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Foreword from Ruth Davies, Chairperson of the Water, 
Environment and Transport Service Group Executive

We are pleased to present you with the 2018 Water, 
Environment and Transport Service Group Executive 
annual report, setting out the headlines from the work 
delivered across our Service Group since Conference 
2017. 

This report summarises the actions that we have 
been undertaking across all of our Sectors to tackle a 
wide range of issues facing members and branches 
and sets out how we have worked within the Water, 
Environment and Transport Service Group to support 
our members. It contains information about the work 
undertaken across all our Sectors, plus our wider 
Service Group, engagement with fellow UNISON 
colleagues on broader issues including pensions, 
equality and diversity.

Since our 2017 Service Group Conference, we are 
still heading towards UK exit from the European 
Union in 2019. Our UNISON priorities remain to 
protect or strengthen the rights we have. UNISON 
remains active both in our workplaces and at a wider 
political level, always seeking to secure the best 
outcomes for all our members. For the Water Industry 
Sector, there appears to be growing political, plus 
public, support for renationalisation. 

In 2018, ‘the public sector pay cap’ has been lifted, 
although it is currently unclear what this actually 
means. Pay awards in our Sectors outside of the 
public sector have been exceeding the 1% public 
sector pay restraint, but to varying extents. In the 
private employers, a number of pension schemes 
have faced attacks, with the ongoing trend being 
towards the provision of Defined Contribution 
schemes, plus announcing plans to close down 
Defined Benefit schemes for existing members. It is 
almost as though the concept of a pension being 
deferred pay, paid out in retirement years, has been 
forgotten.

Health and Safety remains work of paramount 
importance across our branches. Many branches are 
seeing technology being introduced by employers to 
improve employee safety, which also has the capacity 
to track the movements of our members, potentially 
both in and out of working hours. We recognise the 
need to ensure our employers understand our 
expectations of such systems. 

Our work on equalities continues, aiming to support 
all branches in ensuring that our members are treated 
fairly and without discrimination in the workplace. 
Actions and awareness-raising campaigns have been 
undertaken to support this ongoing priority.

Our Service Group organising and recruitment 
campaign still seeks to aim to support branches 
across the wide range of circumstances that our 
branches operate within. We have aimed to engage 
with existing and potential UNISON members via 
Facebook, Twitter, in national and branch newsletters, 
plus the UNISON website. 

Please share the content of this report within your 
branches, as this outlines work undertaken on behalf 
of our members. This work has been delivered 
thanks to the commitment of our lay activists, who 
are often working in very difficult circumstances, with 
the support of full-time staff at both Regional and 
National level. By working together, we work 
effectively to meet the challenges we face. 

I would like to thank you and your branches for your 
continued commitment to our union and to our 
members. I would also like to thank my colleagues on 
the Service Group Executive and the staff who 
support our work for their input throughout the year, 
and to wish our Vice Chair, Phil Rooke, every best 
wish for his retirement.

Ruth Davies, Chairperson
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Objective 1 
Recruiting, organising, representing and retaining members

1.1  Membership Profile and 
Recruitment

Branches have made excellent efforts to recruit 
during the year in a very challenging context. Trends 
noted in the sector reports – towards further 
disintegration of core employers, and reductions in 
staff numbers - made maintaining our membership 
levels a very tough challenge. The net result was a 
further decline in overall membership, despite the 
strong recruitment efforts, of some 2.6%, a similar 
figure to last year. This reflects a longer-term trend in 
the WET sectors: service group membership figures 
have declined for many years, as employment, 
particularly direct employment, has reduced in our 
sectors.

The recruitment and membership trophy was 
presented at the WET Seminar to Yorkshire Water 
branch in recognition of excellent membership 
performance, growing their membership by 5% in a 
workforce where membership levels and density were 
already high.  Other branches including Scottish 
Water and West Yorkshire Combined Authority also 
grew through great recruitment and service to 
existing members. Reaching out to recruit outside of 
the main employer brought excellent results for both 
MerseyTravel and Greater Manchester Transport 
branches. At MerseyTravel, over 50 staff at the 
Beatles Story visitor attraction in Liverpool have 
joined; in Manchester, great recruitment built up 
UNISON strength in Bellevue Buses, which provides 
school transport in the city.  

1.2  Branch Organisation

The Canal and Rivers Trust Yorkshire and North East 
Branch merged with the West Yorkshire Combined 
Authority branch to enable continued excellent 
service to members.  There were no other significant 
changes in branch structure over the period.

1.3  Learning

The WET Health and Safety Seminar held in February 
2018 was well-attended from across the service 
group and participants reported that the sessions 
provided excellent learning- all participants graded all 
sessions and all presenters as either good or 
excellent. The primary focus was on mental health, 
with MIND Haringey delivering a very useful session 
on how to make the arguments for better mental 
health policies and practice to employers; and 

UNISON Health and Safety Officer Tracey Ayton 
Harding building on that with discussion on 
supporting members in the workplace. Mick 
Blanchard of Yorkshire Water branch, with Susan Gee 
representing the company, closed the event by 
setting out the successful partnership arrangements 
developed in recent years at the company.  

The joint WET/Energy pensions seminar, for those 
branches in the private sector, held in March 2018 
was well received by participants, who received 
updates on a range of pension issues. Paul Finch, 
Treasurer (second-ranking elected office-holder) of the 
British Columbia Government and Service Employees’ 
Union, presented on governance of schemes in 
Canada, illustrating in the process key gaps in the UK 
arrangements. UNISON Pensions Officers also 
brought participants up-to-date with key legal and 
campaigning developments. A number of WET branch 
case studies were explored to demonstrate the range 
of branch experiences in response to employers 
seeking to change pension schemes.

1.3.1 2017 WET Branch Seminar Report

The WET seminar 2017 was held in Stratford-Upon-
Avon from 6-8 October 2017. 20 members of the 
WET Service Group Executive and 36 reps from WET 
branches took part.  The key highlights of the event 
are summarised as follows:

Branch Magazines: Cliff Greenwood and John 
Wilkinson of United Utilities branch gave an inspiring 
presentation on how they had, and how others could 
also, produce a magazine full of interest and 
compelling content.  As part of the session, 
participants produced text of their own, for a seminar 
magazine which was published on the last morning 
of the seminar.

Pensions: Glyn Jenkins, UNISON’s Head of Pension 
gave a presentation setting out changes made 
recently to the state pension.  He also set out how 
assumptions made by actuaries were the key factor 
in determining whether a scheme was adequately 
funded, and described the importance of pressing for 
realistic valuation practices in showing that funds 
were viable in the longer term.

Recruitment: Yorkshire Water branch gave a 
highlight of their recruitment campaign in one of their 
contact centres and tips in planning recruitment 
activities.  The branch was awarded the recruitment 
trophy for growing their branch by 40 over the year. 
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National Officer briefing:  Andrew Dobbie set out 
UNISON’s Objectives with emphasise on the Pay Up 
Now campaign, and the importance of organising 
and campaigning in this current climate of uncertainty 
in Government, and incoherence over the details of 
Brexit.

Finally, the seminar closed with a thank you message 
from the Chairperson to all delegates, speakers and 
organisers for their input in making the seminar a 
success.  
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Objective 2 
Negotiating and bargaining on behalf of members and  
promoting equality

2.1  Introduction

Across all sectors covered by the Service Group, the 
negotiating environment has been tough and 
progress has depended on excellent organisation and 
presenting a compelling case to employers.

Pay
Pay is a critical issue for members and effective 
negotiation has secured real improvements for them. 
In the Environment Agency, the continued application 
of the Public Sector pay cap made for very hard 
negotiations. We secured a consolidated 1% for nearly 
all members and larger sums in non-consolidated 
money based on performance throughout the year 
than in previous years, and access to the non-
consolidated “pot” for members of the field operations 
workforce, unlike in previous years. The pay cap is of 
course now “abolished”, but at the time of writing it is 
not at all clear what has replaced it, for the Agency or 
for members working for the Passenger Transport 
Executives/Combined Authorities.

At the Canal and Rivers Trust good negotiations 
secured 2.7% for all workers, with an underpin 
meaning that the lowest paid got 3.9%, in a 
15-month agreement.   

The Water Industry was not subject to the pay cap 
but employers there also took a hard line in 
negotiations. Branches worked hard to secure 
average settlements of some 2%, with settlements 
later in the year improving on this – at Thames Water, 
2.65% in 2017 and again in 2018, in a two year deal; 
at United Utilities, also a two-year deal giving 
members 3% in 2018 and another 3% in 2019. 
Details on progress are contained in the Water 
Industry sector report at paras 2.8. 

2.2  Pensions

Pensions issues were again a core concern for 
branches this year. In the Water Sector, management 
at Anglian Water, Thames Water and United Utilities, 
all advised by PWC, sought to close defined benefit 
schemes to future accrual for existing members. 
United Utilities were taking industrial action at the 
time of writing and Thames engaging in a 
consultation process where they have been able to 
show the clear affordability of the scheme for their 
employer. Our Anglian branch secured improvements 
in the defined contribution scheme offered to all 
employees, but were unable to keep the defined 
benefit scheme open.  

2.3  Promoting Equality and Diversity 
in the Workplace

The Business and Environment Equal Opportunities 
Group (B&EEOG) has continued to make good 
progress in promoting equality in the workplace in the 
last 12 months.  In the light of this the Committee 
working through other stakeholders continues to 
engage with employers to pay due regard to their 
responsibilities under the law to mitigate against 
potential negative outcomes and inequality that their 
processes, policies, systems and changes may have 
on different groups/strands.

The Equality Act 2010 also makes it clear that all 
employers have a responsibility (regardless of the size 
of the organisation) to work towards eliminating 
discrimination, bullying and harassment; advancing 
equality of opportunity, and fostering good relations.  

The 2017 equality motions that were referred to the 
Group for action were implemented (please see the 
last section of this annual report).  As a result of 
these resolutions, many initiatives and actions have 
moved forward successfully.  However, we recognise 
there is still a lot more to do.  Bearing this in mind, 
we’ll continue to enshrine equality into our bargaining 
machinery and provide support to branches in their 
engagement with employers.  Listed below are some 
new guidance documents for branches to note, 
which can be downloaded via the UNISON website 
under ‘Member groups’ page: 

• A Mental Health Bargaining guide; 

• A model equality and diversity policy and guide; 
and 

• A leaflet on “How to be a good ally to trans 
people at work”;

A successful Equalities seminar was held last year. 
See the report in section 2.4 below.  

2.4  2017 Business and Environment 
Equalities Seminar report

The annual Equalities seminar is a popular way of 
bringing activists together to learn, exchange good 
practice and network with like-minded Reps. The 
Business & Environment Equal Opportunities Working 
Group (B&EEOG) held another successful seminar, 
which was attended by more than 45 participants 
and took place at the Jurys Inn in Newcastle on 
14-16 July 2017.  
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Delegates received a warm welcome from Pam Sian, 
chair of the B&EEOG.  All the speakers provided 
different insights on the several topics, such as:

• Lucille Thirlby, UNISON’s Head of Membership 
Participation Unit who spoke on the importance 
of Self Organisation, and encouraged branches 
to set-up self organised groups should they not 
already have any;

• John Halligan, MIND England addressed 
delegates on Mental Health issues.  He stressed 
the role of activists in promoting and raising 
awareness of Mental Health conditions at work; 
and the need to work with employers to ensure 
the right intervention is put in place so that those 
with mental health conditions can get the support 
they need;

• Additionally, there was an interactive session on 
Dyslexia by Barrie Morgan-Scrutton who 
provided practical tips to participants on this 
issue.

Generally the feedback was positive as delegates 
found most of the sessions informative and 
interesting, especially the sessions on mental health 
and dyslexia.  

The social part of the seminar included a quiz and a 
raffle to raise funds.  The proceeds from the raffle 
raised £285, this amount was matched to make a 
total of £570.  The money was split between two 
charities, CRY and MIND.
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Sector Reports

2.5 Environment Agency Sector 

The Sector Committee met four times since the 2017 
conference.  The membership of the committee 
during the year was as set out below:

MEMBERS 2017/2018

Branch Non-Manual Manual Additional

N. West Sarah Peet Vacant Ruth Davies 

N. East Jackie Hamer Paul Breeze

NR Wales Kevin Aitken

Southern Shane Harper Ian Woolven

S. West John Rowlands Jamie McClaughlin Louise Robinson

HO Mariateresa Bucciante           

Thames Andy Theaker Alan Baxter -

Midlands Greg Marshall Joe Andrew Kate Hunter

Anglian Andy Hunkin Jonathan Greaves

Labs. Dave Gardner           

H&S Lead Steve Bleakley
 

i) The National Negotiating Group and its related 
committees as usual dictated the main areas of 
business for the Sector committee. Since the last 
annual report we have had yet another new Secretary 
of State, Michael Gove. The ‘One Defra’ initiative, 
where many support functions are shared, and those 
arm’s length bodies (ALB’s) which remain will have to 
work much more closely together, is still ongoing. The 
fortnightly updates formerly held by Defra to brief the 
Defra trade unions on the latest thinking on the 
transformation of the department and its ALBs have 
reduced in frequency to monthly, but this is at least in 
part because of the huge amount of time & effort 
needed by both management and TU’s to deal with 
the transfer of over 900 corporate services (CS) staff 
from the EA to Defra. This finally happened on 1st 
November 2017. 

ii) Industrial relations between the Agency & the TU 
side have continued to be positive and generally 
constructive, though since the CS transfer it is 
noticeable how much harder it is to get decisions out 
of executive directors, and the Agency in general. 
Dealing with Defra HR (and there has been a lot of 
this over the last year) has required a lot more effort 
and persistency in protecting our transferring 
members’ interests, and this work is by no means 
over.

iii)  Organisational Change 

As mentioned in (i), the transfer of corporate services 
(CS) staff to Defra is now complete, and as part of 
the intensive TUPE negotiations, the TU’s were able 
to secure some valuable concessions from Defra. 
National Officer Andrew Dobbie’s extensive 
experience in the Civil Service proved to be very 
useful and undoubtedly helped the TU negotiating 
team. At the time of writing the focus is on evaluating 
ex EA staffs’ posts so they can be allocated to the 
correct Defra grade to enable them to be on an equal 
footing with long-time Defra colleagues when the 
departmental restructuring begins. The TU’s have 
reservations about the job evaluation exercise, but 
will be involved to ensure fairness and correct 
application. There are also questions about the 
treatment of (quite valuable) allowances for certain 
qualifications e.g. Chartered Accountants. At least 
some Defra staff receive these, but so far none of the 
transferred EA population, who do the same jobs and 
have the same qualifications.

Another notable restructuring is that of the Agency’s 
National Laboratory Service (NLS). Continuing budget 
cuts have made the current structure unaffordable, 
and the decision has been taken to close the lab at 
Nottingham. There is also an impact on the 
Commercial Customer Services team at Leeds. 
UNISON is working closely with the business to 
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minimise the impacts of the closure by offering VERS 
where possible, and making the most of 
redeployment opportunities, both within and outside 
the Agency.

There is a fundamental review of monitoring and 
sampling taking place, as this is another area of work 
badly affected by GiA cuts. We have some highly 
knowledgeable Reps involved in this part of the 
business, and their input has already caused the 
Agency to significantly revise their preferred options 
to go forward to the business case level.

iv) Pay 

This was the second award since staff moved onto 
the new broadband system and the settlement was 
slightly better than 2016, particularly the non-
consolidated element. Scale maxima and minima 
went up by 1% as did the average consolidated 
element for anyone who met their performance 
objectives. Those at or near the bottom of their pay 
band could receive slightly more, which in a small 
way allayed the dissatisfaction expressed in 2016 
when no-one made any progress up their pay scale. 
In addition, there were unconsolidated bonuses of 
2% (0.8% in 2016) and 3.5 or 3.3% (1.5% in 2016) 
for good and exceptional performers respectively. 

The Field Ops workforce were awarded a non-
consolidated bonus of £250 or £350 when they 
agreed to enter into negotiations to discuss the 
development of a performance management system 
more aligned with that of ‘staff’, to enable access in 
future to the unconsolidated pay pot. Work on this is 
only just now getting started.

In January the Agency published its first report on the 
gender pay gap. This is small at just 2.7%.  It is still 
low despite the fact we have more men than women 
in senior posts. This is because we also have a 
higher proportion of men than women in lower paid 
roles (Field Ops workforce is overwhelmingly male). 
They also took steps to look at other pay gaps, 
relating to the following: 

• Disability 2.6% 

• Race 3.3% 

• Religion and belief -0.2% 

• Sexual orientation 6.2% 

These results are harder to interpret as they rely on 
voluntary self-disclosure, and the declared population 
for sexual orientation in particular is very small and so 
easily skewed.

v) Pensions

The Environment Agency Pension Scheme continues 
to have a very high proportion of the workforce in 
membership, and is still well funded. It is in the 
process of transferring funds to the management of 
the Brunel Pensions Partnership.

UNISON continued to be represented on the 
Agency’s Pension Committee by Ian Brindley, Will 
Lidbetter & Marion Maloney. Dot Holding has stepped 
down as she now works for Defra and Danielle 
Ashton has taken her place.

vi) Terms and Conditions

The consistent payments for incident response 
project (CPIR) is one of the work areas we continue 
to struggle with, and there has been no further 
progress over the last year. This has been partly 
caused by the need to align any proposals with the 
Incident Management Strategy (IMS) which has been 
under development for some time. The ultimate aim 
is still to go for a role-based system, but the IMS will 
dictate what roles will actually be or do, and then any 
changes will need to be funded. The Agency still 
aspires to do this on a cost neutral basis, but the 
TU’s are quite clear that this won’t work. We have 
already reminded members that out- of- hours 
incident response is not contractual, and they do not 
have to volunteer for rotas.

One feature of the 2016 pay award was the 
agreement of the Agency to ‘resurrect’ an 
Accumulated Leave scheme, scrapped several years 
ago. This is yet another piece of work which has 
been stuck in the post-CS transfer bottleneck, but 
we hope to see a new scheme commence in June 
2018. It won’t be as good as previously, but should 
allow employees to accumulate enough leave over 3 
years to take a really good break in the 4th.

Telematics, and other means of tracking employees’ 
whereabouts are a current focus of concern for the 
workforce. There are instances of spurious 
disciplinaries using telematics data, and almost no 
guidance beyond H&S related issues. We have been 
pressing the Agency to work with the TU’s on 
producing some guidance on what tracking is 
legitimate, what data is collected, who has access, 
what it can be used for etc, and a working group has 
been convened to progress this piece of work.
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vii) Health and Safety

The National Health and Safety Working Group 
(HASWAG) met 3 times in either Ergon House, 
London or in Birmingham.  The September meeting 
was cancelled due to Directors being unavailable. 
The December meeting was also compromised due 
to snow making travel for many difficult.

Management continued to voice support for Safety 
Representatives throughout all our meetings and sub 
groups have formed to provide input on specific 
issues and consultations.

The IPP objective that was being drafted never came 
to fruition and we will try again this year.  The idea  is 
that it outlines the likely activities that a Safety 
Representative might undertake and the hours 
involved so that direct line management are 
cognisant of the ask.  

As previously, face-to-face meetings or telephone 
conference calls for the TU members of the group 
took place in order to discuss items for the agendas 
and progress where members are on sub groups.

Items raised this year for discussion have included: 

• Debris / trash screens

• One DEFRA as an ongoing project with issues on 
office multi occupancy, facilities reporting of 
incidents and local HASWAGS failing to operate 
successfully

• Electro Fishing Anodes

• Compliance with SRSC regs has been held over

• Red card issues have been held over

Debris / trash screens
Many of our watercourses have debris and trash 
screens fitted where the watercourse enters a 
culverted section to prevent debris from blocking the 
culvert.

This needs to be manually removed.  It is worth 
mentioning that many recent installations have also 
included barriers to prevent members falling into the 
watercourse.  However the real problem arising from 
these installations has been to injuries caused by 
manual handling the debris over, under or through 
these pedestrian barriers.

We have worked with the HSW construction team, 
designers and installers of the new designs to point 
out their flaws.  The input has been welcomed by all.

This work is continuing now on looking at other flood 
defence installed structures, such as floodgates.  We 
have had issues with one such flood gate which has 
caused foreseeable injury to a member.

Electro fishing anodes
We have informed the HSW service and the business 
leads that we are considering red carding the use of 
electro fishing anodes. We have evidence of ongoing 
injuries sustained whilst using this equipment, with 
some injuries requiring corrective surgery.

We have explained that we do not believe the 
equipment is fit for purpose under the PUWER 
Regulations.

Work is ongoing as a matter of urgency by 
management to resolve the equipment legacy.  
Failure to comply will result with a red card being 
issued and contact made with the HSE.

Defra Group Property Plan / One Defra
Discussions at the National HASWAG around the 
Defra Group Property Plan continue and this is 
currently a standing item.

There is work to understand how we will operate as a 
whole Defra group using our assets, aimed at 
efficiency.  

There is the new added complication that Facilities 
(part of Corporate Services) have transferred to 
DEFRA.  We are aware that facilities teams are 
reporting HSW incidents via their internal system, 
which is collated centrally.  If significant, the national 
HSW team are made aware.  However there is no 
report back to area SHERMS groups or other local 
mechanisms. This is a failure to comply with the 
SRSC regs.

Training
The Stage 3 TUC diploma in Occupational Health & 
Safety, supported by the National HSW service, 
finished in September. This was run by Shrewsbury 
College who have managed the course.  
Unfortunately not all Safety Reps managed to 
complete the course due to a number of reasons, but 
we did have 8 pass, a good effort.

Consultations and compliance with the SRSC 
Regulations
We have raised an issue as to whether the EA are 
complying with the spirit and letter of the SRSC 
regulations. Unfortunately, this has not managed to 
be scheduled in 2017 and has hung over to 2018.
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Internal audit, now part of the DEFRA family, are 
scheduled to carry out the work, possibly Q2.

Red Carding
The issue in particular is that whilst we may 
understand what is intended by the phrase red 
carding, there is in fact no procedure or process 
whereby items of note are cascaded to those who 
may need to know.  There is no process to lift red 
cards etc.

The continuous improvement team have been asked 
to review any current processes but were unable to 
service the work in 2017.

2.6  Passenger Transport Executives 
(PTE) 

i) PTE Sector Committee

The members of the sector committee are: 

Ivan Anson Tyne and Wear PTE

Pankja Patel West Midlands Combined Authority

Roger Irvine MerseyTravel

Andrew Coley West Yorkshire Combined Authority 
  (Equalities Officer)

Louise Fannon South Yorkshire PTE 

Tony Short Transport for Greater Manchester  
  (Publicity Officer)

Pam Sian West Yorkshire Combined Authority 

ii) Passenger Transport Forum (PTF) - Trade 
Union Side Membership of the Passenger 
Transport Forum

The trade union side membership of the PTF is as 
follows:

UNISON
Roger Irvine MerseyTravel

Louise Fannon South Yorkshire PTE

Tony Short Transport for Greater Manchester

Ivan Anson Tyne and Wear PTE

Pankja Patel  West Midlands Combined Authority 

Andrew Coley West Yorkshire Combined Authority

Pam Sian West Yorkshire Combined Authority

Andrew Dobbie Secretary of the Trade Union Side

Colin Baker Regional Organiser, North West 

Dean Harper Regional Organiser, Yorkshire  
  and Humberside

Kevin Osborne Regional Organiser, Yorkshire  
  and Humberside

Unite
Gerard Heginbottom Transport for Greater   
  Manchester (until March   
  2018)

Carol Wroe Transport for Greater   
  Manchester

Chris Brelsford Transport for Greater   
  Manchester (from April 2018)

At the 2017 annual meeting Pam Sian was re-elected 
as chair of the trade union side.  Gerard Heginbottom 
was elected vice-chair, Tony Short was elected to the 
post of Publicity Officer and Andrew Coley was 
elected to the Equality Seat.  

Three employers participate in the negotiating 
element of the Passenger Transport Forum:- 
Transport for Greater Manchester (TfGM), West 
Midlands Combined Authority (WMCA) and West 
Yorkshire Combined Authority (WYCA).  Terms and 
conditions are negotiated locally in South Yorkshire, 
Merseyside and Nexus, although both employers and 
Trade Union Reps participate in the consultative 
element of the Forum.

The employers’ side advised their Chair, Chris 
Cassidy had left the employ of WMCA in July 2017 
and therefore Rachel Murphy from WYCA, would 
take on the role of employers side chair.  
Subsequently Rachel Murphy left WYCA’s employ in 
December 2017. At the time of writing we await 
notification from the employers’ side who the new 
employers side chair is.  The Staff side records its 
thanks to both Chris and Rachel for their work and 
contribution to the PTF and wish them well in the 
future.

As noted above after 10 years’ service on the PTF, 
Gerard Heginbottom, the Unite representative stood 
down at the end of March 2018. Our thanks are 
recorded for all the hard work Gerard has done on 
the PTF on behalf of members in Unite and wish him 
well in the future.  We look forward to working with 
Chris Brelsford. 
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During 2017, the three employers who participate in 
the negotiating element of the PTF gave strong 
indication that all three were considering withdrawing 
from the PTF in full.  Although no formal notice was 
served, TU Representatives at WYCA brought the 
matter to the attention of the West Yorkshire District 
Leaders, who intervened, advising the Leadership 
Team at WYCA that they were not to withdraw from 
the PTF.  Correspondence was received from the 
Chair of the Urban Transport Group (UTG), 
suggesting a meeting is held to discuss a way 
forward for the PTF.  This meeting was held in the 
autumn between Andrew Dobbie, Pam Sian, Gerard 
Heginbottom for the staff side and Jonathan Bray 
(Director UTG), Rachel Murphy (Head of HR,WYCA) 
and Steven Edwards (UTG Board Member, South 
Yorkshire) for the employers’ side.

The meeting agreed to review the Terms of Reference 
for the Forum, including exploring the possibility of 
holding an annual seminar to discuss matters of joint 
interest, e.g. HS2/3, smartcards, quality contract, 
lobbying of Government on transport related issues.

iv) Pay 
The negotiating element of the PTF negotiates on pay 
on behalf of Transport for Greater Manchester (TfGM), 
West Midlands Combined Authority (WMCA) and 
West Yorkshire Combined Authority (WYCA).

In January 2018 the staff side submitted their claim 
for 2018 as follows:

• A single-year deal. 

• An increase for all staff of 5% on basic pay, with 
all pay scale points increased by that amount. 

• An increase in all allowances by the same 5%. 

• An increase in the lowest scale points to ensure 
that all staff are paid the Living Wage Foundation 
Living Wage, with a commitment to reflect any 
new rate declared in-year by the Living Wage 
Commission, in basic consolidated pay rather 
than paid as a supplement. 

• Commitment to obtaining Living Wage 
Foundation accreditation. 

• A review of the lowest pay levels to ensure that 
higher-skilled work is properly rewarded in 
comparison to less-skilled work. 

The pay claim seeks to enable a modest recovery in 
the purchasing power of staff wages, lost over many 

years. It will however take many years before the full 
20% real fall in the value of each salary scale point 
would be addressed, even if there were increases at 
this level in each of those years. It seeks a recovery in 
the competitiveness of wages against other sectors, 
noting that members are reporting that declining real 
wages are creating real issues in filling posts and 
retaining staff, threatening the ability of each of the 
Authorities to deliver. 

It also seeks commitment to gain Living Wage 
Foundation accreditation from each of the Authorities, 
ensuring that all workers who are contributing to the 
work of the authorities receive decent earnings for 
their contribution.

In the absence of an employer’s side chair, Dave 
Alexander, HR Manager, TfGM, has been elected by 
the employers to lead on the pay negotiations. A 
meeting was held with Dave and the Staff Side on 
15th March where the Dave formally received the 
Staff Side pay claim.  

The Staff Side highlighted that staff are leaving and 
securing job at HS2, TfN, Rail North etc. all at higher 
wages that at WYCA, TfGM or WMCA. Going 
forward this is likely to increase if more posts are 
released in HS2/3, TfN etc. 

Dave Alexandra stated that the funding envelope for 
WYCA and WMCA are impacted by the fact that they 
are being asked to make further savings (£4.3m at 
WMCA and £4M at WYCA). TfGM are still awaiting 
confirmation of the impact on their funding envelope. 

Whilst understanding the reasons behind the claim 
Dave stated that it would be difficult to step out of 
line with LG, and gave assurance that the PTF offer 
would be in line with the LG offer. 

The Staff Side voiced their concern that the offer on 
the table for LG is a 2 year claim whereas the PTF 
are asking for a one year deal. 

Dave stated that the employers are awaiting the 
outcome of the LG claim before committing to 
anything.  It was noted that although the headline 
figures for the LG offer is 2% the overall pay impact is 
2.7% - the employers’ side are currently discussing 
this. 
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At the time of writing discussions are ongoing.  

v) PTE Pay Outside the Passenger   
 Transport Forum

MerseyTravel
In MerseyTravel, at the time of writing, the branch are 
in the process of negotiating a new two year deal. 
The offer is again to tie in with the LGA award.  
However the LGA offer is more complicated due to 
the proposal to change the NJC spinal points.  In 
addition the CA staff are on MerseyTravel’s Ts and Cs 
and therefore their spinal points, but they are bound 
by the LGA award as they are Local Authority staff.

Nexus (Tyne and Wear PTE)
Nexus 2017/18 pay

In October 2016 the branch began the process of 
compiling the 2017/18 Pay & Conditions submission 
at branch level.  In November the branch conducted 
a consultation with members on the makeup of the 
2017 Pay Claim, members were asked to consider 
each proposal in detail and record a vote against 
each proposal on the voting form. All proposals were 
supported by members (ranging from 80% to 99%) 
giving the branch a strong mandate.

Pay talks between the Joint Trade Unions (UNISON, 
RMT and Unite) and Nexus management began on 
14th January at the Joint Negotiating Committee 
where the 2018 claim was submitted.

A management initial response was received in late 
February and negotiations continued on a fortnightly 
basis during March and early April when a final offer 
was received from management.

The joint union members were balloted during April 
and the Joint Trade Unions accepted the offer on 
27th April 2017.

The offer comprised a number of elements:

• a general increase in pay for all employees of 1% 
from 1 April 2017;

• an increase in the APT&C salary scales of 1%;

• changes to the flexi time working arrangements 
whereby a credit of up to 12 hours may be 
carried over at the end of each period;

• a policy be developed, in consultation with the 
Trade Unions, such that employees may take 1 
paid day’s leave per annum for evidence based 
charity work;

• overtime for Band 4 employees will be 
harmonised with the rules applicable to Bands 1 
to 3 and the APT&C terms and conditions will be 
amended accordingly;

• no employee aged 25 or over will be appointed 
at less than the NCC Living Wage rate when 
appointed to a Band 1 (or Band 2) position. The 
current rate is £15,485 per annum which will be 
paid as a minimum;

• agreement that staff can make one request for 
flexible working in a six month period as opposed 
to one request in any twelve month period;

• improved travel facilities on local rail services in 
the North East area;

• employees eligible for Occupational Maternity 
Pay will receive full pay for the first 6 weeks of 
maternity leave (currently 90% pay);

• 2 weeks Paternity Leave will be paid at full pay 
for employees eligible for Occupational Paternity 
Pay (currently the 2nd week is paid at the 
statutory rate);

• Bereavement leave for APT&C staff to be 
increased from 3 days to 5 days;

• Two days’ paid leave per annum for employees 
seeking IVF treatment (male or female partner).

It is important to note that this is a Two Year Deal that 
is being offered and that the next review date will be 
1st April 2019. This means that unless the 
Government policy on public sector pay changes:

• On 1st April 2018 all Nexus employees will 
receive a general 1% increase in pay

• For APT&C staff a further 1% increase in pay 
bands will also be applied

T’s&C’s changes were implemented during April and 
May and the pay rise (backdated) was included in 
June pay packets.

Metro 2017/18 Pay
Meanwhile on the Metro side of the business - staff 
were TUPEd back to a Nexus owned holding 
company – North East Metro Operations Limited 
(NEMOL) – on the 1st April 2017.

Pay talks between UNISON and Metro management 
began on the 15th May concerning the Metro APT&C 
staff pay and conditions claim for 2017/18.
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In line with the membership consultation, which had 
been drawn up by its Stewards and approved in a 
membership ballot, UNISON submitted a pay claim 
made up of nine proposals.

The original claim was lodged with DBTW 
management in December 2016 but delayed by the 
transition process for a variety of reasons.

A management initial response was received in early 
June and negotiations continued on a regular basis 
during June, July, August and September.

The UNISON members were balloted during October 
and UNISON accepted the offer on 27th April 2017.

The offer comprised a number of elements:

• a general increase in pay for all employees of 1% 
from 1 April 2017;

• an increase in the APT&C salary scales of 1%;

• a commitment to reduce the working week from 
37 to 36 hours - conditional upon organisational 
changes which are envisaged to be in place no 
later than 1st October 2018

• changes to the flexi time working arrangements 
whereby a credit of up to 12 hours may be 
carried over at the end of each period;

• a policy be developed, in consultation with the 
Trade Unions, such that employees may take 1 
paid day’s leave per annum for evidence based 
charity work;

• overtime for Band 4 employees will be 
harmonised with the rules applicable to Bands 1 
to 3 and the APT&C terms and conditions will be 
amended accordingly;

• improved travel facilities on local rail services in 
the North East area;

• a change in the Long Service Awards policy 
where:

o those members of staff who have had 20 
years’ service will receive a certificate and gift 
vouchers to the value of £200

o those members of staff who have had 35 
years’ service will receive a certificate and gift 
vouchers to the value of £400

It is important to note that a Two Year Deal is being 
offered with the next review date on 1st April 2019. 
This means that: 

• On 1st April 2018 all NEMOL employees APT&C 
staff will receive a general 1% increase in pay

• For APT&C staff a further 1% increase in pay 
bands will also be applied.

However, if Public Sector pay constraints are 
removed or relaxed before 1st April 2018, we expect 
to negotiate the pay award for 2018/19. Similarly in 
the event that there is a material change to UK 
legislation affecting the terms and conditions of 
employment of NEMOL employees, we reserve the 
right to raise such matters notwithstanding the 2 year 
agreement

A number of elements in this final offer were 
conditional on UNISON agreeing to collective single 
table bargaining at NEMOL JNC. In a consultative 
ballot, UNISON members at NEMOL voted to 
approve a proposal to move to single table 
bargaining.

Holiday Pay
The outstanding issue of a holiday pay calculations 
agreement for APT&C staff was discussed at the 
meeting on 15th May. Following clarification on a 
number of issues, an agreement has been reached 
and staff should see payments in the July pay.

South Yorkshire
At the time of writing SYPTE are still to submit their 
pay claim, however, it is understood this will be in line 
with the claim submitted by those in the PTF 
Negotiating element.

vi) Equal Opportunities
The Forum continued to monitor developments 
relating to all equal opportunity issues.  Andrew Coley 
occupies the equalities seat on the trade union side 
of the Forum and kept the committee fully informed 
of developments.

2.7  Public Transport 

The committee has experienced a difficult 12 months. 
In May 2017, we said farewell to Fran Hill, chair of the 
committee. Fran had been a UNISON member for 
over 40 years and promoted transport issues 
throughout the union at both Regional and National 
levels. The Women’s Committee and the Business 
and Environment Equal Opportunities Group also 
benefited from Fran’s experience. This was quickly 
followed in July, when we said goodbye to Ivy Carlier. 
Ivy had dedicated her life to the union. She held the 
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Transport seat on the National Executive Council, 
been the chair of the Transport Service Group and 
played an important role in creating the Water, 
Environment and Transport Service Group. We would 
like to thank Fran and Ivy for their hard work over the 
years and wish them well in the future.

Losing so much experience, coupled with the 
restructuring of bus company and airport branches, 
has created the opportunity to explore the more 
effective ways of member participation. The majority 
of members now belong to larger branches, either 
the former PTE branch or sometimes in other Service 
Groups, ranging from Local Government to Energy. 
The Canal and River Trust branches continue to 
come to terms with belonging to a charitable 
organisation.

The committee recognises that with branch 
restructuring and the changing workplace, it needs to 
work closer with the former PTE branches to meet 
the new challenges. We also recognise the changes 
that these branches are undergoing as a result of the 
creation of Combined Authorities. The Committees 
will be meeting soon to plan a way forward.

UNISON has continued to work closely with the 
Campaign for Better Transport, especially the ‘Save 
our Buses’ campaign. It has seen some success, 
with Lancashire County Council reinstating services it 
had previously cut. Despite these successes, the 
austerity agenda continues to bite with Cheshire East 
Council and Northamptonshire County Council 
withdrawing all subsidised services. Other councils 
have severely reduced their funding for bus services 
across the country including Staffordshire, Kent, 
Hampshire and Dorset.

The outlook remains bleak with the big operators 
cutting services and closing depots to maintain profit 
margins. Smaller companies are going out of 
business, especially in North Wales and North 
Yorkshire. It is a difficult time for bus companies with 
inadequate concessionary fare reimbursement and 
the effects of internet shopping, with many cities 
recording a 4% drop in footfall.

In the past year, most operators implemented wage 
rises between 2% and 2.5%. It remains to be seen 
what happens in the next 12 months.

In the Canal and Rivers Trust, a large-scale 
reorganisation at the top of the organisation took 
place in early 2018, and this will be followed by 
further reorganisation affecting all of our members 
during 2018/19. That will be a key focus during the 

coming year. Our branches in CRT saw good 
recruitment leading to a modest increase in 
membership, supported by a good outcome in pay 
negotiations, with the lowest paid seeing an increase 
in their wages of nearly 4%.  

2.8  Water Industry Sector Committee 
– SECTOR CHAIR

The Sector Committee met four times since the 2017 
WET Conference. The membership of the Water 
Industry Sector Committee (WISC) during the year 
was as set out below:

Colin George Affinity Water

Tony Field Anglian Water  
(until end of April 2018)

Helga Howells  
(Vice Chairperson)

Dwr Cymru Welsh Water

Alan Turnbull Northumbria Water

Dave Morris Portsmouth Water

Andy Nisbet Scottish Water

Paul Gibbons Severn Trent 
Central Water Branch)

Clive Craske 
(Chairperson)

Southern Water (Southern 
Counties Water Branch)

Andy Forward South West Water

Ignacio Pont-Lezica Thames Water

John Wilkinson United Utilities

David Burbage-Atter Yorkshire Water

John Jones NEC Rep (Co-opted)

There are a large number of companies in the water 
industry nationwide – and each has its own HR and 
management approach to employee relations. The 
consequence of this is a diversity of HR policies, pay 
and reward structures, shift and rostering patterns, 
contractual arrangements etc. There are many areas 
of common concern to all branches, however. Rather 
than trying to maintain a comprehensive Water 
Industry Bargaining Guide for use during collective 
bargaining - difficult to keep fully up-to-date – timely 
calls for information are issued to all water branches. 
These consist of ad-hoc urgent requests from 
branches via email pertinent to particular bargaining 
situations, or target particular concerns and issues 
for comparison as a defined outcome of the quarterly 
sector meetings. The feedback is consolidated by 
national officers centrally.
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Pay and Pensions
The following table shows the status of pay negotiations and awards at the time this report was written:

Affinity Water One year deal – concluded The company final offer, accepted after ballot:

• A one year pay deal for 1st April 2018 to 31st March 
2019. 

• Increase basic pay of all employees by 2.5% (except 
Executives) 

• In addition, increase pay of employees whose basic 
pay is currently below £25,000 p.a. as follows: 

-  Under £20,000 p.a. - an increase of £250 p.a.  

-  £20,000 to £21,999 p.a. – an increase of £200 p.a.  

-  £22,000 to £25,000 p.a. - an increase of £100 p.a.

Anglian Water New 2-year deal An increase of 3% to base pay and allowances effective 
from 1 April 2017, with 3% for 2019-2020. Ex-DB-
pension scheme members also got a £600 lump sum.

Dwr Cymru Welsh  
Water

End of 4-year deal Pay deal for period 2015 to 2019 already agreed as 
1.5% per annum or CPI whichever is higher – so 2.7% 
based on December 2017 CPI.

Northumbria Water Talks due to start Talks on hold

Portsmouth Water Concluded October 2017 1st October 2017—30 September 2018  the pay deal 
1.75% for all; an unconsolidated payment of £100 for 
those on Grade 2 and £50 for those on Grade 3; there 
were 5 steps now only 3 steps . Next Pay Award is 1st 
October 2018.

Scottish Water Public sector regulated – in 
progress

Covered by the Scottish Government Public Sector Pay 
Policy 2017-18, the main features of which are:

• Lifting the pay cap by providing a guaranteed minimum 
increase of 3 per cent for public sector workers who 
earn £36,000 or less; 

• Continuing the requirement for employers to pay staff 
the real (Scottish) Living Wage;

• A limit of up to 2 per cent on the increase in baseline 
paybill for those earning above £36,000 and below 
£80,000;

• Limiting the maximum pay increase for those earning 
£80,000 or more to £1,600;

• Extending flexibilities for employers to use up to 1 per 
cent of paybill savings on baseline salaries – 

- For non consolidated payments amounting to no 
more than 1 per cent of salary, but only for 
employees already on the maximum of their pay 
range (who no longer benefit from progression) or on 
spot rates; and

(continued on page 18)
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- To consider affordable and sustainable changes to 
their existing pay and grading structures where there 
is clear evidence of equality issues.

In addition, the Pay Policy:

• Maintains the suspension of non consolidated 
performance related pay (bonuses); 

• Continues the policy commitment to No Compulsory 
Redundancy.

Severn Trent In progress Pay award date is 1st July

Southern Water Final offer 2.3% increase to base pay and allowances, or £575 
consolidated if higher.  Minimum salary of London Living 
Wage.

South East Water Concluded 2.2% increase to base pay and allowances, or £550 
consolidated if higher.

South West Water Concluded / not started 1.5% was imposed on office staff (who do not have 
union recognition) in April 2017 against 2% for Craft and 
Industrial (C&I) who have fully negotiating rights. 2018 
talks started by C&I – office staff pay award always 
comes later.

Thames Water Concluded Two year deal agreed November 2017 – 2.65% p.a.

United Utilities Concluded – 2 year deal Year 1 (April 2018 to March 2019) – 3.0% headline 
increase on base pay and allowances; 1.5% 
consolidated plus 1.5% unconsolidated for those 15% or 
more above spot rate or range midpoint (paid as a lump 
sum in April).

Year 2 (April 2019 to March 2020) – as for Year 1

Yorkshire Water Second year of 2 year deal 2.5% on base pay and allowances, as in 2017.

As part of the Southern Water pay award in 2017, a 
joint working party (union, staff council, HR and 
management) was due to be set up to look at the 
pay and bonus structures; although initial scoping 
meetings have been held, this has not delivered, so 
its conclusion was asked for in the 2018 pay claim.

Holiday Pay – implementation of the Lock 
case ruling
There continues to be sharp differences between 
different companies with respect to the Lock ruling , 
for example: at Severn Trent and United Utilities 
holiday pay includes regular overtime; Yorkshire Water 
only for the first 20 days leave; Southern Water an 
average of all allowances paid (those consistently 
increased in line with the annual cost of living pay 
award – so more than just overtime and standby/
callout); Dwr Cymru Welsh Water had consolidated 
allowances into pay, so said that Lock doesn’t apply 
– however holiday pay for overtime has started to be 

paid from March 2018; Affinity Water have still not 
implemented any changes.

Paid travelling time for home-based 
employees – implementation of the Tyco case 
ruling
This has now been resolved in Yorkshire Water. If an 
employee starts work from home 51% or more of the 
time they will qualify for travel time.

Working time limitation
Yorkshire Water is implementing a 13 hour working 
time limit, and the Working Time Agreement at 
Northumbria Water has been reviewed. Enforcing the 
Working Time Regulations there and at other 
companies is fraught – especially where house prices 
and rents are so high, (such as in London and the 
South of England), that many low-paid workers have 
to work excessive overtime in order to earn enough 
to be able to pay their accommodation costs.
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Premium payments for weekend working and 
unsocial hours
As part of the continuing “race to the bottom”, 
premium payments for working outside of core 
(office) hours - such as double time for working at 
weekends – continue to be under threat (where they 
have not already been done away with). This is 
usually preceded by benchmarking against non-

Water sector companies where “every day of the year 
is a working day”.  Percentage premiums for working 
shifts are also under scrutiny.

Pensions
The following table shows the status of DB pension 
schemes for a selection of the water companies at 
the time this report was written; DC schemes are also 
covered where information is available:

Affinity Water No change to DB scheme.
Company contributions for those employees in the defined contribution scheme 
currently contributing 2.5% of pensionable pay will increase from 2.5% to 5%, between 
1 April 2018 and 30 September 2018 (when they will automatically rise to 3% and 6% 
respectively) - subject to the agreement of the pension scheme trustee.

Anglian Water DB pension scheme now closed, and members moved onto the DC scheme.
DC scheme now has maximum 6% employee contribution matched by a maximum 
12% company contribution.
This is 7% and 14% max for ex DB-scheme members for 2 years until 2020.

Dwr Cymru Welsh 
Water

DB pension schemes (except ESPS) closed April 2017, but with final salary link at time 
of actual retirement remaining. Members transferred to a DC scheme with employer 
paying 20% p.a. for three years, dropping to 11% for each further year. Revaluation of 
scheme completed for 2016 and recovery plan accepted, which will see shortfall 
recovered within acceptable time scale.

Portsmouth Water DB scheme valuation was done in March 2018 – results available in June.

Severn Trent No changes, but ongoing roadshows

Southern Water No changes

South East Water No changes

South West Water Legal and General now administer the DC scheme, which is open to all employees

Thames Water Waiting for pension scheme valuations for both DB schemes to be confirmed and 
consequences understood; the unions have offered an independent cost transparency 
exercise. With Thames Water now part-owned by Borealis Infrastructure (Canada’s 
largest DB pension fund) there would appear to be a contradictory philosophy being 
applied if the Thames Water DB scheme were to be closed – as is being proposed by 
PWC.

United Utilities Although the DB scheme is in good financial health, the company has proposed that 
the scheme changes to a Hybrid DB+DC arrangement. Affected UNISON members 
(and those from other unions that have been balloted) are taking discontinuous 
industrial action, including two 1 day strikes on the basis that the proposed change to 
the DB scheme is (to quote the UNISON Regional Organiser) an “unnecessary and 
unjustified grab for the retirement incomes of their workers”.

Yorkshire Water Consultation starting on changes: proposal by company to pass on the employer’s NIC 
for DB contracted out scheme from April 2019. The impact will be either reduced 
benefits or increased contributions.
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Changes to Terms and Conditions
With continuing pressures for efficiencies, Terms and 
Conditions (Ts&Cs) are always under threat. Much of 
this comes from the changes decided by government 
and overseen by Ofwat. The Ofwat target is for all 
companies to become “upper quartile” (though 
statistically this is clearly impossible); this is leading to 
some companies increasing staff numbers (e.g. 
Yorkshire Water, but only for the next two years), and 
others to drastically cut the number of direct 
employees (e.g. Southern Water). However, at Dŵr 
Cymru Welsh Water no changes to Ts&Cs are 
expected as this is part of the Working Together 
Agreement in place for the 2015-2019 period.

Market Reform
As well as the changes to customer services, (as 
reported in 2017), the parts of the businesses that 
provide clean water or deal with wastewater (water 
recycling) have become wholesalers. They sell their 
services to the NHH (Non-household) retailers. This 
has led to further restructuring within Operations 
divisions. At Affinity Water the outline proposal to 
change Wholesale Operations employees Ts&Cs, 
once Wholesale Operations has been reorganised 
into Integrated Community Teams, is still to be 
discussed. Southern Water has split its Operations 
into three directorates – Wholesale Water Services, 
Wholesale Wastewater Services and Compliance & 
Asset Resilience (CAR). 

A separate Welsh licence for Hafren Dyfrdwy (the 
taken-over Dee Valley Water) commenced on 1st 
April 2018. The NHH customer have moved back 
from Waterplus – Wales has a different policy on 
marketization from that in England.

Household Retail Market Reform
The creation of the market for domestic consumers 
by Ofwat has not progressed in 2017-18. However, 
water companies are having to base their restructures 
on the assumption that this is still coming in the 
future.

Customer Service and Cost to Serve
Companies at the bottom of the league for Cost to 
Serve, (that have the highest cost per domestic 
customer for providing retail customer services), have 
continued to be told by Ofwat that they may risk new 
penalties if they don’t drastically improve. Several of 
those companies have continued to be low down the 
table for quality of customer service, (as measured by 
the SIM scoring mechanism). 2018-19 is therefore 
likely to be the busiest year for employee 

consultations around internal reorganisations, 
insourcing and outsourcing of services, TUPE, and 
streamlining of processes, systems and the labour 
force. After implementing a “no redundancies policy” 
under the previous CEO, Southern Water has already 
implemented 85 redundancies in the Customer 
directorate, with further outsourcing of customer-
related activities (whilst insourcing Home Moves); a 
further 17 redundancies have happened in other 
areas of the business – with many more predicted in 
2018. Joint billing with South East Water, (SEW - 
where they supply water services), has further cut 
costs for Southern Water, but increased the workload 
of SEW staff.

Mergers and Acquisitions 
The sale of Kelda Water Services (KWS) by Yorkshire 
Water is now almost complete (new owners in 
brackets): Kelda Organic Energy Edinburgh (Ancala), 
Kelda Organic Energy Cardiff (Welsh Water), Alpha 
Northern Ireland (Northern Ireland Water), Defence 
(Ancala). Grampian is currently unsold.

Portsmouth Water was sold to Ancala on 16 March 
2018. Affinity Water has been sold to Allianz.

Corporate Ownership and Structure
There is a wide range of ownership models in the 
sector – from public ownership (Scottish Water), and 
Dwr Cymru Welsh Water, (owned by Glas Cymru a 
single purpose company with no shareholders, solely 
for the benefit of customers), through shares openly 
traded on the stock market - to privately owned. 
Many are owned by banks, private equity firms or 
foreign investment funds.

Southern Water, (privately owned), which has 
probably the most convoluted structure of subsidiary 
companies in the sector, (under the umbrella of 
Greensands), has been working towards closing its 
subsidiary finance company in the Cayman Islands – 
which had contributed to misconceptions about the 
company’s business practices.

Other common areas of concern
GDPR and the TU Act
With LRD advising in their Labour Research report for 
April 2018 to “avoid using storage facilities provided 
by your employer for personal data. Instead, try and 
use facilities provided by your union”, the issue of 
branches needing to move towards separation of IT 
and communications from their water company’s 
systems has arisen. This may prove to be especially 
problematic with regard to email messages about 
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member cases in corporate email systems, and 
copies of information held in corporate backups. By 
working jointly with the company IT departments, 
Southern Counties Water branch aims to have 
completed this by the time of the 2018 WET 
Conference.

Another major aspect is ensuring that membership 
data is correct an up-to-date; reorganisations, 
redeployment and renaming of jobs, teams, functions 
and departments, plus changes to work bases and 
area structures make this a particularly difficult 
ongoing problem. United Utilities branch, for example, 
have had to telephone every member individually in 
order to accomplish this with regards to balloting the 
correct people.

Litigation and fines for non-compliance
The landmark case of the EA prosecuting Southern 
Water and four individual Southern Water Employees 
has reached an unexpected verdict. The company 
was found not guilty, but the employees convicted. 
Their cases now go to appeal at the High Court, with 
the company continuing to cover legal costs and 
provide other support.

Fines for pollutions and water quality failures have 
been for substantial amounts across the sector – with 
some companies being on the brink of losing their 
licenses. This has affected OPEX targets that are 
often a key factor when deciding whether staff 
bonuses should be paid.

The winter 2017-18 freeze-thaw – emergency 
cover and response
The water supply mains bursts that followed the 
thawing of frozen pipes has highlighted company’s 
readiness for dealing with emergencies. Disparate 
approaches have been taken across the sector, with 
some companies such as Thames Water now 
implementing a “volunteer standby pattern” where 
employees are paid to be on call, but have no 
obligation to respond. At others such as Southern 
Water this has highlighted the difference between 
working windows and overtime pay rates between 
operations staff (time and a half) in the field and 
support services staff (double time) in the offices; this 
may force a comprehensive review of allowances 
companywide. Furthermore Southern Water’s 
industry-leading plastics policy introduced in early 
2018 seems at odds with giving out bottled water to 
customers who lost their water supply. This policy 
includes: cutting out single use plastics in its offices 
and operations, wherever possible; helping promote 

water bottle refill schemes across its region to reduce 
reliance on single-use plastic bottles.

Erosion of non-working time
Problems with covering sickness and holidays, 
(increasing the risk of pollutions and water quality 
failures), has put pressure on some water companies 
to change working patterns. For example, Thames 
Water is putting Shift Control Technicians (who are on 
a 24hr rotating shift pattern) on standby on their off 
days. At Southern Water, periodic compulsory 
Saturday and Sunday working is being introduced for 
some operational staff, giving them less time with 
their families at weekends but time off during the 
week.

Reductions to sick pay and redundancy pay
There is a move at several water companies to alter 
sick pay and redundancy pay policies so that 
payments are closer to the statutory minimum.

Facility Time and Recognition Agreements
Some companies that have until now operated a joint 
negotiation mechanism with the trade unions are now 
proposing to implement a staff council (for example 
Affinity Water, where the company also wants an new 
recognition agreement). UNISON has been 
derecognised at Bristol Water (as a small and under 
resourced branch), but the CEO is still open to talking 
with national representatives. At Southern Water, 
(where there is a single union agreement), a full-time 
post of Union Officer has been created, paid out of 
the HR budget, (a similar arrangement to that at the 
much larger United Utilities branch). The UNISON 
Branch Secretary has taken up that role in Southern 
Water, incorporating two days of branch facility time. 
At some other branches, no facility time is given at 
all.

Subcontracting of services
Issues at companies such as Southern Water and 
Thames Water caused by main company employees 
reporting to managers who work for subcontractor 
companies are gradually being resolved. At Thames 
Water the trend now seems to be to insource, and to 
do away with such “rainbow teams”; however, 
planning and dispatching roles have been merged 
and TUPEd out. At Affinity Water workers who had 
been TUPEd out to Amey have been TUPEd back in 
and then back out again – a disruptive process for 
those involved who seem to lose out on pay and 
conditions each time. Most significantly the majority 
of subcontractor companies do not recognise trade 
unions; differences in Ts&Cs and corporate culture 
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cause friction. The tendency for some subcontractor 
organisations to rapidly implement new working 
patterns without proper consultation has been 
rebuffed through UNISON support; at Southern Water 
subcontractor CBUL, UNISON stopped a roster 
change that would have drastically altered work-
home balance – and the union is now working 
towards trade union recognition.

Excessive use of consultants and day-rate individual 
contractors, especially to plug gaps left by 
reorganisations and in the lead-up to PR19, is 
reported by most of the branches in the sector.

Company vehicles, telematics and tracking
Many of the water companies have altered or are 
changing their Company Car policies – especially 
mileage thresholds for eligibility. This usually means 
more workers having to use their own vehicles and 
having to claim mileage expenses rather than getting 
an allowance. At others, a Bond Scheme – where 
employee pay a fixed amount, (hundreds of pounds), 
upfront to cover costs of incidents such as insurance 
excesses – is being proposed if a worker is to get a 
company vehicle.

A new Driving Telematics Policy has been brought in 
at Northumbrian Water. At Portsmouth Water and 
Southern Water new telematics systems have been 
introduced – and there is a planned change at 
Severn Trent. This gives an opportunity for branches 
to get the relevant company policies updated. The 
Lightfoot system – not well received at South West 
Water – has been introduced without consultation at 
Southern Water. Problems include distracting audio 
and visual “violation” and “penalty” warnings, and 
disparity with inbuilt gear-change indicators in the 
company vans. A review is therefore underway – not 
least to find out whether the mooted fuel cost savings 
through better driving are actually being achieved. At 
United Utilities introduction of a similar system ended 
up with the audio warnings being turned off in all 
vehicles because they were considered to be a safety 
hazard.

Health, Safety and Wellbeing
Yorkshire Water has completed the roll out of its 
“Golden Rules” (behavioural H&S). These are seen as 
best practice by some other companies such as 
United Utilities. Yorkshire Water has also implemented 
a standby rota for UNISON H&S Reps to cover out-
of-hours incident investigation, (a 1 in 8 pattern).

Drug and alcohol policies
Random alcohol testing across Pennon Group, has 
been proposed at South West Water – with the limit 
set at 22microgrammes per 100ml of breath, the 
Scottish standard (as Pennon have businesses in 
Scotland). Northumbrian Water are also proposing a 
new Drugs & Alcohol Testing policy. After much 
debate, the trade unions at Affinity Water accepted 
the principle of random drug and alcohol testing for 
safety-critical roles within the business. Yorkshire 
Water issued tanker drivers with breathalysers before 
Christmas with a view to them self-assessing before 
driving.



23

Objective 3 
Campaigning and promoting UNISON on behalf of members

3.1  Water Industry Report

In the water industry we have maintained strong 
relationships with key stakeholders, holding regular 
meetings with the Consumer Council for Water and 
through participating in their regular regional open 
board meetings, have ensured that the worker’s 
perspective informs their discussions. WET NEC 
member John Jones presented to the CC Water 
meeting in Hull in summer 2017. Effective work 
through the All-Party Parliamentary Water group has 
broadened the circle of stakeholders we are able to 
influence, including a presentation by the National 
Officer to the group in December 2017 about the key 
need for all Water Companies to invest in skills 
development.

Further extension of competitive markets within the 
sector has remained a dormant idea as the expense, 
complexity and limited take-up of the market for 
larger users has become apparent. We will continue 
to work away at this with stakeholders. Meanwhile, 
Labour’s inclusion of water nationalisation in its 2017 
manifesto has revived this as a realistic prospect. It is 
dizzyingly popular- more than 85% support it in 
opinion surveys; and we will be engaging with the 
Labour Party and its advisers, and with other unions 
who organise in the industry, to shape thinking in this 
area as it develops.

3.2  Environment Agency (EA) Report

This was again a quiet year, in terms of flooding or 
pollution events. As a result, the reduction of 
capability arising from past cuts to staffing numbers 
has not manifested itself in operational problems. But 
the structural problem is there; and we have 
continued to make the case for increased staffing 

levels, in debate and to stakeholders. Over the year 
to come, we will be engaging with EA management 
to make the case for increased resources; and for the 
best possible deployment of the resources they have, 
including fair reward for those participating in incident 
response work.

3.3  Transport Report

Years of pressure to enable better arrangement of 
bus services came to fruition last year, when the 
Buses Act came into force. We will be working to 
press metropolitan authorities to make best use of 
the powers it contains over the year to come, 
including through revived authority/union dialogue 
under the aegis of the Urban Transport Group. 

3.4  Political and Stakeholder 
Engagement

Political turmoil during the year, including the election 
and subsequent changes to Ministerial and shadow 
teams, has complicated political engagement. Your 
Service Group Executive office-holders will be taking 
opportunities this year for direct dialogue with 
shadow ministerial teams, building on contacts 
established at official level. Meanwhile, branches have 
continued to build the political links they need at their 
local and regional level; for example, West Yorkshire 
Combined Authority branch taking the case for 
continued collective bargaining in their sector to their 
political leadership, and thereby frustrating the plans 
of executives to close this down. The increasing 
power and influence of metro-mayors, particularly in 
transport, will make engagement at this level 
particularly important in future.
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Objective 4 
Developing an efficient and effective union

4.1  Introduction

At a national level, the Service Group Executive met 
four times since the 2017 WET conference.  The 
Executive is made up of lay members elected to 
serve for a period of two years (2016-2018). Fresh 
SGE elections took place in the early part of 2018 
and it is hoped that a full committee will be elected to 
serve 2018-2020.  The new Executive members to 
serve will take their seats at the Executive’s Annual 
meeting in July 2018.

The Water, Environment and Transport Service Group 
is represented on UNISON’s National Executive 
Council (NEC) by John Jones. John reports in writing 
to the Executive and all WET branches on the 
activities of the NEC.

4.1   Obituary

Mike Jeram former National Secretary very sadly 
passed away in August 2017 with his family by his 
side.  A special tribute was given to Mike at last 
year’s WET Branch seminar, with a memorial at 
UNISON Centre in December 2017 by colleagues 
with Mike’s family in attendance. 

4.2  The 2016-18 WET Executive 
members and sub-committees 
are:

Environment Agency (7 seats)
Ruth Davies Female seat

Delores Smith Female seat

Ian Brindley General seat

Kate Hunter General seat

Amanda Cruddas  General seat

Gregory Marshall Male seat

Vacant Male seat

Water Industry (9 seats)
Rachel Wright Female seat

Amanda Bailey Female seat

Vacant Female seat

Sikander Rashid General seat 

Brian Morgan-Scrutton General seat

Vacant General seat

Daniel McDermott Male seat 

Phil Rooke Male seat

Vacant Male seat

Transport (4 seats)
Vacant Female seat

Roger Irvine Male seat

Andrew Goring General seat 

Michael Killian General seat

Co-opted From Sector Committees (4 seats)
Clive Craske Water Industry Sector

Jackie Hamer Environment Agency   
  Sector

Pam Sian  Passenger Transport   
  Executive Sector

Richard Sherratt Public Transport Sector

Sub-Committee Membership
i)  Policy and Strategy Sub-committee
  Clive Craske, Ruth Davies, Jackie Hamer,  

John Jones, Phil Rooke and Pam Sian

ii)  Business and Environment Equal 
Opportunities Working Group 
Amanda Bailey, Rachel Wright, Andrew Goring, 
Brian Morgan-Scrutton and Pam Sian.  John 
Jones substitute

iii)  NEC Appeals Panel
  Andrew Goring and Pam Sian

iv)  UNISON National Health and Safety 
Committee

 John Jones (Andrew Goring sub)

v)  Local Government Pension Scheme 
Steering Committee

  Ruth Davies, Jackie Hamer, John Jones,  
Ian Brindley and Pam Sian.  

vi)   Service Group Liaison Committee (SGLC)
  Chair or Vice Chair represent the Service Group 

at the Service Group Liaison Committee (SGLC)

vii)   SLGC LGPS Forum
 Ian Brindley or Andrew Goring
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Motion Status

1. The Importance of Branch Magazines in Water,  
Environment & Transport Branches

Conference therefore urges all branches to consider producing 
branch magazines and calls on the Service Group Executive to 
consider inviting the joint editors of U3 to the 2017 WET Seminar to 
outline a presentation on best practice which will benefit the wider 
Service Group in respect of recruitment, retention and workforce 
visibility of UNISON.

Completed:  workshop held at WET 
Seminar.

2. Pension Trustee Training in Water, Environment &  
Transport Service Group

Conference therefore call on the WET Executive in conjunction with 
UNISON’s pensions section to consider organising basic pensions 
training for those aspiring to become Trustees which may in turn 
assist recruitment of existing non-members with appropriate publicity 
around the training.

Ongoing: pensions unit to provide 
bespoke support for anyone mulling 
over becoming a trustee or who 
gains a trustee role.

3. Contracting out of service in the Water Industry

Conference calls on the WET Service Group Executive to:

i.   Issue a briefing to all WET branches on the topic of outsourcing in 
the water industry, referencing UNISON guidance and training to 
support branches dealing with fragmentation.

ii.  Raise the issue of outsourcing with the water industry via the 
consultative forums which Ofwat organise with Water UK and to 
which the trade unions are invited.

iii.  Include how to organise within private sector contractors as a 
topic within the recruitment and organising training provided to 
branches.

iv.  Highlight this crucial issue in UNISON’s ‘Network’ Magazine; the 
dedicated UNISON magazine for WET members.

Completed: guidance issued in 
March 2018.

4. Environment Agency UNISON Members transferring to Defra

Conference therefore call upon the Service Group Executive to take 
the appropriate steps to seek that UNISON members are supported 
by UNISON into this transfer and that all options available are 
explored in order to seek that UNISON’s formally recognised by Defra 
for the purposes of bargaining, negotiation and representation.

Agreement reached with PCS and 
recognition request made to DEFRA.

5. Under Representation of Bus Sector

This conference resolves:

i. To mandate the service group executive to undertake analysis of 
UNISON membership in the sector to undermine the number of 
members, employers, and branch set up.

ii. To use this information to come up with proposals to 2018 WET 
and/or National Delegate Conference in consultation with affected 
branches, to ensure there is sufficient participation from the bus 
industry in the service group national conference.

To be taken forward overseen by the 
PTF committee

Action on motions passed at the 2017 Water, Environment and 
Transport conference
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Motion Status

6. Protecting National Collective Bargaining through PTF

Conference calls on the WET Service Group Executive to:

Give all the assistance it can to local and national campaigns to 
preserve national bargaining through the PTF by

i. Working with Labour Link to preserve and promote the PTF and 
national bargaining amongst the local Labour councillors who hold 
power and influence within the CA’s to stop the employers 
withdrawing from the PTF.

ii. To communicate directly with those local Labour Councillors, who 
directly manage and oversee the Combined Authorities, and ask 
them to preserve the rights of the hardworking staff in the CA 
branches affected and ensures the continuation of collective 
bargaining at a national level through the PTF.

Ongoing

7. Equalities in WET Companies – National Equality Standard

Conference calls on the SGE to make WET branches aware of the 
National Equality Standard (or similar schemes which are supported 
by the Equality and Human Rights Commission) and provide 
branches with basic information on these schemes which can be 
used to promote equality with their employers during formal 
discussion.

Completed:  branch circular issued in 
December 2017.  Feedback sought 
from WET branches in that circular

8. Race Inequality in the workplace

The Water, Environment and Transport Service Group Executive to 
work with the National Black Members Committee (NBMC) to:

i. Produce material for Branches and Regions to use to highlight the 
continued gap between Black workers who hold senior positions 
compared to white workers, with key points on how to tackle this 
in the workplace;

ii. Encourage Regions to work with Branches to ensure that all 
employers complete Equality Impact Needs Assessments when 
carrying out reorganisations and to ensure Black members take a 
lead role in scrutinising these assessments together with 
representatives from other SOGs; and

iii. Encourage Branches to work with Employers to seek to ensure 
more apprenticeship opportunities are open to Black people

Ongoing

9. Water, Environment & Transport Conference Health &  
Safety Event 2018

This Water, Environment and Transport Conference notes the success 
of the WET H&S event of 2016 and past events and calls on the WET 
Executive in conjunction with UNISON’s H&S unit to organise a similar 
event in 2018, noting that our Service Group has some of the riskiest 
occupations within our membership of the whole of our union.

Completed: event held 26 February 
2018.
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Motion Status

10. The Water Framework Directive and UNISON members

This conference calls on the Water, Environment and Transport 
service group executive to:

i. Monitor developments as regards any proposed changes to; or 
abolition of, the Water Framework Directive, and implications for 
our members jobs, pay, and terms and conditions.

ii. To report as appropriate to members in the Water, Environment 
and Transport Service Group, and in particular those whose jobs 
might be directly affected;

iii. To call for UNISON members in the water industry to be consulted 
on any proposed changes, and respond to any Government 
consultations on this matter, or to be proactive if necessary in 
making our members views known via the relevant channels.

Ongoing

11. Canal and River Trust – Sink or Swim

Conference calls on the Water, Environment and Transport Service 
Group Executive to:

i. Work with the Community Service Group Executive to launch a 
campaign to defend and protect member’s terms and conditions;

ii. Work with the Strategic Organising Unit to run a recruitment 
campaign at the Canal and River’s Trust, targeting specific 
workplaces supported by branch resources.  This campaign will 
include a comprehensive mapping exercise of the Canal and River 
Trust members and workplaces;

iii. Work with Learning and Organising Services to develop new and 
existing reps within the Trust;

iv. Work with Labour Link and other sections of the union to petition 
minsters to secure stable funding for the Canal and River Trust;

v. Work with the Living Wage Foundation and the Trust to achieve 
Living Wage accreditation;

vi. Work with the Trust to determine some of the causes of the high 
levels of stress at the Trust and look at ways stress in the 
workplace can be reduced.

Work has been led at official level by 
Caroline Hennessy.  Successful 
efforts to protect terms and 
conditions and increasing numbers of 
members.  Large-scale 
reorganisation in prospect for 2018, 
presenting recruitment opportunities 
and servicing challenges.  National 
Officer intends to take this work on 
and review all conclusion of the 
national reorganisation activity.

12. Bus services in crisis

Conference calls on the service executive to work with all appropriate 
bodies within and outside UNISON to campaign for decent bus 
services, and for adequate government funding (to the equivalent 
spent on rail travel) to protect our members jobs and the services 
they provide

CBT funding approved by General 
Political Fund Committee November 
2017.
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Motion Status

13. Tackling Health and Safety from the Inside

This conference calls upon the service group executive to:

i. Consult with YW branch to determine best practice;

ii. Draw up a charter based on the principles in i;

iii. Launch an action plan to assist branches in adopting similar 
principles

YW H&S lead presented to H&S 
conference and produced a briefing 
for branches.  Guidance for branches 
will follow once received from YW 
branch.

14. Competition in the Water Industry

Conference calls upon the WET Service Group Executive to:

i. Meet with Ofwat and the Consumer Council for Water, to press 
the arguments for understanding the impact of competition for 
commercial users fully before any consideration is given to the 
case for extending this to the household sector;

ii. Through Labour Link, work with shadow ministers to make the 
political case for maintaining the existing market arrangements for 
households;

iii. Use all available campaigning methods to promote the 
effectiveness of existing arrangements and raise awareness of the 
risks to service quality represented by household competition, to 
Government, in Parliament, and through the media;

iv. Work with branches to protect the terms and conditions of our 
members and meet the challenges created by increased 
competition.

Domestic competition kicked into 
long grass by Government, but case 
made to CCWater on 2 Nov 2017

15. Ensuring strong environmental protections for the UK 
following exit from the European Union (Brexit)

Recognising the need for clarity, conference accordingly calls upon 
the WET Service Group Executive to:

i. Through Labour Link, work with shadow ministers to make the 
political case for preserving existing environmental regulatory 
requirements, safeguarding those protections into the medium 
term and seeking to ensure that future UK legislation maintains a 
position in line with EU environmental regulatory standards into the 
future;

ii. Through Labour Link, work with shadow ministers to make the 
political case that a vibrant and thriving environment protected by 
meaningful legislation delivers significant societal, economic and 
health benefits;

iii. Work with environmental and other stakeholders to raise 
awareness of the importance of positive environmental regulation, 
and to make a united to regulations which would lead to 
deterioration of environmental conditions or prevent much needed 
enhancements;

iv. Work with branches to secure our members’ jobs and improve 
their work-life balance.

To be refreshed via Exec motion to 
WET conference 2018.
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Motion Status

16. Call Centre Charter – How far have we come?

Conference calls on the water, environment and transport service 
group executive, working with the business and environment 
equal opportunities working group to:

i. Survey water, environment and transport branches on whether 
their employer has signed up to the charter;

ii. If so, investigate

1.  How it is being implemented; and

2. Whether it makes specific reference to tackling anti-LGBT abuse;

iii. Urge training for managers and staff on LGBT equality issues and 
combating harassment and bullying;

iv. Work with branches where the employer has not adopted the 
charter to negotiate its implementation.

Will survey branches on their take-up 
of the charter and produce guidance 
material in this area, Q2 2018.

17. Wheelchair Access on Buses

Conference calls on the WET SGE to

i. Initiate a consultation with members from the areas of concern 
within the Bus and Passenger Transport Executive/Combined 
Authority branches, on the impact of this ruling;

ii. Share the findings of the consultation with management of the bus 
companies, Combined Authorities and the Department of 
Transport with the aim to finding a workable solution to the issues 
raised;

iii. To work with the bus companies, Campaign for Better Transport, 
disabled groups and sister trade unions via the TUC to draft a 
Code of Practice to protect frontline staff.

Will work with other unions to make 
the case for this, including to 
Combined Authorities

18. Defending the safety of our members in Transport

This conference calls on the service group executive to conduct a 
health and safety survey of all transport members to identify key 
issues for a campaign to support this issue as a priority through the 
relevant bargaining arrangements.

PTF Committee agreed on 27th 
October 2017 to a survey of 
members based on a Merseytravel 
branch template, working with them 
to produce a common format survey

19. UNISON Activists on the boards of Water Company

Conference asks the WET Executive to raise this issue with Ofwat as 
part of our shopping list agenda through periodic meetings with their 
Chief Executive or her direct reports which if it becomes reality will 
have a beneficial effect for members.

Template letter provided to relevant 
branches to take forward with their 
Company chair following Financial 
Reporting Council consultation which 
is likely to result in a worker director 
being one recommended option for 
Companies.
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