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Our purpose is to support 
our member organisations 
in delivering excellent and 
world-leading higher education 
and research by representing 
their interests as employers 
and facilitating their work in 
delivering effective employment 
and workforce strategies.

We seek to do this in a way that  
¢ is responsive and sensitive to our 

members’ diversity and differentiated 
aims and needs;

¢ uses a collective sector voice effectively 
and appropriately;

¢ is alert to the challenges and risks of the 
wider environment;

¢ makes efficient use of resources and 
delivers value for money.

The Plan identifies three priority themes 
for the period:

1.   Assisting higher education (HE) 
organisations in achieving effective 
employment practice and employee 
relations in the context of change in 
workplaces, the economy and in HE 
delivery.

2.   Supporting HE organisations in 
taking forward recruitment, reward 
and recognition strategies that are 
fit for their evolving employment 
environments.

3.   Seeking and supporting movement 
towards sustainable solutions to HE 
employers’ future pensions provision 
within a complex and changing 
pensions landscape.

In taking a view of the 2018-19 year, we 
are conscious of the need to maintain a 
longer view in particular around,
¢ enhancing workforce analytics and 

benchmarking
¢ developing approaches to reward, 

engagement and performance
¢ addressing pay equity and transparency
¢ working proactively on bargaining futures
¢ addressing the health of employee 

relations and the fitness of JNCHES
¢ developing pensions within an overall 

sector strategy
¢ recognising UK jurisdictions and their 

distinctive and emerging employment 
agendas

¢ considering international perspectives 
and addressing EU exit

¢ ensuring our own organisational 
resilience, responsiveness and 
sustainability.

We group in this document six areas of 
focus and under each identify some of the 
planned outcomes or outputs that UCEA 
members can expect to see.

Fixed dates are listed where appropriate. 
Otherwise outcomes and outputs are to be 
achieved during the 2018-19 academic year.

OUR PLAN FOR  
2015 - 2020 DESCRIBES 
UCEA’S PURPOSE 
AND AIMS



UCEA’s 2018 - 2019 Programme of Work

1. Pay matters

¢ Achieving an acceptable and timely 
implementation to the 2018-19 pay round.

¢ Managing pay and other issues being 
drawn together as matters of dispute, 
with ballots for industrial action being 
called through the autumn.

¢ Running the processes for a 2019-20 pay 
round.

¢ Supporting HEIs on benchmarking, 
communications and accountability 
regarding senior and Vice-Chancellor pay.

Outcomes and outputs
-   The 2018-19 New JNCHES processes, 

including the dispute procedure, 
concluded with an outcome for employers 
and employees in place  
for the start of autumn semester.

-    Arrangements in place for 2019-20 
pay round (February to May 2019); 
engagement with participating employers 
to enable Board to set a meaningful 
mandate for negotiators (January to 
March 2019).

-   Develop and deliver our two core pay 
surveys for members and ensure 
members are able to access UCEA 
analysis needed for senior pay 
benchmarking and support on  
related reporting requirements.

-   Provide comprehensive briefings on 
pay and labour market trends; updating 
and communicating the Pay in HE data 
analysis.

-   Updated Living Wage toolkit materials 
and forecasts to cover further increases; 
engagement with members on strategy 
for future pay spine compliance.

2. Employee relations

¢  Seeking to maintain trade union dialogue 
against a backdrop of 

 -   disputes on both pay and pensions 
issues

 -   some trade union ambitions to exceed 
the remit of JNCHES.

¢  Taking forward sector-level work that 
addresses areas of trade union interest  
– casual employment, gender pay gap 
(GPG), mental health – offering where 
possible partnership working with the 
trade unions.

¢  Seeking to draw trade unions into 
constructive engagement in a 2019-20 pay 
round. 

¢  Facilitating a UCEA Advisory Group to 
steer thinking on bargaining approaches.

Outcomes and outputs
-   Planned or agreed work completed  

and findings published – on GPG action  
plans and on new casual and fixed-term 
HESA data.

-   Formal and informal meetings and  
events with trade unions scheduled  
and taking place.

-   Support materials, technical and legal 
guidance, and communications support – 
the latter with/through UUK where USS  
related – in place for any sector-wide 
industrial action.

-   UCEA Advisory Group work plan delivered; 
key outputs available for wider UCEA 
membership.

-   Work with Universities Scotland conveying 
the HEI-focused activities on Scottish 
employment priorities.



3.  Broad organisational 
development and workforce 
agendas

¢ Support on changing academic roles and 
career pathways.

¢ Assisting HE employers in examining 
performance, reward and contractual 
flexibility.

¢ Enhancing HR insight and impact through 
working with data.

¢ Issues around the casual workforce.
¢ Addressing concerns around staff mental 

health and stress.

Outcomes and outputs
-   A suite of developmental events around 

reward, performance and engagement.

-   A new HR data analytics work stream 
developed and supported by UCEA, in 
partnership with HESA and UHR.

-   Publication of the next HE Workforce 
Report (July 2019).

-   International conference in London on the 
HE academic workforce, developed with 
Australian and Canadian partners (July 
2019).

-   First year of a benchmarking service for 
the HE sector employee engagement 
indicator.

-   New research conducted on employee 
attitudes to reward and recognition in 
sections of the HE workforce.

-   Joint work scoped and started with NHS/
DHSC to develop an agreed reward strategy 
for clinical academics relating to new local 
performance pay applicable from 2021.

-   Guidance on new contractual and pay 
arrangements for clinical academic 
employers.

4. Legal and policy developments

¢ Helping employers respond to the 
distinctive employment agendas and 
emerging agendas in the different UK 
jurisdictions. 

¢ Pay gap reporting support – on gender 
data and actions, preparation for  
ethnicity reporting and examination  
of intersectional data. 

¢ Taylor review implementation; 
implementing changes from expected 
legislation.

¢ Immigration rule changes, with EU exit 
finally coming into focus.

Outcomes and outputs
-   Support and benchmarking tools for next 

GPG reporting round (March/April 2019).

-   Completion of new work examining 
ethnicity pay gap analysis, in HE and 
beyond (June 2019).

-   Sector-level input on key proposals and 
provision of timely updates and guidance 
for members on legal developments, such 
as employment law changes arising from 
the Taylor review.

-   Joined up sector-level work delivered 
(with UUK and others) and pan-industry 
work (with CBI) on MAC outcomes and 
immigration system developments; 
support for employers through guidance 
and network meetings.

-   Publish an analysis of first HE sector level 
facility time reports (September 2018).



5.  Challenges in the pensions 
landscape

¢ Public sector schemes; supporting HE 
employer options and strategies.

¢ Working with UUK on USS funding and 
benefits changes, employer consultation 
and JEP outcome.

¢ Keeping alert to pensions policy 
developments and legal changes.

¢ Contributing (with UUK, GuildHE etc.) to an 
evolving sector-level pensions strategy.

Outcomes and outputs
-   Materials for members on employer 

approaches in LGPS; LGPS SAB 
tier 3 report made available and 
recommendations prioritised.

-   Ongoing support in place for members in 
current and next valuation cycles for TPS 
and LGPS.

-   Continuing representation of  
HE on sector-wide scheme bodies  
(TPS, LGPS, NHSPS).

-   Joined-up work with UUK to support 
employers and provide technical advice  
on USS developments.

-   New research completed examining 
current policies on approaches to 
cash supplements in lieu of employer 
contributions (early 2019).

-   New report for members on LGPS and HEI 
subsidiaries, including lessons learned and 
issues arising in HEIs (summer 2019).

6. Organisational effectiveness

¢ Business transformation to include deeper 
integration of UCEA’s IT systems and 
implementation of new CRM and website.

¢ Compliance with HMRC’s new Making Tax 
Digital framework.

¢ Robust governance arrangements in place.
¢ Timely and appropriate communications, 

media presence and briefings to members. 
¢ Wide ranging opportunities for member 

engagement, networking and development, 
through a programme of events that 
responds to emerging themes throughout 
the year. 

¢ Maintaining strong financial health and 
sustainability.

¢ Effectively deployed and engaged UCEA 
team.

Outcomes and outputs
-   Employment Bulletins, Pensions Quarterly 

Newsletters plus timely themed Briefings 
and infographics produced for members.

-   Active member networks maintained and 
developed to meet needs.

-   Achieving balanced media presence and 
coverage on UCEA’s key themes; social 
media monitoring and ’harvesting’ in place 
when needed.

-   Transition to new CRM and new website 
launch; meeting milestones and enhancing 
member engagement (summer 2019).

-   New website self-service portal for 
members to manage their accounts  
and preferences (summer 2019).

-   Meeting planned budget and subscriber 
engagement targets.

-   Engaged and effective Board (review to be 
completed during 2019).

UCEA’s 2018 - 2019 Programme of Work
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