
 

 

 

 

 

 

 

Response to BEIS Consultation on Good Work Proposals to Support 

Families – Transparency of flexible working and family related 

leave and pay policies 

About the STUC 

  

The STUC is Scotland’s trade union centre.  Its purpose is 

to co-ordinate, develop and articulate the views and policies 

of the trade union movement in Scotland; reflecting the 

aspirations of trade unionists as workers and citizens.            

 

The STUC represents over 540,000 working people and 

their families throughout Scotland. It speaks for trade union 

members in and out of work, in the community and in the 

workplace.  Our affiliated organisations have interests in all 

sectors of the economy and our representative structures 

are constructed to take account of the specific views of 

women members, young members, Black members, 

LGBT+ members, and members with a disability, as well as 

retired and unemployed workers. 
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STUC response to BEIS Consultation on Good Work Proposals to 

Support Families - Transparency of flexible working and family 

related leave and pay policies 

 
Overview 
 

• The STUC believes that it should be a duty for employers to offer 
flexible working as default by advertising all jobs as flexible or 
requiring employers to justify why a job cannot be done flexibly. 

• Workers should be given a right to take up the advertised job 
flexibility from day one of offer date.  

• These flexible working policies should be advertised and made 
public. 

• There should be a requirement to report on flexible working 
practices from employers. 

• Monitoring and enforcement should take place via a government 
body but trade union reps, and equality reps, have a vital role to 
play.  
 

The TUC reported in September that people in working-class jobs are 
most likely to miss out on flexible working arrangements with one in three 
(30%) requests for flexible working being turned down. 

The survey shows that flexi-time is unavailable to over half (58%) of the 
UK workforce. This number rises to nearly two-thirds (64%) for people in 
working-class occupations. 28% say their desire for more flexible hours is 
one of the main reasons they might look for a new job.  

The STUC supports the TUC in calling for the introduction of a duty for 
employers to offer flexible working as default by advertising all jobs as 
flexible or requiring employers to justify why a job cannot be done flexibly.  
Workers should be given a right to take up the advertised job flexibility 
from day one of offer date. The STUC agrees that flexible working policies 
should be advertised and made public in order to recruit and retain staff 
and in order to ensure that all potential candidates have full information 
available when making work change choices.  

The STUC believes that giving full information to prospective and current 
staff will ensure a lower turnover and will ensure that people feel able, 
supported and comfortable in working flexibly for whatever reason they 
choose.  
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If an employer considers that no flexible working arrangements are 
appropriate for the new role, then they would have to justify this decision 
by proving there were exceptional circumstances. The criteria which 
employers can use to justify refusing requests should be tightly drawn and 
an appeal process should be introduced that allows individuals to 
scrutinise and challenge the reasons given for rejecting a request.   

If an employer has a policy on family related leave and pay which extends 

the statutory minimum, reworking and publishing that internal 

policy document on a public-facing website should not be a significant or 

expensive task. Including as much information as possible in any policies 

related to family friendly working would be beneficial.  

There should be a requirement to report on flexible working practices from 

employers in order to hold employers to account for their role in promoting 

equality.  The STUC believes that it is important to encourage a voluntary 

approach, but that a mandatory reporting requirement would place more 

responsibility on employers to ensure that they are playing their part in 

making work a more equal place. 

Decreasing, and eradicating, the gender pay gap and disability 

employment gap, are key principles for the STUC. The STUC understands 

that these exist partly due to systemic reasons but are also partly driven 

by employers. Making work more flexible for all workers would be a 

significant step forward in the reduction of these gaps and would reduce 

stigma. 

The STUC suggests that monitoring and enforcement of the reporting 

could be done by the new single enforcement body which the Government 

is currently consulting on. The Equality and Human Rights Commission 

may also have a role to play in terms of the public sector equality duty for 

public bodies. 

Nonetheless, the STUC believes that trade union reps, specifically 

equality reps, have a large role to play in workplace monitoring and that 

soft enforcement could be done simply via collective bargaining.  
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