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LOST OF DIGNITY : Working in this scenario meant I had to get insulted and it 

really comes with a lot of name callings. I remember one Chef had asked me to 

get her salt in the kitchen, but as I just resumed duty there that morning was una-

ble to locate it. The next thing she yelled! 'Who sent this "confused.com" to come 

and work in my kitchen? 'I literally froze!  .In another kitchen I was posted to the 

woman asked my name I said Tunji. She said 'that's a difficult name, here in my 

kitchen you shall be called Thomas 'Thomas what! Not my name so it meant I had 

to leave the place, and I lost my pay for that day. It was either you accept the 

indignity or you starve. It was a choice between the devil and the deep blue sea.  

And I must quickly add this also extends to the agency officials,  who gets angry if 

you dare say you are not available for work. They will threaten you with punish-

ment. ..  

PUNISHMENT: If you turned up late for work or couldn't make it down to where 

you were posted to work, you would not be offered jobs for several weeks, re-

gardless of how cogent your reason might be.  

POOR TRAINING: You just get shown how to do the task in minutes and that was 

it, so that one struggled unnecessarily on the job amidst safety concerns. But no-

body cares! Although personally I survived this era, later got a permanent job, 

happiness returned to my marital life and have a settled mind to return to School 

for my post graduate degree. But still it will take time to wipe out this bizarre 

memory from my mind. In a nutshell, zero hour contract is a modern day slave 

trade that must be abolished!  

  

Dr. Ernestine Gheyoh Ndzi completed her PhD at the 

University of Portsmouth in 2014. Her first employment has been the University of 

Hertfordshire, where she started in 2014. She is a lecturer with the School of Law, Crimi-

nology and Political Science. The key modules that she teaches are Company Law and 

Employment Law. Her research interest lies in both company law (particularly corporate 

governance) and employment law. She has researched and published peer-reviewed 

journal articles on Director’s remuneration in the UK and zero hour contracts. She is cur-

rently running  research projects on zero hour contract and shared parental leave.  

Janet Barlow is a senior lecturer in the School of 

Law, Criminology & Political Science at the University of Hertfordshire. She qualified as a 

solicitor in 1983 and worked in a High Street practice in the East Midlands, representing 

clients in a variety of litigious matters. Janet left private practice to teach at Nottingham 

Trent University and then Solent University before taking up her current position at the 

University of Hertfordshire in 2003. She is the module leader for Employment Law within 

the School and teaches on all aspects of employment law, both individual and collective. 

Janet has also advised a number of charities on employment matters and co-written an 

article on zero hours contracts and employment status.    

http://confused.com


  

 Dr Steve Shelley is Principal Lecturer in Human Resource 

Management and Senior School Research Tutor in the Hertfordshire Business School, 

University of Hertfordshire. His interests are in the relationship between organisation 

sociology and the external environment, particularly in matters of control, power and 

autonomy, and his research has explored this through studies of union learning, skill 

and career development, work in higher education, managerialism, and worker mobili-

ty.  
 

Tunji Offeyi  

Former worker on Zero Hour Contract 

My 'Zero Hour' experience.  

This experience(s) cuts across Blue Arrow, Best Connection, Initial, Quicktemp, Jark 

Construction amongst several other agencies I can barely remember. Below is a break 

down in retrospect.  

ECONOMIC POCKET:  In this regards I was always broke or just didn't earn enough to 

get by as one day am in job, the next day was unsure of. Hence having a saving was 

ruled out, I lived from hand to mouth due to this factor.  

HAPHAZARD JOB SCHEDULE: Working as an agency worker meant that I couldn't 

predict my job timing. Things were done on 'fire brigade' arrangements. So that I 

could get a call while on my way to Church to report to work, or sometimes when on a 

social visit or simply having called out while having a family time.   And I have received 

calls during bed time to report to a Hospital I once worked as a porter. I always stayed 

by my mobile phone in case the call comes through. Simply put I couldn't plan my 

time and was left highly disorganised.  

FAMILY LIFE: My wife and I barely argued over money matters while I had a stable 

job which though didn't pay much but was at least predictable, but once I found my-

self in the zero hour world, She became frustrated with my unpredictable economic 

and social life brought upon our relationship due to unpredictability of this system. 

Argument upon arguments! 'Are you going to work today? 'Was a common questions 

She would ask me time and again, but unfortunately each time I never had an answer 

as myself didn't know when or if the call will come through. And sometimes I went 

weeks without jobs. It wasn't easy! But miraculously our union survived this dark days, 

which puts our 'for better for worse' vow to test. 



  

school runs with the intention of returning to both runs when my Mum had passed 
away, sadly that didn’t happen because my Father who had been diagnosed in 
1995 with dementia and when my mum died the shock affected his dementia and 
he deteriorated to the point that he needed 24 hour care and so for the next eight 
years I cared for him along with my family until his death in 2008.  
 
The terrible thing about zero contract hours is when I left the Council in 2010 I  was 
earning £321.98 pm for 8.75hrs pw I now do the morning and afternoon run ap-
prox. 16hrs pw and I get £400pm if you ask about a payrise they just say if you 
don’t want the job there are plenty that do. 
 
Tell me how this is fair, I don’t earn enough to pay Tax & NI so what will my state 
pension be? Is it any wonder there is no money in the country I would be very hap-
py to pay Tax & NI if I earnt a decent wage ,zero contract hours causes more pov-
erty than anything else in this country and the Government do not want anything 
to change because it makes the unemployment figures look good. 
 
The truth is it is just a way for companies to exploit workers ,I am supposed to go 
for 16 hours training but I will not be paid for it ,if I don’t do it then I have to leave 
the job. 
 
All the firms say if they have to give us terms and conditions they would have to lay 
off staff, what a joke I get paid £20 a day to look after these children, but the com-
panies are making so much more on these contracts but no one questions it, no 
one is interested. 
 
I personally am struggling to live on zero contract hours, I haven’t seen even an 
NHS dentist for many years as I can’t afford to, I haven’t had an eye test for three 
years because I cannot afford even the basic glasses. I struggle to keep my car on 
the road, if I didn’t have a very good close family I have no idea how I would cope. 
How fair is this when I have worked hard all my life despite serious health prob-
lems. 
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Dr Brendan Burchell 

Reader in Social Science 

Department of Sociology 

University of Cambridge 

The European Working Conditions Survey 

Dr Brendan Burchell is a Reader in the Social Sciences in the Department of Sociology 

at the University of Cambridge.  He is also a Fellow of Magdalene College, Cambridge. 

Dr Burchell is the director of the Cambridge Undergraduate Quantitative Research 

Centre, and has recently been Head of Department and Director of Graduate Educa-

tion for Sociology, as well as a Director of Studies and a Tutor at Magdalene Col-

lege.  He has supervised over twenty PhD students and many MPhil students.  He is on 

sabbatical leave (undertaking research) for April 2017-April 2018. 

Dr Burchell’s main research interests centre on the effects of labour market condi-

tions on wellbeing.  Recent publications have focussed on unemployment, job insecu-

rity, work intensity, part-time work, zero-hours contracts, debt, occupational gender 

segregation and self-employment.  Most of his work concentrates on employment in 

Europe, but current projects also include an analysis of job quality, the future of work, 

stress and trauma in police work, youth self-employment in developing countries and 

the effects of Brexit on migrants and labour markets.  He works in interdisciplinary 

environments with psychologists, sociologists, economists, lawyers and other social 

scientists. 

Dr Burchell’s undergraduate degree was in Psychology, followed by a PhD in Social 

Psychology.  His first post in Cambridge was a joint appointment between the social 

sciences and economics in  1985, and he has been in a permanent  teaching  post 

 

hours throughout the school term, and I felt like an important part of the structure of 
the child’s attitude to school, in those days it was all about the care of the child, it was 
important that the parents knew their child was in safe hands, to be honest now as 
long as there is a ‘body’ in the car with the child no one seems to care who it is or 
whether they are suited to the work. Some parents are having to cope with the 
knowledge that both the driver and escort hardly speak English. 
 
When you take Autistic children to school you have to interact with them if not their 
behaviour can become very difficult and challenging. I was taught that it is my job to 
get the child to school in as good a frame of mind. I see escorts who take no notice of 
the children, they think it is okay to be chatting on their phone and then complain to 
the teachers that the child has been misbehaving in the car. 
 
I lost my mobility car in 2014 due to the change in criteria from DLA to PIP as I can 

walk more than 20 metres I was no longer entitled to my car (a ridiculous rule as 20 

metres wouldn’t have got me from the disabled bay at my hospital to my appointment 

in the hospital). I was very lucky that family members who knew I would be house-

bound without the car (I am not able to use public transport) bought my car for me 

from Motability, but I now have to find the  money to keep that car taxed, insured and 

in good mechanical order, on £100pw, it is a constant struggle made worse because 

you have to make the term time money stretch to cover the holidays when you get no 

wages.  

I cannot claim benefit for the school holidays because I refuse to sign a form saying 
that I am looking for full time work. I was diagnosed in 1983 with Ankylosing Spondyli-
tis a very painful joint condition that affects my mobility and causes terrible fatigue, for 
which I have steroid injections every three months as I cannot tolerate medication, I 
have managed to continue working although part time and have always been in work, 
but at 62 years old I have no intention of attempting full time work which would be 
detrimental to my health and besides which if the government had not unfairly moved 
the goalposts I would have retired at 60. I have in March this year had to give up my 
flat because of a £125 per month rent increase which I had no chance of meeting the 
cost of. I have had to move in with my sister & brother in law which I am of course 
grateful for, but it is not set up as my flat was where I had my stair lift and bathroom 
aids to help with my mobility problems. I have emailed the government several times 
over Zero Contract Hours but the response I always get is that they have made it illegal 
for companies to stop you from working elsewhere. I don’t want another job I just 
want to be paid a decent wage for the job I do now.  
 
In July 2000 my mother was diagnosed with a Brain Tumour and as a family we decid-
ed to keep her  at home until her death in October that year, I was living with my par-
ents at this time, because of this I cut my hours  and only did the morning  



  

Linda Burrow 

Zero Hour Contract Worker 

Personal Experience 

I worked for London Borough of Croydon, Education Transport Department as an 
escort for Special Needs Children on home to school transport from June 1989 until 
1st January 2010. During this time we were employed on guaranteed hours, sick pay 
and our weekly wage was reduced in order that we were paid every month of the 
year, we were also paid for all training and given good notice of training dates. In 
2010 all the escorts and drivers  were TUPE Transferred to Olympic South Ltd 
(HATS) .In April 2011 we were again TUPE transferred to Ruskin Private Hire, during 
this time we continued with our original pay and conditions. 
 
In February 2014 London Borough of Croydon withdrew the tender from Ruskin 
Private Hire. I read in the local paper that Ruskin Private Hire had gone into liquida-
tion, and despite reading in the same local paper that Croydon Council were con-
tacting Ruskin staff to try and get them taken on by the other cab firms, I was never 
contacted by the Council or Ruskin Private Hire. 
In order to continue with the work that I had enjoyed for many years and a job that 
I was good at, I had to apply for jobs with other cab firms who could only take me 
on with Zero Contract Hours. 
 
As I was born in 1954 I was affected by the changes to the state  pension age, I was 

informed that I would not receive my state pension until I was 66, despite having 

been at work since I was 15. As a single person living in a private rented flat zero 

contract hours has affected me financially in all aspects of my life. I was entitled to 

Housing & Council Tax Benefit, but the financial burden of only earning £100 per 

week was an enormous strain, because I am only paid on the days the children actual-

ly go to school, if they are sick or on school holidays or teacher training days or even 

voting days we do not get paid.  Considering I have been doing this job for nearly 28 

years I believe this zero contract hours is the most demoralising thing I have ever had 

to deal with. When we had our terms and conditions we were guaranteed our  

 

at Cambridge since 1990. 

In Dr Burchell’s presentation, he will be examining changes in the use of flexible sched-

uling between the 2010 and 2015 waves of the European Working Conditions, focus-

sing on differences between the UK and other EU countries. He will also touch upon the 

relationship between manager driven flexible scheduling and wellbeing. 



  

Joseph Choonara 

PhD Candidate 

Department of Leadership Work and 

Organisation 

University of Middlesex  

The use of ZHCs in the UK: its growth and its limits 

The increased use of ZHCs by employers in the UK has provoked commentary in the 

media and from politicians, and has become an important issue taken up by trade 

unions. Joseph Choonara explores the extent of their use and explains some of the 

limits to their ability to penetrate the labour force as a whole, leading to their con-

centration in particular areas of employment. 

  

Stuart Matthews 

Zero hour contract worker 

Personal Experience 

I have been on a zero hour contract, in one shape or another for the last 7-8years (2 

employers), apart from 8 months unemployment and two 6 month temporary full time 

contract.  

Whilst at times it suits me, at other times it is terrible trying to make sure I have 

enough money to pay the bills, the important bills like rent etc.  

I have ''signed on'' with the DWP to help with filling the gap in wages when work is 

reduced.  

I welcome this research in the abuse of zero hour contracts. I work for an agency but I 

only work for one company as the work I'm offered is given out a week in advance. 

That said when I calculate my average weekly hours per year it comes to around 24hrs 

per week, enough you would have thought for the company to give me a part time 

contract but sadly no.  

I hope that with the election just around the corner, the nightmare of these contracts 

can be eradicated. And workers are either offered full or part time contracts. 



   

Jonathan Gray 

Pitmans LLP Law Firm 

The Meaning of Retirement and Pensions for Workers on Zero Hour 

Contracts 

Jonathan Gray an employment law specialist and will consider whether 

the “gigging economy” will ever be able to retire. Are the new ways or 

working, particularly zero hour contracts, helping to create an even big-

ger pensions black hole? 

He will consider what the “gigging economy” actually is and who are the 

winners and losers. To briefly explore the differences between, employ-

ment, self employment, fixed term contracts, and zero hour contracts. 

Including a brief reflection on the current legal view of these relation-

ships e.g. Uber, Deliveroo etc. 

To then consider the implications of these different working relationships 

on pensions and saving for retirement. What type of pension benefits are 

the different types of employee/worker getting access to and are they 

enough? Defined benefit schemes are dying out. Defined contribution 

schemes place the risk on the employee/worker and require a contribu-

tion commitment. Does auto-enrolment fix this and if so is it right for the 

zero hour workers?  

Jonathan will explore the triggers for auto-enrolment and consider if 

they are fit for purpose for all. Auto-enrolment requires all employers in 

the UK to automatically enrol eligible workers in a pension scheme.  



  

Employers can use existing or new occupational or personal pension 

schemes, provided certain statutory requirements are met. Alterna-

tively, they may enrol eligible jobholders in a central scheme set up 

by the government known as NEST. The legislation applies to 

“workers”, so not only those working under a traditional contract of 

employment, but also those working under zero hour contracts. 

Once auto-enrolled, a worker is free to opt out of the scheme. But 

while they remain an active member, their employer will be re-

quired to pay a minimum level of pension contributions. A job hold-

er, who works under a contract in the UK, is between the age of 16 

and 75 and is paid “qualifying earnings” in the relevant period, 

should potentially be auto-enrolled. For the current 2017/18 tax 

year, “qualifying earnings” in a 12-month pay reference period are 

an individual's earnings between £5,876 and £45,000. For a worker 

to be compulsorily auto-enrolled they need to hit the earnings trig-

ger. For the 2017/18 tax year, the earnings trigger for auto-

enrolment (and re-enrolment) is £10,000. 

Jonathan Gray is a Partner at Pitmans Law specialising in employ-

ment law. He advises on all aspects of employment law, including 

pensions, benefits and incentives with considerable experience rep-

resenting clients in employment litigation and advising on restruc-

tures, re-organisations, collective consultation, TUPE and Union 

recognition and bargaining. 

University of Hertfordshire Law Court Building 



  

Neil Foster 

GMB National Policy and Research 

Officer 
Egan Matthew 

Assistant National Officer  

Unison  

Unison’s Ethical Care Charter 

The prevalence of zero hours contracts amongst care workers, particularly those who 

are homecare workers, has increased rapidly in recent years.  A recent UNISON survey 

of 1,000 homecare workers revealed that 66% of private sector homecare workers 

were employed on zero hours contracts.  Our work has highlighted how the use of 

zero hour contracts has a detrimental impact on both care workers and the people 

they care for.   

The widespread use of zero hour contracts leaves care workers facing financial insecu-

rity and workplace insecurity.  Care workers can often find themselves unable to ac-

cess mortgages or other loans.  In the workplace we have observed how zero hour 

contracts are often use as a weapon through which to control staff.  Care workers who 

have spoken out about poor standards of care or about the abuse of workers’ rights 

have subsequently found that the amount of hours their employer will give them has 

dropped.  Despite zero hours contracts supposedly allowing care workers to refuse an 

offer of work we have also documented how many are often under pressure to never 

turn down work.  

The prevalence of zero hours contracts amongst care workers, particularly those who 

are homecare workers, has increased rapidly in recent years.  A recent UNISON 

 



  

 survey of 1,000 homecare workers revealed that 66% of private sector homecare 

workers were employed on zero hours contracts.  Our work has highlighted how 

the use of zero hour contracts has a detrimental impact on both care workers and 

the people they care for.   

The widespread use of zero hour contracts leaves care workers facing financial 

insecurity and workplace insecurity.  Care workers can often find themselves una-

ble to access mortgages or other loans.  In the workplace we have observed how 

zero hour contracts are often use as a weapon through which to control 

staff.  Care workers who have spoken out about poor standards of care or about 

the abuse of workers’ rights have subsequently found that the amount of hours 

their employer will give them has dropped.  Despite zero hours contracts suppos-

edly allowing care workers to refuse an offer of work we have also documented 

how many are often under pressure to never turn down work.  

 

 

Dr Alex Wood 

Researcher, Oxford Internet Institute 

University of Oxford  

Flexibility and Insecurity 

Dr Alex J. Wood is a Researcher of work, employment and labour markets at the Oxford 

Internet Institute, University of Oxford, UK. His research focuses on labour market trans-

formation, new forms of work, organisation and collective action. He is currently re-

searching the rise of on-demand work and the online gig economy. Alex completed 

his PhD at the University of Cambridge, Department of Sociology where he also worked 

as Research Associate on an ESRC impact acceleration project to evaluate potential ways 

of reducing workplace stress resulting from insecure scheduling. Alex’s PhD (2015) “The 

insecure worker: workplace control in the 21st Century” focused on the changing nature 

of flexible and insecure forms of work such as zero hour contracts and how this relates 

to insecurity, well-being, and issues of workplace control and resistance. He also has 

a long-standing interest in the relationships between industrial relations, union renewal 

and emerging forms of workplace representation and new patterns of class and inequali-

ty. He received his MPhil in Sociology from the University of Cambridge (2011) with dis-

tinction and a first class BSc (hons) degree in Politics and Sociology, from Aston Universi-

ty (2009).  He has published in leading journals such as Human  Relations and Industrial 

Relations Journal.  

Dr Alex will be talking about how: The growth of data-driven economic processes are 

leading to a new flexible capitalist temporality entailing the sophisticated real-time mod-

eling of demand. Accordingly, firms are placing greater emphasis on temporal flexibility 

and developing novel mechanisms by which labour can be utilised on-demand. He will 

highlight some methods by which manager-controlled flexible scheduling is achieved, 

demonstrating this to be a much wider phenomenon than zero hour contracts. He will 

also argue that all forms of manager-controlled flexible scheduling can lead to insecurity, 

stress and anxiety for workers.  



  

Jonathan White 

Bargaining and Negotiation Official  

UCU 

Zero hours contracts and precarious work in the post-secondary education sector: Why 

universities and colleges use them and what UCU is doing about it 

The use of zero hours contracts in further and higher education has achieved a high 

profile in the national press, in part because it operates to signal the extent to 

which the restructuring of the British labour market around insecure and precari-

ous work has penetrated former ‘white collar’ middle-class professions. 

This presentation will examine the use of zero hour contracts in further and higher 

education in more detail. It will review what we know about the scale and extent of 

the issue and about who the workers on zero hour contracts are. It will also exam-

ine the variety of different forms of zero hours contracts used by college and uni-

versity employers. The paper will offer some explanations for their use in colleges 

and universities, arguing that this needs to be understood as part of employer 

strategies in relation to the impact of marketization and public service reform. 

The presentation will also review what we know about the experience of working 

on zero hours contracts and its impact on the ability of staff to manage and plan 

their lives deliver  high quality  educational services. Finally, the presentation will 

review the strategies pursued by the University and College Union to try to tackle 

the issue of precarious work and effect meaningful change in the workplace, exam-

ining the limits and possibilities of union action at the current time.  Jonathan 

White is Bargaining and Negotiations Official at the University and College Union 

and leads the union’s policy and campaigning around the use of insecure contracts.  

 

Mr Luke Primarolo 

Regional Officer for East Midlands 

Unite the Union 

Case study: Sports Direct 

Unite has been at the forefront of the campaign highlighting the harsh working condi-

tions experienced by thousands of workers at Sports Direct’s Shirebrook warehouse, 

including low pay, precarious working arrangements including a dependence on 

agency working, and a culture of fear. Some concerns have been addressed in re-

sponse to Unite’s work, but serious issues remain.  

Following the Unite campaign, thousands of workers at Sports Direct’s Shirebrook 

warehouse in Derbyshire received back pay totalling an estimated £1 million for non-

payment of the minimum wage. This covers workers directly employed by Sports 

Direct and those employed through employment agency The Best Connection.  Unite 

also recently informed the House of Commons BEIS Select Committee that workers 

employed at Sports Direct are still awaiting the wages that they are owed by their 

agency Transline, who failed to pay the workers the minimum wage. Unite has called 

for Transline not be allowed to ‘dodge’ its responsibilities as it emerged that the firm 

had submitted court documents preparing it for insolvency. 

This has been followed by a 15p pay rise for all minimum wage the appointment of a 

full time nurse and welfare officer, and the removal of the ‘six strikes’ policy, after 

which workers could be dismissed.  All workers on zero hours  contracts have been 

offered the option of moving onto fixed hours or minimum  hours contracts. An inde-

pendent review of working practices and corporate governance is now set to take 

place including a review of Sports Direct's model of predominantly using agency 

workers. 



  

The Sports Direct business model means that in reality those who are precariously 

employed have no access to justice. If they are treated badly they are in fear of 

raising it in case they lose their employment. They have very little protection which 

means there are no consequences for those who commit poor treatment. This inev-

itably leads to more extreme situations.  

Unite has wished well to the newly appointed board member supposed to repre-

sent workers’ interests but has questioned the method of selection and warned 

that he will face an uphill struggle to have workers’ heard and to resolve the deep-

rooted problems across the business.  

Unite has called for the company to waste no further time in now moving agency 

workers onto permanent contracts.  

 

Mr Bryan Simpson 

Scottish Union learning 

The ‘Better Than Zero’ Campaign 

The Better than Zero campaign seeks to equip precarious workers specifically in the 

services and hospitality sector with the employment knowledge, organising skills and 

collective confidence to challenge unscrupulous employment practices. Our work-

shop will look at how we can use education and direct action to raise public con-

sciousness and worker confidence against zero hour contracts and poverty pay.  


