Our newsletter is free to all members.
If you're not a member, what were you thinking?
Now is the time to join!
Fill in a paper form or join online. Just ask a
steward or follow the link from Staff Central.
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2019-20 Pay Consultation Results:
University of Brighton - 82% to REJECT on a 56% turnout
Nationally - 67% to REJECT on a 40% turnout
I’m sure our members are getting tired of
voting over pay, but the last time we asked
you to vote was a consultation on whether to
progress to a dispute and launch a formal
postal ballot over pay.
As a result of this, all UNISON members at the
vast majority of universities will be asked to
vote again, this time by post (because the anti
-trade union laws are designed to make it as
difficult as possible for us.)

Ballots will go out to members, posted to
home addresses on 9th September and need
to be returned by 30th October.
It is absolutely crucial that we get a decent
turnout. If we get fewer than 50% of the ballots
returned, we can’t legally take any action,
irrespective of the result, so we’ll be making a
concerted effort to make sure that all our
members vote.

Since this is a national aggregate ballot, we
also need to achieve a 50% turnout nationally.
It’s not good enough to get 50% here if other
university members don’t vote in sufficient
numbers.
What will make life easier is that UCU will be
balloting over the same issue at the same
time, and we hope other, smaller university
trade unions (Unite, GMB, EIS) will do the
same. So the message is, if you’re a trade
union member at a university, please make
sure you vote!

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

University of Birmingham UNISON branch shows the way

Noisy, colourful and good humoured pickets strike for decent pay
Birmingham University is one of a handful who are not part of national pay bargaining for
support staff.
UNISON members are demanding improved pay after management imposed its pay offer, and
calling on the university to become an accredited living wage employer.
“We already know that members have turned to food banks to feed their families,” says the
Birmingham University UNISON branch. “Many low-paid staff only work 15 hours per week and
often hold several jobs to make ends meet.”
The university offered staff a non-consolidated one-off payment of 1% of their salary, or £100 if
that was more, for this year’s pay round.
This “was rejected out of hand by our branch – it simply wasn’t a decent offer,” said union
regional organiser Rick Tudor.
The employers then came back with a “slightly improved” offer, just hours before the second
round of action. This would add an extra 1% to 1.2%, which would be consolidated, to the
national employers’ offer for 2019-20 (1.8%).
The union met management, but Mr Tudor reported: “We still don’t have a decent offer in relation
to the current pay round and still no offer on becoming foundation living wage accredited.
“We will be continuing our campaign over the summer to keep the pressure up on the university
and we’re planning further action for September.”
Our branch sent solidarity and a donation to the strike hardship fund and we’ll continue to
support trade union members taking whatever action is necessary to secure decent wages.
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Dear Ivan & branch,

Thanks again for your message of solidarity last month. This week we’ve taken our third day of strike
action in our local pay dispute, a first for any industrial dispute for our branch. We’ve called out members
who have never taken action before and had a fantastic atmosphere on all three days of strike action – as
you can see from the videos on our YouTube channel https://www.youtube.com/playlist?
list=PLPbpPRNAGza2EGOdB50_LT_Il4PDY36NK or search for Unison University of Birmingham
Being able to offset the cost of industrial action for our lowest paid members is essential at this point in
our dispute – we’re coming up to the first payroll date after the strike and if we can pay the vast majority of
claims we receive we can build our leverage and our members confidence as we continue with the
dispute.
Thanks again and solidarity!
Mike
Joint Branch Secretary
Birmingham University UNISON

You can follow the dispute at their branch website here: uobunison.org.uk/home

Preparation for our pay ballot
We need to make sure that every member receives a ballot paper, fills it in and
remembers to post it.
At every stage of this process, something can go wrong (!), and if ballots are not
returned on time then this risks not being able to act on the wishes of our
members.
Between now and the start of September, we need to check that we have your
correct address on our system to prevent ballots being posted to the wrong place.
We’ll be emailing members to check postcodes, or you can update all your details
that we hold about you by visiting My UNISON. Let us know if you need your
membership number to register.
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Joint Negotiating Committee
It has a boring title, but this is the meeting that we attend with UCU to talk to senior
managers about the things that matter to us.
It happens three times a year and we sometimes resolve issues, occasionally have a argument
and often agree to disagree about what would be best.
Ultimately, we’re trying to improve working conditions for our members (and non-members) and
they are trying to run the University as cheaply and efficiently as possible, so it’s not surprising
that we have different priorities.
At the meeting we had in June, we did the following:


Asked the University to declare a climate emergency and commit to reducing carbon
emissions (they are still considering this….)



Talked about our response to the proposals to charge for car parking (as I write, we’ve still
not see the outcome of the consultation)



Agreed to talk about the UCU proposal to introduce a single job description and agreed
working arrangements for staff involved in demonstrating (we’ve started talking about this
now, but we have concerns about the “single job description” part)



Asked about what was happening with Careers/Employability Service (there are no plans
for a restructure, although changes are being considered alongside everything else)



Agreed to submit suggested changes to the Whistleblowing Policy (we weren’t best pleased
that this had appeared without any discussion with the unions)



Asked for the University to submit a contribution to the government consultation on
proposed changes to the LGPS for universities and colleges (see opposite)



Signed off the new policies and procedures for Grievances and Bullying & Harassment
(these will be re-launched in the Autumn)



Reviewed the progress of the new Flexible Working Requests policy one year after
agreeing the latest version



Agreed to continue to talk about the use of Fixed Term Contracts and how they should be
managed



Received reports on Securing Our Future, student recruitment and voluntary severance

What’s concerning is that for many of the issues we want to talk about, progress can be
hopelessly slow. We come to the meeting with written questions and demands and are often told
that this is something that they will have to think about.
If we ask for something a week before the meeting, we’d expect to have an answer at the
meeting and chance to discuss it. What normally happens is that UEB tell us that they’ll get back
to us.
Our next meeting is not until November, although we have a support staff only SSCIG meeting in
September. We’ll be starting the 2019-20 meetings on the basis that we want to have some
answers and some movement on the things we’re looking for, and not for them to be kicked to
some indeterminate point in the future.
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Consultation on the planned changes to the Local Government Pension
Scheme has now ended. After asking that the University tell the government what a
terrible idea it would be to allow universities and colleges to refuse to offer
membership of the LGPS to new starters, they submitted this:
Affordable quality pensions are a key element in an employer’s benefits package. The LGPS
is highly valued by staff and we are keen to ensure that any future changes do not
undermine the benefits that staff have accrued and will continue to accrue under the
scheme. A small number of University employers have already decided to employ staff via
alternative organisation forms with the consequence that those staff are not in LGPS. The
University of Brighton would be keen to ensure that any increased flexibility wouldn’t have
a negative impact on those currently within LGPS, or represent a risk to the overall
scheme. The value of pensions to
individuals as motivator and retention tool
should be considered as part of this
consultation in addition to the cost and
contributions by staff and employers.

UNISON is committed to fighting to
retain the LGPS for all support staff.
The proposals are a way of saving
money and creating a two tier workforce
with worsened conditions for new staff.
If they get away with this, apart from
weakening the whole scheme over
time, eventually the protection of LGPS
membership for existing members will
go as soon as we are in a minority. It’s
important that all trade unions
campaign to protect the pension rights
for all.
5

2019-20 Pay
As many members will already know, we should have had a pay rise on 1st
August. As usual, this is delayed as trade unions are in dispute over what that
should be. As we all know, anything less than inflation is a real terms pay cut.
The reason for the delay in sorting this out is that UCEA, the employers’ negotiating
body, make sure that talks start late in the year and are dragged out for as long as
possible so that we’re faced with having to ballot our members over the final offer
in the summer.
In recent years, they take advantage of the fact that it’s not sensible to ballot until
most staff are here, in September at the earliest, by which time the final offer is
imposed in a deliberate attempt to undermine our ability to campaign for something
better. We’re looking at ways to change the timescale so it’s not always to their
advantage.
This year’s final offer is 1.8%, with some additional increases for those on grades
1, 2 and 3. This is well short of what we asked for and still not close to the level of
inflation. We think our members deserve better than this.
Grade

1

2

3

Spinal
Point

5
6
7
8
9
10
11
12
13
14
15
16

Current
Annual
Salary
£

Proposed
Annual
Salary
£

17,079
17,079
17,408
17,751
18,189
18,688
19,202
19,730
20,275
20,836
21,414
22,017

17,361
17,682
18,009
18,342
18,709
19,133
19,612
20,130
20,675
21,236
21,814
22,417

Increase

£
282
603
601
591
520
445
410
400
400
400
400
400

1.7% *
3.5%
3.5%
3.3%
2.9%
2.4%
2.1%
2.0%
2.0%
1.9%
1.9%
1.8%

*The current spinal point 5 is matched to spinal point 6 so that the University fulfils its
commitment to pay its own employees at least the National Living Wage.

Ballot papers will be posted to all members employed directly by the
University around 9th September.
Please make sure you return yours by 30th October to have your say in what
we do next.
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