte-
n]ssr¡S:!!1:li! I:paid
Prospect "Women's PPE: One size does not f it att'fJune 20161:

httos: / /www.p rospect.orq.u k/ n ews/ id /2016/J u ne/21 /
Wo men-worke rs-h ightight-p robtems-with-itt-f itting-
p rotective-equi ome nt

Heatth and Safety Executive {0ctober 20151 using Labour Force
Survey data in'Heatth and Safety in Great Britain 2015': http://
www.hse.qov.uk/statistics/reqions/countrv-and-reoion.pdf

84 Heatth and Safety Executive anatysis l0ctober 2015J using
Labour Fbrce Survey data "Est¡mated new cases and rates of
setf-reported iltness caused or made w0rse by work fthree
year averagel, by country and region of residence, for people
working ¡n the tast 12 months": http://www.hse.gov.uk/
statist i cs/ reo i o ns /ta b les. htm

85 Heatth and Safety Executive anatysis [0ctober 2015) using
Labour Force Survey data "Estìmated cases and rates of setf-
reported stress, depression or anxìety caused or made worse by
work (three year averagel, by country and region of residence,
for peopte working in the tast 12 months": http://www.hse.gov.
uk/statisticslregions/tabtes.htm

86 Scottish Heatth Survey {20131'Part 14 - stresè ai work': htip://
www.o ov.scot/Topics /Statistics/Browse i Hea tth /scottish-
hea [ih -su rvevlPu blications /Su p ptementa rv20l3

81 Pott carried out by YouGov Ptc. Totat sampte size was 802
Scottish workers aged l8-64 earning less than GBP 20,000.
Fieldwork was undertaken between 25rh JanÙary - lSth February
2016. lhe suIVey was carried out ontine.

88 Scottish Partiament Information Centre (SPlCeìlJanuary 20161
'Earnings in Scottand - the gender pay gap': http://www
parliament.scot/ResearchBrief ingsAndFactsheets/S4/SB 16-
II Earnings in Scotland_2015-the gender_oav_gap.pdf.We
use the mean rather than the median as the mean inctudes the
highest and lowest rates of pay. Given w0men are more lìkety
to be tow-paid, using the median woutd exclude a significant
number of low-paid women.

89 European Workìng Conditions Survey (2010): http://www.
eurofound.europa.eu/surveys/ewcs/2010/datatabtes

g0 European Working Conditions Survey f2010): http://www.
eurofou nd.eu ropa.eu /su rveys/ewcs/2010 /datata btes

Sl European Working Conditions Survey [20051: http://www.
eurofo u nd.eu ropa.eu /sites/d efa ult/fi tes/ef_fi tes/docs/

93

ewco/4EWCS/efO698/statisticat annex.pdf

Potting conducted by YouGov. Sample was 1533 women
who were happy to be asked about workptace harassment.
TUC and the Every Day Sexism Project {August 20161 'Stitt
just a bit of banter? Sexual harassment in the workptace
in 2016': https://www.tuc.org.uk/sites/defautt/f ites/
SexuatHarassmentreport20I6.pdf

EHRC and BIS (20I61 'Pregnancy and maternity discrimination
research f indin gs' https://www.equatitvhumanrights.com/en/
managi ng-pregna ncy-an d- maternity-workptace /p regnancV-
and- matern ity-d iscri minati on-research-findinqs

Workptace Emptoyment Reiations Survey [201J-), Scottish
sampte of 2,4I4 workers: https;//www.gov.uk/government/
pubtications/the-20II-workplace-employment-relations-
studv-wers

0ffice for Nationat Statistics {September 2015J
'Contracts with no guaranteed hours': http://
www.ons.gov.uk/employmentandlabourmarket/
peopleinwo rkl ea rni ngsandworkinghou rs/artictes/
cont¡actswith nogua ra nteed hou rs/20I5-09-02

Scott¡sh Goverhment Underemptoyment nati0naI indicator Idata
taken f rom annual poputation surveyl htip://www.gov.scot/
Aboui/Performance/scotPe¡forms/indicator/underemployment

Scottish Parliament Information Centre ISPlCe] 'Labour
Market Update: June 201-5': htto://www.partiament.scot/
ResearchBrief ingsAndFactsheels/S4/SB I5-3A_Labour_
Market update June 20l5.pdf

For further reading on individuats' experience of sanctions
see'Wetfare Conditionality: Sanctrons, Support and Behaviour
Change (June 20161'First Wave Findings: Overview: SociaI
security in Scottand' http://www.wetfareconditionality.ac.uk/
wp-content/uptoads/20I6/06/WetCond-Findinqs-Scottand-
J une-l6.pdf

Pott carried out by YouGov Ptc. Total sampte size was 802
Scottish workers aged l8-64 earning less than GBP 20,000.
Fieldwork was undertaken between 251h January - l5rh February
20I6. The survey was carried out ontine.
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100 Pott carried out by youGov Ptc. Iotal sample size was 802
Scoltish workers aged l8-64 earning tess than GBP 20,000.
Fietdwork was undertaken between 25i¡ January - lSih February
2016. The survey was carried out ontine.

l0l European Working Condìt¡ons Survey l20l0i: http://www.
eurof ound.eurooa.eu/su¡veys/ewcs/2010/datatabtes

102 Scottish Heatth Survey {20131'Part l4 - stress at work': http://
www.oov.scot/Topics/Statistics/Browse/Heatth/scottish-
heatth-survev/Publications/Supptementarv20lS

Ì03 Scottish Heatth Survey 12013ì 'Part 14 - stress at.work':á11.p:l /
www'gov.scot/Topics/Statistics/Browse/Health/scottish-
heatth-survey/Pubtications/Supplementary20l3

I04 0ffice for Nat¡onat StatÌstics (20161 Trade Union Statistìcs:
https://www.gov.uk/government/statistics/trade-union-
statistics-20I5

105 Scottish Heatth Survey [20131'Part l4 - stress at work': http://
www.gov.scot/Topics/Statistics/Browse/Health/scottish-
h èalth-su rvey/ Pub tications/Sup ptementary20I3

106 0ffice for Nati0nat Statistics {lvlarch 20161

0ccupationaI Pensions Schemes Survey: https://
www.ons.gov.uk/emptoymentandtabourmarket/
p eostei nwo rklwo¡kp [acepensions/b uttetins/
a nn u alsu rvevofhoursa nd earni ngspensiontables/
20l5provisionaland20l4revisedresutts

107 0ffice for National Statistics {March 20161 0ccupationat
Pensions Schemes Survey: https://www.ons.gov.
u k/e mp toyme ntandtabo u rmarket/peopteinwork/
workplacepensions/butleti ns/an n ualsu rv6vofh o u rsa nd

earn ingspe nsi ontab[és/20 I5provisionatand20I4revised resu lts

108 Close the Gap, STIJC and 0ne Workptace Equal Rìghts 12014J
'0lder women in the workptace': htio://www.ctosetheqap.
o rg.u k/co nte n i /re so u rces/pe nsi on s. pdf

l0g Survation f or JRF f 20151 http://survation.com/potting-tow-
oaid-workers-in-[ow-income-households-survation-f or-
the-ioseph-rowntree-foundation/. Sample was of Iow-paid
workers who are also tiving in low income househotds as
def ìned by the f4inimum lncome Standard.

ll0 Survation f or JRF (20I51 http://survaiion.com/p_otlin g-tow-
paid-wolkers-in-tow-income-househotds-survation-f or-
the-joseph-rowntree-foundation/. Sampte was of tow-paid
workers wh0 are atso tiving ¡n low lncome househotds as
def ined by the Minimum lncome Standard.

Ìll Workptace Emptoyment Relations Survey (2011ì, Scottish
sampte ol 2.4Ì4 workers: https://www.qov.uk/government/
pubtications/the-2011-workplace-emp [ovmrqLjq!a tj!¡s:
study-we rs

ll2 UK Commission for Emptoyment and Skitts t20Lzrl 'UK

Commission's Emptoyer SkìtLs Survey 2013: llK Resutts':
https,//www.qov.uk
uploads/attachment data/f ite/327492/evidence-report-
8I- u kces- e mp Ioye r-s ki lls-su rvev-I 3-fu l!- re p ori-fi n a t. pdf

I I I 0ffice for Naiíonat Statislics ISepIember 20I51
'Contracts with n0 guaranteed hours': http://
www.ons.gov.uk/emptoymentandlabourmarket/
peopleinwork/earningsandworkinghours/artictes/
contraciswithnoquaranteedhours/2015-09-02

I 14 Offìce for NatíonaI Statistics fMay 20Ì61 'Regional Iabour
market: Headtine lndicators for Scottand': https://
www.ons.gov.uk/emptoymentandtabourmarket/
De o Þ [ei nwo r k /emp tovmenta nd e mp loveetvpe s /d atasets/
hsadlinetabourf orcesurveyindicatorsforscotIandhiIl

115 The Sociai Market Foundation estimate 49% ofthe llK's setf-
emptoyed are in low pay, compared wiIfi22"l, of emptoyees.
{lvlarch 20161 'Tough Gig: Low paid setf emptoyment in the uK

and London': http://www.smf.co.uk/pubtications/touqh-
oig-low-paid-setf-employment-in-tondon-and-ihe-uk/

l16 Scottish Government (ApriL 2016) Labour Market Brief: http://
www.g ov,scot/To p i cs/Statisti cs / Browse/ La bo u r-Ma r ket /
Analvti catPapers/LM-Brief-Apr

117 Workptace Employment Relaiions Study (2011), Scottish
sampte of 2,414 workers: https://www.gov.uk/government/
pubtications/the-201I-workptace-emptoyment-retations-
studv-wers

ll8 Titheredge, H et at (20141 'Transport and Poverty - a review of
the evidence': https://www.uct.ac.uk/transport-institute/
o dÍs/t ra nsoo rt-pove riv

ll9 Scottand's Census [201I]: htto://www.scotlandscensus.
gov. u k/tra nsp o rt- 0

I20 Workptace Employment Retations Survey {2011ì, Scottish
sampte of 2,4ì4 workers: htips://www.gov.uk/government/
oubtications/the-20I1-workotace-emptoyment-retations-

. study-wers

I2l TUC fSeptember 20I51'15 per cent increase in pe0pte
working m0re than 4B h0urs a week risks a ieturn to'Burn0ut
Brilain', warns TUC': hitgs://www.tuc.org.uk/internalionat-
issues/europe/workp[ace-issues/work-lif e-balance/]5-
cent-increase-0eopte-workinq-more

I22 T|JC (September 20f51'I5 per cent increase in peopte
working more than 48 h0urs a week risks a return to'Burn0ut
Britain', warns TUC': httos://www.tuc.orq.uk/internationa[-
issues/eu rope/workìtãce-issu es/work-tif e-batan celI5-
cent-increase-peop[e-workin g-mo¡e

123 High Pay Cenlre {0ctober 20151'Scottand's richest
executìves paid Ê55 miltion between them, at an average
of Ê1.6 mittion each': http://hiohpaycentre.orq/pubs/
scottands-richest-executives-paid-55-miltion-between-
them-at-an-average-of

I24 Belt, D and Eiser, D [2013ì'lnequatity in Sc0ttand: trends,
drivers and imptications for the independence debate':
http://www.centreonconstitutionatchange.ac.uklsiies/
def autt/f iles/oapers/inequatitv-paper-15-nov-f inal.pdf

I25 European Working Conditions Survey (20i0): http://www.
eu rofo u n d.e u rop a.e u /su rveys/ewcs/2010/datata b [es

I26 Figures obtained from the Sklits and Emptoyment Survey
f 20121 and availabte on request; hlto://www.cardif f.ac.uk/
research/projects/view/117804-skilts-and-emplovment-
s u rvey-20 I2

127 ScotÌish Heatth Survey f20l3l'Part 14 - stress at work':
http: //www.g ov.scot/To p i cs/Stati sti cs/ B rowse/H ea tth /
scotti sh- h ea lth -su rvev/ Pu b [icaii o n s/Su p p [e me nta ry20 I3

128 Sc0ttish Heatth Survey (20131'Part 14 - stress at w0rk':
htto: //www.g ov.sc ot /To p i cs/Statisti cs/ B rowse/H ea lth /
scottish-health-survey/Publications/Supplementarv20I3

129 0ther than an introduction to the overatt project and the
focus group session, there was no discussion prior to this.
However, most participants did hear olher part¡cipants'
responses prior to contributing their own.

130 Participants were qiven post-it notes and could write as
many comments as they wished against each of these
d imensìons.

l3l Many of the comments placed next to a par.ticular dimension
ats0 overlapped with another d¡mension. For instance,
many of the comments ptaced next to the work-life balance
dimension atso overlapped wìth the intrinsic characterislics
of work dimension Iand vice-a-versa]. This table ittustrates
this interrelated retationship between different factors and
drm ens¡ons.

I32 For further reading about the impact of management
practices on low-paid workers see Phitpott, J for JRF (Apri{

2014i'Rewarding work for low p aid workers': https://www.irf
orq.uk/report/reward¡nq-work- low- pãid-workers

t33 Phitpott, J for JRF [Aprit 2014]'Rewarding work for tow paìd

workers': https://www.jrf.orq.uk/report/rewardino-work-
Iow-pa i d-wo rke rs

I34 Ats0, higher qualif ied emptoyees might e¡ther seek higher
remuneration or move to a dif f erent emptoyer.
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135 Living Wage Foundatron [Juty 2016) 'Good Jobs in Retait: A
Tootkit': http://www.tivinowage.orq.uk/business-case-
livinq-wage-5 and Coulson, A.B and Bonnar, J [2015]'Livìng
Wage Employers: evidence 0f UK Business Cases': http://
www.tivinqwage.org.uk/news/new-evidence-business-
ca s e-a dopti n g- ti vi n g-wa g e

136 See quote from distiltery worker (p201. Ihe individuat
concerned reported this was to suìt the companìes tax
a rranqements.

137 See quote from agency worker lp4l.

138 Fair Work Convention {lt4arch 20161 'Fair Work Framework':
http://wrÂ¡w.f ai rwo rkconvention.scot/f ramework/
FairWorkConventionFrameworkSummarv.pdf

139 Cìtizens Advice Scottand fFebruary 20151 'Fair Enough?
Protecting Scottand's Workers f r0m Unfair Treatment':
http://www.cas.orq.uk/pubtications/f air-enouqh

140 See f or exampte: htto://www.bbc.co.uk/news/uk-scoltand-
scottand-business-37048374

14l Austratian Government, Fair Work 0mbudsman: https://www.
fa i rwo r k.g ov.a u /conta ct-us

142 Nicota Sturgeon (September 2015ì'Programme for
Government 2015/16': http://news.scottand.gov.uk/.
Soee ches- B ri efi n gs/Prog ra mme -fo r- Gove rn me nt-20 I 5-16-
I cB 0.aspx

143 See for exampte: Citizens Advice Scottand {February 2015)
'Fair Enough? Protecting Scoltand's Workers from Unfair
Treatment': http://www.cas.org.uk/oubtications/fai¡-
enough

144 See f or exampte CIPD Btog 'What witl Brexit mean f or UK

emptoyment Iaw': http://www.cipd.co.uk/community/
bloqs/b/poticv at wo¡k/archive/2016/06/28lwhat-witt-

. brexit-mean-f or-uk-emplovment-taw

145 Cilizens Advice Scottand define a zero-hours contract as
exptoitatìve if "a worker woutd pref er a more secure part-
time or futt-time contract, if it causes hardship to individuats
due to regutarty changing patterns of w0rk, if it denies
individuals their basic emptoyee rights, or if it acts to deter
workers from asserting their b.asic employrnent rights"
cited in Economy Committee, Scottish Parliament (Janua¡y

20I6J 'Taking the High Road - Work, Wages and Wettbeing in

the Scottìsh Labour ltlarket': http://www.partiament,scot/
getti n o i nvo lved /90669.a spx

146 Scottish 6overnment {August 20161'Scottand's Labour
Market Strategy': http://www.gov.scot/Topics/Business-
lndustry/Workinqiooether/Scottands{abournarketstrateqy

147 JRF l2014l'The Future of the UK [abour markei': https://www.
irf.o ro. u k /reo ort/fut u re- u k- [a bo u r-ma rket

148 An IPPR report from 2013 defined futI emptoyment as
emptoymeni rates in-tine with the highest tevets in the 0ECD

Inear 80%] and which increase demand for the services
of women, disadvântaged groups and victims of rapid
technologicat change in post-industriat communities. IPPR

f 20tJJ 'A job f or everyone: what sh0u[d f ult emptoyment mean
in 21"ì Century Britain': http://www.ippr.org/pubtications/a-
iob-for-everyone-what-shoutd-f utt:emotovment-mean-in-
21 st- ce n tu rv- b ritai n

149 See for exampte Centre for Futt Emptoyment and Equity
{September 20071 'The f aited f utt emptoyability paradigm':
http://el.newcasite.edu.aulcoff ee/pubs/wp/2007/07-04.pdf

150 A number of organisations have made the point that shoutd
at[ those working fult-time instead work a three or four day
week there woutd be more than.enough hours teft over to
provide employment lor atI those currentty unemptoyed. See,
for exampte: nef {2010J '2I hours': http://www.neweconomics.
org/pubticatiôns/entry/2I-hours and Jimmy Reid Foundation
{Aprit 20141'Time f or Life': http://reidf oundation.org/wp-
content/uploads/2014/04/Time-f or-Lif e.pdf. Trebeck, K

and Stuart. F also discussed shar¡ng working hours better in

0xfam Scottand's report'0ur Economy' 120I3|: http://ooticv-
p ra ctice.oxfa m.o rg.u k/p u blicati o ns/ou r-eco n o mv-toward s-
a - n ew- prosperity-294239

l5Ì Andy Hatdane from the Bank of Engtand estimates I5 mitlion
jobs ìn the UK coutd be at risk of automatioñ with risks
d¡ffering significantty across different occupations. Bank of
Engiand fNovember 20I51'Labours shaie - speech by Andy
Haldane': http://www.bankof engtand.co.uk/pubtications/
Pages/speeches/20I5/864.aspx. 0ther evidence sug gest
that'routine-re-replacing technotogicaI change' is
supp0rting demand for lab0ur rather than reducing it.
Greg0ry. T, Sal0mons, A, Zierahn, U lJuiy 20161 'Racing With or

Against the Machine? Evidence from Europe': htto://ftp.zeú.
de / p u b/zew- do cs/d p /dp I ô0 53. pdf

I52 Gardiner, L for Resotuti0n Foundation {November 20I51'Care
to pay? lt4eeting the chatlenge of paying the tiving wage in
the sociaI care sector': http://www.resolutionf oundation.
org/oubtications/care-to-pay-meetinq-the-challenge-of-
paying-the-national-tiúing-wage-in-Socia[-carel

153 tJnison estimate, based on f reedom of inf ormation f Foll
figures, that 88% of Scottish Councits commission l5 minute
care visits to etderly and vutnerable peopte compared
to 69% in Engtand: https://www.unison.oro.uk/news/
articte/20I3l06/73-of-councits-stitt-commission-I5-
min ute - c a re -visits /

154 ,lngham, H, Bamford, S-M and Johnes, G for JRF {0ctober 20151
'The costs and benefits of paying at[ the towest-paid care
home workers in the uK the Living Wage': https://www.irf.
o rg. u k/re po rt /c osts-a n d - be nefits-p ayi n g -a tt- towe sì- oa id-
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