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Voting Paper
Before – the type of industrial action
would be stated on the paper
Now
–
same
as
above,
plus…summary of the dispute and
period of time when the action will
take place.

A brief guide
Trade Union Act 2016
The controversial TU Bill was introduced by the Tory government after
the last general election in 2015 and
after certain points were conceded, became law in May 2016. There have
been plenty of in-depth articles about
the Act in the past couple of years, but
how exactly does this legislation affect
a trade union member such as yourself?
Ballot thresholds
Before – the majority vote won
Now – ballot must have at least a 50%
turnout (our Branch would need no
less than 500 of its members to vote).
For public sector workers like ourselves, a 40% majority of this 50%+
turnout would be needed to create a
mandate (effectively an 80% majority
required).
The government is enforcing unrealistic conditions on how a union can vote.
If they applied the same levels of majorities to a general or local election,
no one would ever be voted in. Members who do not vote are therefore
counted as ‘No’ voters. This will effect
what the government calls ‘key public
services’, including the NHS, FE colleges and schools.
Notice Period
Before – 7 days
Now – 14 days
Unions have to give double the
notice period to employers when
taking industrial action = more
time for the employers to ensure
work is covered and industrial
action does not affect business.

Unnecessary information on a
voting paper. General and local elections do not include
such vast swathes of information. Members would already
be aware of what the dispute
was and when it would be likely
action would take place.
Ballot Mandate
Before – industrial action within 4-8
weeks of ballot closing. Action can
be taken as long as the dispute remains.
Now – Mandate expires within 6
months
So, if employers drag their
heels in resolving a dispute for
long enough, the unions will
have to hold a further ballot for
the same dispute.
Picketing
A picket supervisor will need to be
appointed, be visually identifiable
(perhaps, with an armband?) and
will need to have knowledge of the
code of practice on picketing and
letter of authorisation from the union.
Our colleagues on picket lines
will be singled out. What could
this mean in real terms? Perhaps this colleague’s job would
be first for the axe in the next
restructure or denied a promotion.
Facility Time
Public sector employers must publish data relating to the amount of
facility time used by each union and
the government are at liberty to implement restrictions on facility time.

This is a waste of time for both
union reps and HR departments. Facility time is not used
wastefully. The Branch needs
facility time for its reps to meet
with members, support members at meetings and attend negotiating meetings with the
University. It is facility time
which enables us do our role;
support you.
Certification Officer
Certification Officer powers have now
increased:
● Can launch investigations into
unions even if no complaint
has been made
● Can act on evidence from third
parties, including employers
● Demand access to union documents
● Impose financial penalties if a
breach of statutory rules is
identified
● Charge unions a levy to cover
the cost of being regulated,
around £1.5m per year
More unnecessary rules and
regulations, including an extra
financial burden, for unions to
be subjected to. Such regulations are suggestive of intimidation tactics and are out of
proportion with the regulation
required to ensure unions act
fairly.
This Act is an attempt by the current
government to remove rights from
Trade Unions, and therefore workers, making it increasingly difficult to
stand up for ourselves when we are
being treated unfairly. The UK now
has the worst trade union rights in
the Western world, with the exception of the US. It is therefore in the
interests of Trade Unions to support
any party that pledges to repeal this
regressive Act.
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Brexit: Now it’s Personal…
The effects from the vote to leave the EU
on 23 June 2016 will ripple out at different speeds and with different intensities,
affecting different groups of people in a
variety of ways, for a great number of
years: it will, in short be a huge upheaval
of extended duration.
Even before the polling stations opened
there had been a worrying decline in the
standards of public discourse, both in
the tone of that debate and in the honesty of that debate. Some of the reported
incidences of xenophobic and racist attacks, verbal or physical, can be seen as
direct manifestations of the sort of intolerance that was freely being aired
throughout the build up to the vote; sadly the damage done by this rhetoric and
the example it set, will take a long time
and a lot of work to set to rights. Many
minority groups feel that the UK today is
a less tolerant place than a few years ago.
UNISON in common with many of our
sister unions opposes any form of discrimination and will continue to work
with that as one of our central aims.
The recent confirmation in the Conservative manifesto that they will not
consider removing the international student numbers from their overall immigration figures, will do nothing to ease
the genuine fears of many UNISON
members and point to a worrying intention on the part of that party to continue
playing on fears of “too much immigration” to inform policy decisions in the
future, should they win the election.
There are several strands of concern to
UNISON nationally and at branch level,
that follow the vote to leave the EU:
● the personal attacks and fear
for individual safety
● the security of residence for
EU nationals working in the
UK/the University
● the long term effect on research funding and collaborative initiatives (for both staff
and students) and what that

will mean for University balance
sheets; hence for employment security and associated matters
● legislative changes: the Government has stated that the Charter of
Fundamental Rights of the EU will
no longer have effect in UK law this amongst other things establish many of the protections that
individuals and Trade Unions currently enjoy. At least one major
party has said they will replace legislation derived from this with
some form of a “UK Bill of Rights”
The Government has given some assurances
for short-term/immediate concerns; confirming that EU nationals starting a degree
programme in the UK in the next two cycles
will continue to pay fees at the lower rate for
Home students for the duration of their
course; the student exchange “Erasmus” programme continues to be in effect as long as
the UK is a member state of he EU; research
funding and the employment of staff who are
EU nationals will continue unaffected until
we leave the EU.
However, there are no guarantees possible
for after that date, so the many worries will
continue as long as there is uncertainty.
UNISON never accepted the argument that
EU workers coming to the UK were to blame
for falling wages or for the lack of affordable
housing, being convinced that these very real
problems have their root in the disgraceful
employment practices of some employers
taking advantage of the relentless attacks on

trade unions (and the associated rights) by
successive governments that have left workers
vulnerable to zero hours contracts and stagnant or falling wages.
We naturally believe that a collectivised
work force with rights protected by legislation is the best way for workers to secure
adequate returns for their labour and to increase job security; we believe in turn that
this will help us work towards a more just and
cohesive society.
UNISON Pledge
UNISON is therefore opposed to a so-called
“hard Brexit” and is involved in to try to mitigate against the worst of the fall-out from the
referendum result, in the following ways:
● UNISON reps are always available for staff with concerns about
personal safety to come forward
and discuss a situation in confidence
● We’re involved in university
wide conversations about providing reassurance to staff who are
EU nationals (or family members); see the information on following
staff
webpage:
www.leeds.ac.uk/forstaff/news/
article/5661/support_for_staff_
on_immigration_matters
● which includes details of a £5000
interest free loan available to
staff wishing to apply for residency documentation or British citizenship
● There’s a ‘UNISON-EU Members
Network’
Facebook
page:
www.facebook.com/search/top/
?q=unison%20eu%20members%
20network
● Nationally, UNISON continues to
lobby and campaign for the retention of a whole host of protections derived from EU law and
passed into UK law under the
previous Labour administration;
these are protections for both individuals and trade unions (a few
examples being, equal pay.

