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Pay re-ballot 2018-19: should we still be outraged? 

You will all have seen the ballot results for the 
Pay and Equality Ballot 2018. Nationally, UCU 
achieved a 42% turnout, the highest our union 
has ever achieved in a national Pay ballot, but it 
was not enough to leap over that 50% legal 
threshold. Brunel UCU reached a turn-out of 
35%. 

Members may also be aware that UCU will be 
re-balloting in the New Year. This time the     
results will not be dis-aggregated. All Branches 
need to improve on their ballot returns if any-
one is to get over the finish line. 

You may be wondering at this point, is it worth 
my time?  Should I still be outraged?  

The facts still stand that the latest pay offer of 

2% does nothing to restore ground lost against 
inflation (a real terms cut of 21% since 2010) or 
to address gender inequality or precarious em-
ployment in the sector.   

More importantly, not passing that finishing 
line fragments our power to enforce national 
collective bargaining, a forum that employer’s 
are increasingly reluctant to engage with, and 
which is of vital importance for all employees 
across HE. 

So in the run up to the re-ballot please keep in 
mind these wider issues and our collective  
bargaining power. You give us that power 
whenever you vote. 

As to that 50% hurdle? Let’s get over it. 
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These calculations are pegged to the  aver-

age pay in the sector (which according to 

the most recent THES survey was £40,449 in 

2015-16, corresponding to point 38, which 

is now £41,212). These calculations show 

that, since January 2008, our inflation-

adjusted salaries have fallen by 7.1% when 

using CPI as a measure of inflation, and by 

5.3% when using CPIH as a measure of   

inflation (compared to by 10.8% when using 

RPI as a measure of   inflation and by 4.9% 

when using RPIJ as a measure of inflation). 

Thus, to both match inflation and recoup 

the cumulative loss of inflation-adjusted pay 

over the last 10 years, our pay would need 

to   increase by at least 7.6% (when using 

the CPIH measure of  inflation). 

As such, even if we use a more accurate 

measure of inflation and a more reasonable 

benchmark year, UCEA’s pay offer of 2% still 

falls disappointingly short: it does not match 

inflation and does not address the cumula-

tive loss of income we have sustained over 

the last 10 years. Moreover, this pay offer 

comes at a time when universities are    

reporting record surpluses (3) and while VCs 

and senior management salaries continue 

to rise well above inflation (4). We should 

indeed be outraged. 

Bianca de Haan, Committee Member 

1. https://www.ons.gov.uk/economy/
inflationandpriceindices/articles/
shortcomingsoftheretailpricesindex-
asameasureofinflation/2018-03-08  
 
2. https://drive.google.com/file/
d/1p6W1LMawhP_rAN5a7gncW1csIvvBMckz/
view 
 
3. https://www.hesa.ac.uk/data-and-analysis/
publications/finances-2016-17 
 
4. https://www.timeshighereducation.com/
features/times-higher-education-v-c-pay-survey-
2018  
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SCC Meetings... 
The Staff Consultative Committee meetings are a platform for directly influencing    

University policies and procedures in order to make a positive difference for staff and 

UCU members. The UCU Branch at Brunel puts forward its position, concerns and   

recommendations on a wide variety of issues, looking to improve the long term      

welfare of those affected by proposed changes, and acting as the voice of UCU     

members. The SCC consists of the University Senior Management Team and represent-

atives of the four recognised Trade Unions: UCU, Unison, GMB and Unite. Here, we 

report on some important discussions affecting the UCU membership. 
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Financial Update  

money would have been saved if they 

had not made the staff cuts? The Univer-

sity advised that they could not answer 

the question without checking.  The HR 

Director advised the business cases for 

the restructuring programmes went   

beyond staff savings as there was a need 

to invest in areas for growth and to   

modernise working practices. For the 

coming year there was a significant chal-

lenge to deliver the surplus needed to 

invest in the estate.  To meet this surplus, 

and OfS requirements, the University 

would be looking at non-pay efficiencies.  

 

UCU proposed a pay freeze for senior 

management, i.e. the VC, Provost and 

three PVCs.  The University advised any 

pay increases are determined and       

approved by the Remuneration Com-

mittee which includes external members 

and approves the pay of the VC and her 

direct reports. 
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The University advised that the 2017/18 

prediction is for a 5.2 million surplus, 

which could possibly rise to six million by 

the end of the year.  For the next financial 

year a surplus of seven million is recom-

mended with a cap on expenditure of 

19.7 million. The Office for Students    

requires a six year forecast. 

The University also advised the recruit-

ment budget is the same as last year; the 

University is doing well with international 

and PGT students, but not so well with UK 

and EU students.  Some Universities are 

lowering fees and apprenticeships may 

also impact on student numbers. A review 

is being carried out on fees, (they are cur-

rently £9,250), and a report will be con-

sidered in the autumn.  

UCU asked that in light of the recent re-

structuring programmes, how much  

Reporting back on the Summer SCC. 

Senior Mgmt Pay Freeze  
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Throughout the post-TxP era at     
Brunel, senior managers have used 
restructuring exercises as means   
toward cutting jobs.  This is not to say 
that Brunel has cut costs in the pro-
cess.  As far as the Brunel UCU 
Branch Committee have been able to 
ascertain, the creation of new posi-
tions in senior management – com-
bined with substantial, higher-than-
inflation pay rises for one or more 
senior managers – has essentially  
negated whatever loss in expendi-
tures Brunel might have achieved in 
their effort to make lower-level staff 
members redundant.  In any event, 
many Brunel employees will recall 
that, during the 2016-17 academic 
year, the Brunel UCU Branch led the 
way in fighting to minimise (if not to 
eliminate) the prospect of job cuts via 
restructuring exercises.  Our UCU 
Branch utilised Section 188 of the 
Trade Union Labour Relations 
(Consolidation) Act 1992, as well as 
redundancy guidelines from ACAS, in 
seeking to protect employees from 
job losses.  

Even as the Brunel UCU Branch were 
busy combatting job cuts during       
various restructuring exercises in 
2016-17, several of our Branch’s 
caseworkers became aware of an ad-
ditional set of proceedings that senior 
managers   increasingly have been 
using as means toward putting lower-

2016-17, several of our Branch’s 

caseworkers became aware of an  

additional set of proceedings that 

senior managers increasingly have 

been using as means toward putting 

lower-level jobs at risk – namely, the 

proliferation of capability proceed-

ings.  Unlike restructuring exercises 

(which ostensibly target positions 

rather than employees per se),       

capability proceedings target individ-

ual employees who supposedly are    

unable to carry out their jobs.  More-

over, unlike restructuring exercises, I 

find it difficult to identify a specific UK 

employment law or ACAS document 

that provides clear-cut protection to 

employees who are subjected to   

capability proceedings.  The closest 

that ACAS comes to providing such 

protection for employees in general, 

to my knowledge, is a brief statement 

in the ACAS document on disciplinary 

and grievance procedures (i.e. capa-

bility proceedings should be            

governed by the same Code of     

Practice that ACAS has issued regard-

ing disciplinary and grievance        

proceedings). 

www.ucu.org.uk 
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From Restructuring Exercises to Capability  

Proceedings: Job Cuts by Any Other Name 
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Last year senior management, including 

the VC, took a voluntary pay freeze, 

which had to be approved by the Remu-

neration Committee who has to deter-

mine if this was appropriate.  Senior pay 

is not settled until other employees have 

had their pay increase approved and it is 

the same budget, i.e. not a higher       

percentage for senior management. 

However, the University concluded by 

stating that the institution has to offer 

appropriate pay to encourage new senior 

members of staff to apply to come to 

Brunel. In conclusion then, there will be 

no freeze for this financial year. 

UCU asked if the University will take 

steps to close the gender pay gap in the 

next four years. The Director of HR     

advised the changes in the bonus system 

will help but Brunel has a disproportion-

ate number of men to women in senior 

and academic roles partly due to the  

focus on Engineering and STEM subjects.   

The University was indeed taking steps to 

reduce the pay gap but it was likely that 

this would take several years and work 

would be needed to encourage female 

school leavers to pursue a career in    

engineering. The gap will not therefore 

be closed in four years. 

Gender Pay Gap  

www.ucu.org.uk 
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...The Voice of UCU 
 

UCU noted that there was an informal 

arrangement with HR to look at working 

conditions and remuneration for hourly 

paid lectures and we stated that we  

would like to make it more formal with a 

focussed working group of SCC members.  

The HR Director agreed to convene a 

small sub-group which could report to 

the SCC with Neil Turner and Hazel Rob-

inson to lead. This group will review HPL 

terms and conditions. 

The Dean of CBASS advised following 

strategic reviews of Music, Film and Jour-

nalism they would be starting a consulta-

tion period on the challenges facing   

Music due to falling student numbers and 

the potential options moving forward – 

this could potentially include closing  

music as a subject on its own although 

there may be an option to include music 

in other subjects. UCU raised a concern 

that the University had not consulted 

properly prior to making a decision on 

the future of Music.  The Dean replied 

that consultation would be commencing 

shortly and agreed to arrange for the 

business proposal to be circulated to  

union colleagues.  Please see page 4! 

Dept of Arts & Humanities 

HPL Terms and Conditions  
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In May 2016 the Music provision at Brunel 
underwent a Strategic Review. Two distin-
guished Music colleagues from other uni-
versities, both of them older white men, 
spent a day in a room in the Eastern Gate-
way, meeting senior members of the uni-
versity and CBASS management and inter-
viewing a range of staff and students from 
the Department of Arts and Humanities. 
They did not, however,  visit any of the Mu-
sic teaching spaces elsewhere on campus.  

In October 2016 a report was produced, its 
principal recommendation being that the 
Music team develop a new undergraduate 
degree. That was duly done and the first 
cohort of students was taken onto this pro-
gramme in the current academic year, 2018
-19. Meanwhile a series of staff changes 
took place within the Music team. In May 
2016 the Music team consisted of nine full-
time staff and one lecturer on a fractional 
contract; over the last two years five of 
those colleagues have left, replaced by two 
lecturers on 0.5 contracts. 

The announcement in May 2018 that Music 
was to be considered for restructuring 
came, therefore, somewhat after the 
event, as a de facto restructuring had al-
ready take place. Nevertheless the Music 
team engaged in the consultation process, 
at the end of which it was decided that 
another new music undergraduate pro-
gramme should be developed. Since the 
initial position of senior management with-
in CBASS had been that the university 
should stop offering undergraduate       
programmes in music, this was a very posi-
tive outcome. 

A number of factors contributed to this 

change of heart. The support of the UCU 

was vital, offering strategic guidance and 

advocacy to the Music team. A lack of co-

herence in the management position may 

also have helped: it became clear during 

the consultation that HR’s designated pro-

cesses had not been followed and in the 

crucial meeting with all the different    

parties involved it also emerged that HR 

and CBASS management had divergent 

understandings of some key aspects of the 

process.  

Most important of all, however, in secur-

ing a future for music at Brunel, was the 

Music team’s extensive network across 

the UK HE sector and their willingness to 

work with senior management to create a 

new programme for Brunel that will both 

offer something unique to students and 

also make an appropriate addition to Bru-

nel’s portfolio. A strong subject team 

ought to understand best what might 

work in the national context and, in a con-

sultation process in which that subject 

expertise is recognised, it is possible to 

achieve really significant developments. 
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Restructuring and how to survive it 
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Instead, the Dean talked repeatedly about the 
need to secure higher levels of REF funding 
and NSS scores.  Branch Committee members 
responded that the Dean should not be     
surprised if colleagues end up filing complaints 
because of the (mis)use of the CLS Strategic 
Plan (which never was submitted to the Brunel 
UCU Branch for consultation).  The Dean    
responded by telling Branch Committee    
members that we should reassure our      
members that their job security is not under 
threat.   

However, we responded that the proof will be 
in the pudding, so to speak (e.g., we cannot 
offer such reassurance when the Dean himself 
has refused to rule out using the Strategic Plan 
in capability proceedings).  Our Branch will 
need to keep close watch on this particular 
issue; and we cannot rule out the possibility of 
other College Deans following the lead of 
CHLS. 

Statement taken from the Chair’s AGM report 
2018. For more info:  cmaxfield@ucu.org.uk 

CHLS Plan: https://intra.brunel.ac.uk/s/
planning/Documents/2018-19%20CHLS.pdf  

The CHLS Strategic Plan from 2018-19 through 
2020-21 contains numerous ‘aspirations’ (e.g., 
individuals’ YourView ratings of 3.75 or higher 
and production of a minimum of one 3-to-4* 
research output every year) that – according 
to colleagues who have completed their latest 
probationary reviews – seem to be treated as 
targets that, if not met, could have important 
implications for colleagues’ job security.   

Branch Committee members already had   
expressed concern that the  
‘aspirations’ (which the Dean of CHLS has also 
described in person as “guiding principles”) 
could be used to trigger capability proceed-
ings.  Perhaps the most disturbing develop-
ment is that – despite receiving numerous 
opportunities from Branch Committee      
members to state unequivocally that the CHLS 
Strategic Plan will not be used in a way that 
threatens colleagues’ job security, the Dean 
refused to commit to such a statement.  

Implications of CHLS Strategic Plan for the job security 

of staff who are deemed to have failed the College’s 

“aspirations”/”guiding principles.”  Stanley Gaines. 

https://owa.ucu.org.uk/owa/redir.aspx?C=chPrYL0DDmUdfquGX6zqkEUbyw8jtWwfInc_vrpBqoyQh4vVMUrWCA..&URL=https%3a%2f%2fprotect-eu.mimecast.com%2fs%2f4VYZCMjQ0ijWOkfwbONL%3fdomain%3dintra.brunel.ac.uk
https://owa.ucu.org.uk/owa/redir.aspx?C=chPrYL0DDmUdfquGX6zqkEUbyw8jtWwfInc_vrpBqoyQh4vVMUrWCA..&URL=https%3a%2f%2fprotect-eu.mimecast.com%2fs%2f4VYZCMjQ0ijWOkfwbONL%3fdomain%3dintra.brunel.ac.uk
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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               

Brunel UCU Committee 

Roles: 2018-2019 

Brunel UCU held its AGM on the 21st 

November 2018, and the following roles 

were confirmed for the upcoming        

academic year: 

President - Stanley Gaines  

Secretary - Neil Turner  

Treasurer - Pam Alldred  

Equality Officer - Satyesh Shah  

Membership Secretary  -Christian Heitsch 

Communications Officer - Bianca de Haan 

Anti-Casualisation officer – Claire Lines 

Committee Member - Mike Wayne 

Committee Member - Stephen Smith 

Committee Member - Tom Linehan 

 

Pensions Rep – Vacant 

Postgraduate Rep -  Vacant 

Teaching Fellow Rep - Vacant 

Rep for Part-Time staff - Vacant 

Professional Services Rep - Vacant 

Health & Safety Rep – Vacant 

BAME Rep—Vacant 

 

Brunel UCU has dedicated facilities 
time (paid time) for UCU elected 
officers.  If you were interested in a  
vacant role, you may be entitled to           
reasonable paid time off and facilities to 
undertake union duties and attend UCU 
training.  

If anyone would like more information,  
contact: cmaxfield@ucu.org.uk 


