A SWAN action plan from the champions at the SNBE
The month of International Women’s Day is upon us (8 March 2019), and
the SWAN Champions of the School of Natural Built Environment (SNBE)
want to remind our fellow comrade UCU Members of practices that not
only move toward gender equality, but also recognise the power
embedded in gender relations that respect the multiplicity and uneven
responsibilities and roles that disproportionately affect women.
The SWAN Co-Champions of SNBE submitted our Bronze application in
late-November 2018. Some key actions from our plan we feel could be
utilised across all scales in the university:

- Core hours for meetings now 10am-4pm
- SWAN to be included as an agenda item for all meetings
- Appointment of a School Mentoring Champion
- Individual SWAN actions to be included in appraisal 'objective setting'
-

Appraisers to report to SMB common issues emerging from appraisals so that actions to address these can be put in

place
- All job applications to include wording agreed with HR (“our school welcomes applications from women, trans, etc.)
- Two women per annum will be funded to complete a leadership course
- PGT bursaries for women made available
- Research clusters to arrange an annual 'writing successful grant applications' workshop
- Reading lists on all module guides to include the first name of author
- Mandatory PGR training (by differentiation) - 'Time management' & 'Life balance' workshops
- Increase the share of women appointed as teaching assistants, external examiners etc.
- Increase the share of women in senior management roles (though this shouldn’t be weaponized to force women into
these positions)
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Black staff and students matter! – page 8
Your constituency reps – page 10

We recommend you familiarize yourself with the full
SWAN Action Plan of your own School and make
progressive gender relations an everyday action in your
own careers. A work place that respects gender and the
disparate and uneven power-dynamics therein, is a happy
and productive workplace.
Aileen Stockdale & Tristan Sturm

Athena SWAN champions at the SNBE

Happy International Women’s Day!

Update from USS: The pension
discussions drag on
What is at stake in these discussions
is what you pay for your USS pension
in the future and the benefits that
those payments will provide for you.
The benefits that you have earned so
far in USS are safe.
The employers are being consulted on
the proposed assumptions for the
April 2018 Valuation. In particular
USS is asking employers about the
amount of Risk that employers are
willing to support in funding the
scheme and the contingent support
they are willing to provide.
UCU has accepted all of the
suggestions of the Joint Experts Panel
(JEP) set up jointly by UUK and UCU.
UUK has also accepted all of the
suggestions subject to clarifications
on Risk. The JEP suggestions led to a
possible 29.2% contribution rate for
the 2017 Valuation but, using
updated data, would lead to a
contribution rate c26% for the 2018
Valuation according to the report by
the actuaries AON to UUK. The
calculations in the USS consultation
document are based on providing the
present level of benefits (apart from
the 1% Match). USS has not
incorporated all of the JEP
suggestions. The very best scenario
would result in a total contribution
rate of 29.7% of salary, split 20.4%
employers and 9.3% members. But
this USS scenario is dependent on
the employers providing Contingent
Contribution to USS if finances turn
out worse than predicted.

If the employers are unwilling to
provide this, the total contribution rate
could be as high as 33.7% (split
23%:10.7%). If the employers regard
this as too high, then the benefits
would have to be cut.
On 12 February Queen’s UCU met with
QUB management to urge them to
agree to Contingent Contributions as
the better option. These higher
employer contributions would be
required only if the USS finances
became significantly worse than
predicted. The alternative is indefinitely
higher contributions and/or lower
benefits. This would not be acceptable
to our members and would lead to
further industrial action. QUB
management shared our wish to keep
the contribution rate below 30%, but
could not commit to Contingent
Contributions because they did not
know what form it would take or what
would trigger it. Neither UUK nor USS
had made any concrete proposals. For
these reasons the Consultation closure
had been put back to mid-March.
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USS has not suggested what form of
Contingent Contribution would satisfy
them and the Pensions Regulator. USS
has now formulated eleven principles
that any acceptable arrangement for
Contingent Contributions should
satisfy. It was left to UUK to come up
with a concrete proposal for
Contingent Contributions. On 27
February UUK sent a consultation
document to employers saying that,
because of the special structure and
rules of USS, they (like UCU) did not
consider Contingent Contributions to
be necessary. However, in order to
satisfy the USS Trustee and the
Pensions Regulator, UUK made a
proposal for Contingent Contributions.
The deadline for employer responses is
13 March. We will seek a meeting with
management before then to discuss
QUB’s response.
Even when a consensus of employers
is achieved, agreement with UCU is
needed. The employers want USS
members to pay a share of any
Contingent Contributions. UCU rejects
this because, under the rules of USS,
the employers are responsible for any
funding shortfall. And then the Pension
Regulator will want quantification of
the reduction in Risk provided by
Contingent Contributions. Finalising
the 2018 Valuation may take a long
time.

Many of the possible
outcomes… would lead to
renewed industrial unrest”
In the meantime, just as in Brexit, the
clock is ticking towards an outcome
that few want. Under the 2017
valuation members’ USS
contributions go up to 8.8% and
employers’ to 19.5% in April 2019.
These are due to go up to 10.4% and
22.5% in October and, finally, to
11.7% and 24.9% in April 2020. If
sufficient agreement has been
reached between UUK and UCU about
the 2018 Valuation, the Pensions
Regulator might allow the October
increases to be postponed pending
the implementation of the April 2018
Valuation. In the USS document Risk
is purely financial risk, and we would
expect the pension provider and the
employers to take a wider view of the
risks attached to any changes and to
consider the impact on members of
the scheme and on the recruitment,
retention and morale of university
staff. It was this impact that induced
the recent strike action. USS is still
being recklessly prudent. Many of the
possible outcomes are unacceptable
to members and would lead to
renewed industrial unrest. Employers
need to apply common sense to the
problem and overrule the financial
hawks in UUK and USS.
Paul Hudson
Pensions adviser to the UCU at QUB
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Admin Role Inflation: The Case of
Directors of Education
In recent years we have been witnessing a worrying process affecting academic staff across
the University whereby staff are spending increasing portions of their time fulfilling
administrative roles. In some parts of the University this has come about as a result of the
restructuring process and the establishment of much bigger schools, and is also due to a
cutting back on staff in professional services. Yet, it is also connected to an increase in the
requirements and responsibilities associated with many of the admin roles which are under the
remit of academic staff.
The role of Directors of Education (DEs) is a case in point. UCU has conducted consultations
with DEs across all three Faculties. Following these consultations, UCU has identified that
fulfilling this role puts DEs under considerable stress and unmanageable workloads. Staff
members who have put themselves forward and take on these roles are finding that it has
serious consequences for their wellbeing and is harmful for their career progression.
Consequently, it is increasingly difficult for Heads of Schools to find people who will take on this
important role. This has also meant that the important process of shaping and strategizing the
delivery of education is hampered, as DEs do not have the time or the availability to perform
what was supposed to be at the core of this role.
At the same time much of the decision making capacity and the ability to carry out changes has
been relegated to Faculties. Consequently, DEs are no longer able to make strategic decisions
regarding the courses under their responsibility and are not given the tools to carry out the
changes they wish to implement. The role has therefore turned into a compliance assurance
exercise for the most part.
The increase in the volume and scope of tasks which are under the responsibility of DEs is the
result of school and faculty restructuring, changes to existing protocols of compliance and the
introduction of new procedures. These include responsibilities for programme evaluation
(CAPE), Teaching Support (NSP), compliance with international student visas (Tier 4),
Marketing, Placements, Student Surveys, Programme Accreditation, Student and Staff
Wellbeing to name just a few.
Another source of stress which is associated with these tasks relates to the fragmented system
of data management at Queen’s. Accomplishing many of these tasks is proving to be even
more burdensome by the lack of accurate and reliable data which this type of reporting
requires. Thus, the gathering and verifying of data alone is many times frustrating and
unnecessarily time-consuming.

4

To address the concerns that a reviewing of the role of DEs has exposed, UCU calls for an
implementation of the following changes:

1)

Support -As the volume of tasks that are now under the responsibility of DEs has
substantially increased in recent years, this role is no longer feasible for one person to
perform adequately. We therefore recommend enhancing the support the role receives
both from professional services and from other academic staff. This would mean in
investment of Schools in dedicated admin support and a consideration that the role of
DEs overseeing a large number of programmes would be shared by more than one
person: a lead DE and a deputy DE. Appointing a deputy DE could be part of succession
planning that could reduce the difficulty in getting people to take on the role and would
facilitate smooth transitions. The deputy DE would know that they will be taking over as
DE while having an opportunity to shadow over a number of academic year cycles. Having
a deputy DE would also provide contingency against illness or other circumstances in
which the DE in post is temporarily unable to perform their import duties.

2)

Streamlining of procedures - The University should perform a review of the roles and
responsibilities which are currently allocated to DEs in consultation with DEs. Current
practices cause unnecessary duplication of procedures. For example, DEs are required to
complete Programme Specs in December while changes to the programme are not
approved until later in the following year. This means that the Specs that are submitted
are inaccurate as they do not reflect these changes.

3)

Data management - In many instances there is a problem accessing data using the
existing data management systems. Much time and effort are therefore wasted in the
attempt to collect and verify the data needed for reporting. The University should invest in
simplifying the existing systems, and in resourcing data management and data entry.

4)

Compensation - There is currently no standard practice across schools and faculties
which would allow DEs to perform their role adequately. Consequently, the fulfilment of
role requirements demands that DEs prioritise this role at the expense of their research,
their professional development and other responsibilities as academics. In addition for
getting support, DEs should get substantial relieve from teaching duties to allow them to
perform their role without having to put their careers on hold.

5)

Reward - As the role of DEs has grown in scope and volume, the University should
recognise the important contribution of this role by rewarding DEs through promotion and
rewards. The successful accomplishment of a set period as DEs (3 years) should also be
rewarded through a relieving them from other admin duties in the consequent years, and
with the granting of a full-year sabbatical.

Merav Amir3
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Getting Rid of Casual Contracts (and
the latest ACC meeting report)
These are interesting times in the fight against casualisation at our universities,
and not least here at Queen’s. The QUB Anti-Casualisation Committee (ACC)
met on 30th January 2019 to discuss recent developments and ways forward.
The fight against casualisation is a high priority for UCU, both nationally and at
the local branch at QUB, and our campaigns are starting to bear fruit. Several
universities have made high profile announcements about moving away from
casual or ‘zero hours’ style contracts, winning plaudits from across the sector
and improving the working conditions of thousands of people.
Prominent among those universities moving towards ‘fractional contracts’ are
Russell Group members such as University of Glasgow and University of Exeter,
with University of Bristol looking to follow suit soon, and Edinburgh and
Sheffield heading in the right direction as well. Fractional contracts are fixedterm employment contracts that recognise workers as employees, enabling
them to access sick pay, holiday pay, and the USS pension scheme – all basic
rights which have been denied to workers on casual or ‘non-staff’ contracts at
QUB.
Fractional contracts
encourage greater
continuity of employment
and are certainly a more
secure, much fairer
arrangement than the
casual ‘contract for
services’ model we have
now.
While QUB hasn’t (yet) joined its ‘comparator institutions’ in getting rid of
unnecessary casualised working practices, there have been some steps in the
right direction, including the development of the new ‘Policy and Guidance on
Teaching and Teaching Support’ (in force since June 2018) and ongoing
consultation with UCU on the future of Teaching Assistant (TA), tutor,
demonstrator, and ‘atypical’ contracts generally. In light of these developments,
the ACC Meeting of 30th January 2019 was advertised as widely as possible, and
successfully brought together new faces from across the university to share
experiences of the implementation of the new Teaching Policy so far, and discuss
the best ways forward.
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… It was clear that the new Teaching Policy has been
implemented unevenly across the university, with many
Schools and Units carrying on as before and others
misinterpreting the Policy to the detriment of pay and
conditions. There was a recognition that the new Policy
has not been accommodated within Schools’ budgets,
which, since all work is now paid, will inevitably require
additional funds. There were also concerns that payslips
continue to be confusingly opaque (despite a legal
requirement to provide a clear break-down of pay), and
that TAs still do not have proper access to Library and
online resources, such as JSTOR, which is impeding their
ability to teach effectively. These are two issues that
would, incidentally, be easily resolved with a move to
fractional contracts and recognition of TAs as employees.
OpenLearning was an area of particular concern –
workers here formerly fell under the ‘extra mural tutors’
category, but are now being left behind by the new
Teaching Policy, languishing on extremely precarious
contracts, lower rates of pay, and with no access to basic
employee rights. Teaching Assistants/Tutors at
OpenLearning are doing similar work to their colleagues
elsewhere in the university, but are not being recognised
or remunerated equally. OpenLearning is a core part of
QUB’s community outreach activities, and is very much a
public face of the university – these precarious working
conditions undermine the university’s efforts to engage
positively with the local community. The issue of PostDoctoral Researchers being made to teach unpaid was
also raised – this is an issue that UCU will be following
closely, especially with regard to the imminent
publication of the revised ‘Concordat’ for researchers.
So, while things are (slowly) moving in the right direction,
there remain some major hurdles to overcome. With
continued pressure and encouragement from UCU,
Queen’s University Belfast will hopefully be able to add
its name to the growing list of universities doing the right
thing by their workers and getting rid of casual contracts.
Jim Donaghey
QUB anti-casualization Officer
Is there a university or HE issue you want to shine a light
on? Want to share your experiences or activism at QUB
with the wider membership? Or just want to try your hand
at some amateur journalism? The UCU News is issuing an
open call for articles – so if you fancy writing 400-600
words for a future issue, get in touch with our editor (Arty
Ward) at sward21@qub.ac.uk

The staff survey is a
“listening exercise,” so
speak up!
It’s that time again! The new staff
survey will be coming out shortly,
opening on March 29th, and it is your
opportunity to let QUB know what you
think about the university. The survey
is an attempt to “measure employee
engagement, tell us what we do well
and what we need to improve”.
As we all know, three years ago
Queen’s had launched its first staff
survey, in which 69% of staff
participated to share their views and
uncovered severe issues. The results
showed what existing management
back then had long ignored: staff
morale was at an all-time low, we felt
underappreciated, and that Queen’s
was heading in the wrong direction
altogether.
It's fair to say that three years have
made quite a difference. While
Queen’s still faces a range of important
issues, we have seen an encouraging
set of changes and positive
developments. No, we don’t mean that
Human Resources are now called
People & Culture, but what is beneath
it: a fairer and better promotion
exercise, a reduction in the
professorial gender pay gap, the
launch of Prism, the People & Culture
strategy, and a new attitude to reward
and recognition.
In short, under our new management
we have seen some very positive signs;
many of these changes are however
slow to emerge, and the proof
ultimately will be in the pudding.
Therefore, this staff survey provides a
chance for all staff to make their
opinions known, to give credit where
credit is due and to highlight the areas
that definitely need further
improvement. QUB describe the
survey as a “listening exercise” so let’s
make our voices heard!
We hope that the results will be better
than last time, but that they will also
help clarify what actions still need to
be taken and thus provide to our new
management, which really does try to
make Queen’s a better place to work, a
roadmap to positive and sustainable
change. Your response will help inform
university policy for the next three
years, so we encourage all our
members to fill in the survey and to
also use the qualitative open-text
boxes to constructively engage with
the survey. As the Queen’s staff survey
website says itself…

Fabian Schuppert & Arty Ward
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Black staff and students matter!
A film screening and panel discussion at the QFT, 25 th
March, 6 - 9pm
Universities are incredibly diverse places and Queen’s University Belfast has, for
example, 75 nationalities represented among its staff, and as many among
students. According to the Race Equality Survey in 2014, undertaken by the group
Black British Academics, 56% reported discrimination, while almost three quarters
said they would rate their institutions’ performance on race equality as “poor” or
“very poor”.
In 2018, QUB Students’ Union held its first ever Black History Month, highlighting
the issue of race and discrimination among the student body. There is a growing
movement of academics and students who debate how to ‘decolonise’ a white
curriculum and how to make universities – inside and out – less racist. This
Imagine! Festival of Ideas & Politics event, organised by the UCU at Queen’s and
the Queen’s Student Union, addresses the issue of racism in Higher Education,
and gives a voice to staff and students affected by racism.
It will consist of a screening of the award-winning film “Sincerely, the Black Kids” a
documentary about racism on white campuses in the USA - focusing on students
of colour in leadership positions. The film was produced and directed by Miles Iton,
a black student and former student body president at New College of Florida, and
will be presented at the Sundance Festival 2019.
The film will be followed by a panel discussion with Conor Curran, Head of
Diversity and Inclusion at Queen’s University; Dr Satish Kumar, Lecturer in
Geography at Queen’s University, and Hamsavani Rajeswaren, Officer Equality &
Diversity, QUB Students’ Union, with an open floor debate.
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This event will take
place in the Queen’s
Film Theatre on
University Square, 6pm
– 9pm, on the 25th of
March. We would
encourage all our
members to attend an
event that will surely
prove fascinating!

Entry is
£6.95 - £5
for QUB
staff, and
£4 for
students.
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Your constituency
Arts Humanities and Social Sciences
Faculty rep: Sean O’Connell (s.oconnell@qub.ac.uk)
Anthropology: Ioannis Tsioulakis (i.tsioulakis@qub.ac.uk)
Creative Arts: Cahal McLaughlin
(c.mclaughlin@qub.ac.uk)
Education: Caroline Linse (c.linse@qub.ac.uk)
English: Caroline Sumpter (c.sumpter@qub.ac.uk)
History: Marie Coleman (m.coleman@qub.ac.uk)
Management: Jelena Vlajic (j.vlajic@qub.ac.uk)
Modern Languages: Greg Toner (g.toner@qub.ac.uk)
Politics: Keith Breen (k.breen@qub.ac.uk)
Social sciences: Cate McNamee (c.mcnamee@qub.ac.uk)
Law: Rachel Killean (rachel.killean@qub.ac.uk)
Medicine Health and Life Science
Faculty rep: Vacant
Nursing and Midwifery: Vacant
Biological Sciences:
Keith Farnsworth (k.farnsworth@qub.ac.uk)
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representatives
Engineering and Physical Science
Faculty rep: Mihalis Doumas (m.doumas@qub.ac.uk)
Archaeology: Dirk Brandherm (d.brandherm@qub.ac.uk)
Architecture: Augustina Martire (a.Martire@qub.ac.uk)
Chemistry and Chemical Engineering:
Joe Vyle (j.vyle@qub.ac.uk)
Electronics and Computer Sciences: Vacant
Geography: Oliver Dunnett (o.dunnett@qub.ac.uk)
Mathematics and Physics: Vacant
Civil Engineering and Planning:
Wes Flannery (w.flannery@qub.ac.uk)
Psychology: Will Curran (w.curran@qub.ac.uk)
Mechanical and Aerospace Engineering:
Aoife Foley (a.foley@qub.ac.uk)
Professional Services
Keith Halliday (k.halliday@qub.ac.uk)

If you see a vacancy you’re eligible for, and
want to get more involved in your union, get in
touch with us at UCU-Officers@qub.ac.uk.
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