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Brunel UCU: In conversation with Jo Grady 12.08.20 

We were glad to be joined by UCU General 
Secretary Jo Grady at our recent Branch 
Meeting. 

Jo updated us on the Fund the Future  
national campaign, as well as answered 
questions directly from members [check 
out circulated minutes]. As part of this 
campaign, UCU released figures as to the 
impact of each University on the local 
economy [mini twitter letter to local MP 
Boris Johnson here: https://twitter.com/
BrunelUCU/status/1293282132098519040  

Brunel University London contributes £788 
million to the UK economy. 

↓ 

Contributes £227 million to the local econ-
omy. 

↓ 

This is part of the estimated £11,250 mil-
lion contributed by higher education to 
the city of London. 

↓ 

It directly employs 1,940 people. 

↓ 

But it actually creates 4,305 local jobs. 

↓ 

And in total it generates 10,246 UK jobs. 

↓ 

There are 14,790 students. 

↓ 

It's behind 17 graduate start-up business-
es. 

↓ 

It also supports 243 other organisations 
through knowledge exchange. 

 

#fundthefuture 

https://fundthefuture.org.uk/  

Newsletter 

https://twitter.com/BrunelUCU/status/1293282132098519040
https://twitter.com/BrunelUCU/status/1293282132098519040
https://fundthefuture.org.uk/
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Hazards must be assessed, appropriate control 
measures identified and introduced, and adjusted 
where necessary, all in light of current evidence 
regarding Covid-19 transmission routes and risk. 
Equality impact assessments should be completed to 
ensure that all workers are fully protected and the 
differential risks relating to BAME staff, disabled 
staff, older staff and staff in other categories who 
may be more vulnerable to Covid-19 are fully consid-
ered. These should also consider whether safety 
measures might present particular challenges for 
certain groups and where additional support (e.g. 
reasonable adjustments for disabled staff) may be 
required so they can undertake their work effective-
ly. In planning for phased returns to onsite working, 
priority consideration should be given to students 
who struggle to access teaching remotely and whose 
studies would therefore suffer disproportionately 
from continued off-campus working. Plans must be 
in place for regular cleaning and stringent hygiene 
measures for all workplaces where staff are sched-
uled to return. Where risk assessments identify that 
PPE is required, sustainable supplies of appropriate 
PPE must be available before re-opening of affected 
areas. Risk assessments, including identified hazards 
and associated control measures, must be communi-
cated to affected staff and more widely (e.g. on 
institutional websites). Plans, including effective 
communications strategies, must be in place for 
prompt and effective site/campus closure in the 
event of a local spike in Covid-19 cases.  

Test 5: Protection for those most vulnerable to 
Covid-19 Staff who are themselves more vulnerable 
to Covid-19, and staff who live with people at 
heightened risk, must not be required to work on 
campus. Plans must explicitly address measures for 
the protection of staff, students, and members of 
their households, who are in groups identified as 
facing heightened risk of contracting and/or are 
more vulnerable to the worst effects of Covid-19, 
recognising that BAME groups are particularly affect-
ed and are likely to be over-represented amongst 
staff groups undertaking essential on-campus work 
such as cleaning and security work.  

https://www.ucu.org.uk/media/10935/
UCU-HE-on-campus-return-tests/pdf/
ucu_covid19_hetests.pdf  

Test 1: Sustained reduction in numbers of Covid-19 
cases and infection rates New cases of Covid-19 
need to be low and falling, with a sustained down-
ward trend and confidence that all new cases can be 
identified and responded to promptly. This applies 
at regional level, with reduced cases and a falling 
reproduction number or R value (below 1), con-
firmed region by region before decisions regarding 
reopening of university campuses are considered. 
There need to be extensive, reliable, and transpar-
ent systems operating for testing, contact tracing, 
and isolating those with Covid-19 symptoms, man-
aged by appropriate level public health authorities.  
 
Test 2: Coherent planning for social distancing The 
relevant authorities (UK; Scottish; Welsh; and North-
ern Irish) must have coherent plans which include 
parameters for appropriate physical distancing and 
safe levels of social mixing, applicable to HE campus-
es/workplaces as well as travel to and from them. To 
help ensure physical distancing, all HE staff and 
students who can work and study from home should 
continue to do so.  
 
Test 3: Comprehensive testing and contact tracing 
To avoid HE institutions becoming centres for Covid-
19 transmission there need to be comprehensive 
testing systems in place, providing for regular testing 
of staff and students attending university premises, 
with isolation and comprehensive contact tracing for 
all suspected cases. In addition to routine testing, 
protocols are needed to ensure full coverage testing 
occurs promptly across university and other 
worksites following any case of Covid-19 being con-
firmed.  
 
Test 4: University-wide strategies for safe returns 
and continuing health and safety Risk assessments 
should be completed in consultation with recognised 
staff unions, and safe ways of working established in 
advance for all activities and spaces within universi-
ties. These should anticipate phased/staged returns 
to workplace presence, differentiating between 
activities/subject disciplines where attendance is 
necessary (e.g. some research laboratories/
workshops) and where it is not; and hazards present 
in 2 www.ucu.org.uk different settings (e.g. large 
lecture theatres/auditoria or small group teaching 
rooms, where risks may differ but be no lower). 

Health & Safety: Return to Campus National UCU 5 Tests 

https://www.ucu.org.uk/media/10935/UCU-HE-on-campus-return-tests/pdf/ucu_covid19_hetests.pdf
https://www.ucu.org.uk/media/10935/UCU-HE-on-campus-return-tests/pdf/ucu_covid19_hetests.pdf
https://www.ucu.org.uk/media/10935/UCU-HE-on-campus-return-tests/pdf/ucu_covid19_hetests.pdf
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Some Concrete Proposals: Thus far we have a number 
of concrete proposals that would fit this strategy. 

- Access to free testing on campus for all members of 
the Brunel community whenever it is needed. In  
winter, it will be crucial that students (and staff) will 
be able to access testing and results quickly to deter-
mine whether the symptoms they have are ordinary 
colds and flu viruses or Covid-19. As a university with 
strengths in the life and biological sciences, which will 
soon open a new medical school, Brunel is particularly 
well placed to provide this crucial service to its     
members. 

- An on-campus track and trace system for the Brunel 
community and visitors to identify people who may 
have come into contact with anyone diagnosed with   
C-19. 

- Free disposable masks and the promotion of mask 
wearing inside building and in seminar and tutorial 
situations as a civic duty. We may note, that this is a 
good example of why it is important to exceed govern-
ment guidelines which only make mask wearing man-
datory on public transport. It is likely that Chinese 
students or applicants (a market crucial for Brunel’s 
PGT intake) would absolutely expect that mask wear-
ing would be widespread, especially in doors. 

- Hand sanitisers at the entrance of buildings/corridors 
(as is routine in hospitals). 

- Equality impact assessments of all proposed safety 
measures should be undertaken to identify and ad-
dress any potential differential impact (eg Age/BAME/ 
Gender). 

- Risk assessments undertaken for staff with pre-
existing health conditions  

- A central intranet portal where all risk assessments, 
equality impact assessments and enhanced cleaning 
regimes are uploaded and accessible to all staff 

- Plans, including effective communications strategies, 
must be in place for prompt and effective site/campus 
closure in the event of a local spike in Covid-19 cases. 
In addition, an agreed emergency procedure and set 
of protocols should be placed on the intranet for Covid
-19 that consider any potential circumstances where a 
worker may remove themselves to a place of safety if 
they believe there is a serious and imminent risk to 
their health and safety (in line with The Management 
of Health and Safety at Work Regulations 1999). 

 

Our Strategic Goal: At the core of our negotiating 
position is that safety for staff and students and   
recruitment of students are inextricably linked. The 
universities that realise this will fare better than those 
that do not. We believe that to effectively link safety 
and recruitment, the university must exceed the 
changing government guidelines on safety. Public 
trust in government messaging has been badly dented 
according to the available opinion poll evidence. 
Meanwhile Independent SAGE, led by the former 
Chief Scientific Adviser, Sir David King, has warned 
against the relaxing of the social distancing rules 
announced by the government. All this carries a sig-
nificant risk for the HEI sector because it undermines 
the sector’s ability to show that the university campus 
is a safe environment to come and study.  

There is also evidence that the UK Government’s 
handling of the pandemic has attracted critical atten-
tion from the foreign press. This too carries a risk for 
the sector because it may indicate to overseas      
students that the UK is not a safe place to study. Of 
course there is also the bald statistic that the UK has 
one of the highest death tolls from Covid-19 in      
Europe. 

In order to mitigate against the contagion to the  
sector caused by the UK government’s handling of the 
crisis, the branch believes that Brunel’s own policy, 
based on the best internationally available science, 
should go above and beyond the UK model. This pro-
active stance would be in line with the ‘five tests’ 
approach, formally adopted nationally by UCU, the 
GMB, UNISON, Unite and the National Education 
Union (NEU). As a university, Brunel has many      
resources within itself to both identify what this may 
entail and deliver such a policy on safety. The benefits 
of implementing such a model for promotion and 
recruitment, are obvious as are the benefits for the 
health and safety of students and staff.  

Legislation: Under the Health Protection 
(Coronavirus) Regulations 2020, coronavirus is de-
clared in statute as posing a serious and imminent 
threat to public health. We can anticipate therefore a 
number of circumstances where workers could    
believe they are at risk of serious or imminent danger 
in the workplace. The Management of Health and 
Safety at Work Regulations 1999 require employers to 
put in place procedures to be followed in the event of 
serious and imminent danger in the workplace. We 
want this to be done properly. 

Brunel UCU H&S C-19 Position 

http://www.legislation.gov.uk/uksi/1999/3242/regulation/8/made
http://www.legislation.gov.uk/uksi/1999/3242/regulation/8/made
https://metro.co.uk/2020/06/01/trust-government-has-collapsed-dominic-cummings-scandal-12788832/
https://www.independentsage.org/
https://www.theguardian.com/world/2020/may/06/complacent-uk-draws-global-criticism-for-covid-19-response-boris-johnson
https://ucu.org.uk/article/10781/Unions-set-out-five-tests-government-and-colleges-must-meet-before-staff-and-students-can-return
https://www.legislation.gov.uk/uksi/2020/129/contents/made
https://www.legislation.gov.uk/uksi/2020/129/contents/made
http://www.legislation.gov.uk/uksi/1999/3242/regulation/8/made
http://www.legislation.gov.uk/uksi/1999/3242/regulation/8/made
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was deviation from current practice. The 
RSO said that, as the policy was a devia-
tion from current practice, this should 
have been agreed with the unions and 
that there had been no agreement from 
UCU. HR said that they took UCU silence 
as agreement. UCU pointed out that this 
was not the right way to conduct industri-
al relations and that we needed to record 
that it had not been agreed. HR refused a 
request that the matter be put back to 
the unions but has agreed that it can be      
considered as part of the Gender Pay Gap 
workshop. 

· HR’s view is that this is a good policy 
that is actually having a positive influence 
on behaviour by limiting the current wide 
discretion and creating accountability. 
The point made by our RSO is that UCU 
have no part in overseeing whether that 
(limited) discretion is being applied      
appropriately and that the new 
‘accountability’ may not be sufficient or 
wide-enough where managers act outside 
the norm (i.e. appointing on the   mini-
mum point). 
 
D Driscoll, UCU Regional Support Official 
 
https://intra.brunel.ac.uk/s/hr/
Documents/Reward%20&%20Wellbeing/
Salary%20on%20appointment%20Policy%
202020.pdf#search=salary%
20appointment%20policy  

In May 2020, UCU made representations 
about a proposed new Salary on         
Appointment Policy.  UCU were con-
cerned that there was not sufficient 
oversight or transparency about the Poli-
cy which would permit starting salaries 
to be higher than the minimum point for 
the grade.  These representations were 
dismissed without due consideration and 
resulted in a meeting in July between HR 
and the Regional Support Official.  The 
RSO has reported back to the members 
as follows : 

-The policy is already being used by      
Brunel’s business partners. 

· HR’s view is that this is an improvement 
on current practice in that there is        
currently no oversight on where people 
are appointed within the grade. Appar-
ently the new policy has different word-
ing, i.e. that appointment on the mini-
mum point will be the norm but it could 
be +2 or higher (subject to justification). 
The RSO has asked for a copy of that    
policy as it seems to deviate from the one 
shared with UCU. 

· It was agreed that any reference to mar-
ket value would be evidence based. 

· There was no agreement that the trade 
unions should be involved where there  

  Brunel Policy: Salary on Appointment 
Special Report from Deborah Driscoll (UCU Regional Support Official) 

concerning Brunel’s proposed Salary on Appointment Policy  

https://intra.brunel.ac.uk/s/hr/Documents/Reward%20&%20Wellbeing/Salary%20on%20appointment%20Policy%202020.pdf#search=salary%20appointment%20policy
https://intra.brunel.ac.uk/s/hr/Documents/Reward%20&%20Wellbeing/Salary%20on%20appointment%20Policy%202020.pdf#search=salary%20appointment%20policy
https://intra.brunel.ac.uk/s/hr/Documents/Reward%20&%20Wellbeing/Salary%20on%20appointment%20Policy%202020.pdf#search=salary%20appointment%20policy
https://intra.brunel.ac.uk/s/hr/Documents/Reward%20&%20Wellbeing/Salary%20on%20appointment%20Policy%202020.pdf#search=salary%20appointment%20policy
https://intra.brunel.ac.uk/s/hr/Documents/Reward%20&%20Wellbeing/Salary%20on%20appointment%20Policy%202020.pdf#search=salary%20appointment%20policy
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On 23 December 2019, the CHLS Dean 
released a statement regarding the 
initial (September 2019) cohort of the 
MSc Public Health and Health Promo-
tion online programme.  The Dean 
commented on strong enrolment and 
positive feedback from students      
regarding that programme, with      
another (January 2020) intake occur-
ring this month.  However, the Dean 
failed to mention that several         
colleagues who were tasked with   
developing that programme either 
have left CHLS or have left Brunel    
entirely.  Although the Dean has 
claimed to have heard only positive 
comments from staff members       
regarding that programme, the Dean 
is aware that trade union representa-
tives at the local and/or regional     
levels (including myself) have raised 
concerns on behalf of colleagues    
concerning the intense pressure and 
overloaded work-related burdens that 
resulted from the accelerated time 
demands that they experienced 
(apparently requested by the external 
online programme vendor and        
enforced by senior management with-
in CHLS). 

ONLINE/DISTANCE LEARNING 
UPDATE REGARDING CHLS ONLINE PROGRAMMES  

STANLEY O. GAINES, JR. 

CHAIR, BRUNEL UCU BRANCH 

18 JANUARY 2020 

www.ucu.org.uk 5 
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The issue of online programmes is a 
prime example of an issue that UCU 
Branch members had brought to the 
Branch Committee, with the result 
that (in partnership with one or more 
Regional Office reps) local reps took 
the issue to HR and senior              
management, helping to achieve     
results that promoted the welfare of 
our colleagues (whether UCU       
members or not) within CHLS.       
However, I note that the Dean never 
acknowledged trade union reps’ role 
in calling attention to concerns about 
the implementation and timing of 
online programmes within CHLS.   

Moreover (as I indicated in a previous 
message to the Brunel UCU member- 

ONLINE/DISTANCE LEARNING 
(S GAINES: ...CONTINUED) 

Coming soon in a corridor near you! Stop, say hello, pick up information and freebies! 

www.ucu.org.uk 

www.brunelucu.org 
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Join UCU now, it takes only 10 minutes 

online: https://www.ucu.org.uk/join 

Alternatively you can ring the          

Membership Team: 0333 207 0719  

For those who are members, you  

can keep your membership information 

up-to-date by visiting the UCU website: 

 https://ucu.custhelp.com/app/utils/

login_form  

Join UCU today! 

Unions are effective through the strength of 

their membership. Members can contribute 

in ways that suit their personalities, spare 

time, skills and capabilities. All queries on 

this subject will be warmly welcomed: 

cmaxfield@ucu.org.uk               

Upcoming UCU Events 

https://fundthefuture.org.uk/event/
organising-to-win/  

https://fundthefuture.org.uk/event/organising-to-win/
https://fundthefuture.org.uk/event/organising-to-win/

