
A FAIR DEAL for
Hospitality Workers

We are the luggage porters, the receptionists, the 
chefs, the kitchen porters, the waiting staff, the 
bartenders, the baristas, the housekeeping and 
room service staff, the events, maintenance and 
banqueting staff. 

We are proud of our professionalism. We are proud 
of our skills and customer service. 

We made the industry a success before the 
Covid-19 lockdown.  We will make it a success 
again when the lockdown is lifted.

We deserve to be treated with decency, dignity
and respect. 

We will fight to protect our jobs and to engage 
positively with all employers who genuinely 
want to find solutions to aid the recovery of the 
hospitality sector.

We come from many lands and we converse in 
many languages but we are proud to be united and 
speaking with one voice through our union.

These are our demands for a Fair Deal for 
Hospitality Workers.

Unite Hospitality’s plan
for

Hotels, bars, restaurants and catering

We are Unite Hospitality. We are Britain and Northern Ireland’s hospitality workforce. 
We are the engine that drives the tourism sector across the country. We are the 
frontline staff in hotels, bars, restaurants, clubs and contract catering.
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PROTECT JOBS
The industry can’t engage in a short term kneejerk 
reaction, sacking thousands of skilled and 
experienced staff, only to find itself faced in a year’s 
time with the chronic staff and skills shortages that 
have plagued it for decades.

To protect jobs:

 The coronavirus job retention scheme (CJRS) 
should be amended to allow ‘partial temporary 
furlough’ for employers who can’t provide 
sufficient work to fulfil normal contracted hours 
in the initial stages.

 For the first 12 months, temporary annualised 
hours and time banking arrangements should be 
introduced allowing workers to receive a fixed 
guaranteed income where business and available 
hours fluctuate in the early stages. Those formerly 
on zero hours contracts should also have access 
to annualised hours based on the same average 
as their furlough payment calculations.

 Contracts which include an automatic 48 hour 
work week opt out clause should be rescinded. 
For the immediate future there will be no need 
for any worker to work beyond 48 hours.

 In chains with multiple sites workers should 
be able to access the mobility clause in their 
contracts to work at different locations during 
their working week in order to maintain a 
reasonable number of hours.

 Hotels should offer staff accommodation free 
of charge to provide for greater mobility where 
necessary or to reduce any risk related to the use 
of public transport.

 Staff who have been reliant on tips as a 
proportion of their income, employers should 
guarantee a living wage of at least £10 an hour. 

 Staff enticed to sign a salary sacrifice in 
exchange for fixed income from the service 
charge should be allowed to return to their 
guaranteed salary rate as a contractual right.

 Employers should ensure safe transport to and 
from work, stagger start and finish times to avoid 
busy periods on public transport and cover taxi 
costs when necessary.

WORK SAFELY
 The World Health Organisation (WHO) 

guidelines for the accommodation and tourism 
sector must be adopted as the benchmark for 
safe workplaces.

 Staff must be confident that they are returning 
to workplaces that are fully risk assessed under 
UK Health and Safety law and compliant with 
government guidelines on social distancing, PPE 
and safe working practices.

 Workers showing symptoms of Covid19 or 
needing to self-isolate should not feel compelled 
to go into work because of a lack of sick pay or 
threat of discipline on performance measures. 
This poses a serious risk to colleagues and guests. 

 Full company sick pay should apply from day one 
and all attendance management processes and 
procedures should be suspended for 12 months.

 When a worker is suspected of contracting 
Covid19 at work, employers must comply with 
the requirements of RIDDOR to report to relevant 
authorities.

 When a union is recognised, workers must be 
consulted and provided with full representation 
on health and safety matters through the Safety 
Reps and Safety Committees Regulations 1977. 
Or through the Health and Safety (Consultation 
with Employees) Regulations 1996 when there is 
no formal recognition.

 Sector specific roving safety reps should be 
appointed and should have lawful access to 
workplaces and workers for inspection purposes.

UPSKILL
The next 12 months will provide an unprecedented 
opportunity for employers to upskill their 
workforce. 

 Online training completed at home should be 
paid at the normal contractual rate.

 The Apprenticeship levy should be accessed for 
the purposed of high quality training for existing 
workers only.

 ESOL and key 
skills training should 
be put in place for 
migrant and other low 
paid workers, enabling 
them to access higher level 
training to fill skills gaps increasing 
equality of opportunity.

 Employers should accept the appointment of 
Union Learner Reps and provide the necessary 
facilities for these reps to engage with staff on 
learning and training needs.

ENGAGE 
Restaurant, bars and hotels face a long and painful 
road to recovery, the industry will be unable to deal 
with the challenges ahead by talking amongst senior 
management, where decisions are simply cascaded 
down through the ranks. 

Now more than ever, there needs to be a two way 
collective conversation with workers based on the 
principles of genuine and meaningful consultation.
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 When the union is recognised this should be via 
the normal bargaining machinery laid down in 
recognition agreements and with the appropriate 
facilities for union reps.

 When no formal union recognition is in place 
this should be via the mechanism laid down in 
the Information and Consultation of Employees 
Regulations (ICE). ICE committees should be set up 
without delay and should also apply to employers 
with less than 50 employees. 

 Representatives on ICE committees must be 
provided with full facilities to carry out their 
functions.

 Trade union access should be afforded to all 
workplaces and workers should have the right 
to involve trade union experts in all collective 
consultation processes.

 Hotels chains who are signatories to the United 
Nations (UN) Global Compact must comply in 
full with the commitments to uphold the right to 
freedom of association and collective bargaining 
along with relevant guidelines.

 Multinational Enterprises must comply in full 
with the OECD MNE guidelines on freedom of 
association and the UK contact point must act 
swiftly to deal with complaints.

 Workers must have a right to collective remedy 
where measures are being unfairly or unilaterally 
imposed and must be entitled to freedom of 
association in pursuing matters of common interest. 
Legislation on the right to be accompanied by a 
union rep in individual grievance hearings must, as 
a matter of natural justice, be amended to allow for 
collective representation.

Beyond Recovery we want to 
see the standards of Unite’s Fair 
Hospitality Charter as the 
minimum in all hospitality workplaces.

 Real Living Wage for the lowest 
paid

 Paid rest breaks

 Minimum hours contracts (no zero 
hours contracts)

 Full payment for trial shifts

 The introduction of an anti-sexual 
harassment policy

 Paid transport home after 12am

 Consultation on rota changes
 100 per cent tips to staff
 Trade union access
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