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Motions 

1. Growing UNISON, Learning the Good Lessons 

Carried 

Conference is extremely proud of the growth in membership across the regions 
over the past year. This includes not only the high recruitment rate but 
importantly the strong retention rate as well. 

Whilst a significant number of these new members have joined because of the 
tireless work of our activists throughout the past year; while they themselves 
have been on the frontline getting the UK through the pandemic. It is clear that 
a number of these members have found their own way to the union because 
they were scared and worried about their jobs and employment, because of the 
incompetent handling of the pandemic by this government and its weak 
leadership. 

Due to the impact of the pandemic on our branches and activists, UNISON 
introduced directly contacting new members, to welcome them into the union 
and directing them to useful information. In addition, our communications have 
become more targeted to both members and activists, engaging with them 
throughout. 

Therefore, Conference agrees that we should learn the positive lessons from 
the pandemic and continue with the initiatives that assist new members and 
take some of the pressure off of branches and activists including: 

1) Continue with the use of social media targeted at members and activists to 
share and signpost guidance and key information; 

2) Hold regular webinars, on key topics that will inform and reassure our 
members – engaging them with their union; 

3) Contacting new members as soon as possible to welcome them and learn 
the key issues affecting them at work. 

2. Facilities and Expectations for Workplace Representatives 

Carried 

Conference welcomes the National Executive Council's recognition that “well 
organised workplaces, a fairer labour market and overhaul of employment and 
trade union rights” is an important matter for consideration, within the theme of 
“Securing an equal and sustainable post pandemic settlement.” 

Conference notes that accredited, recognised and trained trade union 
representatives are legally entitled to time off for the following duties: 

1) Negotiating with employers; 

2) Representing members individually and collectively; 

3) Performing health and safety functions; 

4) Performing union learning functions; 



5) Attending union training courses. 

Further to this, Conference believes that any employer who is genuinely 
committed to a constructive relationship with its recognised trade unions, should 
guarantee facilities time for the following activities: 

a) Attending internal union meetings; 

b) Attending union policy making meetings and conferences; 

c) Organising activities and union elections; 

d) Meeting with union officers; 

e) Accessing services of union learning representatives. 

Many employers have taken advantage of increased government hostility 
towards trade unions to clamp down on trade union facilities time. 

Even those who are not as openly hostile to trade unions have used austerity 
and job losses as a pretext for either formally reducing facilities time or simply 
making it more difficult for representatives to access facilities time. 

This motion seeks to highlight one particularly damaging effect of this erosion of 
facilities time. 

As stated earlier in the motion, recognised trade union representatives are 
legally entitled to time off to represent members, not only individually, but also 
collectively. 

Conference believes that collective representation is the most effective form of 
representation. 

In order to effectively represent the collective views of members, trade union 
representatives must be given the opportunity to gather those views. It is 
necessary therefore that representatives are provided with opportunities, within 
work time, to discuss with members in a collective setting. 

In our experience, team meetings, where representatives are given the 
opportunity to spend time with members, during the working day, once 
management and non members have left the room, have been a casualty of 
austerity. The pandemic has provided opportunities for engagement with 
members over virtual platforms, but this has not resolved the problem of 
securing adequate collective engagement during work time. 

Conference therefore reaffirms the importance of allowing trade union 
representatives to carry out their legal right to represent members’ collective 
interests; and to do so, by meeting with members to discover their collective 
views. 



Conference calls upon the National Executive Council to work with the Service 
Groups to provide further guidance to branches on effective ways to engage in 
collective representation, as part of UNISON’s Organising agenda. 

Conference further call upon the National Executive Council to support 
branches to defend and where necessary, expand the right to the facilities 
required for collective representation. 

5. Burned Out: Young Workers and Mentally Healthy Workplaces 

Carried as Amended: 5.1 

Conference recognises that the pandemic has taken a toll on mental health 
across the board. Fear and anxiety, created by uncertainty about the disease 
and how it is transmitted, is understandable and unavoidable, but confusing and 
misleading government guidance has worsened the situation. 

For frontline staff, particularly staff in health and social care, the experience of 
‘burn out’ has been widespread after a year of working in crisis conditions. For 
some workers on the frontline, the level of pressure may have led to PTSD 
(post traumatic stress disorder). 

Others have experienced isolation caused by lack of support, and distance from 
their social support groups due to lockdown. Widespread home working has 
blurred the distinction between personal and working lives, meaning that 
pressure at work may have a worse impact on home life than it did pre-
pandemic. Juggling caring and work responsibilities has also become more 
difficult for many, creating additional pressure. 

Conference notes that while the mental health impact of the pandemic has been 
widespread, in UNISON surveys young, LGBT+ and Black workers have 
consistently reported worse impacts on their mental health than other members. 
In a UNISON survey of young members in November 2020, 85 percent of 
respondents said that their mental health had been seriously affected or slightly 
affected by lockdown measures and the pandemic.  

Conference recognises that mental health is a serious workplace issue, and 
that it has a strong equalities dimension. Even without the impact of the 
pandemic, people vulnerable to discrimination face worse levels of mental ill 
health. In the wider community, around 1 in 4 people are affected by mental ill 
health. But in the LGBT+ community these figures can be as high as 70%, with 
trans people and in particular young trans people significantly over represented 
(41% having attempted to end their lives).  

The pandemic has forced some LGBT+ workers, particularly young workers, to 
stay in family homes or precarious shared accommodation with people who 
either didn’t know their sexual orientation or gender identity, or were not 
supportive of it, with an obvious impact on their mental health. There has been 
a significant increase in homelessness for young people – especially those who 
are LGBT+. The findings of the “LGBTQ+ Youth Homelessness Report”, 
published by the Albert Kennedy Trust (akt) in April 2021, include almost two 
thirds (61 per cent) of LGBTQ+ young people feeling frightened or threatened 
by family members before they became homeless and 59 percent facing some 



form of discrimination or harassment while accessing services meant to support 
them. 

 

Mentally healthy workplaces and the importance of mental health support have 
been important concerns for young workers over the last few years; the 
pandemic has amplified and exacerbated these issues. 

Even before the pandemic NHS mental health services were strained and 
underfunded, with a particular pressure point for young people moving from 
childrens’ to adult mental health services.  

It recognises the importance of employers having inclusive policies and 
procedures that help to protect the mental health of staff in general and provide 
support to workers experiencing mental health problems. It welcomes the 
UNISON “Bargaining on mental health policies” guide for branches, and 
recognises the importance of occupational health services, employee health 
and wellbeing programmes and employee assistance programmes being fully 
inclusive 

Conference believes that employers have a duty to ensure that workplaces are 
mentally as well as physically healthy and safe, and that everyone should have 
access to effective and adequate mental health support. 

Conference asks the National Executive Council to: 

1) Promote UNISON’s existing advice, guidance and education programmes 
related to mental health and mentally healthy workplaces; 

2) Review UNISON’s training and guidance for health and safety 
representatives and consider developing further training and guidance to 
emphasise mental health in the workplace; 

3) Consider developing a union wide campaign on the importance of mentally 
healthy workplaces which acknowledges the impact of discrimination on 
mental health and reflects the need for a strong equality dimension in mental 
health initiatives; 

4) Work with other sections of the union as appropriate to signpost 
information on specialist mental health support services and young people’s 
support services to branches and members; 

5) Encourage branches to provide examples of good practice in employer 
policies and procedures, occupational health services, employee health and 
wellbeing programmes and employee assistance programmes 

6) Work with the National Young Members Forum to promote UNISON’s 
work on improving mental health in the workplace to younger workers;  

7) Work with other campaigns, in line with UNISON’s values, to campaign for 
better funded mental health provision in the NHS. 



 
 
 
6. Trade Union recognition for outsourced workers delivering public 

services. 
Carried 

Conference recognises the lack of trade union recognition with private 
contractors and independent companies prevents collective bargaining on 
issues including pay, terms and condition and securing an equal and 
sustainable post pandemic settlement for workers delivering public services. 

This is known to be a contributory factor in the perpetuation of low wages and 
poor conditions of service for private contractor workers. This situation also 
mitigates against stewards, health and safety reps and union learning reps 
playing an active role in defending members and participating actively at all 
levels of the union.  

Increasing use of ‘fire and rehire’ tactics in some areas that has emerged since 
the start of the pandemic has been used to further drive down terms and 
conditions of outsourced workers in order to make savings for multinational 
corporations. 

Conference calls on the National Executive Council to: 

1) Issue guidance to branches on how to secure trade union recognition for 
outsourced workers delivering public services; 

2) Promote the need for ethical procurement ensuring trade union recognition 
is incorporated into any tendering process. 

12. Post Covid 19 Syndrome and Disability Employment Protection 

Carried as Amended: 12.1 

Conference notes that for those who experience Covid 19 and survive the initial 
illness, Covid 19 can be life changing. Some people will suffer chronic damage 
to their lungs, heart, kidneys, or brain and some will develop Post Covid 19 
Syndrome. 

Post Covid-19 Syndrome is a chronic illness, possibly similar to Myalgic 
Encephalomyelitis/Chronic Fatigue Syndrome (ME/CFS). We know the 
symptoms are varied and can fluctuate. Among the most commonly reported 
are fatigue, lack of energy, breathlessness, anxiety and depression, 
palpitations, chest pains, joint or muscle pain, headache, lack of concentration 
and focus, and insomnia. 

In December 2020 the health watchdog, the National Institute for Health and 
Care Excellence (NICE) published guidelines on identifying, assessing, and 
managing the long term effects of Covid 19. NICE defines Post Covid 19 
Syndrome as signs and symptoms lasting for more than 12 weeks after the start 
of acute symptoms that cannot be explained by an alternative diagnosis. 



In 2020, a survey by Office for National Statistics noted that one in five people 
contracting Covid 19 experience symptoms for five weeks or more, and one in 
ten experience symptoms lasting for 12 weeks or more. As of 23 March 2021, 
there had been approximately 4.31 million confirmed Covid 19 cases in the UK, 
and 124 million cases worldwide. In the UK, that translates into 431,000 people 
who will potentially experience Post Covid 19 Syndrome, or 1,181 new cases 
per day. By comparison, in 2020 Cancer Research UK reported an incidence of 
367,000 new cancer cases in the UK every year. Post Covid 19 Syndrome is 
clearly a major emerging health concern. 

Conference, employees experiencing Post Covid 19 Syndrome are not afforded 
disability protections in law until they have had a condition that has or is likely to 
have lasted for 12 months or longer. Yet, the Syndrome itself is so new that 
there is insufficient scientific evidence yet to determine the longer-term effects. 

This leaves employees experiencing Post Covid 19 Syndrome particularly 
vulnerable to management processes including attendance management, 
health capability and performance capability, and ultimately dismissal at a time 
when the global scientific and clinical understanding and research evidence of 
Post Covid 19 Syndrome is new and emerging. 

Conference calls on the National Executive Council: 

1) To promote ongoing research into Post Covid 19 Syndrome; 

2) To call for the creation of a formal definition of Post Covid 19 Syndrome; 

3) To call on UK employers to treat Post Covid 19 Syndrome as a disability in 
terms of the Equality Act 2010, applying the same provisions and protections 
to those experiencing Post Covid-19 Syndrome as are applied to their 
disabled employees while an understanding of the Syndrome is developing; 

4) To call for the formal recognition of Post Covid 19 Syndrome as a disability 
and a recognised health condition where future scientific evidence supports; 

5) To develop guidance to branches on best practice for supporting employees 
who develop Post Covid 19 Syndrome, to best protect employees from 
formal management processes and ultimately dismissal, while an 
understanding of the Syndrome is developing. 

20. Learning the lessons from the pandemic for safer workplaces (Theme 
1) 

Carried as Amended: 20.1 

Everyone should have the right and expectation to a safe and healthy working 
environment. Unfortunately, in too many workplaces throughout this pandemic 
this has not been the case – either because of conditions and lack of 
appropriate equipment in physical workplaces or because of the need to work at 
home without a proper workstation and/or office facilities. 

Although there have been examples of good practice, where UNISON has been 
able to work in partnership with employers, we have seen too many examples 



of where employers have failed in their basic duties to keep staff safe and 
healthy. These have included failures to: 

1) Carry out full and sufficient risk assessments; 

2) Enforce social distancing; 

3) Adequately limit the size of social bubbles; 

4) Provide adequate cleaning; 

5) Provide adequate PPE; 

6) Protect the general well-being of staff. 

This has particularly been the case in sectors such as care homes and 
domiciliary care, where the zero hours and casualised working culture has 
further undermined safe working practices. 

In addition, we believe that efforts to combat the virus have been undermined 
by the numerous failures to ensure an adequate supply of PPE and to provide 
strong and consistence guidance. In Wales public services have delivered the 
track and trace systems efficiently and effectively and provided value for money. 
Reports have concluded that this has not been the case in England, where the 
Tory government have outsourced contracts to the private sector, with the 
outcomes being less successful. 

Alongside the problems faced by members on the front line, many have found 
themselves working for prolonged periods at home which has brought its own 
challenges including inadequate workspaces and work equipment, social 
isolation, difficulty separating home from work life and the danger from overwork 
and working unsociable hours.  

During a period of upheaval and increased risk at work we have to look to the 
enforcement authorities such as the Health and Safety Executive to hold 
employers to account. Sadly, this has not been the case. Starved of funding it 
has failed to carry out sufficient inspections. In addition, its guidance on issues 
such as RIDDOR have often been watered down at the behest of employers 
undermining the trust of workers in the regulatory process. 

UNISON recognises that the HSE remains the only regulatory body that has 
trade union representation on its governing body. However, over the last ten 
years, the Tory government has sought to undermine the role of unions in 
keeping workplaces safe. It is therefore vital that UNISON works with the 
Labour Party and TUC to not only maintain but to strengthen these structures.  

Conference notes that the last 18 months have shown the importance of trade 
unions and safety reps in keeping workplaces safe and highlighting important 
issues around the exponential increase in home working. This role will be vitally 
important in the months ahead, as more people return to their workplaces, or 
continue with blended home/office work patterns. 



UNISON knows that a workplace with safety rep is a safer workplace, and that 
is why through the ‘Be on the Safe Side’ Campaign, UNISON has brought 
together all the parts of the union to increase the number of safety reps. 

Conference therefore calls on the National Executive Council to campaign for: 

a) The strengthening of the regulatory structures to ensure that employers do 
more to keep workers safe through regular inspections and strong 
enforcement actions on the issues that concern our members such as robust 
risk assessments, social distancing and adequate PPE; 

b) Action to highlight the hazards of home working and for measures to support 
those working in this way;  

c) The need to have proper negotiated home working and agile working 
policies in workplaces; This should include the retention of adjustments 
already negotiated and the opportunity for these to be enhanced 

d) Targeted enforcement where health & safety is currently weak in sectors 
such as nursing/residential homes and domiciliary care;  

e) Appropriate equality structures within health and safety procedures to 
protect those with protected characteristics who have been 
disproportionately affected by the pandemic;     

f) Strengthening of the tripartite structures and political independence of the 
Health & Safety Executive; 

g) Highlight the failures of this government in tackling the COVID-19 pandemic 
and ensure systems are in place to strengthen the response to this, and any 
future pandemics; 

h) Continue to make workplaces safer by supporting the work of the ‘Be on the 
Safe Side Campaign’, and increase the number of safety reps; 

i) A nationally recognised mandatory minimum standard for health and well- 
being for all health and social care employers. 

23. Organise to Defend Workers' Rights post Brexit, post Covid 

Carried 

Conference notes that a range of employment rights for UK workers originally 
derived from European Union legislation or judgements of the Court of Justice 
of the European Union. This includes rights relating to paid leave entitlement, 
maternity and pregnancy, working time, transfer of undertakings and equal pay.  
Indeed many EU member states have labour standards that exceed the EU 
minimum.   

The EU withdrawal agreement proposed by Theresa May’s government 
referenced workers’ rights. However, the legally binding withdrawal agreement 
negotiated by Boris Johnson’s government was completely silent on workers’ 
rights. Consequently, Conference does not believe government promises that 
that are not seeking to lower the standards of workers’ rights.   



Conference believes that if the government was committed to preserve workers’ 
rights, it would have accepted the EU’s proposals for enforceable non-
regression provisions of individual rights and protections. Instead the EU-UK 
Trade and Cooperation Agreement explicitly affirms the rights of both the UK 
and EU to set their own priorities in labour law. 

It is an irrefutable fact the workers’ rights are not secure while the Conversative 
are in power. Attacking workers’ rights would inevitably lower living standards 
as employers will seek to save money by paying their employees less. 
Removing limits on working hours not only endangers workers but threatens 
public safety. 

Conference believes that existing workers’ rights should not only be protected, 
they should be advanced. For example, there should be more statutory 
protection for workers with dependant responsibilities and both “fire-and-rehire” 
tactics should be outlawed. 

The only way for workers to protect their existing rights and secure new ones is 
to organise. 

Strong workplace organisation in every workplace is essential if we are to retain 
the members we gained in 2020 and if we are to continue to meet our members 
aspirations, win our members campaigns and grow. A key aspect of this 
workplace organisation is the identification of new stewards, the continuing 
support of their role and encouraging more members to engage in their union’s 
organising agenda. These are both central to the future of the union. As the 
nature of workplaces rapidly change, so must the way in which we organise. 

Conference calls on the National Executive Council to 

1) Resource and coordinate campaigns to resist any move by the 
Conservatives to dilute workers’ rights; 

2) Continue to support regions and branches to develop and implement 
strategic responses to the organising and recruitment challenges faced by 
the union; 

3) Promote education activities that raise our members’ consciousness that 
rights have to be fought for, and that the exercise of collective power has 
achieved so much throughout history. 

24. The Impact of Covid 19 on UNISON Members, Public Services and 
Working Life 

Carried as Amended: 24.1, 24.2 

Conference notes the immense contribution that UNISON members across the 
UK have made - ensuring that the most vulnerable were cared for and making 
sure that our communities continued to function throughout the dark days of the 
pandemic.   



Conference places on the record its profound thanks for their bravery and 
sacrifice during this period and its deep sorrow at the loss of life that will have 
impacted in some way on all of us.     

In honouring the contribution made by UNISON members, Conference calls on 
the union to do everything within its power to push for a full public inquiry into 
the pandemic. This must have the authority to subpoena witnesses, compel 
disclosure of evidence and hear testimony under oath. Conference agrees that 
the process must enable the voices of members to be heard, ensure that 
lessons are learned and hold to account those responsible for failings and 
negligence.            

Conference bitterly regrets that the UK has suffered worse health and economic 
outcomes than most other countries and the disproportionate impact that the 
pandemic has had upon Black and disabled workers.  

Conference asserts that a major reason for these failings is the fact that the UK 
has been hamstrung by a decade of damaging austerity, deeply ingrained 
structural inequality and exploitative labour market policies that leave many, 
including a significant number of young workers, in precarious jobs.  

Conference notes, for example, the views of eminent epidemiologist Professor 
Sir Michael Marmot that the UK suffered particularly badly from coronavirus due 
to the disinvestment from public services prior to the pandemic and the 
accompanying growth of economic and social inequality. 

Conference believes that such underlying problems created by the Tories were 
compounded by the UK government’s mishandling of many aspects of the 
response to the pandemic.  

This included the decision in England to hand responsibility for the crucial Test 
and Trace system to private companies – along with billions of pounds – rather 
than trusting the NHS and public health services to run it.  

Conference notes that this was part of a wider pattern in which billions were 
spent on contracts with private operators during the pandemic, many of which 
were awarded without competition and without any contract details being 
published.  

Conference notes with concern the UK government’s dogmatic adherence to 
free market ideology and its failure to pay sufficient heed to the advice of 
scientists and experts at various points during the pandemic, and that such 
failings have contributed to the high number of excess deaths, which includes 
UNISON members. 

A further example of the UK’s government’s careless and inadequate response 
to the pandemic has been the refusal to listen the calls for proper sick pay 
provision from UNISON, the TUC and other trade unions. This has resulted in 
low paid workers not being able to afford to take time off when unwell or when 
needing to self-isolate. Many disabled workers who were shielding had to 
survive on £95 sick pay, unpaid leave or Universal Credit 



Mass vaccination means that there is light at the end of the tunnel, but 
Conference notes that the default position of the UK government is still to do 
the minimum, which will have dire consequences for public services and those 
that rely on them.   

Conference notes that this will be made even more challenging because of the 
added strain being placed on health and social care services by the backlog of 
delayed hospital treatments and the growing issue of long Covid, which will 
leave many people disabled in the years ahead. Conference notes that 60 
percent of people who have died from Covid are disabled people despite only 
around 20 percent of the population being disabled   

Disabled people’s fundamental human right to live independently was swept 
away by the suspension of the Care Act, the lifting of safeguards to the Mental 
Health Act, and by blanket decisions on Do Not Attempt Resuscitation (DNAR) 
for older and disabled people. Government’s use of the language of 
‘vulnerability’ also obscured disabled people’s rights under the Equality Act 
2010. Conference believes that disabled people should never again have their 
human rights threatened, be forced to go to work when they do not feel safe or 
be paid a pittance to stay at home 

With the strain on health and social care services  Conference is particularly 
concerned by the UK government’s November 2020 Spending Review and the 
budget in March 2021 which failed to deliver the sustained investment needed 
in our public services or provide longer term security to those facing economic 
hardship because of the pandemic, preferring instead to focus on damaging pay 
freezes and sowing divisions between workers in different sectors. 

Conference notes that at the same time as this damaging continuation of 
austerity, privatisation and division, the UK government has brought in a Police, 
Crime, Sentencing and Courts Bill, which as well as increasing racism and 
discrimination through increased use of stop and search and criminalisation of 
trespass laws, will severely limit the right to peaceful protest.  

In addition to the call for a public inquiry set out above, Conference calls on the 
National Executive Council to campaign to: 

1) Ensure our public services are future proofed against any further waves of 
coronavirus; 

2) To provide economic security to those whose livelihoods have been 
upended by the crisis. This should include working in coalition with other 
organisations across the trade union movement and wider civil society to:    

a) Campaign vigorously for austerity to be consigned to the dustbin of history, 
with vastly improved investment in our public services – both for the 
remainder of the pandemic and for the years ahead; 

b) Campaign for an end to the destructive Tory ideology of “private good, public 
bad” and the cronyism that has beset government procurement during the 



pandemic and for outsourced and privatised public services to be brought 
back in-house;  

c) Campaign for a comprehensive range of support measures to address the 
immediate challenges and insecurity faced by those facing economic 
hardship, including: comprehensive sick pay provision, making the 
temporary £20 per week uplift in Universal Credit payments permanent, 
increasing furlough payments to 100 per cent of an employees wage and 
pension contribution up to the current job retention scheme limit of £2,500 
and preventing evictions by providing a financial package (grants/loans) for 
struggling renters to help them pay off rent arrears and allow them to stay in 
their homes; 

d) Campaign for the incorporation of the United Nations Convention on the 
Rights of Persons with Disabilities (UNCRPD) into UK and devolved nations’ 
law so that disabled people’s rights are never again ignored 

e) Campaign against the Police Crime Sentencing and Courts Bill in total and 
to work with the TUC and broader Trade Union and Labour Movement and 
all appropriate campaigns consistent with UNISON principles and policies to 
build a broad coalition in opposition to it, and should it become law, to 
continue to defend the right to peaceful protest. 

Recruitment and organising 

Conference also notes that Covid 19 has had significant consequences for 
recruitment and organising.   

In the most extraordinary circumstances presented by the global pandemic 
UNISON has continued to attract the confidence of public service workers who 
have chosen to join our union during 2020/21. 

Conference congratulates all activists and staff who have contributed towards 
more than 190,000 public service workers, from all parts of the country, and all 
sectors choosing to join the union. This is a remarkable success given the 
unprecedented pressure on our activists and staff and the restrictions of 
accessing many workplaces. 

Conference also notes that this level of recruitment has been achieved at a time 
when some employers have, even during this pandemic crisis, continued to 
attack our members including disgracefully dismissing our members and re-
engaging them on poorer terms and conditions and employment.  

A key lesson of the pandemic is that continued public service cuts and more 
aggressive employers means it has never been more important to be a member 
of UNISON if you work in public services. 

Conference believes that all of the current circumstances faced by our members 
pose fresh challenges for recruiting new members to the union and for retaining 
them in membership.  



Conference recognises the need to ensure that recruitment goes alongside 
building a strong union. Without strong organisation and visibility of the union 
strong recruitment of the sort we achieved during this period we will be 
vulnerable to short and medium term attacks by employers and the government.  

Conference notes that in this context the union needs more members playing 
an active role in the union to enable us to be even more effective and to ensure 
that strong membership growth makes a real difference for our members. 
Lessons learned from how the union delivered activist training during the 
pandemic is instructive about how we achieve this goal. At the start of the 
pandemic we knew that activist education had to continue. Never had there 
been such a need to upskill and train activists to deal with the issues that 
members were facing.  

UNISON coordinated at all levels, making sure our health and safety reps and 
other activists had the briefings and training to develop their skills and 
knowledge to empower them to deal with these issues. The “Be on the Safe 
Side” campaign launched a drive to recruit and train new health and safety reps 
and has been an overwhelming success, with more new health and steps reps 
recruited and trained in 2020 than in either 2019 or 2018.   

UNISON Learning and Organising Services (LAOS) and regions quickly 
adapted and introduced online and virtual learning. By the end of 2020 nearly 
one thousand new stewards had been trained, and over 2,500 activists had 
attended a training course on topics ranging from dealing with representing 
members online to advanced disability discrimination law.   

Conference believes that the pandemic demonstrates that a strong recruitment 
strategy across all sectors of the union must go hand in hand with a robust 
organising strategy. Recruitment and organising are two-sides of the same coin 
and are the cornerstone of building a strong union. 

Conference therefore calls on the National Executive Council to: 

i) Develop a national recruitment and organising strategy that takes into 
account the new challenges posed by the Covid 19 pandemic; 

ii) Build on the suite of strategies designed to retain members; 

iii) Carry out a review of activities across the union with the aim of identifying 
and developing more activity from new and existing members; 

iv) More closely align recruitment and organising strategies; 

v) Continue to develop and expand UNISON’s virtual learning resources for 
delivery to members and activists, thereby increasing access for members 
and activists to training; 

vi) Continually review UNISON’s member learning programmes to mitigate the 
loss of government funding for union learning, ensuring that the member 
learning offer remains relevant to meet the needs of members while 



simultaneously remaining an integral part of UNISON’s recruitment and 
organising agenda; 

vii) Make appropriate learning resources available to work with the regions, to 
review and refresh the current suite of organising courses that support 
UNISON campaigns combating discrimination and ensure organising around 
equality is embedded in these materials. 

International  

Conference further notes the international dimension of the crisis. Once the 
World Health Organisation classified Covid as a global pandemic, a competitive 
scramble to secure enough PPE for medical and other front-line staff globally 
led to severe pressure on an industry dependent on low cost global supply 
chain production models already notorious for Forced Labour. Whilst PPE 
suppliers saw profits increase as much as 400% Malaysia’s migrant workers 
were forced to work and sleep in unsafe, abusive conditions with poverty pay 
and Uyghur labourers in forced detention made rubber gloves for free.   

Austerity, Structural Adjustment Programmes, loan conditionalities and other 
policies promoted by the International Monetary Fund, World Bank and others 
have contributed to a reduction in health spending in the global south, whilst the 
lack of progressive taxation, tax evasion and unfair trade systems have limited 
governments’ ability to fund public services. This underfunding significantly 
undermined the ability of health systems to respond to the pandemic.   

As governments have reorganised health systems to respond to the pandemic, 
other essential health services have been deprioritised, particularly where 
health systems are already weak. This is leading to significant additional health 
challenges and pressure on health systems and disproportionately affecting 
women. 

In this context, Conference calls on the National Executive Council to:   

A) Campaign for companies and the public sector to act to prevent abuse to 
people and the planet or face meaningful consequences; 

B) Demand that any public inquiry’s terms of reference include a full 
investigation into the market engagement, procurement and contract 
management practices applied to the sourcing of high risk products 
compared to the UK’s international obligations at the International Labour 
Organisation, the OECD Multinational Company Guidelines and the United 
Nations Guiding Principles and global best practice; 

C) Equip members with the knowledge and skills necessary to work with their 
employer to help ensure public sector global supply chains are free from 
modern slavery and products made by union busting employers; 

D) Work with employers, global union federations representing workers in 
producing countries supplying to the public sector and others to leverage 
space for workers to organise and claim their human rights; 



E) Campaign to waive intellectual property rights on Covid 19 vaccines to allow 
all countries to be able to access them; 

F) Demand that loans provided to countries (from the World Bank, the IMF, 
regional development banks or private creditors) do not contain liberalising 
conditionalities such as labour market liberalisation, privatisation or tax 
breaks for the most wealthy; 

G) Campaign for the government to support the development of more resilient 
supply chains including domestic production to protect against shortages in 
any future pandemics;  

H) Campaign for equitable access to gender responsive, quality public health 
services; 

I) Campaign to ensure that any public inquiry includes the UK’s international 
response to the pandemic, including its development priorities and policy 
positions at the UN and other international institutions.   

25. Securing an Equal and Sustainable Post Pandemic Settlement 
Carried as Amended: 25.1, 25.2, 25.3 

Conference notes that at the end of the second world war the entire labour and 
trade union movement and the majority of society more widely coalesced 
around calls for a new social and economic settlement. This was based on the 
creation of the NHS, the welfare state and full employment policies that would 
address the economic calamity and deprivation of the 1930s. It also recognised, 
to a greater extent than ever before, the important role of trade unions and 
collective bargaining in delivering fair pay and decent standards in the 
workplace.  

Conference notes that as the UK begins to emerge from the pandemic it faces a 
comparable choice about whether to go back to how things were before or 
create a better future. Conference agrees that choice is clear and the moment 
must be seized as an opportunity to tackle the deep fault lines so cruelly 
exposed by the pandemic. 

Conference notes that nowhere have these fault lines been more evident than 
in the huge variations in how people were able to weather threats to livelihoods, 
make educational progress, and to maintain physical and mental health during 
the pandemic. Put simply, those who were already at the sharp end of pre-
existing inequalities related to class, educational outcomes, income, geography 
and ethnicity have suffered most.    

Conference agrees that UNISON has an important and unique role in shaping 
and leading the struggle for an equal and sustainable post Covid settlement. 
We are the largest union in the UK with more than a million women members 
working across public services and utilities. We are an organisation that 
provides a powerful platform to the low paid and self-organised groups. We are 
a leading advocate for public services and rights for working people and we 
have a proud tradition and reputation for international solidarity. Conference 
therefore calls on the union to develop an ambitious campaign over the coming 



period that draws on UNISON’s strengths to call for a post Covid world built 
around the following pillars: 

1) Sustainable long term investment in all of our public services. This should 
ensure that the NHS, local government, schools, further education, higher 
education, police and justice and transport are able to properly serve the 
entire population and no longer subject to austerity and the short term 
politically driven stop go spending decisions that have characterised the last 
decade. Ensuring that the burden of payment for the crisis is not transferred 
to workers and that appropriate corporate and personal taxation models are 
adopted which do not penalise the working public: we need wealth taxation 
not stealth taxation.  Long term investment is not only necessary for public 
services to operate effectively and address backlogs in the NHS and the 
growing challenge of long Covid. It is also essential to economic recovery. 
This policy goal is closely linked with the need to ensure that public services 
are publicly provided, so that investment is devoted to constantly improving 
services rather than providing profits to private companies.  Public services 
that have been outsourced or privatised should be brought back in house. 
This includes social care, which should be brought into a new National Care 
Service. Proper payment for sleep-ins should be a feature of the new 
service;            

2) Decent pay and reward for our members and all working people. This must 
include an immediate end to this government’s disastrous public sector pay 
policies. It must also mean an end to the divisive tactic of playing off the 
public and private sector against each other, which is bad for all workers and 
damaging to the economy. The growing use of sacking and reengagement 
to impose detrimental contractual terms, even in the midst of the pandemic, 
must be ended. For the longer term we need to see negotiated settlements 
for our members, policies to promote collective bargaining across the 
economy and increase the wage share of national income, reversing the 
trend of wage decline started during the 1980s. Zero hours should e banned 
and the formula for the National Minimum Wage should be set at a level of 
at least two thirds of male median earning (currently more than £15) for all in 
order to help tackle the gender pay gap. There should not be an age 
differential. One wage at any age should be a guiding principle;  

3) The creation of a fair and equal society. Serious structural inequalities have 
been exposed by the pandemic. The extent to which these inequalities are 
addressed and discrimination is tackled should be a measure of the UK’s 
recovery from Covid 19. A human rights focussed agenda, which includes all 
manifestations of discrimination and which challenges the racism, 
Islamophobia, Anti-Semitism, anti-Gypsy, Roma and Traveller 
discrimination, sexism, disability and age discrimination, homophobia, 
transphobia and biphobia - and which recognises intersectionality - should 
be at the heart of this work. A fair and equal society should also guarantee 
the right for those unhappy with the current society to peacefully protest and 
be characterised by decent and safe workplaces. The flexible labour market 
policies that have held sway since the 80s and which have made low pay 
and insecurity endemic need to be replaced by new employment 



protections, enhanced trade union rights, strengthened health and safety 
structures and measures to tackle discrimination in the workplace; 

4) Economic policies that create a greener and more sustainable economy. 
Such policies must achieve net zero carbon emissions by 2030 and work 
hand in hand with the goal of securing decent green jobs with fair pay and a 
just transition for all across the regions and nations of the UK. To avoid 
catastrophic climate change, an international response is needed, including 
increased foreign aid and public investment to tackle climate and ecological 
emergencies around the world and to ensure a fair deal for workers in the 
Global South. The policy priority must be to solve the climate emergency 
through an immediate and widespread programme of green investment 
including the re-purposing of existing industries to provide sustainable 
employment, ending the dependency on fossil fuels and unsustainable 
animal-based agriculture and the investment in public sector housing and 
public transport. In this regard conference notes the importance of COP 26 
in Glasgow in November and encourages branches to actively participate in 
demonstrations and related events, in line with UK  governments’ guidelines 
in place at the time.  

5) Building an effective trade union movement which continues to fight for 
workers’ rights and offer solidarity with every fightback: to defend the 
interests of workers we need to rebuild the trade union movement. We need 
to draw millions of workers facing job losses, low pay, lack of safety at work 
back into the unions and we need new and refreshed reps and activists who 
can help organise campaigns, strikes and protest to defend workers. Unions 
that work collaboratively to fightback can recruit members and enthuse a 
new generation of activists. Every group of workers that fights back should 
be flooded with messages of support, donations to their strike fund and 
invites to address union and labour movement meetings. We demand the 
repeal of all the anti-trade union laws. 

International  

Conference also notes that securing an equal and sustainable post Covid 
settlement for the UK can’t happen in isolation. The pandemic has exposed 
what happens when 70% of the world has no access to social protection. 
Making progress in the UK must be linked with a new global Social Contract 
establishing social protection floors for all. To these ends, Conference calls on 
the National Executive Council to campaign for:  

a) The Introduction of debt relief and debt restructuring for the most vulnerable 
economies so that they are not forced to face currency and repayment 
crises at the same time as they are trying to deal with the health and 
economic crisis; 

b) Changes to the global debt bailout system to ensure that orderly debt 
restructuring can occur, when necessary, that shares the burden between 
the creditors and debtors and does not undermine economic growth or 
exacerbate social crises; 



c) Reform and strengthen international bodies such as the World Health 
Organisation, to champion and strengthen quality public health services 
globally, including reducing corporate influence on public policy and 
governance and ensuring that it is no longer reliant on corporate 
sponsorship or donations from philanthropic foundations;  

d) Campaign for governments to take responsibility for providing care as a 
public service, including rewarding and recognising the value of care and 
reducing the burden of unpaid care on women; 

e) Campaign to reform international tax rules to end corporate tax dodging, 
providing essential funding for quality public services and reducing 
inequality; 

f) End the aggressive promotion of Public Private Partnerships and other 
forms of privatization by the UK government, World Bank, regional 
development banks, IMF and other international institutions.  

g) Campaign for the UK governments to establish a centre for quality public 
services to promote and support the development of health and other public 
services globally.  

h) Campaign to outlaw employers’ ability to sack and reengage workers as a 
means of imposing detrimental contracts as part of a new settlement on 
rights at work. 

27. No back to normal for disabled workers 

Carried 

Conference notes that the Covid 19 pandemic has revealed the structural 
inequality disabled people face but has also created a once in a lifetime 
opportunity to confront discrimination and inequality and to rebuild society and 
our workplaces in a way that allows the talent and potential of disabled workers 
to flourish.  

Prior to Covid 19 our disabled members were constantly told by employers that 
working from home was not a reasonable adjustment, was not financially viable 
or practical, or was simply “not policy”.  But a survey of 5,000 UNISON disabled 
workers in June 2020 found: 

1) 50% of UNISON disabled members were working from home, compared to 
5% before the pandemic; 

2) 73% said they were more productive or as productive compared to being in 
the workplace; 

3) Reasons for being more productive included being able to manage pain 
better, ability to take short breaks or work a more flexible day, less impact of 
commute on energy limiting conditions and easier access to a toilet; 

4) Many members said they hadn’t needed to call in sick as much because 
they could manage their impairment better at home. 



Nonetheless, it should not be over-looked that some disabled members 
reported facing significant problems working from home, including the effect of 
caring responsibilities.  

Almost 20% of respondents said that the impact on their mental health and 
feelings of isolation were an issue. There have also been reports of increased 
bullying of disabled members in the new virtual world where there are often no 
witnesses. 

Conference notes that UNISON has produced a number of resources that can 
be used to support disabled members in branches including: 

a) UNISON’s Homeworking Bargaining Guide which includes a model policy;  

b) Our two new ‘Stewards Guides’ to representing Deaf and disabled members 
that local branches and stewards can use to support disabled members who 
are being unfairly treated while working from home or in the workplace; 

c) UNISON bargaining guides on Reasonable Adjustment Passports and on 
Disability Leave; 

d) Our Bargaining on Mental Health Policies guide. 

Conference believes that COVID-19 has proved that home working is a 
reasonable adjustment for disabled members who want it. There must be no 
going back to ‘normal’ with workers having to fight to get home working agreed 
as a reasonable adjustment. 

However, Conference is also aware that some unscrupulous employers may try 
to use home working as a way of cutting costs and of getting away with not 
providing accessible workplaces.  We strongly believe that home working 
should be a choice for disabled workers who want it but there must also be 
enforcement action against employers who try to use home working as a way of 
getting off the hook for providing reasonable adjustments in the workplace. 

Reasonable adjustments must also be provided for disabled home workers just 
as they would be in the workplace, including mental health related adjustments. 

However, UNISON’s home working survey found that 53% of disabled members 
received no reasonable adjustments to support them to work from home. 

Only 5% had support from the government’s flagship Access to Work scheme 
which contributes to the cost of adjustments.  UNISON successfully lobbied 
government to extend Access to Work to homeworking as a result of our survey 
but the scheme is still used by far too few disabled workers and remains 
“government’s best kept secret”. In particular, many employers and workers are 
unaware of the mental health support the scheme offers, which includes ideas 
for workplace adjustments and up to nine months tailored work-focused mental 
health support. 

UNISON’s 2019 report ‘Let’s be Reasonable’, based on a survey of 3,000 
disabled workers, found that over two thirds of those who requested reasonable 



adjustments were turned down or faced employers who just never responded to 
them.  Even where reasonable adjustments were agreed, 23% waited a year or 
more for them to be put in place. 

As a result, many of our disabled members end up being hounded out of their 
jobs on capability grounds, often due to sickness absence that could have been 
avoided with the right adjustments.   

Conference notes that according to TUC data the 2020 disability pay gap 
stands at 19.6%, with disabled workers paid £3,800 less than non-disabled 
workers. Lack of reasonable adjustments is a key reason for the pay gap, with 
disabled members unable to progress their career internally alongside their 
colleagues and instead forced to move to lower paid jobs in other organisations 
or reduce their hours. 

Part-time working is another driver of the disability pay gap, with disabled 
workers more likely to be in part-time employment which is predominantly 
available in lower skilled and/or lower paid jobs.  Discrimination and bias are 
also key factors in the disability pay gap.  

Over 75% of employers say equality and diversity is a priority for their 
organisation but less than 3% measure the disability pay gap. And there are few 
consequences for an employer when a disabled person is disadvantaged in the 
recruitment process, overlooked for promotion or refused training. 

It is now more important than ever to support the recruitment and retention of 
disabled people as we try to undo the damage the pandemic has done to our 
economy. Leonard Cheshire recently found that a quarter of disabled people 
worked reduced hours and a quarter were placed on furlough during the COVID 
crisis, indicating the disproportionate impact the pandemic has had on disabled 
people. A Citizens’ Advice survey found one in four disabled workers were 
facing redundancy, a warning that disabled people are likely to be badly hit by 
any post-pandemic recession. 

‘Long COVID’ or post Covid 19 syndrome is also affecting disabled workers who 
are being unfairly chased through punitive sickness absence procedures by 
their employers. Some previously non-disabled workers may now be covered by 
the Equality Act 2010 which gives a right to reasonable adjustments to people 
whose symptoms have a significant impact on normal daily activities and have 
lasted or are likely to last 12 months or more. However, Conference does not 
have confidence that all employers will accept this duty. 

Going back to ‘normal’ should not mean going back to disabled workers waiting 
years for the reasonable adjustments they need, being stuck on the lowest rung 
of the pay ladder but first in line for redundancies, and struggling to get home 
working agreed. 

Conference believes that now is the time to fight for a comprehensive post-
pandemic settlement for disabled workers. 



Conference calls upon the National Executive Coumcil to work with the National 
Disabled Members Committee to:  

i) Campaign for a stronger right to home working as a reasonable adjustment 
for disabled workers who want it; 

ii) Lobby government for the introduction of mandatory monitoring and 
reporting of the disability pay gap, along with robust action to tackle the gap 
and lack of enforcement of reasonable adjustments; 

iii) Produce guidance including a model action plan to reduce the disability pay 
gap that branches can use in negotiations with employers;  

iv) Publicise UNISON’s Reasonable Adjustments bargaining guide, which 
includes a model policy and Accessibility Passport that can be used to 
negotiate locally, and our Disability Leave bargaining guide; 

v) Publicise UNISON’s homeworking bargaining guide and the two Stewards 
Guides to representing disabled and Deaf members; 

vi) Lobby government to extend and increase publicity for the Access to Work 
scheme, including the mental health support it offers; 

vii) Campaign for increased government investment in mental health and for 
clearer Government guidance that the employer’s duty of care extends to 
staff mental health, including while working from home; 

viii)Call for employers to discount sickness absence “triggers” for workers with 
‘Long COVID’ and for recognition of ‘Long COVID’ as an occupational 
disease, with compensation for front line workers affected; 

ix) Develop recruitment materials targeted at disabled workers highlighting 
UNISON’s achievements and continuing work to reduce the disability pay 
gap. 

32. Covid 19 and Domestic Abuse – a Perfect Storm 

Carried 

Conference is concerned about the surge in domestic abuse during lockdown. 

Conference notes research from the Centre for Women’s Justice which found 
that in the first month after restrictions were introduced across the UK in March 
2020, there was a rise of 49% in the number of calls to domestic abuse services 
and around 380 weekly calls to police. The number of deaths related to 
domestic abuse was the highest in at least 11 years.  

Conference also notes the views of experts that the actual increase in domestic 
abuse is likely to be much higher than reports show due mainly to under-
reporting but also, the additional hurdles created by lockdown. 

Even in the most harmonious of relationships, living together in a confined 
space can cause every-day tensions between partners. Add working in the 
same confined space to the mix, together with severely limited opportunities to 



leave the home and tensions are likely to be even greater. For couples with 
children, the closure of schools is an added stress-factor. Restrictions also 
mean that victims are cut off from usual support networks, friends and or family.  

The measures put in place to deal with the coronavirus crisis mean that home 
continues to be the new workplace for many. Abuse impacts on the ability to 
work, keep a job and economic independence. When employers spot signs and 
offer appropriate support, for example, paid leave providing time to take legal 
advice or arrange childcare, it can make a huge difference – even save lives. 

While controlling and abusive behaviour can occur in mixed and same sex 
relationships, the vast majority of those experiencing domestic abuse are 
women and children. Women are also considerably more likely to experience 
repeated and severe forms of violence, and sexual abuse. Domestic abuse is 
most commonly perpetrated by men. 

A report by Women’s Aid in August 2020 revealed how abusers used the 
pandemic as a tool for abuse to increase fear and anxiety. Survivors talked 
about perpetrators disregarding concerns about the virus, ignoring restrictions 
and exploiting the lack of available support to increase control. 

Conference notes that from 23 March to 31 May 2020 there was 40.6% 
reduction in the number of refuge vacancies in England, compared to the same 
period in 2019. 

Conference is concerned that at a time when survivors and their children are 
facing escalating abuse, barriers to support are increasing. The need for 
specialist domestic abuse services has never been more critical. This is 
particularly true of the specialist services provided by and for marginalised 
Black, LGBT+, migrant and disabled women who face additional stereotyping 
and barriers to support.  

The Domestic Abuse Bill is an opportunity for positive changes for those 
experiencing abuse and Conference is delighted to note the role of UNISON 
women in a successful amendment to the Bill, which will result in better 
protection from perpetrators in the workplace. 

However, Conference is concerned that although some additional government 
funding is being provided to encourage reporting, and measures that facilitate 
women moving out to a safer space, this is no-where near enough to address 
the spiralling levels of violence against women and girls. 

Conference calls on the National Executive Council to work with the National 
Women’s Committee to:  

1) Lobby the governments of England, Scotland, Wales and Northern Ireland to 
create long-term funding solutions to secure a sustainable refuge sector and 
community-based support available and accessible to all women 
experiencing domestic abuse; 



2) Continue to campaign for the introduction of paid leave for those 
experiencing domestic abuse; 

3) Campaign nationally together with women’s organisations, charities and Non 
Governmental Organisations for research to better understand and for 
measures to address the causes of and prevent domestic violence;  

4) Review UNISON’s guidance – Domestic violence and abuse: a trade union 
issue to take account of developments during the pandemic, including 
increased working from home. 

42. Health and Social Care Provision for Older People Post Covid 

Carried 

Conference has always recognised that health and social care workers are 
dedicated and hard working but lowly paid with poor terms and conditions. They 
do their best to provide quality care but against a background of crisis within 
health and social care services.  

Even prior to the Covid crisis, research had confirmed that care for residents in 
privately run homes for the elderly could be inadequate due to poor terms and 
conditions and lack of training. This resulted in large numbers of vacancies and 
staff shortages which further affected the quality of care. Care Inspectors had 
highlighted examples of abuse to residents and inadequate care while the 
private providers continued to make a substantial profit.  

In 2019 the largest commercial provider of residential care went into 
administration, and many others were struggling as cash strapped local 
authorities could not fund adult care adequately, resulting in it not being an 
economically viable proposition for providers in the private sector.  It has 
become increasingly difficult to find residential care for those suffering from 
even mild dementia or from more challenging conditions. 

In a report for the Centre for Policy Studies, Damien Green MP recognised the 
crisis situation ahead of the government’s Green Paper on the Future Funding 
of Care, which was due out in June 2019. His proposals were said to include 
that about half the cost of domiciliary and nursing care could be met by the 
state. 

Also, a report from the County Councils Network (CCN) had predicted that 
English councils risk insolvency if government does not move rapidly to fill a 
£50bn funding black hole opening up in local authority budgets. Without extra 
funding, the CCN said rising demand for social care would see council finances 
plunged into disarray and services cut to legal minimum levels. According to the 
Institute for Fiscal Studies, spending on adult social care had already fallen by 5 
percent in real terms between 2009 and 2018.   

But these events have been overtaken by the Covid crisis. The impact of Covid 
on older people in care homes has been devastating, this can be illustrated by 
the fact that between March and June 2020 there were 19,394 deaths involving 
Covid 19, which is 29.3 percent of all deaths in care homes.   



This is why we need a national care service as outlined in UNISON’s report 
“Care After Covid: A UNISON vision for social care”. The current fragmented, 
crisis-riven sector could be transformed into a national care system. One that 
could cope with the day-to-day challenges of caring for vulnerable and be better 
prepared for a future health emergency of the same severity as the current 
pandemic. 

People requiring social care will benefit from staff being properly paid and 
trained to provide that care. In future, social care must become an important 
economic sector providing high-quality, well-paid jobs and no longer seen as a 
drain on the public purse. It has the potential to be part of the solution for local 
economies that have lost jobs because of the virus. 

Due to the tens of thousands of unnecessary deaths, there must be a full public 
inquiry into the government’s handling of the Covid crisis as soon as the worst 
of the pandemic is over. The inquiry should look at why lockdowns have come 
too late, leaving NHS employees to deal with the terrible consequences, and 
why social care was effectively abandoned at a terrible cost to residents and 
staff. It should also look at why in more than 500 cases, “do not resuscitate” 
decisions were made but not agreed in discussion with the person or their 
family.  

Conference therefore calls on the National Executive Council to: 

1) Campaign for a full public inquiry into the government’s handling of the 
Covid crisis, having first consulted with members on issues to be addressed 
within such an inquiry; 

2) Campaign for a national care service as outlined in Care After Covid: A 
UNISON vision for social care. 

43. Organising to End the Crisis in Social Care 

Carried 

Conference notes the judgement issued by the Supreme Court on 19 March 
2021 in the case of Royal Mencap Society v Tomlinson-Blake, which found that 
care workers employed on sleepover shifts with injured or disabled people were 
not entitled to the minimum wage.  

Conference congratulates UNISON on pursuing this case to the Supreme Court 
and believes this devastating outcome is the latest indictment of the scandalous 
state of social care and a further example of the complete disregard shown to 
those who deliver social care services, and those they support. 

Conference notes the publication in July 2019 of the House of Lords Economic 
Affairs Committee report on Social Care Funding “Time to end a national 
scandal” which highlighted that adult social care in England continues to be 
inadequately funded. 

The report noted that 1.4 million older people had an unmet care need in 2018, 
urged the government to provide an immediate £8 billion cash injection and to 



reform the provision of care, including by giving free personal care to people 
who need it. 

Conference further notes that in its November 2019 report entitled “Ethical 
Care: A Bold Reform Agenda for Adult Social Care”, the Institute for Public 
Policy Research (IPPR) described social care as “the ultimate Cinderella 
service”. 

The report identified that since 2008/09, there had been a five percent reduction 
in the number of people receiving publicly funded social care per year. Between 
2008-09 and 2019, this equated to around 600,000 people. This had occurred 
despite a significant increase in the number of people in need of care. 

Conference further notes a 2018 Age UK report, there were 1.4 million people 
over the age of 65 who had unmet social care needs. More than double the 
number in 2010. 

The IPPR’s 2019 report highlighted that the “the impact of the cuts to social 
care are felt particularly strongly among the workforce. Nearly half the staff in 
the sector are paid below the living wage – with large numbers also paid below 
the minimum wage.” The report went on to say that staff “retention is poor and 
turnover is high, with around one-third of the workforce leaving in any one year. 
This is leading to significant unfilled staffing gaps, which are due to grow from 
78,000 today (November 2019) to 350,000 by 2028 – or 400,000 if freedom of 
movement comes to an end.” 

In July 2019, in his first speech as Prime Minister, Boris Johnson promised to 
“fix this crisis in social care once and for all.”  

Conference believes that the onslaught of the coronavirus pandemic exposed 
the consequences of the failure of successive governments to tackle the crisis 
in social care. 

In September 2020, the Social Care Institute for Excellence (SCIE) produced a 
report entitled “Beyond COVID: New thinking on the future of adult social care”, 
in which they highlighted the negative impacts of Covid 19 on social care and 
offered reasons for that impact. 

Based on conversations with commissioners and staff employed in the sector, 
SCIE reported” that: 

1) The sector was “poorly prepared for the pandemic” and that “the years of 
underfunding had left the sector without the equipment and estates 
necessary to manage the crisis. Examples offered, included that “many care 
homes had insufficient space to safely isolate people who had caught 
COVID-19 and contain the spread. Local supplies of personal protective 
equipment (PPE) were low, or non-existent in some places as late as the 
end of March, which left many care workers exposed to the virus.”; 



2) The pandemic had exposed inequalities within social care, with “Black, 
Asian and minority ethnic (BAME) communities, adults with learning 
disabilities, and those on the lowest incomes disproportionately affected.”; 

3) Social care was “a fragmented and disconnected sector” of “around 18,500 
organisations working in 39,000 locations” across England alone. Many of 
those they engaged with told them that “the scale and complexity of the 
sector posed significant practical and logistical challenges in organising 
effective responses. For example, in ensuring that providers have access to 
sufficient PPE, coordinating safe hospital discharges, and testing staff and 
residents in a timely manner.”; 

4) “Despite many in the workforce showing immense resilience overall, morale 
is low in adult social care, and care staff have felt undervalued compared 
with their healthcare counterparts. This has also played out in practical 
terms, for example, in care workers not having priority access when 
shopping for their clients.” SCIE “were told about registered managers of 
adult social care services suffering from burn out and extreme anxiety.” 

Conference believes this picture will be immediately recognisable to our 
members in social care and the officers and reps who have supported them 
over the last twelve months. 

Conference believes that the crisis in social care is not simply a crisis of 
underfunding, but a systemic crisis of fragmentation and exploitation arising 
from the dominance of the market. 

In 2020, it was revealed that more than one in five care providers – looking after 
over 200,000 people – were currently failing to meet the Care Quality 
Commission’s quality and safety standards. This grew to one in three when we 
consider nursing homes. 

Additionally, according to the Association of Directors of Adult Social Services 
(ADASS), two-thirds of councils reported that they had at least one care 
provider that had closed, ceased trading or ‘handed back’ contracts in their area 
within a six-month period in 2019. 

Despite regular pleas of poverty from the market, In 2017 a detailed financial 
analysis of care homes undertaken by the Competition and Markets Authority 
(CMA) found that £200 million a year was flowing directly to private equity 
operators and other institutions that played no role in providing any form of 
care. 

In addition, providers were paying a total of £390 million each year in rent to 
landlords and yearly payments of £177 million were going to bond holders, 
banks and other financial institutions to pay off debts. 

According to an article in the “New Statesman” examining the report, “even 
before the big 26 care home operators account for their profits, which range 
between £60 million and £80 million in a good year, nearly £760 million a year 
has already leaked out of the social care sector and into the pockets of those 



who never meet care workers or care home residents as part of their job… 
Injecting the care home industry with more cash while failing to address its 
underlying financial structure will merely line the already well-stuffed pockets of 
off-shore investors.” 

We should bear in mind that care homes only make up one part of the social 
care sector. The labyrinthine nature of many providers’ financial structures, 
make finding similar information from providers of other forms of care very 
difficult. We can state though that, according to Skills for Care, the adult social 
care sector in the UK is worth £46.2 billion. 

Conference welcomes the work being undertaken within and by UNISON to 
tackle this problem. 

In May 2019, UNISON was granted permission by the Supreme Court to appeal 
the Court of Appeal ruling in the Royal Mencap Society v Tomlinson-Blake 
case, which had declared that care workers were not entitled to the National 
Living Wage for so-called “sleep-in” shifts.  

On the political front, UNISON contributed to the Labour Party manifesto for the 
December 2019 General Election, which contained the promise of free personal 
care for older people. 

Beyond this, we have seen tremendous organising drives such as UNISON 
North West’s “Care Workers for Change” campaign, which was not only 
successful in preventing a number of local authorities from taking advantage of 
the Court of Appeal’s Tomlinson-Blake judgement to reduce sleep-in payments, 
but also led to a growth in social care membership and the securing of 
recognition and collective bargaining agreements with a number of employers. 

Since “Care Workers for Change” was launched, UNISON North West has 
further invested resources into campaigns such as “Care Workers v COVID-19”, 
which has secured commitments from 18 of the region’s 23 commissioning 
authorities to ensure care workers would not suffer financially if they could not 
attend work for reasons relating to the Coronavirus.   

Through the “Stand Up for Social Care” campaign, UNISON North West has 
launched a successful network of more than a hundred councillors and a worker 
led organising committee. Crucially, this involves a clear focus on insourcing 
social care provision and ending the dominance of the market. 

Conference believes that we need to build on the work undertaken by UNISON 
North West and ensure that our legal and political efforts are combined with an 
effective national organising strategy for social care. 

Conference believes that the single most effective way for our union to ensure 
sustainable improvements in social care, both for those who deliver and receive 
it, is to build workplace organisation across the sector. 

Only an organised social care workforce can deliver sustainable change 
regardless of who is in power at a local and national level. 



Only an organised social care workforce can ensure compliance with any 
improvements in commissioning and procurement. 

Only an organised social care workforce can challenge poor practice without 
fear of reprisals. 

Only an organised social care workforce can stand proudly and openly 
alongside others campaigning for dignity. 

Only an organised social care workforce can enforce sectoral collective 
bargaining.  

Only with an organised social care workforce can we provide the ground troops 
necessary for the fight for public ownership and delivery of social care. 

Conference therefore calls upon the National Executive Council to: 

a) Work with service groups, Labour Link and other stakeholders to campaign 
for a social care system that is publicly delivered, free at the point of need 
and paid for by universal progressive taxation. Such a system should ensure 
proper methods of accountability to the workforce and those in receipt of 
care and support, with the principle of co-design at its heart, so that we do 
not repeat past injustices, where recipients have been denied their right to 
control over their own lives; 

b) Work with service groups, Labour Link and other stakeholders to demand 
the requisite resources to properly resource a national social care organising 
campaign aimed at not only recruiting social care workers into UNISON, but 
doing so in way designed to empower those workers to realise their 
collective strength; 

c) Work with service groups, Labour Link and other stakeholders including by 
lobbying political parties in positions of power and influence in Scotland, 
Cymru/Wales and Northern Ireland to continue to highlight the gross under-
funding of adult social care and the impact this has on society. 

45. Coronavirus Pandemic - the Case for Public Services 

Carried 

It is true to say that a government could not be faced with a much more serious 
situation than a global pandemic. But it is clear that the UK government could 
not have played its difficult hand any worse than it has done. When assessing 
the efficacy of the government’s response to the pandemic, Conference notes 
that the UK failed dramatically by every measure.   

Announcing a lockdown in March 2020, Boris Johnson announced that “many 
more families are going to lose loved ones before their time”. This statement 
was a preview of what was to come- the UK suffered one of the worst mortality 
rates in the developed world. Conference believes that the number of deaths, 
numbering more than 125,000 so far including thousands of public service 
workers, is unforgivable. Conference notes that many other countries have 
suppressed the virus more effectively than the UK. And even in countries where 



the virus was not completely contained, there are very few who have 
experienced both the appalling loss of life and economic hardship which the UK 
has suffered since March 2020. Conference believes that we must understand 
the incompetence and structural issues which have led to the UK government’s 
abysmal failure to respond effectively to the pandemic.  

Conference believes that the UK government’s pandemic response has been 
distinctively inadequate as a result of: the consequences of a decades long 
break-up of public services; a secretive and corrupt contract culture; lack of 
long-term planning and most notably the damaging prevalence of the market 
within the NHS.   

Conference notes with alarm that the core of the government’s response to this 
unprecedented public health crisis seems to further cement the position of 
private sector companies within the public sector supply chain. Conference 
notes the many and various examples of services that would ordinarily be run 
by the NHS being handed to private companies over the course of the last year. 
Conference further notes the meagre results this outsourcing has produced at 
significant cost (both economic and social) to the British public.  

The most high profile instance of outsourcing the government’s coronavirus 
response is the catastrophic Serco test and trace system, which will cost the 
tax-payers £37 billion. Conference believes that given the huge outlay, Serco 
should have been expected to produce outstanding results, regrettably this has 
not been the case. We have been told by Conservative politicians for many 
years that the public sector is inefficient whilst the private sector is lean and 
effective- the pandemic has proven the opposite. The test and trace system 
reaches just 62.6% of contacts, whilst local authorities are reaching 97%. This 
is despite the fact that local authority teams have been denied access to 
government data, and were given just £300m, in contrast with the £37bn budget 
for national test and trace.   

The test and trace system has repeatedly failed to reach its own targets on 
contract tracing, with staff who had been scarcely trained sat idle for months on 
end. Meanwhile, members of the public who needed Covid tests have been 
directed to non-existent testing centres or sent to the other end of the country. 
In addition, tens of thousands of test results were simply lost due to a 
shockingly basic spreadsheet error. This left thousands of people, including 
UNISON members, unable to work because they could not get tests or the 
results of tests.   

This failure has ultimately cost thousands of lives, millions of jobs and played a 
part in a growing national mental health crisis. Conference believes that this 
failure was not inevitable, better performance can be found in countries where a 
substantial public health service has remained at the core of the process. 
Germany’s well established public health network was able to manage the 
efforts of thousands of extra tracers expertly.  

Serco is the most well-known example of wasteful government outsourcing but 
there are many others. One global healthcare firm won a £133 million 
government contract to supply testing kits. The government did not advertise 



the deal competitively. In July 2020, following a series of errors, the government 
withdrew these testing kits, on the grounds that they might be unsafe.  

Conference further notes that contracts for managing the procurement of 
ventilators, PPE and even the job of keeping tabs on all these contracts have 
been awarded to management consultants for hundreds of millions of pounds. 
Even the process of managing NHS outsourcing has been outsourced, with 
some consultants reportedly earning a staggering £6000 per day.  

Conference notes with alarm the shocking figures released by the Office of 
National Statistics (ONS) which show that black people are dying at an alarming 
rate from Covid 19. African Caribbeans in Britain have been killed by Covid 19 
at a rate that is four times more than white people. And Bangladeshis and 
Pakistanis are more than 50 per cent more likely to die from the virus as white 
people, with people of Indian and mixed heritage also more at risk, according to 
the ONS. 

Of equal concern is the impact of Covid 19 on the elderly and persons with 
disabilities who have been most at risk of becoming infected with an 
exceptionally high incidence of deaths. 

Conference notes that the only part of the government’s pandemic response 
which can objectively be described as a success is the national vaccination 
programme. Conference further notes that the vaccination programme is one of 
the few areas of the pandemic response which has remained relatively 
untouched by privatisation, having been delivered entirely within the National 
Health Service. Conference believes that this proves that testing, tracing and 
procuring could all have been more effectively delivered within the public sector. 

Conference is extremely worried by the emerging pattern of secrecy regarding 
government health contracts. The Financial Times wrote that: “most Covid 19 
contracts were awarded without a competitive tendering process under 
emergency procurement measures that were put in place in March.” It has been 
the mantra of privateers for decades that competition breeds efficiency. Yet the 
pandemic appears to have brought on a health service oligarchy which now 
enjoys unprecedented influence within the NHS.  

Conference believes that the unaccountable, inefficient and perhaps even 
corrupt method of awarding contracts during the pandemic must be 
investigated.  

Conference is concerned not only about the underhand privatisation and 
outsourcing which has taken place during the pandemic, but also that the 
direction of travel appears to be to undermine our entire National Health 
Service.  

But whilst the scale of privatisation and the lack of transparency in the last year 
has been shocking, this is not an entirely new phenomenon. The government’s 
reliance on private contractors during the pandemic comes after a decade of 
public sector reorganisation, marketisation and deep cuts to services and local 
government in England. An infrastructure that was once in place to respond to 



public health crises has been destroyed by policies introduced by recent 
Conservative governments, with some changes going as far back as Labour’s 
years in power.  

A professor of public health at the University of Bristol and a former regional 
director of public health in the NHS for almost 20 years said: “The undermining 
of our responsiveness to a pandemic was one of my major concerns. There has 
been a destruction of the infrastructure that stops England coping with major 
emergencies. It absolutely explains why you are now seeing private companies 
being brought into these functions.”  

Approximately 32,000 overnight beds have been lost from hospitals in England 
in just over a decade. Conference notes that the number of beds lost is roughly 
the same as the number of beds the NHS had to scramble to free up for Covid 
19 patients during the first wave. When the coronavirus spread to Europe last 
year, the UK ranked 24th among European countries for its numbers of critical 
care beds, with 6.6 per 100,000 population, compared with Germany, which 
topped the league with 29.2 per 100,000. This can hardly be defined as “world-
beating”.  

The privatisation and cuts have impacted upon local government just as 
severely as within the health service, with £850 million cut from the government 
public health grant to local authorities since 2015. A director of public health for 
one North West council said: “People like environmental health officers, 
community and neighbourhood teams, youth services workers – the people who 
you could deploy in a crisis, who already know where the vulnerable are and 
how to reach them – those were the kind of staff they used during 2009 swine 
flu to work closely with the NHS, but they have been lost.”  

The consequences for public service workers of the government’s malfeasance 
could not be graver, with thousands losing their lives and more losing their 
livelihoods. Conference notes that the public sector has been left on the brink of 
collapse.  

Conference believes that there can be no return to the policy decisions which 
destroyed our pandemic preparedness over recent years. Conference further 
believes that public services require a significant increase in funding to cope 
with the strains of recent years, but that without in-sourcing services, this public 
money would be wasted. Conference believes that contract culture and 
marketisation within the NHS must come to end. Conference further believes 
that the pandemic has evidenced the necessity of stronger health and safety 
organisation and legislation.  

Conference calls on:  

1) The National Executive Council to produce a report outlining the systemic 
failures of recent Government policy on public services with specific 
reference to funding wasted on political vanity projects to Tory donors and 
the consequences for the public sector which have been highlighted by the 
pandemic, in order to make the case for in-sourcing services; 



2) UNISON to seek a TUC wide campaign to raise the results of this report and 
create co-ordinated activity and events across the trade union movement; 

3) UNISON to build on the current campaigns to increase health and safety 
union organisation and lobby for stronger health and safety legislation; 

4) UNISON to campaign for a fair funding settlement for public services.  

55. The NHS After the Pandemic 

Carried 

Conference recognises the extraordinary sacrifices made by our NHS staff 
throughout the Covid 19 pandemic. 

Conference salutes our healthcare workforce who have played a crucial role in 
saving lives, providing support and reassurance, keeping patients safe, and 
providing the essential services that help keep our hospitals running at a time of 
maximum pressure. Covid has demonstrated very clearly the importance of the 
One Team approach in the NHS. 

Conference supports all efforts of UNISON and our sister unions to demand that 
healthcare staff are properly rewarded for their work during the pandemic and 
more generally this is an essential part of ensuring the NHS remains at its best 
to deliver for the citizens of the UK. 

Conference also believes that as we rebuild after the pandemic, it is essential 
that the impact on staff mental health and wellbeing is properly taken into 
account, as many workers struggle to cope with exhaustion, stress and even 
Post Traumatic Stress Disorder. 

Conference recognises that there is now a huge backlog of operations and 
procedures waiting for the NHS, as well as mounting unmet mental health 
needs exacerbated by the pandemic, along with the need to rebuild investment 
in public health provision after a decade of cuts. So there is unlikely to be any 
let-up in the pressure placed on the service. 

Conference therefore asserts the importance of the NHS receiving a much more 
generous funding settlement than the relative austerity it has experienced since 
2010. 

Conference notes that the pandemic has also demonstrated the ongoing failure 
of privatisation. This could be seen very clearly with the experience of Test and 
Trace in England, with the Public Accounts Committee finding that despite a 
cost of £37 billion there was no evidence that it had reduced infection levels.  

Conference notes that the English experience of Test and Trace contrasts 
sharply with the in-house systems used in the devolved nations and also with 
the vaccines roll-out that has been run by the NHS across the UK. 

Conference welcomes the fact that the era of the Lansley NHS reforms 
enshrined in the Health and Social Care Act 2012 is finally coming to an end, 
with the recent Integration and Innovation white paper confirming that there will 



be a move away from the current competition regime in England that assumes 
competitive tendering for services as the default position. 

Conference congratulates the union for its strong opposition to the Lansley 
regime from day one and believes that it is down to the work of our regions, 
branches and the centre that we have managed to resist so many privatisation 
initiatives over the past decade. 

Conference notes, however, that there are aspects of the white paper that 
UNISON will need to oppose when these reach Parliament in the shape of the 
Health and Care Bill, particularly the idea that private companies could 
potentially join the new Health and Care Partnerships of Integrated Care 
Systems. 

Conference continues to be frustrated by the failure to bring about meaningful 
integration between health and social care in most areas, with the pandemic 
demonstrating yet again that social care remains the poor relation of the NHS 
when it comes to funding, profile and status.  

Conference asserts that integration will continue to remain a niche pursuit as 
long as social care continues to be chronically underfunded as part of an 
unreformed, dysfunctional market. 

As we emerge from the pandemic, Conference therefore calls upon the National 
Executive Council to:  

1) Campaign for substantial extra funding for the NHS and public health to help 
the service deal with the after effects of Covid and to make up for a decade 
of underfunding;  

2) Continue campaigning for an end to privatisation and for healthcare services 
to be brought back in-house;  

3) Support moves to end the competition regime of the Health and Social Care 
Act 2012, but resist any parts of the government’s proposals that would give 
the private sector new opportunities;  

4) Continue to support the principles of health and social care integration, but 
on the basis that social care needs a massive funding boost and major 
reform to make this a more widespread possibility. 

59. Tackling Climate Change and COP 26 

Carried as Amended: 59.1 

Conference notes that the next meeting of the United Nations Conference of the 
Parties on Climate Change (COP 26) is scheduled to take place in Glasgow in 
November 2021.  

Conference notes that we are already experiencing climate change and that 
public bodies are already dealing with the consequences, having to divert 
budgets to respond to severe weather events, investing in stronger flood 



defences and deal with the impact on health of higher temperatures and 
polluted air.  

There can be no going to back to the normal that views economic policy and 
environmental action as separate things. Covid 19 was and is an emergency 
requiring instant action, Conference accepts that there are related lessons for 
the immediate bold, far ranging actions needed to tackle climate change. Any 
real recovery from the pandemic must involve the creation of a green and 
sustainable economy. 

Conference accepts that to address this crisis will include significant reductions 
in the use of carbon fossil fuels and that current government targets are not 
sufficiently ambitious.  

Conference recognises the success of the Green UNISON Week in the run up 
to the global climate strike in September 2019. This demonstrated UNISON's 
leading role and commitment to tackling climate change and built on our 
campaigns for pension funds to divest from fossil fuels and to promote non-
carbon alternatives to transform our gas supply.  

As both a public sector and energy union Conference recognises the critical 
role UNISON has in taking a lead within the trade union movement in pushing 
forward this agenda. We recognise that the public sector is a significant user of 
carbon and that thousands of members are employed in the carbon fossil fuel 
sector. We recognise the urgent need for the de-carbonisation of the public 
sector and energy industry. However this transformation needs to be one that 
protects both jobs and services. We further recognise the urgent need for public 
sector pension schemes to divest from fossil fuels and unsustainable animal-
based agriculture. This is the basis of the Just Transition campaigns in which 
UNISON has taken a leading role in alongside other unions and environmental 
groups. 

Conference also recognises that Just Transition must include those people in 
the global south who have benefitted least from the exploitation of fossil fuels in 
the last 200 years but who are the first victims of global warming, and now in 
many places suffering the worst effects of the global pandemic. Governments of 
the industrialised world must provide support, resources and technology to the 
global south to ameliorate the immediate impacts of rising sea-levels, loss of 
arable land and failure of water supplies in rivers and lakes.  

Conference calls on the National Executive Council to:  

1) Conduct a full review of our own use of carbon at national, regional and 
branch level, by the organisation, staff and lay members, and issue 
guidance to enable all levels of the union to contribute to UNISON becoming 
carbon neutral at the earliest opportunity;  

2) Mobilise for a significant UNISON engagement at COP 26 to ensure the 
needs of workers and public services are central to the outcomes. This 
includes encouraging members to participate in preparations for and in 
activities in Glasgow during COP 26;  



3) Work with international trade union partners to assist in ensuring that the 
international trade union movement, particularly from the global south, are 
represented at COP 26;  

4) Demand that the UK government adopts policies that will allow the UK to be 
leading by example at COP26. These policies would include, banning 
fracking, investing in research and infra-structure to move away from fossil 
fuels in electricity generation, gas supply and transport, ending subsidies for 
unsustainable animal-based agriculture and invests in a programme to 
insulate all homes and public buildings and enact a legal framework to 
ensure all new buildings are constructed to the highest zero-carbon 
standards;  

5) Continue to support the creation of a UK Just Transition Commission to 
develop the new industries and jobs needed in a zero carbon economy; 

6)  Call on the government to invest in public bodies and environmental 
protection agencies to enable them to meet the immediate impacts of global 
warming and climate change and improve public sector resilience in the face 
of this emergency. 

64. No going backwards on gender equality 

Carried 

Conference is concerned that the progress made to reduce gender inequality in 
the last fifty years is sliding into reverse.   

Since the start of the pandemic, the number of women in the workforce has 
declined, women’s earnings have reduced, employment prospects for women 
worsened and there is a widening gender pay gap. Much of this is due to 
society’s expectation that women continue to provide the primary caring role. 

In January 2021, a TUC report revealed that one in six women – mainly those 
on the lowest pay – have had to reduce their hours at work as a direct result of 
school and childcare closures and that some women have been forced out of 
work altogether.   

In March 2021 UNISON’s own survey of 47,000 women highlighted that it is 
those women who can least afford it who are paying the biggest price in terms 
of the emotional, physical and financial effects of balancing work with caring 
responsibilities during the lockdown restrictions. 

Nearly 25,000 who took part in the survey – almost half – earned £18,000 a 
year or less, and a third have an annual salary of £15,000 or less.   

Public services would have come to a standstill without the vital jobs done by 
women in our schools, hospitals, police forces and local councils. 

Post-Covid priorities for UNISON, as the UK’s largest union, representing over 1 
million women, must be gender equality, equal pay, restoring career 
opportunities for women and closing the gender pay gap. 



Conference notes that the pay gap does not just impact on earnings it cuts 
across all aspects of women’s lives. Women’s earnings make a huge 
contribution to their families’ standard of living. The gap also represents a loss 
in income for women that could be spent at local level. It is also money lost to 
the public purse through our taxation system. 

Conference demands louder, clearer leadership on the gender pay gap and 
targets. The government must end the suspension of gender pay gap reporting. 
We need more visible female role models. We also need rights to flexible 
working and changes to recruitment practice. We need to see employers taking 
positive steps to encourage women to apply for traditionally male roles and to 
support their career development. 

Conference also notes the vital role of childcare in supporting working women 
and reducing child poverty and is concerned that the post-pandemic recession 
means many childcare providers now face a tough time to keep their doors 
open. The implications for women could be devastating. Already facing reduced 
job opportunities, some women may have to give up paid work because of a 
lack of childcare.  

Conference calls on the National Executive Council to:  

1) Call on government to provide the necessary legislation and funding to 
make women’s working lives easier and to get gender equality back on track 
including day one rights to flexible working, parental and carers’ leave and 
funding for accessible and affordable childcare; 

2) Demand that the government reinstates gender pay gap reporting 
immediately and for gender pay ‘action plans’ to be mandatory as well 
reporting data; 

3) Reinvigorate UNISON’s campaign #bridge the gap to raise awareness 
among members of the gender pay gap and its long-lasting impact on low 
pay and subsequent pension poverty for many of our women members; 

4) Work with our service sectors to develop strategies and negotiating priorities 
to redress pay inequality including ensuring that all pay claims must seek to 
level women's pay up and that employers’ offers must be subjected to an 
gender equality impact assessment by the relevant regional or national 
service group. 

65. No Going Backwards on Equality 

Carried 

Conference acknowledges that even before Covid, equality was increasingly 
being seen as a luxury in the workplace, with many employers barely abiding by 
the law. There is now a risk of going backwards. 

Challenging discrimination and winning equality is at the heart of everything 
UNISON does. 



Conference believes that there is a need to review and refresh our equality 
strategy, to take into account developments during the pandemic including the 
potential for online union organising. A revised equality strategy should reflect 
issues such as increased working from home, bullying and harassment taking 
place online as well as in the workplace, and the growth in digital technologies 
at work including the expansion of monitoring software to help employers check 
on staff working from home. 

Conference also believes that UNISON can combat discrimination in the 
workplace most effectively by being a strong and organised union. To do this 
we need to grow our activist base and ensure that activists are trained and 
equipped with the knowledge and skills to recognise workplace discrimination 
and the confidence to challenge it. It notes that many UNISON members find 
their way into union activism through involvement in one or more of the self-
organised groups or the young members’ forum. 

Conference recognises that discrimination faced by lesbian, gay, bisexual and 
transgender plus (LGBT+) people at work remains persistent and widespread 
and notes there is a still a significant lack of knowledge about trans equality 
among many employer HR departments and leads.  

Conference notes that the government announced in September that the result 
of its two year consultation on reforming the Gender Recognition Act – the law 
that sets the process for trans people to bring the gender on their birth 
certificates in line with their gender identity – was that the only change would be 
to reduce the fee and move the process online. This was despite consultation 
responses being overwhelmingly in favour of bringing the law in line with 
international best practice.  

The consultation ignited a toxic debate which underlined the importance of our 
union supporting and representing trans members effectively, and negotiating 
good workplace policy and practice.  

Conference further notes that 2018 National Delegate Conference called on the 
National Executive Council to work with the self organised groups, regions and 
branches to continue to work towards making UNISON recruitment and 
organising, advice, negotiations, campaigns, services, communications and 
language inclusive of non-binary members. Non-binary people are people 
whose gender identity is not solely male or female. The ability to be yourself at 
work impacts on your work performance, your relationships with colleagues and 
your health, both mental and physical. This is clearly a trade union issue, and 
there is still much to do. 

Conference therefore calls on the National Executive Council, working with 
other parts of the union as appropriate, to: 

1) Develop a refreshed and forward looking equality strategy for the union 
which takes account of developments during the pandemic; 

2) Profile equality within the union, across all its communications strands; 



3) Seek to influence the Westminster government, the devolved governments, 
and the Labour Party, on our equality strategy and building a more inclusive 
society;  

4) Continue to campaign for reform of the GRA, working with the TUC and 
other organisations as appropriate; 

5) Review and update guidance for branches on key areas of work on all 
aspects of equality including inclusive language; 

6) Promote the use of the model trans equality policy; 

7) Review and refresh UNISON’s equality training courses and materials to 
equip activists with the knowledge and skills to recognise workplace 
discrimination and the confidence to challenge it; 

8) Develop resources and materials that support members involved in the self-
organised groups or the young members’ forum to engage in wider union 
activism at all levels of the union; 

9) Review guidance and advice to assist stewards to identify discrimination, 
ensuring that it takes account of developments during the pandemic;  

10) Provide updated guidance to branches and sectors on reviewing employer 
equality policies and seeking to build an inclusive bargaining agenda with 
employers; 

11) Consider the use of the branch Organising Framework to develop equality 
outcomes; 

12) Continue work to make UNISON recruitment and organising, advice, 
negotiations, campaigns, services, communications, and language inclusive 
of non-binary members. 

66. LGBT+ people; hidden figures in the pandemic 

Carried 

The coronavirus pandemic has shone a stark light on the deep and persistent 
structural inequalities which cut across the UK.  

However, the impact of the crisis on lesbian, gay, bisexual and trans (LGBT+) 
people has often been absent from the narrative. This stems from many factors, 
including failure to capture LGBT+ identities within specific research and 
national datasets, and has sometimes led to a perception that the pandemic 
has not had a particular impact on LGBT+ people.  

We know that this is untrue. LGBT+ communities already face a wide range of 
health inequalities throughout their lives so are likely be disproportionately 
affected by the pandemic in many ways. 

Calls to LGBT+ help lines have increased dramatically.  



Galop, the LGBT anti-violence charity, found an escalation in the number of 
reports they received about hate crime and hate speech. Some of this violence 
and abuse was perpetrated by people who blamed the LGBT+ community for 
the pandemic, and often included references to the AIDS epidemic and Covid-
19 as a ‘punishment from God’.  

The pandemic has physically removed LGBT+ workers from workplace LGBT+ 
support groups, limiting their ability to seek help. For many their own homes 
have been unsafe with LGBT+ workers, particularly young workers, having 
been forced to stay in hostile environments with unsupportive family. Both the 
LGBT Foundation and Galop have reported a notable increase in the severity of 
hate crimes committed by neighbours.  

Because of prejudice and discrimination, LGBT+ people are more likely to 
experience mental health problems. In the wider community, around 1 in 4 
people are affected by mental ill health. But in the LGBT+ community these 
figures can be as high as 70%, with trans people – and in particular young trans 
people – significantly over-represented (41 percent having attempted to end 
their lives).  

Many LGBT+ people will avoid healthcare settings they do not feel safe in, and 
are far more likely to access LGBT+ specific services for support with their 
mental health.  

The 2020 LGBT Foundation report Hidden Figures: The Impact of the Covid-19 
Pandemic on LGBT Communities found;  

1) Eight per cent of respondents did not feel safe where they were living, and 
this increased to 17 percent for trans and non-binary people; 

2) 42 per cent of respondents reported they would like to access support for 
their mental health. This rose to 66 percent of BME LGBT+ people, 48 per 
cent of disabled LGBT+ people, 57 per cent of trans people and 60 per cent 
of non-binary people; 

3) Nearly two thirds (64 percent) of respondents said they would rather receive 
support from an LGBT+ specific organisation. This figure was even higher 
for BME LGBT+ people, disabled LGBT+ people, trans people and non-
binary people.  

The pandemic has also had a profound impact on the LGBT+ voluntary and 
community sector, which reports not only unprecedented demand for services, 
but also reductions in staff and funding. 

There has been an escalation in reports of LGBT+ domestic abuse. Due to the 
ongoing impact of austerity, there were already only a limited number of 
specialised refuge places for LGBT+ victims and survivors. This has been 
reduced even further with hostels and some specialised LGBT+ refuges 
remaining closed during the pandemic.  



Conference notes that in February 2021 a coalition of organisations including 
the TUC and Amnesty International wrote to the Equality and Human Rights 
Commission asking that it use its legal powers to investigate whether the 
government has acted in contravention of the Equality Act 2010 Public Sector 
Equality Duty during the pandemic by failing to carry out equality impact 
assessments on key policies. 

Conference further notes that on 1 October 2020, the tenth anniversary of the 
Equality Act becoming law, the TUC called on the government to implement the 
Act in full and called on the government to bring the socio-economic duty, which 
has never been implemented, into force. This would require government and 
the public sector to deliver better outcomes for lower income people and make 
narrowing inequality a priority.   

Conference believes that the government has acted in contravention of the 
Equality Act 2010 during the pandemic by failing to carry out equality impact 
assessments on key policies, and that there is a need for a public inquiry which 
examines the impact of the pandemic on all the communities covered by the 
protected characteristics. 

This should include considering the specific needs of LGBT+ communities 
during, and beyond the pandemic, the impact of specialist LGBT+ services and 
resources for domestic violence, health and mental health having been 
devastated by austerity, and the need to redress the gaps in information on the 
needs of LGBT+ people through research.  

The inquiry should also consider the need for a governmental cross-
departmental action plan to tackle the structural inequalities experienced by 
women, Black communities, LGBT+ and disabled people in work, health, 
education, housing and the criminal justice system. 

Conference therefore calls on the National Executive Council to campaign for a 
public inquiry which includes these issues, and to work with the TUC and other 
organisations as appropriate to campaign for: 

a) Long-term funding commitments to support the provision of vital, life-saving 
services for survivors of domestic abuse and sexual violence that meet the 
level of need, including specialised by-and-for Black, LGBT+ and disabled 
people’s services; 

b) The full implementation of the Equality Act 2010, including the socio-
economic duty. 

67. Covid 19 and Black Members 

Carried as Amended: 67.1 

The pandemic has caused devastation, loss and left communities fragile and 
finding mental health concerns on the rise. Structural inequalities have left 
groups of staff feeling targeted and discriminated against.Risk assessments are 
being completed as a matter of course, but not followed through if that member 
of staff has been identified as high risk. UNISON’s 2020 Covid 19 survey 
showed that only 51 percent of Black respondents believed that adequate steps 



were taken to ensure their safety. Members cited lack of Covid 19 testing, lack 
of safety equipment such as PPE and a removal of reasonable adjustments as 
main concerns.  

Frontline workers in the NHS and public services have felt abandoned and 
struggled to get the protection required to work safely and confidently. In 
addition, there have been reports of staff being disciplined and sanctioned if 
they do not have the vaccine. Black people are more likely to be cautious and 
mistrust the information on vaccinations due to historic abuse and inequalities.  

The pandemic has highlighted that many Black workers are on the frontline, 
getting lower pay, left in poor working conditions and more vulnerable to the 
terrible effects of Covid 19. Those that work in some areas of the NHS and 
nursing homes have experienced delays in getting proper protective equipment, 
resulting in workers remaining away from their homes to protect their own 
families.  

In addition to the struggles frontline staff have faced, Black workers who worked 
from home full or part-time have experienced immense pressure from their 
employers to return to a workplace without appropriate safety measures 
(UNISON’s Covid 19 survey 2020). 

Conference believes: 

a) That the disproportionate deaths of Black workers as a result of Covid 19 is 
underpinned by institutional racism in the workplace that results in them 
more often being in low paid and casualised work, more likely to be in 
frontline job roles, under employed but more likely to be subject to grievance 
and disciplinary procedures, and not reflected in management structures;  

b) The horrific murder of George Floyd and the subsequent ongoing Black 
Lives Matters movement is an impetus to achieve real change; 

c) Black Lives Matter: we as trade unionists must fight to eradicate against 
racism in the workplace and our communities. 

The National Black Members’ Committee (NBMC) calls on the National 
Executive Council to: 

1) Work with the NBMC in producing and distributing a best practice health and 
safety document on what a Covid 19 resistant workplace might look like; 

2) Work with existing and new partners to create a coalition of Covid 19 
equality allies who will champion workers and establish guidance on working 
environments and methods post Covid 19;  

3) Campaign to create genuine equal opportunity in workplaces, leading to 
greater inclusion and increase rate of progression establishing a culture 
where Black member circumstances and ethnicity no longer determines 
where they get to in life; 



4) Create clear policy guidance on the discrimination workers could face if they 
delay or choose not to take the vaccine. 

5) Support the Trades Union Congress call for a judge-led public inquiry 
into the disproportionate impact of coronavirus;   

6) Support the campaign for the recording of the ethnic background of all 
Covid 19 patients as recommended by the British Medical Association. 

72. Supporting Our Branches 

Carried as Amended: 72.1 

Conference notes that motion 126, which was passed at the 2019 National 
Delegate Conference, re-established a focussed two-year Branch Resources 
Review alongside agreeing interim branch funding formula changes. The aim 
was to conclude the review of branch funding which first started in 2011 with a 
report to conference this year. 

Conference recognises the vital importance of well resourced and strong 
branches on the frontline, a feature of UNISON lay democracy since our 
creation in 1993 and unique in the UK trade union movement. Our branches are 
not abstract concepts in the rule book but made of stewards and officers who 
volunteer their time for the collective good. Strong active branches are the 
foundation of our union. Conference welcomes the National Executive Council 
focus on making the running of a branch easier, whatever the size, small or 
large, across all sectors. 

The two year review outlined in the National Executive Council report to 
conference, Supporting our Branches, has been achieved despite the Covid 19 
pandemic and the recommendations are as set out below. 

The current branch funding formula was created by conference in 2001 and 
after nearly 20 years and a decade of austerity it is struggling to deliver 
equitably, not least in accounting for the increase in employer fragmentation 
hitting branches and overall union finances. Our branches are facing new and 
growing challenges and need innovative forms of support to continue to 
organise, recruit and deliver for UNISON members in the current economic 
environment. Strong branches need strong services with support from centre 
and regions working collaboratively. 

That said, 2020 was not a typical year for our branches or our union due to the 
ongoing Covid 19 pandemic, so financial modelling for the review’s proposals 
have therefore been based on 2019 and earlier years. 

The review group was made up of 24 lay members. They considered branch, 
regional and national functions of the union as well as the existing branch 
funding formula and governance issues. 

A survey of branches in early 2020 gave detailed feedback based on how the 
union was supporting branches to fulfil all of the core functions of a healthy 
branch, as outlined in the Code of Good Branch Practice. Branch officers 
emphasised they wanted to recruit and retain members, develop and train a 



new generation of activists and support members with representation. They 
needed the union to help them with, in order of priority, more time (including 
facility time), more regional support and more funding. 

The survey was followed up with in-depth interviews with branch officers across 
the country that gave a rich source of information about how our branch officers 
and stewards need the best modern support and systems. The review also 
engaged with regions, service group executives and self organised groups to 
further inform the review. 

Conference recognises that the proposals in the National Executive Council 
report are built around a shift of resources towards branches by: 

1) Improving support and services to branches,  

2) An improved funding scheme that supports branches under financial 
pressure and recognises today’s public service reality of fragmented 
employers;  

3) The creation of a new Branch Support and Organising Fund to get additional 
and varied resources closer to branches and grow the union. 

This approach and the comprehensive package include a series of measures 
that can be implemented in the short, medium and long term by the National 
Executive Council to help branches. 

Conference welcomes the National Executive Council commitment to fully fund 
the report. 

Conference therefore accepts the recommendations of the report and calls on 
the National Executive Council to implement the following five points from the 
start of the next financial year (1 January 2022): 

a) Introduce a new and improved funding formula and scheme for branches (as 
set out below) which establishes a new Branch Support and Organising 
Fund at 2% of national subscription income, which would replace the current 
Regional Pool and Fighting Fund, and a total funding package of 25.5%; 

b) Subsidise the monthly fees for the new CaseWeb system by 50% for 
branches who voluntarily subscribe to CaseWeb with 2,000 members or 
less; 

c) Establish a new procurement service to support branches in purchasing 
goods and services; 

d) Support online meetings at all levels of the union, recognising any 
reasonable adjustments necessary, to generate funds to help branches, 
widen participation and meet our environmental goals; 

e) Confirm physical annual conferences will return after the pandemic and 
make improvements to UNISON conference arrangements to help branches: 
such as offering a booking service for hotels and travel; a reasonable 



adjustment shared pooling fund for disabled delegates as a first step 
towards the goal of an eventual reasonable adjustments shared pool for 
UNISON events and meetings at all levels of the union and a review of how 
decisions are made; as a first step towards the goal of an eventual 
reasonable adjustments shared pool for UNISON events and meetings at all 
levels of the union and a review of how decisions are made; and establish 
an appropriate lay member group to advise the NEC on other areas of 
reform. 

Conference further calls on the National Executive Council to implement the 
following recommendations as soon as possible: 

i) Prioritise the roll-out of the upgrade to the RMS membership system to end 
the RMS/WARMS divide and support branches with a more modern, flexible 
and efficient membership system; 

ii) Confirm and promote the Branch Service Portal as a web-based hub to help 
branch officers access key services and information; 

iii) Deliver and promote an enhanced Bargaining Support Service to branches; 

iv) Provide an online branch expenses module to help both activists and 
treasurers; 

v) Update the Code of Good Branch Practice in three areas: online meeting 
procedures, easier and quicker arrangements for annual general meetings 
and encouragement of branches in sharing resources locally; 

vi) Establish a new national facility time strategy and campaign to improve 
facility time for lay activists; 

vii) Confirm arrangements for regular Organising School events to develop and 
share lay activist skills; 

viii)Publish a list of all UNISON affiliations and supported campaigns to help 
branches and regions make informed decisions; 

ix) To establish a small lay member group from both the NEC and regions to 
oversee, review and evaluate the implementation of the report. 

Finally, Conference agrees to replace the 2001 branch funding formula and 
scheme with the following new formula and scheme as set out in the National 
Executive Council report: 

NEW BRANCH FUNDING SCHEME 

Section A – General Arrangements 

Implementation 

1) These new arrangements for the funding of total annual subscription income 
to branches will apply from 1 January 2022. 



Fixed Allocation to Branches 

2) Each financial year a fixed percentage of total annual subscription income 
should be allocated to these arrangements.  

Section B - The Overall Structure of the Funding Arrangements  

3) Funding of branches should be achieved by one or more of the following: 

a) A standard percentage entitlement. 

b) Additional percentage entitlements. 

c) Additional funding drawn from a Branch Support and Organising Fund and 
managed at regional level. 

d) Special funding managed at national level to meet the needs of branches 
with identified exceptional circumstances. 

All percentage entitlements to branch funding will be expressed as a 
percentage of total annual subscription income relating to the branch. 

Section C – Special National Funding 

4) Branches with continuing exceptional needs may request special funding. All 
requests for special funding should be submitted to the National Executive 
Council. Special funding payments will not be considered part of the percentage 
of total annual subscription income allocated to branch funding. 

Section D – Additional Entitlements 

Membership Numbers 

5) Additional entitlement for the number of members in the branch will be as 
follows: - 

Membership Additional Entitlement 

Up to 500 4% 

501- 3000 2% 

over 3000 2.5% 

Where a branch will be entitled under this formula to a lesser amount in cash 
terms than that to which it would be entitled if its membership were the 
maximum of a lower membership band, then for the purpose of this part of the 
formula its membership will be treated as the maximum of that lower 
membership band.  

The additional entitlement for membership will be based on branch membership 
at the previous 31 December 



Low Subscription Income 

6) An additional entitlement will be allocated to branches according to the 
following: - 

Average subscription income per member Additional Entitlement 

More than 10% and not more than 20% below national average. 0.5% 

More than 20% and not more than 30% below national average. 1.0% 

More than 30% and not more than 40% below national average. 1.5% 

More than 40% below national average. 2.0% 

The additional entitlement for low subscription income will be based on branch 
membership at the previous 31 December and branch total annual subscription 
income for the previous year. 

Reporting low subscription income bands to Conference 

7) Each year the bands for low subscription income will be reported to the 
preceding National Delegate Conference. The bands will be shown as monetary 
sums rounded to the nearest pound. From 2022 the bands will be calculated 
using actual total annual subscription income and membership numbers 
contained in the financial statements presented to that National Delegate 
Conference.  

For 2022 the following bands will be used based on the total annual 
subscription income for 2020 of £171 million and the total membership at 31st 
December 2020 of 1.24 million, giving a national average subscription income 
figure per member of £138. 

Branch average subscription income per member    Additional Entitlement 

Less than £124 and not less than £110 0.5% 

Less than £110 and not less than £97 1.0% 

Less than £97 and not less than £83 1.5% 

Less than £83 2.0% 

Low Branch General Fund Reserves Entitlement 

8) An additional entitlement will be allocated to branches according to the 
following: - 

Per Capita General Fund Branch Reserves* Additional Entitlement 

Less than 80% and not less than 70% below the branch general fund regulator 
**. 0.5% 



Less than 70% and not less than 60% below the branch general fund regulator 
** 1.0% 

Less than 60% and not less than 50% below the branch general fund regulator 
** 2.0% 

Less than 50% and not less than 40% below the branch general fund regulator 
**  3.0% 

Less than 40% and not less than 30% below the branch general fund regulator 
**  4.0% 

Less than 30% and not less than 20% below the branch general fund regulator 
** 5.0% 

Less than 20% and not less than 10% below the branch general fund regulator 
** 6.0% 

Less than 10% below the branch general fund regulator ** 7.0% 

* (As defined in recommendation 9) 

** (As defined in recommendation 10) 

Definition of ‘Branch General Fund Reserves’ 

9) Branch General Fund Reserves will be defined as all funds held in branch 
general funds, excluding fixed assets, as at 31 December in the preceding year. 
For the purpose of the calculation the following dedicated funds will be excluded 
for the calculation of branch general fund reserves:  

a) All monies held in industrial action/hardship funds as at 31 December 2000. 

b) All monies transferred into industrial action/hardship funds from 31 December 
2000 which have been raised as a result of local levies. 

c) Any other dedicated fund comprising exclusively of monies raised by local 
levies. 

d) Any dedicated fund established with the agreement of Regional Committee 
or endorsed by that committee the purpose of which is future purchase 
(freehold or leasehold or planned and preventative maintenance) of property 
provided that:  

i) The dedicated property fund has been established as a result of a decision of 
a quorate general meeting of the branch: 

ii) The dedicated property fund has been established or endorsed as part of a 
structured financial plan endorsed by the Regional Committee. 

iii) Transfers into and out of the dedicated property fund must be in accordance 
with the agreed structured financial plan. 



Each year branches will be required to report on the authorised dedicated 
property funds in their Annual Financial Return as required by national Rule G 
10.1. 

Definition of Branch General Fund Regulator 

10) The Branch General Fund Regulator is calculated as the equivalent of four 
months total branch funding divided by the total membership of the union. This 
is currently £11 but for the purposes of the scheme it has been set at £12. 

Therefore, the bands for 2022 will be:  

Per Capita General Fund Branch Reserves* Additional Entitlement 

Less than £11.40 and not less than £10.80  0.5% 

Less than £10.80 and not less than £9.60  1.0% 

Less than £9.60 and not less than £8.40  2.0% 

Less than £8.40 and not less than £7.20  3.0% 

Less than £7.20 and not less than £6.00  4.0% 

Less than £6.00 and not less than £4.80 5.0% 

Less than £4.80 and not less than £3.60  6.0% 

Less than £3.60 7.0% 

Geographic Spread 

11) An additional entitlement will be available to branches according to the 
following: - 

Branch Membership numbers Additional Entitlement 

10% or more, further than 10 miles from the agreed central location of the 
branch 1% 

OR  

10% or more, further than 30 miles from the agreed central location of the 
branch 2% 

OR  

10% or more, further than 50 miles from the agreed central location of the 
branch 3% 

For the purpose of the calculation the central location will be either the main 
branch office or the location with the largest number of members as agreed with 
the regional committee. 



Branches with Multiple Employers 

12)An additional entitlement will be available to branches according to the 
following:  

Number of employers with at least 3 members each Additional Entitlement 

5 to 19 Employers 0.5% 

20 to 34 Employers 1.0% 

35 to 49 Employers 1.5% 

50 to 99 Employers 2.0% 

100 to 149 Employers 2.5% 

150 to 199 Employers 3.0% 

200 to 249 Employers 3.5% 

250 to 299 Employers 4.0% 

300 to 349 Employers 4.5% 

350 to 399 Employers 5.0% 

400+ Employers 5.5% 

For the purpose of this calculation employers will be defined as independent 
legal entities. The number of employers in each branch will be as at 31st 
December in the previous year. 

Section E - Restrictions 

A sliding scale for restrictions to entitlements 

13) For branches with more than 500 members additional entitlements will be 
reduced according to the following:  

Branch General Fund reserves expressed as an average per member 
Percentage reduction in additional 

Entitlements 

At Branch General Fund Regulator or below 0% 

More than Branch General Fund Regulator and less than or equal to 10% 
above Branch General Fund Regulator. 20% 

More than 10% above Branch General Fund Regulator and not more than 20% 
above Branch General Fund Regulator. 40% 



More than 20% above Branch General Fund Regulator and not more than 30% 
above Branch General Fund Regulator. 60% 

More than 30% above Branch General Fund Regulator and not more than 40% 
above Branch General Fund Regulator. 80% 

More than 40% above Branch General Fund Regulator. 100% 

For branches of less than 501 members additional entitlements will be reduced 
as follows: - 

Total Branch General Fund reserves Percentage reduction in additional 
Entitlements 

At 500 times Branch General Fund Regulator or below. 0% 

More than 500 times Branch General Fund Regulator and not more than 10% 
above 500 times Branch General Fund Regulator. 20% 

More than 10% above 500 times Branch General Fund Regulator and not more 
than 20% above 500 times Branch General Fund Regulator. 40% 

More than 20% above 500 times Branch General Fund Regulator and not more 
than 30% above 500 times Branch General Fund Regulator. 60% 

More than 30% above 500 times Branch General Fund Regulator and not more 
than 40% above 500 times Branch General Fund Regulator. 80% 

More than 40% above 500 times Branch General Fund Regulator. 100% 

General Fund reserves will be as defined in recommendation (9). 

The Branch General Fund Regulator will be as defined in recommendation (10).  

Reporting restriction bandings to Conference 

14) Restriction bandings for a particular year shall be reported to the preceding 
National Delegate Conference as a monetary sum and shall be calculated from 
the Branch General Fund Regulator rounded to the nearest penny.  

For branches of more than 500 members  

Branch General Fund reserves expressed as an average per member 
Percentage reduction in additional 

entitlements 

At £12 or below 0% 

More than £12.00 and less than or equal to £13.20 20% 

More than £13.20 and less than or equal to £14.40 40% 



More than £14.40 and less than or equal to £15.60 60% 

More than £15.60 and less than or equal to £16.80 80% 

More than £16.80 100% 

For branches of less than 501 members 

Total Branch General Fund reserves Percentage reduction in additional 
entitlements 

£6,000 or below 0% 

More than £6,000 and less than or equal to £6,600 20% 

More than £6,600 and less than or equal to £7,200 40% 

More than £7,200 and less than or equal to £7,800 60% 

More than £7,800 and less than or equal to £8,400 80% 

More than £8,400 100% 

General Fund reserves will be as defined in recommendation (9). 

The Branch General Fund Regulator will be as defined in recommendation (10). 

Section F – High Branch General Fund Restriction 

15) An additional restriction will apply to a branch’s entitlement where their 
general funds are more than 40% above Branch General Fund Regulator.  

Branch General Fund reserves expressed as an average per member 
Percentage reduction in entitlement for the years 2022-2024 Percentage 
reduction in entitlement from 1st Jan 2025 

At £16.80 or below 0.0% 0.0% 

More than £16.80 and less than or equal to £18.00 0.2% 0.2% 

More than £18.00 and less than or equal to £19.20 0.4% 0.4% 

More than £19.20 and less than or equal to £20.40 0.6% 0.6% 

More than £20.40 and less than or equal to £21.60 0.8% 0.8% 

More than £21.60  1.0% 1.0% 

More than £24.00 - 2.0% 

Section G - Participation 



16) A branch’s funding entitlement will be reduced by 2.5% if the branch is not 
represented at National Delegate Conference in the year to which funding 
applies by at least 50% of its delegate entitlement. The 2.5% reduction in 
funding for non-attendance at National Delegate Conference will be reduced by 
0.5% for each of the following, 

a) if the branch is represented at a service group conference in the 12 months 
to June 30 in the year to which funding applies with at least 50% of its delegate 
entitlement  

b) if the branch is represented at regional council in the 12 months to June 30th 
in the year to which funding applies  

c) if one or more self-organised groups exist within the branch and any of them 
have been represented at the respective self-organised groups’ national 
conference in the 12 months to 30 June in the year to which funding applies.  
Where branches are grouped for the purposes of participation in a self-
organised group conference the reduction shall be reduced according to a 
formula 0.5% multiplied by branch membership divided by group membership. 

Appeals against reduction in funding for non-attendance at National Delegate 
Conference will be adjudicated by the National Executive Council and the 
Subscriptions Appeals Committee taking account of a recommendation from the 
regional committee. 

Section H – The Branch Support and Organising Fund 

17) A Branch Support and Organising Fund will be established from which 
additional allocations may be made to branches. The annual sum allocated to 
the Branch Support & Organising Fund will be 2% of total subscription income.  

The Branch Support and Organising Fund will be allocated to Regions 
according to a formula determined by the National Executive Council. 

18) The Branch Support and Organising Fund will be distributed by the regional 
committee or other body delegated by the regional committee using guidelines 
to be issued by the National Executive Council. Each Region will establish an 
appeals sub-committee of the regional council to resolve disputes between the 
regional committee and branches in respect of allocations from the Branch 
Support and Organising Fund. Any unresolved disputes at regional level on 
funding may be referred in writing to the National Executive Council whose 
decision will be binding. 

19) The National Executive Council shall have the discretion to make a 
supplementary allocation to the Branch Support & Organising Fund in any year.  
This supplementary allocation will not be considered to be part of the fixed 
proportion of total annual subscriptions income allocated to Branch Funding. 

Section I -The Standard Entitlement and the Fixed Proportion of Total Annual 
Subscription Income 



20) The standard entitlement will be 21% of total annual subscription income. 

21) The fixed proportion of total annual subscription income allocated to the 
branch funding formula each year will be 23.5% and a further 2% to the Branch 
support Organising fund, making a total of 25.5%. 

22) Should the branch funding formula in any one year fall below 23.5% of total 
annual subscription income, the balance will be ringfenced for future application 
towards the branch funding formula but capped and released on a 3 year rolling 
basis to the Branch Support and Organising Fund. 



Composites 

A. Creating Fairer Workplaces for the post-lockdown world (Motions 
7&8) 

Carried 

Conference notes that poor quality jobs, lack of respect for the workforce, 
attacks on employment and trade union rights, unfairness and discrimination 
are all too familiar features of the world of work across the UK. These problems 
have been both highlighted and added to by Covid-19. The pandemic has 
shown the need for fairer workplaces and the role that decent terms and 
conditions such as proper sick pay can play in protecting both workers and the 
public. Any real recovery from the pandemic will involve creating fairer 
workplaces.  

As we look ahead to life after COVID, it’s crucial that UNISON and other trade 
unions use this moment of sorrow and reflection to lead the fight for a fairer 
world of work. Conference agrees that this would be a fitting tribute to the 
sacrifice that many of our members and those of other unions have made 
during the pandemic.   

Conference agrees that UNISON has a vital contribution to make to this 
endeavour. As a union of over one million women members we know only too 
well that the majority of the undervalued and low paid sectors in the labour 
market are in roles predominantly performed by women.   

While the pandemic has made heroes of social care workers and rightly 
recognised them as ‘key’ and ‘essential’ workers, this is not reflected in pay, 
conditions or respect.   

Conference notes that more than half of social care workers earn less than the 
real living wage set by the Living Wage Foundation, and thousands still do not 
even receive the lower National Minimum Wage. A third of social care staff 
leave their roles each year and a quarter are employed on zero-hours contracts. 
Training and development opportunities are virtually non-existent.  

The same can be seen in other low pay sectors such as cleaning and early 
years and for occupations such as teaching assistant.  

The common theme is a fundamental undervaluing of ‘caring’ roles in our 
society and a lack of workforce planning, training and progression opportunities 
which must be addressed.  

But discrimination and unfairness of the labour market does not end there. For 
example, the devastating impact of the pandemic on Black workers has 
highlighted the way systemic racism has led to occupational segregation and an 
overconcentration of Black workers exposed on the low-paid front line.  

Many disabled workers are frustrated at the failure to provide reasonable 
adjustments – often very simple and at no or little cost – that would enable them 
to be more productive. Where some progress has been made, including being 



able to work from home during the pandemic, fears remain that employer 
attitudes will result in gains being removed at the earliest opportunity.   

More broadly the coronavirus outbreak has revealed the horrendous insecurity 
faced by the millions who find themselves unable to find anything beyond 
casual work - often on zero hours contracts or working through employment 
agencies.   

Conference further notes that just when we should hope that the pandemic has 
shone a light on the huge contribution of working people there is a very real risk 
that the world of work could be about to become worse in the period ahead. 
This is because post Brexit, the Tory party will almost certainly try and make the 
UK’s flexible labour market its competitive advantage in attracting investment 
and strip back employment protections and workplace rights.   

Conference notes that there is progress being made in parts of the UK and that 
important lessons can be learnt from, for example, the Social Partnership Bill in 
Wales and the Fair Work Framework in Scotland. The Fair Work Framework is 
defined as offering all individuals an effective voice, opportunity, security, 
fulfilment and respect. UNISON Scotland participation in the Fair Work 
Convention has helped expose poor practice – particularly in social care, and 
help deliver improvements, although many problems have still to be addressed.   

The COVID pandemic has highlighted how much society relies on previously 
unsung roles in the public and private sector. Alongside this has come a greater 
public awareness of poor terms and conditions endured in these roles. With this 
in mind, Conference believes that an approach similar to that embodied in the 
Scotland’s Fair Work Convention and the Social Partnership Bill in Wales can 
play a useful role in improving the quality of jobs.  

In this context conference calls on UNISON to work through the Labour Link, 
the TUC, STUC, WTUC and ICTU to develop a progressive vision for fairer 
workplaces for the wider UK, which address the deep dysfunctions outlined in 
this motion and which results in a newfound dignity for all workers. Added to this 
UNISON should:  

1) Campaign to protect hard-won employment protections and seek to ensure 
that the any future Tory Employment Bill includes measures that lead to:  

a) the effective abolition of zero hours contracts by giving workers the right to a 
contract that reflects their regular hours;   

b) workers having the right to challenge their parent employer over minimum 
wage, sick pay and holiday pay abuses;  

c) genuine two-way flexibility by giving workers a default right to work flexibly 
from the first day in the job, and all jobs to be advertised as flexible.  

2) Continue to campaign on employment protections and enhancing worker 
and trade union rights regardless of the outcome of the Tory Employment 
Bill.  



3) Support service groups and branches to bargain for employment protections 
that will improve working life for members and potential members;  

4) Work with Branches and across service groups, self-organised groups and 
young members organisation to continue to develop appropriate workforce 
planning strategies to address barriers to fairness and in-work progression;  

5) Work across the union to continue to develop strategies to tackle institutional 
racism, disability discrimination and other workplace discrimination and 
inequality;  

6) Continue to campaign for further action to narrow the gender pay gap, to 
promote the use of UNISON’s ‘Bridge the Gap’ materials and to call for 
mandatory reporting of ethnicity and disability pay gaps, along with robust 
and enforceable action plans to tackle the causes.  


