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FOREWORD BY THE GENERAL SECRETARY 
It is with pleasure that I welcome you to the latest version of the RMT
Women’s Charter. 

This Charter is more than a wish-list of terms and conditions to support
women in the workplace. It is a tool to be used by all members to
acknowledge that women still do suffer discrimination. Even though we have
a variety of laws to defend women, we know that in reality they can have
worse conditions at work and ultimately feel that they are being pushed out
due lack of support, particularly around maternity issues. That is why being
in a union is so important. 

Whilst the charter needed to be updated to keep in line with changes in the
law, it is a point to note that in 2018 we are celebrating the 25th anniversary
of the national RMT Women’s Conference. As a union we need to be taking
a moment to ask ourselves what have we done to progress equality within
our workplaces and within our own ranks?

I am pleased to say that progress has been made within the union. We have
just had for the first time in our history two women on our National Executive
Committee complete their three year terms in office. Regions and Branches
are setting up their own women’s groups to encourage recruitment and
organising. An increasing number of women are holding positions such as
Branch Secretary, Health & Safety Officer, RMT Representative and are
rising through the ranks of the union.

The transport industry is still male-dominated and there is no reason for it to
remain that way. It is our duty to fight the historical prejudices of society and
cultural norms which hold women back. The demands set out in the women’s
charter give us practical ways to fight discrimination and provides a
foundation for true equality in the workplace.

Mick Cash
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EQUALITY OF PAY AND EQUAL TERMS AND
CONDITIONS

Back in 1970 the Equal Pay Act was introduced to end pay inequality
between men and women. That Act is now part of the Equality Act 2010, but
the difference between male and female wages can be huge where
employees are not covered by collective agreements, for example the
revelations around the pay of BBC senior correspondents.

Women should not be paid less than their colleagues 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 a different 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 a different sex.

The legislation 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

Closing the Gender Pay Gap
The factors preventing women from achieving equality in the workplace are
not always as obvious as unequal pay. Discrimination can also be found in
non-contractual issues such as recruitment, training (including
apprenticeships and education), promotion and lack of support and
retention after maternity leave which leads to less women holding positions
higher up, and higher paid, in the company. This is a major contributor to the
gender pay gap.
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There is also the barrier of sexual stereotyping with “men’s jobs” for example
train drivers, being paid more than “women’s jobs” like cleaning and
catering.

Discrimination is unlawful but so often difficult to enforce. Compulsory pay
gap reporting for companies with over 250 employees will show the extent of
the gap but brings no obligations on the employers to explain what they are
going to do to address the problem. It is up to us to get employers to take
remedial action, such as properly supported return to work programmes
after maternity leave and better career progression.

Part-time and Agency Staff
A high proportion of women work part-time and earn much less per hour than
full-time men. This reflects the still limited opportunities to work flexibly or
part-time in well-paid jobs. Employers gain over the confusion around
workers rights for part-time and agency staff both of which have a level of
legal protection. The union continually campaigns against fragmentation and
outsourcing of staff positions and to bring staff back in-house for the
protection that collective bargaining brings.

If you are concerned about how your company treats women, in any respect,
speak to your local rep or lead officer. 
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END LOW PAY
Low pay is a scandal which particularly hits women. This is 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.

RMT is committed to campaigning for fair wages and believes the National
Minimum Wage is far too low.

RMT believes a living wage is the absolute minimum that any worker should
receive and that this will particularly benefit women. However the
government's 'national living wage' is not calculated according to what
employees and their families need to live. RMT believes that a real living
wage, independently-calculated each year based on what employees and
their families need to live, should be used as a basis for negotiation.

In addition, the union seeks to redress wage differentials by submitting pay
claims based on flat rate increases for our members in the lowest paid
positions. This is in conjunction with the normal formula for a percentage pay
increase.

It is the union’s policy that annual pay negotiations should be conducted for
all grades, rather than piecemeal basis as this is a tactic used by some
employers to set one group of workers against another.

INCREASE STAFFING LEVELS – END LONE WORKING
Lone working is an occupational hazard within every industry. There is no
special time for being abused or assaulted – it can happen day or night. 

The first rule in every transport sector must be safety. There are many ways
to reduce the risk of assault and violence at work, such as carrying out risk
assessments, and it is up to us to make management listen to our concerns. 

With the relentless reduction in staff across the sectors, our members have
increasingly found themselves working on their own and in an unacceptably
vulnerable position. This erodes both safety for them and the travelling
public.

The RMT has continually fought against this reduction, particularly regarding
railway stations, demanding that there should be a minimum of two members
of staff at all times during traffic hours, with adequate relief cover for annual
leave, sickness and emergencies. 



Janine 
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SAFE TRANSPORT TO AND FROM WORK
Safe transport to and from our places of work, especially during unsocial
hours, is not just wishful thinking but should be an essential part of our
working experience. RMT works towards this goal, across all sectors and
grades, promoting the very real need for employers to recognise the
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.

10
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DOMESTIC VIOLENCE
It is a sad fact that domestic violence is common and can happen to anyone.
It is difficult to accurately quantify as domestic abuse is a largely hidden
crime and women often do not wish to report it to the police. It is important
to note that figures do not take into account context and impact information,
such as whether the violence caused fear, who the repeat victims were and
who experienced violence in a context of power and control. When these
factors are taken into account the gendered nature of domestic abuse
becomes much more apparent.

The Crime Survey of England and Wales offers the best data available and
have reported that an estimated 4.3 million women have experienced
domestic abuse at some point since the age of 16. On average two women
are killed by their partner or ex-partner every week in England and Wales.

Women often do not wish to share this problem with work colleagues
however it can impact on their employment eg with difficulties in attendance
and sudden absences, or if work is not a safe environment for them. 

In collaboration with Women’s Aid, the RMT has drawn up a model domestic
violence policy. This is part of our package attached to our recommended
terms and conditions which we present to companies with whom we have
negotiating rights. It recommends employers be more aware to the issue, to
hold back on disciplinary action when absences are related to domestic
violence and to make provision regarding safety at work.

The policy is available via the RMT website.

END TO SEXUAL HARASSMENT
Sexual harassment is against the law. No-one should have to endure such
behaviour. 

There are two specific definitions of sexual harassment:

1) Conduct of a sexual nature that has the purpose or effect of
violating a person’s dignity or creating an intimidating, hostile,
degrading, humiliating or offensive environment; and 

2) Less favourable treatment related to sex or gender reassignment
that occurs as a result of a rejection of, or submission to, sexual
conduct.
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Sexual harassment is an element of unacceptable behaviours which come
under the scope of bullying and harassment which disproportionately effect
women. RMT has a model sexual harassment policy which is available on the
RMT website along with guidelines of how to deal with cases of harassment.

If you have been sexually harassed or witnessed this within the workplace,
contact your RMT representative immediately.

ACCESS TO ADEQUATE SANITARY AND TOILET
FACILITIES

For women members in the transport industry who are so often “on the move”
as part of their work, 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 and 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 toilets used by women, the only reference to women’s
needs is that a “suitable means should be provided for the disposal of
sanitary dressings”. Most employers do provide more than the minimum
requirements mainly because of successful lobbying by Union
representatives.

However, for transport workers there remain particular difficulties for women,
and the union demands that:-

• Timetables must include adequate personal needs breaks.
• Provision should be built into timetables for stopovers where there

are suitable facilities even if not necessarily at an existing stop.
• Adequate facilities should be provided where breaks are taken.
• The lack of facilities on routes must be dealt with – perhaps by

arranging for the use of facilities owned by third parties.
Should you have any problems or queries on sanitary or toilet facilities, make
sure your Health & Safety representative raises the issue with management.
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MENOPAUSE SUPPORT
The menopause is an important occupational health issue. The RMT believes
that employers need to recognise that menopausal women may need extra
consideration, as changes during the menopause can affect how a woman
does her work and her relationship with her manager and colleagues.

Menopausal women can experience hot flushes, headaches, tiredness,
sweating, anxiety attacks and an increase in stress levels. High workplace
temperatures, poor ventilation, poor or non-existent rest or toilet facilities, or
a lack of access to cold drinking water at work can make all of these
symptoms worse.

Female staff have reported that their managers do not recognise problems
associated with the menopause and are criticised for related sick leave, their
embarrassment at discussing the menopause and being ridiculed on the
subject.

The RMT states that employers have a responsibility to take into account the
difficulties that women may experience during the menopause, and that
female workers should be able to expect support and assistance during this
time if requested.

An agreed menopause policy should include the following guidance:

• Employers should ensure that all line managers have been trained
to know how the menopause can affect work and what
adjustments may be necessary to support women who are
experiencing the menopause.

• Employers can highlight the menopause so all staff know that the
workplace has a positive attitude to the issue. Guidance on how to
deal with the menopause should be freely available.

• Women should be given information on how they can get support
for issues that arise as a result of the menopause. Some women
will feel uncomfortable going to their line manager, especially if it
is a man, and other options should be available through human
resources, or a welfare officer.

• Sickness absence procedures should not penalise menopause-
related sickness absence.

• Working time arrangements should be flexible enough to ensure
they meet the needs of menopausal women who may require to
leave work suddenly. They may also need more breaks during the
day.

A charter for women :: RMT
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• Risk assessments should consider the specific needs of
menopausal women and ensure that the working arrangements
will not make their symptoms worse. Issues that need considering
include temperature and ventilation. The assessments should also
address welfare issues such as toilet facilities and access to cold
water.

As always, if you have any workplace concerns, please do contact your RMT
representative.

COMFORTABLE AND APPROPRIATE UNIFORM –
WITH MEANINGFUL CONSULTATION

Many companies simply adapt or adopt the male uniform for women. Style,
fit and comfort are sacrificed in the interest of cost-cutting. This means
women’s uniforms can be ill-fitting, unflattering and uncomfortable garments
of unsuitable material. Companies have provided blouses that are see-
through and do not do up properly. Sometimes, even with consultation,
opinions are 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 delay for
maternity wear is often problematic. Consideration of safety issues in relation
to uniforms is another area that is often overlooked – cravats that do not
come off when yanked by a passenger, for example.  Also, women workers
should not be charged more for their uniforms than their male colleagues
because there may be less of them in the workforce.

There are so many different jobs within the transport industry and the
uniforms used should be reflect the needs of the post and the person.

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

PPE: THE RIGHT FIT FOR WOMEN?
Personal Protective Equipment (PPE) is there to protect workers from
potential hazards to their health and safety. However a recent TUC survey on
PPE and women found that only 3 in 10 women were provided with protective
clothing that was specifically designed for women and this became
significantly more difficult during pregnancy. 



There are a number of consequences with the wrong PPE. Ill-fitting,
uncomfortable and inappropriate PPE not only prevents women from doing
their job, but also carries significant health and safety issues. An example is
safety boots, as a typical woman’s foot is both shorter and narrower than a
typical man’s foot, so a smaller boot may be the right length but not the right
width. If she is not wearing the right equipment this will cause her potential
injuries and impact her ability to do her job well.

Equality Law does maintain that employers should treat women no less
equitably than men. But we know that sometimes that’s not the case.

Employers should use suppliers who provide a range of PPE sizes for both
men and women and liaise with health and safety representatives to ensure
a correct range of PPE is provided.

A charter for women :: RMT
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HEALTH AND SAFETY
Traditionally health and safety has concentrated on risk prevention, in visible
dangerous work, largely carried out by men, in sectors like mining and
construction where inadequate risk controls can lead to fatalities. In contrast
to this the approach to women’s “work” has been protective, prohibitive and
based on an assumption that women’s work is safer.

The importance of Gender in Occupational Safety and Health (GOSH) has
been overlooked in the past. Women and men have physical, physiological
and psychological differences that can determine how risks affect them and
that there are different employment experiences of women and men. Women
still tend to work in areas where illness arises from less visible risks, while
men are frequently exposed to more visible and dangerous work which can
also have an impact on their health and safety.

Even in the same workplace, with the same job title, carrying out the same
tasks, women and men can experience different demands, exposures and
effects: 

Accidents - women have lower accident rates.

Upper Limb Disorders (ULD) - women have higher incidences of ULD in
some highly repetitive work carried out by them, particularly where they have
little control over the way they work.

Noise/Hearing Loss - women are less exposed to noisy environment,
though some traditional women’s areas such as textile industry and food
production also see high incidences in women.

Asthma, Allergies and Skin Diseases - women are more at risk due to a
combination of inhalation and contact with cleaning chemicals, or contact
with chemicals in jobs such as catering and hairdressing.

Cancer – women and men have physiological differences and this results in
women suffering from specific cancers related to their reproductive system
including vulval cancer, cervical cancer and uterine cancer. In addition while
a small number of men develop breast cancer the vast majority of incidence
occur in women.  Cancer is a disease covered by the Equality Act 2012 and
the RMT demands that absence due to cancer illness and treatment is not
counted towards any managing for attendance/disciplinary process.
Further guidance on this topic is on the RMT website.

Personal Protective Equipment (PPE) – PPE is rarely designed for women
and they are then forced to wear clothing designed for men.

A charter for women :: RMT
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Reproductive Health – neglected areas include fertility, menstrual disorders
and menopause. There are many hazards to reproductive health of both
sexes and their offspring including chemical, biological, physical and
ergonomic. Reproductive health research has largely focused on ‘protecting’
women when pregnant, usually to their disadvantage including down-
grading and devaluing of work.

Long Hours – Women are more likely to do more unpaid work, or to be in
low-paid jobs where a long-hours culture forces them to work just to earn
enough money to make ends meet.

Harassment and Violence - have differing effects on both sexes. Research
shows that women are at particular risk of physical and psychological
violence. Women also tend to work in lower paid and lower status jobs where
violence is more common. Women entering non-traditional occupations are
particularly at risk of discrimination and sexual harassment.

GOSH is about understanding and then differentiating between the sexes.
RMT are keen that issues around GOSH and the role women could play in
improving safety culture for our members is brought to the fore in our
dealings with employers.

Women make up 47% of UK workforce, however just 27% of trade union
health and safety representatives are women. In the RMT, women make up
15% of our membership yet only 8.5% of our safety reps are women. RMT
will actively encourage and support women who want to become safety reps.
We already know having safety reps in the workplace reduces accident rates
by 50% - imagine how much better that figure could be if there were more
women!

HEALTH, SAFETY AND SUPPORT DURING
PREGNANCY AND FOR NEW MOTHERS

The health and safety of new and expectant mothers at work is protected by
the Management of Health & Safety at Work Regulations 1999.

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.
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We need to ensure that employers comply with their statutory duty to
conduct a risk assessment for all employees including any specific risks to
women of child-bearing age and risks to new and expectant mothers. There
are many hazards to reproductive health of both sexes and their offspring,
including chemical, biological, physical and ergonomic. Some substances in
workplaces can be harmful to the women and the child if passed through
seminal fluid.

The assessment should be communicated either through health and safety
representatives or directly to the employee. If risks are identified, they too
should be communicated, along with proposals to reduce, remove or control
the risks identified.

No woman should carry out tasks if they believe their health and the health
of their baby are at risk.

Work on reproductive health has largely focused on ‘protecting’ women
when pregnant – usually to their disadvantage. Employers’ usual response is
to demote women to more menial duties once they have been informed of a
pregnancy, but we should be clear that a personal risk assessment of an
expectant mother, provided it takes into consideration professional health
advice should be no bar to a woman continuing in their current role for as
long as she wants to. 

Risk assessments should also be reviewed as a pregnancy progresses. If
after review the job posses a risk to the woman or her pregnancy,
adjustments or alternative duties must be considered.  If neither are available
the woman should be suspended on full pay.

Finally, the law states that no woman should be disadvantaged due to
pregnancy related sickness and certainly they should not suffer a reduction
of maternity benefits.

The Health and Safety Executive and ACAS guidance on maternity issues is
on their websites.

BETTER MATERNITY, PATERNITY, PARENTAL AND
CARERS’ PAY AND LEAVE

RMT wants to achieve better than basic legal rights for our members,
whether in respect of maternity, paternity, parental, or carers’ pay and leave.
Do note that all parental and carers’ rights must be the same for same-sex
couples. 

A charter for women :: RMT
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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. It would also be better
if a new parent could take their paternity leave in two separate weeks rather
than being forced to take paternity leave in one block of either one or two
weeks together.

Whilst the introduction of Shared Parental Leave was welcome, it has caused
confusion and without proper funding only a tiny proportion of
fathers/partners are able to take this up. The TUC argues for the model of
funding parental support used in Norway and Sweden which allows both
parents to take up a role in caring for their new baby. 

The provisions of Parental Leave may allow parents 18 weeks of unpaid
leave to look after their children, but who can afford to do this? To make it
more relevant to working parents, the RMT argues for the following changes:

• Parental Leave should be with pay
• The provisions should apply from day one
• The provisions to apply to workers, not just employees
• The minimum leave should be reduced to one day
• Proper enforcement through courts if not supported by employers
• Unavoidable leave taken for emergency parental/carer issues

should be paid
It is also a fact that we have an ageing population which 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 want due to financial
pressures. Statutory minimum levels for maternity pay and leave exist but
there is nothing to stop enhanced contractual agreements being made.

Employers should inform all employees as to what their rights are on
maternity, paternity and family rights and agreements. ACAS provide
employers with guidance on these issues and we need to ensure they
comply and build on these minimum provisions. 
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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 employers being favourable. There is no legal right to work
part-time or flexibly but employers must fully consider such a request if
made.

Working patterns could be altered to allow a better work-life balance for all,
particularly those with caring responsibilities. Flexibility could include the
following:

• Job-sharing: where a job is split between two individuals.
• Compressed hours: where you work more hours each day but

fewer days of the week.
• Agreed reduction in hours worked.
• Working from home; where you can work all or part of the time from

home although not an option for the majority of our members.
If an employer fails to consider the request appropriately there may be a
claim which can be taken to the Employment Tribunal. However it would be
better if it could be agreed from the outset. The union representative’s role is
to work with all women who want to work flexibly, to help them present their
case to the employer and if they do get their changed hours to ensure they
are fully supported and not treated in anyway less favourably by the
employer or co-workers.

CHILDCARE FACILITIES
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 do not open early enough or stay open late
enough for our shift patterns, and private childminders expect to work
“normal” hours. The provision of crèche facilities would be welcome.

The RMT Education Centre at Doncaster has an arrangement to offer
childcare 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.
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With the pressure of compulsory gender pay reporting, and franchise bids
factoring in female recruitment and retention, employers are increasingly
keen to bring back their employees who have taken maternity leave. The
RMT supports their members requests for flexible working and will raise the
issue of childcare with employers.

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

Branch and Region: The more women that get involved, the more the union
can properly voice your concerns and campaigns on what matters to you.
The RMT is always looking for ways to increase participation of our women
members and provide arenas for discussion and we are keen to establish
branch and regional women’s groups. Regional Councils can have a
Women’s Officer/Steward position, and Branches can have a Women’s
Officer. Find out from your Branch Secretary what is going on in your area.

National Conference: Our annual national women’s conference is open to
all women within the union and is a great way to meet others employed in
different sectors across the country and all transport sectors we represent.
Resolutions on matters relating to women can go straight to the Annual
General Meeting which is the Union’s policy making body and also to the
National Executive Committee.

Education: A two day women’s empowerment within the union course is run
at the Doncaster Education Centre and this can also be run anywhere in the
country if requested. We encourage women to take up key positions within
the union, including Branch Secretary and Health & Safety Representative,
and full training is provided.

National Advisory Committee: The National Women’s Advisory Committee
is made up of ordinary women members elected on a regional basis. The
purpose of the Committee is to advise the National Executive Committee on
matters relating to women. The Committee meets three times a year. Check
with your Branch Secretary to see if there are any vacancies in your region.

Materials: Posters, badges, stickers and leaflets are available to recruit
women members and to support various campaigns that effect them within
the industry.  Make sure your work colleagues know that the RMT is there to
support equality within the workplace.
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For more information contact;
Jessica Webb

Equal Opportunities Officer 
Tel: 020 7529 8821
Email: j.webb@rmt.org.uk

Dover shipping women’s group

National Union of Rail, Maritime & Transport Workers,
Unity House, 39 Chalton Street, London NW1 1JD.



Members Helpline

Freephone 0800 376 3706
www.rmt.org.uk


