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Foreword

RMT is about you! The Union is stronger when ordinary members are
empowered to deal with issues directly affecting them. I want all
members to feel they can make a difference and influence what the 
Union does. 

This booklet and the RMT Women's Charter, is a prime example of this. The Charter is a
direct result of a Special Women's Conference, held purely to determine what ordinary
women members wanted. We listened and are prepared to act. The Charter is not an
exhaustive list but clearly demonstrates the priorities of our women members. I am sure that
some of the issues identified, strike a cord with you. 

The Charter will provide a focus for our campaigning with the various employers. The aim
of this booklet is to flesh out the different points in the Charter and provide a basic toolkit for
reps and women activists - demonstrating that there is substance to each point. Importantly,
it highlights some of the questions that need to be asked in individual workplaces. 

So why not get involved and make a difference? 
Remember, we are stronger when we work together.

General Secretary 
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Since 1970, the Equal Pay Act has
existed to end inequalities of pay
between men and women. The fact
that women still earn, on average,
only two thirds of male earnings,
means there's still plenty of work
to be done! 

Women should not be paid less than their
colleagues on the basis of their gender, if the
work is the same or of equal value in terms
of the demands of the job. 'Demands' means
the skill, knowledge, mental and physical
effort and responsibilities that the job
requires. The comparator colleagues must be
of the other sex. An equal pay claim for 'like
work' can also be submitted where someone
is doing work that is broadly similar to that
of a colleague of the opposite sex. 

The Code of Practice on Equal Pay clearly
states that the Equal Pay Act covers all
aspects of pay and benefits including:- 
¥ Basic pay 
¥ Non-discretionary bonuses 
¥ Overtime rates and allowances
¥ Performance related benefits 
¥ Severance and redundancy pay
¥ Access to pension schemes 
¥ Benefits under pension schemes
¥ Hours of work
¥ Company cars
¥ Sick pay
¥ Fringe benefits such as travel allowances.
The factors preventing women from
achieving equality in the workplace are not

always as obvious as unequal pay. The Sex
Discrimination Act (1975) attempts to
address indirect forms of discrimination, as
well as victimisation. It complements the
Equal Pay Act, by covering non-contractual
issues such as recruitment, training,
promotion, dismissal and the allocation 
of benefits, such as flexible working
arrangements or access to a workplace
nursery. 

Have you asked your company to carry
out an Equal Pay Audit? If you do not
believe your company treats women equally,
especially in terms of pay or benefits, speak
to your local rep or Regional Organiser. 

Whilst the law is essential, it is often
difficult to enforce and legal action usually
takes a long time. It's up to us to make sure
employers comply with the law. 

But in the end, it is union action that 
gets results! 

EQUALITY AT WORK -
EQUAL PAY, EQUAL
TERMS AND CONDITIONS
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INCREASE
STAFFING
LEVELS - END
LONE WORKING 

RMT'S POSITION
REGARDING THE
NATIONAL
MINIMUM WAGE
IS QUITE CLEAR -
IT IS NOT HIGH
ENOUGH!
RMT is committed to campaigning for fair
wages and the National Minimum Wage to
be set at two-thirds male median earnings.
In addition, the Union is attempting to
redress low pay by submitting pay claims
based on flat rate increases for our
members in low paid positions. This is in
conjunction with the normal formula for a
percentage pay increase. 

It has been policy for a few years that
annual pay negotiations should be
conducted for all grades, rather than on a
piecemeal basis. This is a tactic used by
some employers to set one group of
workers against another.

Lone working is an occupational hazard
within the Rail Industry. There is no special
time for being abused or assaulted - it can
happen day or night. The prime concern of
management appears to be revenue with very
little care for the workforce. And yet, where
would a company be without its workforce?
The first rule of the Railway must be Safety.
There are many ways to combat these
problems and it is up to us to make
Management listen to our concerns. 

Many of our women members are lone
workers, and women are particularly
vulnerable to attack. The number of assaults
on railway staff has increased sharply over
the past few years. Statistics produced by the
Railway Safety Standards Board showed in
February 2005 that women are more likely to
be subjected to non-physical assaults (63%)
than men (44%). We do not know if these
statistics are replicated in the bus or ferry
industries, as they have no equivalent of the
Railway Safety Standards Board. 

RMT is committed to end lone working on
stations. However, risk assessments are
essential in determining the level of risk and
how it can be best addressed, whatever sector
of the transport industry members are
employed in. Questions need to be asked
about why there is a difference between the
experience of men and women in relation to
non-physical assaults. If you have particular
concerns on this issue, speak to your local
health and safety rep.

For full details of RMTÕs policy on Workplace
Violence, visit our website on www.rmt.org.uk

END LOW PAY
Low pay is a scandal which particularly hits
women, because, as victims of direct and
indirect discrimination, they are often
disproportionately represented in the type of
jobs which attract low pay: i.e. temporary,
part-time, and casual work. 

Of the 1.5 million who benefited from the
introduction of the National Minimum Wage,
over 2/3 were women and over 2/3 of these
women worked part-time.
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SAFE
TRANSPORT
TO AND
FROM
WORK
Safe travel to and from our places of
work, especially during unsocial hours, is
not just wishful thinking but something
all our members should enjoy. We will
work towards achieving this goal, across
all sectors and grades, promoting the
very real need for employers to recognise
that vulnerable members of staff are
often at risk, whether travelling during
unsociable hours or, in certain
circumstances, whilst moving around
company premises.

Again, this is a health and safety issue
where we need to highlight the problems
and put forward solutions. Does your
employer provide safe transport if you are
rostered to work late/early shifts? Do you
rely on your own transport for getting to
and from work? Are there safe and secure
parking facilities? Does your company
provide taxi services or facilitate car share
programmes sponsored and administered
by the companies we work for. 

Risk assessments are a vital tool in
providing evidence to secure better
provision. Have these been carried out
recently? If not, talk to your Health &
Safety Representative!

Sexual harassment is no joke - no one
should have to endure such behaviour.
Whilst many companies have fairly good
policies and procedures, problems arise
because they are not implemented properly.
Find out about your company policy 
and procedure. 

Is t
Do 

pol
web
gui
har

ACCESS TO AD
SANITARY AND
FACILITIES

END TO SEXUAL HA

For women members Ôon the
move' provision of facilities
by their employer can be
problematic. 

Access to sanitary and toilet facilities are
regulated under the Workplace (Health,
Safety & Welfare) Regulations 1992. The
Regulations apply to most workplaces but
they do not apply to means of transport
such as lorries, buses, ships, trains and
offshore sites. Despite this, it is important to
remember that employers have a general
duty under the Health & Safety at Work Act
to ensure, so far as is reasonably
practicable, the health, safety and welfare of
all their employees. 

Where workplaces are covered by statute,
the facilities stipulated are minimal. In
relation to 'water closets' used by women,
the only reference to women's needs is that
a 'suitable means should be provided for the
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Is the policy reviewed on a regular basis? 
Do you think it can be more effective? 

A model bullying and harassment 
policy and procedures is available on our
website, www.rmt.org.ukalong with
guidelines of how to deal with cases of
harassment.

O ADEQUATE
AND TOILET

S

COMFORTABLE
AND
APPROPRIATE
UNIFORM - WITH
MEANINGFUL
CONSULTATION
Many companies simply adapt or
adopt the male uniform for women.
Style, fit and comfort are sacrificed.
This means we end up with ill-fitting,
unflattering and uncomfortable
garments of unsuitable material. 

In the interests of cost-cutting,
even if staff are consulted as to
uniform issues, opinions are 
often ignored. 

What do you think is appropriate
for your company? Are there any
specific issues that need to be
addressed? For example, the design, fit
and wait for maternity wear is often
problematic. Consideration of safety
issues in relation to uniforms is
another area that is often not
considered - cravats that do not come
off when yanked by an angry
passenger for example. 

We do so many different jobs
within the transport industry, but the
attitude seems to be that one issue fits
and suits all - this is obviously not 
the case. 

Women should participate in the
consultation process with companies
and where uniform committees 
exist, women should be part of the
union side.

AL HARASSMENT

disposal of sanitary dressings'. Most
employers do provide more than the
minimum requirements mainly because of
successful lobbying by Union
representatives. 

We have asked all companies to review
their facilities. The involvement of ordinary
RMT women members is crucial in any such
review. Some questions that could be
addressed are:- 
¥ How should the lack of facilities be dealt

with on a bus route, or any one else on
the move?

¥ Should the employer arrange for facilities
owned by third parties to be used?

¥ Should provision be built into timetables
for a 'stopover' where there is a suitable
facility that is not necessarily an
authorised bus stop?

¥ Are there adequate personal needs
breaks?

Hopefully, members in the grades affected
can provide some of the answers to 
such questions, so that your health and
safety rep can raise the issue with
management.
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We approach middle age looking forward
to some carefree years, perhaps being able to
do a job where we now feel more confident,
experienced and hopefully valued by our
employer. 

Then along comes a slap in the face from
Mother Nature - THE MENOPAUSE!

Women who have already experienced this
will agree it is no easy ride. It not only affects
the woman, but her partner, family, friends
and employers. Symptoms can be debilitating.
They can include, ranging from moderate to
severe: hot flushes, palpitations, mood swings,
memory loss, lack of concentration, disruption
of sleep patterns, sadness, depression, loss of
libido. That's without mentioning
osteoporosis, hair loss, weight gain, irregular
heavier and more painful periods. Fortunately,
this stage in a woman's life does not go on
forever. 

It would be in employers' best interests to
recognise this major disruption to a woman's
life, and give support to those who need it. In
return they would reap greater productivity
from this experienced section of the
workforce.

A study produced by the TUC in 2003

(Working Through the Change) showed that:- 
¥ only one in five employers provide

information about the menopause; 
¥ 45 per cent said their managers did not

recognize problems associated with the
menopause; 

¥ only two per cent of those questioned said
the health and safety policy where they
worked covered menopause related issues.

Since the report was published, very little
appears to have happened, so where do we
start? Some questions that need to be
addressed include:- 
¥ Do sickness absence policies penalise

absences relating to the menopause? 
¥ Do risk assessments in your workplace

include recognition of the needs of women
experiencing the menopause? 

¥ Is your Health & Safety Rep aware of this
issue? 

¥ Have all policies and procedures been
reviewed, to ensure that there is no
discrimination against women
experiencing the menopause? 

¥ Have efforts been made to negotiate a
menopause policy? (Guidelines can be
obtained from Head Office).

MENOPAUSE
SUPPORT
Being a woman is not always easy. Having gone through the problems
that puberty brings, the trials of becoming a woman start: the trauma of
childbirth, bringing up a family, having to balance family life with being a
breadwinner (with or without a partner), running a home, multi-tasking.
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The Management of Health & Safety at Work Regulations 1999 include
regulations to protect the health & safety of new and expectant mothers who

work. Under the 1975 Sex Discrimination Act, an employer who fails to protect
the health and safety of a pregnant worker is automatically guilty of sex

discrimination. Employers have a
statutory duty to ensure, so far as
is reasonably practicable, the
health, safety and welfare of all
employees. 

We need to ensure that
employers comply with their
statutory duty to conduct a risk

assessment for all employees. This
must include any specific risks to

women of child-bearing age and risks to
new and expectant mothers. The assessment

should be communicated either through
health & safety reps or direct. If

risks are identified, they too
should be communicated,

along with proposals to
reduce, remove or control
the risks identified. 

We need to ensure our
health & safety reps are

aware of the
regulations
covering
new and
expectant
mothers. The

Health & Safety
Executives' good practice guide [A Guide for New and Expectant Mothers Who
Work] can be accessed at www.hse.gov.uk.  

Finally, we believe that no woman should be disadvantaged because they are
pregnant in relation to sickness during pregnancy and certainly they should not
suffer a reduction of maternity benefits.

HEALTH,
SAFETY 
AND
SUPPORT
DURING
PREGNANCY

www.rmt.org.uk RMTwomenÕs charter
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RMT wants to achieve better than
basic legal rights for our
members, whether in respect of
maternity, paternity, parental,
carers' pay and leave. In respect
of maternity pay, the ideal would
be to achieve maternity pay equal
to full contractual pay, and for it
to be paid for up to 52 weeks. 

With regard to paternity leave, some
companies have agreed payment higher
than the statutory rate, but we would
want all employers to do this and grant
more than two weeks paternity leave
with pay. 

We are also seeking changes that will
make the right for Parental Leave more
relevant to the needs of working parents,
not least the introduction of paid parental
leave. We are actively campaigning for
the following changes to the statutory
Parental Leave scheme:- 
¥ Parental leave should be with pay
¥ The provisions to apply from day one

of employment
¥ The provisions to apply to workers, not

just employees
¥ The minimum leave should be reduced

to one day
¥ The leave entitlement should last until

the child's 16th birthday

¥ Failure to comply with the Regulations
should result in Employment Tribunals
being empowered to award meaningful
penalties against employers who fail to
comply. 

There is nothing to stop these points
being raised with your company. 

An ageing population means that
many more of us will become carers.
Trying to juggle work with the
responsibility of caring for a parent or
partner for example, can be a nightmare.
Some more enlightened companies are
beginning to recognise this. Does yours?

The key to whether women take
advantage of their legal or contractual
entitlements is very often the level of
pay, especially in relation to maternity
leave. Many women return to work
earlier than they need because of
financial pressures. Statutory minimum
levels for maternity pay and leave exist,
but there is nothing to stop enhanced
contractual agreements being made. We
aim to include details of all such
agreements on RMT's Pay and Conditions
Database on the Union's website on
www.rmt.org.uk. 

Employers too, should be asked to
provide guidance booklets setting out
maternity, paternity and family rights
and agreements. We are also to publish a
guide regarding maternity, parental leave
statutory rights and best practice.

BETTER MATERNITY,
PATERNITY, PARENTAL AND
CARERS' PAY AND LEAVE
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THE RIGHT
TO FLEXIBLE,
PART-TIME
AND
FAMILY-
FRIENDLY
WORKING
HOURS
With more women entering or returning
to employment, it is essential that
flexibility becomes accepted, not only by
employers but by colleagues as well.
Legislation is in place to provide a
foundation upon which to build but is
dependant on 'good' employers being
favourable. There is no legal right 
to work part-time but employers 
must fully consider such a request if
made under the Right to Request
Flexible Working.

Working patterns could be altered to allow
a better work-life balance for all, not just
those with child care responsibilities.
Flexibility could include the following:- 
¥ Part-time working: anything below the

standard working week;
¥ Flexi-time: where you can vary your hours

but have a fixed core time and can take
banked hours as flexi leave;

¥ Job-sharing: where a job is split between
two individuals;

¥ Term-time working: allows you to be in a
permanent full or part-time job while
taking unpaid leave during agreed school
holidays. Your pay may be averaged out
over the year;

¥ School hours working: where you work
during school hours only;

¥ Compressed hours: where you work more
hours each day, but fewer days of the
week;

¥ V-time (voluntary reduction in hours): this
allows you to reduce your time at work by
an agreed period. However, it would also
result in a reduction in pay;

¥ Working from home: where you can work
from home all or part of the week - not an
option for the majority of our members. 

The Government publicises the benefits and
provides many examples of companies who
have fully embraced flexibility, but seems
unwilling to legislate effectively. RMT is
therefore campaigning to beef up the
Regulations on the Right to Request Flexible
Working. The main changes sought are:- 
¥ increase the age limit for dependent

children to 16 years of age
¥ agency workers to be given the same rights
¥ provision for the employee to seek a

review of the arrangements
¥ extension of Tribunal application grounds

to cover an employer's unreasonable
decision not to grant flexible working

¥ where employers cannot demonstrate a
good reason why flexible working has
been declined, Tribunals uphold the
complaint

¥ Tribunals be empowered to impose flexible
working where it is deemed the employer
has unreasonably refused the request.
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Being a parent and working in the
transport industry is a major

problem, due to long hours and
unsociable shift patterns. Workplace
nursery provision and affordable
childcare should be regarded as essential.
It is difficult to get ordinary nursery
places when you are working in the
transport industry. Nurseries don't open
early enough or stay open late enough
for our shift patterns, and private child-

minders expect to work
"normal" hours. The provision
of cr•che facilities would be
welcome, but is not the 
sole answer. 

The RMT Education Centre at
Doncaster will offer on-site cr•che
facilities for those attending our courses.
If we can do it, why can't employers? It is
a scandal that such facilities are virtually
non-existent in the transport sector. 

Whilst the union is raising the issue
with all companies, we are aware of the
need to discuss and determine exactly
what our members require - that's where
you come in!

Getting involved
This is your union and RMT needs to
ensure your voice is heard Ð what better
way than by meeting with other women 
to share your experiences and common
problems. 

The more women that get involved, the
more the union can properly voice your
concerns and campaign on what matters 
to you.

A National WomenÕs Advisory
Committee already exists and is made up of
ordinary women members, elected on a
regional basis. The purpose of the
Committee is to advise the Council of
Executives on matters relating to women.
The Committee meets three times a year.
Check with your branch secretary to see if
there are any vacancies for your region.

Not every woman in the union can be on
the national committee and that is why an
annual womenÕs conference is held. This
has always been a popular event, giving
women the opportunity to meet others
employed in different areas of the country
and all the transport sectors we are
involved in. 

RMT is always looking for ways to
increase participation and provide arenas
for discussion - that is why we are actively
trying to establish regional and branch
level advisory committees. Find out from
your branch secretary what is going on in
your area. 

For more details contact Pat Wilkinson
at Unity House 020 7529 8821 or
p.wilkinson@rmt.org.uk

CHILDCARE
FACILITIES



14

RMTwomenÕs charter   www.rmt.org.uk



15

www.rmt.org.uk RMTwomenÕs charter

Members of the RMT Womens Conference with Bob Crow



National Union of Rail, Maritime & Transport Workers, Unity House, 39 Chalton Street, London NW1 1JD 
Tel: 020 7387 4771  Fax: 020 7529 8808  e-mail bdenny@rmt.org.uk

RMT helpline 
0800 376 3706

Open six days a week
Monday to Friday

8am to 6pm
Saturday

9.30am to 4pm

Legal helpline 
0800 587 7516
seven days a week

e-mail 
p.wilkinson@rmt.org.uk


