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Trades Union Congress’ comments on UK Compliance with the Covenant of Economic, Social and Cultural Rights


1
1
Introduction 
The TUC is the United Kingdom’s most representative workers’ organisation, with 5.5 million members in our 48 affiliated unions.

Most of our engagement with the UN system comes from our active participation in the International Labour Organisation, through regular reports on UK compliance with conventions, participation in the annual International Labour Conference, and through our representative on the ILO’s governing body. 
Earlier this year we submitted a substantial report[footnoteRef:1] to the ILO’s Committee of Experts detailing our concerns about the hostile climate created by the government towards workers seeking to exercise their rights under ILO Conventions 87 and 98. 

An opportunity to address the UK’s responsibilities as defined by the ICESCSR is, therefore, both welcome and timely.  [1:  https://www.tuc.org.uk/research-analysis/reports/tuc-submission-ilo-committee-experts ] 

Article 8 and the Right to Strike 
Unions in the UK are highly regulated to an extent that we believe infringes the rights derived from Convention 87 & 98 at the ILO and protected by the Covenant. 
The UK government has since taken additional steps to infringe rights due to trade unions under Article 8.
implementing additional powers for the Certification Officer, without further consultation with social partners on the key issues
introducing legislation that allows employment businesses to supply agency workers to replace workers taking industrial action in non-essential sectors, without undertaking an up-to-date consultation
quadrupling to £1 million of the maximum damages that an employer can seek if a union’s industrial action falls foul of the UK’s onerous and complex laws regarding industrial action.
Government ministers have started the process to put in place a new set of restrictions that will further hinder industrial action.[footnoteRef:2]  [2:  Shapps, G. (26 July 2022). “My prescription for an end to rail strike chaos”, Daily Telegraph; Line, H. and Churchill, D. (25 July 2022). “Liz Truss vows to curb militant unions”, Daily Mail www.dailymail.co.uk/news/article-11047743/Liz-Truss-vows-curb-militant-unions-Foreign-Secretary-unveils-plan-stop-strikers-crippling-UK.html] 


These include: 
imposing minimum service levels in transport and other “critical” sectors. Ministers have suggested that these will include power, education and the health service.  
Although during her campaign to lead the Conservative Party Liz Truss, then Foreign Secretary and afterwards, rather more briefly, Prime Minister, pledged to pass primary legislation on this issue within 30 days of assuming office[footnoteRef:3], she then left office without time to enact any of her anti-union campaign promises. However, the ideas that she put forward have not been disavowed; indeed the rhetoric and policy proposals regarding the right to strike have escalated, culminating in the introduction to Parliament of a bill setting out the government’s intention to remove protections for striking workers where a minimum service level is not provided, inevitably resulting in some workers being effectively barred from striking. Ministers have indicated that this Bill might be withdrawn in favour of even more far-reaching legislation. [3:  Maddox, D. (26 July 2022) “Truss to pull rug from under unions and forge new emergency law within DAYS of becoming PM”. Daily Express www.express.co.uk/news/politics/1645697/Liz-Truss-Tory-leadership-strikes-RMT-emergency-law-RMT-update] 

The other proposals included: 
banning strikes by different unions in the same workplace within a set period 
setting a limit of six pickets at points of “critical national infrastructure”, irrespective of the number of unions involved, and outlawing “intimidatory language”
requiring ballot papers to set out the specific reason for industrial action and the form of action to be taken
giving employers the right to respond to issues cited on the ballot paper before strike dates are announced
requiring a separate ballot for each single, continuous bout of strike action 
imposing cooling-off periods after each strike, lasting up to 60 days
increasing the minimum notice period for industrial action from two weeks to four
raising the threshold for industrial action to support from 50 per cent of members and extending this requirement to all sectors, and
Most recently, suggesting that health workers, including nurses and ambulance drivers, could be banned from striking[footnoteRef:4] [4:  https://www.theguardian.com/society/2022/dec/07/nhs-workers-could-be-banned-from-striking-no-10-suggests ] 

The TUC is extremely concerned that these plans would severely impinge on unions’ rights generally by interfering in union independence and, in particular by making it extremely difficult to take effective industrial action. Indeed, we believe that threatening these changes is intended to have a chilling effect on the willingness of workers to take industrial action in defence of their pay and conditions.
 
We are also concerned about the lack of protection for trade union members who are disciplined – but not dismissed – for taking industrial action. This is currently the subject of a case to be heard by the Supreme Court later this year in Mercer v Alternative Future Group in which the Department for Business, Energy and Industrial Strategy has intervened to seek to convince the court that the worker concerned does not merit protection.
 
While proposing increased restrictions on workers’ right to exercise their freedom to strike, the government is also failing to effectively implement basic protections for workers. In particular, we note the failure to ensure that trade union consultation rights were adhered to when 800 seafarers were dismissed with no notice by P&O Ferries. This is a particularly important example because the employer made no attempt to meet its statutory responsibilities concerning collective consultation and informing the appropriate authorities of its plans in adequate time.
 
In its seventh periodic report of 4 May 2022, (Point 76) the UK government attempts to justify its existing restrictions on the right to strike. It says that the 40% threshold “has meant that industrial action is only ever the result of a clear and positive mandate from union members.” Although the TUC stresses that the thresholds contravene workers’ rights as defined by the ILO, and as such we strongly oppose them, we would also note that a government that believes that “industrial action is only ever the result of a clear and positive mandate from union members” has little justification for increasing those thresholds by its own logic. 

The government also suggests that it wants to protect non-striking workers against intimidation, without providing any evidence that this is a serious problem. 

The justifications in the government submission do not, in our view, amount to actions necessary for “the interests of national security or public order or for the protection of the rights and freedoms of others.” Rather, the government clearly wants to curtail the impact of strikes, and therefore their effectiveness as a means to secure more favourable pay and working conditions. 
Article 2 – Progressive Realisation of Rights 

The TUC notes the concern expressed by the Irish Congress of Trade Unions, as the trade union federation representing unions and their members across the island of Ireland, that the failure to fully deliver commitments in the Belfast/Good Friday Agreement, including a comprehensive Bill of Rights for Northern Ireland, has left the region in an extremely precarious state.  
A recent report by the Human Rights Commissioner at the Council of Europe, Dunja Mijatović, identified the lack of progress on the Bill of Rights as a point of concern in Northern Ireland, alongside warning that the UK Government is becoming ‘increasingly antagonistic’ towards human rights.
The remainder of this report focuses on the comments of the government in their May report, using their paragraph numbering (called ‘points’ here) 
Equality between men and women
Point 44 
The introduction of gender pay gap reporting in 2017 has been welcome and has supported raising awareness of the gender pay gap and the causes of it, and has supported campaigning across trade unions, NGOs and third sector organisations on gender pay gaps, pay transparency and equal pay for work of equal value, as well as related campaigns for better parental rights, flexible working and childcare investment. 
However, as the Institute for Fiscal Studies note, once you account for the increases in women’s education, the gender earning gaps has barely changed in 25 years. Further the gender pensions gap stands at 38 per cent. At current rates it will take more than 20 years to close the gender pay gap, and there is significant variation by sector. 
The TUC also raised concerns when the government postponed gender pay gap reporting in 2020 citing the burden for employers during the pandemic. We are concerned that this demonstrated a lack of commitment to gender equality and that these important mechanisms are seen as a ‘nice to have’, rather than a fundamental tool to drive change. 
Trade unions have consistently called for mandatory action plans so employers not only have to report on their gender pay gap, but also must set out how they will close it. We have also called for mandatory reporting of pay gaps to be extended to ethnicity, disability and LGBT+ identities to help tackle pay discrimination for Black and Minority ethnic workers, LGBT+ workers and disabled workers, and we know for women with multiple protected characteristics pay discrimination can be compounded. For example, the disability pay gap in the UK between disabled women and non-disabled men is 35 per cent, equivalent to £7000 a year. 
In its response the government also point to the progress made by FTSE 100, 250, and 350 companies in terms of representation of women on boards. While this progress is also welcome it important to acknowledge that at leadership level there is still a long way to go, across the FTSE 350 there are only 18 female CEOs (8 in the FTSE 100 and 10 across the FTSE 250). And the number of women on Executive Committees across the FTSE 350 is around 25 per cent.[footnoteRef:5] [5:  Sea-change in UK boardrooms as women make up nearly 40% of FTSE 100 top table roles - GOV.UK (www.gov.uk)] 

Unemployment
Point 51 
Disabled people face a higher unemployment rate and a lower employment rate than non-disabled people. The employment gap is 28.5 percentage points, and the unemployment rate for disabled workers is double what it is for non-disabled workers (6.8 per cent compared to 3.4 per cent). When disabled people are in work, they’re paid less. Median pay for non-disabled employees is £2.05 per hour (17.2 per cent) higher than it is disabled employees.[footnoteRef:6] [6:  Jobs and pay monitor - disabled workers | TUC] 

Disabled workers face many workplace barriers, including a lack of access to reasonable adjustments and flexible working. It is vital that the UK government introduces a stronger legal framework for reasonable adjustments including ensuring employers respond quickly to requests, substantial penalties for bosses who fail to provide adjustments and for reasonable adjustment passports to be mandatory in all public bodies. The UK should also adopt the United Nations Convention on the Rights of Disabled Persons (UNCRPD) be incorporated into UK law.
Further the universal credit system has multiple fundamental flaws that have a disproportionate impact on disabled people who rely on the system. The TUC has set out some of the key issues with the social security system in the UK, its impact and a plan for a replacement system. 
Point 52 
The unemployment for BME workers in the UK is twice as high as it is for white workers and is 1.9 ppts (33 per cent) higher than pre-pandemic levels and is the largest gap since 2008.[footnoteRef:7] [7:  BME unemployment rate over twice as high as white workers – with gap widening through pandemic | TUC] 

It is also highly concerning that the Government accepted the recommendations of the Sewell report published in March 2022, which denies systemic and institutional racism, and which failed to recognise or propose action on the institutional racism experienced by BME workers in the workplace.
Much of the government’s response to this year’s ICESCR focusses on outreach to BME communities, however it says little about tackling the structural racism faced by BME workers daily. Racism is multi-faceted, multi-layered and emerges from established values and practices that are deeply embedded within our institutions and structures. Often workplace racism is wrongly reduced to either a series of random one-off events and/ or the implicit attitudes and unconscious biases of an individual. Our recent report ‘Still Rigged – Racism in the UK Labour Market 2022’ highlights the deep racism embedded in the UK labour market and the impact it has on BME workers, as well as a plan for reform of the labour market that would tackle the structural racism and inequality faced by BME workers. 
Working Conditions
Point 60
One million workers are on zero hours contracts in the UK, a rise of over 40,000 in the last year alone. Further, 3.7 million people are insecure work (zero hours, agency, casual, low paid self-employed work) this accounts for around 11.5 per cent of the workforce. In the governments response to the ICESCR, the government suggests zero hours offer workers the flexibility they want, however TUC research suggests otherwise. Polling of workers on zero hours contracts in 2021 found that: 
· 84 per cent of these workers have been offered shifts at less than 24 hours’ notice; and
· more than two-thirds of zero hours contracts workers (69 per cent) had had work cancelled at less than 24 hours’ notice.  
· most zero hours workers only took on this type of contract because it was the only work available.
It is also clear from the data that insecure work and zero hours are more prevalent for groups who face structural inequalities and discrimination in the labour market. For example, BME workers are significantly overrepresented on zero-hours contracts compared to white workers (4.3 per cent compared to 3 per cent.) BME women are the most disproportionately affected group, followed by BME men (4.7 per cent compared to 4 per cent). White women are also significantly more likely than white men to be on zero-hours contracts (3.6 per cent compared to 2.4 per cent).[footnoteRef:8] [8:  TUC: BME women twice as likely to be on zero-hours contracts as white men | TUC] 

The government has failed to implement most of the recommendations of the Taylor Review and has thus far failed to introduce its long promised employment bill, which would have addressed some of the key challenges facing workers in the UK labour market. 
National Minimum Wage
Point 70 (page 19)
As the government points out the National Minimum Wage and National Living Wage, both of which are statutory obligations continue to increase. However, as they also note, many younger workers have particularly low statutory minimums[footnoteRef:9].  And while increases to the statutory rates are welcome, they do not go far enough. The Living Wage Foundation estimates that as a minimum a liveable hourly rate would be £10.90 across the UK and £11.95 in London. Given the cost-of-living crisis and with CPI inflation at 10.7 per cent and RPI at 14 per cent, the value of workers real pay is plummeting rapidly, with real wages falling 3.9 per cent over the course of 2022, equivalent to a monthly decline in the value of real wages of over £80 a month, and £180 a month for public sector workers. In the UK we are also experiencing the longest pay squeeze in 200 years, the TUC is calling for a minimum wage of £15 an hour and for ministers to stop holding down public sector pay.[footnoteRef:10] [9:  TUC: Under 21s face £2.5 billion minimum wage “pay penalty” for being young workers | TUC]  [10:  2022 is the worst year for real wage growth in nearly half a century | TUC] 

Meanwhile, significant enforcement gaps have been identified over the last few years, with significant problems in, for instance, the Leicester textiles industry, where sub-minimum wage remuneration affects a large proportion of workers[footnoteRef:11] despite initiatives like Operation Tacit, led by the Gangmasters and Labour Abuse Authority (GLAA).  [11:  https://www.business-humanrights.org/en/latest-news/uk-study-finds-over-half-of-leicester-garment-workers-face-continued-labour-violations-two-years-after-pandemic-revelations-on-working-conditions-incl-below-minimum-wage-pay/] 

Social security
There are multiple fundamental issues with the UK social security system including the five week wait for first payments, the taper rate, the two-child limit, the minimum income floor for self-employed workers and low rate of basic payments. It is telling that while the introduction of Universal Credit was sold as a system to make work pay, 40 per cent of universal Credit claimants are in work, and 57 per cent of people in relative poverty in the UK are in working households and 75 per cent of children in poverty are from working households.[footnoteRef:12] The TUC has set out some of the fundamental issues with Universal Credit as well as proposals for short and long-term reform in its report ‘A Replacement for Universal Credit’.  [12:  Only good, well-paid work is a route out of poverty  | TUC] 

Childcare
Point 90
In its response to the ICESCR the government highlights its early years funding formula and 30 free hours entitlement. However, funding for the childcare sector has been a problem for some time and this, as well as access and provision have been exacerbated by the pandemic. Ofsted research found that between August 2020 and March 2021 there was a net loss of nearly 4000 childcare providers and over 14,000 childcare places. There is also a recruitment and retention crisis in the sector driven by low pay and poor terms and conditions.[footnoteRef:13] Similarly, there is a significant gap in provision for children under the age of two. Average annual childcare costs for a child under two are £14,000 in the UK.[footnoteRef:14]  [13:  Ofsted Annual Report: Pandemic recovery slowed by workforce crisis in children’s education and care - GOV.UK (www.gov.uk)]  [14:  A new deal for the childcare sector | TUC] 

The UK spends less than 0.1 per cent of GDP on childcare, the second lowest investment in the OECD. The governments flagship childcare policy of 30 free hours (all 3- and 4-year-olds in England are entitled to 15 hours for free childcare, working families who meet certain criteria are eligible for a further 15 hours and some disadvantaged two-year-olds are entitled to 15 hours) has had mixed results and the government funding for these hours does not sufficiently cover the costs of provision. The cost of a government funded early years place for 3- and 4-year-olds was estimated on average to be £7.49 per hour by civil servants. In contrast local authorities receive on average only £4.89. Many providers therefore rely on cross subsidisation which often means charging parents additional fees. 
Under the current eligibility criteria, it is predominantly children from better off families who are entitled to the full 30 hours, 70 per cent of children who are eligible are from families in the top half of the earnings distribution, just 20 per cent of children from the bottom of the earnings distribution are eligible.[footnoteRef:15] [15:  Ibid] 

Point 91
In the government’s response they reference Shared Parental Leave which was introduced in 2017. Again, while it is welcome that moves towards better parental rights exist, the current system is complicated, unaffordable for many families, relies on taking some of the mothers’ maternity entitlement, excludes self-employed workers and workers on atypical contracts, and has an incredibly low take up rate, even by the governments own measures. TUC research suggests that around only 1 per cent of eligible families take up the offer.[footnoteRef:16] The government began an evaluation of Shared parental Leave in 2018 and has yet to publish the findings.[footnoteRef:17] Similarly rates of pay for maternity and paternity leave in the UK are some of the lowest in Europe, which leaves many families either unable to take their full entitlement or forced into difficult financial situations. In 2019 the TUC responded to the Department for Business Energy and Industrial strategy consultation on a Good Work Plan to support families, setting out some of the key challenge with parental rights in the UK.[footnoteRef:18]  [16:  TUC calls for overhaul of shared parental leave | TUC]  [17:  Shared-Parental-Leave-briefing-May-2021.pdf (maternityaction.org.uk)]  [18:  Good Work Plan: Proposals to better support families | TUC] 

Violence Against Women with Disabilities
TUC research shows that 7 in 10 disabled women have experienced sexual harassment in the workplace in comparison to half of all women. 
The government’s announcement that it will introduce a preventative duty on employers is very welcome. It is essential however the Equality and Human Rights Commission has the funding and resources to enforce the duty, which has not been confirmed by the government. In its consultation response the government also said it would consider the extension of time limits, this is essential in cases of sexual harassment but there has been no further indication on this since the consultation response was published in July 2021.
Funding for Domestic Abuse services has been cut significantly over the last 10 years. A recent report from Womens Aid found that in 2019/20, 59 per cent of local authorities in England applied real terms cut to their domestic abuse funding, leaving refuge centres under-resourced and unable to meet demand. Women’s Aid also publish an annual report on service provision which highlights many of the challenges facing the sector including the provision of specialist services and the barriers facing migrant and asylum-seeking women who have no recourse to public funds and are often unable to access government funded support.[footnoteRef:19]  [19:  The Domestic Abuse Report - Women’s Aid (womensaid.org.uk)] 

It is also concerning that despite the government VAWG strategy and the introduction of positive legislation such as the Domestic Abuse Act, both of which are referenced in the government response to the ICESCR, the former Victims Commissioner resigned from her post earlier this year citing the criminal justice system was in chaos and accused the government of downgrading victims’ interests at the same time as reducing her access to ministers and failing to provide clarity regarding her reappointment. Further reports suggest this post will remain unfilled for some time.[footnoteRef:20] [20:  Dominic Raab blocked victims’ commissioner’s reappointment | Dominic Raab | The Guardian] 



Tackling Poverty
The government cites the reduction of the number of people in absolute poverty before housing costs in its response to the ICESCR. However, data shows that the number of people in – in work poverty has risen by 2 million since 2010.  
Just before the pandemic hit, Households Below Average Income data showed that the number of people living in poverty reached a record high of 14.5 million people, 8.3 million in working households. The number of children living in poverty reached 4.3 million, up 200,000 on the previous year, with 75 per cent living in working households.[footnoteRef:21] [21:  To recovery properly from this crisis, the government must ensure people have enough to live on | TUC] 

The number of people living in poverty and in a household where at least one member is disabled is 6.1 million (27 per cent). 30 per cent of families with a disabled child are living in poverty. This compares to 19 per cent among those who live in a household where no one is disabled.[footnoteRef:22] [22:  Ibid] 


Single parent families (90 per cent of whom are women-led) are significantly more likely to be in poverty than couples with children and those without children. 48 per cent of single parent families live in poverty, compared to 23 per cent of couples with children and 23 per cent of single people without children.[footnoteRef:23] [23:  Ibid] 


More recent research shows that the cost-of-living crisis is pushing people into poverty. One in seven people in the UK are now skipping meals or going without food[footnoteRef:24] and one in five children living in key worker households are living in poverty[footnoteRef:25]. According to the Trussell Trust, the UKs largest network of foodbanks, 1.3 million emergency food parcels were issued between April 2022 and September 2022, up 52 per cent versus same period in 2019.[footnoteRef:26] [24:  1 in 7 skipping meals and going without food – TUC mega poll reveals | TUC]  [25:  1 in 4 children with care worker parents are growing up in poverty | TUC]  [26:  Mid Year Stats - The Trussell Trust] 

Access to health
The government in its response highlights that everyone registered to live in the UK has an entitlement to access a GP free of charge. Whilst this is an important entitlement, it is important to highlight that for migrant and asylum-seeking people with no recourse to public funds, access to other forms of healthcare can be restricted or come at significant expense. This is clearly demonstrated by the NHS charging policy for maternity services. Maternity Action have researched and written extensively on this issue, average charges for pregnancy and maternity care start at around £7000 and can run into the tens of thousands.[footnoteRef:27]  [27:  WhatPriceSafeMotherhoodFINAL.October-1.pdf (maternityaction.org.uk)] 

Across the heath and social care sector there has been significant cuts to funding and the holding down of pay since 2010. TUC analysis shows that[footnoteRef:28]: [28:  Around 1 in 3 key workers in the public sector have taken steps to leave their profession or are actively considering it | TUC] 

· Nurses’ real pay is down £4,300 compared to 2010 
· Paramedics’ real pay is down by £5,600 compared to 2010
· Porters’ real pay is down by £1,300 compared to 2010
· Maternity care assistants’ real pay is still down by £3,200 compared to 2010
This has led to a recruitment and retention crisis; there are at least 100,000 vacancies across NHS England, and 160,000 vacancies across the social care sector.[footnoteRef:29] There are now 7 million people on an NHS waiting lists[footnoteRef:30], and 2.6 million people over 50 have unmet care needs.[footnoteRef:31]  [29:  A better normal | TUC]  [30:  The NHS backlog: Who are the 7 million? - BBC News]  [31:  Study finds 2.6 million aged 50+ have unmet need for social care (homecareinsight.co.uk)] 

Termination of pregnancies
In its response the government highlights the very welcome progress made in Northern Ireland on legislative changes to decriminalise abortion. However, three years on from the historic legislative change, access to abortion services are still non-existent, meaning many women still face barriers to accessing safe abortion healthcare.[footnoteRef:32] Across the UK there are still several restrictions on a woman’s right to choose[footnoteRef:33] and abortion while lawful under particular circumstances, is still criminalised in England, Wales and Scotland, the penalty for which can be up to life in prison.[footnoteRef:34] [32:  Abortion services in Northern Ireland almost nonexistent despite legalisation | Abortion | The Guardian]  [33:  Abortion Rights » The Current Situation in the UK]  [34:  Think abortion is legal in Great Britain? Ask the two women currently facing life sentences | Charlotte Proudman | The Guardian] 

LGBT+ workplace experiences
The government have not mentioned LGBT+ people in their response, although this community are facing rising hate which is impacting experiences in the workplace. Hate crime reporting figures show us that over the last six years, across the UK the number of homophobic hate crime reports have tripled, and the number of transphobic hate crime reports have quadrupled[footnoteRef:35]. The Press Regulator found that between 2009 and 2019 there was a 400% increase in articles written about trans people[footnoteRef:36]. And the government have failed to ban LGBT+ conversion therapy, despite committing to do so three and a half years ago[footnoteRef:37]. [35:  https://www.thepinknews.com/2021/10/11/hate-crime-rise-transphobic-homophobic/ ]  [36:  https://www.ipso.co.uk/news-press-releases/press-releases/new-research-on-reporting-of-trans-issues-shows-400-increase-in-coverage-and-varying-perceptions-on-broader-editorial-standards/ ]  [37:  https://www.tuc.org.uk/news/conversion-therapy-ban-should-protect-all-people-says-tuc ] 

TUC research[footnoteRef:38] shows that more than one in three (36%) of LGBT+ workers have been harassed or bullied at work. Nearly two in five (39%) LGBT+ workers have been harassed or discriminated against by a colleague, more than one in four (29%) by a manager and around one in seven (14%) by a client or patient. Only half (51%) of LGBT+ people – and just one in three (36%) young people – are out or open about their sexuality to all their colleagues at work. More than one in four (27%) of bisexual respondents hide their sexuality at work. Almost one in three (30%) trans respondents have had their trans status disclosed against their will. [38:  https://www.tuc.org.uk/news/one-three-lgbt-people-have-been-harassed-or-bullied-work-says-tuc ] 

Our research also shows that around seven out of ten (68 per cent) LGBT+ workers experienced at least one type of sexual harassment at work[footnoteRef:39]. [39:  https://www.tuc.org.uk/research-analysis/reports/sexual-harassment-lgbt-people-workplace ] 

And our polling of HR manager’s shows that employers are not equipped to deal with the issues facing LGBT+ workers. YouGov polling for the TUC in June 2022 found that: 
· One in five (21%) workplaces do not have any policies in place to support their LGBT staff at work.  
· Only one in 8 employers monitor their LGBT+ pay gap. 
· Only half (51%) of managers surveyed told the TUC they have a policy prohibiting discrimination, bullying and harassment against LGBT workers in their workplace. Less than half (47%) said they have a clear reporting route for workers to raise concerns about discrimination, bullying and harassment against LGBT workers 
· Trans workers: Just one in four (25%) managers said that they have a policy setting out support for trans (including non-binary) workers who wish to transition to live as another gender.  
· Family-friendly working: Less than half (47%) of HR managers told us that they have family policies (such as adoption, maternity, paternity and shared parental leave policies) that apply equally to LGBT workers[footnoteRef:40].   [40:  https://www.tuc.org.uk/news/1-5-workplaces-do-not-have-any-policies-support-lgbt-staff-tuc-poll ] 
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