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Negotiating and Bargaining
1.
Fair Pay for the many not the few
Conference notes that members in the Higher Education (HE) sector continue to struggle to make ends meet. There has been a significant change in public opinion on austerity and pay restraint evidenced in the outcome of the general election.  Inflation rates have risen sharply over the past 12 months and now stands at 3.7% Retail Price Index (RPI) at June 2017, way above the government’s target figure of 2%.  Members are really feeling the pay squeeze after successive years of low wage increases and a noticeable drop in living standards. The last time that pay matched the cost of living was 2008 – a decade ago. Enough is enough. Members are prepared to fight for a fair pay manifesto for the many and not the few. Higher Education workers are demanding a decent pay rise that enables them to live and not just survive from day to day and hand to mouth.  
 Conference calls on the Higher Education Service Group to: 
1) Seek to negotiate a consolidated real terms pay rise on all pay points with a flat rate increase of £1500 or 7.5% whichever is greater.   
2) Campaign for all employers to become accredited “Real Living Wage” employers.  
3) Campaign for a minimum hourly rate of £10 an hour where the Living Wage Foundation’s “Real Living Wage” is achieved. 
4) Campaign to eradicate the Gender Pay Gap in the sector by 2020. 
5) Campaign to end the use of exploitative work practices including the use of zero hours contracts in the sector. 
6) Campaign to establish a Scottish Sub-Committee of New Joint Negotiating Committee for Higher Education Staff (JNCHES) as set out under the New JNCHES Agreement. The main purpose of the sub-committee would be to deal with matters not currently being dealt with at the New JNCHES Committee. 
7) Run a high profile pay campaign with other trade unions to engage members on the need to fight for a substantial increase in pay. 
8) Seek to establish national / regional and branch level pay campaign structures, working jointly with the other trade unions if appropriate. 
9) In the event that the joint pay claim is not met by the employers, seek to coordinate lawful industrial action in conjunction with fellow Higher Education trade unions, with a clear plan for escalating lawful industrial action to strengthen the campaign, in accordance with UNISON rules relating to industrial action. 
Higher Education Service Group Executive
2.
Senior Management Pay
Higher Education workers have undergone many years of pay restraint despite our many years of resisting and now our UK wide campaign to ‘Break the Cap’ this is not something our colleagues who are classed as senior management have had to endure.
Conference notes that the average pay of University Vice Chancellors is now £278k which is more than 6 times the average pay of staff and as our University and College Union (UCU) Comrades revealed in early 2017 more than 23 Universities increased their pay packages to senior management by 10% or more in the 15/16 period.
Conference recognises that many politicians across the political spectrum are beginning to recognise the unfairness of this situation and how out of touch some universities are on this.  We can’t rely on politicians to tackle this alone, as the then Coalition Government Minister Vince Cable noted this upward drift of salaries in 2014 as has Tory Minister Jo Johnson more recently and still nothing was done.
Conference will also note with interest that the Welsh Cabinet Secretary for Education in her remit letter to the Welsh HE Funding Council (HEFCW) for 2017/18 stated that with tax payers and students making a significant contribution of income to institutions that she expects institutions to be transparent and properly accountable for the use of those funds.  Conference is also interested to note that the UK Minister of State for Universities called for senior pay restraint in his letter to HEFCE.
It is important to note that senior pay is not just in reference to Vice Chancellors, there is a growing trend for staff who are not traditionally classed as senior pay recipients to be paid in excess of 100k (121 staff in University of Bristol, 129 in University of Leeds and 136 in Cardiff University). 
For too long senior pay has been hidden behind the curtain of the secretive remuneration committees, it is time to bring some transparency into how what is essentially tax payers money given via student loans is spent.
Conference believes that it is immoral and manifestly unfair that our members are losing money each year due to rising living costs whilst those at the top enjoy the fruit of our labours and claim poverty when it comes to our pay claims.  There is next to zero scrutiny of this largesse by government whilst at the same time rising tuition fees are burdening students with debts that will take time to clear.
Conference calls on the Higher Education Service Group Executive to action the following:
1) Implement a high profile campaign to showcase the disparity of pay between University staff and their senior management, working with other Unions where possible. 
2) Seek support from UNISON Labour Link to highlight this in the UK Parliament and all devolved parliaments/assemblies noting in particular that Education is devolved in Scotland and Wales (Northern Ireland as well but no Political fund operates in that region).
3) Work with other interested campaign groups such as Citizens UK to support our campaign and increase pressure on the employers.
4) Campaign for UCEA and/or all Funding Councils to publically report annually on Senior Pay and trends to be tracked.
5) Investigate governance and transparency of University remuneration committees or other relevant bodies determining senior management pay.
Cymru Wales Region
3.
Fair pay in universities
Conference believes that there is an inherent unfairness in the way in which our universities are being run, and the way in which the most senior staff are being rewarded whilst UNISON members and staff working in support services are paying the price.
Recent research in the Guardian revealed that among 17 university heads who retired between 2014 and 2016, the average final salary was £280,000. Further, as all of them benefited from a final salary pension scheme (which is now closed to new entrants) that salary fed through generously into their retirement benefits.   Pensions in excess of £80,000 - more than the vast majority of UNISON members will ever earn - were reported, alongside lump sum payments in excess of £0.25 million.
Pay packages in excess of £100,000 are also common among other senior staff in universities, with above inflation rate pay increases funded by increased student fees and accommodation costs which leave young people in significant debt when they leave university.
For UNISON members, struggling with low pay; cuts in staffing levels; negligible pay rises; constant restructuring leading to increased workload and pressure from management, the report only adds to their sense of injustice, frustration and anger.  
Much work has been done in the sector to improve the gender pay gap and to win fair pay for members, but the disparity between the highest and the lowest paid is blatantly unfair.
Conference calls upon the Service Group Executive to:
1) engage with the recently announced government consultation on leadership pay and accountability in universities, and raise these concerns;
2) raise awareness of the issues, including through social media, to encourage other interested parties to engage with the consultation;
3) work together with other relevant bodies to campaign for fairer pay and greater accountability across the Higher Education sector. 
National Women's Committee
4.
We Need Pay Ratios in Higher Education (HE)
Conference notes:
1) By the end of 2017, members in Higher Education will have lost the equivalent of one fifth of their pay since 2009/10.
2) At the same time, Senior Managers have seen their salaries consistently increase above the rate of inflation, with twenty-three Vice Chancellors taking an increase of 10% or more last year. 
Conference further notes:
a) Political figures from across the party political spectrum have urged restraint in Higher Education Senior Management pay, variously calling on pay to remain below that of the Prime Minister (currently  £150, 402 a year) and to exceed £150,000 in only exceptional circumstances. This is still approximately ten times the salary for a member of staff on New JNCHES pay spine point 2.
b) The University and College Union, UCU, already supports a 10:1 maximum pay ratio in Higher Education.
c) The Labour Party manifesto pledged to roll out maximum pay ratios in the public sector. 
Conference believes:
i) The growing pay gap between high earners and most staff represents a strategically poor allocation of financial resources that exposes the lie told by Senior Managers that they cannot afford to pay their staff fairly;
ii) The worsening pay inequality also damages the reputation of Higher Education and sets the wrong example to our students;
iii) The implementation of a maximum 10:1 pay ratio between the highest and lowest paid staff would significantly reduce overall pay inequality, compliment national political demands and provide an incentive for Senior Managers to agree to fair pay rises for staff in future.
Conference therefore calls on the Service Group Executive to: 
A) Seek the implementation of a maximum pay ratio in Higher Education of 10:1 through the JNCHES and other available negotiation and campaign mechanisms.
B) Encourage branches to utilise local campaigns, bargaining and democratic governance structures to encourage publishing of current maximum pay ratios and the introduction a maximum pay ratio of 10:1 by their employer.
University Of Bath
5.
Engaging Higher Education members for LGBT equality
Conference welcomes the high level of engagement of Higher Education (HE) members in UNISON’s second equality survey, conducted summer 2017, which gives useful insight into their experiences and involvement in UNISON.  Conference also notes the responses from lesbian, gay, bisexual and transgender members (LGBT), which reinforce the findings from the 2016 survey that LGBT members have good levels of involvement but face particularly high levels of discrimination and unfair treatment at work.  One of the most startling findings for LGBT HE members is their very low levels of confidence that if they reported discrimination they would be taken seriously, compared to all HE members responding.
Conference further notes the current context of our Higher Education members workplace experiences, which includes continuing concerns about the erosion of pay and pensions, increasing workloads and uncertainty because of the UK exiting the EU, given the high numbers of EU workers and large amounts of EU funding which Higher Education institutions rely on.
Conference expresses its concern at the increasing pressure on our HE members, noting the well-established correlation between stress, bullying and health, which impacts particularly severely on groups of members who have faced historic disadvantage and institutional discrimination.
There are also additional fears for LGBT EU nationals, including those with non EU-partners whose status is dependent on EU person’s immigration status.  Their identity and relationships may not be respected or recognised in either partner’s home country. 
In this context, UNISON’s work for equality is more important than ever.  This must be embedded and visible at branch, regional and national level.
Conference notes UNISON’s well-developed resources to support HE branches’ work for LGBT equality, including bargaining advice, organising resources, branch LGBT officer training, and strong regional LGBT organisation.
Conference urges the Higher Education service group executive to encourage Higher Education branches to:
1) Publicise and promote UNISON’s work for LGBT equality;
2) Seek to give LGBT members confidence that their concerns will be taken seriously;
3) Use UNISON LGBT bargaining resources to check and improve policies;
4) Include LGBT issues in work on the UK leaving the EU;
5) Promote members’ participation in regional LGBT groups;
6) Seek to fill branch LGBT officer posts, and signpost them to resources, training and support available;
7) Support local pride and other LGBT events, recognising their recruitment potential, in liaison with regional LGBT groups.
National Lesbian, Gay, Bisexual and Transgender Committee
6.
Pay and the Impact on Black Staff
Conference notes that staff, particularly Black staff have seen their living standards fall in recent years and many earn less than the living wage.
A Trade Union Congress (TUC) report conducted in 2016 showed that Black workers face a "massive pay gap" which widens as they achieve more qualifications.
The research by the TUC suggested there was a 23% gap in hourly pay between Black and white university graduates.  Black people with A-levels were paid 14% less on average than white workers with equivalent qualifications, while those with General Certificate of Secondary Education (GCSEs) faced a deficit of 11%.
The TUC analysed figures from the Office for National Statistics Labour Force Survey and found Black workers with a degree were paid £4.30 per hour less on average than white graduates and staff from all Black backgrounds faced a 10% pay deficit at degree level, rising to 17% for those with A-levels alone.
In addition and Freedom of Information (FOI) request was sent to 148 universities and colleges in December 2015 informing a Survey of Pay in Higher Education report (22.6.16), which was used to help inform the motion for pay in the Higher Education Conference 2016.
Conference these are very worrying findings. Black people face a massive pay gap, even if they attempt to address this by attaining qualifications and academic degrees.
This is not about education, but about the systemic disadvantages Black workers face in the UK.
This we believe might be fueled by so-called “unconscious bias” which in reality is ingrained, institutional and insidious racism.
Conference, the National Black Members Committee (NBMC) is aware that the Joint Negotiating Committee for Higher Education Staff (JNCHES) negotiates pay for staff in universities and that UNISON continues to lobby the government for a fair pay system.  However, pay settlements in recent years have been slow. It is many years since staff in Higher Education received a pay increase which was equal to the rate of inflation.
Conference therefore asks that the critical issue of Black staff facing a massive pay gap in comparison to non-Black staff is highlighted and calls upon the Higher Education Service Group Executive to:
1) Highlight this pay discrimination to JNCHES so that they can initiate remedial discussions with HEIs;
2) Provide update on the actions taken in response to the Survey of pay in HE document dated 22.06.16;
3) To work with the NBMC to ensure that Branches in HE are effectively monitoring their Institution’s, Equality, Diversity and Inclusion Report and feedback to their Regions for action.
National Black Members' Committee
Organising and Recruitment
7.
Increasing participation of young members
The last general election saw thousands of young people registering to vote for the very first time. Youth engagement with politics led to a change in the political landscape. Subsequent debates amongst MPs has shown them that the issues important to them will be taken up by politicians when there is strength in numbers.
While young people often play central and catalysing roles in movements for democracy around the world they tend not to take part in voting at local and general elections, political party activism or trade unions.
Their involvement in the general election has shown that they are ready for change and ready to be involved in making that change. We need to take advantage of this increased interest to engage them in political activity, in the Trade Union movement and in UNISON. We can also influence young people who are still in education. Branches in Higher Education have an advantage over other service groups as we can develop working relationships with the National Union for Students (NUS) in our university. Together we can encourage today’s students to have greater involvement and participation in local and national politics. 
One place to start is by increasing youth voter registration.
The importance of getting young people to participate in the political arena by registering their vote should not be underestimated. Young people in Britain are less likely to vote in elections than their older contemporaries but the turnout at the general election showed that this is changing. We must use this opportunity to engage with students, who are our future colleagues, across UK Universities. Through joint campaigning with NUS and UK Universities we managed to get an increase in the number of students registered to vote before the last general election. We need to build on that so young people continue engaging with the political movements in the UK and start to influence our politicians to create a world they want to live in.
We have to find ways to attract young people to our branches too. We need them to become active in our branches.
The policies pursued by UNISON, and in particular our International work, resonates with young people today. We need to let them know what we are about. We need to get the message out to young people working in universities that we recognise their issues and that they can make a difference if they join us. We need to tell them that they can work alongside us to pursue their campaigns and that we will be on hand to encourage, guide and support them.
We need help to get the message to young workers.
This conference calls on the Higher Education Service Group Executive to:
Seek guidance from Young Members Self Organised Group (SOG) at national level on innovative ways to communicate with young colleagues about the advantages of becoming a member of UNISON.
Develop a recruitment strategy for attracting young workers in Higher Education to become UNISON members.
Encourage branches to campaign alongside National Union of Students (NUS) and other organisations to encourage voter registration enabling students to vote in local and national elections. 
Nottingham University
8.
Higher Education (HE) and Voter Registration
Conference should note the significant role played by young people mobilising to vote in the last general election. UNISON activists in Higher Education played a role in this significant development by taking part in voter registration drives on their campuses around the country. Despite years of the assumption that apathy was endemic, the turnout of younger voters, many of them our students, was fantastic. However, it was still the age range with the lowest turnout and thus the most work still to be focussed on. 
The Tory government have made it more likely for people to drop-off or never be on the electoral register by moving to individual voter registration. Further, the Tory Party shamefully did nothing to promote voter registration during the last general election. 
This means there is useful work for us to do. 
Conference calls on the Higher Education Service Group Executive to: 
1) Encourage all Higher Education branches to build lasting voter registration campaigns and centrally promote voter registration at key times of year.
2) Lobby within UNISON structures for appropriate national and regional resources to be directed into voter registration drives, and recognise Higher Education branches as a key front line in this work.
3) Work with all other Higher Education unions and the National Union of Students to produce new graphics which include politically-engaged reasons to vote, though are mindful of rules on political funding, and are adaptable to be used online, as email signatures, as fliers and within newsletters.  
Manchester Metro University
9.
Higher Education Lesbian, Gay, Bisexual, and Transgender (LGBT) data
Conference notes that good data is an important element in driving equality change.  Data on its own is just information – it changes nothing.  But it can provide evidence of failure and success and of change over time. For example, robust data has been vital in UNISON's work, through the Joint Negotiating Committee for Higher Education Staff (JNCHES), to end the gender pay gap. 
Conference further notes that Higher Education Institutions (HEIs) must return staff data to the Higher Education Statistical Agency (HESA) on gender, age, disability and ethnicity on an annual basis.  HEIs are not currently required to either collect or return data on sexual orientation, despite it being a protected characteristic in the 2010 Equality Act.  
Although it is voluntary, some HEIs do collect and return sexual orientation data and numbers doing this are increasing year on year.  However the national picture is that for 70% of staff, this data is ‘unknown’. This is in addition to the proportion of staff who intentionally decline to answer the question.  Reasons for this high number of ‘unknowns’ include:
1) Staff not being asked the question by their HEI;
2) Staff only being asked when they joined that HEI, which for many people will be before HESA started collecting sexual orientation information at all.
Conference also notes that HESA’s steps to collect information on trans staff and students have already gone through a number of changes, reflecting widespread confusion about the terms ‘sex’ and ‘gender’ and because of the need to protect the confidentiality of people’s gender history.  Conference welcomes UNISON’s involvement in working with the sector to get this right.
Conference acknowledges that as laws and social attitudes to lesbian, gay, bisexual and transgender people have slowly changed from persecution towards equality, it has taken a long time to build people’s confidence in being open about their LGBT identity.  UNISON itself has only collected LGBT monitoring information on the RMS since November 2015, via My UNISON, and our own data is very incomplete.
Conference calls on the Higher Education Service Group Executive (HESGE) to work with national LGBT committee to push for improved LGBT data collection by HESA. Amongst other benefits, this will enable work to progress on examining the impact of intersectionality on the pay gap. 
Conference also calls on the Service Group Executive to urge Higher Education branches to encourage members to complete both staff monitoring data and UNISON membership data on sexual orientation and trans identity/history.
National Lesbian, Gay, Bisexual and Transgender Committee

Efficient and Effective Union
10.
Higher Education Role Analysis (HERA)
Conference notes that it has been some years since HERA was introduced  as the tool for role analysis in the majority of UK universities as part of the National Framework Agreement.  As part of that many UNISON activists were trained and accredited as HERA Role Analysts to support members wishing to have their roles evaluated, remunerated correctly for work undertaken and often to assist in the correct scoring of new roles in partnership with employers.  
It is important that as activists retire or move on that we replenish and refresh our pool of analysts and reps with an understanding of HERA, in order that we are able to advise members on issues around their roles and regrading. 
We call on the Higher Education Service Group Executive to undertake the following:
1) Update and reissue UNISON's guidance around HERA and/or other role analysis schemes in place in HE for Activists and Members.
2) Request that Regional HE Service Groups review how many trained and active role analysts they have in each branch  and take action that is appropriate to address any issues.
University of South Wales
11.
Higher Education Service Group Executive Accountability
Conference welcomes the motion “Member-led Democracy” passed (as amended) at last year’s conference, which committed the Higher Education Service Group Executive (HESGE) to publish information about votes on significant issues.
Conference also recognises the contribution made by HESGE members who, alongside all elected lay reps, consistently give their time to further the interests of all our members on a voluntary basis.
Conference notes that when motions are passed which commit the HESGE to perform a particular task, it is in the interests of all our members that this is done as quickly as possible and within the spirit of the motion.
Conference should expect that in the interests of democratic accountability, delegates are aware of who is taking a particular task forward, the timescale involved and the expected outcome.
Conference also notes that despite its limitations, it is technically possible for a determined user to find conference motions which have been passed on the national website. Taking this service a stage further would allow users to track the progress of those decisions. Many branches use a similar methodology to ensure that decisions taken are effectively followed through.
Conference therefore calls on the Service Group Executive to:
Publish regular reports designed for all activists on how conference decisions are being applied as soon as practicable, with a timescale of anticipated completion, where appropriate.
University Of Brighton

Campaigning
12.
No to excessive pay awards for Vice Chancellors and senior managers
This conference notes with concern and anger the current trend in Higher Education to gift Vice Chancellors (VCs) and other senior managers with obscene salaries. Times Higher Education reports that VCs at half of UK universities earned around five times the average (mean) salary of academic staff in 2015-16, and over the last few years have received pay rises well above what staff have had to fight hard for – 5.4% in 2014-15, and 2.2% in 2015-16 compared with 2% and 1% for staff. At time of writing, figures for 2016-17 are not yet available.
This conference believes that this trend is part of the growing culture of commercialisation in Higher Education; when universities are treated like businesses, leaders expect to earn big business salaries. This problem is often compounded by the lack of democracy and critique common to Boards of Governors. 
We believe education is about social progress, scientific inquiry, and academic collaboration – not accumulating as much cash as possible out of students’ pockets and off the backs of hard-working staff.
Any economic value created by universities is created by their hard-working academic and support staff. We deserve a fair share of the wealth in universities. We do not believe Vice Chancellors and senior managers deserve the obscene salaries they are being awarded.
This conference instructs the Higher Education Service Group Executive to:
1) Instigate an ongoing campaign, running alongside our annual pay campaigns, against excessive senior management pay, with the following demands:
a) a maximum salary within Higher Education set at ten times that of the lowest paid member of staff;
b) a requirement that university remuneration committees publish full and unredacted minutes in order that they can be held accountable for their decisions;
c) that Boards of Governors should have more democratically elected positions and that a democratically elected representative should always be part of the recruitment panel for new VCs. 
2. Seek to work jointly on this campaign with University and College Union (UCU), National Union of Students (NUS), and other Higher Education unions;
3. Work as appropriate with Labour Link to ensure that these demands are represented within the Labour Party.
Manchester Metro University
13.
Putting Vice Chancellors' (VC) Pay in Perspective
Conference notes that:
The Higher Education sector is perhaps the best example of a few individuals enriching themselves from public funds.
It is true that many leaders of public institutions are receiving vast incomes for their contributions, but VC pay has captured the headlines since a) students are amassing colossal debts to access Higher Education and b) the gulf between many of our members’ pay packets and those of the highest earners is enormous and increasing.
This situation, is in part, a result of the quasi-private culture creeping into Higher Education where institutions are looking to recruit “the best person for the job” and unelected business-people and self-appointed dignitaries are responsible for vast VC pay hikes at secretive remuneration committees.
The situation prompted much discussion over the summer of 2017, with architect and now critic of tuition fees, Andrew Adonis, condemning VC salaries and Jo Johnson hinting at government action over VC’s receiving in excess of the Prime Minister’s salary (of a mere £150,000!). The lack of personal restraint shown by most Vice Chancellors is clearly an embarrassment to the government.
This would not matter so much if it were not a kick in the teeth for thousands of dedicated Higher Education workers, many of whom are living in increasingly difficult financial circumstances.
However, the excessive pay of one Vice Chancellor does not, in arithmetic terms, equate to the pay increase necessary to redress the balance of successive below-inflationary rises for our members.
A typical University faces an increase of roughly £1.1 million in payroll costs for every 1% salary increase, so at the University of Brighton, for example, a 3% increase would equate to the cost of about twelve Vice Chancellors.
That’s not to say that campaigning over excessive senior pay is not worthwhile. It is necessary to expose injustice and hypocrisy, especially when highlighting our members’ demands. The Board of Universities and Colleges Employers Association (UCEA), after all, which consistently claims that inflationary rises are unaffordable, is generally made up of people “just about managing” on six-figure salaries.
It is also worthwhile looking at excessive pay of other senior staff, their privileges and perks, and calculating the collective cost of senior management teams. We should expose their supposed accountability and the fact that they are appointed, and not, like UNISON reps, elected.
As a union representing many different grades of staff, we should recognise that high or low pay is relative. With a negotiated pay scale with the top spinal point approaching £60,000 (outside London) for “highly paid professionals”, it is worth considering what top rate of salary we would call for. A cap of staff salaries of £75,000 for example at the University of Brighton would save an estimated £1.5 million and ensure that the institution employed senior staff more motivated by their professional contribution than their bank balance. Maybe a pay differential of 1:5 between highest and lowest paid would better express our aspirations.
What is fundamental though, is that a reduction of VC (and senior staff) pay to sensible amounts, would not it itself fund a pay award in 2018-19 for our members, which would cover losses against inflation over recent years. For this, a significant increase in funding to universities is required, which should not come from an increase in tuition fees.
We have to demand proper funding for universities and those working in them alongside democratic accountability for those in charge.
Conference therefore calls of the Service Group Executive to:
1) Continue to campaign against excessive pay of senior employees, relating their calls for “pay restraint” for us, to their collective lack of self-control;
2) Campaign for those running Higher Education institutions and responsible for senior pay to be democratically elected and accountable;
3) Consider calling for maximum salary for all Higher Education employees as a way of releasing funds into the sector and making senior employees more in touch with issues faced by our members;
4) Campaign for a general, central government-funded increase in resources for Higher Education, combined with the abolition of tuition fees, as agreed UNISON policy;
5) Report back to future Higher Education Conferences on progress made.
University Of Brighton
14.
BrHExit
Conference notes that existing UNISON policy states that Exiting of the European Union (EU) must not allow racists and xenophobes to use borders to divide workers. The ‘right to remain’ for EU workers and freedom of movement must be defended. Workers united in solidarity together are stronger in defending and promoting our interests across Europe. 
UNISON opposes all racists and xenophobe attacks and we stand in solidarity with those facing such hatred and violence in the work place and in our communities. 
UNISON Members working in UK universities are committed to ensuring that the sector remains international, open and welcoming to all. With the UK’s future relationship with the EU uncertain following the referendum on EU membership, Higher Education (HE) faces a period of considerable uncertainty for students, staff, and management. 
In HE, Higher Education Statistic Agency (HESA) reports that 16 per cent of research and development funding received by UK providers in 2014/15 came from overseas sources, and the majority (68 per cent) from within the EU. UK HE has benefitted from international collaboration across EU borders.
UK Higher Education has a very strong international reputation, but this relies heavily on its ability to attract the best talent from around the world to work and live here. The HESA recorded 43,015 EU staff full-time equivalent (FTE), academic and non-academic, working in HE during 2014/15. This equates to 10.65 per cent of the total workforce. In uncertain times workers look to their trade union to campaign for their rights in the workplace.
Conference calls on the Higher Education Service Group Executive (HE SGE) to 
1) Recognise that the issue of immigration and free movement of people will continue to be a high profile issue for members working in the HE Sector and campaign for a joint statement with Universities UK (UUK)/Universities and Colleges Employers Association (UCEA) on ensuring ongoing support for those EU citizens who wish to remain in the UK following the UK’s exit from the EU. 
2) Work with Labour Link to consider how we can encourage the Labour Party and other political leaders to ensure that the impact on EU research funding, EU student numbers / funding and any potential staff recruitment and retention issue in Higher Education remains at the top of the political agenda.
3) Encourage branches to continue to campaign against any form of racial violence on campus, encouraging members to report such incidents and providing support to UNISON members who experience any form of hate crime and discrimination;
4) Promote UNISON’s EU Migrant Workers network to existing members and encourage other EU migrant workers on campus to join UNISON. 
5) Survey members and branches on the experiences and treatment of international and EU staff and students, including any discrimination and institutions going beyond government requirements and publicise any good practice. 
6) Organise local and national media campaign, highlighting the value of international student and staff
7) Campaign with other trade unions, National Union of Students (NUS) and community groups for the overthrow of restrictive legislation which affects international students and staff and no change in the immigration status of EU residents if UK leaves EU.
Higher Education Service Group Executive
15.
Brexit and our European Unions (EU) colleagues
Colleagues may recall the lacklustre support by the UK Universities for any position during the Brexit Referendum despite UNISON’s call to Vice Chancellors (VCs) to take a position to support EU staff and students. There are 45,000 EU citizens working in the Higher Education sector in the UK (11% of the Higher Education (HE) workforce) and they face an uncertain future around their residential and working rights. Our EU colleagues play an invaluable role in making Britain’s university sector one of the best in the world. 
Wherever you stand on Brexit you can’t deny that our universities are propped up by an army of hardworking EU nationals, working in both academic and wider support roles. Many of these people have contributed greatly to the fabric of our country and the HE sector. It is now important that we stand up and fight to secure their futures in the UK. 
The Yorkshire and Humberside Higher Education Service Group have been running a campaign calling on the region’s Vice Chancellors to publically support EU citizens working in the region’s universities. This follows the move by the London School of Economics who are reimbursing the costs of some potential permanent residence applications. Newcastle University and Imperial College are offering interest free loans to cover the costs of visa applications for EEA staff and their family. 
At the moment we don’t know exactly what rights will be of EU citizens living and working in the UK post Brexit. We believe UNISON has a role to protect its members and back any campaign that could secure their rights and employment status post Brexit.  
Conference we ask the Higher Education Service Group Executive (HESGE) to:
1) Provide a campaign pack for all branches to use to promote a national campaign supporting our EU colleagues. 
2) Call on all VCs and college principals to publically support their EU staff and to provide free legal and immigration advice to their EU staff and to explore financial support for residential and citizenship applications.
Yorkshire - Humberside Region
16.
No to a Hard Brexit
Our political landscape has become dominated by the referendum decision to leave the European Union. Whatever the specific position in January 2018, there are particular principles which will defend the rights and freedoms of both UK and EU nationals working in Higher Education (HE).
At the time of writing we have not seen full details of how the Erasmus scheme will be protected – this is a key feature in helping UK and EU students experience education abroad and develops intercultural links.
We know that our campuses as well as our communities have seen an increase in racially motivated crimes in the time since the referendum. Trade unions on campus are a key feature in promoting anti-racism and making the case for equality and inclusion.
Staff in HE remain concerned that Brexit will be used as an excuse by employers to degrade terms & conditions: our campaigns need to have a focus on this aspect.
We have already seen a number of Higher Education Institutions (HEIs) offer legal and immigration help to EU staff and UNISON should applaud this.
Finally, we recognise the unresolved situation relating to the border between Northern Ireland and the Republic of Ireland and note our concern for and solidarity with our HE colleagues on both sides in relation to the impact of a new border.
Conference resolves:
a) Higher Education Service Group Executive (HESGE) to provide a comprehensive guide to the impact of Brexit on Higher Education staff.  This is not with a view to Leave or Remain, but to educate members and activists on the effects on their terms & conditions and wider implications.
b) HESGE to call on all VCs and college principals to provide free legal and immigration advice to their EU staff.
c) HESGE send a message of support to NUS and the European Students Union, defending Erasmus and stating Unison’s support for HE staff and students impacted by Brexit.
d) HESGE to produce a campaigns pack for all branches to use in their locality, with particular reference to devolved nations; to enable branch activists to negotiate with employers, lobby politicians and work with community and student groups and other campus unions to get the best deal for HE staff.
Leeds University
17.
Responsible buying in Higher Education institutions
Conference recognises that precarious work is becoming a growing occurrence across the world as some governments seek to develop their economies at the expense of their workforces. Precarious work include workers being forced to work extremely long hours for very little or no pay, sometimes in very hazardous conditions including unsafe buildings; the growing use of child labour; the absence of proper contracts with agreed wages and conditions; not allowing workers to join unions, and the use of physical and sexual violence against workers. 
Decent work, a key objective of the Strategic Development Goals (SDGs), has been widely downgraded in favour of rapid development as workers are being denied their fundamental rights. The removal of legally-binding rights is becoming more widespread as governments introduce legislation to create more ‘flexibility’ in the labour market: a euphemism for rolling back hard-won trade union and workers’ rights. 
Conference is dismayed to hear that in Bangladesh, despite the promised reforms by the government following the tragic events of Rana Plaza, decent work still eludes the millions of workers in the ready made garment industry. This practice of flexibility and denial of workers’ rights is becoming more widespread as Asia becomes a hub for manufacturing because of its poor regulatory framework.
Conference recognises that there are several international treaties and codes in place that must be respected if workers are not to be abused in supply chains of goods destined for use in public services in the UK. These include the UN Guiding Principles on Business and Human Rights, International Labour Organisation (ILO) core labour conventions, the Ethical Trading Initiative (ETI) Base Code and the International Convention on Economic, Social and Cultural Rights. Conference notes that some public bodies in the UK have developed ethical procurement policies but believes that this needs to be expanded to include all public service providers. 
Conference is aware that modern slavery, including forced and bonded labour, is becoming more widespread both in the UK and overseas. It is estimated that as many as 20,000 people are enslaved in the UK. Conference notes that 11% of British business leaders polled through YouGov admitted that it was “likely” modern slavery was playing a part in their supply chains. 
Conference is aware that Higher Education institutions are regarded as ‘commercial organisations’ for the purposes of the Modern Slavery Act, and as such, must produce a statement (if the turnover is in excess of £36m pa) showing how it is addressing potential serious abuses in its supply chains. Conference believes all Higher Education institutions should proactively demonstrate how they are tackling abuses in their supply chains as they purchase not only office supplies but technical equipment, food, beverages and branded merchandise.
Several university procurement consortiums have produced policies and codes of conduct for suppliers which conference applauds. Conference would like to see all Higher Education institutions produce codes which place a responsibility on suppliers to disclose their factory locations.
Conference further believes that UNISON members in Higher Education, as well as in private companies providing public services, have an important role to play in ensuring their employers source ethically to ensure there is no exploitation in their supply chains. 
Conference therefore calls on the Higher Education Service Group Executive to: 
1) Work with the NEC international committee to promote UNISON’s ethical procurement policy including its guidance on responsible buying; 
2) Encourage branches to engage with their institutions on sustainable and ethical procurement strategies to ensure that products including clothing, footwear, electronics, food and other goods are ethically sourced; 
3) Encourage branches to work with their institutions to ensure ethical clauses relating to Modern Slavery, Living Wage Foundation, decent work, freedom of association, sustainability and the use of Fair-trade Foundation materials are included in all contracts agreed with suppliers; 
4) Support campaigns to close a loophole in the Modern Slavery Act so that UK companies are held responsible for abuses in their supply chains where goods or services are not destined for the UK e.g. the construction industry and education institutions in the Middle East; 
5) Work with other trade unions and non-governmental organisations such as Labour Behind the Label and People and Planet, to support workers making goods destined for the UK market, in their campaigns for fundamental rights at work; 
6) Encourage branches and regions to affiliate to Anti-Slavery International and Labour Behind the Label;
7) Call on the institutions to affiliate to Electronics Watch to monitor suppliers providing electronic equipment to the institution.
Higher Education Service Group Executive
18.
Workplace stress / resilience
Work-related stress affects far too many of our members.  Work-related stress is now a major issue for our union as members have to deal with workload problems day in and day out.  A high level of workplace stress is stressful to our bodies, our mental health and can lead to serious ill health and absenteeism for work. 
The health and safety executive definition of stress is “The reaction people have to excessive demands or pressures, arising when people try to cope with tasks, responsibilities or the types of pressure connected with their job, but find difficulty, strain or worry doing so”.
A recent UNISON survey on stress revealed that workload is a major concern for members.  Members working in the Higher Education sector tell us that workload pressure is a concern for them too as they struggle with extra workload pressures while operating with reduced staffing levels due to redundancies and unfilled vacancies. The work left behind is simply farmed out to someone else putting more pressure on colleagues that are already under tremendous pressures to deliver for their institutions and the students.  
Workload and stress is becoming more evident and will reach a crisis if not addressed.    
Many factors contribute to workplace stress and include communication, relationships, workload, change, demands and control.  Many employers fail to recognise this or do anything to combat the problem of work stress.  
This conference calls on the Higher Education Service Group Executive conference to: 
1) Extend UNISON’s national workload initiative with the support of the other Higher Education unions and employers to expediently produce recommendations for Higher Education Institutions on reducing workload stress on support staff;
2) Engage with the appropriate body to get all Higher Education Institutions  to conduct risk assessments and work with the union to produce an action plan for dealing with stress and reducing instances of workload and work related stress;
3) Collect information on agreements and best practice in the sector to inform other institutions. 
Higher Education Service Group Executive
19.
Workload / Training budgets / staff development / invest in University staff
Workload issues in the sector are becoming all too commonplace.  For many UNISON members working in the Higher Education sector means facing up to an unrealistic and ever increasing workload as this has now become the norm.  
An excessive workload has devastating impact on staff morale, health and wellbeing.  For many it will lead to stress, anxiety or depression and worthlessness.  While many universities continue to make staff redundancies and not fill vacant positions it means that those that remain working are doing so because they have no other way of providing for themselves or their families.  For many it is not a case of getting paid overtime, but a case of unpaid overtime.
A recent UNISON survey on workload issues has revealed that excessive workload is posing a serious health problem from anxiety to stress.  Excessive workload is a major concern for the union as members are adversely affected with seeing their health affected.
Training is vital for management to understand the health issues relating to excessive workload.  The employer must set aside a budget that will help them secure high quality training for those employees who have responsibility for health safety and wellbeing of staff.
A good employer will invest in its staff and will ensure that employees are not doing too much unpaid work or that vacancies are filled expediently with employees with the right skills set and training.  Individuals should have a choice of working paid overtime and not carry a heavy work load to save on overtime payment.  
Every employee should be able to benefit from staff development and not straggle behind because of an excessive workload. 
This conference calls on the Higher Education Service Group Executive to
1) Implement a campaign to raise the issue of workload with employers; 
2) Make workload a key negotiating issue that can be organised and recruited around;
3) Devise and use a joint national survey to gather evidence to present to the employer and publicise using social media and other internal / external publications.
Higher Education Service Group Executive
20.
All University Staff are Important
Conference believes that the biggest asset a University has is its staff – all of its staff.  It is important that the University invests in this resource as simply put; without its staff there would be no University. 
Furthermore, Conference fully believes that the quality of the student experience is strongly linked not just to the teaching, but the positive input that all Professional and Support staff provide.  As such, Conference notes with extreme concern that Professional and Support staff are often treated as second-class workers who are deemed inferior to their academic colleagues. Too often, Professional and Support staff have substantially poorer terms and conditions and less recognition for their work than academic colleagues. During local consultations, it is not uncommon for the voices of the Professional and Support staff to be ignored while their academic colleagues are given platforms from which to influence the direction of the consultation. 
Conference instructs the Higher Education Service Group Executive to: 
1) Work with the regional HE committees to investigate the differences in treatment between the different groups of workers within Universities.
2) Work with the NUS to encourage them to talk about the whole University community and not just academics when running future campaigns. 
3) Run a campaign emphasising the essential role that support staff play and the added value they bring to students and universities as a whole. 
4) Produce associated advice and organising materials to help negotiate, campaign and recruit around these issues. 
5) Work with Learning and Organising Services (LAOS) to develop training materials that could be run at a regional and branch level which are designed to support members in responding to formal University consultation exercises.
Scotland Region
21.
The experience of Black people in Higher Education (HE) institutions
Conference notes with alarm and concern the steady decrease in numbers of first-time applicants to university which has decreased by 5% for UK students and 7% for the EU students. These figures are particularly concerning when broken down by age group where we will find the number of 19-year-old applicants has fallen by 9%, 20-year-olds by 9%, 20 to 24-year-olds by 15% and 25 and over by 25%. This is particularly acute for people from Black communities where statistically we know there is a higher concentration of Black applicants in older groups. 
This is similarly reflected in the nursing professions where the proportion of older applicants on average is always higher in Black applicants. This figure in the UK has gone down by 23%, 10% of whom are from the Black population and generally for overseas students coming to this country figures have fallen by a staggering 98%.
It is clear that such a reduction into academia for Black students reduces our potential to hold higher POSITIONS in the career strands and limits our possibilities for work development and advancement in the political arena, the justice system, other professional occupations and society as a whole. Financial disadvantage and low socio economic status affects our standard of living, housing, health and in turn affects our children and their life chances.
Furthermore, the experience of Black students - our members amongst them- continues to be disproportionately negative (National Union of Students (NUS) report). It is reported by the NUS, that Black people are less likely to be satisfied with their educational experience and less likely to attain first class degree status in comparison to their white peers. It is said that there are institutional barriers and (critically) neglect of Black students.
A number of things are contributory factors to this poor experience for Black students poor socio-economic backgrounds, lack of academic skills and backgrounds in creating the level of debate required to argue at academic level, racial and cultural bias which exists from application right through to marking and this is reflected in first degree status. Black students have also stated that there can be an inability to have their perspective as Black students recognised.
The prevailing lack of Black lecturers in HE institutions contributes to a lack of empathy as to the experience of Black students who complain of the lack of support and constructive feedback. Many students feel marginalised and socially excluded. The inability of Black students on average to compete at the same financial advantage precludes them to increased stress and the requirement for additional specific support as they go through their studies, this however is deemed to be lacking and if it is provided, it is unlikely to be culturally sensitive.
Conference asks that this critical issue is highlighted and therefore calls upon the Higher Education Service Group Executive Committee to work with the National Black Members Committee (NBMC) to:
1) Highlight the recommendations of the NUS Race for Equality report which suggests action on a number of barriers to the participation of Black students in education via UNISON media;
2) Seek to support campaigns that highlight the decrease in numbers of students to university, including negative experiences and reported disadvantage of Black students;
3) Continue to recognise and challenge racism at every level of education institutions just as UNISON has continued to do in other public sector occupations with its “Challenging Racism in the Workplace” toolkit;
4) Highlight the impact of the institutional racism that prevails, and provide education as to the terminology of unconscious bias amongst the membership in Black Action and UNISON media;
5) Request that regular audit be made of the employment levels of Black staff in further and Higher Education institutions via our own structures in these sector groups in order to inform our campaigning work and the wider political debate such as with the Higher Education and Research Bill in the House of Lords;
6) Explore and discuss how to best document the experiences of Black students who have been supported via the UNISON bursary scheme and other financial initiatives which have enabled access into Higher Education and Further Education in order to gain more specific knowledge which could support improvements in the system;
7) Continue to work with UNISON Learning and Organising team and NEC Black representatives to ensure the use of the bursary scheme is being widely encouraged within regions and branches and promote this via UNISON media.
National Black Members' Committee
22.
Keeping on a campaign footing
Conference notes and very much welcomes the fact that not only did the Labour Party stand in the last election with policies very much in keeping with many of those set by our members at numerous UNISON conferences, but that those policies proved to be very popular. The future removal of a Tory government now seems possible and our policies may directly influence future government policies. Regardless, the parameters of public debate have now been widened and it is up to us to keep pushing. 
Conference believes it is essential that we keep on the front foot and campaign for an education system that provides good pay and conditions for our members whilst benefiting society and being a force for social good. With this in mind, Conference believes it is time to set out our stall and start to actively campaign for a future Higher Education sector that is fundamentally transformed. 
Conference calls on the Higher Education Service Group Executive to 
1) Urgently conduct a national survey to gain members’ ideas and insights about how the future of Higher Education could look, including ideas on how Higher Education institutions should be structured, governed and run, how pay should be decided, etc. 
2) Use this data and combine it with existing positions set by this and previous conference decisions, along with research and guidance by UNISON staff, in order to draw up a ten-point plan of action for the future of Higher Education. Each demand or vision should be backed up with an illustrative example of how it could be achieved. 
3) To consult with branches over the draft of this plan, and for the final version to be amendable by future Higher Education conferences. 
4) Seek publicity and exposure for the demands nationally and encourage local activities to use the plan for further membership engagement within branches. 
5) Present our ten-point plan to the leadership of all main political parties and publicise their response.
6) Work with the Labour Link to ensure that our views continue to be transmitted within the Labour Party via all appropriate channels.
Manchester Metro University
23.
Outsourced Workers in Welsh Universities
Conference will note that the Welsh Government has developed a new code of practice, "Ethical Employment in Supply Chains", and will also note that Universities Wales has committed all universities in Wales to follow this code.
Conference agrees that the aim of eradicating unethical employment practices is a laudable one and notes with interest that organisations applying the code must:
1) Appoint an Ethical Employment Champion;
2) Put in place whistle blowing processes to identify instances of unethical employment practices in the supply chain;
3) Include appropriate questions in the tender process about ethical employment;
4) Ask bidders to explain the impact of low cost bids to the workers;
5) Pay the foundation living wage;
6) Cease use of Zero Hour Contracts;
7) Expect that all suppliers allow Trade Union representatives to access and organise workers.
Conference will agree that this code of practice, currently only applied in Wales, is of interest to our members and calls upon the Higher Education Service Group Executive to do the following :
a) To support the work of the Cymru-Wales Higher Education Service Group in campaigning for all Universities in Wales to not only sign up to this code but to fulfil all responsibilities under it;
b) To write to Universities Wales requesting an implementation plan and timeline to achieve this;
c) To work with UNISON Labour-Link to highlight this in the UK Parliament and other devolved bodies, in order to put pressure on all Universities to follow suit.
d) To write to all Welsh Universities requesting a copy of their code of Practice action plan and whether their suppliers meet the requirements of the code.
University of South Wales
24.
The Real Living Wage in Wales
Conference notes the recent success of UNISON Wales, Citizens Cymru and University and College Union (UCU) Wales in highlighting to Welsh Government how the apparently ‘successful’ Welsh Higher Education Sector only has one university to be Foundation Living Wage Accredited.  
Conference will also note the point our union made to Welsh Government about the civic duty and the example Universities should set in the communities that they are based in.
This led to the recent intervention by the Welsh Education Cabinet Secretary to put in the remit letter to Higher Education Funding Council for Wales (HEFCW) that she expects rapid progress to create a living wage sector.
Conference calls on the Service Group Executive to undertake the following:
1) To support the work of the Cymru-Wales Higher Education Service Group in campaigning for all Universities in Wales to becomes Foundation Living Wage Accredited;
2) To monitor progress and to use outcomes to support similar campaigns in other nations and regions of UNISON;
3) To work with UNISON Labour-Link to highlight this in the UK Parliament and other devolved bodies to put pressure on all Universities to follow suit.
University of South Wales
25.
Higher Education as a Public Service
Conference notes that:
The history of degree level education provision in the UK is long and complex, but current and recent changes are fundamentally shifting the scenario in which our members work.
As a trade union which organises public sector workers, we find our particular Service Group having to deal with the consequences of delivering a public service, which is resourced by a fragile pyramid loan scheme, where institutions are forced to compete for “customers”.
Whether Higher Education is public or private sector is to some extent an abstract question. 
What we would like, and what we should be fighting for, is a fully funded system, entirely free for all students, bankrolled by general taxation and providing a service for all of society.
What we have, is a system driven by questionable league tables, open to manipulation, where universities are ranked from excellent to poor, and potentially any person or group with enough cash and self-belief can provide Higher Education on the cheap, motivated by profit. 
This matters to us, because the strategy and tactics of a trade union depend on the nature of management and ownership of the “business”. 
Public sector workers say, “If management can’t afford our demands, they should campaign for more funding and we will support that campaign.” 
Private sector workers say “We will campaign as long as we think you have the funds to reward us properly.”
What do Higher Education workers say when their employer is genuinely short of funds and the government is happy to see institutions fail?
A fragmentation of the sector presents enormous challenges for our movement and weakens our ability to deliver collective benefits to our members. Vice Chancellors might be in competition, but we are not, and have to act collectively.
We have to recognise the situation we face and arm ourselves with the correct strategy for each scenario. Despite the changes taking place, we have to be clear about what we want and communicate it widely.
Conference therefore calls of the Service Group Executive to:
1) Be clear in all public material, that Higher Education is best delivered by public funding, with directly employed workers and regulated and accountable management.
2) Campaign against privatisation, fragmentation and competition between institutions.
3) Support the existing national pay bargaining system (for those institutions in it), as the best way of uniting workers in a common pay campaign for 2018-19.
4) Promote the argument that those institutions which claim they cannot afford to reward their workers properly must campaign for more government funding.
University Of Brighton
26.
End discrimination against Cuba in UK Higher Education (UK)
1) UNISON has a proud history of international solidarity and supporting our members in HE to create a welcoming atmosphere for international students from around the world.
2) UNISON is affiliated to the Cuba Solidarity Campaign (CSC) and has been since 2002.
3) CSC is campaigning against a recent decision by the Open University (OU) to allegedly bar the registration of a Doctor of Philosophy (PhD) student, on the grounds of Cuban nationality.
4) The CSC campaign reports that this bar affects a number of countries and is rooted in United States blockade legislation.
5) UNISON in Higher Education should be concerned about discrimination based on nationality existing in our sector, recognising that this should be subject to the Equality Act 2010.
6) CSC is calling for the Open University (OU) to end this discriminatory policy immediately and is lobbying the UK government to intervene.
Conference believes:
a) That staff and students should be welcomed to the UK from around the world.
b) That the protection afforded by the Equality Act 2010 covers a range of protected characteristics which many of us rely on day to day.
c) That UNISON members in Higher Education should not be required to act against the Equality Act in the course of their work.
Conference calls upon the Higher Education Service Group (HE SGE): 
i) to make representations to OU that UNISON members should not be required to act outside of the Equality Act 2010;
ii) to provide information and appropriate support to Unison members in OU should they be required by their employer to breach the Equality Act 2010;
iii) to raise awareness of this campaign, which is relevant to staff in the Higher Education sector, to ensure staff and students are treated fairly, regardless of their nationality.
Leeds University
Motions Ruled Out of Order
Beyond remit of the Conference
A) Hate crimes and mate crimes
Conference welcomes the work that has been done by UNISON thus far on hate crime. 
According to a report by the Equality and Human Rights commission called ‘Disabled people’s experiences of targeted violence and hostility’, Black disabled people are even more likely to be vulnerable to hate crimes. The report notes that ‘recognition of multiple identities (and hence multiple discriminations) suggests that disadvantage can be compounded.’ The report highlights the fact that a disabled person with a visible impairment is more likely to be targeted than one with an impairment that isn’t visible, and if they are also Black then this visibility is emphasised. One stakeholder reported that ‘Asian and black youth are more likely to be victimised at night. So if you have a learning disability and your ethnicity makes your disability more visible, you get targeted.’
Although there is at present little research in this area, it stands to reason that if Black disabled people are more at risk of suffering from hate crime, that they would be more at risk of suffering from mate crime also. Whilst there is no statutory definition of a ‘mate crime’, according to the Welsh government it is the term given to ‘the befriending of people, who are perceived by perpetrators to be vulnerable, for the purposes of taking advantage of, exploiting and/or abusing them. This can strongly be associated, but not exclusively associated, with people with a learning disability, learning difficulties or mental health conditions.’ 
Conference, hate crimes are on the increase and mate crimes are often under reported. It is vital that our disabled Black members are aware that these are criminal offences and know how to go about reporting them.
We call on the National Black Members Committee to: 
1) work with the National Disabled members committee and other self organised groups to produce guidance for branches on how best to recognise hate crimes and support members affected by this. This would include information on where to report hate and mate crimes;
2) produce a bargaining fact sheet around hate crimes and ‘mate crimes’, which includes the Crown Prosecution Service (CPS) prosecution processes and witness support.
National Disabled Members Committee
B) Making Higher Education (HE) pay – fighting for a £10 an hour minimum wage
Conference notes that there is a lot of money to be made out of Higher Education – just look at the expansion of obscenely high salaries for our Vice Chancellors and executive managers, and the large reserves held by many universities. If you’re a cleaner, caterer, or receptionist however, you don’t get a fair share of that wealth. Many workers in Higher Education are paid so little that they have to work two or three jobs to make ends meet.
Conference notes recent news articles stating that over half of those living in poverty are living in ‘working households’, and a recent TUC survey found that one in eight workers is struggling to afford food, one in six has left the heating off while they’re cold in order to save money. 
Conference believes poverty pay damages our workforce and we cannot accept the sinking conditions our middle and lower income members find themselves subject to. 
Low pay damages those who suffer directly from it, but it also indirectly damages us all. When wages are low, it means tax receipts remains low. This is cynically exploited by a toxic ideology which seeks to starve public services of funding in the interests of private interests. Both of these things often lead to the stagnation of the wider everyday-economy as there is less money to be spent on goods and services. Whilst the Champagne still flows in the City, austerity has sucked the life out of our communities and robbed younger generations of having the hope and aspiration of a better life than the generation who preceded them. 
For all the problems we have in the Higher Education sector, universities should be forces for social good. As such, this sector should resolutely reject poverty pay for anyone who works within it.
The UK is one of the richest countries in the world, and Higher Education plays an important part in powering that economy. Those who work to provide that service should not have to live in poverty.
The demand for a £10 an hour minimum wage is a popular one, and one that can galvanize support for the union. It formed a key pledge of the Labour Party manifesto in the 2017 general election, and workers at McDonald’s, organised by the Bakers’, Food and Allied Workers Union (BFAWU), have even taken strike action for the demand. If we put the demand for £10 an hour at the centre of our pay campaigns, we will enthuse many lower paid workers to join the union and join the fight for fair pay.
This conference resolves that the Higher Education Service Group Executive should:
1) Establish an ongoing campaign to fight for a £10 per hour minimum wage in Higher Education that runs concurrent but complements our usual pay campaigns. The campaign should focus on the social injustice of low pay;
2) Produce publicity highlighting the disparity between the lowest and highest paid in HE, and how a £10 an hour minimum wage would help begin to address that inequality;
3) Provide support and solidarity to those in other sectors – such as the McDonald’s strikers – who are campaigning for better pay and an increased minimum wage, and build cross-sector alliances with groups striving towards a £10 per hour minimum wage;
4) Work with Labour Link as appropriate to ensure that this demand is represented within the Labour Party.
Manchester Metro University
C) Motion Boosting our campaign for fair pay
This conference will likely agree our union’s approach to pay negotiations for the coming year. Whatever the finer detail of our pay claim, if we are to be effective in making our demands, we need to place ordinary UNISON members and Higher Education workers at the centre of our campaign.
From the very start of this year’s pay campaign, we should aim to inform members of the issues and enable activists to run a lively and effective campaign.
This conference instructs the Higher Education Service Group Executive to:
1) Produce briefings of the key facts and issues of the campaign and to provide this to branches along with infographics and visual materials that can be used on social media and newsletters;
2) Issue case studies/examples that can be used to demonstrate and humanise campaign material;
3) Work with the National Union of Students (NUS) and our sister Higher Education unions to produce joint publicity;
4) Facilitate the running of regional activist workshops as part of the pay campaign to help spread good practice and to further inform future publicity and campaign events;
5) Facilitate the provision of regional organiser/fighting fund organiser support for building participation in the campaign and in any industrial action ballots through leafleting sessions and workplace meetings, focussing particularly on regions and branches which have had historically low turnout in industrial action ballots;
6) In the event that industrial action is taken as part of the campaign, coordinate with the NUS and our sister unions to hold protests, rallies, and events in the run up to and on the day of industrial action (all organised in line with the law and UNISON rules, of course). Events should incorporate other elements of our campaigns, such as campaigning for free education, against excessive VC pay etc. (as per conference policy);
7) Work with Labour Link to gain support for our campaign from the Labour Party and to ensure that our message and demands inform Labour Party campaigning.
Manchester Metro University
D) Motion Student Bursaries
Conference this time last year we agreed to lobby and campaign against the then Chancellor's decision to end the NHS bursary in England and we agreed to work with other stakeholders to have the move reversed. This year the fight is not over. Conference notes the alarming rate of vacancies among NHS nursing staff and the reliance on EU nursing staff to keep our NHS functioning. We note that students studying to be nurses and other health professionals don't have the option of taking jobs to make ends meet because their courses demand that they spend 50% of their time on clinical placements. We note also that NHS student graduates entering the workforce with tens of thousands of pounds worth of debt is not likely to encourage students to take up nursing creating a reduction in courses, less income and potential job cuts in universities. Our government should be encouraging health care professionals, creating opportunities not obstacles.  
1) Conference we ask that more be done by our Higher Education Service Group Executive (HESGE) to take this campaign onto the campuses and working with our Health Sector and other stakeholders such as the student unions.
2) Conference resolves to continue and step up the campaign to restore student bursaries for Nurses through measures including but not limited to, lobbying of the relevant governmental bodies and members of Parliament.
Yorkshire - Humberside Region
E) Motion In-house services now!
At campuses around the country, our members are facing the challenge of privatised and contracted out services which are detrimental to their terms and conditions.
We know from bitter experience that these contracts make ‘savings’ at the expense of support staff, driving down wages, attacking sick pay and stripping out other benefits.
Our university sector aims to be world class while treating those on the lowest pay and in the most precarious positions as if they are disposable.
We also know that these contracts provide a poorer service than in-house staff. At the University of Leeds, a ‘mixed-model’ approach to security and portering staff has led to a more expensive service with a long series of problems. 
The solution to the problems of out-sourcing is to organise our union in these staffing areas.
We can take inspiration from the victory of the School of Oriental and African Studies (SOAS) cleaners who finally won their campaign to bring their services in-house in August 2017.  The Guardian newspaper article at the time “College cleaners defeated outsourcing. They’ve shown it can be done” is worth reading to find out more.
Conference resolves:
1) Update and republish Unison’s guides to campaigning against privatisation and outsourcing in Higher Education.
2) Share the story of the SOAS victory within campaign briefings, Unison HE news and other relevant marketing and communications to Unison members in HE.
3) HESGE to write to all Vice Chancellors (VCs) and college principals, making the case for in-house services and asking for services to be brought in-house.
4) HESGE to compile data on the leading contractor companies operating in HE in order that branches can tailor local campaigns in respect of these companies.
5) HESGE to run a high profile campaign against outsourcing, coordinated as appropriate, with other sectors of Unison facing similar contracting out of public services.
Leeds University
Not sufficiently clear
F) Motion Marketisation of Higher Education (HE)
Recent Government policy for HE in England has been dominated by the pursuit of competition, markets and privatisation. This will be compounded by measures in the Higher Education and Research Bill which introduces further competition into the sector and escalates the cost of attending university.
Higher Education is a public service providing benefits to the economy and to society. UNISON has long warned about the corrosive growth of profit making institutions within the English Higher Education sector. They serve to make the sector less democratic, less accountable and less focused on the public values intrinsic to education. This is not a model that we would want to see adopted in any devolved nation in the UK.
UNISON believes that the reputation and achievements of UK Higher Education has been built on principles of collaboration, education as a public good and a focus on raising excellence. The Government should be focused on enhancing these qualities and enabling more students and learners to participate rather than focus on increased marketisation and competition between institutions. UNISON believes that treating students as consumers buying a product is deeply damaging to the sector. 
UNISON believes that excellent teaching, social mobility and student choice will only be achieved if we ensure that teaching and support staff across the sector have decent training working conditions and job security. 
UNISON remains committed to the policy of no tuition fees for students entering Higher Education. A fully funded high quality Higher Education system that delivers for students and the wider community is a social good.
The current government are instigating a growing marketisation of Higher Education in England that could undermine quality. Private institutions are not a welcome addition to UK Higher Education.
Conference calls upon the Higher Education Service Group Executive to:
1) Run a high profile campaign against the abuses of challenger institutions working alongside other Trade Unions (TU’s) and National Union of Students (NUS) arguing that these institutions will have a significant impact on the salaries, pensions and other terms and conditions (T’s & C’s) starting a race to the bottom for staff;
2) Lobby Vice Chancellors and work with sympathetic Vice Chancellors (VC’s) and Member of Parliament's (MP’s) and find ‘common ground’ on the issue and produce a briefing document for MP’s House of Lords on the impact.
Higher Education Service Group Executive
G) Motion Freedom Of Information - Information, data and knowledge is power!
The Yorkshire and Humberside Higher Education Service Group asks that the Higher Education Service Group to submit a periodic Freedom of Information request to gain an understanding and comparison on the following pay related items.  
1) Contractual hours in a normal working week (grade 1-9), it is acknowledged that some universities have a 35, 36 or 37 hour working week and in some instances a combination depending on the grade at which a post is assigned.  This information collated over time could help campaign towards a 35h working week. 
2) Additional pay; overtime, shift, weekend, on-call allowances.  There is an increasing attack on additional allowances and overtime rates, to combat this during negotiations we need to have data available to us. 
3) Annual leave entitlement.  Many Higher Education Institutions's (HEI’s) have different paid annual leave entitlements and in some cases a single institution may have different entitlements across grades.  
4) Additional bank holiday and University closure days. 
5) Voluntary Severance Schemes. 
6) Payment Protection Schemes 
7) Foundation Living wage/plans to be accredited. 
8) Student number ratio to academic and support staff. 
9) Staff Bonus/Awards, does the HEI offer support staff this in addition to pay.  If so how regular and what has been included. 
10) Any other information the Higher Education Service Group Executive (HESGE) considers would be useful for bargaining purposes.  
Yorkshire - Humberside Region
Withdrawn by submitting body
H) Motion Pay and the Impact on Black Staff
Conference notes that staff, particularly Black staff have seen their living standards fall in recent years and many earn less than the living wage.
A Trade Union Congress (TUC) report conducted in 2016 showed that Black workers face a "massive pay gap" which widens as they achieve more qualifications.
The research by the TUC suggested there was a 23% gap in hourly pay between Black and white university graduates.  Black people with A-levels were paid 14% less on average than white workers with equivalent qualifications, while those with  General Certificate of Secondary Education (GCSEs) faced a deficit of 11%.
The TUC analysed figures from the Office for National Statistics Labour Force Survey and found Black workers with a degree were paid £4.30 per hour less on average than white graduates and staff from all Black backgrounds faced a 10% pay deficit at degree level, rising to 17% for those with A-levels alone.
In addition and (Freedom of Information) FOI request was sent to 148 universities and colleges in December 2015 informing a Survey of Pay in Higher Education report (22.6.16), which was used to help inform the motion for pay in the Higher Education (HE) Conference 2016.
Conference these are very worrying findings. Black people face a massive pay gap, even if they attempt to address this by attaining qualifications and academic degrees.
This is not about education, but about the systemic disadvantages Black workers face in the UK.
This we believe might be, fueled by so-called “unconscious bias” which in reality is ingrained, institutional and insidious racism.
Conference, the National Black Members Committee (NBMC) is aware that the Joint Negotiating Committee for Higher Education Staff (JNCHES) negotiates pay for staff in universities and that UNISON continues to lobby the government for a fair pay system.  However, pay settlements in recent years have been slow. It is many years since staff in Higher Education received a pay increase which was equal to the rate of inflation.
Conference therefore asks that the critical issue of Black staff facing a massive pay gap in comparison to non-Black staff is highlighted and calls upon the Higher Education Service Group Executive to:
Highlight this pay discrimination to JNCHES so that they can initiate remedial discussions with HEIs;
Provide update on the actions taken in response to the Survey of pay in HE document dated 22.06.16;
To work with the NMBC to ensure that Branches in HE are effectively monitoring their Institution’s, Equality, Diversity and Inclusion Report and feedback to their Regions for action.
National Black Members' Committee
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