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The UCU addresses student workers forum
On 7 November, NUS-USI (which represents
students in Northern Ireland) and the Prospect NI
union held an event aimed at student workers on
‘employment rights and how to achieve them
collectively’. The session, entitled ‘Student
Workers: Know Your Employment Rights!’ and held
in Belfast Metropolitan College’s Titanic Quarter
Campus, was well-attended and had a variety of
speakers from trade unions and student
organisations. It highlighted the problems student
workers face, and how they can work together with
the trade union movement to solve them. There
were speakers from Belfast Met SU, Unite the
Union, QUBSU, the National Association of
Apprentices (NSA), BECTU and the UCU. Neil
Moore from Unite spoke on organising student
workers within the hospitality industry, and how
the recent victorious campaign over tips and pay at
TGI Fridays drew inspiration from McDonald’s
strikers in their fight for fair pay.
Neil argued for a ban on zero-hour contracts, a living wage of £10 an hour for all workers regardless
of age, and an end to harassment in the hospitality industry. Susan Fitzgerald, Regional Coordinating
Officer for Unite, also gave a rousing speech on the need to extend solidarity to student workers and
avoid a race to the bottom on pay and conditions. Agata Adamowicz from BECTU talked about the
Picturehouse Cinema strike. Picturehouse workers have been continuously on strike for the last three
years over basic employment rights, including the living wage and maternity/paternity leave.
Agata made it clear that the rights we enjoy
today were fought for and not handed down
as charity by the bosses.
Sean McNamee and Arran Cottam from the
NSA discussed the often scandalous working
conditions of apprentices, who straddle
awkwardly between worker and student
status, with little of the benefits of either.
Arran called on the trade union movement to
make apprenticeships their next big
campaign issue.
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Morris Brodie – talking on the successes of UCU action at QUB.
Photo credit Morris Brodie.

Rachel Powell, the QUBSU
Postgraduate Officer, discussed
the problems of organising
postgraduates,
who
are
underrepresented and underengaged in student governance
structures both locally and
nationally. She highlighted how
postgraduates often suffered
from stress and other mental
health issues due to financial
pressures
or
caring
responsibilities. Rachel also
spoke
about
the
report
produced by QUBSU and UCU
on
postgraduate
teaching
conditions in 2016.

I elaborated on this particular
campaign in my own contribution
representing the UCU, and how
UCU@QUB has achieved a degree of
success through the Policy &
Guidance on Teaching and Teaching
Support agreed earlier this year. I
highlighted the importance of selforganisation and thinking tactically to
achieve your goals.
The event was an unqualified success
and those in attendance were
inspired by hearing about the
successful struggles of others. There
are plans to hold another event
aimed at student workers and the
trade union movement in the near
future. I would like to thank Claire
Mullaly of Prospect NI and Olivia
Potter-Hughes, President of NUS-USI,
for organising the event, which was
live-streamed and is available to view
in full on the Prospect NI Facebook
page.
Morris Brodie

Sean McNamee and Arran Cottam from the NSA – arguing that
apprenticeships should be the next big issue for the trade
unions. Photo credit Morris Brodie.
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Royal Historical Society reports on equality issues
The society’s Second Gender Equality Report
Findings that women remain under-represented at
the senior academic levels within History
Departments will come as no surprise to anyone in
Queen’s where the same trend is visible in a number
of schools. History in QUB, currently with one female
professor (who is due to retire in 2019) and no
Readers, faces the prospect of having no female
historian at a grade higher than Senior Lecturer. Ten
years ago there were three female History
professors; how has this regression been allowed to
happen at a time when the university has promoted
its supposed support for the values of Athena Swan’s
Equality Charter?
Such a failure is far from unique to History in QUB;
the detrimental impact of the needless school
mergers in AHSS and the use of new academic
standards to decimate promotions in 2015 has been
noted in a previous newsletter (February 2018, pp. 67). Some progress has been made in promotion rates
in subsequent years but serious work remains to be
done in this regard.
In October and November 2018 the Royal
Historical Society, the leading professional
body representing historians in the UK,
published two timely and insightful reports on
equality in the historical profession.
Race, Ethnicity & Equality in UL History: A
Report and Resource for Change
This report raised awareness of the underrepresentation of BAME staff and students in
British universities and the lack of diversity in
curriculums. At first glance the report might
appear to have little relevance to Northern
Ireland, given the much lower proportion of
the population here from BAME communities.
Nevertheless, the increase in the number of
non-Northern Irish students in recent years
raises questions for all sectors within the
university, and not just History, about what
steps could be taken, both at university and the
wider community level, to make Queen’s more
attractive to students from a wider range of
social and ethnically diverse backgrounds.

Other issues of concern include the predominance of
women in casual and part-time posts, the detrimental
impact on career advancement of maternity leave
and caring responsibilities, a lack of transparency in
work allocation models, and, most disconcertingly of
all, the finding that almost half of respondents had
been affected by gender discrimination. Sexual
harassment and bullying (the latter experienced by
both men and women) also emerged as serious
causes for concern, and are issues that
UCU@Queen’s are also concerned about.
While both reports relate specifically to History, they
contain much that reflects the overall experience of
academic staff in our universities and here in QUB.

Marie Coleman
You can read the reports online at:
Race, Ethnicity & Equality in UL History: A Report and Resource
for Change
https://5hm1h4aktue2uejbs1hsqt31-wpengine.netdnassl.com/wpcontent/uploads/2018/10/RHS_race_report_EMBARGO_0001_18
Oct.pdf
The society’s Second Gender Equality Report
https://5hm1h4aktue2uejbs1hsqt31-wpengine.netdnassl.com/wpcontent/uploads/2018/11/RHS_Gender_Report_2018.pdf)
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Revising the academic promotion scheme
The university is taking
substantial steps towards
addressing the flaws in the
existing academic promotions
scheme. Some changes have
been introduced already this
year and the scheme will be
reviewed in its entirety before
next year’s scheme is
launched.

“we have received
a commitment
from
Management that
the application of
the Academic
Standards will
take all factors
into
consideration”
We welcome the changes
which will already be
implemented in this year’s
promotions exercise as a
step in the right direction.
Most significantly, we have
persuaded management to
revise the eligibility criteria.
According to the new
scheme, unsuccessfully
applying one year does not
disqualify you from applying
in the consecutive year.
Similarly, staff are not
expected to wait for three
years after their
confirmation in post to
apply.

Additionally, the new scheme, and
the message from our VC which
accompanied it, expressed a clearer
commitment to the holistic approach
and to the fact that there is no one
single factor that overrides all others.
This means that promotion is no
longer solely depended on attaining
research grants, and supervising a
PhD to completion as a first
supervisor is no longer an essential
condition for obtaining promotion.

Overall, we have received a
commitment from Management that
the application of the Academic
Standards will take all factors into
consideration, including, for instance,
the contribution staff make to
teaching and supervision, and will
demonstrate a greater sensibility to
discipline diversity. Other
adjustments will also be applied more
substantially this year.
The criteria for Lecturers/Senior
Lectures (Education), for instance, are
adjusted to comply with the
expectations of these roles,
maternity/paternity leaves and caring
responsibilities will be taken into
consideration when considering the
applications and appointment
percentage will be factored in for staff
on partial contracts. We are looking
forward to working with management
towards revising the promotions
procedures in the following year.

Below are some of the
recommendations our
Academic Promotions
Working Group has
compiled in preparation
for this process.
Currently, staff applying
for promotion are asked
to demonstrate that they
exceed the academic
standards of their school
or unit and meet the
university’s academic
profile of the grade that
they are applying for.
This actually means that
staff are expected to
perform above their
grade to be promoted.
Instead, progression
between ranks should be
granted to performing
well at the person’s
current role and rank. The
Academic Standards are
many times seen as
unattainable and deter
staff from applying for
promotion. Academic
Standards should be
regarded as aspirational,
not as the minimal
criteria.
Staff should not be
penalised for failing to
deliver on criteria which
are beyond their control.
Securing grant income,
for instance, is dependent
on a variety of factors
beyond the proposal’s
quality, such as funding

“staff are expected
to perform above their
grade to be promoted… progression between
ranks should be granted to performing well at
the person’s current role and rank.”
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councils’ priorities, academic rank,
institutional ranking and
reputation, and contingency of
reviewers. Similarly, the ability to
demonstrate experience in
postgraduate supervision is
restricted in some disciplines and
research areas where there is a
dearth of PGR students. The
expectation that staff will
demonstrate leadership is another
factor that needs to be revised.
The recognition of staff
contribution should expand
beyond the fulfilling of a small
number of roles. Staff should be
rewarded for demonstrating ‘good
citizenship’ more generally.
The current system has singledout certain roles as aligned with
‘leadership’ which are recognised
in the promotion application,
while fulfilling other roles is not
rewarded.
The number of leadership roles
has diminished with the reduction
in the number of schools. Staff
therefore have less opportunities
to fulfil such roles. Concurrently,
the responsibilities that are
allocated to other roles which are
not always recognised as
‘leadership’ has increased
substantially in the bigger schools.
Thus, staff contribution and
collegiality is demonstrated in a
greater variety of administrative
roles. Assessment of research
should focus on research quality
instead of on quantity alone. The
University will benefit from
encouraging staff to pursue
innovative and path-breaking
research instead of only rewarding
the attainment of a given number
of publications. Innovative and
path-breaking research is more
time consuming and is not as easy
to publish.

The University should also
ensure a greater
representation of underrepresented groups on all
promotion committees.
Given that this is expected
to increase the workload of
such staff, this should be
accounted for in WAMs.

Student evaluations should not
be used to assess the quality of
teaching. Student evaluations do
not reflect the quality of
teaching, but only the popularity
of the lecturer; they are also
prone to discrimination against
women, non-native speakers,
and minority groups.
Additionally, staff who
demonstrate their commitment
to teaching by committing to
greater teaching loads and
attaining recognition for their
excellence should be rewarded.
The new promotion scheme
should also be more sensitive to
equality concerns. Thus, staff
with disabilities, black and ethnic
minorities, women and other
under-represented groups
should be proactively
encouraged to apply for
promotion. Following
promotions, the university
should undertake an internal
equality audit and make the
results public. The University
would then be seen as taking an
active role in equality rather than
a reactionary one.

More generally, it would be
advisable to involve
external academic staff
(from outside the
university) in the
promotion procedures on
all committees. This will
demonstrate the
University’s commitment to
a fair and transparent
process. Similarly, the
current process gives much
emphasis to the use of
language, which
disadvantages non-native
speakers. Accordingly,
providing individual
consultation for staff
regarding the phrasing of
their application would
make it a much fairer
process.
I would like to take this
opportunity to thank the
members of UCU’s
Academic Promotions
Working Group, Marie
Coleman, Sean O'Connell,
Will Megarry, Tristan Sturm
and Evi Chatzipanagiotidou,
for their valuable
contribution and for their
time and effort in putting
together these
recommendations.
Merav Amir
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QUB saves money… due to staff vacancies
QUB is chronically underfunded and this is an
underlying cause of many of the problems
facing staff. Northern Ireland is the only
region in the UK which has reduced
government investment in HE in recent years.
Between 2009-10 and 2017-18, annual block
grant allocations from government to the NI
universities decreased by £34M – this
equates to some 16% in cash terms and 28%
in real terms. These funding cuts create a
competitive disadvantage for QUB against its
comparative UK universities. In real terms,
the funding per student has decreased by
7.4% from 2010-11 whilst funding per
student in England increased over the same
period. The funding gap is ~15% between NI
and England (see the chart on page 3).

“The average cost of a member
of staff remained static, and so
has dropped in real terms.”
This makes it remarkable that QUB had a
financial saving in 2016/17 and 2017/18. In both
years a major reason for the surplus is that
management has spent less than expected on
staff due to the large number of vacancies. This
begs the question “Why are QUB posts so
difficult to fill, especially for academics?”
QUB accounts for the year to 31 July 2018 were
approved by Senate in November. For the last
three years they have been in a new form
dictated by new accounting standards which
makes comparisons with earlier years difficult.
For routine ongoing activities the Consolidated
Income and Expenditure Account has been
replaced by the Statement of Consolidated
Income (see table) which contains different
elements. The most important of these are: Fair
Value Gain on Investments – which is the change in
the market value of our investments held – and
Actuarial Adjustment in Respect of Pension Schemes.

Both of these are only sums of money on paper and
may be very different if, and when, they are turned
into actual cash. For this reason most attention is
paid to Surplus before tax and fair value gain on
investments. This has jumped from £13.0M to
£22.1M. and is 6.2% of income compared to 3.9%
last year.
The Actuarial Adjustment in Respect of Pension
Schemes refers only to QUB’s own Retirement
Benefit Scheme for non-USS staff. USS, being a
multi-employer scheme, enters the accounts in a
different way. QUB has an obligation of £35.2M to
the USS pension deficit plan. 28% of QUB’s income
was Government Grants, 30% Tuition Fees &
Educational Contracts, and 26% Research Grants &
Contracts. The main parts of the £99.7M of
Government Grants are: Teaching £50.1M (a
decrease of 3.4% on the previous year), and
Research £33.9M (an increase of 4.4%). 44% of
QUB’s income is connected to teaching and 35% to
research. So why is Teaching the poor relation of
Research in the minds of managers?
The contribution to indirect costs from research
grants and contracts remained static at 17% despite
a high priority being to increase it to
20%.Expenditure on the core Estate is 4.9 % of the
Insurable Replacement Value. In effect this aims at
replacing every capital item in the University in a
little over 20 years, a very high rate of replacement.
In most recent years capital expenditure has been
even higher. The last similar figure for our Russell
Group comparators was 3.6%. In this year’s THE
Student Experience Survey Queen’s was ranked No
2 in the UK for high quality facilities. I suggest that,
once the new Students Centre has been
completed, QUB should cut back drastically on
building expenditure with the released cash being
used for staffing. Our student/staff ratio is worse
than our competitors.
Total Staff costs were up at £193.9M which is 54%
of income. This is the same % as in 2016/17, but
down markedly from 57% in 2015/16 and 59% in
2014/15. Allowing for the change in staff numbers,
the average cost of a member of staff remained
static, and so has dropped in real terms.
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2017/8
£M

2016/7
£M

2015/6
£M

2014/5
£M

Income

358.2

338.3

316.5

320.1

Expenditure

338.2

326.2

315.9

314.7

Surplus before other gains and losses

20.0

12.1

0.6

5.4

Gains on the disposal of fixed assets and investments

2.2

0.9

1.8

23.2

Surplus before tax and fair value gain on investments

22.1

13.0

2.4

28.6

Fair value gain on investment

22.8

40.0

4.3

34.8

Actuarial adjustment in respect of pension schemes

48.4

4.3

-25.6

-14.3

Total comprehensive income/(loss) for the year

93.3

57.3

(18.9)

49.1

Total comprehensive income for the year of
£93.3M has been added to QUB’s Reserves
which now stand at £565.8M, of which
£497.1M are unrestricted reserves. £852K of
the money set aside for the last Early
Retirement/Severance scheme remains
unspent. What do they intend to spend it on?
In 2017/18 income from non-governmental
sources increased by 8.5% to £248.9M. The
Corporate Plan has a target of £296.0M by
2021. For 2018/19 core government funding
for teaching and research was held at 2017/18
levels, representing a further real term
reduction of 3.6%.
DfE has presented QUB with a pessimistic
assessment of the potential funding outcome
for 2019/20 and asked the sector to scenario
plan for a further budget cut of 5%. In
response the University has emphasised that
budget cuts will result in further reduction in
student places exacerbating an already serious
situation.

NI is the only region of the UK that significantly
exports home grown talent with over 5000
students per annum leaving NI to access Higher
Education.
This net outflow of talent will inevitably undermine
the delivery of the priorities in the Executive’s draft
Program for Government (PfG) and Industrial
Strategy. The growth of a sustainable knowledge
economy requires an investment in graduates,
skills, research and innovation. Further
disinvestment in HE is wholly incompatible with
the draft PfG and the Industrial Strategy. There
are many benefits that a good university confers
on the community and QUB’s economic impact
has recently been analysed by London Economics.
We contribute £1.9 billion to the UK economy. We
need the politicians to make decisions on our
funding. Please bend the ear of any politicians
that you know.
Paul Hudson
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A report from the UCU Equality
Conference, 29th Nov-1st Dec 2018
Raising women’s health issues was a priority topic
especially with women going through the
The main themes of this year’s Equality
Conference were “Challenging the Hostile
menopause, as these colleagues may need
Environment” and “Women fighting back
additional support, consideration and reasonable
against oppression, violence and
adjustment in their workplace. This event was
discrimination”. The conference addressed
organised to plan strategies for a healthy
career barriers
workplace and to raise awareness of the nature
facing academics belonging to minority ethnic and character of racism, based on gathering
groups. Participants were encouraged to informinformation and sharing experiences with
themselves of the current policy development academics on the above topics.
in these key areas in order to enable them to beDiscussions were ongoing about establishing a
better placed to call for transparency and
robust method of collecting equality data in
fairness in the decision-making process.
Strategies on how to reduce discrimination and Further and Higher Education Sectors in a similar
racism in the workplace, and thereby replace way to the Higher Education Statistics Agency.
prejudice with acceptance, were considered.
During the sessions examples were given on how
“Participants believed that all to identify that discrimination is taking place,
educational institutions should ensure such as: Withdrawal of a job offer because of
that their facilities are free from all negative perceptions, reference to sickness or to
forms of discrimination with particular absence related to disability, through the sickness
of a staff member herself or her absence from
attention on the social context of anti- work to take care of a dependent for example her
Muslim racism.”
disabled son, etc.
Maternity pay, disabled staff pay, gender pay
equality, sexism, harassment at work, all carry
with them the negative impact of
discrimination in university settings. Advice on
measures taken against sexual harassment
were clarified.

Combating anti-Muslim racism was also
discussed. Participants believed that all
educational institutions should ensure that their
facilities are free from all forms of discrimination
with particular attention on the social context of
anti-Muslim racism.
Furthermore,
ways to challenge
workplace
bullying in general
and harassment
of
staff
in
particular
were
also discussed.
Eiman Abdel
Meguid
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Vacancies Remain and Insecure Employment Grows
The QUB accounts contain data on average staff
numbers by major category:
Average staff 2014/5

2015/6

2016/7

2017/8

Academic

1,145

1,098

1,053

1,100

Research

572

559

572

642

Acad. Related

628

704

726

795

Technical

293

898

906

960

Clerical

667

Other

446

430

453

452

Total

3,753

3,689

3,710

3,949

The vacancy level (proportion of posts unfilled) for
academics was 7.0% in 2014/5 rising to 8.6% in 2015/6
and 9.3% in 2016/7. For all staff the figures were: 5.8%,
7.5% and 9.4%. This is against a target level of 5%, which
is itself very high. All these vacancy levels are high
compared to other universities and other industries. The
reduction of the vacancy level has been a high priority of
management for several years. So far they have not
achieved it, and they estimated the average vacancy
level for 2017/8 would be 9.0%. This level of vacancies
throws crippling extra work on the remaining staff and
causes low morale. The Table shows growth for
Academic-related, Technical and Clerical staff which are
mainly locally recruited. However the improvement for
Academic staff (which are mainly internationally
recruited) is less. QUB management blamed the cuts in
HE funding in NI for the fact that Queen’s had a Student:
Staff Ratio of 17:1 compared to 14:1 for our peer group
of universities. This is only partially true; underfunding
causes fewer posts, but the fact that so many of them
are vacant is squarely the fault of management and
their treatment of staff. I am glad to hear that the new
management intends to address this.
Remuneration
£100,001 - £110,000
£110,001 - £120,000
£120,001 - £130,000
£130,001 - £140,000
£140,001 - £150,000
£150,001 - £160,000
£160,001 - £170,000
£170,001 - £180,000
£180,001 - £190,000
£190,001 - £200,000
£200,001 - £210,000
£210,001 - £220,000
£220,001 - £230,000
£230,001 - £240,000
Total

14/
15
24
15
10
4
5
1
3
5
3
2
1
1
1
75

15/
16
33
17
10
6
3
1
6
5
2
2
2
2
89

16/
17
28
23
15
6
5
3
2
3
4
2
1
1
93

17/
18
22
22
20
8
3
2
3
4
3
2
1
1
91

The biggest growth is in the number of Research staff. While
this is welcome, virtually all these posts are fixed-term so that
the proportion of staff in insecure employment is increasing.
Even more insecure are the teaching assistants, temporary
lecturers and other temporary staff. They are not included in
the table but the variation in their number is indicated by the
expenditure on them (2015, £6,446K; 2016, £5,533K; 2017,
£4,547K; and 2018, £4,716K). Clearly this cannot compensate
for loss of teaching strength caused by a drop of 3.9% in
academics over this period. Human Resources have
discovered 42 different types of contracts for Teaching
Assistants and other temporary staff.
They want to standardise these and they have agreed that all
teaching related work is explicitly paid for at standard rates.
This should result in better pay. Senior Management has also
expressed a wish to see more tutors transferred to fractional
academic contracts. We will watch next year’s figures to see if
these two improvements have materialised. There is some
evidence that these are being thwarted by junior managers
anxious to save money. By law the accounts must show the
number of staff being paid £100,000 or more excluding
employer’s pension contributions, but including NHS merit
payments and the NHS share of clinical Joint Appointments.
The people in the table would be the (Acting)V-C,
(Interim)Registrar, Administrative Directors, Pro-V-Cs, Clinical
Academics (who are paid NHS style salaries and are eligible for
all the NHS bonuses), and many Heads of School. A few very
distinguished professors are in the lower pay bands;
otherwise no non-clinical academic would get into this table
unless they were given a substantial payment for a
management role. What about the very top-paid managers?
By law the QUB accounts contain a figure for the total
compensation paid to Key Personnel (having authority and
responsibility for planning, directing and controlling the
activities of the University). We understand this was taken to
be the University Management Board (V-C, Pro-V-Cs,
Registrar, Director of Finance, Director of Marketing,
Recruitment, Communications and Internationalisation). Their
compensation was £1.563M in 2914-15, £1.642M in 2015-16,
£1.818M in 2016-17 and £1.697M in 2017-18. The drop in the
past year is probably due to there being an Acting V-C, an
Interim Registrar and an Interim Director of Finance. But,
even with that temporary drop, the total has risen 8.6% in
three years. Over the same time period the total cost of all
QUB staff rose just 2.5% and the average cost over all staff
fell 2.6%! We see that, when it comes to pay and other
benefits, there continues to be one rule for top managers
and another for the rest of the staff.
In 2015-16 our V-C was paid £258K plus £43K pension
contribution and £20K under salary sacrifice. Because of his
untimely death part-way through the year, it is impossible to
accurately tell from the accounts his annual salary in 2016-17.
In 2017-18 the emoluments of the Acting V-C were £220 K.
The new V-C has a basic salary of £295 K and there is an
additional £6K in employer’s costs. All V-Cs have the perks of
the V-C’s lodge, a university car and the staff to go with them.
Paul Hudson
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The Visas and Residency Landscape: QUB moves forward!
Parts of this article was
originally published on
December 19, 2018 by the
Times Higher Education
Magazine.
The Home Office is making it
very hard for me to lecture in
the UK.
In recent years, it has
substantially increased visa and
permanent residency costs to
help subsidise border security
and dissuade migrants,
academics from outside the
European Union included.
In the case of permanent
residency, or what the Home
Office awkwardly phrases
“Indefinite Leave to Remain”
(ILR), the cost has increased
59%, from £1500 to £2,400 since
2015, the year I moved from
Canada to Northern Ireland.
Moreover, to apply, the
applicant must surrender their
passport for up to six-months
unless they want to pay £3000
for same day service, which is
likely a necessity for the travel
required as an academic.
This is a hefty bill for an early
career researcher and costs even
more if the researcher has
dependents. Visa costs for a
child born in the UK to a non-EU
worker requires a visa, which
depending when you had that
child, will cost at minimum
£1,200 for a three-year visa.
Then there is the £600 health
surcharge, a 2015 policy which
serves to allay rightward
concerns that migrants are
abusing the NHS.
The total cost for a threemember family, from child visa
to permanent residency, is
£8,900.
Such debt disproportionately
affects early career researchers
whose pay is low relative to
other faculty.

This is especially true for the growing numbers of faculty
from working class backgrounds. Compared to my UK
colleagues, these costs force my family to consider if we
can afford to have more children.
In some cases these costs have aggravated the break-up
of families. Moreover, the Home Office since 5
November 2018 has surreptitiously privatized visa
processing to Sopra Steria. Yet another feather in the
cap of Tory austerity and in the name of specious
“efficiency” of the private market, international staff can
expect even more delays, more nebulous
communication with the Home Office, and higher
communication costs like emails.
Until the Home Office resolves this inequitable policy, UK
universities must provide significant provision to attract
diverse and world-class staff. However, most UK higher
education institutions do not have an official policy to
pay for visas or ILR. If universities do pay, it’s often only
on a retention or goodwill basis by heads of school.

Such arrangements leave a significant financial issue at
the discretion of an individual, with often stressful
consequences for staff and inconsistent outcomes
across schools and faculties. While initial visas (five- or
three-year visas plus the health surcharge) are often
covered through relocation cost allocation, a staff
member can be left to their own resources to pay for
visa renewals or ILR.
Universities that do pay these labour tariffs for staff
and dependents as a matter of policy include St
Andrews and Durham. Queen’s University Belfast, as of
2016 pay the £3000 in-person ILR for faculty members.
In November, Queen’s University Executive Board
tabled a new immigration policy to minimize the impact
of immigration costs for staff. Queen’s management
made a commitment to a “Best in Sector” immigration
assistance scheme, the details of which are still being
negotiated. They seek to continue Queen’s family
friendly policy track-record because they want to
attract top-class global scholars to Northern Ireland.
Brexit has complicated the matter. Potentially new staff
hires from EU states post-Brexit will also require visas.
The widening-out of these exorbitant costs across the
EU will discourage future EU applicants to UK
universities.

This will compound the
“brexodus” effect, where
a few thousand EU
academics have already
left and a further threequarters of EU academics
are considering leaving
the UK, according to a
YouGov poll,
commissioned by the
University and College
Union, from 2016.
If universities are to
maintain their
international profiles,
covering the cost of visas
and ILR to recruit or
retain staff will be costly.
Such profiles are
important for prestige.
The percentage of
international staff are
often favourably
considered in various
international university
rankings, including the
Times Higher Education
World University
Rankings’ “international
outlook” criterion.
International faculty are
also often called upon for
university marketing
materials, with
institutions promoting
their diversity as lures for
international students
able to pay higher fees.
International staff can
only continue to enrich
the lives of students, staff,
and community alike if
they are not put at a
severe financial and
familial disadvantage.
UK universities that
recognise and value
international staff by
offsetting the increasing
burden of visa and ILR
costs, will become more
attractive, diverse, and
inclusive homes for the
world’s best scholars.
Tristan Sturm

Your chance to pick up some
strike memorabilia!
Last year, the UCU at Queen’s took
part in a historic strike – weathering
wind, rain, and cold to win a fairer
deal on pensions. Despite these
adverse conditions, the strike
became an opportunity to get to
know our fellow academics better –
through the strike choir, knitting
group, Alternative University, or
simply hours of huddling for
warmth outside of the Lanyon
building.
If you ever feel nostalgic for those
days, or want something to
remember it by, now is your
chance! Often the coming weeks,
we will be clearing out the contents
of the UCU office in Lanyon South
(beside the senate room). If you
want to pick up some memorabilia
from the strike – a flag, a placard,
or even a cat mask – come by the
office between 1 and 2 on Tuesday
22nd of January . If you would like a
memento from the strike, but are
not able to make it between those
times, e-mail the us at ucuofficers@qub.ac.uk, and an Officer
will be happy to let you into the
office and take whatever catches
your eye.

