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administrators, managers, computer staff, librarians and postgraduates. 

 The HE Pay High Jump 
We all get used to it: the dripping tap 
scenario.  

It could be the leaky gutter outside 
your bed-room window, brambles 
growing over your garden wall, the 
slowly mounting bill pile perched on 
the mantelpiece. Each little change is 
small and hardly noticeable, so we ig-
nore it and get used to it.  

We all know that our working condi-
tions in UK HE have been slowly, but 
steadily deteriorating for years. Over 
the last twenty years, casualisation has 

become a feature, not a bug in the  
university sector, with now more than 
half of UK academic staff employed on 
some form of insecure contract. Rising 
workloads are an all-too familiar and 
growing problem, forcing staff to now 
work on average 50.9 hours a week, 
and resulting in more than 25% of   
academic staff reporting unmanagea-
ble workloads. Nearly 50 years after 
the Equal Pay Act we still have a      
median sector gender pay gap of 
12.2%, and the glass ceiling shows no 
signs of breaking. In the last decade, 
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and fight, if we don't want to see 
these damaging trends continue. But 
to do so, we need to give UCU a   
mandate to pressure UCEA into      
negotiating nationally on these issue.   

Unfortunately, the Trade Union Act 
2016, designed to frustrate direct  
action, is not just a hurdle, it is a high 
jump. Expecting Branches to reach a 
50% turn-out threshold, which is not 
required for any council or govern-
ment election, stacks the odds against 
establishing a strong hand in UCU  
negotiations. It is essential that UCU is 
not paralysed and rendered ineffec-
tive.  

We really do need members to post 
that ballot paper. We need to keep 
reaching for that bar—and over it.  

It's time to stop the tap dripping. 

real-terms pay has fallen by 7.1-
10.8%, and the recent sub-inflation 
pay offer sees us losing even more. 

These changes happened slowly, the 
steady day-to-day deterioration in 
working conditions hardly noticeable, 
each drip of the tap ignored, until the 
bucket overflows. 

Imagine these changes had happened 
overnight. Imagine coming into work 
tomorrow and receiving an email 
stating that half of the permanently 
employed academics will be put onto 
insecure contracts, that everyone's 
workload will be increased by 45%, 
that female staff will have to perma-
nently accept 12.2% lower pay, and 
that everyone's pay will be reduced 
by 7.1-10.8%. You would be outraged. 

So enough is enough. We need to act  

The HE Pay High Jump...Continued 
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implementation policy. At this stage, we 
can report that the negotiation process 
has been positive.  

Negotiations are now coming towards an 
end, and  the timeline is to finalise a draft 
policy by the beginning of March.  

Brunel UCU has been working with the 
University to ensure that the draft policy 
will be as fair as possible and ensure that 
the WAM operates in the interests of 
members. For example, you will see on 
page 4 that Brunel UCU followed up on 
the goal of obtaining an alternative route 
to appeal  than that currently in place (ie 
not simply depending on a final decision 
made by the Dean). 

Once a draft policy has been finalised, 
members will be consulted on the con-
tent. Please watch this space, and do not 
hesitate to get in contact with any ques-
tions: cmaxfield@ucu.org.uk 

Brunel UCU has undertaken lengthy nego-
tiations with the University over the    
future formal implementation of WAM.  
The formal roll-out is intended at present 
to take place in September 2019 and sev-
eral departments were piloted last aca-
demic year whilst others are currently 
being used to  ‘test’ the WAM system. 

Workload is one of the biggest UCU cam-
paigns and it is detailed as an issue on 
your Pay and Equality ballot paper. UCU 
has also launched a new campaign called 
‘It’s your time’ with a new potential 
Branch role of ‘Workload Rep’. UCU has 
reported that the average working week 
for an academic is currently 52 hours a 
week, which far exceeds the Working 
Time Directive (48 hours a week). This 
heavily impacts staff stress levels as well 
as family/private life.  

Brunel UCU, alongside support from Re-
gional Office has been negotiating a draft  

WAM: Brunel UCU Negotiations 

https://www.ucu.org.uk/workloadcampaign


Workload Allocation Model 
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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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flaws: Firstly, the RPI measure of inflation UCU 

 

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  

 

[A follow-on from page 3]. UCU spoke at 

a recent WAM Steering Group about a 

need for an appeal  process and our con-

cern that the appeal would only be a re-

consideration by the Dean of the same 

college.  In the interests of fairness and 

transparency, UCU requested a process 

be in place whereby staff have the option 

to raise a grievance.   HR advised that the 

University’s Grievance Procedure was not 

open to employees where there was al-

ready an appeal procedure in place.  

Therefore the terminology in the WAM 

guidance needed to be clear if it was an 

appeal or not.   Given the consideration 

would involve the Dean rather than a 

panel, this process could replace the in-

formal grievance procedure, with the 

formal grievance procedure available to 

colleagues if their      concerns could not 

be resolved with the Dean’s involvement.   

UCU supported this approach. 
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The Chief Finance Officer advised that the 
figures for the end of the financial year 
have been approved by Council.  These 
show that income increased to £220.7 
million, helped by the increase in student 
numbers over 2016/17.  Research income 
was £22.7million, which was £1.7million 
higher than in 2016/17, and other        
income, which included commercial     
income, increased broadly in line with 
inflation by £1.1million to £46.4million.  

The University generated an operating 
surplus (surplus before other gains and 
losses) of £4.8million, which helped     
generate a net operating cash inflow of 
£23.2million.  This enabled the University 
to invest in the planned capital             
programme, to give a year end cash bal-
ance of 52.8 million. There remain a num-
ber of risks and issues such as the HE fees 
review and the ongoing uncertainty over 
Brexit, but it was reported that overall the 
University is in a sound position to meet 
these challenges and uncertainties. 

Reporting back on the Winter SCC. WAM Appeal Process  
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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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UCU are opposing the University’s inten-

tion to pay HPLs at a reduced rate for the 

time they spend completing Compliance 

Training; HPLs are required to successful-

ly engage with six modules. The proposal 

is currently for HPLs to be paid at roughly 

half of their normal hourly rate.  As a 

consequence, UCU asked to re-open dis-

cussions and HR replied that this was 

possible but asked for UCU to clarify the 

reasons for this request so as to under-

stand our concerns. 

There has been a recent decision by the 

government to abolish the Residency 

Application fee. However, before this 

news, UCU was concerned on behalf of 

EU employees and asked the University if 

there was an update on the reimburse-

ment process.  

 

 

 

HR advised that the Research Incentive  

Residence application fee for 

EU employees.  
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...The Voice of UCU 

Scheme had closed on 31st July.  Any 
new awards from this date will not      
receive a research incentive payment but 
existing eligible grants will continue to 
receive payments for the remainder of 
the three year period. The Awards for 
Excellence scheme is now open and 65 
nominations have been received.   

UCU commented that some employees 
put their Research Incentive Scheme pay-
ments into their WAT account to use the 
funding to pay for Conferences, including 
for PhD students.  HR replied that this 
issue had been raised during the consul-
tation and was a very valid point. HR was 
investigating whether Awards for Excel-
lence payments could also be placed in 
WAT accounts.     

UCU asked if the Research Incentive 
Scheme had an impact on the gender pay 
gap.  HR replied that it did, due to the 
higher proportion of payments being 
made to male academic colleagues.   In 
fact removing the RIS payments from the 
calculations removed the bonus gender 
pay gap. However, the gender pay gap 
results published next year would not be 
significantly different to the last report as 
the census date, 31 March, fell when RIS 
payments were still being made.  

The Director of HR confirmed that the 
Awards for Excellence Scheme had     
replaced the previous honoraria (one off 
payment) scheme but that the discretion-
ary increment scheme would continue in 
the usual way. 

 

 

Awards for Excellence &   

Research Incentive Scheme  

HPL training  
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16th January 2019  

Dear Professor Buckingham,  

We write with concern as to the recent 
developments regarding the USS pension 
scheme.  

Our Branch is aware that, arising from the 
JEP report and the decisions of UCU and 
UUK to endorse JEP’s recommendations, 
USS has stated that it will now undertake a 
fresh valuation of the USS pension scheme 
using March 2018 data. We are also aware 
that this new valuation requires partici-
pating employers to be consulted on the 
assumptions used to value the scheme’s 
liabilities; i.e. Technical Provisions (TPs), 
and it is from these assumptions that the 
level of contributions employers and mem-
bers will pay for pension benefits is deter-
mined (the USS draft TPs:  

https://www.ussemployers.org.uk/sites/
default/files/field/attachemnt/2018-
technical-provisions-consultation.pdf)  

The JEP estimated that if all its recommen-
dations were implemented, current bene-
fits (minus the match) could be secured for 
29.2% - 3.2% higher than the current 26%, 
but substantially lower than the 36.6% pre-
viously proposed by USS itself.  

In the new TPs, USS states that it is not 
persuaded of the case for two of the             
proposals made by the JEP - the postpone-
ment of de-risking in the first 10 years and 
the smoothing of contributions over two 
valuation cycles.  

However they also say that, even without  

implementing these two recommenda-
tions, contributions can be as low as 
29.7% if they can agree suitable contin-
gency arrangements with the employers. 
Without such agreement, contributions 
would be higher at 33.7%.  

We are aware that the USS consultation 
with the employers finishes in mid-
February. We wish to take this oppor-
tunity, on behalf of our Brunel UCU 
members, to ensure that this University 
will be calling for the full implementation 
of the JEP, including those recommenda-
tions that USS is not yet convinced by. 
This is in the interests of both sides since 
the more JEP recommendations that are 
implemented, the lower contributions 
can potentially be.  

To be plain, we seek assurances that this 
University:  

- calls for the full implementation of JEP 

- responds positively with a view to se-
curing the lowest contributions possible 
to discussions around contingency 

- supports further work by JEP to make 
proposals for a methodology for future 
valuations which would potentially have 
the support of all sides 

We look forward to your response which 
we formally request to communicate to 
Brunel UCU Members.  

Thank you  

Yours Sincerely 

Brunel UCU Committee 

www.ucu.org.uk 
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The Brunel UCU Committee Open Letter to 
Professor Buckingham re the USS scheme 

https://www.ussemployers.org.uk/sites/default/files/field/attachemnt/2018-technical-provisions-consultation.pdf
https://www.ussemployers.org.uk/sites/default/files/field/attachemnt/2018-technical-provisions-consultation.pdf
https://www.ussemployers.org.uk/sites/default/files/field/attachemnt/2018-technical-provisions-consultation.pdf
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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               

Rep 1: UCU reps induction, 
19-21 June 2019, London 

This course is aimed at all new UCU reps 
and branch officers as well as those who 
have yet to attend any training. We en-
courage all UCU activists to attend the 
first module of this course regardless of 
which role is held within the branch. The 
union is keen to attract activists from our 
equality strands (black, women, disabled 
and LGBT) and welcome applicants who 
self-identify in one of these areas. 

This course will cover the following: 

- the purpose of UCU, its structure, func-
tions and democratic processes, and how 
you can get involved 

- your role and other UCU roles within the 
branch 

- your rights as a UCU rep 

- how to apply a trade union approach to 
your work as a UCU activist 

- how to develop a local campaign 

- the relationship between organising and 
campaigning, sustainability and the over-
all effectiveness of the branch 

- changes to equality legislation and help 
to embed equality into your work as a 
UCU rep 

- how to apply equality good practice and 
UCU equality policy 

- the support available to you as a UCU 
rep 

Please get in touch: cmaxfield@ucu.org.uk 


