Our newsletter is free to all members.

If you're not a member, please consider making
us stronger by joining. Fill in a paper form or
join online. Just ask a steward or follow our blog
from Staff Central.
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All our members should be
aware of our Annual General Meeting
on 6th March.
This is an important event, because it’s a
chance for all members to have a say in how
our branch operates, elect stewards and
officers and hold us all to account.
Being a union rep can be challenging, and all
our reps have volunteered to play a part in the
union, often in their own time. That doesn’t
mean though that ordinary members can’t
question what we’re doing and what we plan
to do, on behalf of all our members.
All branch officer roles are up for election to
serve for another year. If you’re interested in
being an officer then all you need is two other
members prepared to nominate and second
you. Most officer roles can be done as jobshares, and we’ll make sure you have training.
Stewards represent a group of members

across a campus. We currently have fourteen,
but we’re always happy to have more,
especially if you’re willing to be trained and
represent our members. Please have a think
about whether you’d like to volunteer.
If you fancy being an officer, steward or health
and safety rep, just give us a shout and we’ll
explain what’s involved in more detail.

At this year’s AGM we’ll have a speaker from
Wetherspoons who was involved in their
historic strike for a £10/hour wage and better
working conditions.
We’re also working on a video which we hope
to be able to premier at the meeting.
There’s lots of important issues to discuss :

Pay

Pensions

35 hour week

Review of higher education funding

Prospects for the future of the university
Please come and join us if you can.
Ivan Bonsell, Branch Secretary

Follow us...
Online: blogs.brighton.ac.uk/unison
Facebook: UNISON at University of Brighton
Twitter: @UniBtonUnison

Our blog contains a load of
information about who we are and
what we do. There are newsletters
covering the past year and articles
on what we’ve been up to.

All members can subscribe to the
blog, which means you get an
email alert when new information
appears.
You can subscribe here
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UNISON’s annual conference of higher
education branches and members took place in
Nottingham in January. Our branch was represented
by Dan Simmonds and Sian Williams as delegates,
with Alan Dilley there as a visitor and Sarah Pickett
and Ivan Bonsell attending as regional reps.

conference was our branch’s amendment on pay
dispute tactics and this did, quite rightly, provoke
some debate.
As we’ve written about before, an important aspect
of annual pay increases is not so much about what
you ask for, but how a trade union is going to make
sure that it delivers meaningful increases for all its
members (and non-members who are happy to
accept the benefits of our efforts.)

The conference is the decision making body for the
union, as far as Higher Education is concerned, and
aims to guide the Service Group Executive in its
work during the year, overseeing what branches are There was no debate on the substantive pay
doing and trying to develop the work of branches in motion, which commits the union to demanding an
delivering meaningful results for our members.
August 2019 pay increase of 3% plus whatever the
Seventeen motions were debated, most without
retail price index is (RPI, currently about 2.7%). This
much controversy. Many were committing the
demand is combined with a 35 hour week for
union to do various bits of campaigning over issues everyone and meaningful progress for all
of which members will be familiar, such as a 35
universities to eliminate the gender pay gap and
hour week, academy schools, pensions, outsourcing become living wage employers.
and equalities.
The amendment moved by Sian, on behalf of our
Part of the issue with UNISON conferences is the
difficulty of getting motions and amendments onto
the agenda. The Standing Orders Committee
decides what can and what can’t be discussed as
conference business. Of four amendments
submitted, only one was allowed and all three
emergency motions were deemed to not really be
emergencies. Dan and Sian met with the Standing
Orders Committee several times but they weren’t
budging on their decision. Our emergency motion
on how to deal with the outcome of the Augar
review of higher education funding was,
frustratingly, not discussed at all.

branch, would commit the union, in the event of a
pay dispute (which is likely because we’re not going
to be offered 3%+RPI without the threat of strike
action!), to organise a ballot of members on the
basis of a disaggregated ballot.
This is a way of dealing with the anti-democratic
Trades Union Act, which prevents unions legally
taking industrial action without a 50% ballot
turnout. A disaggregate ballot treats each university
pay claim as a separate dispute, which would mean
that we’d only need a 50% turnout here to take
action, rather than aiming to achieve it across all
universities.

The one amendment which did make it as far as the
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We’ve explained this before, in January’s newsletter
and elsewhere, but the view of our branch is that
this is a much better tactic than hoping to improve
on last year’s 31% turnout within a year. Having
another aggregate ballot nationally this year is
almost certainly a case of doing the same thing and
expecting different results.

Anyway, the debate took place with good
contributions on both sides, but our amendment
was lost by about 60-65% of the vote of delegates.
This means that there will still be some debate
about how to progress the pay claim, but it may be
that those of us who advocated a different
approach will have to wait until we can win the
argument.

Staff Development Review
As we write this, the University is re-launching the staff development review scheme. We have
been talking to Human Resources about this on and off for a year or so, and have reached
agreement on how this will be managed.
Obviously we’re dealing with a situation where the University wants a way of managing the
performance of its employees and we want a way of making sure that all members of staff have
a genuine chance to develop themselves, on a purely voluntary basis. (This could be related to
work, but not necessarily.)
There’s not necessarily a contradiction with this as long as reviewee and reviewer can meet
somewhere in the middle, but we want to see everyone given the chance to do the training or
courses that they want to, whether they relate to their work or not.
The new scheme will run from January to April each year, so every manager will now be
expected to complete an SDR for each member of their team by the end of April, unless they’ve
done one recently.
A reason for re-launching this is that for many people, the SDR process has become a
meaningless exercise, and that’s assuming that one took place at all. What was supposed to be
mandatory was often not happening, which suited some people but was very frustrating for
others.
One thing we don’t seem to get the University to agree on is the process for job descriptions
being updated and potentially re-graded. All we have for this is some “guidance for managers”,
rather than anything which would help you seek some sort of mechanism for agreeing changes
and then following that through with an application for a grade change if the changes justified
that.
We have to be clear that there’s no absolute right to insist that your job description changes, but
equally, if you’re working above your current JD as it’s worded, there’s no reason for your
manager to expect that to continue. If this has been happening for a while, we’d argue that you’re
due an honorarium.
We’d expect all our members to approach their SDR on the basis of an opportunity to agree any
JD changes and formally ask for training, or make it clear that training will not be necessary to
allow them to continue to do the job.
With that in mind, we’ve put together some suggestions on how you might want to approach your
SDR.
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Staff Development Review Checklist
Are you happy that your reviewer is appropriate, understands your job and will treat you fairly?
You have the right to object if you think someone else should be your reviewer.
Have you written a list of the courses which you would like to do?
If you have a prepared list then ask about course fees, time off for studying and exams and
get written agreement if possible, or at least written confirmation that you’ve formally made the
request.
Have you made some suggested changes to your job description (JD)?
No JD should be more than a few years old and the current, agreed JD should explain what
you do and the level of responsibility which your job carries. You should use this opportunity to
try to agree what changes should be made to keep the JD up to date.
What if your reviewer does not agree with the proposed changes?
Make it clear that you will stick to the existing JD but that you’ve registered your request to
make reasonable adjustments to reflect what you’re currently doing. If you’ve been working over
and above the written JD’s requirements then you could claim an honorarium for the time you
have been working at a higher level. If you really have a total refusal to agree any changes then
you could take out a grievance, in which case you should contact your union steward.
What if your reviewer talks about performance?
This is not an exercise in judging performance. If they really have a problem with your work
then there is a poor performance procedure which they should follow.

What if they won’t fund training/courses which I would like to do because they have no money?
We think that everyone should have equal opportunities irrespective of the financial
situation of the school or department you happen to be in. Challenge that decision and see if you
can find other situations where this has been allowed. They could be in breach of their duty to
apply equality to every situation.
What if the whole process is stressful?
We recognise that talking about your work and/or the volume and complexity of your work
itself can contribute to work-related stress. As we’ve pointed out before, the University has a
legal duty to monitor, identify and prevent its staff from being stressed. You should complete a
Stress Risk Assessment (available from the HR pages on Staff Central) and ask to discuss how
your manager is going to prevent you from suffering from stress. This could include postponing
the SDR until a later date.
What if I have a problem with my manager’s attitude or unreasonable expectations?
All members of staff have a right to raise a grievance over a work-related issue. This means that
someone else will look at your complaint and decide if you have a case and if things should be
done differently. If you want to raise a grievance it’s normally best to talk to a union rep first.
Any other questions?
Feel free to contact your local rep if you have any SDR –related issues to discuss.

Our ANNUAL

GENERAL MEETING will take place on

Wednesday 6th March at lunchtime in Cockcroft Hall.
All members are entitled to attend and we’ll provide a free buffet
lunch at 12pm.
The AGM is your opportunity to hold all branch officers and reps to
account and for the branch to agree collectively what our priorities
for the year ahead should be.
We will hold other meetings at City Campus, Falmer and
Eastbourne subject to demand for those who can’t make it, but
please try to come along if you can.
We’re happy to pay for transport costs and you should be allowed
time to attend if you ask your manager in advance.
If you want to attend, please complete the survey to tell us:



That you’re coming (!)



If you’re coming for lunch



If you have any special dietary requirements



If you have a question to ask, a motion to move, or anything else you’d like to let us know

The survey is available on our blog, or just follow the link from the email which all members
should have received.

Our blog also has information on how to nominate officers.
Please let us know if you would like to volunteer to get involved in the running of the branch.
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We’re pleased to have a Wetherspoons worker speaking at our AGM
Wetherspoons workers in Brighton pubs are celebrating a bumper pay rise following their historic
first strike in October . In addition to the pay rises announced, but not detailed, by JD
Wetherspoons in their profits warning 07 November 2018, they have been put on a higher pay
rate, earning an extra 60p an hour.
This win for the first workers to go out on
strike at Wetherspoons adds to the list of
victories the workers have experienced
since coming together into a trade union
and going on strike for the first time in the
pub chain’s history. Their actions have
benefited both themselves and workers
across the pub chain.


The annual pay rise was brought
forward from early 2019 to November
shortly after the strike was
announced.



Workers have continued to organise, expand, and build the campaign to create the change
they feel they deserve at Wetherspoons.

Victoria Jordan, a shift leader at the Post and Telegraph, said

“Managers told us we have no support, that we would be ignored and quickly forgotten about –
but we proved them wrong. If two pubs in the company can create this much change, imagine
what we will achieve as we grow. We are already winning.”
Chris Heppell, kitchen team leader at the Post and Telegraph said
“By organising into a trade union we’ve improved our pubs, won a substantial pay rise for
Brighton and changed things we couldn’t have changed alone. We’ve made the company listen
to us and take action. We will keep building our union. We want every Wetherspoons worker in
the country to be paid a wage we can thrive on. And to have a say in all of the decisions that
affect our working lives.”
Elsie Bradley Middle, a bar associate at the Post and Telegraph said
“The pay rise that has come into effect this month has shown that our organising really does
work. On top of the company wide increase, we’ve won an additional 40p pay rise for all Brighton
pubs. If we can achieve that with just two Brighton pubs striking imagine what we can do when
we continue to build and show our strength. This win is just the beginning, join us in the
movement.”
The campaign will continue to fight for a living wage of at least £10 an hour, including equal
wages for all ages, security of hours and for union recognition.
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Race discrimination – UNISON voices needed for EHRC survey

The Equalities and Human Rights Commission (EHRC) is running two surveys – one for higher
education staff and one for higher education students. They want to hear from staff and students
who have experienced, witnessed or helped in an incident of racial harassment from September
2015 onwards.
They also want to know how effectively reports of racial harassment have been dealt with.
You can access the EHRC survey from our blog.

Our branch is still supporting the Birmingham Home Care workers
The Birmingham Home Carers have been in dispute with their employer, Birmingham
Labour Council, for over 12 months and despite taking over 30 days of full strike action so
far the Council is still insisting on making substantial cuts to the service.
This includes cutting the hours of the home carers which will lead to a pay cut of between
£5,000 and £11,000 per year (for already low paid workers) and imposing unworkable
shift patterns. Additionally, this will be reducing a much needed and valued service to the
communities of Birmingham - a job which the Home Care workers take pride in.
You can find updates and information on the dispute via the Facebook page 'Support the
Birmingham Homecare Workers'!
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