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1. Introduction: Young People in the ‘Gig Economy’

Losing a generation due to excessive and persis@ergls of youth
unemployment and problematic transitions into #imur market of young people
is not just an unfortunate development locatedhéeWK context. It is also part of
a global problem. Although the problem of youth Wessness is structural in
nature and it dates before the financial crisisag been dramatically worsened by
the recent years of recession, weak growth anaatystAmong others, Bell and
Blanchflower (2010, 2011a, 2011b) analyze this ne& in youth unemployment
after the crisis with a particular focus on the tddi Kingdom and the United
States. Young workers were affected more than offeeial groups by the
ongoing crisis not (European Commission, 2013).

In addition, during the crisis unemployment levalmong young workers
remained significantly higher than the rest of therking population and they
have risen faster than for other age groups in niedt countries. This
development reinforced pre-existing labour marketjualities at the expense of
youth, especially in some countries like Greece &pdin (Kretsos, 2014) or the
UK (Simms, 2012).

In fact, while in some countries youth unemploymesats hardly affected
during these times of trouble, it dramatically &sed elsewhere and reached new
record highs. This demonstrates the crucial rob thstitutional settings and
public policies can play in influencing school-t@sk transitions. To some extent
this development has emerged as a consequenceahamployers’ behaviours
in response to economic difficulties. Quite worgyiis the fact that the prospect
for the jobs future of many young people looks klean September 2012 the
forecast of the UN International Labour Organizat{¢LO) indicated a gradual
decline in the youth unemployment rate in developedntries from the actual
17.5 percent to 15.6 percent in 2017. This is aletive the pre-crisis level of 12.5
percent (ILO, 2012).

So far and with the exception of Austria, Germang &witzerland, no other
EU member state has managed to return to the ymémployment rates prior to
the crisis. Further, official statistics indicateat there is a negative correlation
between GDP growth and change in youth unemploynterels during the
recession. Youth unemployment is worse in thosetcms that have experienced



COUNTRY REPORT-UNITED KINGDOM

deeper and more prolonged recessions (Greece aath $pe outstanding
examples of this trend), while the youth unemplogtmate in the EU-28 sharply
declined between 2005 and 2007, reaching its mimmalue (15.1 %) in the first
quarter 2008. The economic crisis, however, seydrlthe young. In addition,
youth unemployment ratios in the EU have also r&@ane 2008 due to the effects
of the crisis on the labour market.

Youth unemployment rate Youth unemployment ratio

2011 2012 2013 20130Q4* 2011 2012 2013
EU-28 214 23.0 23.4 231 9.1 a7 a8
Euro area 208 231 240 238 87 a5 98
Belgium 18.7 10.8 237 239 8.0 6.2 73
Bulgaria 25.0 28.1 28.4 28.1 74 8B5S 84
‘Czech Republic 181 195 18.9 18.9 54 6.1 80
Denmark 14.3 14.0 130 128 96 9.1 81
Germany 8.6 8.1 7.0 7.0 45 4.1 40
Estonia 224 20.9 187 19.1 91 87 74
ireland 201 30.4 26.8 258 121 123 106
Greece 444 55.3 58.3 57.3 13.0 16.1 16.6
Spain 452 529 555 54,9 19.0 206 208
France 226 24.4 24 8 237 84 8.9 a0
Croatia 381 430 407 486 113 127 144
Italy 29 1 353 40.0 418 3.0 10.1 109
Cyprus 224 278 38.9 408 B7 10.8 15.0
Latvia 310 285 232 239 116 115 g1
Lithuania 326 26.7 219 20.6 g2 78 6.9
Luxembourg 16.4 18.0 174 172 42 5.0 40
Hungary 26.1 28.1 272 248 6.4 73 74
Malta 13.8 142 135 135 71 72 70
Netherlands 7.6 95 11.0 114 53 6.6 7.7
Austria 8.3 87 9.2 9.9 50 52 54
Poland 258 265 273 272 86 89 81
Portugal 301 377 77 348 117 143 135
Romania 237 227 2316 : 7.4 7.0 7.3
Slovenia 157 20.6 216 199 50 71 73
Slovakia 337 34.0 33.7 335 10.1 10.4 104
Finland 20.1 19.0 19.9 20.0 10.1 as 103
Sweden 2238 237 234 226 12.1 124 128
United Kingdom 211 21.0 20.5 197 424 {24 120
. data not available

* The quarterly youth unemployment rate is seasonally adjusted,

Source: Eurostat
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Only two European countries saw youth unemployniait(Germany and
Luxembourg) since the global crisis of 2008. Thecessful performance of youth
labour markets in those countries is partly or teignificant extent related to
certain factors and stylized facts. According te@sBn and Jones (2012) those
factors could be grouped into four distinct catéggr

a) Better economic performance than others.

b) Strong VET and well-designed Work placement see

c) Economic growth that is export-led.

d) Expansion of flexible working time structureslarrangements.

Nevertheless the connection between increasing rateparticipation in
education and VET and youth unemployment levelansbiguous (Crowley,
2013; Heyes, 2014). At the same time restrictiveget policies under current
debt resolution mechanisms and tighter control tdte%s operational costs
imposed by national governments or supranatiorstititions, such as Troika,
may affect the orientation and capacity of emplogthand social policy.

The EU has set ambitious goals to foster job aseator youth since the
Amsterdam Treaty and especially after the Lisbogaiy, where employment rate
increase has been regarded as a priority policyecives for employment
creation and the European Employment Strategy &e eentred on youth
unemployment and they were designed for a furtberdination of labour market
and employment policies amongst member statesEThalso provides funds for
pertinent public policy through the European St Funds, and in particular
the European Social Fund, as well as promotingréseurces provided by the
European Investment Bank. New instruments -suctlthasOpen Method of
Coordination- have also been promoted with the atbvje of developing a
structured approach that is sufficiently flexibteallow for diverse responses to
the problem of unemployment in different countrigbiese strategies seek the
participation of all public and private actors mdgrated common social policies,
including the consultation with non-governmentajanizations.

Further, the economic crisis starting in 2008 resliin a reformulation of
labour policies (partly within the Europe 2020 &gy) in different aspects. For
example the issue of youth unemployment has bedheirforefront: “Youth on
the move” is one of the flagship projects in theeAda 2020 in order to “facilitate
the entry of young people to the labour market”.
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The Youth Guarantee is also a key structural refatrma time of a protracted
economic crisis that severely impacts young pespl&‘eer prospects for both the
short and the long term. At least €6 billion wik ket aside in the EU budget to
help finance trainings, hiring subsidies, job-shasapport and other elements of
the Youth Guarantee in regions where more than @696ung jobseekers cannot
find work. Such employment orientations and politiatives do not come out
of a theoretical or political vacuum.

Academic literature has shown great interest igudising and validating the
results of supposedly innovative public policiesths field, as well as in the
governmental responses to the problems of youthh wite design and
implementation of measures such as activation igsli¢Greeret al 2014). In
parallel to the question of unemployment the quatif employment and the
precarious conditions of the employment contractEurope has stimulated new
debates on youth precarious employment (Standbitfl )2

Precarious employment can be defined as employctentacterized by the
absence of security elements associated with thealy full-time, permanent
employment. Precarious employment is also clossbpe@ated with the absence
of other features of good work and is associatetth wimilar concepts such as
“insecure work” (Heery and Salmon, 2000) and “vuhility at work” (Pollert
and Charlwood, 2008). The increase in the numbeemporary contracts along
with high unemployment rates has facilitated thepagsion of “atypical”
contractual conditions.

Castells (2000) moves the discussion one stepeyrés he viewed precarity
not just as a material deprivation, but also asralition of social disaffiliation.
As he notes most examples of social misfortune hanginated in a double
disconnection — in relation to work and in relatimmcommon forms of social
networks. According to his analysis here is sonmgthadically new in what these
disconnections relate to. Present-day insecurityekample, largely results from
the growing fragility of protective regulations whiwere implemented from the
nineteenth century onwards in order to create blestsituation for workers: the
right to work, extended social protection, coverafiesocial risks set up by the
welfare state.

Not surprisingly, a significant part of the polidgbate has focused on labour
market institutions (LMIs) as an important area mform to deal with
unemployment. Labour market institutions (LMIs) arelely considered to be the
key determinants of unemployment in the OECD coestin an opposite vein, a
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large body of literature from Behavioural Economarsd Psychology analyse
unemployment evidence at the micro level by foagigin people’s “inconsistent”
choices and “incorrect rationalities” on economid @mployment opportunities.

Youth and postmodern studies also highlight thaungp people and
individuals make their own decisions and manager tben lives beyond
structural determinants, such as social classjtutienal context, gender or
ethnicity that used to define the standard biogesplchoices biographies, auto-
trade biographies, self-negotiate biographies. Wag to become an adult has
changed. Lack of smooth labour market transitionshie traditional terms has
resulted in flexible transitions to adulthood aadetmancipation patterns of young
people.

Another line of research that is important for opwoposal concerns
Transition Theories and Economic Sociology consitiens that unemployment
should be analyzed in the context of profound ddcansformations that also
affect family structures (such as increasing dieorates and single parent
households), education systems and labour mankéish contribute to growing
insecurities in individual life cycles and impact the process of construction of
established identities.

Looking at the major economies across Europe, tie Germany, France,
Italy and Spain, the situation for young peopleiear This is illustrated by
comparing the youth unemployment ratio (proportienth the share of young
people who combine education with being active he tabour market. For
example Eurostat (the European Commission’s StatisAgency) has created
five groups based on respective comparisons:

- The UK is within group 4 which has a high invatwent of students in the
labour market, an average level of unemploymentaalwhg-standing tradition of
students doing part-time or summer jobs.

- Germany, which has low youth unemployment is imithroup 5, it has
high levels of employment and almost no unemploymamong those in
education. They have established apprenticeshgierag or vocational training in
secondary education.

- France is within group 2 in which there is a nratie overlap between
education and being active in the labour marketh) wouth unemployment levels
around the EU average.
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- Spain is within group 3 which has a moderate lapebetween education
and being active in the labour market and a verghhlevel of youth
unemployment. This group contains some of the e@mtvorst hit by the recent

economic crisis.

- ltaly is within group 1 which has very few stutenemployed or
unemployed. The overlap between the labour manketealucation is very small
and many young people complete their studies bédotang for their first job.

Figure 1 — Percentage of people aged 15 to 24 wheimultaneously in education and the labour
market plotted against the unemployment propoffaori5 to 24 year olds by country, 2012

PARTICIPATION IN THE LABOUR MARKET AND
EDUCATION VARIES FOR YOUNG PEOPLE ACROSS
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GROUP 1 Italy Very few students in the labour market. Students generally complete

their studies before locking for their first job.

GROUP 2 France Moderate overlap between education and the labour market and

an average unemployment proportion within the EU.

GROUP 3 Spain Moderate overlap between education and the labour market and

a high unemployment proportion within the EU

GROUP 4 UK A high involvement of students with the labour market and an

average unemployment proportion within the EU

GROUP S5 Germany High levels of students in the labour market, low levels of youth
unemployment and almost no unemployment amongst students

Source: Office for National Statistics (2014)
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In general, young workers enjoy less favourableddmns of employment
protection than other age groups of the workfora@oss Europe. Youth
unemployment and youth precarious employment resnainightmare for many
young workers, as well as a widely discussed i$suacademics and a hot potato
for policy makers and labour market institutionsevidrtheless, young people
experience change and worsening conditions in ddifferent ways such that
creating national counter-narratives is actuallgy\dfficult, but necessary step to
deal with the employment problem of youth

To summarize, young workers constitute a specialigrof reference in the
studies of labour markets and industrial relatiofisey have traditionally been
considered as secondary wage earners, outsidermaral vulnerable groups to
the risk of unemployment and precarious work. Tia¢isgtical evidence indicates
that this situation applies to a global scale peesive of national institutional
peculiarities and economic contextual factors. ¥haesition of young people into
employment is fraught with considerable difficudtien finding stable and well-
paid employment when compared to older workersthiéay young workers have
been particularly affected by the wider changeglaibal economic conditions; as
such changes have seen an increase in employeerigand instability

Not surprisingly, as young workers’ position in thabour market is
increasingly becoming precarious, one may expeemtiio join unions to get
more protection. Nevertheless most young workemsain disengaged from trade
union activity and trade unions are suffering witdss of members and an
increasing ageing effect (Blanchflower, 2007; Vis2006). In this context the
future existence of trade unionism depends on lavirde unions can grasp the
complex work reality and the needs of young pe@gtetsos, 2011)

Massive youth unemployment and problematic trams#tiinto the youth
labour markets pose significant challenges for wiggag and recruiting young
workers (Simmet al. 2014). Nevertheless, low youth union density i® @sven
by trade union inefficiencies (lack of trade unidamocracy, gerontocracy in
union leadership, inappropriate communication cleéwith youth) (Heery et al.
2004; Heery, 2009; Kretsos, 2011; Waddington and,K¥02). Nevertheless as
Ness (2014) and Connoét. al. (2014) suggest there is a rise in radical unionism
across Europe and other parts of the world. Thogena engage in direct struggle
and resistance against the dictates of the shop doin the enterprise through a
variety of tactics and strategies

Further they develop class-consciousness and th&jorce democratic
practices that challenge union bureaucracies, catpalomination and the liberal



COUNTRY REPORT-UNITED KINGDOM

and left wing approach of seeking compromise thinolggal remedies. In a
similar vein and in the aftermath of the global mmmic crisis a new cycle of
contention in industrial relations has emergedmbny cases and across various
parts of the globe alternative youth movementsh saag the Indignados and the
Occupy Movement have seriously challenged the dciteness of traditional
trade union organisations and the legality of @xistpolitical status quo. For
example the emergence of young unemployed graddizag in parallel to
working class suburbs of global metropolis seemdd¢oa new condition of
revitalising the sociology of resistance and mehiiion outside the frames of
typical trade unionism (Mason, 2012)

This report seeks to explore the under-researchptesentation of young
workers in trade unions using the national exangplBritain. Previous research
has highlighted the inability or inefficiency ohtte unions to attract and organize
young workers and especially those on precariougracts (Hodder, 2014;
Kretsos and Mrozowicki, 2012; Simms, 2012). Furttiee aim of this report is to
examine low rates of unionisation and engagemetfit wiion activities mainly as
a condition related to young workers’ views of @méty and individualism. Issues
of negative attitudes towards union activity, asllwas ineffective union
recruitment and organising strategies or limitetboravailability are also taken
into consideration

The report is organised as follows. The first settprovides the main
theoretical and empirically tested views on why rygpworkers are not usually
members of trade union organisations. The nexi@gegresents the situation of
the youth labour market in Britain. The third péotuses on membership of
young people and the institutional position of yourt trade unions across Britain.
The fourth part aims to analyse and discuss theniws taken with top rank
officers from various trade union organisationse Tdwst part of the paper provides
conclusions about what trade unions do to attradtracruit more young people
into their ranks



2. What explains Low Youth Trade Union Density in he UK and
elsewhere

A three-fold set of explanations has been propdsedxplain the under-
researched representation of young workers in snamross Europe and other
parts of the world. The first suggests that thguales of young workers towards
trade unionism are usually negative. Such a ralitop@poses the existence of an
inter-generational shift in attitudes with youngopke supposedly being more
antipathetic to trade unions and more individugligtan previous generations.

For example Polavieja (1999, 2001a, 2001b) hasedrthiat union ‘outsiders’
(including many young workers) in Spain show sigaifntly lower levels of pro-
union attitudes in comparison to ‘insiders’. Them®l explanation emphasises
the structural characteristics of youth employmemd focuses on the
opportunities of young people to unionise (Charlgtha@002; Haynes et al. 2005;
Waddington and Kerr, 2002; Pascual and Wadding?@00; Waddington and
Whitston, 1997).

As young people are usually employed in the legsieged private services
sector they are more likely to be found in small@rkplaces with no union
representation. Thus, it is difficult for young Wers to join unions, especially
when many are employed under flexible and insecangracts or move from one
job to another (Sanchez, 2007). Finally, a thirtd afeexplanations focuses on
unions themselves. This approach highlights theiakuole of union strategies in
organising and attracting young workers. Ineffeztimmion recruitment strategies,
as well as deficits in internal union democracylsas gerontocracy of leadership
and highly centralised decision-making processes, rasponsible for the low
levels of youth membership.

Nevertheless, observed dynamics in the respectbatds indicate a gradual
abandonment of the idea that the rejection of ulmnyoung people is caused by
hostile attitudes to unionism. Instead, structmatl organisational factors are
discussed. There is considerable evidence thaitstal labour market factors and
conditions in the labour market are particularlyfluaential regarding the
unionization levels of young workers (Tailby andl&d, 2009).
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Examples of such evidence include the researchayhets et al. (2005), as
well as the research of Freeman and Diamond (2803)Gomez et al. (2002). As
Vandaele (2012) suggests even if unionization ofinger workers is today
declining faster than among older workers themoiserious evidence that young
workers have negative attitudes towards trade usnomand there is indeed good
reason to believe that there is an unsatisfied ddnfiar unionism among young
workers.

The focus on a number of structural factors andlitmms that prevail in the
labour markets as the main determinants of low tyaution density rates was
already recognized by the earlier studies of Pdsamd Waddington (2000) and
Waddington and Kerr (2002). In both cases the aatboncluded that there is no
wide-ranging shift in young people’s attitudes,ther because young people are
more likely to exhibit a greater individualism tham the past, nor because
younger generations of workers are characterizgobbiical apathy.

In essence, the low levels of trade union membprshould be seen as the
outcome of employers’ resistance and hostility toonisation, as well as the
concentration of employment of young people in omorenised private-sector
services and small workplaces. There is no doudt dipart from an attitudinal
shift, greater labour market segmentation can aszethe costs of union
organizing efforts and make a union presence iiviedal workplaces less likely
(Visser, 2006).

Many institutionalist and insider-outsider theistave also concluded that
trade union membership is concentrated among wetkethe core of the labour
market (Ramon Alos et al. 2009). According to theésspective, the polarisation
of union representation and support can also bé&ieea through the view that
trade unions are there to protect mainly the istsref labour market ‘insiders’
and particularly those with open-ended contractee@man and Friedman, 1980).
It is therefore reasonable to anticipate that ttidudes of the labour market
‘outsiders’, such as young precarious workers, maly be favourable towards
unionism.

Nevertheless, there is an unsatisfied demand fammanoy young people in
Southern Europe and a large potential for unionsimh and renewal according
to European Social Survey evidence (D’Art and Tyr2€08). In a similar vein,
the analysis of Macias (2003) about Spain demaestrihat insecure workers had
more positive attitudes towards unionism than thafsstable employees. Earlier

10



COUNTRY REPORT-UNITED KINGDOM

also findings by Altieri and Carrieri (2000) frortaly also found a high demand
for unionization among atypical workers.

The lack of union availability at the workplace,vasll as the performance of
local representatives have also been highlightehitier studies as a main reason
for the unions’ failure to fill the ‘representatiagap’ (Bryson et al. 2005:18;
Charlwood, 2002; Freeman and Rogers, 1999; LipseétMeltz, 1997; Sanchez,
2007; Waddington and Whitston, 1997). Finally, réceesearch of the youth
representation at the confederal union level acEas®pe by Vandaele (2012)
revealed that the considered the youth trade umsimactures' resources are
considered as inadequate, even if such structurey @ dedicated budget and
some administrative support.

In summary, the incapacity of unions to recruit engoung workers should
be linked not only with the growing trends of labowarket segmentation but also
with internal union organizational inefficienciesegulatory anomalies and
restrictions to unionisation, lack of union availdy at the workplace, adoption
of inappropriate ways by unions to support and &daheir members, sometimes
limited performance of local union representativagd unions’ inability to
establish daily contact with young contingent weskdue to limited available
resources for attracting and recruiting young wosk&hese inefficiencies reduce
the propensity and the availability of opporturstiéor young people and
especially those on precarious work arrangemenisitmize.

11



3. Labour Market Position of Young People in the UK

3.1. The UK economic and labour market context

The UK economy has traditionally been consideredamsopen economy
characterized by high labour force participatiotesaand widespread flexible
work arrangements. In terms of the socio-economardext, the UK can be seen
to be an exemplary proponent of the liberal mad@inomy model (Hall and
Soskice, 2001). The tendency to place the Unitedy@om within the category of
a liberal market economy mirrors a range of researd pre-conceptions of the
nation which emphasize its marketised industrikti@ns, strong ‘outsider roles’
in terms of shareholder interest in relation todkeision making processes of the
firm, strong external capital markets with a sherth economic perspective, and
the use of contracts and coercion through markeham@sms. The Anglo-Saxon
model is therefore one which places labour managemea secondary position,
being conditional on economic and market facingeaghes.

In terms of labour market outcomes the issue ofrpteyment in Britain was
long before the crisis not as important in commariso the main employment
policy debates in other parts of Europe. Never®lether issues, such as job
guality have been more concerning. As Kretsos aadiiez Lucio (2013) have
argued Britain has been synonymous with some of st complex and
substantive changes in terms of the organizatiahséimucture of employment. It
is held, along with the case of the United StateAroerica, as an example of a
market leaning and more individualized approacHatmour market regulation.
The case is important because unlike other natiexamples it is fair to say that
key exponents in the UK see de-standardization pes#ive virtue leading to
greater levels of job creation.

In general, non-standard forms of employment ocameus employment in
the UK are commonly associated with the lack ofuess of “good work” and
related to negative concepts, such as “insecuré&”wbteery and Salmon, 2000)
and “vulnerability at work” (Pollert and Charlwoo2Q08). The conceptualization
of non-standard employment has been affected bigypaiitiatives to increase
labour market flexibility that drove the public deb over 1980s and 1990s.
Flexibility was sometimes touted as a major sowfceational advantage, much

12
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greater management prerogative and a much morsagueworkforce (Chapman
and Temple, 1998).

Nevertheless, a serious change of collective pémepand analytical frames
used in the British public debate is observed smakof 2000s (Bambier, 2011).
For O'Reilly et al. (2009) there are three diffdrestages on the debates for
precarious employment. At first, during the 198@sl an the context of high
unemployment, homelessness and industrial restiagiuhe debate focused on
the growth of numerical flexibility (part-time warktemporary work and
subcontracting) (Atkinson and Meager 1986; Polle@1).

At the end of 1980s government and company invegtito reduce the impact
of regulatory anomalies and to encourage workHdnce influenced the debate.
Finally the influx of migrant workers after 2004 shanoved the debate to the
concept of vulnerable workers. The increasing atédend policy interest on
vulnerable workers (e.g. McGovern, 2007; Pollertd &harlwood, 2008 and
2009; Pollert and Tailby, 2009), NGOs and the tradgons (e.g. TUC
Commission on Vulnerable Employment) facilitategstmne extent this outcome.

Nevertheless the above-mentioned change in theeptoos and the
analytical frames of de-standardised employmenthan UK is also associated
with the massive application of flexible workingaptices. Such practices have
become deeply embedded in the British context, tepesenting a social norm.

For example according to the results of a CIPD esyrypart-time work was
found to be the most commonly available practicedcby 86% of respondents),
corresponding with the UK’s high ranking among Eaean countries in terms of
its proportion of part-time workers (CIPD, 2005urther, the study concludes
that in many organizations, part-time working iswsp ingrained that it no longer
appears to represent an example of flexible working

Table 1 — Flexible working: Availability and forniiaf (%)

T_otall_ Available to all Formal policy Informal
availability staff arrangements
Part-time work 86 43 41 24
Term-time work 38 15 18 22
Job-sharing 63 29 32 23
Flexitime 55 21 32 19

13
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Compressed hours (e.g. 4-day

a7 15 17 23
week)
Annual hours 28 8 14 15
Working fro_m home on a 55 7 19 30
regular basis
Mobile working 27 3 9 16
Career breaks/sabbaticals 42 25 26 16
Secorlldm.ent to another 37 18 18 18
organisation
Time off for community 22 15 12 17

work

Source: CIPD (February 2005), Tables 1a and 1k§.p.

In a similar vein, the study of Tinsley and Monastis (2010), covering the
period 1992-2005, indicates that the UK labour raark 2005 was substantially
more flexible that before 1997. According to thadst the incoming in 1997
Labour government imposed certain regulations thabught only some
stabilization in the level of labour market flexityi. Instead there were no clear
signs of reversing the trends of flexible employmeuch findings explain, in
turn, the inherent sensitiveness of the de-staimiidn of employment to
political changes. Regulatory changes in the laboarket and the employment
landscape affect a complex set of economic parBesh parties and actors are
transformed by the time and the changing economdt social conditions in a
way that new regimes of political hegemony areldistaed. Certain groups and
actors are excluded from these regimes of hegemwhite others participate
more actively (Dorre, 2006).

In this context, the expansion of flexible forms wibrk and the de-
standardization of employment is not a zero-sumeagafnrange of processes,
spaces and actors interact in the institutionabmatind standardization of the
rules and conditions of the way labour markets age(fMacKenzie and Martinez
Lucio, 2005). According to OECD (1996) Britain iBaracterized by increased
flexibility and one of the lowest strictness in doyment legislation across the
OECD countries. Such measurements ignore politeadl socio-economic
dynamics embedded in the national regulatory modes.

A characteristic example of that is the compariebrvorking time regimes
across Europe. UK and Denmark stand out as natioasés with limited
regulatory rules on working hours in comparisorine rest countries of the EU-
15 area. Nevertheless, both countries share aaiifstifferent experience in the
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allocation and distribution of working hours amortige workforce. This
contrasting experience is to a great extent relaigtle collective representations
structures and levels of union influence at thekptarce found in both countries.

In general, the role of trade unions in the econamy the decision making at
the workplace plays a significant role in explagiabour market and industrial
relations outcomes . According to the TUC the nunddewvorkers covered by a
collective agreement has fallen by more than hedfr ahe past 25 years (TUC,
2011). Further, around 70% of all workers had tipaiy and conditions covered
by collective agreements in 1984, but this hasfalio 33%, and 18% in the
private sector. National-level bargaining still €i among some large private
firms, but multi-employer collective agreementghe private sector have all but
disappeared.

A large and growing proportion of workers have theay and conditions
determined by management at the workplace, witlle iit any input from unions.
Taking into account the above developments it tssngprising to understand the
strong dynamics of non-standard employment and pay in the UK over the
years.

Figure 2 — Persistence of low wage work in the UK
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Source: Grimshaw (2012)

Nevertheless, the absolute statistics are not dnéagrovide a contextual
and interpretational framework of the structuraareeteristics and the peculiar
elements of the pattern of de-standardised employme the UK. De-
standardised employment has established suchragdivothold and autonomous
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and growing space in the labour market that hases&kitain much more distant
to the traditional European standard (less Eurapednand increasingly
Americanised) than 30 years ago.

In that sense individual rights are more strongtikdd with responsibilities,
welfare entitlements are more contingent upon lalmarket activism, increases
in minimum wages have been associated with redsoethl contributions to
increase work incentives, while more tangible peeslfor the unemployed and
vulnerable workers who are not searching actively riew jobs have been
introduced.

The political implications of such a condition ikat de-standardised
employment now in associated with unemployment tioncas disciplinary
devices on their own raising the cost to the irdlial worker of being not so
employable in the sense of not being willing toceat’ the new labour market
reality and to improve his/ her work ethos accagdio employers rules . In
certain cases a large proportion of low paid, ureegnted workers are at risk of
being denied their employment rights (Pollert, 2009

The most obvious consequence of the Americanizabibreconomic and
social policy in Britain under Thatcher adminisivat was the dramatic
polarization of income allocation among the workpmpulation, which is partly
related to an unequal distribution of working hoamsong the workforce. Besides,
wide income inequalities are a typical characterist all liberal welfare regimes
in the world with USA to stand out as an exemplawage inequalities and long
hours culture country case. Rising wage inequalag the pride that workers had
to pay after the persistent policy reforms to redtlee impact of government in
the economy and to allow market forces to shapéviohehl incentives more
powerfully.

In general, wider social and economic factors hateracted with the policy
reforms promoted by Conservative governments dfef9 in such a way to
create an economy marked by considerably greatsuadity, higher rates of
precarious workers and diminished union presenckiaftuence. The objective
was to reduce trade union power and to make labmarket outcomes mimic
more precisely those that would prevail in free kear This triptych of
unfortunate political and social conditions (growimequality, precarisation of
employment and reduced redistributive impact ofligpupolicy, loss of union
power) has become the basis of the observed laimauket segmentations in
Britain.

16



COUNTRY REPORT-UNITED KINGDOM

As Chapman and Temple (1998) have noted the nrdghgtchange over the
period 1979-1995 in the Family Expenditure Surve{) was the dramatic rise
in the proportion of households where the head ld tousehold was
economically inactive from 30% to 39% of househoignificant rises were also
observed in the ‘no-earner households’, thus expgritie tension between ‘job-
rich’ and ‘job-poor’ households. The distributioh jobs across households was
one only dimension of the unequal distribution afréng and income that took
place during the administration of the countriegloy Conservative governments
of 1980s and 1990s.

Other significant features of this developmentuned the increase in the gap
between manual workers and other groups and aeaserin inequality within
nearly all-occupational groupings.

For example Machin and Manning (1994) have sugdetiat the rise in
income dispersion in the low-pay sectors of theneawy (especially catering,
retailing and hairdressing) in the 1980s can belagx@d up to 20% by the
abolition of the Wages Councils. In addition, Geosl Manning (2003) based on
an analysis of New Earnings Survey between 1976 1885, and the Labour
Force Survey from 1979 to 1999, have argued that Ihas been a large rise in the
number of well paid jobs in the UK over the pasty2ars but also a rise in the
number of badly paid jobs (McJobs).

In essence, a clear trend that the authors obsethat ‘middling’ jobs have
been disappearing. In a similar vein, the Josephri®ee Foundation concluded
that by 1990 the degree of income inequality hathed its highest level since
the Second World War, while OECD (1996) confirmdthtt Britain was
exceptional in the degree to which inequality ie tdtstribution of income has
risen in the 1980s. Almost 20 years later OECD ¢btimat income inequality
among working-age people has risen faster in Britia&n in any other rich nation
since the mid-1970s (http://www.oecd.org/unitedkiogn/49170234.pdf)

The re-regulation approach followed by the New Labgovernments did not
manage to challenge this norm to a great extentlandoundations of the liberal
economy established before 1997 remained strongpldyment in low
productivity, low wage, labour intensive serviceustries and the banking sector
showed marked increases throughout 1990s and 2000& expense of jobs in
manufacturing, while more flexible job contractsreventroduced in the public
sector.

As a consequence, the number of non-unionised Wa&p was increased,
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and the labour market and social inequalities omeid to reflect their structural
nature. In parallel to this, industrial action imitBin, measured in terms of days
and hours lost due to a strike incidence, in 2Qf}r@ached its lowest levels since
1892 (Anagboso, 2007).

This long-term period of industrial peace was fgdhigh rates of economic
growth, a public euphoria in terms of job creati@amd in general a
macroeconomic situation that had nothing to do witle situation, which
prevailed almost 20 years ago. The employment machias kept extremely
‘warm’ and the employment rates continued to renggiite high at international
level. A note of caution needs to be added to tldeseriptive statistics, as even if
unemployment was not the big problem, as it waspiavious decades, a
significant proportion of the workforce, mainly wem young and ethnic
minority groups of workers, seemed unable to estapeisks of poorly paid and
low-quality jobs. Further, even today Britain isllsassociated with social
problems that have stigmatized the Thatcher years.

The redistributive impact of the New Labour goveemts was not
significant, as the inequality of income distrilautibetween 1998-2009 remained
at the same persistent high levels for the int@nat accounts.

The tension between equity and efficiency forms teekbone of the
overview in British labour market changes in thet I80 years. Except the above
mentioned trend of income polarization a significalement of the overview of
the changes in the British welfare and employmegime is the observed
inelasticity of flexible forms of work to the flugations of the economic cycle.

This explains to some extent the symbiosis of oldEsour market
segmentations with new less visible inequalitied Broader transformations of
the employee-employer relationship and the employnmstitutional framework.
As Grimshaw and Rubery (1998) have argued currebaigs on labour market
segmentation are characterized by multidimensiggnalhd complexity, as under
the pressures of globalization internal labour ratwkare split and firms’
employment strategies are more diverse than inptst. Such complexity of
productive organizations and diversity of managemmeodes result in a plethora
of flexible working practices raising issues of golguality, insecurity and
inequality.

For example, McGovern, Smeaton and Hill (2004) tbamat between one

quarter and half of the working population in Biriten 2000 had jobs with at least
one bad characteristic. Approximately one quartalleemployees (28.9%) were
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low paid, just over one third (36.7%) had no pensesimilar proportion (36.1%)
had no sick pay, and half (51.5%) were in jobs thatnot have a recognized
promotion ladder. When these individual charactiesswere added together to
form an overall measure of ‘badness’, less thaniod® (9.4%) employees are in
positions that are bad on all four dimensions mly @ne in four (27.9%) of the
British labour force are in jobs that are not baadmy respect.

The interesting issue is the continuity of such ditons beyond the
fluctuations of the economic system and the pakactions to these fluctuations.
For example, since 1984 the number of people itpae work has risen steadily
by over half (53 per cent) to reach 7.7 million2009. Though there has been a
steady increase in part-time work since 1984, titeeiase over the period of the
recession (second quarter 2008 to fourth quart@9PMas been greater. In
contrast to part-time work, the number of temporaoykers fell steadily between
the fourth quarter of 1997 (peak level at 7.5%) tadthird quarter of 2008 by 23
per cent.

However, since the third quarter of 2008, a risé& gfer cent has seen this
trend reversed, mirroring the increase in involant@mporary workers (IPPR,
2011). Those trends are reflected to the sharepadftimers and temporary
workers across different age groups. Young people hmuch greater rates of
part-time and temporary contracts than any othergrgup (see next table, data
for 2012).

Unemployment Temporary Part-Time
ALL 15-24 ALL 15-24

DK 8 14 9 21 25
SE 8 24 16 57 25
AT 4 9 9 36 25
BE 8 20 8 31 25
DE 6 8 14 53 26
BE 8 20 8 31 25
NL 5 10 20 51 49
FR 10 24 15 57 18
IT 11 35 14 53 17
IE 15 30 10 35 24
UK 8 21 6 15 26

Source: Eurostat
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In this context, the current economic recessionahdt follows in terms of
policy making make the issue of de-standardizedl@ynpent much more evident
in the British labour market, as it has helped t@farmulation of labour market
segmentations. Not surprisingly inequalities magypa greater role in labour
market processes and outcomes.

For example, according to a recent TUC surveyrékession has promoted a
culture where working unpaid overtime has becone rtbrm, as millions of
workers in the Britain are working unpaid overtiniéne study showed that 5.07
million employees regularly worked unpaid overtinme2009, and that nearly
900,000 people regularly worked more than 10 hauseek without payment. In
a similar vein, the rates of involuntary temporand part-time employment have
sharply increased (IPPR, 2011).

3.2. The UK labour market performance during the cisis

The above analysis of the UK economic and labouketacontext indicates
the continuity of policies that aim to combat undoyment through the
expansion of labour market flexibility practicesi§ has an obvious effect on the
levels of income inequality initiating a graduakg@ening polarization of incomes
and working hours across the workforce. Since 2Bfii&in returned back to
economic growth even if the respective growth of FGI3 marginal. To some
extent this development has certain positive effect total employment rate (see
next table).
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Figure 3 — Employment Rate, 2000-2015
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Sources and notes:

Employment rates 2000-2012: Eurostat, EU LFS;

* Estimated values based on employment growth forecasts from Commission Spring Forecast 2013 and projected population growth from Europop 2010 population projections;
* National employment rate targets from National Reform Programme 2011;
*+ Projected employment rate under the assumption that no policy change takes place between 2010 and 2020, EPC Aging Working Group 2012 Aging Report.

Source: EPSCO Council on 9 December 2013

Further, the general picture of labour market peménce in Britain is
satisfactory in comparison to many other membeestaf the EU. The rates of
youth unemployment and the rates of young peoplennemployment, education
and training (NEET) are the exemptions that confilra rule. Young people in
Britain suffer more than other age groups in figdiemployment especially a
stable one. Other key employment challenges indnedollowing:

Finally, significant concerns emerge out of thensegly extremely low

challenges to access affordable childcare,
High numbers of early school leavers,
Gender pay gap, which is worse than the EU avdeagds.

number of participants in regular activation measun relation to the number of
persons wanting to work (see next diagram).
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Figure 4 — Activation measures in relation to thenber of person wanting to work
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2010 ‘ 2011 | 2012

Benchmark | 2020 national 2020 EU
Indicator Unit 2000 2009 2010 2011 2012 target EU28-total target
Overall employment rate % of population aged 20 - 64 74,0 73,9 73,6 73,6 74,2 n.a.| 68,5 68,5 68,4 75,0
. % of pop. 18-24 with at most lower sec.
Early leavers from educationand  educ. and notin further education or
training training 18,2 15,7 14,9 15,0 13,5 n.a 13,9 134 12,7p less than 10|
Completion of tertiary or equivalent
Tertiary educational attainment education (30-34) 29,0 41,5 43,0 45,8 47,1 n.a.| 335 34,5 35,7 40,0
Overall employment growth 9% change from previous year -6,4 -1,6 0,2 0,5 1,2 -0,5 03
Employment rate of women % of female population aged 20 - 64 66,8 68,2 67,9 67,9 68,4 80,6 62,0 62,2 62,3
Employment rate of men % of male population aged 20 - 64 81,4 79,6 79,3 79,4 80,0 91,2 75,0 74,9 74,5
Employment rate of older workers % of population aged 55 - 64 50,7 57,5 57,1 56,7 58,1 82,6 46,2 47,3 48,8
difference in the employment rate between
Employment gender gap men and women in percentage points 14,6 11,4 11,4 11,5 11,6 13,0 12,7 12,2
Employment rate of young persons % of population aged 20 - 29 75,1 70,9 71,1 70,1 70,1 86,8] 61,5 61,1 60,1
Employment rate of low skilled % of population with at most lower
persons secondary education aged 20 - 64 64,5 57,3 55,6 557 b 56,5 80,4 53,3 52,9 52,1
% of population with non-£U citizenship
Employment rate of non-EU nationals aged 20- 64 63,0 63,6 62,3 61,5 58,5 58,0 56,9
Part-time employment % of total employment 25,1 26,0 26,7 26,7 27,0 19,1 19,4
Fixed term contracts % of total employees 6,6 55 6,0 6,0 6,2 139 14,0 13,7
Overall unemployment rate % of labour force 5,4 7,6 7,8 8,0 7,9 9,7 9,7 10,5
Long-term unemployment % of labour force 14 19 2,5 2,7 2,7 87,2 39 4,2 4,7
Youth unemployment rate 9% of youth labour force (15-24) 12,0 19,1 19,6 21,1 21,0 20,9 21,4
Youth NEET rate % of population aged 15-24 10,9 13,3 13,7 143 14,0 43,8| 12,8 12,9 132 p
Labour productivity per person EU-27 = 100 (based on PPS per employed
employed person) 112,3 106,9 107,2 105,4 105,0 99,8 99,9
EU-27 = 100 (based on PPS per hour
Labour productivity per hour worked  worked) 1135 107,3 107,7 106,0 103,9
Nominal unit labour cost growth % change from previous year 2,3 6,2 1,7 1,4 3,0 09 0,7
Real unit labour cost growth 9% change from previous year 15 39 -1,4 -0,9 1,3 -1,4 -0,7
Gender pay gap 20,6 19,5 20,1
Involuntary temporary employment s % of total employees 30u 2,8 3,4 3,6 u 3,6 86u 85u 84u
share of people in current job 12 months or
newly employed less in total employment 20,5 15,5 15,0 15,4 15,7 13,7 14,2 13,9
At-risk-of-poverty rate of
unemployed 50,9 47,4 47,2 45,0 45,9
unemployment trap - tax rate on low
wage earners 65,0 64,0 65,0
inactivity and part-time work due to
personal and family responisibilities 7,6 7,5 10,6 10,7 4.8 51 51
job vacancy rate % change over the recent 3 years 1,6 1,7 1,7 1,7 1,4 1,5 1,4
Share of adult population with upper
secondary or tertiary education age 2564 64,4 74,6 76,1 76,4 77,9 72,7 73,4 74,2
percentage of adult population
participating in education and
training age 2564 205 b 20,1 19,4 15,8 15,8 9,1 8,8 9,0

Source: Eurostat database (labour market statistics, national accounts), National Reform Programmes
Notes: b - break in series, p - provisional, ¢ - confidental, e - estimated, n - not siginifcant, f - forecast, s - Eurostat estimate, z - not applicable, u - unreliable, ":" - not available

Additional note: the benchmark is normalised in the following way: average of highest 5=100, average of lowest 5=0. The interpretation of the benchmark is that it gives the relative distance to the highest 5 performers by subtracting that benchmark for a given country and
indicator from the benchmark of the highest 5 performers, thus a 100. Nmbers in bold: the country is among the 5 highest performers for this indicator. The numbers in italic: the country is among the lowest 5 performers
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Figure 5 — Basic macroeconomic and labour markdbpeance indicators, 2013
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Source: Office for National Statistics

3.3. The position of young workers in the labour mket

At the end of 2013, 3.03 million (42%) people agédo 24 were in full-time
education, up from 1.42 million (17%) in 1984. Thixrease has happened
against a backdrop of a falling youth populatiorhick at 7.20 million is one
million lower than in 1984, when it was 8.20 milioThe overall population of
the UK has increased over the same period.
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Figure 6 — The percentage of people aged 16 ta f4litime education, 1984 to 2013
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In 2013 the youth population of 7.2 million was 1.0 million lower than in 1984

Source: Office for National Statistics, 2014

Another interesting finding from the official ststics of the Labour Force
Survey is thatnost young people not in full-time education wereraployed at
the end of 2013We need to mention that government labour mapkbties are
principally aimed at those who have left full-tirméucation and are not in work.
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Figure 7 — Labour Market Activity of 16 to 24 yeald in the UK, 1984-2013
[
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More specifically of the 4.17 million young peoplet in full-time education
in the final quarter of 2013, 2.87 million (69%) meein employment. Of the
remaining, 637,000 (15%) were unemployed, which maethey were actively
seeking and available to work, and 664,000 (16%eweactive. Of those who
were inactive, the most common reason given forseeking or being available to
work was looking after the home or family (38%).

26



COUNTRY REPORT-UNITED KINGDOM

Figure 8 — Reasons and characteristics of younglpdor not being or for being in FT Education,
2013
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Source: Office for National Statistics, 2014

Another important point we need to raise is that yong people, as
entrants to the labour market, were most likely towork in the lower skilled
jobs. Young people who are in work, regardless of if thag in full-time
education or not, are most likely to be workingtie lowest skilled occupation
group known as elementary occupations. This grooptains jobs such as
kitchen/catering assistants and waiters/waitressée second most common
occupational group that young people work in isesahand customer service
occupations. In 2013, using a four quarter aveegess the year, for those who
worked alongside full-time study these two occupsl groups accounted for
almost three-quarters (73%) of all those in empleytn

For those not in full-time education the equivalégtre is 36% with 19%

working in elementary occupations and a further 1®&rking in sales and
customer service occupations. The spread acrogbealbccupation groups was
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more varied for those working and not in full-timéucation compared with those
working alongside studying. By comparison, for decgged 25 to 64 the largest
occupational group was professional occupationsyhich 22% work, followed
by associate professional and technical occupatiba$%. Overall young people
in full-time education work in part-time lesserlid jobs, however they may still
develop some valuable work experience for futureas.

Figure 9 — Low skills jobs and Young people, 2013

YOUNG PEOPLE ARE MORE LIKELY TO WORK IN THE LOWEST SKILLED JOBS
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Regarding youth unemployment rates it is alarmirag in the final quarter
of 2013 the youth unemployment rate was similar téhat in 1984. For young
people at the end of 2013 the unemployment ratasared as a proportion of the
labour force rather than the total population, \28%b6. This was similar to the
position in 1984, following the 1980s recession ara$ higher than the peak of
18% in 1993 following the 1990s recession. The lyautemployment rate peaked
at 22% towards the end of 2011, following the Ukremmic downturn in 2008. It
Is important to take in to account the changes adigpation in full-time
education has had on these figures. The majorifulbfime students are inactive
which means that within the youth population oMerabre full-time students
means less young people in the labour market (taogdoyed and unemployed).
This can impact on the unemployment rate which shthe proportion of young
people who are unemployed in relation to thosevacin the labour market.
Further,in the final quarter of 2013 around 13 in every 100young people
were unemployed.

THE UNEMPLOYMENT RATE IS THE SAME FOR YOUNG PEOPLE IN 1984
AND 2013 BUT THE UNEMPLOYMENT PROPORTION IS LOWER

20
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Proportion: age 25 to 64

0
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The unemployment rate is the percentage unemployed out of people who are
economically active (employed and unemployed).

The unemployment proportion is the percentage unemployed out of all people.

Source: Office for National Statistics, 2014
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The unemployment proportion in the final quarter2®fl3 stood at 13%,
lower than in 1984 (15%). The gap between the uteynpent rate and the
proportion increased most during the early 1990% the recession of 2008/09,
when there were sharp rises in the number of peaoplell-time education. The
youth unemployment proportion of 13% was three $irag large as the proportion
of those aged 25 to 64 which stood at 4%. The yon#gmployment rate (20%)
was four times larger than the rate for those &fedo 64 (5%). However, the
unemployment proportion still includes unemployat-fime students in the total
number of unemployed. A further disaggregatiomisobk at young people who
are not in full-time education and are unemploysdaaproportion of the total
youth population.

Figure 11 — Percentage of 16 to 24 year olds wie rat in full-time education and are
unemployed, 1984 to 2013
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Source: Office for National Statistics, 2014

In 1984, 14% of all young people were not in fuiie education and were
unemployed. This percentage fell to 7% by 1990 raxsg again to 12% in 1993,
after the recession in the early 1990s. The peagentell steadily until 2001 and
rose slightly in the years following. Around 200&te was a sharper rise than in
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previous years and at the end of 2013, the pergentaemployed and not in full-
time education stood at 9%. So the percentage whgygeople who are not in
full-time education and unemployed was lower in thest recent downturn
compared to the recession of the 1980s and 1990s.

This in part is explained by the fact that morengyeople are remaining in
fulltime education. The impact of education on tineemployment rate and
proportion is highlighted when looking at young pkeoin and out of full-time
education. For those in full-time education theeratood at 26% in the final
qguarter of 2013, much higher than the rate forehast in full-time educations,
which stood at 18%. However, the unemployment priogo for those in full-
time education was much lower (at 9%) than for ¢host in full-time education
(at 15%).

Figure 12 — Unemployment rate and proportion oftd®4 year olds by whether in full-time
education or not, 1984 to 2013

FOR YOUNG PEOPLE NOT IN FTE THE UNEMPLOYMENT RATE AND
PROPORTION ARE LOWER IN 2013 THAN IN 1984
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The gap between the rate and proportion is much wider for young people
in full time-education than those who are not. This is because
of the big difference in inactivity rates between the two groups.

Source: Office for National Statistics, 2014
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How does the UK compare with Europe?

Comparing the UK with other countries across theopean Union (EU), the
UK unemployment rate (21%) was lower than the Edrage (23.5%), in the
third quarter of 2013. However, the UK unemploymenbportion (12%) was
higher than the EU average (10%), in the third gasf 2013. The highest youth
unemployment rate was 58% in Greece and the loaks2% in Germany.
Compared with the first quarter of 2008, when thajan worldwide crash
happened, Germany is the only country across thdédEhhve seen a fall in the

youth unemployment rate.

Figure 13 — The youth unemployment rates of coestin the European Union for the third
quarter of 2013 and the first quarter of 2008

The highest and lowest unemployment rates at Q3 2013 for EU countries
and the change from Q1 2008

Spain has a smaller proportion of young
people in the population and lots of students.

These factors explain some of the disparity
between the rate and proportion.

Youth unemployment in Q3 2013

Froportion Rate
17% 58% Greece
21% 57% Spain
149 50% Croatia
11% 40% Italy
16% 40% Cyprus
12% 21% K
Gih 14% Denrmark
Bl 13% Malta
Ak 12% Netherlands
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455 8% Germany

Germany is the only country
in the EU with an unemployment
rate that was lower in Q3 2013
thamn in Q1 2008.The rate fell from
11% to 8% between these times.

[ Unemployment rate in @1 2008
B Difference between Q1 2008 and Q3 2013
[ Unemployrment rate in Q3 2013
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The youth unemployment
rate of the UK was below

the EU average but the youth
unemployment proportion
was above the EU average
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Rate for EU
Q1 2008

Rate of EU In Q3 2013
Q32013 the average
unemployment

proportion in the

EU was 10%

Source: Office for National Statistics, 2014
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The countries across the EU have different propostiof the population who
are young people, and also the participation ircation varies, which should be
considered when comparing the unemployment rater Ewample the
unemployment rate in Spain stood at 57% of thedali@rce in the third quarter
of 2013 but the proportion was much lower at 21%08er half of young people
in the Spanish labour force (employed or unemplpyed looking for work but
out of the whole youth population, one in five ygupeople in Spain are
unemployed.

The different demographics, government policies smcial attitudes within
each country all impact on unemployment for yourspple. To illustrate the
policy impact, Germany, which was the only countryexperience a fall in youth
unemployment over the past five years, has wedlsdished routes into
employment for young people who do not enter highducation including
apprenticeships. Differences in the national systefreducation and training also
play a major role in how people make the transifrom education into the labour
market. Finally, there are serious regional diffiees on employment, youth
unemployment and NEET rates across the UK.

Figure 14 — Regional differences of young peopleriiployment, but not in FT Education, 2013

EMPLOYMENT RATE OF YOUNG PEOPLE NOT IN FULL-TIME EDUCATION

South East | 73%
East of England | 72%
South West [ 729
Scotland | 7pu

Morth West | g7a4
East Midlands | g7
London 65%
Yorkshire and The Humber | g5

Wales | gaag
) N Morth East | g3
West Midlands | g194

Northern Ireland 61%

Source: Annual Population Survey (APS) - OfficeNational Statistics

33




COUNTRY REPORT-UNITED KINGDOM

Figure 15 — Unemployment and inactivity rates oftd @4 year olds not in full-time education by

region, October 2012 to September 2013

UNEMPLOYMENT RATES AND INACTIVITY RATES FOR
YOUNG PEOPLE NOT IN FULL-TIME EDUCATION BY REGION
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4. Membership of young people and institutional pason of
youth in trade unions in the UK

Trade union membership, both in aggregate numbedsima density, has
declined in the majority of advanced economies glgbover recent decades.
Further, trade unions in Britain, as elsewherefesdfom an ageing effect (Bailey
et. al., 2010: 45; Blanchflower 2007; Bryson e2@05: 156).

According to UK Trade Union Members Statistical Btih 2013, older
workers account for a larger proportion of unionnmbers than younger workers.
Over the eighteen years to 2013, the proportioanmployees who belonged to a
trade union has fallen in all age groups excepsdhaged over 65. About 37 per
cent of trade union member employees were ageds@var 2013, but 27 per cent
of employees are in this age group. Those employdtbsten or more years of
service make up about 52 per cent of all union nembut only 31 per cent of all
employees.

In general trade union membership hold steady astpr sector growth
makes up for the big job cuts in local governmém, civil service and the NHS.
Around 6.5 million employees in the UK were tradeam members in 2013. The
level of overall union members was broadly unchdnf§@m 2012, with a
reduction of only 6,000 over the year (a 0.1 pet cecline), but well below the
peak of over 13 million in 1979. The numbers of WWhployees increased
between 2012 and 2013. As a result, the memberategell slightly to 25.6 per
cent in 2013, from 26 per cent in 2012. This is khwest rate of trade union
membership recorded between 1995 and 2013. Owepéhiod, the proportion of
employees who were trade union members in the UK dexreased around 7
percentage points, from 32.4 per cent in 1995.
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Chart 1.1: Trade union membership levels in UK from 1892 to 2013
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Nevertheless, trade union membership levels inptineate sector fell from
3.4 million in 1995 to 2.5 million in 2010. 2013tdacontinued to show a reversal
of this trend, with union membership levels in frévate sector rising for the
third consecutive year, an increase of 61 thousar2D13 to 2.6 million. The
proportion of employees who were trade union mesbethe private sector was
14.4 per cent in 2013, unchanged from 2012, bec#luseincrease in union
memberships kept pace with the rise in the numbpriwate sector employees. In
the public sector, union membership levels felBt8 million in 2013 from 3.9
million in 2012. Trade union density decreased fro13 per cent to 55.4 per
cent, reflective of the faster decline in unionisgdployment in the public sector
over the year.

Female employees are more likely to be a trade numember. The
proportion of female employees who were in a tnagien was around 28 per cent
in 2013, compared with 23 per cent for male empmsyd his marks a significant
gender shift. Employees in professional occupatiamesmore likely to be trade
union members than employees in other occupatidsployees in the
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professional occupations account for 37 per cerdllafinion members, but only
21 per cent of all employees in the UK worked iis gector. In an opposite vein,
a long-term decline in private sector membership ibeen blamed on the loss of
jobs and union members in the UK manufacturing stigy where membership is
now around one third of the level in the mid 1990s.

A higher proportion of UK born employees are irdgainion compared with
non-UK born employees. About 27 per cent of UK bemployees were in a
trade union in 2013, compared with 18 per cenhfr-UK born employees.

In general, an examination of the long-terms adeéranion density in Britain
indicates that membership levels reached their ped®79 and declined sharply
through the 1980s and early 1990s before stahjlisiom the mid 1990s onward.
Despite the broad stability in membership levelsveen 1995 and 2007, the
proportion of UK employees who were in the tradenrdeclined because union
membership levels did not keep pace with the irsgrea the total number of UK
employees.

I Unstrikingly Swedish

Union members as % of total workforce
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Source: Economist, 6th April 2013
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During the upsurge of the economic crisis tradeomninembership levels
were broadly stable, but divergent trends betwadslip and privates sector are
observed. Between 2012 and 2013 the number of tumien members was
around 6.5 million, only 6 thousand fewer than @12 (a 0.1 per cent fall). The
number of employees has grown, albeit only marbinaheaning that the
membership rate has fallen slightly to 25.6 pet a@i2013 (26 per cent in 2012).
Nevertheless, Private sector memberships increasexdsecond successive year,
while the falling trend in trade union numbers he fpublic sector started in 2009
continued.

In terms of union impact on wages the latest dadecate that every £10,000
earned by a non-union member in the public secioraverage a union member
earned around £1,690 more in 2012 and an additi4@0 in the private sector.
The wage premium was 38 per cent for those age2416ompared with 13 per
cent for those aged 25 to 34. It should be notediever, that these raw estimates
do not adjust for all differences in charactersthietween union members and
non-union members, which will partly account foesk differences in earnings.
By industry, the premium was greater in the ‘headihd social work’ and
‘education’ sectors.

Table 3 — Trade union density and membership letatployees, 2013

Union density (%)
Populati

opg ation Lower bound Upper bound

estimate
All Employees - United Kingdom 25.6 25.0 26.2
Sex
Male 22.9 22.2 23.6
Female 28.3 27.6 29.1
Private Sector 14.4 13.9 14.9
Male, private sector 16.0 15.3 16.7
Female, private sector 12.2 11.6 12.9
Public Sector 55.4 54.3 56.6

38




COUNTRY REPORT-UNITED KINGDOM

Male, public sector 54.6
Female, public sector 55.8
Country

England 241
Wales 354
Scotland 32.0
Northern Ireland 35.4
Regions

North East 30.8
North West 30.0
Yorkshire and the Humber 27.4
East Midlands 26.2
West Midlands 24.4
East of England 21.8
London 20.6
South East 20.3
South West 21.9
Age bands

16 to 24 7.7
2510 34 21.0
35 to 49 29.3
50 plus 32.8
Ethnicity

White 26.1
Mixed 17.1
Asian or Asian British 19.6
Black or Black British 29.3
Chinese or other ethnic group 17.6
Nationality

39

52.7
54.5

23.5

33.0

30.2
32.2

28.4
28.2
25.9
24.5
22.8
20.6
19.0
19.1
20.3

6.8
20.0
28.4
31.8

25.5
13.2
17.5
25.6
14.2

56.5
57.]

24.7

37.9

33.8
38.6

33.3
32.0
29.(
27.9
26.2
23.2

22.4

21.5
23.6

8.7

22.0
30.3
33.9

26.7

21.9
22.0
33.2
21
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UK, British
Other

Country of Birth
UK
Other

Disability
Disabled
Not disabled

Highest qualification

Degree or equivalent

Other higher education

A-level or equivalent

GCSE grades A-C or equivalent
Other qualifications

No qualification

Dependent children

No dependent children
Dependent child under six
Dependent child six or over

Workplace size
Less than 50
50 or more

Occupation

Professional Occupations

Occupations

Managers, Directors And Senior Officials

Associate Professional And Technical

D

NS

Administrative And Secretarial Occupatic

40

26.7
13.1

26.9
17.8

30.0
24.9

32.0
34.5
22.1
20.2
19.4
17.4

25.4
23.7
26.7

16.4
33.8

14.2
44.8

24.4

20.3

26.1
11.7

26.2
16.6

28.5
24.4

30.9
32.9
21.1
19.1
18.0
15.6

24.7
22.1
25.7

15.8
33.0

12.9
43.4

23.0

19.0

27.3
14.6

27.5
19.1

31.5
25.5

33.1
36.2

23.1
21

21.0
19.3

26.]
25.
27.

17.1
34.6

15.7
46.

25.8

21.7
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Skilled Trades Occupations 21.2
Caring, I._eisure And Other Service 6.0
Occupations

Sales And Customer Service Occupations 14.5
Process, Plant And Machine Operatives 27.9
Elementary Occupations 16.5
Industry

Agriculture, forestry and fishing *
Mining and quarrying 20.7
Manufacturing 18.3
Electricity, gas, steam and air conditioning 48.8
supply

Water supply_, sewera_g.e, waste manage 33.0
and remediation activities

Construction 14.2
Wholesale and retail trade; repair of motpr 123
vehicles and motorcycles

Transportation and storage 40.0
Accommodation and food service activities 4.2
Information and communication 11.2
Financial and insurance activities 16.9
Real estate activities 9.4
Prqugsional, scientific and technical 80
activities

Adr.n?r?istrative and support service 116
activities

Public administration and defence; 50.2
compulsory social security

Education 51.7
Human health and social work activities 39.8
Arts, entertainment and recreation 17.7
Other service activities 13.6
Managerial status

41

195

24.5

13.3
25.9
15.3

15.1
16.9

42.1

27.0

12.5

11.3

37.5
3.3

9.4

14.9

6.8

6.7

9.9

47.9

50.0
38.4
15.0

11.0

22.

27.7

91
0 3(¢
17.

27.6
19.8

55.5

39.6

16.0

13.3

42
5.4
13.1
19
12.9

9.6

13.4

52.4

53.4
1.24

20,

16.6

S0t
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Manager
Foreman or supervisor
Not manager or supervisor

Flexible working hours
Flexible working hours
Not flexible working hours

Length of service

Less than 1 year
Between 1 and 2 years
Between 2 and 5 years
Between 5 and 10 years
Between 10 and 20 years
20 years or more

Permanent or temporary status
Permanent
Temporary

Weekly earnings in main job
Less than £250

£250 to £499

£500 to £999

£1000 and above

26.3
34.8
23.7

34.2
38.5

10.9
12.8
17.3
26.6
36.5

51.2

26.4
14.3

14.7
27.7
38.1

20.8

25.3
33.1
23.0

32.5
37.0

10.1
11.6
16.3
25.5
35.3

49.4

25.8
12.8

13.4
26.2
36.2

18.1

27.4
36.1
24.

Ul

w

35.9
40.1

11.9
14.
18.
27
37

53.G

9 o o @

27.0
16.0

16.1
29.2
40.0

1. Membership levels are based on the methodoleggribed in the technical note

2. Based on Standard Industrial Classification 2007
3. Based on Standard Occupational Classificatidi920

4. Confidence intervals are based on the methoglaegcribed in "Sampling variance in
the Trade Union Membership Statistics"

Source: Labour Force Survey, Office for NationaltiStics
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Table 4 — Trade Union presence. Employees, 2013

Trade unions present in workplace (%
Popglatlon Lower bound Upper bound
estimate

All Employees - United Kingdom 44.2 43.5 44.9
Sector
Private Sector 28.7 28.0 29.4
Public Sector 85.4 84.6 86.2
Country
England 42.9 42.1 43.6
Wales 54.6 52.1 57.1
Scotland 50.5 48.4 52.6
Northern Ireland 46.6 43.2 49.9
Regions
North East 51.9 49.2 54.5
North West 48.3 46.5 50.0
Yorkshire and the Humber 48.9 47.1 50.7
East Midlands 45.9 437 48.0
West Midlands 44.3 425 46.0
East of England 39.0 37.2 40.8
London 37.2 35.1 39.3
South East 39.2 374 41.0
South West 41.3 39.1 43.6
Workplace size
Less than 50 26.2 25.4 26.9
50 or more 60.3 59.3 61.2
Industry
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Agriculture, forestry and fishing

Mining and quarrying

Manufacturing

Electricity, gas, steam and air condition
supply

Water supply, sewerage, waste
management and remediation activities

Construction

Wholesale and retail trade; repair of motor

vehicles and motorcycles
Transportation and storage
Accommodation and food service
activities

Information and communication
Financial and insurance activities
Real estate activities

Professional, scientific and technical
activities

Administrative and support service
activities

Public administration and defence;
compulsory social security
Education

Human health and social work activities
Arts, entertainment and recreation

Other service activities

8.8
43.1
36.7

N9 711

58.3
27.0
27.3
60.0
8.9

24.3
39.5
28.7

18.5
23.9

79.5

81.5
61.6
34.5

23.3

4.8
35.4
34.9

64.1

51.5

24.7

26.0

57.5

7.5

21.8
36.7
24.1

16.6

21.6

77.6

80.0
60.1
30.8

20.0

15.5
51.2
38.6

77.2

64.7
29.4
28.7
62.6
10.4

26.9
42.4
33.8

20.5

26.4

81.2

83.0
3.16
38.4
26.9

1. The proportion of employees whose workplaceahasion present

2. Based on Standard Industrial Classification 2007
3. Confidence intervals are based on the methogla@egcribed irSampling variance in

the Trade Union Membership Statistics

Source: Labour Force Survey, Office for NationatiStics
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Table 5 — Collective agreement coverage. Employ2@k3

Employee’s pay affected by collectiveg
agreement (%)
Popglatlon Lower bound Upper bound
estimate
All Employees - United Kingdom 29.5 28.9 30.2
Sex
Male 27.6 26.8 28.5
Female 314 30.6 32.2
Sector
Private Sector 16.6 16.0 17.2
Public Sector 63.8 62.6 64.9
Country
England 27.7 27.0 28.4
Wales 37.8 35.3 40.4
Scotland 37.2 35.2 39.1
Northern Ireland 44.9 41.5 48.3
Regions
North East 33.3 30.0 36.7
North West 32.1 30.2 34.1
Yorkshire and the Humber 30.5 28.5 32.7
East Midlands 30.3 28.2 32.6
West Midlands 29.1 27.5 30.8
East of England 24.6 23.2 26.1
London 23.6 21.7 25.7
South East 25.0 23.6 26.4
South West 27.1 24.9 29.4
Union Membership
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Member
Non-Member

Workplace size
Less than 50
50 or more

Industry

Agriculture, forestry and fishing

Mining and quarrying

Manufacturing

Electricity, gas, steam and air conditioni
supply

Water supply, sewerage, waste
management and remediation activities

Construction

Wholesale and retail trade; repair of mo
vehicles and motorcycles

Transportation and storage

70.2
14.6

16.3
41.4

*

25.5
22.9

N9 573

37.9
15.8
or - 16.3

47.3

Accommodation and food service activities 4.1

Information and communication
Financial and insurance activities
Real estate activities

Professional, scientific and technical
activities

Administrative and support service
activities

Public administration and defence;
compulsory social security
Education

Human health and social work activities
Arts, entertainment and recreation
Other service activities

13.6
24.0
14.3

9.9

13.2

64.5

54.8
40.4
22.6

151

69.1
141

15.7
40.4

19.0
21.2

49.5

31.8

13.9

15.1

44.6
3.2
11.6
21.5
10.8

8.5

11.3

62.2

53.0
38.9
19.3

12.4

71.3
15.2

17.0
42.4

*

33.3
24.7

64.9

44.4

18.1

17.6

50.1
5.2
15.9
26.7
18.7

11.3

154

66.7

56.6
1.94
26.2
18.2

1. The proportion of employees whose pay and camditare agreed in negotiations
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between the employer and a trade union.
2. Based on Standard Industrial Classification 2007

3. Confidence intervals are based on the methoglaegcribed in "Sampling variance
the Trade Union Membership Statistics"

Source: Labour Force Survey, Office for NationaltiStics
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5. Views of young people about trade unions in thgK

There is not much evidence on the issue of youndkevs and trade unions.
In general it remains an underexplored area ofarekedespite the ongoing
popularity of the issue of trade unions ageing affand the simultaneous
emergence of precarious work arrangements for yqueaple. Nevertheless an
earlier (2004) research project by the Scottish Tothd that 63% of employees
under 30 years old believe that trade unions aseslex to protect the working
conditions and wages of employees, compared with di7workers aged 30 and
over. The good news was that only 9% of young pedmd unfavourable
attitudes towards trade unions. In the same sud2%, of young respondents said
that they knew nothing at all about trade uniorns afurther 44% said they didn’t
know much. This is a sign of limited exposure otigg peoples’ to trade unions
and an alarming finding of limited union availatyilfor young workers.

This situation is partly a reflection of what memed constantly in the
interviews with the union officers. Young workeend to be disproportionally
represented in those sectors of the economy thatnat well unionised.
Employers’ hostility to unionism and difficultiesh iunion recognition across
various workplaces make young workers a typicaé adshard-to-organise social
group. At the same time self-sustaining organisimgtegies is a very demanding
project, as trade union organisations are strugdinfind resources, organisers
and opportunities to get access to many workplaces.

Nevertheless, there are some sunny spells in tefmacreasing density
especially in certain public services and especitilbse provided by voluntary
and private organisations (usually people providingct services to the public or
front desk services). For example more membersiited in UNISON in the last
two years are workers in private organizations,levkignificant losses may be
observed in some traditional welfare and healthstat services.

This development implies a shift in the nature afon and it also is a
reflection to on-going outsourcing and fragmentatd public sector services that
set strategic questions to the trade union leagerals an interviewee mentioned
the question is how do you bargain, when thereismach fragmentation? How
do you bargain across that sort of fragmentatioth laow do you bargain even
with larger companies, like ISS, which is perhdps fifth larger employer of the
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world? How do you bargain if the employer does negotiate? Every single
workplace becomes a bargaining space provided ywe members and people
that work for unions.

Not surprisingly and in relation to this other umiofficers interviewed stated
how tough us to ensure universal union availabdityl in general how hard it is
to expand the opportunities of interaction with gguvorkers. Most organisers
work round the clock doing multiple tasks from paggotiation to training and
admin duties. A characteristic response was thaeims of time there is not
enough. | have nine areas to look after and eadhasfe areas you have to do
everything, so our job is to make sure that uniatsgies are sustaining and |
have to go there to see what needs to be doneediinbe.

Nevertheless, the current contradiction (greatep@nsity of young workers
to join unions in some areas, but still lower mershi levels than any other age
or workforce group) means that to some extent thetdd workplace union
availability or the existence of inappropriate ungiructures are to blame for the
low level inclusion of young workers into trade ams. Relevant to this a 31 year
old union officer interviewed considered young wenk as a very different and
hard to organise groupMany left-wing young members are pro-strike, ratlica
and militant. However, even if | hate saying thelghlrhatcher generation thing,
but it is true that there was talk of unionism ahaol, there was no politics at
school, there was nothing of this. | learned akioade unions when | was 21 and
in my first job at the University and | thoughtghs brilliant. Why | haven't |
heard anything about this before?

Those words echoes the interest and perhaps thelpaher traumatic
stress of British trade unions in getting positiwews of young people towards
unions and unionism. According to mainstream vigasng people at work have
more individualistic orientations at work, somethithat in practical terms
implies that union representation has little orappeal to their work reality and
lifestyle. Young people may be more instrumental amore likely to exhibit a
greater individualism and political apathy tharthe past.

According to Waddington and Kerr (2002) there iswide-ranging shift in
young people’s attitudes towards unionism. In ailaimvein previous research
projects carried out by the TUC and some individualons that explored
perceptions of unions amongst non-members did indtdignificant differences
between age groups. Nevertheless, in those sttwigedistinct common reactions
have been highlighted, when the words “trade uniaré mentioned, amongst
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people who are not union members. Many researdicipants simply have no
knowledge and no concept of what a trade uniowrisyhat a trade union does.
The second prominent reaction is one relying otohsal stereotypes and images
of strikes and picket lines and to talk about ArtBaargill and Margaret Thatcher
(Research carried out by Opinion Leader Researchebralf of TUC Wales,
November 2006).

More recently (2011), the TUC and Unions 21 wiskedetter understand
the views of young people with regard to trade nsiand with regard to their
recruitment approaches. The respective researcjecpreought the views of
young people about how union membership could bdenmaore appealing to
them. The study indicated alarming findings regagdiarriers and difficulties of
recruiting young people into trade unions. Theselmacategorised into four main
themes:

— Lack of awareness, visibility and/ or understanding

— Lack of ‘push factors’ - many young people stateak they were happy
with their workplace and did not feel they had coawmeoss any issues which
might lead them to need a union’s support.

— Lack of ‘pull factors’ - young people found it ddbilt to articulate

anything that would attract them to join a uniomidhs were widelyseen as
being impotent to affect change or improve worktogditions.

— Repellent factors - cost of membership is off-pgftior some, particularly
for those young people who find it difficult to peive of any tangible benefits of
joining a union. Some young people find it difficub identify with union
members. Unions being seen as militant, old fagdpnbureaucratic and
aggressive, turns young people off. Furthermorereths a fear of isolation in
being the only person in the workplace who migirt ppunion.

According to the conclusions of this reseatftttere is a need to have an
increase in union education and awareness risingualunions and about what
unions do. Whilst clearly unions cannot artificiall create workplace
dissatisfaction, young people did feel that uniomnght need to highlight potential
‘push’ factors by publicising stories about how gguypeople are unfairly treated
by employers. Union communications need to cleantplain the personal
benefits that members will gain. Spin-off benefitsunion membership were
consistently highlighted by young people as a sirpotential lever towards
joining. Young people also considered it extrememportant for unions to
consider how they might create peer pressure antoymsng people to join a
union’. Other significant findings are the following:
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— Young people in permanent employment tended tce riass workplace
issues or concerns. Many stated that they felt weked after and well-managed.

— Particularly those young people working in the pters sector, found it
difficult to imagine having problems at work th&ey could not constructively
raise with their own line manager or their interd& Department.

The following quotes are indicative of young pesplembrace of precarity
level: “I haven't bothered to ask for a pay rise just besmali know that they’re
struggling so it isn’t really going to happen. Th&r not much point asking for
me, SO | guess you just accept the situation bectssetter than being jobless.”
“When you’re on a temporary contract you've got oyenuch no rights. If you
look at your contract they can do whatever theytvamnd pretty much every job
you get when you’re our age, it's like they’ll pitu on a temporary contract and
they can just sack you whenever they want. So’sheeey little you can do really
in that situatiori.

Finally, according to Carl Roper more than 50% lad tworkers in the UK
have never been in a union. This is important i@ sense that transmission
methods to unionisation are missing in many caSkesy young people do not
have fathers, uncles and other close relativesatigamembers of trade unions that
could make young people more responsive to availablion membership
opportunities.
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6. Analysis of what do trade unions do to help younworkers

British trade unions have either participated inchaisms of social
partnership, or have successfully negotiated cblecagreements on issues
specifically affecting young workers (Simms et. 2012), but not to the same
extent as other countries, such as France, where Hre examples of innovative
bargaining in this area including the motor mantufeer PSA Peugeot Citroen,
the publisher Bayard and the postal service La ePdSbllective bargaining
machinery in Britain focuses on young workers mainlissues of pay (mainly
national minimum wage).

In an opposite vein, weak bargaining structures @strictive labour laws
and perhaps a lack of political optimism force Bhttrade unions to be more
proactive and more strategically oriented to thgaarsing approach than bearing
membership fruits from collective bargaining anukstactivity.

Nevertheless, there are successful examples o tragbns negotiating with
employers the transition of young people into wikutilus and Bectu to name a
few). Trade unions in Britain have started engaguitlp employers around how
young workers move from workplace-based trainingestes into employment,
typically by focusing on ensuring the provision sfable employment after
training (Simmes, et al. 2012).

In a similar vein, BECTU has established a newagmte membership that is
heavily subsidised, and offers young people notiryetork advice on interview
techniques and access to forums to discuss tramsitnto work, while CWU and
Usdaw have also been involved in negotiating touenshigh-quality work
experience schemes with employers, such as Tesperrsarkets (see for
example, the campaigns of Usdaw in negotiatingtadage rates for all workers
in supermarkets, Bakers Union campaigns in fasti$agic.).

Further, special subscription rates are also ugee@xpand youth union
membership. Student union memberships are alsdlisbied in a number of
unions in order to attract more young students rimru organisations and in
general to the union praxis. As an interviewed nndadficer told me this is
necessary becauser many young people there is a feeling that | amoung
person and it is normal to be a precarious worker

52



COUNTRY REPORT-UNITED KINGDOM

Nevertheless defining youth is not an easy task lbat academic scholars
and policy makers or trade union officers. Most lgses use for reasons of
simplicity the traditional Eurostat definition ofepple aged between 16 to 24
years old. According to Hodder (forthcoming) thesesome disagreement about
what constitutes a young worker amongst the acadétarature and the trade
unions themselves. Hodder (2012: 6) also obserkiat yfoung workers ranged
from 26 and under (for Equity and UNISON) to 35 amtter (for the British
Dental Association and the University and Collegedd). He also calculated the
average upper age limit of a young trade uniownidiet 29.7, which, at the time of
writing was higher than the TUC Young Workers Forlimit of 27 but lower
than the ETUC Youth Committee of 35. The TUC YouNgrkers Forum is an
advisory committee to the TUC General Council arekts every two months in
different locations across the UK.

At the latest Young Workers Conference, it was medar that TUC policy
moved to a direction of making TUC more inclusiwe foung workers, while
providing more space for initiative for its affiled member union organisations.
In this context the union from which the delegatea member now determines the
upper age limit for the TUC Young Workers Forum.g@mising Academy of
TUC does not a specific programme for organisingngpworkers, but there are a
lot of connotations and interrelated teaching maltéinat may meet the demands
of a trade union organiser for young workers.

As a TUC interviewed union officer suggestgali have to convince young
people that unions is a agency that can bring albzhé&nge, organising young
workers is any different to organising ordinary \ers, the issues are different,
the tactics may be differenfnother interview mentioned thathen you start
talking about unions to young people you shouldfoxget that you talk to people
that simply know nothing and they have no expeeiesfcwhat you are talking
about. So the best is to start talking about tiseiés they care about and they are
concerned with

In a similar vein UNISON has established Youth Fasuacross regional
branch officers and there are ideas for providimgdpportunity and the necessary
skills to young people to become shop stewardd@mdn small victories that can
boost their confidence in representing. The ideal$® to support young shop
stewards’ activism including greater engagemeirhem with the community and
specific community vulnerable groups, such as ypumigrants and female
workers.
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The TUC has increased the emphasis placed on yeworgers. Quite
substantially important is the fact that Britisade unions usually provide a seat
position for the Secretary or Leader of the Youtbntnittee of the union
organisation in its Executive Board. In March 2004C held the first National
Young Workers month. As an interviewed union offioeentioned the problem is
that the union density level for those 16-24 is@xkly low due to the fact that
many young people of that age work in non-unionisegttors and work
environments. This explains what an interviewedonnofficer said that most
concerns raised by young people to unions wer¢eckla pay issues (or delay of
payment arrears). In parallel to this the uniompuoen wage for young workers
indicated in the latest Labour Force Survey is 2.7%

As an interviewee mentionedany young people actually get on with that
because they consider that it is not worth to dgtlaing. This is a very pragmatic
generation with very pragmatic decisions; it is ckiog to have young people
thinking first is it really worth to address my wqgoroblem? It may get worst if |
do and | am not going to stay long in this jdib that sense perhaps precarity can
not act as the spark that will lit the fire in teyraf social explosion or massive
inclusion of young workers to trade unions and o#ueial or political movement
organisations. As an interviewee suggesheddfight to precarity is asymmetrical,
it is logistical and strategic impossible to orgaeiprecarious workers, because
essentially there are too many of them

TUC launched a number of activities in the last faanths including the first
ever TUC Youth Campaign Award, and the organisatibseveral events around
the country. Typical cases included the GMB’s fiester National Young
Members’ Network, the Equity’s Young Creatives dyesome joint events
between Unite and Young Labour, young worker welksthe Broadcasting
Entertainment Cinematograph and Theatre Union (BEC&nd video and online
campaigning by other unions including the Natiobklion of Journalists and
UNISON (Hodder, forthcoming).

Nevertheless, as a union officer interviewed contettryou get to see more
active young workers into trade union in workplasdsere unions are already
organised In a similar vein another union officer mentiondtht | would
struggle to be enthusiastic about trade union cagnuag and recruitment
activity for young people If you say could you telt any innovative organising
campaigns that are specifically directed to orgamgsyoung workers and in
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workplaces and sectors that not unionized. Thereotsa significantly effort that
is properly resourced on strategic campaigns farngworkers

The TUC also coordinates the ‘Unions into Schopligject, which has been
considered as one way to improve education abadétunionism amongst young
people since it became TUC policy in 2006. The ThES a dedicated website
designed to promote the ‘Unions into Schools’ paogme, developed with the
support of Unionlearn, the National Association $¢hoolmasters Union of
Women Teachers (NASUWT), the National Union of Teas (NUJ), UNISON,
Unite and the Association of Teachers and Lectui&Td.). At the centre of the
programme, the website is ‘designed to help schimolsrporate education about
trade unions into a range of curriculum-linked watka secondary level’ (Unions
into Schools, 2014). The Scottish Trades Union @eswy(STUC) runs a similar
programme and has held events such as the Unitm&amools Song Festival at
which school students were encouraged to write @erform songs relating to
themes of equality and justice.

To summarize, the most common approach in attgctiecruiting and
organising young workers in Britain is related taher establishing semi-
autonomous Youth Forums or organising and implemgntcampaigning
activities. Nevertheless, according to TUC Natio@aganiserthere is not even
one specific campaign targeting at young peoplepitieshe strong interest of
unions’ leadership about the issue, the allocatmnsignificant resources to
strategic organising and to the education of yowwagkers and other vulnerable
social groups

In this context there is still long way to go, axa@ding to Carl Roper at
TUC most young workers still ask for advice and gelutions through three
channels, none of which is related to trade uniéasording to a recent research
by UNIONZ21 in all range of sectors those channetséeking advice and support
were found to be the followvhat happens if you have a problem at wWork

Employer/ Line managers
Parents, Friends, relatives
The Internet (Google)

(“My best friend works in the HR Department so I'dhably speak to her
directly.” “I'd Google it.” London, Private Sector Workers).
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According to the same survey most young people ¥Yallow a more
pragmatic approach and they will not raise a prmoblet work to the union
representative. As an interview supportédtually some young workers either
feel that unionisation may create more problemwaitk or they are not aware of
what unions can do for thenTUC has created and it is working harder to
establish an effective Gateway access to informagioout employee rights and
representation support or campaigning and netwgrkirth other young workers.
In essence, a wide array of workplace concerns gngonnger worker does not
result in stronger engagement with trade unionesgmtatives at the workplace..

The example of Bectu:

Bectu is the trade union representing people wgrkim media and entertainmg
industries such as broadcasting, entertainment,did theatre. With the exception of
BBC, these industries are characterised by a highgotion of small employers.HEs¢
industries are also characterised by project wiakexample working on the product
of a film, or the theatre run of a play. As a rgsohany people work on shaefm
contracts or on a freelance basis.

The structure of these industries presemtsonsiderable risk of potential exploitat
particularly for young people. Experience and psefenal networks are crucia
important for young people entering the creativdustries and internships and w
experience are therefore vital. As a tesmany young people take unpaid roles, wor
long hours sometimes in unsafe conditions, andaneerned that if they complain tH
will damage their career prospects. To help prowididce to young people entering th
roles, Bectu launched the Giare Toolkit website which provides information aghts
to young people related to pay, health and safaty, training. The website also off
advice on getting experience and finding work plaeets. The union also provic
reduced rates of membenghior those who do get jobs. Given the number oélk
enterprises in media and entertainment, and atsglibrtterm project nature of much
the work, this may seem one of the most difficuteas in which to develc
Apprenticeships. However, in resmanto these challenges, Bectu has helped i
development of the Advanced Apprenticeship in Gveatnd Digital Media. Th
recognises that both freelancers and the smali®mpanies found in creative industr
can find it difficult to invest in skills developme In addition, Bectu has been a logng-
term provider of skills training, particularly wieemdividuals may not be able to acc
alternative training because of the size of thaipleyer, or because of the project be
nature of the work.
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7. Discussion and conclusion

Across the world, patterns of unionization diffegrsficantly by age, race,
minority status and gender. In Britain, amongstthidaefined as those 16 to 24
years of age [Trade Union Members Statistical Bull2013]) is around one third
that of older workers or even more. The pictursimsilar elsewhere in the world;
in 2000, for those aged over 25 years in the Un@&mtes and Canada, union
density was three times higher than for those dgef4 and, in Australia, older
workers were twice as likely to be union membergashger workers (Bailey et.
al. 2010: 45). In New Zealand, union density ofsenainder 29 is around half that
of workers over 30 (Haynes, Vowles and Boxall 2003hion membership in
those Anglophone countries appears to peak dunngdividual’'s mid to late 40s
(Blanchflower 2007).

It seems that both youth’s opportunity and proggn& join a union are
lower than that of older workers. Opportunity refato exposure to a union, or
exposure to an unionised workplace. Young peopeless likely, by virtue of
their age and limited experience in the workfortoehave had an opportunity to
join.

Propensity relates to a desire to join, for instatal or other reasons.
Subsequent research has provided strong empinggdost for the opportunity
argument. Supply side factors are key, such agothe that young people hold,
the industries they work in, and the availabilitiy @ union in the workplace
(Blanden and Machin 2003; Bryson et al. 2005: Xdynes, Vowles and Boxall
2005; Payne 1989:125; Waddington and Kerr 2002)yedsas the decline in the
number of large workplaces and in public sector legmpent (Arulampalam and
Booth 2000). To this, we could add union’s ‘nediglcbr indifferent’ approach to
youth and other factors, such as young people’gddrknowledge of what unions
do (Bailey et al. 2010; Price et al. 2010).

Young people’s propensity to unionise has receiwveth research attention
and many trade unions in Britain have establishedith Committees/ Youth
Forums, TUC is organising many events and in génBriaéish unions have
recruited organizers, while UNISON, UNITE and GMBe aalso active in
community level unionism.
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Nevertheless, research examining whether youngl@eopuld join if they
had the opportunity, found higher levels of unmeindnd for union membership
amongst young people than older people. This s dfthe UK, US and Canada
(Bryson et al. 2005: 166), and New Zealand (HayWesyles and Boxall 2005).

Similar findings emerged from an Australian studyw@rkers in non-union
workplaces (Pyman et al. 2009), where younger werkgpressed a much higher
(50%) likelihood of joining if asked, than thoseedg45 and over (30%). In
general, young people therefore are not activelyospd to, but are ignorant of,
unions’ role and this is what said to me by aldl&ainion officers interviewed.

In addition, opportunity and propensity to joinatelate to life-cycle factors,
which cross-sectional studies cannot test. For @kama recent US study using
National Longitudinal Survey of Youth data (Boothat. 2010b: 64) conclude
that if ‘a worker has not been represented by aruby age 40, it is very unlikely
the worker will ever be unionized'.

This supports an earlier assertion by Visser (2dd®) that if unions do not
attract young people early in their working lifegy will struggle to attract them
later, and is consistent with findings by Arulangmaland Booth (2000) that 80
per cent of young men who were not union membel®81, remained non-union
a decade later. In particular, while young work®esy encounter unionization at a
young age, primarily in wholesale and retail trafde various reasons they do not
remain unionised when they transition to permarmanéer based jobs (Booth et
al. 2010a; 2010b).

The implications of both cross-sectional and lamgjital research on union
membership and age are clear. Since both oppoytand propensity to unionise
decline with age (Booth et al. 2010a), unions neefibcus their efforts on youth
recruitment. However, as Budd (2010) argues, the-cgntric membership
approach and policies that favour older workers enakions unattractive to
younger workers.

With these issues in mind, a number of nationabmnmovements have
attempted to create a ‘portable’ or ‘open sourcemf of union membership for
workers, cheaper than full union membership, andingowith them between
transitory jobs (Goodman and Gonzalez 2013). Brittade unions have already
moved in this direction along with ad hoc, but eysatic campaigning and
organizing activity at community and workplace lev@rganising has become the
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dominant approach to renewal taken by British usitrecause of the lack of
other credible strategies for renewal and revaélis’ (Gall, 2009: 2).

Nevertheless, the statistics on youth union menhigeiisdicate that there is
still long way to go, even if there are many suspglls of improvements in youth
union density levels. In 2013, union membershiph@ UK stood at around 6.5
million, with a density level of 25.6 per cent ([Zepnent for Business,
Innovation and Skills, 2014). Only 3.9 per centairkers aged 16-24 were union
members although this figure rose to 19 per centhose aged 25-34 (ibid). The
average age of a trade unionist has been incre&mirgpme time and data from
the 2011 Workplace Employment Relations Surveysitite average age to be 48
(Van Wanrooy et al, 2013: 16).

To summarize, the relationship between trade un@mt young workers in
Britain remains problematic. The efficacy of organg and campaigning
strategies already implemented in Britain, and die&ermination of what other
kinds of union action might be useful to increasmitii membership, requires
further research that unpacks how unionization agel are related. At the same
time the union praxis needs to enlarge the plafjeid in order to capture the new
needs and interest of a more diverse and educatét workforce. This becomes
a much demanding project in the current hostileit@mnism environment that
brings about more austerity, welfare cuts and alganic of precariousness that
younger generation of workers are not better athttheir parents.
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