[image: ]

JOINT NEGOTIATING AND CONSULTATIVE COMMITTEE (JNCC)

Meeting held on 20th November 2024 at 14:00– 16.00 on MS Teams

In attendance 	Mairi Watson (MW) (Chair), Chizoma Okaro (CO), Sharon Harrison-Barker (SHB), Cath Cashin (CC), Karen Withers (WW), Shelley Lewis (Clerk)

UNISON 	Lisa Toon (LT), Mily Riley (MR), Anita Dashwood (AD) & Peter Hearn (PH)

UCU 	Ed Blissett (EB), Keith Seed (KS), Dragan Plavsic (DPI), Katrina Navickas (KN), Mike Pickup

Apologies	 Jane Say & Dan Procter

1. [bookmark: _Hlk84494852]Welcome and apologies.
[bookmark: _Hlk150504621]The Chair welcomed attendees to the meeting.  

2. To confirm the final minutes of the meeting held on the 23rd September agreed. 

3	Matters Arising

3.1 	Office accommodation and safe storage facilities for staff (from minutes on the 27th March)
The Secretary and Registrar to advise if the workspace principles which are in place in the SPECTRA building are working and can be implemented in the same format across the university. SHB to advise update at next JNCC meeting in November.  Action:  It was noted this item is item 7 on the agenda.    

3.2	Future Staff Opinion Survey – it was noted by Unison there appears to be some confusion around the consistency of the questions on past surveys as they are different and do not necessarily always ask the same questions. CO confirmed work is taking place within HR and an update could be provided outside this meeting for UCU information. CO advised that HR will be in a position to update further after the Staff Experience Group meeting on 24th September. Action: It was noted this item is item 9 on the agenda.    

[bookmark: _Hlk166759177]3.3	Cost of living increase payment – when and how - EB requested that the Unions hold separate discussions on the matter and revert to management by 24th September. The Chair noted that considering alternative payment methods would likely result in delays, preventing the payment from being included in the October payroll
Update: CO provided an update that communications had been sent and shared data at the meeting regarding staff preferences for cash and vouchers. EB highlighted the unions' disappointment, along with staff feedback, about the vouchers being issued in January instead of before Christmas, as well as the delays in processing the cost-of-living payment. Management acknowledged the frustration over the pace of delivery but emphasised that the payment has now been issued, which is a significant achievement. They expressed thanks to everyone involved, including the JNCC, for their efforts in bringing this to completion.

.3.4 	WAMS Update - EB requested that any anomalies discovered during testing be passed on to him or another UCU/JNCC member for further examination. Both parties acknowledged that the issues could be due to an error in the algorithm. The Chair confirmed that once all the testing data is received, they will report back to the Unions for further discussion before finalizing the framework for rollout across the university. Action: It was noted this is item 6 on the agenda for discussion. 

3.5	Unlawful compulsory redundancy selection procedure – School of Law and Education DP expressed his disappointment with the redundancy process in the School of Law and Education and other areas of the university but welcomed the opportunity for discussions to resolve the issues amicably. The Chair emphasised that she would not reverse the decisions already made regarding volunteers, noting that this may be a general principle in the ongoing discussions. EB reminded everyone that this matter is currently under appeal. The Chair acknowledged this for the minutes, indicating that general points would be included in the discussions about the advice, while the appeal process would continue as scheduled. Action: It was noted that a meeting has been scheduled with the unions on December 2nd to discuss this item. The Chair assured the meeting that all those trade union JNCC members, as confirmed by EB during the meeting, will receive invitations to attend.
	
Unison

4. Unison away day 10th December 
LT confirmed that the Unison away day is scheduled for the afternoon of December 10th and requested that a message be sent to managers to ensure they are aware that they  can release staff to attend. SHB advised that this information is typically included in general communications and assured that steps would be taken to facilitate this. The unions expressed their gratitude to SHB for her support. Action SHB


5. Parking 
LT raised concerns about potential increases in parking charges and asked for clarification. SHB responded that she had not received any notifications regarding this but could not guarantee that increases would not occur in the future. She explained there has been an understanding—though not a formal agreement—that parking charges may rise over time. However, no proposals have been shared with senior teams to date. SHB committed to checking with the Estates team to determine if any proposals are being considered and to gather further details. She also assured LT that they would be included in any discussions on the matter.  Action: SHB

LT mentioned that she has been in discussions with Dale Murphy to gain a better understanding of the entire process. EB offered to advise LT regarding the parking process.

UCU
	
6. The new workload framework 
EB requested an update on the project's progress, including plans for testing and rollout. The Chair explained that a meeting is scheduled for December 2nd with EB, DPI, and Sarah O’Hanlon to review the external benchmarking data and finalise the framework. This will take place ahead of its submission to the stakeholder and project manager groups and subsequent distribution to schools for use in workload allocation for 2025/26.

The Chair noted that extensive testing has already been conducted across a significant number of subject areas to ensure workloads can be balanced effectively within the framework. At this stage, they are confident the framework aligns with sectoral and local expectations while respecting staff contracts. Further details will be discussed at the December 2nd meeting. EB thanked the Chair.

7. Staff storage facilities and office space 
DPI requested an update on the lockers and working spaces, as well as a timeline for implementing the workspace principles currently in place in the SPECTRA building.

SHB explained that she has been holding regular meetings with Estates and IT regarding this matter, and a post-occupancy survey is scheduled for January. This timing aligns with the building having been operational for an entire term.  KN has been collaborating with Estates on the survey, providing valuable input. SHB noted that the survey results will provide a clearer understanding of whether the workspace principles used in the SPECTRA building are viable for broader implementation across the university.

Currently, data shows around 60% desk usage at any given time in the SPECTRA building, with the connect spaces being well-utilised, alleviating some pressure on the LRC.

Regarding lockers, SHB acknowledged ongoing challenges, such as the inability to use lockers overnight, which is being addressed. In the SPECTRA building, staff are asked to sign up for lockers rather than assigning one per person, to assess the actual demand for hot-desking staff.

DPI inquired about the timeline for resolution. SHB indicated that the survey is planned for January and committed to providing DPI with a more accurate timeline. She anticipates having further clarity in the New Year. Action: SHB 


KN highlighted that storage issues in the Creative Arts area are impacting the school, particularly Humanities staff who are hot-desking. This is causing significant challenges, especially for staff with disabilities and those supported by Occupational Health. KN asked for these issues to be resolved promptly to alleviate the difficulties that staff members are facing.

SHB acknowledged KN's concerns and explained that while the current focus is on workspace principles in the SPECTRA building, the aim is to ensure the model is effective before rolling it out across the wider university. She thanked everyone for their patience as they work to address these challenges.
	   
8. The application of the Managing Sickness, Absence and Ill Health Policy and Procedure.
EB noted that this issue was raised in the JNCC two or three meetings ago, yet no progress has been made outside of these discussions. EB emphasised that this matter still requires attention.

EB acknowledged that while university policies and the 2010 Equality Act outline the need to support staff with disabilities through reasonable adjustments, feedback suggests that some senior managers are being advised to manage individuals with disabilities out of the organisation. MW clarified that this is not a stance senior management supports and called for a conversation to ensure clarity on existing policies and the correct implementation of relevant legislation.

CO suggested that a discussion outside the JNCC meeting would be beneficial, particularly given concerns about how staff with ill health or disabilities are supported. CO highlighted the importance of adhering to reasonable adjustments and noted the relevance of understanding the specific cases EB referred to. Action: CO

EB agreed to a meeting outside the JNCC and reiterated his belief that reasonable adjustments are not being consistently applied. He stressed the need for everyone to ensure that all policies and legislative requirements are being properly followed. 

EB emphasised that when the University doctors recommend reasonable adjustments, these should not merely be suggestions, and the university should take stronger action to implement them. CO agreed with this point but highlighted the importance of holding a meeting to review cases on an individual basis, to better understand the suggested procedures and ensure they are appropriately tailored for each staff member.

SHB referred to comments raised at the Staff Council on this issue, noting that the concerns were more about managers not fully supporting staff. She suggested that a meeting would be helpful to review the reasonable adjustments being proposed, to assess their suitability for the individual, and to ensure alignment with the process so that staff feel supported.

Management 

9. Future Staff Opinion Survey
CO informed the group that Belinda Quinlan (BQ), the HR Business Partner supporting Employee Experience, would be joining the meeting to discuss the Future Staff Opinion Survey. BQ has been working on the staff survey and was invited to update the JNCC on the Touchpoint Surveys, which are being conducted between the full survey in November 2025.

BQ explained the importance of the Check-in Survey, highlighting that feedback from staff is essential for shaping the staff experience. She emphasised that the feedback would not only be considered at a local level but also by senior leadership, aligning with the university's strategic plan.

A working group was established in the HR department in October 2024, and a trial Check-in Survey was distributed to the department. The purpose was to test the process, content, and resources required before rolling it out university-wide. This initiative was led by the Dean and Heads of SBUs. BQ explained that seven core questions had been finalised, designed to assess staff feelings, based on previous surveys and the actions taken since to improve staff experience. Two additional questions related to SBU-specific improvements were added to gauge how well changes had been received. BQ also noted that all demographic questions had been removed to encourage open and honest responses, ensuring anonymity.

Regarding the timeline, BQ confirmed that the surveys started to be sent out on November 18th, with a two-week window for completion. Access to the survey will close on December 16th. An organisational overview will be shared in January 2025, and the results will be shared with Schools and SBUs. BQ also mentioned that more Touchpoint Surveys would be conducted leading up to the full survey in November 2025.

KS expressed disappointment that students receive a comprehensive survey every year, while staff only receive a full survey every two years. KS also raised concerns about the questions in the Check-in Survey, pointing out that there were no identical questions from the full staff survey conducted in November 2023, which would allow for better comparison and analysis. KS also asked if comparisons could be made with surveys from other higher education institutions (HEIs) and inquired why there were no questions addressing fair pay and its link to staff wellbeing.

CO clarified that there would be no full staff survey in 2024. The Check-in Survey was designed to gather feedback on current challenges at the SBU level, which would then inform targeted actions. CO noted that the action plan from previous surveys is still being worked on, and launching another full survey would complicate this process. While some questions are based on the last survey, others are included to gauge how staff are feeling at this time, in preparation for the full survey in November 2025. CO also stated that they are not benchmarking the survey against other HEIs, as it focuses solely on the current feelings of staff within their SBUs.

KS reiterated the lack of benchmarking, especially when the NSS and PTS surveys are benchmarked, this strengthened his argument that staff should receive a full, annual survey that is also benchmarked. KS expressed a desire for staff to be treated as students are, with regular, comprehensive feedback opportunities.

The Chair pointed out that student surveys, such as the NSS, are conducted externally on a fixed timetable and are mandatory, making them an important but not an ideal method for gathering real-time feedback. The Chair acknowledged the benefits of an annual benchmarked survey but emphasised that alternative methods, like the Check-in Survey, which provides more immediate feedback that can lead to timely action. The Chair noted that annual surveys would not allow enough time to implement meaningful changes and explained that student and staff surveys differ in nature and should not be compared directly.

SHB added that the NSS and PTS surveys for students are only conducted once, and direct comparisons with staff surveys are not always straightforward.

The Chair asked CO how they planned to respond to the feedback from the Check-in Surveys. CO explained that responses would be handled at the SBU level, with BQ working closely with SBUs to implement immediate actions based on the feedback. CO reiterated that actions from previous surveys are still being addressed.

10. Senior School Structure
The Chair gave an update on the restructure of the new school and the key dates in the process. 

The implementation date for the School of Health, Medicine, and Life Sciences is set for March 1st. Shortlisting for the Dean position will occur on 21st November, with interviews for shortlisted candidates scheduled for 10th December. Once the outcome of the Dean appointment is known, the remaining positions in the structure, open to internal candidates, will be allocated by December 13th. A University-wide communication will be sent shortly thereafter to update staff on the appointments of the Dean and Deputy Dean. Additionally, two other positions within the new structure are available, and an update on the appointment process will be provided at that time. The new school is officially set to open on 1st March 2025.
              
The Chair explained that the opening of the Medical School is closely linked to the establishment of the School of Health, Medicine, and Life Sciences.(?) The medical programme will be integrated into this school as part of a department which includes postgraduate medicine and be based in what is now the Health Research Building, A new Health School building is also part of this project. The Chair confirmed that the project is adhering to the structured timetables set for its development.

The Chair addressed the ongoing discussions regarding the new Associate Dean posts, senior roles, and the complexities of the school structures and individual contracts. She emphasised the importance of ensuring that staff are allocated to the appropriate positions and receive the necessary support throughout the process. Although this process has taken a little longer than anticipated, the Chair and KW are supporting the Deans to ensure a clear understanding of how the transition to the new structure will take place in each school and will be leading on this process for the new School of Health, Medicine and Life Sciences.

Once the Associate Dean posts have been appropriately allocated across the schools, the Chair explained that they will bring together the new school Associate Deans and the Pro Vice Chancellors to ensure a smooth transition and that nothing is overlooked as they move toward the planned implementation on 1st March 2025. The Chair further noted that, once ready, the plans will be shared with UCU to ensure they are informed, as the changes will primarily affect academic staff. It was highlighted that posts will be available for all staff in the restructure, though the process may vary slightly between schools. However, the Chair assured that staff contracts will be honoured throughout this transition.

EB acknowledged the positive open discussions with UCU regarding the process and thanked the Chair for managing this as a discussion rather than a formal consultation process. However, he expressed concern that further delays would impact negatively on staff who have raised their concerns about the timeline with the UCU

The Chair recognised these concerns and confirmed that she would be ready to communicate by the end of the week, but agreed to send communications on Monday so that people did not receive news on a Friday and have to wait to talk to people until after the weekend. EB acknowledged this was a welcome approach.

11. End of Year Bonus 
SHB provided an update that the initial communications regarding the End of Year Bonus were sent out in October, and staff preferences have been collated. The bonus will be implemented within the agreed timescales. EB sought clarification on the agreed timescale, and SHB confirmed it would be before Christmas.

KS expressed the Union's disappointment with the End of Year Bonus and cost-of-living payments, they are insufficient for lower-paid staff. However, KS thanked management for the gesture, noting that it would be greatly appreciated by some staff. The Chair thanked KS for his comments.

EB asked for clarification to ensure there is no delay in the End of Year Bonus payment, as the previous communication was unclear. SHB confirmed that there is no delay.

12. Any other business 

SHB provided a brief update on the Vice Chancellor appointment process, noting that stakeholder engagement has begun with the four shortlisted candidates. Interviews are scheduled for the week commencing November 25th, and they anticipate being able to inform staff of the next Vice Chancellor before Christmas. It was also mentioned that there will be a transition period between the appointment and Quinton McKellar's departure in August.

13. The next meeting of JNCC is scheduled for 30th January 2025 at 14:00.
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