University of Bath UCU

Anti-Casualisation Claim: October 2018

Introduction

The issue of the use of insecure contracts in the higher education sector now has a very high
public profile. This is a national priority issue for the University and College Union, and also one
for this branch at the University of Bath.

We believe that we have a common interest in improving the contractual terms of employment of
staff in higher education. While a few individuals are likely to find them appropriate to their
circumstances, the truth is that for the majority insecure contracts have a seriously detrimental effect
on the wellbeing of university staff.

In a UCU survey of staff on insecure contracts, over half of respondents (56%) said that they had
struggle to pay the bills. Nearly two-fifths had had problems keeping up with mortgage or rent
commitments and three in 10 had had difficulties putting food on the table. This is one major reason
why whenever they are surveyed, staff invariably express the desire for more secure

employment.

Finally, staff on insecure contracts also tell us that their fixed-term and casual terms of
employment place major obstacles in the way of them delivering the quality support their
students deserve. Mounting pressure on staff has thus far been mitigated by their extraordinary
efforts to maintain a high standard of education. But this cannot be expected to last forever

unless action is taken.

Once damaged, reputations are very hard to rebuild. Students coming into the higher education
system deserve to know that the people that make their education possible are being employed
on contracts, pay rates and terms and conditions that enable them to do their jobs properly. A
good student experience is not guaranteed by the quality of a building but by the quality of the
educational experience. At the University of Bath, according to the latest HESA data, 47.2% of
all teaching staff are on insecure contracts. 56.4% of all academic staff are on insecure

contracts, putting Bath in the top quarter of HEls on UCU’s insecurity ranking.*

1 UCU, ‘Precarious contracts in HE - institution snapshot’, UCU, accessed 16 October 2018:
https://www.ucu.org.uk/article/8154/Precarious-contracts-in-HE---institution-snapshot



https://www.ucu.org.uk/article/8154/Precarious-contracts-in-HE---institution-snapshot

University of Bath UCU is calling for a JACNC Sub-Group consisting of UCU and University of
Bath management representatives to discuss this Anti-Casualisation Claim. Bath UCU
considers this to be a matter of negotiation between the University and UCU. It is important that
negotiations are conducted in a structured and timely fashion, with measurable actions resulting

from the negotiations.

Negotiations should be conducted with a view to seeking agreement by February 2019.

Bath UCU is looking for agreed action regarding the following:

1. Statement of intent
Our claim is for the university senior management to agree a joint statement with UCU which:

a) Agrees to a joint review of relevant policies and working practices;

b) Accepts the need for time-limited negotiations to agree actions, and appropriate timescales for
those actions to be completed within;

C) Includes recognition of the need for the University to provide leadership across and within
departments, and to commit sufficient resources (people and money) to achieve this

objective.
2. An end to the use of worker or zero hours contracts

The University guidance of the appropriate use of hourly paid workers provides examples
of when a casual worker contract might be appropriate. These include, for example,
unexpected sickness or special events. However, this guidance also makes clear that
such contracts ‘...should not be considered as an alternative to proper business
planning...” and that ‘Hourly paid contracts are rarely appropriate to run the core business

of a service..’

Bath UCU believes that the University has been systematically using such contracts as
an alternative to proper business planning, and for the delivery of ongoing ‘core’
business. Additionally, the very significant number of those employed on such precarious

contracts at the University of Bath should be a concern to all of us.



Our Claim is for:

a) All GTAs to be granted full employment status with the associated employment
rights.

b) All other staff currently engaged through worker or zero hours contracts to be
offered fractional contracts or, where student demand is evidenced as being
unpredictable, hourly paid contracts with established hours and a duration of no

less than 1 year, with employee status.

3. Hourly Paid Teaching Fellows

UCU acknowledges the progress made so far in respect of the transfer of hourly-paid
Teaching Fellows to permanent fractional posts, and the commitment made to ensuring
that, where Teaching Fellows have worked >0.2 FTE for two years, and the work is
ongoing, they are offered such contracts.

However, we are extremely concerned about what we understand to be the University’s
position in respect of hourly paid Teaching Fellows on variable hours ‘permanent
contracts’. In reality, it appears the University states that a contract only comes into being
when a Schedule of Assignment is agreed and that, between these schedules of
assignment, there is only a non-contractual framework in place and that these TFs do not
retain employee status. These are probably the worst contracts we have come across for
hourly paid teaching fellows. Significant numbers of these staff have given many years
of loyal and committed service to the University, and to deny them ongoing employee
status (with the associated employment rights) and continuity of service should be a

source of shame for the University,
The continued reliance on precarious, insecure hourly paid contracts to deliver teaching
has a detrimental effect, not only on academic careers and well-being but also on

teaching quality.

Our Claim is for:

a) Continuing the process of ensuring that all hourly paid Teaching Fellows are
offered an equivalent permanent fractional post, matched against appropriate
role profiles, when they have worked at least 0.2 FTE over the last 2 years if

the work they have been undertaking is ongoing.



b) For this process to be carried out twice a year, as has been agreed with UCU,
and for data on this fractionalisation process to be provided twice-yearly to
JACNC members.

¢) Hourly paid Teaching Fellows to be given contracts with established hours

and a minimum duration of 12 months, with employee status.

4. Reduction of the use of Fixed Term Contracts

Bath UCU is seeking a commitment to a joint review of existing polices for the
employment of staff on fixed term contracts. We note that the latest available HESA data
indicates that the University employs a very significant proportion of staff on such
contracts, across both the E&R family and in Academic-related/Professional services
staff.

In addition to the negative impact on staff and students in respect of the use of fixed term
contracts for teaching staff, and those in Academic-related roles, Bath UCU is concerned
about the continued use of these contracts for employing research staff.

We note, for example, that the University’s guidance on ‘Engaging people for work’ states
that possible reasons for a fixed-term contract may include ‘Funding’. Other Universities
(for example, University of Bristol) have recognised that fixed-term funding is not in itself
a justification for the use of fixed term contracts for research staff, and have revised their
policies to make open-ended contracts the default for these staff. The recent Concordat
Strategy Group Response to the Independent Review of the Concordat to Support the
Career Development of Researchers, acknowledged the review’s identification of
problems that arise from the use of time-limited contracts for research staff and

encourages greater use of open-ended contracts.

Our claim is for:

A review of the use of all Fixed Term contract arrangements with a view to reducing

their use and creating greater job security and continuity of employment for staff

5. Unpaid Labour

Postgraduate students at Bath who teach, and support student learning, have told us that

they are consistently required to undertake work which is not appropriately recognised or

‘counted’ and which results in them regularly carrying out unpaid labour.



Our claim is for:

A review of current working practices for GTAs, and PhD students in receipt of
bursaries/stipends, that currently result in unpaid labour being carried out, in order to

identify agreed actions to address this situation.

6. Agreement on provision of specific facilities time

Conducting effective negotiations on improving employment will require a significant
commitment of time from reps and in particular those on insecure contracts. Therefore our claim
includes a call for agreement on a specific allocation of paid time off or, in the case of hourly
paid staff, paid time on, to allow our representatives to meaningfully participate in the processes

around and within these negotiations.

7. Terms of agreement to be incorporated into university policies

UCU believes that the terms of agreement reached following negotiation should be incorporated
into the university’s policies. It is important that the negotiations are conducted in a timely fashion
and that the objective should be to reach agreement by the end of the February 2019, with
implementation of agreed actions arising out of review of policies and working practices no later than
September 2019.

8. Implementation, monitoring and review

The provisions of the agreement reached should be disseminated in a manner that provides for
uniform application across the university. Managers should be fully trained on the provisions of
this agreement. The terms of the agreement should be monitored and reviewed after 24 months
through the JACNC.



