
1. Report from Branch President 
 

I was elected as President of the local association in 2019. In 2020, due to the pandemic hitting, disrupting 
the ability to organise, UCU nationally called for AGMs to be postponed. As such this is my first AGM report 
covering two years in role. I am standing for the position of President again this year to see through the 
work begun during this period. 

Industrial Action: 

In 2019 the branch voted to take part in national strike action over both USS pensions, and pay and 
conditions. The turnout on the ballots and the subsequent majorities illustrated once again that our branch 
is amongst the most committed when it comes to standing up for our collective rights.  

Turnout on pickets was extremely healthy and remained strong until we locally cancelled them for the final 
two days with the outbreak of the pandemic. Considering the strength of the branch response, the national-
level results were disappointing, however, as there was not the movement on either issue hoped.  

Nevertheless, locally, real progress was made as, alongside the strike action, negotiations took place with 
University senior management that led to the publication of a joint statement containing important 
commitments. These included negotiated joint agreements on anti-casualisation and the gender pay gap 
by the end of the 2021 academic year. The statement also established a willingness to open greater space 
nationally on pay and pensions.  

This was a victory for members’ collective effort, moving the University of Bath into a progressive position 
within the sector. It also concluded the action with Bath UCU in a stronger working relationship with 
University management than before, having demonstrated an ability to engage in good faith on both sides. 

Pandemic: 

The Covid-19 pandemic dominated most of this period, impacting almost all areas of members’ lives and 
employment. The University put in place weekly meetings between HR and the joint trades unions 
specifically focused on the Covid-19 response, which I have attended as branch president alongside Michael 
Carley as our Health & Safety Officer. 

Health & Safety 

Michael has led for UCU on H&S, dealing with the need for risk assessments and the enforcement of safety 
measures – his expertise has been vital and the branch owes him special recognition. 

Academic Workloads 

Following an announcement by the Deputy Vice Chancellor that academic workloads would be ‘rebalanced’ 
to decrease allocated research time and increase teaching time the Committee responded strongly, leading 
to an opening-up of discussions that after a great deal of (frankly unnecessary) effort secured written 
guarantees in key areas: (i) regarding the temporary nature of these measures; (ii) minimum levels of 
research time for faculties; (iii) protections for probationary staff and those applying for promotion; (iv) 
commitments for H&S and Equality assessments.  



These form the basis of ongoing engagement on academic workloads as we head into the next semester, 
where workload pressures remain, exacerbated by a hiring ‘chill’ that leaves fewer people doing more work. 

Online Teaching 

This issue of academic workloads and H&S link together in the issue of ‘blended’ teaching. At the national 
level UCU called for all teaching to be moved online where viable to do so. As a result, branches across 
England entered into dispute with their employers over the continuation of elements of in-person teaching. 
Locally, the committee consulted with members to gauge their views with the result being a ‘third way’, 
endorsing the national position that teaching should move online while holding-off from raising a dispute.  

My sense is this approach was linked to a general perspective that Senior Management were working with 
the campus trade unions on issues linked to H&S. Such good faith will run out, however, if action there is 
no action on workload. 

Cost savings  

With the pandemic outbreak the University entered into a first round of negotiations with the campus trade 
unions on ‘cost savings’.  

These talks proved more contentious than expected when trades union reps were presented with a list of 
potential cuts that they were then told they could not share with members, being asked to only consult on 
a small number. This made any meaningful consultation impossible. Offered access to financial information, 
the trade unions further came to the conclusion that there was no immediate need for the proposed cuts, 
that financial strains are long-term issues requiring long-term discussions. These views were communicated 
to members in a series of joint communications.  

A second series of negotiations on a new round of ‘cost savings’ began at the start of 2021 with proposals 
to delay increments and promotions. The trade unions consulted with members, seeking more financial 
information, holding to a line that they would oppose the imposition of such measures unless convinced 
they were financially necessary. The negotiations concluded with the withdrawal of the proposals – an 
outcome extremely important for members dealing with real terms pay cuts. 

A positive to come out of these talks is an offer from Senior Management to have more regular sharing of 
financial information, so that trades unions have longer-term understanding of the situation – hopefully 
avoiding sudden shock presentations of proposals in the future.  

The recent cuts have been less severe than elsewhere, however they leave the workforce forced to do more 
with less following the departure of staff under a Voluntary Exist Scheme and a recruitment ‘chill’. We have 
avoided the threat of wide-scale redundancies; however, while not directly linked, redundancies have taken 
place across the University in Executive Education amongst others. This threat is never off the table. 

Negotiations: 

Members of the branch negotiating team are currently in the midst of three separate negotiations: 

Anti-casualisation 

Having agreed a joint statement of aims, the first round of negotiations on anti-casualisation concluded 
with the introduction of small fractional contracts for Graduate Teaching Assistants and their roll out across 



departments. Also linked to these talks was the change of Teaching Fellows on Grade 7 and above to 
Lecturers (Teaching), gaining academic status for the first time and with it, improved employment rights.  

The second and ongoing round has focused primarily on researchers and the University’s response to the 
new Research Covenant. As these talks are ongoing we are not at a point to share proposals with members; 
however, as a member of the negotiating team, I believe these talks are taking place in good faith, progress 
is being made, although I am concerned at slowness of progress linked to resource allocation following the 
pandemic. 

Professorial Pay 

Negotiations on Professorial Pay began in 2020. Led by Peter Hall, as Professorial Rep, the negotiating team 
has undertaken a first round of consultation and feedback with members. A second round is currently set 
to begin. As things stand all is on schedule and as a member of the negotiating team my sense is that the 
University is treating it as a priority. 

Gender (Equalities) Pay Gap 

Secured by UCU’s strike action in 2019-2020, these are joint-union negotiations, with UCU represented by 
Fran Amery and Sarah Parry. As branch President I have not been directly involved, however progress is 
reportedly positive. 

USS: Pensions Working Group 

While not direct negotiations, another positive development this year has been the formation of a joint-
union/management Pensions Working Group, on which I am sitting alongside James Davenport, our 
Pensions Officer. James is one of the most knowledgeable individuals in the country on pensions and we 
are lucky to have his expertise. Through this forum I am happy to say a joint statement was developed 
regarding UUK’s consultation on USS; there remain differences between the University and trades unions 
on USS, however this points to a desire on both sides to find common ground where possible. 

Consultation and Engagement: 

UCU has been involved in formal consultation on several important policy documents over the past two 
years. As President I have worked with committee members to oversee consultations/engagement on 
lecture capture (which went to full membership consultation), the social media code, dignity and respect 
policy, apprenticeships policy, menopause guidance, the whistle-blowers policy, and currently the sickness 
policy.  

UCU has also gained formal positions on Court (following joint-union negotiation), the Climate Action 
Research Advisory Group as well as the Climate Action Education Advisory Group, and has an invitation to 
join the Race Equality Taskforce. UCU is also involved in ongoing meetings related to the provision of 
Refugee/Asylum Seeker scholarships, to which we contribute with the Marie Morley Scholarship, joint-
funded through our members’ subs. 

Casework: 

A priority this year has been to rebuilt caseworker capacity – this was extremely important after we lost 
Cynthia, our longstanding and expert casework coordinator, via the Voluntary Exist Scheme. I am happy to 



say that we have six new caseworkers trained, including myself and the VP; and are in the process of 
practical shadowing of cases. This places us in the strongest position with regards to trained caseworkers 
in recent branch history. Alongside trainees new systems have been put in place to link together the 
casework team and better track ongoing cases to identify patterns in the present or future. 

Committee: 

The postponement of the 2020 AGM hit a sever blow to the committee when, following the Voluntary Exit 
Scheme, and members leaving the University by other routes, we lost a significant number of committee 
members – with a large amount of institutional memory. After an appeal went out, I was delighted to have 
members volunteer for co-option into key roles, including as caseworks – I would go so far as to say that, 
from my relatively brief time on the committee (three years, of which two are as President), we have 
functioned better than ever before. I will not name names here, but I could list off achievements for 
everyone involved. From newly designed websites, organisation of documents, regularisation of 
caseworker meetings, fresh insight as members of JUCNC and negotiating teams, I have never felt so well 
supported as branch President. I know we are losing a number of committee members again this year and 
I’d like to sincerely thank them for their work and wish them well. 

The future: 

The HE sector finds itself under near constant threat from the Government. Changes to fees could bring 
significant dangers to non-STEM finances, raising dangers that employers will respond with redundancies 
(as being seen already across England) or seek to shift staff from E&R contracts to E only. 

The USS pension scheme continues its appalling management, made worse by a pensions regulator who 
seems to actively wish it ill. This issue is not going away and there are limits to what can be achieved locally. 

The introduction of the ‘Bath blend’ brings new opportunities and threats and we need to vigilant, using 
the new recording capture policy agreed this year that we need to make sure this is not abused to alter 
working patterns against members’ wishes. 

Pay and conditions remain deadlocked at the national-level. It depends to be seen what recommendations 
come out of the next HE Special Conference. 

Personal level: 

Six months into my role as branch President I became a father for the first time. Juggling responsibilities as 
an academic, and a father, alongside trade union responsibilities – all during a global pandemic. All this 
being the case, I’m particularly proud of what has been achieved. 

2. Report from the Vice-President 
A summary of what I have been working on this year: 

• Part of a team of union negotiators, with Sarah Parry of UCU and reps from Unite and Unison, in 
discussions with the University to address the gender and other pay gaps. We have recently 
secured a joint statement of intent (https://www.bath.ac.uk/announcements/a-joint-statement-
on-the-gender-pay-gap/) and are working towards a collective agreement on addressing the pay 



gap by the end of the academic year. We will shortly be circulating a members’ survey to assist us 
in this work. 

• Also a member of teams negotiating on anti-casualisation, professorial pay, and cost-saving 
measures. 

• Member of the University’s Period Dignity working group, although this has been inactive since 
summer 2020. 

3. Report from the Interim Secretary 
The new way of working has provided an opportunity for the Branch and, being forced to move all 
meetings on-line has presented some challenges and opportunities. On-line meetings have been more 
regular than they were in the past and members attend in larger numbers than previously. The committee 
continues to meet regularly (monthly), with ad hoc meetings if specific issues arise. 

4. Report of the Membership Secretary 
Current branch membership (as of 21st May) 
Total = 752  
Composed of 668 Full members, 65 Student members, 8 Attached and 11 Retired 
 
The branch has experienced a 9% fall in membership since March 2020. However, there has been 
a significant expansion in membership over the longer term (up 39% since Dec 2016). 
 
Historical figures  

 Dec 2020 Dec 2019 Dec 2018 Dec 2017 Dec 2016 
Total 810 803 768 578 542 
Full  696 713 664 524 507 
Student  92 83 86 46 32 
Attached  10 3 13 6 2 
Retired 12 4 5 2 1 

 
Membership by Employment function 
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