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Our research affirms the arguments that foodbanks must not become a societal ‘norm’ 
or be viewed as an extension of the welfare state. Indeed, no one in paid work on a 
wage deemed by their Government to be a ‘living wage’ should be poor or need to use 
foodbanks. Rather, they should be provided with decent, stable and secure employment.  

Urgent action must be placed onto policy agendas as tackling IWP requires rethinking 
our approach.  For example, current measures of IWP include single earner households of 
people in low-paid work, yet our research demonstrates that there are people working in 
more than one job in IWP and/or in families where more than one person is working and 
struggling to survive. 

Essentially this means that there is a significant element of the workforce that is being 
missed from the official statistics because they do not meet the current strict definition of 
in-work poverty. 

3.  Precarious work and the need for basic worker rights 
We recommend guarantees for the provision of more secure jobs with decent working 
hours and a real living wage. Indeed, with the proliferation of different types of non-
standard contracts, employment protection and policies need to be updated to face 
the changes that work and the wider labour market are undergoing.  We suggest 
that government policies are introduced to include employment rights that aim to 
reduce insecure work including regulation to avoid the abuse of dubious contractual 
arrangements depriving workers of their employment rights.

4.  Zero Hours Contracts as a challenge and set back to the low paid  
Zero hours contracts and highly variable short-hours contracts are also linked to the rise 
of precarious work.  Our study found that there was no transparency over the allocation 
of hours and workers felt pressurised into taking shifts for fear of not being offered any 
more work.  There are serious issues of job instability with these contracts, as workers have 
unpredictable hours and, therefore, wages.  We affirm the necessity for the regulation of, or 
indeed the eradication of, ZHCs.  
Those employers who do use zero hours contracts, short-hours contracts and agency work 
need to justify this use to staff and trade unions where they are recognised.  

Currently, there are merely government ‘guidelines’ in place rather than clear regulation 
or legislation.  Furthermore, these guidelines have not been updated since 2015 –the 
world of work is changing very quickly - and these ‘guidelines’ need to be reviewed with 
some urgency and regulated.  Within the regulations we recommend that it is stated that 
employers who regularly and/or extensively use ZHCs across their organisation, should 
declare how and why these contracts are used in their annual reports.

5.  Dignity and fair treatment at work: the importance of good ethical 
management and worker participation 

We recommend that employers and managers re-evaluate/re-design working time 
schedules and arrangements so that there are fewer unsocial working hours, particularly 
around early mornings and late evenings.  We would recommend rules and regulation on 
the implementation of pay premiums for those working non-standard hours.  We also 

recommend that payments are guaranteed, in particular when shifts are allocated to an 
employee by a manager/employer, and mutually agreed by both, but then cancelled at short 
notice by the manager/employer. There also needs to be a minimum period from when 
managers can change hours, with set practices in place that are made available to all staff.   
Legislation is needed to guarantee workers the right to a minimum number of hours of 
work with clear terms and conditions.  

6.  Dignity and fair treatment at work: the importance of good ethical 
management and worker participation  

We would recommend a focus on employment policies and practices to ensure these are 
equitable and fair across an entire organisation, including the low-paid, low-skilled, lower 
hours sections of a workforce. Employers need to invest in genuinely well-paid, flexible 
work at all levels of an organisation, as well as having options for all workers to have an 
opportunity for promotion or to train and develop skills.  We would also recommend that 
employers and trade unions (where they are recognised) have audits on organisational 
policies and practices to ensure that rights at work are being extended equitably to all.  
Legal frameworks should also be updated to ensure that precarious workers benefit from 
the same protection as all other workers.

We also urge employers and trade unions to ensure that staff are aware of basic HR and 
employment matters and rights, such as, sickness, training, work-life balance, holiday and 
pensions policies.  Employers should also encourage and develop proactive employee voice 
initiatives in their workplaces.  There is also a clear role for Government to take active steps 
to strengthen workplace and economy-wide mechanisms for worker voice.  This could 
include restoring ACAS’ duty to promote collective bargaining and introducing new sectoral 
bodies that bring together unions and business to negotiate pay, progression, training and 
conditions.   This could also include introducing, improving or extending collective bargaining 
mechanisms so that these workers can effectively bargain with one or multiple employers. 
Finally, we strongly recommend that TUPE regulations are strengthened, and also enforced 
and monitored more effectively when organisations engage in outsourcing work.  Included 
in this must also be ‘time’ protection so that terms and conditions of employment cannot 
be undermined.  

7.  The complexities and challenges of work-life balance: making sure we  
are fit for work and fit for society  

We recommend that employers, managers and trade unions make ALL staff aware of 
organisational work-life balance policies and practices.  Furthermore, managers at all levels 
need to be fully trained and informed of organisational WLB agreements and procedures.  

Employers and managers need to offer genuinely flexible working time arrangements and 
schedules to facilitate and support the work-life balance requirements of ALL workers.  HR 
policies and practices should be developed to support employees who need more control 
over working time.  Moreover, we suggest that current regulations that offering workers 
the right to work flexibly in order to accommodate work with their familial and domestic 
responsibilities and commitments are reviewed and enforced. 



I’m exhausted.  I get up at 4:30 in the morning. I leave the house at 5:10 for 
a 6am start and 10am finish. Then I come here [to my second job] at 11am 
and I’ve got all day here.  I finish at 4pm here, get across the water and 
go to my son’s and get a sandwich or something and then go to my next 
job.  That one is five nights a week and it’s a very hard job. The evening job 
is really hard. I get really tired when it’s about 8pm.  It’s about midnight 
when I get to bed. But if I didn’t do these jobs I wouldn’t be able to live. I 
wouldn’t be able to survive.

(Anna, 4 jobs, 2x cleaning, 1x catering, shop worker)

This single quote of Anna’s typical working week is a very accurate summary of what is 
outlined in our full report, which focuses on low-paid workers in multiple employment.  
This is the first study of such workers in the UK and the report presents the findings of 
50 in-depth interviews with workers in more than one low paid job in the North East of 
England and Yorkshire regions. We found workers with 2, 3, 4, 5, 6 and even 7 different 
jobs who are all struggling to make ends meet due to low-pay and limited working 
hours.  They were typically employed in cleaning, catering, the care sector, security, social 
services, education, retail, public services, administration and IT services.  These workers are 
employed on a combination of full-time, part-time, agency, temporary, seasonal, casual 
and zero hours contracts.  We refer to such workers as ‘The Forgotten Workers’, for we 
found that people who do legitimately work in more than one low-paid job are largely 
absent from academic and policy coverage. We therefore suggest that the ‘voices’ and 
experiences of people living in this situation are currently lacking and argue that, only by 
listening to first-hand accounts of people living and working in more than one low-paid 
job, can we enable their experiences to be more deeply understood. Therefore a statistical 
survey was not considered useful.  Our research focused on the voices of the forgotten 
workers and critically examined their experiences and work-life challenges in-depth. We 
believe that without hearing these voices, their issues cannot be fully understood or acted 
upon.

In this report we present 6 key findings –
1.  Low-pay and in-work poverty – all of the workers we spoke to have challenges 

around limited finances.  Indeed, some were experiencing in-work poverty and had 
to use foodbanks.  Whilst the government has introduced the National Living Wage 
(NLW), each April when the NLW is increased, many workers had their hours cut by 
employers - so actually ended up worse off. 

2.  Precarious work – our research reveals rising job insecurity and precarity in the age 
of austerity.  Pressures to deliver ‘more with less’ resulted in work intensification, 
reorganising work and outsourcing with cuts to terms and conditions of 
employment. 

3.  Zero hours contracts – those employed on zero hours contracts and part-time 
variable hours contracts could work from 0 to 60 hours/week, but feared turning 
down shifts in case managers offered no more work.  These workers have to indicate 
their availability for work, but may not actually be offered any work by employers.  
We, therefore, argue that this constitutes unremunerated labour time. 

4.  Working time arrangements and underemployment – the employees we 
interviewed worked complex, segmented and elongated shifts that invariably 
cover unsocial hours. We argue this constitutes work extensification, even more 
so with some working up to 4, 5, 6 or even 7 different jobs.  Many workers were 
also experiencing a combination of time-related, income-related and skills-related 
underemployment.  

5.  Indignity and unfair treatment at work – these workers had little job autonomy 
and employee voice, with few, if any, opportunities for progression, training and 
development. .  

6.  The complexities and challenges of work-life balance – our study reveals the 
difficulties and frustrations of attempting to reconcile multiple low-paid work with 
family life.  Many workers were excluded from organisational policies and there were 
also inconsistent, and often poor, managerial practices around work-life balance.

Background to the study

Emerging interest in low pay: being clear about the problem
There is growing academic, social policy and political interest in issues around low-pay 
with approximately 5.5 million UK workers paid below the Living Wage Foundation’s 
‘Real Living Wage’ (RLW), which is currently £8.75/hour (£10.20/hour in London).  Wills 
and Linneker (2013) argue that this independently-calculated ‘real’ Living Wage is set at a 
level at which people can afford to ‘live’, as it is based on the minimum income standard 
being an acceptable minimum standard of living.  They argue that it is more effective 
than the more market-led government statutory minimum wage (currently £7.38 for 
those aged 21 - 24) and this argument would now include the more recent government 
statutory national living wage (currently £7.83 for those aged over 25) introduced in 
2016. Indeed, with all of these similar titles for a living wage, yet differing levels of a 
‘minimum’ or ‘living’ wage, it is hardly surprising that many are confused as to what the 
‘living wage’ actually is and what they should be paid/paying. 

The nature of jobs and low pay: any job won’t do  

This is all set against a background of high levels of income inequality, increasing 
competitive pressures with a ‘flexible’ deregulated labour market and an historical context 
of trade union decline and influence.  Together with this, the UK labour market has 
experienced a proliferation of insecure - or precarious forms of work - including part-time, 
temporary, casual and zero hours contracts.  Yet, successive governments have persistently 
viewed any form of employment as the best route out of low-pay and/or poverty, with 
the aim of ‘making work pay’ but there remain crucial issues over wages, working hours, 
underemployment and poverty. Furthermore recent research has shed light on the

financial constraints of working time ‘underemployment’ demonstrating how around 3 
million workers would like to work more hours than they are currently employed to do. 
Others identify the ‘low-pay, no-pay’ cycle of job insecurity and recurrent in-work poverty 
(IWP); how low-paid work is typically inflexible, insecure and offers limited progression and 
how temporary contracted work increases anxiety and reduces morale. 

Why we need to listen: the low paid as citizens 
The research highlighted in our full report provides evidence to support these findings by 
others.  Indeed, it also contributes further evidence, as we not only consider individuals 
in one low-paid job, but in multiple low-paid jobs. As these workers are ‘forgotten’, 
our main concern was to hear the voices of these workers and learn about their 
experiences.   We conducted in-depth interviews to obtain rich, detailed information to 
fully understand their experiences.

Recommendations and Proposed Actions

The changing world of work has thrown up a range of challenges and these Forgotten 
Workers’ voices can no longer be ignored.  The people we spoke to were not in these 
positions out of choice, the majority are in that position because they have no other 
option.  We therefore propose 7 recommendations and proposed actions to look at the 
issue in broader and social policy terms as follows.  

1.  Low-pay and the adoption of the living wage
We believe that our research affirms the necessity for the adoption of the Real 
Living Wage (RLW).  Furthermore, that government adopts an alternative measuring 
technique when considering the level of a ‘living’ wage.  The RLW is set at a level at 
which people can afford to ‘live’, the National Minimum Wage and National Living 
Wage are not.  We also recommend that employers use a more expansive lower grade 
pay scale and not over-rely on the government minimum rate as blanket coverage for all 
lower graded employees. Using a more expansive grading scale for lower paid staff can 
encourage confidence in development, progression, increased worker motivation and 
commitment.  

We would also recommend that there is clarity or an additional clause in The National 
Minimum Wage (Amendment) Regulations 2017 to ensure guaranteed protection 
against the reduction of other employment schemes and/or policies to compensate for 
an annual increase in the NLW.

2.  In-work poverty
Urgent action is required to place in-work poverty (IWP) high on the policy agenda.  
Despite being one of the largest economies in the world, and government mantras 
that ‘work pays’, the UK has increasing levels of IWP.  Our research adds yet another 
dimension to current measurements in that we have discovered from the voices of these 
Forgotten Workers that many are experiencing IWP despite having more than one job.  
Some are also using foodbanks to survive.  
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a 6am start and 10am finish. Then I come here [to my second job] at 11am 
and I’ve got all day here.  I finish at 4pm here, get across the water and 
go to my son’s and get a sandwich or something and then go to my next 
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Our research affirms the arguments that foodbanks must not become a societal ‘norm’ 
or be viewed as an extension of the welfare state. Indeed, no one in paid work on a 
wage deemed by their Government to be a ‘living wage’ should be poor or need to use 
foodbanks. Rather, they should be provided with decent, stable and secure employment.  

Urgent action must be placed onto policy agendas as tackling IWP requires rethinking 
our approach.  For example, current measures of IWP include single earner households of 
people in low-paid work, yet our research demonstrates that there are people working in 
more than one job in IWP and/or in families where more than one person is working and 
struggling to survive. 

Essentially this means that there is a significant element of the workforce that is being 
missed from the official statistics because they do not meet the current strict definition of 
in-work poverty. 

3.  Precarious work and the need for basic worker rights 
We recommend guarantees for the provision of more secure jobs with decent working 
hours and a real living wage. Indeed, with the proliferation of different types of non-
standard contracts, employment protection and policies need to be updated to face 
the changes that work and the wider labour market are undergoing.  We suggest 
that government policies are introduced to include employment rights that aim to 
reduce insecure work including regulation to avoid the abuse of dubious contractual 
arrangements depriving workers of their employment rights.

4.  Zero Hours Contracts as a challenge and set back to the low paid  
Zero hours contracts and highly variable short-hours contracts are also linked to the rise 
of precarious work.  Our study found that there was no transparency over the allocation 
of hours and workers felt pressurised into taking shifts for fear of not being offered any 
more work.  There are serious issues of job instability with these contracts, as workers have 
unpredictable hours and, therefore, wages.  We affirm the necessity for the regulation of, or 
indeed the eradication of, ZHCs.  
Those employers who do use zero hours contracts, short-hours contracts and agency work 
need to justify this use to staff and trade unions where they are recognised.  

Currently, there are merely government ‘guidelines’ in place rather than clear regulation 
or legislation.  Furthermore, these guidelines have not been updated since 2015 –the 
world of work is changing very quickly - and these ‘guidelines’ need to be reviewed with 
some urgency and regulated.  Within the regulations we recommend that it is stated that 
employers who regularly and/or extensively use ZHCs across their organisation, should 
declare how and why these contracts are used in their annual reports.

5.  Dignity and fair treatment at work: the importance of good ethical 
management and worker participation 

We recommend that employers and managers re-evaluate/re-design working time 
schedules and arrangements so that there are fewer unsocial working hours, particularly 
around early mornings and late evenings.  We would recommend rules and regulation on 
the implementation of pay premiums for those working non-standard hours.  We also 

recommend that payments are guaranteed, in particular when shifts are allocated to an 
employee by a manager/employer, and mutually agreed by both, but then cancelled at short 
notice by the manager/employer. There also needs to be a minimum period from when 
managers can change hours, with set practices in place that are made available to all staff.   
Legislation is needed to guarantee workers the right to a minimum number of hours of 
work with clear terms and conditions.  

6.  Dignity and fair treatment at work: the importance of good ethical 
management and worker participation  

We would recommend a focus on employment policies and practices to ensure these are 
equitable and fair across an entire organisation, including the low-paid, low-skilled, lower 
hours sections of a workforce. Employers need to invest in genuinely well-paid, flexible 
work at all levels of an organisation, as well as having options for all workers to have an 
opportunity for promotion or to train and develop skills.  We would also recommend that 
employers and trade unions (where they are recognised) have audits on organisational 
policies and practices to ensure that rights at work are being extended equitably to all.  
Legal frameworks should also be updated to ensure that precarious workers benefit from 
the same protection as all other workers.

We also urge employers and trade unions to ensure that staff are aware of basic HR and 
employment matters and rights, such as, sickness, training, work-life balance, holiday and 
pensions policies.  Employers should also encourage and develop proactive employee voice 
initiatives in their workplaces.  There is also a clear role for Government to take active steps 
to strengthen workplace and economy-wide mechanisms for worker voice.  This could 
include restoring ACAS’ duty to promote collective bargaining and introducing new sectoral 
bodies that bring together unions and business to negotiate pay, progression, training and 
conditions.   This could also include introducing, improving or extending collective bargaining 
mechanisms so that these workers can effectively bargain with one or multiple employers. 
Finally, we strongly recommend that TUPE regulations are strengthened, and also enforced 
and monitored more effectively when organisations engage in outsourcing work.  Included 
in this must also be ‘time’ protection so that terms and conditions of employment cannot 
be undermined.  

7.  The complexities and challenges of work-life balance: making sure we  
are fit for work and fit for society  

We recommend that employers, managers and trade unions make ALL staff aware of 
organisational work-life balance policies and practices.  Furthermore, managers at all levels 
need to be fully trained and informed of organisational WLB agreements and procedures.  

Employers and managers need to offer genuinely flexible working time arrangements and 
schedules to facilitate and support the work-life balance requirements of ALL workers.  HR 
policies and practices should be developed to support employees who need more control 
over working time.  Moreover, we suggest that current regulations that offering workers 
the right to work flexibly in order to accommodate work with their familial and domestic 
responsibilities and commitments are reviewed and enforced. 
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