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I  Executive summary 

 

I.I The ”problem” 

The broader problem is the University faces an unprecedented/substantial crisis related to the Covid-
19 pandemic and accompanying national lockdown from 23 March. Within such times, the Heriot-
Watt University (the University) is likely to require a wide-range of information and advice on how 
best to manage the vast majority on staff who are likely to spend a substantial amount of time 
“working from home”. The same goes for Heriot-Watt University UCU (HWUCU), the main trade union 
and local branch of UCU recognised by the University, who also need to swiftly understand staff 
experiences of lockdown and consult members on how to maintain good experiences of work in such 
situations. The specific issue the report addresses is: how best to inform University and trade union 
practice, in relation to work-related practice, in a lockdown situation.  

I.II Purpose and relevance of the report 

It is important to note from the start that this is an “interpretive report”, i.e. a report presenting data 
and analysis, and culminating in a range of recommendations for University and HWUCU practice 
under lockdown conditions. 

The report considers how University staff have experienced lockdown so far and how staff believe the 
University and HWUCU should respond in terms of practice to mitigate against the many challenges 
associated with working under lockdown conditions. 

The report is likely to have some wider generalisability, i.e. be of relevance to the wider UK higher 
education sector, as well as organisations where a large percentage of the workforce is highly skilled 
and accustomed to working in an autonomous way, yet forced at short notice to continuously “work 
from home”. 

I.III Methodology 

A rapid response-styled electronic survey was designed (26 March) aimed at measuring and exploring 
expected problem areas of working under lockdown: hours worked, workload, working conditions, 
remote employer and sub-management-level information, employee voice, well-being, collegiality 
and equality. Given the time pressures, a convenience sampling approach was adopted, i.e. aimed at 
attaining a sample of those easiest to contact or reach. 

The survey was mainly distributed between 31 March to 3 April (4 working days of week 2 of lockdown) 
via a closed UCU membership email list. Members were encouraged to share the survey with wider 
colleagues. 306 completed the survey, with UCU members (70.6%) and non-union colleagues (22.9%) 
representing the bulk of participants. Quantitative data was gathered to provide descriptive statistical 
information on key work-related issues, how key groups experiences such issues, and to help refine 
recommendations for practice. Qualitative data was gathered to deepen explanations for descriptive 
statistics and help generate general recommendations on how the University and UCU should respond 
to work-related lockdown challenges. 

Survey design, data collection, data analysis and report writing was all done in 20 calendar days. 
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I.IIII Key findings 

In general terms the findings suggest a positive, yet fragile picture of working under lockdown. 
Collegiality appeared to be best experienced by staff so far; University-level communications least well 
experienced. In more specific terms, analysis of quantitative data suggested problems of working 
under lockdown were disproportionately experienced by key groups made the focus of the study – 
groups based on gender, job roles, disability, trade union membership and contract of employment. 
Further, it seems likely employees identifying with such groups in two or more ways are likely to have 
the worst experience of lockdown so far. 

Open comments/qualitative findings helped in the identification of key themes to better inform 
University and UCU practice related to experience of work under lockdown. More than 30 themes for 
both the University and UCU were identified through analysis of this part of the wider dataset.  

I.IV Conclusions and recommendations 

Key recommendations for University practice include more meaningful acknowledgement and steps 
taken to address staff concerns related to pressures to work as before lockdown, remote working and 
work-life balance. Key recommendations for UCU, aside from working with the University on such 
matters, is to improve and be more inclusive with communications with members and adopting in 
such communications a broader acknowledgement of the problems currently faced by members. 
Recommendations for practice for both parties is discussed in detail in Section 4 and summarised 
further in Section 5.  

A further key recommendation is to repeat the survey again in week 6 or 7 of lockdown. A range of 
suggestions for such a follow-up survey are discussed and presented in Section 5. Key 
recommendations include keeping the broad design of the current survey, but include further groups 
likely to be disadvantaged by lockdown, as well as using different prompts for open comment-styled 
questions. 
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1 Introduction 

 

1.1 Lockdown timelines 

The University began to recommend working from home for employees with existing health issues 

and caring responsibilities from Monday, 16 March. The recommendation to work from home, if work 

can be performed from home, was more generally encouraged from Friday, 20 March. 

The University made the decision to close the campuses as workplaces, bar a small core of security 

and cleaning staff, within hours of the UK Prime Minister declaring a national lockdown (late 23 

March). Under such a ruling, staff were expected to continue to work as much as possible from home 

from Tuesday, 24 March. 

While instigating a three-week lockdown, the government strongly indicated the lockdown was likely 

to last for much longer than three weeks. In countries where the pandemic began to impact public 

health earlier than in the UK (e.g. China, Italy and Spain), lockdowns at the time of writing the report 

(mid-April) had been in place, or were planned to be in place, for several months. Further, emergency 

“furlough” arrangements by the UK’s Chancellor of the Exchequer, in place for an initial period of up 

to three months, gave an indication the lockdown and home working arrangements would feature 

prominently for University employees for many months ahead.  

The survey used in this study covers University staff experiences of lockdown captured in the second 

working week of lockdown (30 March to 3 April), plus an attempt to gauge, from an employee 

perspective, what the University and Heriot-Watt University UCU (HWUCU) should prioritise in terms 

of effective practice under lockdown. The survey designed was set up so it had the potential to be 

replicated further down the line, should the lockdown continue and key and new issues continue to 

cause work-related problems. 

1.2 Why do a survey focusing on working under lockdown? 

HWUCU decided to commission a survey of its members for a range of reasons. General reasons to 

conduct such a survey is based on the plain fact of, despite this not being an academic exercise, no 

research exists that considers management/HRM and trade union good practice under a pandemic 

and a lockdown situation. There is an abundance of research considering the key issues the study was 

eventually based on (e.g. working hours, working conditions, workload, etc.), but such literature was 

expected to have at least limited value in the context of an unprecedented and emergency-like 

situation. Such literature, even if useful to a point, would have little value in the context of an 

interpretive report, principally driven by the collection, analysis and interpretation of a large dataset. 

The research was as such commissioned to address the two following key issues:  

1) Without new research, it would be highly problematic to understand know University staff are 

experiencing working under lockdown, especially as staff are dispersed across a large geographical 

area and some cases overseas. 
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2) An employer cannot effectively and appropriately manage its staff/UCU cannot effectively 

represent staff, if both parties knows little about how staff are experiencing working under lockdown. 

A rapid response-styled short electronic survey with some scope for open comments was deemed to 

be the best and most efficient way to attain such critical and urgently needed information. The findings 

were expected to provide highly valuable insights to facilitate an optimum bargaining position under 

new and evolving lockdown working arrangements. The findings were expected to be of substantial 

value to the University’s HRD function and executive level management, not least because of the 

University’s intention to adopt wherever possible a “business as usual” approach and a reality check 

is likely to be required on the extent to which such a strategy is possible or desirable, but also because 

the University’s duty of care, health and safety obligations and equality-based legal requirements, 

remain in place despite staff working off campus and regardless of a national state of emergency.  



 

10 

 

2 Methodology 

 

2.1 Survey design 

The idea of the survey came about because the lockdown would at least for the foreseeable 

fundamentally change how HWUCU interacts with its membership (grades 6-10). However, the 

principle reason to commission the survey was on the basis of how lockdown was likely to 

fundamentally change how University employees would work (if at all) at least for the next few months 

and possibly on a more irregular basis for the rest of the calendar year/into the first part of the 2020-

21 academic year/under a range of major organisational change programmes/major external 

obligations, e.g. the culmination of REF 2021. 

The rapid response-styled survey was designed to capture a range of themes related to everyday 

working, but likely to be particularly relevant working under lockdown. The survey was also designed 

to capture experience of key issues that form the basis of bargaining arrangements with University 

management. As such, the survey was based on eight key work-related issues: hours worked, working 

conditions, workload, communications and guidance from management, well-being, voice, collegiality 

and equality (see Appendix 1). Many of such themes are broad and complex areas, but the need to 

have high engagement with the survey precluded a survey to cover all such areas in-depth or finer 

detail. The survey was also designed so information on the eight themes could be divided according 

to a range of key groups. Key groups explored in the survey included: gender, job group, disability, 

trade union membership and contract of employment. The key groups represent a selection of the 

groups central to UCU bargaining agendas, yet also represent key groups central to University flagship 

initiatives, e.g. Athena Swan.  

However, it should be noted how the survey was designed to take aim at work-related issues only, 

which had the potential to alienate participants likely to be experiencing lockdown in a range of many 

other, important and inseparable ways. Further, student perspectives were explicitly not covered by 

the survey and a filtering question early in the survey (see Appendix 1) prevented any inadvertent or 

excessive input on that basis. Student perspectives were not sought as such perspectives are not 

within the bargaining remit of HWUCU and already being captured by the Student Union and 

University. 

Ideally such a study would be based on attaining a cross-sectional sample, but the work required to 

design and execute such a study was likely to lead to a substantial delay in starting participant 

recruitment. Such a delay would also very much go against capturing critically important early 

experiences of lockdown. Instead, a convenience sampling approach was deemed appropropriate, an 

approach based on attaining a sample of those most easy to contact or reach. 

The survey was sent out to the HWUCU branch committee for consultation. More specialised feedback 

was also sought from equality experts/practitioners. A range of minor changes were applied to the 

survey before sending out to prospective participants 31 March. 

2.2 Participant recruitment  
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Participants were primarily recruited via a range of emails to the HWUCU closed membership email 

list. Four emails in total were sent out during the four days the survey ran. Members were encouraged 

to distribute the survey to colleagues via email and personal social media-based networks. HWUCU 

also used its Twitter and Facebook accounts and WhatsApp groups to promote survey participation. 

Given the survey was “out there” on the Internet, and therefore likely to command interest from non-

eligible participants, the survey was prefaced with a screening question (see Appendix 1) asking 

prospective participants to indicate whether they are or not an employee of the University across its 

three Scottish campuses. Those selecting “no” where given an “end of survey” message. PGR members 

not employed by the University were also screened out in a similar manner by a further survey 

question (see Appendix 1). 

2.3 Survey timelines 

The survey was distributed between 31 March to 3 April (4 working days), or the second week of 

lockdown, via a closed HWUCU membership email list with requests for the survey to be passed to 

wider colleagues. Despite no longer being promoted by HWUCU, the survey remained open beyond 

the cut off date 3 April, a cut-off date deemed to allow swift analysis of the bulk of the expected data. 

Participation continued beyond 3 April and on 11 April 339 participants had fully completed the survey 

(none of this data features in the report). The survey remains open and with an aim of being 

relaunched around week 6-7 of the lockdown, thus allowing the opportunity to compare early 

experiences with experiences when working from home has become variously more established or 

problematic. 

2.4 Survey participation 

The findings represent the second working week of lockdown. More than 300 University employees 

(n=306) completed the survey (partial completions have been excluded from this report), with UCU 

members (70.6%) and non-union colleagues (22.9%) representing the bulk of survey respondents. The 

survey also generate a substantial amount of qualitative data/comments, principally concerning 

employees sharing how they believe the University and HWUCU have faired under lockdown and what 

they believe both parties should prioritise as the lockdown continues. Qualitative comments from the 

300 plus participants amounted to approximately 22,000 words. Approximately 70 per cent of all 

participants chose to provide such comments (n= 211) after selecting an option to provide such 

comments (see Appendix 1). Comments not deemed relevant to specific aims of the survey were 

excluded from analysis (see appendices 2-5). 

Approximately 60% of HWUCU members participated in the four-day survey, which is notable for two 

key reasons. First, the participation rate is commensurate with the 2019 staff survey response rate, 

but more specifically notable as it was achieved in a much shorter timeframe, with less resources 

available to HWUCU compared to the University. Second, the participation rate is significantly above 

that participation rate required in statutory industrial action ballots under the Trade Union Act 2016, 

which is the legal basis by which UK employers must recognise a lawful representation of employee 

interests.  

On a wider note, is how a small number of participants (1-5%) selected the “Prefer not say” option for 

questions related to demographic details (see Appendix 1). For the staff survey, approximately 15-25 

per cent of participants selected the “Prefer not say” option when answering comparable questions. 
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It is assumed such differences suggest participants are more trusting of HWUCU than the University 

when it comes to sharing personal and potentially sensitive details. However, the implied sense of 

trust suggests the findings are likely to contain a full and frank account of how employees are 

experiencing working under lockdown and a full frank account of how employees would like their 

employer and UCU to respond to the concerns they have in such unique and unprecedented 

circumstances. Further, and more importantly, declaring demographic details is likely to lead to a 

better understanding of where key problems lie and how such key problems may be more effectively 

addressed. 

2.5 Data analysis 

The findings were analysed on a general basis, analysed to reflect and tease out potential difference 

among key employee groups, for example gender, disability, occupational group, contract of 

employment and trade union membership. The qualitative data was analysed in relation to key 

themes of the survey, e.g. worked hours, working conditions, workload, etc. (see Section 3). However, 

the greatest utility of the qualitative comments was expected to be in terms of exploring how the 

University and HWUCU had faired so far in terms of preparing and organising early on in lockdown, as 

well as what employees believed the University and HWUCU should prioritise as the lockdown 

progresses.  
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3 Quantitative findings and analysis 

 

This section is based on an analysis of the findings from sections I and II from the survey (see Appendix 

1). This section represents a three-part analysis of the quantitative findings from the survey. The first 

part covers unpacking the demography of the participants. The second part considers general findings. 

The third part considers the general findings according to five aspects of participant demography. 

3.1 Sample details and demography of participants 

A total of 306 employees fully completed the survey during the four days the survey was open in week 

two of the national lockdown. In terms of the demography of participants, Section I of the survey (see 

Appendix 1) participants were asked to reveal details of themselves related to: gender, job group, 

disability, trade union membership and contract of employment. Figures 3.1 to 3.5 demonstrate 

participation in survey by these five characteristics. 

Participation based on gender was almost evenly split between female and male, representing at least 

a broadly similar gender split across the University. Almost 5 per cent declined to provide details based 

on gender, but the figure represents a substantially lower percentage than recorded in the 2019 staff 

survey.  

 

 

Figure 3.1: Survey participation by gender 

Participant rate is clearly skewed towards academics, representing just over two-thirds of participants. 

The bias probably reflects how HWUCU membership is similarly shewed towards academic job roles. 

The survey also captures a small (n=22), yet helpful input from employees (largely PGR students) who 
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hold casualised or “offer of hours” contracts. HWUCU expects employees on such contracts to be the 

most concerned by job security and current and ongoing financial hardship. 

 

Figure 3.2: Survey participation by job group 

Attempts to recruit participants included an emphasis on trying to encourage high participation rates 

from disabled employees. As can be seen from Figure 3.3 (below), nearly 5 per cent identified for the 

purpose of the survey as disabled. This is almost certainly below the expected proportion of disabled 

employees at the University, but is a figure almost double the percentage of employees currently 

disclosed as disabled with the University. HWUCU expects disabled employees to be 

disproportionately impacted by the lockdown, yet it would appear there is a reasonable level of 

participation in the survey to allow a good understanding of working and being disabled under 

lockdown. Further, it is important to note how less than 3% selected the “Prefer not to say” option, 

which, when compared to the 2019 staff survey, suggests good-levels of trust with HWUCU in terms 

of sharing particularly sensitive and stigmatising information. 
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Figure 3.3: Survey participation by disability 

A key, yet indirect purpose of the survey was to capture survey participation beyond UCU 

membership. Without University support, inclusion in the survey of non-union colleagues was likely 

to be small in comparison with UCU members. However, 23.9% of participants (or n=73) identified as 

non-union colleagues, which will be helpful to allow an understanding of how experiences of lockdown 

may vary between groups with and without the support of UCU.  

 

Figure 3.4: Survey participation by trade union membership 

As can be seen by consulting Figure 3.5 (below), the vast majority of participants (79.4% or n=242), as 

expected, identify as being employed on an open-ended contract of employment. Importantly, 
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however, participants also identified in small, but helpful numbers, as employed on an ‘atypical’ 

contract of employment. For instance, 12.1% (n=37) and 5.2% (n=16) identified, respectively, as 

employed on fixed term or casualised contracts of employment. Such participation represents a 

limitation to the study, but it allows some insight into how different contracts of employment may 

impact on experience of work under lockdown. 

 

Figure 3.5: Survey participation by contract of employment 

 

3.2 Summary of sample and demographic findings 

The following can be said more generally about the survey. First the response rate given the findings 

were generated in just four working days, largely through four member emails, appears to be an 

exceptional achievement. The response rate, as note in Section 2, is commensurate to the response 

rate for the 2019 staff survey and is clearly above the steep threshold “turnout” requirements of the 

Trade Union Act 2016. Further, as also noted in Section 2, only very small numbers of participants 

withheld potentially sensitive data, which is taken to be indicative of high-levels of trust in HWUCU 

(even with vulnerable and non-union employees) in handling such data carefully and sensitively, as 

well as trusted to act swiftly and appropriately with findings to arise from the survey. However, having 

a sample skewed towards trade union membership, the findings are likely to affected to a point by 

very recent high-levels of industrial action and associated grievances with University-level 

management, although wider problematic University-employee relations exist according to the 2019 

staff survey. 

In demographic terms the survey is very strong in terms of gender, i.e. there is a very good gender 

balance regarding participation rates, which is likely to result in reliable and potentially generalisable 

gender-based findings and recommendations. In regard of job groups, there is an evident bias in the 

sample towards academic-related staff. The Professional Services participation rate is good, but a 

higher participation rate would have added to the validity of the findings and subsequent relevant 



 

17 

 

recommendations. The PGR/employed participation rate was low and, as is the case immediately 

above, a higher participation rate would also have added to the strength of findings and associated 

recommendations related to this key University group. In terms of disability, the participation rate of 

disabled staff was good and ideally would have been at least twice the level captured by the survey. 

However, the small sample of disabled employees is likely to prove insightful given accessing disabled 

employees for research is more generally very problematic. In terms of trade union membership, the 

input of non-union colleagues was low, but the recruitment of 73 participants has to be seen as a 

success given the long-term difficulties HWUCU has in accessing non-union colleagues. It is important 

to note that in the week following the survey data census date, the vast majority of further participants 

were non-union colleagues, suggesting non-union colleagues would be willing to participate in much 

higher numbers if the University allowed HWUCU to promote the survey more widely. As things stand, 

non-union colleague participation is likely to lead to good and relatively sound findings, but such 

findings are likely to have limited generalisability. The participation rates for employees employed on 

a fixed-term contract was good, but a higher participation rate would have generated more reliable 

findings and recommendations. The participation rate for PGR/casualised staff is low, but likely to 

generate insights not currently available or likely to be available through any other means, in the 

current format, in the near future. 

 

3.3 General findings 

This section represents an analysis of the general findings from Part II of the survey (see Appendix 1) 

and is based on eight key work-related issues – working hours, working conditions, workload, 

University information and guidance, well-being, voice, collegiality and equality. Such issues were 

deemed as being key to unlocking employee experience of working under lockdown. It was recognised 

the survey may miss certain aspects of working under lockdown, a matter considered in Section 3.4. 

As noted in Figure 3.6 (below), very few staff (n=14) indicate not working at all and even fewer report 

sickness absence (n=9), meaning more than 94.4% of the workforce are at least working close to their 

contracted hours. 

More specifically, University employees were requested to reflect on hours worked compared to 

contracted hours (whatever this may actually be). The findings evidently reflect many of the 

participants may be adhering to action short of strike action (ASOS) regarding the current pensions, 

pay and equalities disputes, although a previous HWUCU survey suggested adherence to ASOS varied 

considerably across the membership. However, approximately two-thirds (59.5%) of employees 

appear to be working a sensible and sustainable number of hours, meaning many University priorities 

will be being met at such times. That said, 28.1% report working above contracted hours of work, with 

8.2% reporting working substantially above contracted hours, a number of hours likely to be 

unsustainable and may already represent a health and safety hazard for the University. A further 

health and safety hazard associated with unsustainable and/or excessive working hours at the current 

time is employee burnout and associated poor mental health, raised absence levels and lowered 

productivity levels as the lockdown continues. 
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Figure 3.6: Employee experience of working hours compared to contracted hours 

As indicated in Figure 3,7 (below), the vast majority (70%) of employees appear to be experiencing at 

least basic/acceptable working conditions related to factors such as IT equipment, 

comfortable/appropriate workspace, etc. Further, a substantial proportion of that figure are at least 

moderately comfortable with regard to such experiences. However, more than a quarter (27.4%) 

report to some degree uncomfortable working conditions, which is concerning given the survey covers 

only a second week of lockdown. 

 

Figure 3.7: Employee experience of working conditions (e.g. IT equipment, comfortable/appropriate 

workspace, etc.) 

Workload is a long-term and already contentious issue/known workplace health and safety hazard, 

but where it is perhaps least contentious is in terms of the amount staff are expected to take on. It is 
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good to note how the vast majority of staff (70.3%) believe the lockdown and associated conditions 

results in a manageable workload (see Figure 3.8 below). However, a sizeable minority (25.1%) 

indicate workload is to some extent unmanageable. It is also far from clear why the workload is to 

some extent unmanageable. A concern here, however, is whether the workload situation will 

continue. Early indications from the University suggest workload demands are unlikely to change in 

the broadest sense. As noted in the case of working hours, heavy workloads may help with pressing 

University priorities and may be sustainable from an employee perspective for a short while, but 

unmanageable workloads are also likely to lead to range of health and safety hazards, increased 

absence and declining productivity. 

 

 

Figure 3.8: Employee experience of workload 

Departing from the format so far, two questions from the survey (see Appendix 1) are merged to allow 

a comparison between the two main ways employees have been receiving important information 

from the University, as well as gauge the extent to which employee have found such information to 

be helpful so far. As can be seen from observing Figure 3.9 (below), the distribution of responses is 

broadly the same. Indeed, 62% of respondents believe information and guidance provided by 

University-level management to be helpful. The approval and appreciation of such communications 

from School/Service level management is marginally higher at 75%. However, Figure 3.9 suggests 

around a third (34%) and a quarter (22%) believe such communications are unhelpful. It is not clear 

why such information has been judged as unhelpful, nor why there are variances between the two 

levels of communications, but there is a concern that a sizable minority believe they are not getting 

helpful communications at a time of great uncertainty. It is important to note the views of staff may 

reflect the quick and urgent decisions required of various levels of management during the onset of 

the lockdown and may be looked at by staff differently as the lockdown progresses. 



 

20 

 

 

Figure 3.9: Employee experience of information and guidance provided by the highest level of 

University management and/compared to employee experience of information and guidance 

provided by school/service 

It is recognised how a sense of well-being is likely to be affected by more than employment. What is 

captured in Figure 3.10 (below) should be seen as capturing staff well-being more generally. However, 

well-being, no matter how it is perceived, is likely to have an impact on work performance, both in the 

long and short term of the current lockdown. Employers, moreover, must recognise staff well-being 

could be exacerbated by work hazards, as already noted to an extent with working hours, working 

conditions and workload. Indeed, a broad picture appear to be emerging in the sense of how 

approximately two-thirds to four-fifths appear to managing well under lockdown, while a quarter to a 

fifth appear to be experiencing less than ideal experiences of work. In the case of well-being, 79% 

report at least satisfactory well-being and 18 per cent report poor or terrible well-being. Despite a 

clear majority indicating at least satisfactory well-being, the figures also suggest serious current well-

being problems despite the fact the findings cover up to two weeks of working under lockdown.  
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Figure 3.10:  Employee experience of well-being 

The opportunity and experience of staff being able to voice opinions, be heard and raise concerns as 

the lockdown began appears on the whole to represent a positive situation (see Figure 3.11), with 

approximately two-thirds (65%) reporting at least having such expectations of such matters met by 

University management and management teams. Interestingly, 12.4% of participants seem unable to 

comment on such matters, although this may be because until the time of the survey they have been 

on the margins of or unaffected by a range of key decisions. That said, 22.6% believe the expectations 

to be heard has been below expectations. As the survey is largely based on UCU members who are 

perhaps on balance more likely to exercise a right to voice their opinions, expectations of what can be 

expected in such situations may be higher than non-union employees, something that is explored in 

the next section. However, it is concerning how approximately a fifth of employees feel let down at 

such a critical time in terms of having the concerns raised with management. What is more concerning 

is how critical it likely to be for staff to believe their voices will be heard as we head further into a crisis 

situation. 
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Figure 3.11: Employee experience of the opportunity to voice opinions, be heard and raise concerns 

While collegiality is perhaps on the margins of what the University and HWUCU has put time and effort 

into prior the lockdown, it seems worthwhile considering how such bonds are in place under 

lockdown, as such bonds are likely to be key to maintaining a range of work-related commitments and 

expectations in the weeks and possibly months to come. It is no surprise in one sense to note how 

experience of collegiality appear high, with participants reporting at least average levels of collegiality 

under lockdown (80.5%). A further 11.5% believe collegiality is either poor or terrible and 8.2% are 

unsure on how to measure such matters at such times. What seems to be certain is collegiality was 

probably at least broadly good before lockdown and video conferencing and other forms of electronic 

communications has helped sustain such bonds. The challenge will be maintaining such high-levels of 

collegiality as the weeks progress, as well as findings ways to ameliorate the conditions for low or poor 

levels of collegiality. 
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Figure 3.12: Employee experience of collegiality 

Experiences of equality under lockdown appears to deviate from the pattern of responses noted so 

far (see Figure 3.13). Of note is how 39.2% were unsure on how to comment on this aspect of working 

while under lockdown. It could be the question was not clear enough, although reference was made 

to some key equality issues related to gender, disability, age, parental responsibilities, etc. It may be 

there has not been enough time for employees to formulate a perspective on such matters, as 

discrimination can be an abstract and subjective experience. It may that many participants could in 

this instance only speak of their personal experiences, with wider experience an abstract concept now 

that collegial contact is only possible via video or other electronic forms of communication. For those 

who felt they could comment on such matters, a clear majority believed their experiences of equality 

were at least average (reporting excellent to satisfactory). However, a minority reported poor or 

terrible experiences of equality (13.1%), accounting for 41 participants (reporting poor or terrible). 

Further details related to equality are expected to emerge in the following section (Section 3,4) and 

from an analysis of participant open comments. 
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Figure 3.13: Employee experience of experiences of equality (e.g. gender, disability, age, parental 

responsibilities, etc.) 

 

3.4 Summary of general quantitative findings 

It can be seen how employee experiences appear to be at least “satisfactory” in all the categories used 

to explore working under lockdown, i.e. for approximately two-thirds of employees, lockdown appears 

to be something employees can and have adjusted to, at least in the short-term. Colligability appears 

to the highest rate experience of work (80.5%), with experience of University level communications 

rated the lowest (34%). Despite an expected period of readjustment and frustration, the vast majority 

of staff appear to be able to rate experiences on all counts, although in terms of equality, nearly 40% 

believed they could not rate this aspect of the work at the time of the survey/early stages of lockdown. 

In more practical terms, it seems reasonable to take the following from the findings. First, “average” 

or “satisfactory” is the most common response for five of the categories under investigation – hours 

worked (45.8%), workload (52.0%), communications (36.0/35.0%), well-being (40.8%) and voice 

(50.0%). While this should be seen as a good start for working under lockdown, it also suggests without 

careful management, such ratings (and the other three) related to work are likely to fall as lockdown 

continues. In contrast, it could be inferred how week two of lockdown is likely to have been strongly 

characterised by adjustment and ratings may improve as staff become more settled over time and 

managers adjust to managing staff in a new and remote fashion. What is certain in all aspects of 

working, is it is likely to require a range of University and UCU practices to maintain and ideally 

improve working under lockdown, but it seems only a follow-up survey will be able to assess how 

successful such practices have been, as well as serving to identify new and unanticipated problems as 

lockdown continues. In the following section, the findings are likely to shed further light on how any 

such practices can be finely tuned, as below average experiences of lockdown are, as is the case of 

work more generally, likely to be unevenly experienced by certain and typically protected groups. 
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3.5 Findings by gender, job group, disability, trade union membership and contract of employment  

The analysis of the findings is now taken a step further or in another sense in a slightly different 

direction than was the case in Section 3.3. In this part of the findings, the same issues as discussed in 

Section 3.3 are analysed according to the experiences of the five specific groups, although the 

emphasis of such analysis is to see how problem areas identified in Section 3.3 relate to the five 

groups. The groups and analysis in this section are based on gender, job group, disability, trade union 

membership and contract of employment. It is recognised, however, how in the some instances such 

analysis will be limited by the nature of the survey sampling process. 

Contracted hours of working 

As can be noted from consulting Figure 3.14 (below), there is range of important differences in how 

staff experience working hours above they are contracted to perform. The smallest difference is 

apparent in terms of UCU membership, where UCU members report marginally less cases of working 

beyond contracted hours (26.8% versus 28.7%). There is a fairly small difference in terms of gender 

playing a part in the reporting of working beyond contacted hours, with men reporting (29.5%) slightly 

more cases when compared to women (25.8%). There is similar relatively low variation reported 

according to contracts of employment. In this instance, open-ended employees (30.5%) reporting 

working above contract hours more compared to fixed-term employees (24.3%). Job group and 

disability represent two areas with the greatest margin of difference in terms of working above 

contracted hours.  For example, 40.0% of staff identifying as disabled, as opposed to 28% of non-

disabled staff, report working at least beyond the hours they are contracted to perform. In the case 

of job groups, academic/research associate/postdoc employees are twice as likely to be working 

above contracted hours as Professional Services colleagues (33.7% and 19.2%). 
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Compared to the hours I am contracted to work, I am currently: 

I am 

currently 

signed 

off 

sick/self-

certified 

as sick 

I am not 

working or 

doing very 

little as I 

cannot 

work 

remotely 

I am 

working 

less than 

my 

contracted 

hours 

I am 

working 

my 

contracted 

hours 

(including 

ASOS or 

Action 

Short of 

Strike 

Action) 

I am 

working a 

little more 

than my 

contracted 

hours 

I am 

working 

substantia

lly more 

than my 

working 

hours 

I am not 

sure I can 

comment 

on this 

aspect of 

working at 

the 

moment 

Cou

nt 

Ro

w 

N 

% 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

How 

would 

you 

describe 

your 

gender? 

Female 1 0.8

% 

5 3.8

% 

20 15.2

% 

56 42.4

% 

30 22.7

% 

9 6.8

% 

11 8.3

% 

Male 0 0.0

% 

7 4.4

% 

19 11.9

% 

81 50.9

% 

27 17.0

% 

14 8.8

% 

11 6.9

% 

Non-binary 0 0.0

% 

0 0.0

% 

0 0.0

% 

0 0.0

% 

0 0.0

% 

0 0.0

% 

0 0.0

% 

Prefer not to 

say 

0 0.0

% 

2 13.3

% 

1 6.7

% 

3 20.0

% 

4 26.7

% 

2 13.3

% 

3 20.0

% 

What 

below 

best 

describe

s your 

role? 

Professional 

Services 

0 0.0

% 

4 5.5

% 

9 12.3

% 

40 54.8

% 

13 17.8

% 

1 1.4

% 

6 8.2

% 

Academic/Res

earch 

Associate/Post

doc 

1 0.5

% 

2 1.0

% 

30 14.4

% 

94 45.2

% 

47 22.6

% 

23 11.1

% 

11 5.3

% 

PGR student 

employed, but 

also employed 

to undertake 

casualised 

work at the 

University 

0 0.0

% 

7 31.8

% 

1 4.5

% 

6 27.3

% 

0 0.0

% 

1 4.5

% 

7 31.8

% 

PGR student, 

but not 

employed by 

the University 

0 0.0

% 

0 0.0

% 

0 0.0

% 

0 0.0

% 

0 0.0

% 

0 0.0

% 

0 0.0

% 
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Prefer not say 0 0.0

% 

1 33.3

% 

0 0.0

% 

0 0.0

% 

1 33.3

% 

0 0.0

% 

1 33.3

% 

Do you 

identify 

as 

disabled 

(whether 

you 

have or 

have not 

disclose

d to the 

Universit

y)? 

Yes 0 0.0

% 

0 0.0

% 

3 20.0

% 

6 40.0

% 

3 20.0

% 

3 20.0

% 

0 0.0

% 

No 1 0.4

% 

12 4.3

% 

36 12.8

% 

132 46.8

% 

58 20.6

% 

21 7.4

% 

22 7.8

% 

Prefer not to 

say 

0 0.0

% 

2 22.2

% 

1 11.1

% 

2 22.2

% 

0 0.0

% 

1 11.1

% 

3 33.3

% 

Are you 

a 

member 

of a 

trade 

union? 

Yes (UCU) 1 0.5

% 

6 2.8

% 

33 15.3

% 

104 48.1

% 

40 18.5

% 

18 8.3

% 

14 6.5

% 

Yes (other 

than UCU) 

0 0.0

% 

3 27.3

% 

1 9.1

% 

3 27.3

% 

2 18.2

% 

1 9.1

% 

1 9.1

% 

No 0 0.0

% 

4 5.5

% 

6 8.2

% 

33 45.2

% 

16 21.9

% 

5 6.8

% 

9 12.3

% 

Prefer not to 

say 

0 0.0

% 

1 16.7

% 

0 0.0

% 

0 0.0

% 

3 50.0

% 

1 16.7

% 

1 16.7

% 

I am 

employe

d on the 

following 

type of 

contract 

of 

employ

ment 

Open-

ended/"perma

nent" 

1 0.4

% 

5 2.1

% 

35 14.4

% 

115 47.3

% 

52 21.4

% 

22 9.1

% 

13 5.3

% 

Fixed term, 

e.g. 6 months, 

1 year, 2 year, 

etc. 

0 0.0

% 

2 5.4

% 

3 8.1

% 

21 56.8

% 

8 21.6

% 

1 2.7

% 

2 5.4

% 

Offer of 

hours/casualis

ed 

0 0.0

% 

5 31.3

% 

1 6.3

% 

4 25.0

% 

0 0.0

% 

1 6.3

% 

5 31.3

% 

I'm not sure 

what type of 

contract I am 

employed on 

0 0.0

% 

0 0.0

% 

1 20.0

% 

0 0.0

% 

0 0.0

% 

1 20.0

% 

3 60.0

% 

Prefer not to 

say 

0 0.0

% 

2 40.0

% 

0 0.0

% 

0 0.0

% 

1 20.0

% 

0 0.0

% 

2 40.0

% 

Figure 3.14: Employee experience of working hours compared to contracted hours by gender, job 

group, trade union membership and contract of employment 
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Working conditions 

The findings presented in Figure 3.15 (below) help tease out significant differences between groups 

in relation to conditions of working. Women, for example are more likely than men to report 

uncomfortable conditions of working (29.5% versus 25.2%). Professional Services employees report 

being more uncomfortable than academic staff (30.1% versus 25.9%), yet PGR/employed staff report 

being most uncomfortable of all (36.4%). Disabled employees report more discomfort than non-

disabled colleagues (33.3% and 26.9%). Non-union colleagues report higher levels of uncomfortable 

working conditions than their UCU counterparts (34.3% versus 25.5%). Finally, those on open-ended 

contract of employment report being more uncomfortable than their fixed-term employed colleagues 

(26.7% versus 21.6%), yet it is PGR/casualised staff who report the highest level of uncomfortable 

working conditions of all (43.8%). It was noted in Section 3.3 how a sizable majority of employees 

reported at least some level of discomfort in relation to working conditions, but the findings in this 

section suggest discomfort is experienced more by lower status and least advantaged groups. 

 

My conditions for working (e.g. IT equipment, WIFI connection, desk, quiet 

space, assistive technology, room temperature, supportive/comfortable chair, 

etc.) under lockdown can best be described as follows: 

Extremely 

comfortable 

Moderately 

comfortable 

Neither 

comfortable 

nor 

uncomforta

ble 

Moderately 

uncomforta

ble 

Extremely 

uncomforta

ble 

I am not 

sure I can 

comment 

on this 

aspect of 

working at 

the moment 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

How 

would you 

describe 

your 

gender? 

Female 10 7.6% 55 41.7

% 

25 18.9

% 

32 24.2

% 

7 5.3% 3 2.3% 

Male 16 10.1

% 

67 42.1

% 

33 20.8

% 

34 21.4

% 

6 3.8% 3 1.9% 

Non-binary 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 

Prefer not to say 2 13.3

% 

5 33.3

% 

1 6.7% 5 33.3

% 

0 0.0% 2 13.3

% 

What 

below 

best 

describes 

your role? 

Professional 

Services 

6 8.2% 24 32.9

% 

17 23.3

% 

19 26.0

% 

3 4.1% 4 5.5% 

Academic/Resea

rch 

Associate/Postd

oc 

22 10.6

% 

94 45.2

% 

36 17.3

% 

46 22.1

% 

8 3.8% 2 1.0% 
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PGR student 

employed, but 

also employed to 

undertake 

casualised work 

at the University 

0 0.0% 8 36.4

% 

6 27.3

% 

6 27.3

% 

2 9.1% 0 0.0% 

PGR student, 

but not 

employed by the 

University 

0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 

Prefer not say 0 0.0% 1 33.3

% 

0 0.0% 0 0.0% 0 0.0% 2 66.7

% 

Do you 

identify as 

disabled 

(whether 

you have 

or have 

not 

disclosed 

to the 

University

)? 

Yes 1 6.7% 4 26.7

% 

4 26.7

% 

5 33.3

% 

0 0.0% 1 6.7% 

No 26 9.2% 120 42.6

% 

54 19.1

% 

63 22.3

% 

13 4.6% 6 2.1% 

Prefer not to say 1 11.1

% 

3 33.3

% 

1 11.1

% 

3 33.3

% 

0 0.0% 1 11.1

% 

Are you a 

member 

of a trade 

union? 

Yes (UCU) 22 10.2

% 

99 45.8

% 

36 16.7

% 

47 21.8

% 

8 3.7% 4 1.9% 

Yes (other than 

UCU) 

0 0.0% 3 27.3

% 

3 27.3

% 

2 18.2

% 

0 0.0% 3 27.3

% 

No 6 8.2% 24 32.9

% 

18 24.7

% 

21 28.8

% 

4 5.5% 0 0.0% 

Prefer not to say 0 0.0% 1 16.7

% 

2 33.3

% 

1 16.7

% 

1 16.7

% 

1 16.7

% 

I am 

employed 

on the 

following 

type of 

contract 

of 

employm

ent 

Open-

ended/"permane

nt" 

24 9.9% 104 42.8

% 

44 18.1

% 

55 22.6

% 

10 4.1% 6 2.5% 

Fixed term, e.g. 

6 months, 1 

year, 2 year, etc. 

4 10.8

% 

14 37.8

% 

11 29.7

% 

6 16.2

% 

2 5.4% 0 0.0% 

Offer of 

hours/casualised 

0 0.0% 7 43.8

% 

2 12.5

% 

6 37.5

% 

1 6.3% 0 0.0% 

I'm not sure what 

type of contract I 

am employed on 

0 0.0% 0 0.0% 2 40.0

% 

3 60.0

% 

0 0.0% 0 0.0% 
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Prefer not to say 0 0.0% 2 40.0

% 

0 0.0% 1 20.0

% 

0 0.0% 2 40.0

% 

Figure 3.15: Employee experience of working conditions (e.g. IT equipment, comfortable/appropriate 

workspace, etc.) by gender, job group, trade union membership and contract of employment  

Workload 

While workload has a subjective angle to it, workload is a very real pressure and increasingly 

recognised as a problem/hazard before lockdown began in certain areas of the University. An analysis 

of the findings (see Figure 3.16 below) based on groups further extended understandings of how 

uneven workload is under lockdown. For example, women report some level of unmanageable 

workload in the region of 50% higher than for men (30.3% versus 20.2%). Academic staff reported 

substantially higher experiences of workload than with Professional Services staff (28.3% versus 

17.8%). Of most significance is the differences in terms of unmanageable workloads between disabled 

and non-disabled groups. In this instance, disabled staff reported nearly double the level of 

unmanageable workload compared to non-disabled staff (46.7% versus 24.2%). Interestingly, UCU 

members reported a higher incidence of workload than non-union colleagues (27.5% versus 19.2%), 

although this may be due to UCU members feeling pressurised to catch up on work after industrial 

action, as well as having less time to respond to demands for on-line teaching and assessment. A 

further substantial difference is apparent in terms of open-ended contract staff experiencing more 

unmanageable workload than fixed-term contract staff (13.5% versus 6.3%), with workload concerns 

the least among PGR/casualised staff (6.3%), whose work schedule could have been suspended or 

deferred during early lockdown. A mixed picture overall, but further evidence to suggest historically 

disadvantaged groups have a more difficult experience of workload under lockdown. 
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My workload under lockdown is best described as: 

Extremely 

manageabl

e 

Moderately 

manageabl

e 

Manageabl

e 

Moderately 

unmanagea

ble 

Extremely 

unmanagea

ble 

I am not 

sure I can 

comment 

on this 

aspect of 

working at 

the 

moment 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

How 

would you 

describe 

your 

gender? 

Female 12 9.1% 15 11.4

% 

59 44.7

% 

34 25.8

% 

6 4.5% 6 4.5% 

Male 6 3.8% 23 14.5

% 

93 58.5

% 

26 16.4

% 

6 3.8% 5 3.1% 

Non-binary 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 

Prefer not to say 0 0.0% 0 0.0% 7 46.7

% 

5 33.3

% 

0 0.0% 3 20.0

% 

What 

below 

best 

describes 

your role? 

Professional 

Services 

9 12.3

% 

12 16.4

% 

33 45.2

% 

13 17.8

% 

0 0.0% 6 8.2% 

Academic/Rese

arch 

Associate/Postd

oc 

8 3.8% 25 12.0

% 

107 51.4

% 

52 25.0

% 

11 5.3% 5 2.4% 

PGR student 

employed, but 

also employed 

to undertake 

casualised work 

at the University 

1 4.5% 1 4.5% 18 81.8

% 

0 0.0% 1 4.5% 1 4.5% 

PGR student, 

but not 

employed by the 

University 

0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 

Prefer not say 0 0.0% 0 0.0% 1 33.3

% 

0 0.0% 0 0.0% 2 66.7

% 

Do you 

identify as 

disabled 

(whether 

Yes 1 6.7% 0 0.0% 6 40.0

% 

7 46.7

% 

0 0.0% 1 6.7% 

No 17 6.0% 38 13.5

% 

147 52.1

% 

56 19.9

% 

12 4.3% 12 4.3% 
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you have 

or have 

not 

disclosed 

to the 

University

)? 

Prefer not to say 0 0.0% 0 0.0% 6 66.7

% 

2 22.2

% 

0 0.0% 1 11.1

% 

Are you a 

member 

of a trade 

union? 

Yes (UCU) 12 5.6% 27 12.5

% 

110 50.9

% 

49 22.7

% 

10 4.6% 8 3.7% 

Yes (other than 

UCU) 

2 18.2

% 

1 9.1% 3 27.3

% 

2 18.2

% 

0 0.0% 3 27.3

% 

No 4 5.5% 10 13.7

% 

43 58.9

% 

13 17.8

% 

1 1.4% 2 2.7% 

Prefer not to say 0 0.0% 0 0.0% 3 50.0

% 

1 16.7

% 

1 16.7

% 

1 16.7

% 

I am 

employed 

on the 

following 

type of 

contract 

of 

employm

ent 

Open-

ended/"permane

nt" 

15 6.2% 31 12.8

% 

120 49.4

% 

57 23.5

% 

11 4.5% 9 3.7% 

Fixed term, e.g. 

6 months, 1 

year, 2 year, etc. 

2 5.4% 5 13.5

% 

23 62.2

% 

4 10.8

% 

1 2.7% 2 5.4% 

Offer of 

hours/casualised 

1 6.3% 0 0.0% 14 87.5

% 

1 6.3% 0 0.0% 0 0.0% 

I'm not sure 

what type of 

contract I am 

employed on 

0 0.0% 2 40.0

% 

1 20.0

% 

1 20.0

% 

0 0.0% 1 20.0

% 

Prefer not to say 0 0.0% 0 0.0% 1 20.0

% 

2 40.0

% 

0 0.0% 2 40.0

% 

Figure 3.16: Employee experience of workload by gender, job group, trade union membership and 

contract of employment 

University-level communications 

As noted earlier, a clear majority of staff were of the view that the University communication and 

guidance since lockdown was at least satisfactory. However, a dissection of the remaining part of the 

findings revealed some important similarities and differences across the five groups on such matters. 

In terms of gender, women and men in similar proportions reported below average experiences of 

communications from University-level management (34.1% versus 34.0%). Academic staff found such 

communications proportionately less helpful than professional services colleagues (34.6% versus 

26.1%), but it was PGR/employed staff who most viewed such communications as least helpful 

(50.0%). Further substantial divides were noted between disabled and non-disabled staff (66.7% 

versus 33.0%) and UCU members and non-union colleagues (40.8% versus 17.8%). It seems contract 
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of employment is significant in such situations as academic staff reported higher levels of 

dissatisfaction than fixed-term employed staff (34.1% versus 27.0%), although casualised staff 

reported the highest level of dissatisfaction across groups defined by contract of employment (50.0%). 

The findings as they are reveal little about such differences, but there is a sense that University 

communications early in lockdown were perceived to have limited recognition of the recent strikes, 

workplace adjustments and the concerns of precariously employed staff. 

 

The information and guidance I have received from highest level of the University 

(i.e. executive level management) since lockdown has been: 

Excellent 

and/or very 

helpful 

Good 

and/or 

helpful Satisfactory 

Below 

average 

and/or 

slightly 

unhelpful 

Substantiall

y below 

average 

and/or not 

very helpful 

I am not 

sure I can 

comment 

on this 

aspect of 

working at 

the moment 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

How 

would you 

describe 

your 

gender? 

Female 8 6.1% 32 24.2

% 

44 33.3

% 

33 25.0

% 

12 9.1% 3 2.3% 

Male 6 3.8% 32 20.1

% 

60 37.7

% 

30 18.9

% 

24 15.1

% 

7 4.4% 

Non-binary 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 

Prefer not to say 2 13.3

% 

1 6.7% 6 40.0

% 

3 20.0

% 

1 6.7% 2 13.3

% 

What 

below 

best 

describes 

your role? 

Professional 

Services 

4 5.5% 15 20.5

% 

31 42.5

% 

11 15.1

% 

8 11.0

% 

4 5.5% 

Academic/Resea

rch 

Associate/Postd

oc 

11 5.3% 47 22.6

% 

72 34.6

% 

48 23.1

% 

24 11.5

% 

6 2.9% 

PGR student 

employed, but 

also employed to 

undertake 

casualised work 

at the University 

1 4.5% 3 13.6

% 

6 27.3

% 

7 31.8

% 

4 18.2

% 

1 4.5% 

PGR student, 

but not 

employed by the 

University 

0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 

Prefer not say 0 0.0% 0 0.0% 1 33.3

% 

0 0.0% 1 33.3

% 

1 33.3

% 
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Do you 

identify as 

disabled 

(whether 

you have 

or have 

not 

disclosed 

to the 

University

)? 

Yes 0 0.0% 2 13.3

% 

3 20.0

% 

7 46.7

% 

3 20.0

% 

0 0.0% 

No 14 5.0% 63 22.3

% 

102 36.2

% 

59 20.9

% 

34 12.1

% 

10 3.5% 

Prefer not to say 2 22.2

% 

0 0.0% 5 55.6

% 

0 0.0% 0 0.0% 2 22.2

% 

Are you a 

member 

of a trade 

union? 

Yes (UCU) 8 3.7% 35 16.2

% 

76 35.2

% 

58 26.9

% 

30 13.9

% 

9 4.2% 

Yes (other than 

UCU) 

1 9.1% 5 45.5

% 

3 27.3

% 

1 9.1% 0 0.0% 1 9.1% 

No 7 9.6% 24 32.9

% 

29 39.7

% 

7 9.6% 6 8.2% 0 0.0% 

Prefer not to say 0 0.0% 1 16.7

% 

2 33.3

% 

0 0.0% 1 16.7

% 

2 33.3

% 

I am 

employed 

on the 

following 

type of 

contract 

of 

employm

ent 

Open-

ended/"permane

nt" 

13 5.3% 53 21.8

% 

88 36.2

% 

54 22.2

% 

29 11.9

% 

6 2.5% 

Fixed term, e.g. 

6 months, 1 

year, 2 year, etc. 

2 5.4% 8 21.6

% 

15 40.5

% 

4 10.8

% 

6 16.2

% 

2 5.4% 

Offer of 

hours/casualised 

0 0.0% 3 18.8

% 

4 25.0

% 

6 37.5

% 

2 12.5

% 

1 6.3% 

I'm not sure what 

type of contract I 

am employed on 

0 0.0% 0 0.0% 2 40.0

% 

2 40.0

% 

0 0.0% 1 20.0

% 

Prefer not to say 1 20.0

% 

1 20.0

% 

1 20.0

% 

0 0.0% 0 0.0% 2 40.0

% 

Figure 3.17: Employee experience of information and guidance provided by the highest level of 

University management by gender, job group, trade union membership and contract of employment 

School/Service-level communications 

As noted in the previous section, the proportion of staff reporting below average experiences of 

School/Level communications was higher than for University-level management equivalent 

communications. Compared to an analysis of Figure 3.17 (above), Figure 3.18 (below) suggests men 

and women report similar levels of dissatisfaction with School/Service-level communications (21.3% 

versus 22.6%). The same can be broadly said of the two main job groups, with Professional Services 

and academics reporting similar levels of dissatisfaction with School/Service-level communications 
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(19.1% versus 21.6%), yet PGR/employed similarly report much higher level of dissatisfaction with 

such forms of communication (36.4%). However, in the case of disability, disabled staff appear twice 

as frustrated by such communications compared to non-disabled colleagues (40.4% compared to 

21.6%). Likewise, while there are lower reports of dissatisfaction overall, UCU members appear three 

times more dissatisfied with such communications compared to non-union colleagues (27.4% versus 

9.6%). Further similarity with University-level communications are apparent in relation to employees 

on different contracts of employment. For instance, open-ended contracted employees are more 

dissatisfied with School/Service-level communications compared to Professional Services (22.6% 

versus 16.2%), with PGR/casualised staff the least satisfied with such communications (31.3%). 

 

The information and guidance I have received from my School/Service since 

lockdown has been: 

Excellent 

and/or very 

helpful 

Good 

and/or 

helpful Satisfactory 

Below 

average 

and/or 

slightly 

unhelpful 

Substantiall

y below 

average 

and/or not 

very helpful 

I am not 

sure I can 

comment 

on this 

aspect of 

working at 

the moment 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

How 

would you 

describe 

your 

gender? 

Female 17 12.9

% 

43 32.6

% 

40 30.3

% 

20 15.2

% 

8 6.1% 4 3.0% 

Male 20 12.6

% 

37 23.3

% 

63 39.6

% 

31 19.5

% 

5 3.1% 3 1.9% 

Non-binary 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 

Prefer not to say 3 20.0

% 

4 26.7

% 

4 26.7

% 

2 13.3

% 

1 6.7% 1 6.7% 

What 

below 

best 

describes 

your role? 

Professional 

Services 

11 15.1

% 

25 34.2

% 

21 28.8

% 

12 16.4

% 

2 2.7% 2 2.7% 

Academic/Resea

rch 

Associate/Postd

oc 

27 13.0

% 

53 25.5

% 

78 37.5

% 

37 17.8

% 

8 3.8% 5 2.4% 

PGR student 

employed, but 

also employed to 

undertake 

casualised work 

at the University 

2 9.1% 5 22.7

% 

7 31.8

% 

4 18.2

% 

4 18.2

% 

0 0.0% 

PGR student, 

but not 

employed by the 

University 

0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 
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Prefer not say 0 0.0% 1 33.3

% 

1 33.3

% 

0 0.0% 0 0.0% 1 33.3

% 

Do you 

identify as 

disabled 

(whether 

you have 

or have 

not 

disclosed 

to the 

University

)? 

Yes 0 0.0% 3 20.0

% 

6 40.0

% 

5 33.3

% 

1 6.7% 0 0.0% 

No 38 13.5

% 

78 27.7

% 

98 34.8

% 

48 17.0

% 

13 4.6% 7 2.5% 

Prefer not to say 2 22.2

% 

3 33.3

% 

3 33.3

% 

0 0.0% 0 0.0% 1 11.1

% 

Are you a 

member 

of a trade 

union? 

Yes (UCU) 20 9.3% 54 25.0

% 

78 36.1

% 

47 21.8

% 

12 5.6% 5 2.3% 

Yes (other than 

UCU) 

3 27.3

% 

4 36.4

% 

3 27.3

% 

0 0.0% 0 0.0% 1 9.1% 

No 17 23.3

% 

25 34.2

% 

23 31.5

% 

6 8.2% 1 1.4% 1 1.4% 

Prefer not to say 0 0.0% 1 16.7

% 

3 50.0

% 

0 0.0% 1 16.7

% 

1 16.7

% 

I am 

employed 

on the 

following 

type of 

contract 

of 

employm

ent 

Open-

ended/"permane

nt" 

33 13.6

% 

68 28.0

% 

82 33.7

% 

46 18.9

% 

9 3.7% 5 2.1% 

Fixed term, e.g. 

6 months, 1 

year, 2 year, etc. 

4 10.8

% 

10 27.0

% 

16 43.2

% 

3 8.1% 3 8.1% 1 2.7% 

Offer of 

hours/casualised 

1 6.3% 4 25.0

% 

6 37.5

% 

3 18.8

% 

2 12.5

% 

0 0.0% 

I'm not sure what 

type of contract I 

am employed on 

1 20.0

% 

0 0.0% 2 40.0

% 

1 20.0

% 

0 0.0% 1 20.0

% 

Prefer not to say 1 20.0

% 

2 40.0

% 

1 20.0

% 

0 0.0% 0 0.0% 1 20.0

% 

Figure 3.18: Employee experience of information and guidance provided by School/Service highest 

level of University  
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Well-being 

In general terms, approximately two-thirds reported at least a sense of satisfactory well-being under 

lockdown. A dissection of those who report a poor/terrible experience of well-being reveals a range 

of range of similarities and differences regarding such experiences. For example, more women report 

poor or worse experiences of well-being compared to men ((19.7% versus 16.4%). The main job groups 

report similar levels of poor well-being (15.1% for Professional Services versus 15.9% for academic 

staff). However, half of PGR/employed report poor or worse experiences of well-being (50%). No 

incident of poor or worse sense of well-being is acceptable in one sense, but it is important to note 

how non-disabled staff report higher levels of poor or worse well-being than disabled staff (22.2% 

versus 16.7%), possibly indicating disabled staff are more adjusted to the broader nature of lockdown. 

There is no substantial difference between how UCU and non-union colleagues report poor or worse 

well-being (18.5% versus 17.8%). In the case of exploring well-being by contract of employment, fixed-

term employed staff report higher levels of poor or worse well-being compared to their open-ended 

contracted counterparts (21.6% versus 14.8%), yet it is very important to note how PGR/casualised 

staff report very high-levels of poor or worse well-being (56%).  

 

My well-being under lockdown can best be described as: 

Excellent Good Average Poor Terrible 

I am not 

sure I can 

comment 

on this 

aspect of 

working at 

the moment 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

How 

would you 

describe 

your 

gender? 

Female 8 6.1% 41 31.1

% 

50 37.9

% 

20 15.2

% 

6 4.5% 7 5.3% 

Male 11 6.9% 53 33.3

% 

69 43.4

% 

26 16.4

% 

0 0.0% 0 0.0% 

Non-binary 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 

Prefer not to say 1 6.7% 3 20.0

% 

6 40.0

% 

3 20.0

% 

0 0.0% 2 13.3

% 

What 

below 

best 

describes 

your role? 

Professional 

Services 

5 6.8% 22 30.1

% 

31 42.5

% 

11 15.1

% 

0 0.0% 4 5.5% 

Academic/Resea

rch 

Associate/Postd

oc 

15 7.2% 69 33.2

% 

87 41.8

% 

28 13.5

% 

5 2.4% 4 1.9% 
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PGR student 

employed, but 

also employed to 

undertake 

casualised work 

at the University 

0 0.0% 4 18.2

% 

7 31.8

% 

10 45.5

% 

1 4.5% 0 0.0% 

PGR student, 

but not 

employed by the 

University 

0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 

Prefer not say 0 0.0% 2 66.7

% 

0 0.0% 0 0.0% 0 0.0% 1 33.3

% 

Do you 

identify as 

disabled 

(whether 

you have 

or have 

not 

disclosed 

to the 

University

)? 

Yes 0 0.0% 3 20.0

% 

5 33.3

% 

5 33.3

% 

1 6.7% 1 6.7% 

No 19 6.7% 91 32.3

% 

118 41.8

% 

42 14.9

% 

5 1.8% 7 2.5% 

Prefer not to say 1 11.1

% 

3 33.3

% 

2 22.2

% 

2 22.2

% 

0 0.0% 1 11.1

% 

Are you a 

member 

of a trade 

union? 

Yes (UCU) 13 6.0% 67 31.0

% 

89 41.2

% 

34 15.7

% 

6 2.8% 7 3.2% 

Yes (other than 

UCU) 

0 0.0% 5 45.5

% 

4 36.4

% 

1 9.1% 0 0.0% 1 9.1% 

No 6 8.2% 25 34.2

% 

29 39.7

% 

13 17.8

% 

0 0.0% 0 0.0% 

Prefer not to say 1 16.7

% 

0 0.0% 3 50.0

% 

1 16.7

% 

0 0.0% 1 16.7

% 

I am 

employed 

on the 

following 

type of 

contract 

of 

employm

ent 

Open-

ended/"permane

nt" 

18 7.4% 77 31.7

% 

104 42.8

% 

32 13.2

% 

4 1.6% 8 3.3% 

Fixed term, e.g. 

6 months, 1 

year, 2 year, etc. 

1 2.7% 14 37.8

% 

14 37.8

% 

8 21.6

% 

0 0.0% 0 0.0% 

Offer of 

hours/casualised 

0 0.0% 3 18.8

% 

4 25.0

% 

7 43.8

% 

2 12.5

% 

0 0.0% 

I'm not sure what 

type of contract I 

am employed on 

1 20.0

% 

1 20.0

% 

2 40.0

% 

1 20.0

% 

0 0.0% 0 0.0% 
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Prefer not to say 0 0.0% 2 40.0

% 

1 20.0

% 

1 20.0

% 

0 0.0% 1 20.0

% 

Figure 3.19: Employees experience of well-being by gender, job group, trade union membership and 

contract of employment 

Voice 

Approximately 35% of participants reported below expectation experiences of voice under lockdown. 

Further analysis of such figures reveals a range of important difference of experience across the five 

groups. Women, for instance, appear to have more below expectation experiences of voice than men 

(25.7% versus 20.2%). In terms of job roles, academic staff report substantially more difficulties with 

voice compared to Professional Services employees (24.1% versus 15.1%). However, the employee 

group most dissatisfied with a chance to voice opinions and be heard is PGR/employed staff (31.8%). 

Similar to the case of well-being, non-disabled staff report below satisfaction of voice compared to 

disabled colleagues (22.4% versus 13.4%). Similar differences are also apparent, as UCU members 

report almost double the level of unsatisfactory experience of voice compared to non-union 

colleagues (26.9% versus 15.1%). Disappointing experiences of being heard varies marginally between 

staff on open-ended contracts and those on fixed-term contracts (21.8% versus 18.9%), but for 

PGR/casualised staff the level of dissatisfaction is much higher than the two main contract of 

employment groups at 31.3%. 
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My ability to voice opinions/be heard/raise concerns with my line 

manager/University management under lockdown has: 

Substantiall

y exceeded 

expectation

s 

Exceeded 

expectation

s 

Mostly met 

expectation

s 

Fallen 

below 

expectation

s 

Fallen 

substantiall

y below 

expectation

s 

I am not 

sure I can 

comment 

on this 

aspect of 

working at 

the moment 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

How 

would you 

describe 

your 

gender? 

Female 2 1.5% 21 15.9

% 

68 51.5

% 

23 17.4

% 

11 8.3% 7 5.3% 

Male 4 2.5% 17 10.7

% 

76 47.8

% 

26 16.4

% 

6 3.8% 30 18.9

% 

Non-binary 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 

Prefer not to say 1 6.7% 1 6.7% 9 60.0

% 

3 20.0

% 

0 0.0% 1 6.7% 

What 

below 

best 

describes 

your role? 

Professional 

Services 

2 2.7% 12 16.4

% 

41 56.2

% 

7 9.6% 4 5.5% 7 9.6% 

Academic/Resea

rch 

Associate/Postd

oc 

5 2.4% 23 11.1

% 

103 49.5

% 

37 17.8

% 

13 6.3% 27 13.0

% 

PGR student 

employed, but 

also employed to 

undertake 

casualised work 

at the University 

0 0.0% 4 18.2

% 

8 36.4

% 

7 31.8

% 

0 0.0% 3 13.6

% 

PGR student, 

but not 

employed by the 

University 

0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 

Prefer not say 0 0.0% 0 0.0% 1 33.3

% 

1 33.3

% 

0 0.0% 1 33.3

% 

Do you 

identify as 

disabled 

(whether 

Yes 0 0.0% 0 0.0% 11 73.3

% 

1 6.7% 1 6.7% 2 13.3

% 

No 6 2.1% 39 13.8

% 

139 49.3

% 

47 16.7

% 

16 5.7% 35 12.4

% 



 

41 

 

you have 

or have 

not 

disclosed 

to the 

University

)? 

Prefer not to say 1 11.1

% 

0 0.0% 3 33.3

% 

4 44.4

% 

0 0.0% 1 11.1

% 

Are you a 

member 

of a trade 

union? 

Yes (UCU) 6 2.8% 21 9.7% 104 48.1

% 

44 20.4

% 

14 6.5% 27 12.5

% 

Yes (other than 

UCU) 

0 0.0% 3 27.3

% 

5 45.5

% 

0 0.0% 0 0.0% 3 27.3

% 

No 1 1.4% 15 20.5

% 

40 54.8

% 

8 11.0

% 

3 4.1% 6 8.2% 

Prefer not to say 0 0.0% 0 0.0% 4 66.7

% 

0 0.0% 0 0.0% 2 33.3

% 

I am 

employed 

on the 

following 

type of 

contract 

of 

employm

ent 

Open-

ended/"permane

nt" 

6 2.5% 31 12.8

% 

122 50.2

% 

37 15.2

% 

16 6.6% 31 12.8

% 

Fixed term, e.g. 

6 months, 1 

year, 2 year, etc. 

1 2.7% 5 13.5

% 

22 59.5

% 

7 18.9

% 

0 0.0% 2 5.4% 

Offer of 

hours/casualised 

0 0.0% 2 12.5

% 

6 37.5

% 

5 31.3

% 

0 0.0% 3 18.8

% 

I'm not sure what 

type of contract I 

am employed on 

0 0.0% 1 20.0

% 

1 20.0

% 

1 20.0

% 

1 20.0

% 

1 20.0

% 

Prefer not to say 0 0.0% 0 0.0% 2 40.0

% 

2 40.0

% 

0 0.0% 1 20.0

% 

Figure 3.20: Employee experience of the opportunity to voice opinions, be heard and raise concerns 

by gender, job group, trade union membership and contract of employment 

Collegiality 

Collegiality as noted more generally appears to be the “success” story of lockdown so far, with four-

fifths reporting at least satisfactory experiences of companionship and cooperation between 

colleagues in early lockdown. However, what represents a finer understanding for the 11.5% who 

report poor or worse experiences of collegiality? In terms of gender, women and men reported equal-

level negative experiences of collegiality (11.3% each). In terms of job groups, academic staff 

experiences of poor or worse collegiality were substantially more pronounced than for Professional 

Services colleagues (9.6% versus 6.9%). However, very high levels of poor or terrible experiences of 

collegiality were reported by PGR/employed (45.5%). There were differences in terms of poor or 

worse collegiality between disabled and disabled groups, although disabled staff reported slightly 

more of such concerns than their non-disabled counterparts (13.4% and 11.4%). A poor experience of 
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collegiality appeared to be similarly experienced between UCU and non-union colleagues (12.1% and 

11.0%). There appears to be little difference in terms of experiences of poor or worse collegiality 

across open-ended and fixed contracted employees (9.5% versus 10.8%), yet PGR/casualised 

employees report very high-levels of poor or worse experiences of collegiality (37.5%), perhaps an 

indication of long or ongoing marginal status and being isolated from more securely contracted 

colleagues. 

 

Collegiality under lockdown in my opinion can be best described as: 

Excellent Good Average Poor Terrible 

I am not 

sure I can 

comment 

on this 

aspect of 

working at 

the moment 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Ro

w N 

% 

Cou

nt 

Row 

N % 

How 

would you 

describe 

your 

gender? 

Female 24 18.2

% 

53 40.2

% 

29 22.0

% 

13 9.8% 2 1.5

% 

11 8.3% 

Male 28 17.6

% 

71 44.7

% 

32 20.1

% 

14 8.8% 4 2.5

% 

10 6.3% 

Non-binary 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0

% 

0 0.0% 

Prefer not to say 2 13.3

% 

4 26.7

% 

3 20.0

% 

2 13.3

% 

0 0.0

% 

4 26.7

% 

What 

below 

best 

describes 

your role? 

Professional 

Services 

9 12.3

% 

36 49.3

% 

17 23.3

% 

4 5.5% 1 1.4

% 

6 8.2% 

Academic/Resea

rch 

Associate/Postd

oc 

44 21.2

% 

87 41.8

% 

44 21.2

% 

15 7.2% 5 2.4

% 

13 6.3% 

PGR student 

employed, but 

also employed to 

undertake 

casualised work 

at the University 

0 0.0% 5 22.7

% 

3 13.6

% 

10 45.5

% 

0 0.0

% 

4 18.2

% 

PGR student, but 

not employed by 

the University 

0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0

% 

0 0.0% 

Prefer not say 1 33.3

% 

0 0.0% 0 0.0% 0 0.0% 0 0.0

% 

2 66.7

% 
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Do you 

identify as 

disabled 

(whether 

you have 

or have 

not 

disclosed 

to the 

University

)? 

Yes 0 0.0% 8 53.3

% 

3 20.0

% 

1 6.7% 1 6.7

% 

2 13.3

% 

No 53 18.8

% 

118 41.8

% 

58 20.6

% 

27 9.6% 5 1.8

% 

21 7.4% 

Prefer not to say 1 11.1

% 

2 22.2

% 

3 33.3

% 

1 11.1

% 

0 0.0

% 

2 22.2

% 

Are you a 

member 

of a trade 

union? 

Yes (UCU) 34 15.7

% 

90 41.7

% 

48 22.2

% 

20 9.3% 6 2.8

% 

18 8.3% 

Yes (other than 

UCU) 

2 18.2

% 

7 63.6

% 

0 0.0% 0 0.0% 0 0.0

% 

2 18.2

% 

No 16 21.9

% 

31 42.5

% 

14 19.2

% 

8 11.0

% 

0 0.0

% 

4 5.5% 

Prefer not to say 2 33.3

% 

0 0.0% 2 33.3

% 

1 16.7

% 

0 0.0

% 

1 16.7

% 

I am 

employed 

on the 

following 

type of 

contract 

of 

employme

nt 

Open-

ended/"permane

nt" 

48 19.8

% 

104 42.8

% 

54 22.2

% 

17 7.0% 6 2.5

% 

14 5.8% 

Fixed term, e.g. 

6 months, 1 

year, 2 year, etc. 

5 13.5

% 

16 43.2

% 

8 21.6

% 

4 10.8

% 

0 0.0

% 

4 10.8

% 

Offer of 

hours/casualised 

0 0.0% 4 25.0

% 

2 12.5

% 

6 37.5

% 

0 0.0

% 

4 25.0

% 

I'm not sure what 

type of contract I 

am employed on 

1 20.0

% 

1 20.0

% 

0 0.0% 2 40.0

% 

0 0.0

% 

1 20.0

% 

Prefer not to say 0 0.0% 3 60.0

% 

0 0.0% 0 0.0% 0 0.0

% 

2 40.0

% 

Figure 3.21: Employee experience of collegiality by gender, job group, trade union membership and 

contract of employment 

Equality 

What stood out from the general findings was how nearly 40% of participants felt they were unsure 

of how to comment on experiences of equality under lockdown. A follow-up study may see this figure 

fall as experiences become easier to rate over time. However, what defines those unsure of what to 

say on equality (see Figure 2.22 below)? Substantially more men than women felt unsure about how 

to reflect on experiences of equality (47.8% versus 29.5%). In terms of job groups, academic staff were 

least unsure how to reflect on experiences of equality (31.5%) compared to Professional Services and 



 

44 

 

PGR/employed groups (both 40.9%). With regard to disability, two-fifths (41.1%) of non-disabled staff 

felt they could not rate experiences of equality, yet no (0.0%) disabled staff felt they could offer no 

rating on such matters for now. There were minor differences between having no real sense of how 

to rate experiences of equality when it came to UCU membership and non-union colleagues (41.4% 

versus 35.6%). Broadly similar reflections on equality were also noted across groups defined by 

different contracts of employment, with open-ended, fixed-term and PGR/casualised employees 

rating such experiences very much in line with the broader average (39.1%, 32.4% and 43.8% 

respectively). 

However, equality-based findings are perhaps the most contrasting set of findings to note in the report 

so far. For instance, women reported poor or terrible experiences of equality at a rate of more than 

three times of men (20.5% versus 6.9%). Academic staff reported three times more poor or worse 

experiences of equality than Professional Services colleagues (14.4% versus 5.5%), yet the 

PGR/employed group rated their poor or worse experiences of equality at a rate of more than five 

times that of Professional Services staff and approximately twice that of academic staff (27.3%). There 

were very substantial differences in poor or worse ratings of equality in the case of disability, with 

disabled staff reporting more than five times poor or worse experience of equality than non-disabled 

colleagues (60.0% versus 11.0%). Substantial differences emerged between the ratings between UCU 

and non-union colleagues (16.2% and 5.5%), which may indicate disabled staff are more likely to be a 

member of UCU. Finally, in terms of contracts of employment, open-ended contracted staff reported 

higher ratings of poor or worse experiences of equality compared to fixed-term colleagues (13.2% 

versus 8.1%), but of most note in this instance is how nearly a third of PGR/casualised staff report 

negative experiences of equality under lockdown (31.3%). 
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Principles and expectations of equality (e.g. gender, disability, age, parental 

responsibilities, etc.) under lockdown have been: 

Excellent Good Average Poor Terrible 

I am not 

sure I can 

comment on 

this aspect 

of working at 

the moment 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

Cou

nt 

Row 

N % 

How 

would you 

describe 

your 

gender? 

Female 3 2.3% 37 28.0

% 

26 19.7

% 

20 15.2

% 

7 5.3% 39 29.5

% 

Male 3 1.9% 43 27.0

% 

26 16.4

% 

10 6.3% 1 0.6% 76 47.8

% 

Non-binary 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 

Prefer not to say 3 20.0

% 

2 13.3

% 

3 20.0

% 

2 13.3

% 

0 0.0% 5 33.3

% 

What 

below 

best 

describes 

your role? 

Professional 

Services 

2 2.7% 26 35.6

% 

18 24.7

% 

4 5.5% 0 0.0% 23 31.5

% 

Academic/Rese

arch 

Associate/Postd

oc 

6 2.9% 51 24.5

% 

36 17.3

% 

24 11.5

% 

6 2.9% 85 40.9

% 

PGR student 

employed, but 

also employed 

to undertake 

casualised work 

at the University 

1 4.5% 5 22.7

% 

1 4.5% 4 18.2

% 

2 9.1% 9 40.9

% 

PGR student, 

but not 

employed by the 

University 

0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 

Prefer not say 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0% 3 100.0

% 

Do you 

identify as 

disabled 

(whether 

Yes 0 0.0% 3 20.0

% 

3 20.0

% 

7 46.7

% 

2 13.3

% 

0 0.0% 

No 7 2.5% 78 27.7

% 

50 17.7

% 

25 8.9% 6 2.1% 116 41.1

% 
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you have 

or have 

not 

disclosed 

to the 

University

)? 

Prefer not to say 2 22.2

% 

1 11.1

% 

2 22.2

% 

0 0.0% 0 0.0% 4 44.4

% 

Are you a 

member 

of a trade 

union? 

Yes (UCU) 2 0.9% 45 20.8

% 

45 20.8

% 

27 12.5

% 

8 3.7% 89 41.2

% 

Yes (other than 

UCU) 

0 0.0% 8 72.7

% 

0 0.0% 1 9.1% 0 0.0% 2 18.2

% 

No 6 8.2% 28 38.4

% 

9 12.3

% 

4 5.5% 0 0.0% 26 35.6

% 

Prefer not to say 1 16.7

% 

1 16.7

% 

1 16.7

% 

0 0.0% 0 0.0% 3 50.0

% 

I am 

employed 

on the 

following 

type of 

contract 

of 

employm

ent 

Open-

ended/"permane

nt" 

7 2.9% 60 24.7

% 

49 20.2

% 

27 11.1

% 

5 2.1% 95 39.1

% 

Fixed term, e.g. 

6 months, 1 

year, 2 year, etc. 

0 0.0% 17 45.9

% 

5 13.5

% 

3 8.1% 0 0.0% 12 32.4

% 

Offer of 

hours/casualised 

1 6.3% 2 12.5

% 

1 6.3% 2 12.5

% 

3 18.8

% 

7 43.8

% 

I'm not sure 

what type of 

contract I am 

employed on 

0 0.0% 1 20.0

% 

0 0.0% 0 0.0% 0 0.0% 4 80.0

% 

Prefer not to say 1 20.0

% 

2 40.0

% 

0 0.0% 0 0.0% 0 0.0% 2 40.0

% 

Figure 3.22: Employee experience of equality by gender, job group, trade union membership and 

contract of employment 

 

3.6 Summary of findings by gender, job group, disability, trade union membership and contract of 

employment 

Incidences of where findings indicate at least “below average” or “unsatisfactory” participant 

experience formed the basis of a further analysis of the general findings, i.e. breaking down and 

comparing the general findings by gender, job group, disability, trade membership and contract of 

employment. Such an exercise is likely to be helpful in refining wider recommendations for University 

and UCU practice, which is principally the purpose of the following section (Section 4). 
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The main question to be answered as a consequence of this part of analysing the findings is: who is 

disproportionately disadvantaged under lockdown conditions? In terms of gender, it is apparent how 

in six out nine categories women face more disadvantages than men, with no sizeable difference 

noted in the three other categories (University and School/Level communications and collegiality). 

Those employed as academics appear to be fairing less well than their Professional Services 

colleagues, with academic staff more disadvantaged in six categories out of nine. The two job groups 

fair the same in two further categories (University and School/Level communications), with 

Professional Services experiencing more inferior experiences compared to academic colleagues when 

it comes to working conditions. As expected, but not to be ignored, disabled staff rate themselves 

more at a disadvantage compared to non-disabled colleagues in seven out of nine categories. Non-

disabled colleagues rate themselves lower than disabled colleagues on well-being and voice. When it 

comes to trade union membership, UCU members rate their experiences more unfavourably 

compared to non-union colleagues in six categories. Non-union colleagues rate their experiences more 

unfavourably in two categories (working hours and working conditions). The two parties rate 

unfavourable experiences in broadly similar terms when it comes to collegiality. Finally, those 

employed on open-ended contracts rate their experiences as unfavourable in seven out of nine 

categories. The two parties defined by contracts of employment rate themselves broadly similar when 

it comes to voice and collegiality.    

However, it is the findings associated with PGR/employed or PGR/casualised that is of most concern. 

Aside from working hours and workload, such groups appear to have by far the worst experiences of 

working conditions, both levels of communications, well-being, voice, collegiality and equality. Out of 

such categories, PGR/employed or PGR/casualised reported levels of “below average” or 

“unsatisfactory” at a rate of between 31.3% and 56.0% in all remaining seven categories. 

To end this section a broad consideration of intersectionality is considered (the data could be further 

analysed, but a further analysis built on a cross analysis of the five key staff groupings was considered 

beyond scope of the current report), i.e. if more than two or more causes of 

disadvantage/discrimination or combined, then it can lead to unique and often more complex and 

difficult to address forms of disadvantage/discrimination. For instance, any University employee who 

is defined by two or more of the following characteristics is likely to be having a worse time under 

lockdown than someone who is defined by just one or less: woman, academic, trade union member, 

disabled, open-ended contract. The same issue applies even more if you consider yourself to be 

PGR/employed or PGR/casualised at the present time. This is not to say disadvantage can take many 

other forms; it just means the analysis in this section should be very useful in guiding University and 

UCU practices to help with maintaining or improving working conditions under lockdown. 
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4 Qualitative findings and analysis 

 

This section is based on Part III of the survey (see Appendix 1). In the broadest terms, a detailed 

breakdown of findings from this section can be found through consulting appendices 2-5, tables 

containing comprehensive/transparent coding of the sample/open and anonymised comments, by 

key area. The section is based on implicitly providing deeper explanations for trends apparent in the 

previous section. However, a more important purpose involves providing an analysis of how staff 

believe the University should respond in terms of practices designed to benefit employee interests, 

which in themselves relate in many ways, directly and directly, to key University strategic priorities, as 

well as key statutory obligations of the University as an employer. A similarly important purpose is to 

extract how employees believe UCU should act and organise in such circumstances. The section ends 

with a range of broader findings survey related a possible further iteration of the current survey. 

 

4.1 Analysis and summary of comments related to University practice 

As can be seen by viewing Appendix 2 (based on 155 usable comments and 258 occurrences of key 

themes extracted from broader comments), which summarises open comments related to staff 

recommendations for University practice, a wide-range of key themes are apparent (n=36). The fifteen 

most common themes to emerge from such open comments, related to University practice, can be 

viewed by consulting Table 4.1 (below). It is important to consider all 36 themes and associated 

recommendations, but for the sake of being concise, the fifteen most commonly cited ideas provided 

by participants are privileged for further contemplation. 

The analysis of open comments directed at University practice as noted in Table 4.1 (below) represents 

the most commonly stated issues for staff working under lockdown. The themes link in a range of 

ways with the quantitative findings from sections 3.1 and 3.3. For example, concerns related to hours 

worked, working conditions, workload, communications, voice, well-being, collegiality and equality, 

relate directly or indirectly to the fifteen common themes selected for Table 4.1. For instance, 

employees expressing substantial concerns with pressures to keep working as before lockdown (“not 

business as usual”), consistently working in a manner few are used to or equipped to over a long 

period of time (remote working and work-life balance), handling communications from students who 

have received academic information before staff (consultation and high-level communications and 

leadership), and, trying to balance caring or worrying about family (remote working and work-life 

balance), all require a range of measures to off-set their expected impact on staff and in turn on 

University strategic priorities. To counter such concerns a range of recommendations are made 

regarding University practice on such matters (see Table 4.1 and Appendix 2 for recommendations 

related to all 36 themes). The generally positive picture of working under lockdown as noted in Section 

3.1 suggests the University has many of such measures already in place in someway or other; what is 

required is a more consistent and meaningful attempt to ensure more/all staff benefit from such 

practices (especially staff groups discussed in detail in sections 3.5 and 3.6). Further, Appendix 2 notes 

the recording of six comments very much in support of the University’s efforts so far, and is anticipated 

such gratitude will increase under a repeated survey capturing experiences of lockdown over a longer 

period of time. 
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Theme Frequency in 
comments 

Recommendation for University practice 

1. Not business as usual 30 Meaningful acknowledgement it is “not business as 
usual” 

2. Remote working 24 Improved budget/guidance on office/IT equipment 

3. Work-life balance 23 More meaningful recognition of work-life balance 

4. Communications for staff and 
students 

19 Inform staff before students get new academic-
related information 

5. Well-being 17 Draft a strategic plan to manage well-being across 
all job group, schools/services and protected groups 

6. Consultation 16 Allow more time/consider pauses in major 
projects/decisions for more meaningful/wider 
consultation 

7. High-level communications 
and leadership 

14 Clear and more consistent communications and 
leadership recognising staff as differently important 
to students 

8. Team/group morale 11 More non-work and inclusive gatherings organised 
by line managers 

9. Job security 9 Provide assurances on job security/HR planning to 
reflect long-term plans 

10. Performance and PDR 9 Formulate new/interim performance and PDR policy 
guidelines – emphasis on development, rather than 
performance 

11. Electronic communications  9 Formulate new/interim policies related to 
communications (email, Teams, etc.), meetings and 
time spent “on-line”, emphasising staff well-being 

12. Plans for 2020-21 8 Fully consult and formulate plans for next academic 
year after exam boards 

13. Individual priorities 8 Issue guidelines on expectations beyond teaching 
and associated administration 

14. PGR/research 
associates/postdocs 

7 Fully assess and address impact of lockdown on 
PGR/postdoc community and put in place a range of 
key support interventions 

15. Strike pay 
deductions/industrial 
relations 

5 Reconsider stance on strike deductions to reflect 
changes required in industrial relations and 
current/future requirement of universal staff 
goodwill 

 

Table 4.1: Fifteen most common themes related to University practice 

 

4.2  Analysis and summary of comments related to UCU practice 

The above section also outlines key issues HWUCU should be seeking to negotiate with the University, 

in a more consistent, meaningful and context specific manner. Many of such themes are repeated in 

the comments directed at UCU (see Appendix 3), but for the sake of clarity are not discussed in this 

section. Appendix 3 (based on 108 usable comments and 134 occurrences of key themes extracted 

from broader comments) summarises open comments related to staff recommendations for UCU 

practice. Appendix 3 also reveals a wide-range of key themes for HWUCU to consider (n=37), not 

discussed further in this section for the purpose of brevity, but should not be ignored by HWUCU. The 

UCU only themes are detailed in Table 4.2 (below), but also coloured yellow in Appendix 3. 
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Theme Frequency 
in 
comments 

Recommendation for UCU practice 

1. Keep up the good work 38 Continue to do all that is working well 

2. HWUCU 
communications 

6 Acknowledge and apologise, tone down communications to 
avoid adding to problems 

3. Realism 4 A key focus of branch should be communicating current 
realities of work 

4. Collegiality/social events 4 Continue to organise and promote staff initiatives to prevent 
isolation and maintain morale/sense of collectivism/solidarity 

5. Consensus/partnership 
working 

4 A key focus of the branch focus should be recommending good 
practice and alerting University to less than good/poor practice 

6. Industrial 
action/disputes 

3 Call for UCU Scotland and UCU national to provide more 
updates on current disputes 

7. Optimism 2 Adopt a more optimistic stance in communications 

8. Contracts of 
employment 

2 Communicate regarding employment rights, provide 
caseworker support where necessary 

9. University accountability 2 A key focus of branch should be holding University 
management to account 

10. Subscription rates 1 Feed up to national level concerns regarding subscription rates 

11. Wider trade union 
movement 

1 Raise matter with UCU Scotland, UCU national and STUC/TUC 

12. Updates on meetings 1 A key focus of the branch should be continuing to consult with 
members and report progress to members 

13. Recognise managers as 
members 

1 Acknowledge and apologise, represent all member equally 

14. Member recruitment 1 Membership recruitment drives, request again access to 
University communication systems 

15. Individual 
support/casework 

1 A key focus of the branch should be on negotiating with 
University management for better line manager training and 
support to support employees, more promotion of casework 
capabilities 

 

Table 4.2: Fifteen most common themes related to UCU practice 

An analysis of the comments represents in a way a blueprint for HWUCU policy under lockdown 

conditions. Aside from comments associated with HWUCU achievements so far, there are a range key 

themes HWUCU should pay specific attention to, principally in terms of responding to member 

expectations, but primarily because trade unions are democratic institutions and most effective when 

acting in a democratic and inclusive fashion. A general meeting of members could allow a discussion 

of what is noted clearly in Table 4.2 (above).  

However, four broader themes stand out from an analysis of Table 4.2. First and covering 

approximately four themes from Table 4.2, is in terms of how HWUCU should conduct itself with 

members. In this instance, the recommendation for HWUCU practice is to adopt a more conciliatory 

tone in communications, better recognise key University decision-makers are members too, and 

consistently communicating with members regarding in particular details from meetings with 

University-level management. Such communications should also acknowledge there is cause to be 

optimistic about the future once lockdown is over. A further broad theme concerns how HWUCU 

should work with the University. For example, be realistic about what can be achieved in what may 

turnout to be a relatively short period in time in terms of the wider operations and plans of the 
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University and the wider higher education sector. The crisis also calls for consensus 

making/partnership working with the University, yet at the same time holding the University 

accountable to all its staff. The findings indicate a call for more individual casework, particularly in 

terms of supporting members unsure of their employment rights or how best to work through a 

problem with a line manager. A fourth broad theme is linking HWUCU practice to UCU Scotland and 

UK level practice, as well as the practice of the wider labour movement. For instance, in terms of 

revisiting subscription rates, raising the profile more broadly of trade unions as agents of value under 

lockdown, and, a need to communicate more of what is happening regarding the two ongoing 

disputes. HWUCU also needs to recruitment more members, as more members make trade unions 

stronger, but it is likely many non-union employees would benefit from trade union membership in 

such uncertain times, especially if defined by identities discussed in detail in Section 3.6. The specifics 

of such recommendations can be viewed though observing the right-hand column of Table 4.2. 

 

4.3 Analysis and summary of comments related to the survey 

The final open question from the survey called for ideas related to the survey itself. There was again 

overlap with findings gathered in relation to the first two questions of the final part of the survey (see 

Appendix 1), but it was evident that the design of the survey, in terms of participant understanding 

and engagement, was favourably received. A range of themes to potentially revisit and a range of 

themes to consider adding to a future survey can be viewed by consulting Appendix 4. New or refined 

themes for follow-up research include, for instance, time spent in front of computer screens, impact 

of continuing to prioritise major but not timebound University projects, support provided by and for 

line managers, performance expectations, staff finances/hardship. A further and more specific range 

of ideas for follow-up surveys can be found by viewing Appendix 5. Appendix 5 summarises further 

staff recommendations for follow-up surveys. It is expected that findings from Section 3 will also help 

inform how any future survey on working conditions under lockdown should be designed. 
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5 Conclusions and recommendations 

 

Section 5 of the report brings together all key issues raised in the two findings sections, with the aim 

of generating different, yet inter-linked, recommendations, for University and UCU practice. A further 

aim is to consider how to design and recruit to a possible follow-up survey. First, there is a discussion 

of all key findings from sections 3 and 4. The main aim of this section is assess how the respective 

findings inform each other, with view to developing further the basis for recommendations generated 

in Section 4 (see tables 4.1 and 4.2 and appendices 3 and 4). A further aim is to conclude on key issues 

related to the survey itself. Second, the report ends with a range of recommendations for University 

and UCU practice regarding managing and organising staff under the current lockdown situation. Such 

recommendations reflect all the findings of the survey, i.e. combining key issues arising from 

quantitative findings, principally capturing experiences of work, and qualitative findings, principally 

capturing employee expectations of University and UCU practice under lockdown. The survey also 

ends with a series of recommendations for possible follow-up surveys, with emphasis given to survey 

design sampling, recruitment and data analysis. 

 

5.1 Discussion 

The survey is built on a solid and robust dataset, in the sense that that the dataset is especially strong 

in general as well as on gender. However, the survey is more limited in terms of being the basis for 

highly reliable findings and recommendations for practices that would specifically aid groups defined 

by job groups, disability, trade union membership and contract of employment. Further, the dataset 

may well be skewed towards UCU membership, principally because UCU membership has been 

heavily involved in substantial industrial action just prior to the lockdown and UCU membership was 

the easiest way to recruit to the study for HWUCU, but the sample in this sense is very strong as it is 

based on a substantial group of University employees, that has a long and ongoing experience of being 

consulted on key work-related issues, thus likely to result in informed and well-thought-out accounts 

of working under lockdown. Such broad features of the study play an implicit, yet key part in overall 

recommendations for practice, simply because such features, if acted upon, are likely to lead to 

desirable outcomes for the University and UCU. 

The general findings, while indicating a broadly positive picture of working under lockdown, also 

suggest the current picture of working under lockdown is probably a fragile one and is one that is not 

experienced by a sizeable minority of the University workforce. If a sustainable and inclusive working 

order is to emerge as lockdown progresses it is reasonable to see how the general findings also make 

for the basis of reliable recommendations for practice for both the University and UCU. 

There appears to a range of groups disproportionately experiencing less than satisfactory experiences 

of work under lockdown, and individuals associated with more than one of such groups are likely to 

be even more disadvantaged in the current climate. Such findings are likely to be critical in terms of 

guiding the broader recommendations emerging from the section (Section 4) based on qualitative 

findings. For instance, such recommendations, at the very least, need to clearly account for gender, 

disability and PGR/employed and PGR/casualised identities. 
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A long list of themes emerged in Section 4, which were absolutely central to generating the basis of 

initial and evidently much needed recommendations for University and UCU practice. However, as 

discussed above and variously in Section 3 (e.g. sections 3.2, 3.4 and 3.6), such recommendation for 

practice must reflect both broader, group-based and intersectional aspects taken from the 

quantitative parts of the survey findings. Further, and if need be, it seems likely some emergent or 

refashioning of existing University and UCU practices, will need to be aimed specifically at a range of 

groups. For example, University-level communications and guidance exclusively aimed at 

PGR/employed and PGR/casualised staff, or, HWUCU communicating on a more inclusive basis and 

doing more to provide casework assistance to PGR/employed and PGR/casualised members. 

Follow-up surveys on lockdown will also need to reflect a range of emergent issues to come from data 

analysis, especially data analysis from Section 3. For instance, there is the possibility of designing any 

such study, and analysing data to come from such a study, to capture wider identities and to account 

for intersectionality. Generally, it seems likely how an effective capturing of identities beyond gender 

will require support from the University. More importantly, findings from this survey or any survey to 

follow must involve meaningful engagement from both the University and UCU, ideally on the basis 

of meaningful partnership arrangements. 

 

5.2 Recommendations for University practice 

To finalise key recommendations for University practice under lockdown, the recommendation parts 

of Table 4.1 is reproduced (see Table 5.1 below), with a further column added reflecting how wider 

survey findings can help refine such practices. However, note how wider recommendations can be 

found by consulting Appendix 2.  

General recommendation for University 
practice 

Specific recommendations related to group identities, i.e. based 
on job group, gender, disability, contract of employment 
 

• Meaningful acknowledgement it is 
“not business as usual” 

▪ Communications to recognise how different groups may 
differently experience attempts to keep business as usual 
 

▪ Communications recognising how the interests of different 
groups may have been neglected or unrecognised in earlier 
messages 

 
▪ Empower individuals to negotiate with line managers if 

business as usual cannot be maintained 
 

• Improved budget/guidance on 
office/IT equipment 

▪ Recognise how problems with office equipment and IT 
equipment may impact groups differently 
 

▪ Line managers actively ask all individuals to assess such 
needs, including fixed-term and casualised staff 

 
▪ Allow line managers autonomy to make decisions on such 

purchases 
 
▪ Streamline expense claims to avoid hardship 
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• More meaningful recognition of 
work-life balance 

▪ Senior managers to reveal struggles maintaining work-life 
balance 

 
▪ Work-life balance to be standard feature of School/Service 

communications and meetings# 
 
▪ Empower individuals to negotiate with line managers on 

work-life balance 
 

• Inform staff before students get new 
academic-related information 
 

▪ Allow reasonable time for all groups of employees to keep 
up-to-date with new directives 

• Draft a strategic plan to manage 
well-being across all job groups, 
schools/services and protected 
groups 

▪ Plan should specifically aim to reflect the well-being 
challenges of a range of groups 

 
▪ Line managers to closely monitor well-being of all staff 

 

• Allow more time/consider pauses in 
major projects/decisions for more 
meaningful/wider consultation 
 

▪ Base consultation on gaining wider input from a range of 
groups 

• Clear and more consistent 
communications and leadership 
recognising staff as differently 
important to students 
 

▪ Emphasise the variety in staff groups 
 
▪ Empathise with variety of staff groups, i.e. different 

challenges faced 
 
▪ Single out certain groups out for specific 

mention/recognition of effort 
 

• More non-work and inclusive 
gatherings organised by line 
managers 

▪ Line managers given more time and resources to organise 
social gatherings 
 

▪ Line managers informally monitor and manage lack of 
individual engagement in such activities 
 

• Provide assurances on job 
security/HR planning to reflect long-
term plans 

▪ Regular communications referring to job security/insecurity 
and HR plans targeted at and/or make specific reference to 
a range of groups 
 

• Formulate new/interim performance 
and PDR policy guidelines – 
emphasis on development, rather 
than performance 
 

▪ Determine likely impact on performance on groups and 
generalise mitigation across such groups 

• Formulate new/interim policies 
related to communications (email, 
Teams, etc.), meetings and time 
spent “on-line”, emphasising staff 
well-being 
 

▪ Organise and plan communication and meetings on 
recognising how commitments of such kind impact 
disproportionately on certain groups 

• Fully consult and formulate plans for 
next academic year after exam 
boards 

▪ Recognise how groups may have challenges planning for the 
new academic year 

 
▪ Build plans based on a realistic timetable 

 



 

55 

 

• Issue guidelines on expectations 
beyond teaching and associated 
administration 

 

▪ Formulate guidelines that recognise groups may face a 
range of challenges and may be more widely disadvantaged 
 

• Fully assess and address impact of 
lockdown on PGR/postdoc 
community and put in place a range 
of key support interventions 
 

▪ Urgently survey PGR/postdoc community experiences by 
party to University most trusted by PGR/postdoc 
community 

 

• Reconsider stance on strike 
deductions to reflect changes 
required in industrial relations and 
current/future requirement of 
universal staff goodwill 

▪ Assess impact how strike deductions may damage the 
finances of groups/recognise employee partners may have 
lost jobs and can’t get new job, been furloughed on a much 
reduced and deferred salaries/wage, have no income as 
self-employed 

▪ Openly recognise how UCU members will be expected to 
provide high-levels of good will/go beyond contract  
 

 

Table 5.1: Fifteen recommendations for University practice informed by all survey findings  

As such and as noted in Table 5.1 (above), is how recommendations generated from open comments 

in Section 4 are supplemented by insights generated from Section 3. The right-hand column contains 

finer details of how recommended University practice can be supplemented by better recognition of 

gender, job groups, disability, contracts of employment, and in specific instances, trade union 

membership. What is key to such further suggestions is how recommendations for practice are built 

on recognising oversight so far, but wanting to move forward on a basis of showing heightened 

recognition and empathy with a greater range of employee groups. Further, such practices should be 

underpinned by a call to empower employees to negotiate key working matters with line managers. 

Empowering employees appears critical, as the University has many manifold blindspots when it 

comes to managing its employees under lockdown. What is more, building strong employee-line 

manager relations will be critical when the University return to any sense of normality. 

 

5.3  Recommendations for UCU practice 

As was the case in Section 5.2, to finalise key recommendations for UCU practice under lockdown, 

Table 5.2 (below) also replicates key parts of Table 4.2. Table 5.2, however, also has a further column 

reflecting a recognition of the wider survey findings and how such findings can further refine such 

recommendations for UCU practice. However, note how wider recommendations can be found by 

consulting Appendix 3. 

General recommendation for UCU practice Specific recommendations related to group identities, i.e. 
based on job group, gender, disability, contract of 
employment 
 

• Continue to do all that is working well 
 

▪ N/A 

• Acknowledge and apologise, tone down 
communications to avoid adding to 
problems 

▪ Further refine such branch communications in such a 
manner to reflect interests and realities of different 
groups 
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• A key focus of branch should be 
communicating current realities of work 

 

▪ Use general awareness and study findings in branch 
communications and meetings 

• Continue to organise and promote staff 
initiatives to prevent isolation and 
maintain morale/sense of 
collectivism/solidarity 

 

▪ Appeal to certain groups to take part, suggest ideas for 
social events, provide resources to set up and maintain 
self-organised activities 

• A key focus of the branch focus should 
be recommending good practice and 
alerting University to less than 
good/poor practice 

▪ Promote findings from report 
▪ Regularly update findings  
▪ Make such issue a regular item of weekly CJNCCs and 

branch communications 
 

• Call for UCU Scotland and UCU national 
to provide more updates on current 
disputes 
 

▪ Call for communications to reflect how groups 
disproportionately affected 

• Adopt a more optimistic stance in 
communications 

▪ Emphasise achievements of branch in communications, 
especially involving equality matters 
 

• Communicate regarding employment 
rights, provide caseworker support 
where necessary 
 

▪ Emphasise groups may need most access to such advice 
and promote casework facilities better 

• A key focus of branch should be holding 
University management to account 
 

▪ Use findings from report as central part of such a strategy 

• Feed up to national level concerns 
regarding subscription rates 

▪ Call for discussion on how subscription rates may need to 
be rethought based on experiences of groups 
 

• Raise matter with UCU Scotland, UCU 
national and STUC/TUC 

▪ Forward report to UCU Scotland, UCU national and 
STUC/TUC 
 

• A key focus of the branch should be 
continuing to consult with members and 
report progress to members 
 

▪ Do so in a manner better recognising groups 

• Acknowledge and apologise, represent 
all member equally 
 

▪ Refer to report in communications, recognise learning 
and commitment to greater inclusion 

• Membership recruitment drives, 
request again access to University 
communication systems 
 

▪ Continue to lobby University for access to employee 
information, including casualised staff 

• A key focus of the branch should be on 
negotiating with University 
management for better line manager 
training and support to support 
employees, more promotion of 
casework capabilities 
 

▪ Use survey findings to call for more general and more 
nuanced line manager training 

▪ Better promote casework facilities to groups  

 

Table 5.2: Fifteen recommendations for UCU practice informed by all survey findings 



 

57 

 

As noted by Table 5.2 (above), the further detail added related to groups identities allows for a more 

nuanced and inclusive way for HWUCU to engage with its members. The general message is of 

consistently and meaningfully recognising and acting on differences within the membership. The 

branch needs to continue to act in a manner reflecting the recent and ongoing dispute, as well as 

prepare for future disputes, but also emerge out of a substantial period of industrial action faced with 

a range of challenges that depart substantially from a narrow range of dispute-related collective 

objectives and activities. In effect, Table 5.2 indicates to HWUCU a degree of culture change is required 

within the branch, but perhaps not as radical-a-change as for the University in such circumstances. 

Past efforts and the report itself looks to be key to unlocking greater potential and reach and influence 

of HWUCU within the University, as well as at national levels. The report conclusions point towards 

heightened influence over University practice, yet also allows for greater authority in terms of working 

with all of the membership on how best to mitigate against the challenges of lockdown and beyond. 

 

5.4 Recommendations for follow-up survey 

A range of recommendations have already been discussed in Section 4.3, including reference to 

Appendix 5, which conveys four specific action points related to a possible follow-up survey regarding 

working under lockdown. The four main recommendations include designing such a survey to better 

reflect parts of jobs, to be repeated over time, reflect the possibility of some problems intensifying, 

and reflecting how experiences under lockdown may evolve to reflect new or more nuanced issues. 

The report ends by considering a range of further or more nuanced recommendations for a potential 

follow-up survey, but more closely aligning such an exercise with Section 2 of the report 

(Methodology), as well as more widely noted limitations with the current survey. 

Design 

The broader design of the current survey, based on a selected range of closed questions and a smaller 

range of open questions, should remain in place for two key reasons. First, the survey in its current 

format has proven to appeal to prospective participants and produced insights into working under 

lockdown currently not available anywhere else, or available anytime soon. Second, keeping the 

current design at least broadly in place allows for a longitudinal understanding of key and emergent 

issues. Further, the eight key issues should remain central to the closed question aspect of such a 

study, but the open comment questions could change, but if they do change, should be based on 

prompts related to, for example, emergent issues, known problems persisting, whether or not there 

is experience of the University and UCU changing practice to suit better tackle key problems. In terms 

of groups, it seems the group category should be expanded, possibly including scope to capture the 

experience of employees who self-identify as BAME, EU citizens or non-EU status. The scope could 

also be expanded to capture managerial experiences, as well as varying Professional Services and 

academic roles. Any such survey should remain focused on work-related issues, but more 

consideration in the design should be given to better capturing how work and non-work life intersect, 

because the home is where both work, non-work and leisure currently collide. Plans for the next 

survey should begin immediately and wherever possible involve wider consultation on ideas and early 

drafts. 
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Sampling/participation 

While in a range of ways the participation rate and samples achieved via participation were on the 

whole above expectations at the onset of the survey, an analysis of the samples (see Section 3.2) 

suggests the survey is also defined by a range of sample-related limitations, particularly related to 

disability, non-union employees and PGR/employed or PGR/casualised. However, it seems the 

limitations of participation and sampling can only best overcome through support for a follow-up 

survey from the highest-level of University management and University School/Service-level. The 

support of the Student Union would also be required in the case of increasing participation and 

improving sampling for PGR students employed by the University in research or 

teaching/tutoring/demonstration roles. 

Recruitment 

The current survey relied on an exhaustion of the main HWUCU communication channel – a closed 

all-member email list. Such a channel of communication could be used again as it is likely members 

will respond in similar high numbers and may be more open and willing to share links to a follow-up 

survey with wider colleagues, especially if the current report resonates with members and some sense 

of improved working practices is apparent to members. In effect, the impact of the current report is 

largely to be a significant factor in recruitment to any associated follow-up survey. However, as noted 

in a different context above, the survey should ideally be supported by the University and promoted 

by the University centrally and locally. Perhaps an inclusion of non-UK colleagues could be a deciding 

factor in University buy-in, but the trade union connotations of the surveys may make non-UK 

employee participation problematic. 

Data analysis 

The manner by which data was analysed for the current survey appeared to be appropriate. However, 

a larger and stronger sample of under-represented groups in any follow-up survey should almost 

certainly signal a need for a more advanced forms of data analysis. For example, T-testing to further 

determine if there is a significant difference between two or more groups. Data analysis should almost 

certainly reflect intersectionality, i.e. consider ways to explore potential multiple identity and unique 

forms of experience of lockdown. How the qualitative data is analysed should also be considered, 

especially if the participation rate grows substantially and therefore creating a much greater amount 

of qualitative data. It seems it is worth planning with immediate effect how an expanded survey will 

require the involvement of a range of staff with expertise in various approaches to data analysis. 

Finally, and as indicated earlier in this section, it is important to analyse data from across more than 

one survey, in one sense as a means to feed into updated or new recommendations for University or 

UCU practice. However, the most important reason for performing a longitudinal analysis is to capture 

the likely potential for, for example, declining employee well-being and rising and longer-term health 

and safety hazards related to working hours, working conditions and workload. 

  



 

59 

 

6  Appendices 

 

Appendix 1: Survey template 

Coronavirus lockdown survey 

Heriot-Watt University UCU want know what working under Coronavirus lockdown looks like for you   

    

Overview 

  

This is a quick survey to find out how we are experiencing working life (not “business as usual” as 

far as we are concerned) under government enforced lockdown, whether you are working from 

home, off sick, or cannot work now the University is physically closed to all but a handful or so of 

security and cleaning staff.   

 

 Survey participation is critical because: 

  

 1) As we are all off campus, it is impossible to know how University staff are experiencing lockdown. 

  

 2) We cannot effectively represent staff if we don't know how staff are experiencing lockdown. 

  

 The survey is designed to allow us to gauge experience generally, as well as by job role, gender, 

disability, contract type, etc. 

  

What does the survey involve? 

  

Part I: 5 multiple choice questions about you (with options not to answer).   

    

Part II: 10 multiple choice/mandatory questions related to experiences of work – for example, well-

being, hours worked, workload, etc. 

  

Part III: a chance for you (optional) to comment on how HWUCU and the University should proceed 

on managing experiences of working under lockdown. 

 

Answering the multiple choice questions should take no more than a minute or so. 

 

Further important details 

  

The survey is aimed at UCU members, but non-members/members of other unions can take part - 

please distribute via email, Twitter, Facebook, etc.   

 

The survey is open to PGR members, but the emphasis is on employment, rather than academic 

matters.   

 

The findings with be fully anonymised before being initially shared with the HWUCU branch 

committee. 
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Findings shared beyond such officials will have all identifying features removed. 

  

If you are happy to proceed, just start the survey (click arrow). 

  

Answer questions based on experiences of working under lockdown so far (it doesn't matter if you 

are unsure what to say as this is a finding in itself). 

  

There are no right or wrong answers – only answers reflecting your experiences of lockdown! 

  

Any questions and queries about the survey should be sent to ucu@hw.ac.uk 

  

HWUCU Branch Committee  

 

Q1. Are you an employee of Heriot-Watt University (i.e. employed at the Edinburgh, Orkney or 

Galashiels campuses)? 

o Yes (1)  

o No (2)  

 

Skip To: End of Survey If Are you an employee of Heriot-Watt University (i.e. employed at the Edinburgh, Orkney 
or Galashiels = No 

 

Part I: About you 

  

Please try to answer all questions in this section. If you do not wish to answer any of the questions, 

please select “Prefer not to say”. The questions allow us to understand how experiences of work 

may differ according to a range of key variables. 

Q2. What below best describes your role? 

o Professional Services (1)  

o Academic/Research Associate/Postdoc (2)  

o PGR student employed, but also employed to undertake casualised work at the University 

(3)  

o PGR student, but not employed by the University (4)  

o Prefer not to say (5)  
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Skip To: End of Survey If What below best describes your role? = PGR student, but not employed by the 
University 

 

Q3. Are you a member of a trade union? 

o Yes (UCU) (1)  

o Yes (other than UCU) (2)  

o No  3)  

o Prefer not to say  4)  

 

Q4. How would you describe your gender? 

o Female (1)  

o Male (2)  

o Non-binary (3)  

o Prefer not to say (4)  

 

Q5. Do you identify as disabled (whether you have or have not disclosed to the University)? 

o Yes (1)  

o No (2)  

o Prefer not to say (3)  
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Q6. I am employed on the following type of contract of employment 

o Open-ended/"permanent" (1)  

o Fixed term, e.g. 6 months, 1 year, 2 year, etc. (2)  

o Offer of hours/casualised (3)  

o I'm not sure what type of contract I am employed on (4)  

o Prefer not to say (5)  
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Part II: Experiences of work under lockdown 

  

Please answer all questions in this section. If you do not wish to or are uncertain as how to answer 

any of the questions, there is an option to state you are unsure of how to comment on each issue. 

The questions allow us to understand how experiences of work may differ according to a range of 

key work-related issues. 

Q7. Compared to the hours I am contracted to work, I am currently: 

o I am currently signed off sick/self-certified as sick (1)  

o I am not working or doing very little as I cannot work remotely (2)  

o I am working less than my contracted hours (3)  

o I am working my contracted hours (including ASOS or Action Short of Strike Action) (4)  

o I am working a little more than my contracted hours (5)  

o I am working substantially more than my working hours (6)  

o I am not sure I can comment on this aspect of working at the moment (7)  
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Q8. My conditions for working (e.g. IT equipment, WIFI connection, desk, quiet space, assistive 

technology, room temperature, supportive/comfortable chair, etc.) under lockdown can best be 

described as follows: 

o Extremely comfortable (1)  

o Moderately comfortable (2)  

o Neither comfortable nor uncomfortable (3)  

o Moderately uncomfortable (4)  

o Extremely uncomfortable (5)  

o I am not sure I can comment on this aspect of working at the moment (6)  

 

Q9. My workload under lockdown is best described as: 

o Extremely manageable (1)  

o Moderately manageable (2)  

o Manageable (3)  

o Moderately unmanageable (4)  

o Extremely unmanageable (5)  

o I am not sure I can comment on this aspect of working at the moment (6)  
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Q10. The information and guidance I have received from highest level of the University (i.e. 

executive level management) since lockdown has been: 

o Excellent and/or very helpful (1)  

o Good and/or helpful (2)  

o Satisfactory (3)  

o Below average and/or slightly unhelpful (4)  

o Substantially below average and/or not very helpful (5)  

o I am not sure I can comment on this aspect of working at the moment (6)  
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Q11. The information and guidance I have received from my School/Service since lockdown has 

been: 

o Excellent and/or very helpful (1)  

o Good and/or helpful (2)  

o Satisfactory (3)  

o Below average and/or slightly unhelpful (4)  

o Substantially below average and/or not very helpful (5)  

o I am not sure I can comment on this aspect of working at the moment (6)  

 

Q12. My ability to voice opinions/be heard/raise concerns with my line manager/University 

management under lockdown has: 

o Substantially exceeded expectations (1)  

o Exceeded expectations (2)  

o Mostly met expectations (3)  

o Fallen below expectations (4)  

o Fallen substantially below expectations (5)  

o I am not sure I can comment on this aspect of working at the moment (6)  
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Q13. My well-being under lockdown can best be described as: 

o Excellent (1)  

o Good (2)  

o Average (3)  

o Poor (4)  

o Terrible (5)  

o I am not sure I can comment on this aspect of working at the moment (6)  

 

Q14. Collegiality under lockdown in my opinion can be best described as: 

o Excellent (1)  

o Good (2)  

o Average (3)  

o Poor (4)  

o Terrible (5)  

o I am not sure I can comment on this aspect of working at the moment (6)  
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Q15. Principles and expectations of equality (e.g. gender, disability, age, parental responsibilities, 

etc.) under lockdown have been: 

o Excellent (1)  

o Good (2)  

o Average (3)  

o Poor (4)  

o Terrible (5)  

o I am not sure I can comment on this aspect of working at the moment (6)  

 

Part III: Looking forward 

    

The final section is designed to draw out the specifics of what you want to see more or less of under 

lockdown (the assumption is it will continue in some shape or form for many months).    

    

Please use the spaces to provide honest and frank suggestions, but please be careful not to be overly 

critical and name individuals, directly or indirectly.   

    

If you would like to attempt this section of the survey select "Yes, please".   

    

If you would like to skip this part of the survey select "No thanks, end survey" 

o Yes, please (1)  

o No thanks, end survey (2)  

 

Skip To: End of Survey If Part IIII: Looking forward   The final section is designed to draw out the specifics of 
what you... = No thanks, end survey 
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Q16. Please use the space below to comment on how you would like the University to act in relation 

to working under lockdown. Please also consider using the space to highlight good and less good 

practice on such matters by University so far. 

Q17. Please use the space below to comment on how you would like your trade union 

(UCU/local/Scotland/national and if applicable) to act in relation to working under lockdown. Please 

also consider using the space to highlight good and less good practice on such matters by UCU so far 

Q18. Please use the space below for any comments/queries about the survey or any other matter 

raised by/related to the survey – the more we know, the more we can do! 
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Appendix 2: Staff recommendations for University practice 

Key issue Frequency 
of 
comments 

Example quote Recommendation 

• Keep up the 
good work 

6 I think the University is doing fine under the 
extraordinary circumstances … 

Continue to do all  
that is working well 

• Work-life 
balance 

23 Acknowledge difficulty working at home with 
family and working partner 

More meaningful 
recognition of WLB 
issues 

• Remote 
working 

24 Access to appropriate equipment or a budget 
to purchase what we need if this goes beyond a 
few weeks. Guidance for managers on how to 
support remote working Clarification about 
future of our roles Reassurance that we are not 
expected to meet the same level of work as this 
is extremely difficult in working conditions 
which are not appropriate/comfortable which 
can result in colleagues working outside office 
hours. 

Improved 
budget/guidance on 
office/IT equipment 

• Team/group 
morale 

11 More regular staff meetings (virtual coffee 
rounds etc) organised by line management 
could be helpful to keep engaged beyond the 
ones organised by individual staff members and 
PGR committees 

More non-work and 
inclusive gatherings 
organised by line 
managers 

• Lessons learnt 4 This was all very unexpected and therefore I 
understand the difficulties.  Going forward I 
would expect the University to be well 
prepared if a situation like this ever occurred 
again. 

Joint group set up to 
collate lessons learnt 

• Workload 5 Recognise that some of us are working 
exceptionally longer hours and at an 
exceptionally high pace to meet demands of 
the new context.  Others are not so pressed 
and may have less than normal to do.  There is 
very uneven distribution.  The sustained need 
to make decisions with significant impact 
across the institution at pace is exhausting. 

Measure workload  
and re-organise 

• Labs 6 I wish the university labs to be reopen as soon 
as feasible following government general 
guidelines on COVID19. 

Seek advice and  
open labs ASAP 

• Well-being 17 I think it'd be good if the university gave 
everybody "not-working days" without 
disccounting them from the annual leave 
allowance. I know other institutions have done 
this as well.  I am very upset at how decisions 
were made just before the lockdown. We still 
forced to go to campus even when the situation 
was clearly bad and communication from the 
university was awful. 

Draft a strategic plan 
to manage well-being 
across all job group, 
schools/services and 
protected groups 

• Not business as 
usual 

30 I would welcome some clear, unequivocal 
acknowledgement from the University that 
working under these conditions cannot be 
'business as usual'…  We are under 
unprecedented strain from the general 
circumstances we find ourselves in and face 

Meaningful 
acknowledgment  
it is “not business as 
usual” 



 

71 

 

increased workloads in an attempt to keep  L&T 
activities going in the virtual world. Something 
has to give… 

• High-level 
communication
s and 
leadership 

14 The communications from the X have been 
poor. X told students things without letting 
staff know beforehand so when students asked 
us about them we were unaware. Some of the 
things indicated for students to do contradicted 
what we had told students and have caused 
confusion. 

Clear and more 
consistent 
communications and 
leadership recognising 
staff as differently 
important to students  

• Consultation 16 Some more joined up thinking would be good - 
undergraduates have had deadlines changed 
centrally with no consultation of teaching staff 
for example, but it's those teaching staff that 
students end up blaming! 

Allow more 
time/consider pauses 
in major 
projects/decisions for 
more 
meaningful/wider 
consultation 

• Communication
s for staff and 
students 

19 Let PS know what information is being sent to 
the student, before it goes out. 

Inform staff before 
students get new 
information 

• PGR/research 
associates/post
docs  

7 The university needs to confirm that long-term 
contracts/stipend funding will not be 
terminated in light of the pandemic. 
Additionally, stipend extensions should be 
made available and mitigating circumstances 
should be clarified on an individual basis. 
Researchers who cannot work (lab-focused) still 
have a fixed stipend limitation/end date, yet 
deadlines are still expected to be met. The 
university has informed these particular 
researchers to work on literature exercises, 
which has minimal importance for my work at 
the current time. Additionally, with flatmates 
leaving the shared accommodation due to the 
virus and no new tenants looking for flats, we 
are having to cover larger portions of the total 
rent. Stress of the current living situation, 
money issues, isolation, looking after (making 
deliveries) for older relatives and a 10+ year-old 
MacBook laptop are all resulting in poor work 
performance from home. 

Fully assess and 
address impact of 
lockdown on 
PGR/postdoc 
community and put in 
place a range of key 
support interventions 

• Job security 9 … I am more worried about what will happen 
after the lockdown, come September. I hope 
that the university doesn't take quick decisions. 
For example, suppose our teaching income is 
significantly impacted in September: I hope 
that this doesn't result in layoffs, whereby we'd 
have to rehire people once the situation 
improves a year from September. In other 
words, I hope that they'll have a 5-year view in 
terms of recovering from the current situation. 

Provide assurances  
on job security/HR  
planning to reflect 
long-term plans 

• Plans for 2020-
21 

8 Prompt clarity as to semester 1 2020-21 
provision of classes / courses /programmes 

Fully consult and 
formulate plans for 
next academic year 
after exam boards 



 

72 

 

• Performance 
and PDR 

9 In an email the head of school (X) barely 
recognised the impact of parenting 
responsibilities. He talked about making use of 
the University’s subscription the Linked In 
learning so we can go back after all of this with 
extra skills! I would like to see the University 
recognise how difficult it is to actually have 
your children around and the level of need they 
have even if they are slightly older primary 
aged. Especially if you have a child with 
additional needs - although line manager is 
understanding I don’t think it’s taken seriously 
at a senior level. 

Formulate 
new/interim 
performance and PDR 
policy guidelines – 
emphasis on 
development, rather 
than performance 

• Line manager 
training 

1 Guidance from HR on how managers can 
support staff by ensuring they can have 
breaks/exercise time during the day etc. I have 
introduced this on my team but it needs to be 
widespread 

Provide new training 
for line managers on 
supporting staff 
working from home 

• IT systems 5 The IT online systems of the university do not 
work as well and they do when we are on 
campus and slow down substantially our 
progress and they frustrate us. Instead of 
concentrating on the actual work itself we try 
to make these systems to work. 

Improve IT 
systems/build more 
capacity 

• Individual 
priorities 

8 The university has so far been focussing on 
emergency plans for teaching - which is 
understandable, considering this was the most 
urgent thing. However very little has been done 
to help with research, where possible, and I am 
hoping this will be the next step and the 
university will be fast at reacting. 

Issue guidelines on 
expectations beyond 
teaching and 
associated 
administration 

• Library 
resources 

2 … the inability to access the library is for me at 
the moment a real limitation. I can't print out 
scientific papers from home - or at least I have 
to be extremely selective. This time could be 
usefully emplyed to learn new things but 
without books...the library could perhaps start 
a home delivery service? 

Consider possibility  
of requests to access 
physical library 

• Major changes 
in higher 
education 

3 I would like the University to acknowledge a 
change in the way we are to work and the 
things we originally were expecting to teach 
may not be taught again or be completely 
different. Offering some online training is not 
enough, it requires a rethinking of the way we 
educate and train people. 

Plans to review  
long-term impact of 
lockdown  

• Student 
expectations 

2 … Notification to students regarding contacting 
staff in the evenings and at weekends.  
Notification to staff and students about how 
quickly they can expect responses to emails. 

Increased 
management of 
student  
expectations 

• Major projects 4 For heavens sake stop telling staff ‘now is a 
good time to carry on with REF...’ 

Pause major 
projects/recommend 
senior management 
take annual leave or 
make longer-term 
strategic and  
recovery plans 
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• Equipment on 
campus 

2 Even though we were encouraged to work from 
home from the Wednesday (which I did), the 
expectation was that the campus would remain 
open to allow short visits to the office to print, 
pick up files, mail etc.  As the notification of the 
campus locking down came over the weekend 
it was not possible for staff to collect all 
necessary documents, equipment etc.   

Controlled access to 
campus 

• Centralized 
information 

4 At present, we largely just get a barrage of info 
about what tools are AVAILABLE, and there are 
way too many of them, with all kinds of 
overlaps in their functionality, so that seeing 
the wood for the trees is stressful, time-
consuming, inefficient and ineffective. Just 
show us the trees! 

One web-page 
providing links to all 
guidance, advice, 
FAQs, etc., better 
promotion and use of 
staff portal 

• Electronic 
communication
s 

9 There are too many channels of 
communications to keep track of and that 
require juggling - 
email/Teams/text/WhatsApp/yammer/etc. This 
needs reduced. There are also far too many 
back-to-back Teams meetings arranged at often 
short notice and that are scheduled for 
extended time periods. We need breaks to 
allow us to DO the work. Working on a screen 
for hours on end is challenging to eyesight and 
physical well being. The University needs to 
require breaks at particular times of the day or 
to implement a couple of hour slots across the 
day that are meetings-free for everyone. 

Formulate 
new/interim policies 
related to 
communications 
(email, Teams, etc.), 
meetings and time 
spent “on-line”, 
emphasising staff well-
being 

• HR exit plan 3 The pandemic is likely going to change the 
education environment and, at least in the 
short term, a potential freeze on staff 
recruitment… such [staff] loyalty should not be 
forgotten or ignore when normality returns 

Start planning for  
long-term  
immediately 

• Strike pay 
deductions/ind
ustrial relations 

6 The university must reflect on how they plan to 
mend the poor relationship between senior 
management and staff, and consider why they 
haven't recognised the importance of staff 
goodwill when considering whether to reduce 
strike deductions (as other universities have 
done) 

Reconsider stance on 
strike deductions to 
reflect changes 
required in industrial 
relations and 
current/future 
requirement of 
universal staff  
goodwill 

• Equality 
between job 
groups 

1 As an academic, I feel that colleagues were 
given excellent support when they decided or 
requested to work at home prior to the 
lockdown. For professional services I witnessed 
a few instances where the professional services 
line manager found it difficult to make a 
decision that would allow staff with care 
responsibilities for elderly or high risk relatives.  
It seemed that professional services staff were 
not always given the same 'trust' or respect as 
academics in the same situation. 

Equal treatment  
across all job groups 

• Strategic 
priorities 

5 Consider staff concerns along with students'; 
provide clear guidance on which are essential 

Clarify strategic 
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duties and which are not; University to suspend 
non-essential things (like REF has been UK-
wide); provide job security; What is the 
University offering in return for staff's goodwill 
to go the extra mile just now (might be quite a 
number of miles by the time this crisis is over)? 

Priorities among key 
staff groups 

• Annual leave 4 … The Principal suggested we should take 
booked Leave but if all you can do is go out for 
a walk once a day and only for essentials it 
doesn't make for a decent break. I think it 
needs to be clear we should be allowed to 
defer till lockdown is lifted. Also no limit on 
carry forwarward and NO requirement for 
carried forward leave to be used by 31st 
December 2020. 

Weekly review of 
annual leave policy 

• Partnership 
working on 
staff welfare 

1 It has been brought to my attention that some 
staff members are distressed and isolated. The 
University and Unions should work as far as 
possible to mitigate this distress. I.E. providing 
ways for staff to find interest and social groups 
with other staff in similar circumstances that 
are a 'safe space' for staff to chat outside line 
management hierarchy. Plus sign posting 
routes to counselling and support… 

Encourage and 
facilitate staff to self-
organise to help 
maintain well-being 

• Marking 
deadlines 

1 My biggest immediate concern is workload 
when delayed coursework appears after April 
23. If there is no adjustment to marks 
processing deadlines, that potentially puts staff 
under a lot of time pressure. Normal years are 
bad enough. Students, predictably, seem to be 
planning to delay until the last possible 
moment…  

Reconsider  
assessment marking 
deadlines 

• Social events 1 … Our team has instigated a daily morning 
coffee meeting in Teams, mainly non work chat 
and a chance for us to check in on each other 
and have some little element of social life. 

Encourage and 
recognise need to  
have non-work  
social events on non-
work matters 

• Disabled staff 2 Provide workplace adjustments Amend 
performance targets Get rid of PDR Ask us if we 
are ok - no one has asked yet 

Check all disclosed 
disabled staff have 
workplace  
adjustment; call for 
further disclosure of 
disability 

• Staff on visas 1 There is a pandemic on, and in addition to 
worrying about my health and my loved ones I 
have to worry about being kicked out of the 
country and sent somewhere with an inferior 
healthcare system if my visa ends while the 
pandemic is still raging. (It is currently set to 
expire within 3 months.) 

Check in with and 
support all staff  
where visas expire in 
next 6 months 

Total  258 
(check) 

  

 

Based on 155 usable comments 
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Appendix 3: Staff recommendations for UCU practice 

Key issue Frequency 
of 
comments 

Example quote Recommendation 

• Keep up the good 
work 

38 Continue doing what you're doing. You're 
doing well to represent us, and to raise 
concerns with the university executive 

Continue to do all  
that is working 
well 

• Work-life-balance 9 Ensure that university recognises the 
challenges to keep a good work life balance, 
especially when parental responsibilities 
(home schooling etc) need to be shared. 

Call for clearer 
recognition and 
policy and practice 
on work-life-
balance 

• Industrial 
action/disputes 

3 Given that a lot of issues relating to the 
recent strike are currently in play during the 
lockdown it would be good to hear about 
progress that is being made or what the next 
steps should be... 

Call for UCU 
Scotland and UCU 
national to provide 
more updates on 
current disputes 

• Inclusion/equality 9 Put the focus on supporting members who 
are facing difficulties…  we could do more to 
assist our members where required. Help 
ensure any member who is isolated from 
everyone else know they have a friend at the 
end of the line (however) to talk to; etc 

Continue to 
communicate with 
members 
regarding support, 
develop new and 
modify existing 
sources of member 
support 

• Subscription rates 1 Cheaper for young academics with small 
children. The annual subscription is 
unaffordable in many cases 

Feed up to 
national level 
concerns regarding 
subscription rates 

• Realism 4 The Union needs to help voice the reality of 
work in lockdown - whether it is for people 
who are absolutely stretch and unable to 
take breaks or people who are feeling lost 
without their normal stream of work coming 
through. 

A key focus of 
branch should be 
communicating 
current realities of 
work 

• Health and safety 3 I would like the union to press the trustees 
and management on the issue of staff safety 
and the accountability of management. 

Main focus of 
branch raising H&S 
concerns and 
working towards 
hazard 
free/minimal 
working 

• Job security 1 … .  I am aware of many people on fixed 
term contracts facing increasing job 
uncertainty.  While I am on an open ended 
contract, it is subject to funding.  I was 
informed by email after the lockdown began 
that the funding for my role was in question 
and that many aspects of my role were 
being transferred away to other individuals.  
This type of undermining is a slap in the face 
to people who have worked hard for a long 
time and continue to do so.  We're not just 
figures on a cost spreadsheet. 

Main focus of 
branch working on 
job security 
guarantees for all 
employees 
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• PGR 1 - lobby university on PhD extensions if an 
unfair and unfavourable decision is reached. 
- pressure them to engage with students and 
make this decision more promptly 

Continue to lobby 
University on 
recognising impact 
on PGR students 

• IT support/systems 2 I would like the trade union to press 
management to improve the IT systems so 
that we don't have to jump through these 
silly hoops of the VPN then remote desktop 
just to access business systems via my 
desktop at work. Why can't I just log on 
directly from home. If online shopping can 
be made secure without all these 
intermediate steps then surely our systems 
can. 

Call for University 
to review IT 
systems 
commensurate 
with long-term 
plans for remote 
working 

• Travel to work 1 I hope also that the union will help staff to 
resist university calls for staff to travel to 
work again via public transport if it is not yet 
generally considered safe to do so. 

Call for University 
to recognise wider 
issues when 
campus reopens 

• Remote working/IT 
equipment 

5 Whilst I absolutely accept that working from 
home is a necessity at present, and brings 
some personal benefits to me, I am also 
aware that I do not have appropriate office 
furniture, e.g. chair, and that I cannot afford 
to have the central heating on throughout 
the day…  

Call for emergency 
budgets to help 
mitigate against 
home working 
hazards (incl. 
workplace 
adjustments) and 
empower line 
managers to 
authorise 
reasonable 
purchases 

• HWUCU 
communications 

6 I would really like UCU Heriot-Watt branch 
to take a more measured approach in its 
communications to members…  I know 
you're all volunteers, but please think before 
clicking send on your communications. 

Acknowledge and 
apologise, tone 
down 
communications to 
avoid adding to 
problems 

• Annual leave 1 We hope that we are not going to be asked 
to reduce our summer holiday entitlement 
because some of us like to see our families 
abroad and we have already made 
arrangements to do so. 

Continue to work 
with University on 
annual leave 
arrangement, 
reflecting wide-
ranging views 

• Contracts of 
employment 

2 Many staff with caring responsibilities for 
family etc might feel that they can't sustain 
their contracted hours over a prolonged 
period alongside their personal 
responsibilities, at this time of lockdown. 
What options/revisions to contracts might 
be available (temporarily) to those who are 
struggling? 

Communicate 
regarding 
employment 
rights, provide 
caseworker 
support where 
necessary 

• Research councils 1 Push for research contract extensions. Raise matter 
locally and at UCU 
Scotland and 
national level 

• Job security 8 In the longer term I am concerned over 
possible loss of revenue to the university 

Main focus branch 
negotiating and 
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resulting in budget cuts/working conditions 
etc. I have already heard through channels 
that "savings" will be required. No doubt the 
finances of USS will have taken a substantial 
(but we hope) short term hit. I would like to 
see pressure to ensure short term issues are 
not used to make long term changes, and 
particularly not further commercialization. 

campaigning on 
job security for all 
employees 

• Wider trade union 
movement 

1 I have seen no action from trade unions at 
all over this, they have given no guidance. 

Raise matter with 
UCU Scotland, UCU 
national and 
STUC/TUC 

• Collegiality/social 
events 

4 … I'm very aware non-work talk could be a 
valuable service for those who are otherwise 
isolated, so perhaps facilitating different 
types of activity could be good. For example 
virtual games night, book club, watch 
together movie nights etc. 

Continue to 
organise and 
promote staff 
initiatives to 
prevent isolation 
and maintain 
morale 

• University 
accountability 

2 Just to carry on the excellent work, 
challenging University management and 
holding them to account. 

A key focus of 
branch should be 
holding University 
management to 
account 

• Updates on meetings 1 Keep reporting on Members key concerns 
and how Management are responding to 
these. 

A key focus of the 
branch should be 
continuing to 
consult with 
members and 
report progress to 
members 

• Well-being/mental 
health 

6 … Encourage the University to explicitly 
address the ticking time bomb that is the 
mental health of their staff. We are 
absolutely trying our best and they seem 
determined to load more into us. As ever 
their focus is on student mental health 
(which is just as important) but the staff as 
always are getting left behind. 

Main focus of 
branch negotiating 
with University to 
match or better 
student support 
regarding mental 
health, more 
casework 

• University 
communications & 
leadership 

4 The UCU must continue to monitor the 
University for the way they care about their 
staff.  It's not just about fancy words and 
web-sites, it's about offering practical help 
for home-working. 

Main focus of 
branch negotiating 
meaningful 
support for staff 

• Recognise managers 
as members 

1 Be aware that some of your members are 
really working extremely hard in senior 
positions in the university to do their best by 
students and staff at an exceptionally 
challenging time.  Some of your 
communications early on in the lockdown 
period came across as very oppositional - 
that didn't help.   

Acknowledge and 
apologise, 
represent all 
member equally 

• Pause/de-prioritise 
major projects 

1 … Keeping ploughing on with change 
projects when we just need some space to 
get the basics done could be counter 
productive… 

Negotiate with the 
University to de-
prioritise all 
projects that have 
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no deadline or 
likely to require 
substantial change 
to reflect current 
and ongoing 
situation 

• Not business as usual 1 … it is worth remembering that we're not 
working from home, but rather, we're at 
home during a crisis and trying to work…  

Main branch focus 
pushing the 
message of “not 
business as usual” 

• Workload 2 I hope that HWUCU can gain a good 
overview of current practice / experience at 
HWU and use this to push HWU 
management to ensure fair and manageable 
working conditions and loads. 

Main branch focus 
negotiating with 
University on work 
conditions and 
workload 

• Consensus/partnersh
ip working 

4 UCU also needs to be part of the solution in 
the immediate term by forging strong and 
constructive relationships with senior 
university management. This requires UCU 
to note (and communicate to staff) aspects 
of good practice, whilst being free to criticise 
bad practice (and constructively propose a 
better way forward). 

A key focus of the 
branch focus 
should be 
recommending 
good practice and 
alerting University 
to less than 
good/poor practice 

• Optimism 2 I think with everything being so uncertain 
and scary it would perhaps be nice to see a 
little more optimism or to have some extra 
reassurance that things will be ok. 

Adopt a more 
optimistic stance 
in communications 

• Marking pressures 1 Please advocate for us, given the exam 
marking pressures. 

Continue to 
negotiate with 
University 
management on 
marking deadlines 

• Staff survey 1 … myself and other staff are very concerned 
that things like results from the staff survey 
appear to have been abandoned during this 
time. Working in a school where there were 
some shocking results, I would hate to think 
that management are going to be able to 
sweep this under the carpet. Can UCU ask 
that the University continues with planning 
around the staff survey? 

Continue to 
discuss with 
University 
management plans 
and strategies to 
come from staff 
survey 

• Member recruitment 1 I understand that union members can take 
industrial action (no work, no email 
responses), but it is very hard for the 
remaining staff to keep up with the left over 
work. I know we are not expected to cover 
for anyone on strike, but naturally students 
and other colleagues approach the staff 
remaining on campus with questions or 
concerns, and my workload increased 
significantly during the strike action due to 
some members being gone. I fear that this 
situation becomes even worse when 
everybody is at home and cannot work 
normally 

Membership 
recruitment drives, 
request again 
access to 
University 
communication 
systems 
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• Strike deductions 3 Keep pushing for the University not to 
implement strike pay deductions, and push 
for more recognition for the excellent effort 
staff are putting in to keep the University 
activities running.  

Continue to call for 
University to 
rescind plans for 
strike deductions – 
recognition of staff 
efforts 

• Performance/PDR 1 … I would like to see a focus on ensuring that 
we organise to support employees (and 
students) who need workplace 
adaptations/equipment in their home, and 
pressure the university (and PIs/line 
managers) to avoid all performance 
measures, and accept diminished 
productivity… . I would like branch (and 
national committee) to focus on this - the 
reduction of targets across the whole 
university. 

Main focus of 
branch negotiating 
with University on 
pre-existing staff 
performance 
expectations, 
especially in cases 
where 
performance 
impaired in 
relation to 
protected 
characteristics 

• Hardship 1 Half of the family income may be gone. All 
the bills still need to be paid. This is also 
something HWU management may want to 
consider regarding deduction of strike 
payments (I know this has already been 
pushed to May/June). 

Call for University 
to recognise staff 
may be facing 
wider financial 
hardship and to 
mitigate against 
such situations 
where it can 

• University 
exploitation 

1 … the university is being highly manipulative 
in threatening us with issues relating to 
recruitment numbers when that actually has 
nothing to do with our professional function 
in the current operating system. 

Call for the 
University to 
recognise current 
problems are the 
not the fault of 
staff and staff 
should not be 
directly or 
indirectly 
implicated in such 
communications 

• Individual 
support/casework 

1 … General "speak with your line manager" 
isn't useful, puts them in awkward position 
as they don't know advice and means that 
not all staff are being treated equally. Need 
clear rules all round! 

A key focus of the 
branch should be 
on negotiating 
with University 
management for 
better line 
manager training 
and support to 
support 
employees, more 
promotion of 
casework 
capabilities 

Total 134   

 

Based on 108 usable comments 
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Appendix 4: Key themes for follow-up surveys 

Key theme Quote/example quote 

• Well-being/mental health … This could go on for a while and as it does, people's mental health 
may deteriorate… 

• Screen time I find myself working for many more hours and spending far too 
much time in front of the computer screen under lockdown. It feels 
unhealthy. 

• Consultation The school needs to be also more in line with the staff- to then 
work with the wider university. Decisions on a university level were 
made and then the schools were forced to follow decisions. For 
example not all exams can be written and have word counts. Exams 
within X do not look like this and yet we don’t have clear policies on 
this. Always feel like going against what is told to students because 
what is told Doesn’t always fit. Stop having a one size fits all 
approach. 

• Major projects, e.g. REF, Portfolio 
Review, BoC 

It isn’t the most pressing matter, but I’m concerned that REF 
preparations are going ahead as planned… 

• Support provided by line managers No personal contact from my line manager in over two and half 
weeks (just as a recipient of e-mails being forwarded). As a member 
of staff who lives on their own (so effectively self-isolating!) this 
flies in the face of the feel good messages from senior 
management. 

• Workload Please place pressure on management to make sure that 
workloads/expectations are adjusted for those who would indeed 
benefit from 5 days off over Easter, but feel that they'll just have to 
make that time up in their evenings instead, for want of anything 
much else to do.   

• Performance/expectations It is not realistic to be "as productive" and have "the same 
expectations" while dealing with all we are going through. So, 
please UCU dispel this myth among senior management! Imagine 
being sick while caring for other household members who are sick, 
or caring for the household with no help in grocery shopping or 
house chores, not having the technology we need and in addition 
putting up with pressure and hard comments showing no empathy. 
This means enduring the feeling that what we do in these 
conditions is never going to be good enough, which is clearly  not 
helpful and not healthy. 

• Equalities Equality, gender etc shouldn't come into play when dealing with an 
epidemic. Bringing these issues into the discussions is a sign of 
misguided leadership. There are inherent inequalities and 
differences in people's roles in the university and therefore in how 
individuals might be affected, which should be addressed instead. 

• Communications It is disappointing to see HWU publish so many external news items 
designed to capitalise on the COVID-19 crisis to promote the HWU 
brand when there has been so little meaningful communication 
about what it means internally. 

• Work-life balance The past 2 weeks of working from home with no ergonomically 
appropriate seating arrangements (and no possibility of coming by 
them), trying to come to grips with all sorts of new technology, 
fielding a barrage of emails, trying to blank out noise from 
gulls/neighbours/etc while being worried about my family have left 
me intensely sore and frustrated. 

• Finances/hardship While most of us (on permanent contracts) are being paid as 
normal (and work as normal if not more ...), many of us will have 
partners who have lost their income (self-employed) entirely. So, 
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while the University may consider that we are not in financial 
difficulty as we are still paid (well, for a lot of work that we do!), for 
entire families this may look very different. Half of the family 
income may be gone. All the bills still need to be paid. This is also 
something HWU management may want to consider regarding 
deduction of strike payments (I know this has already been pushed 
to May/June). 

• Support for manager The University is working very hard, honestly they are, to see what 
support they can give. If the union could please support the 
management, unusual request i know,  in this time I personally 
would be very glad. 

• Support for research My main activity running experiments I cant do from home so I am 
a bit concerned I will run out of things work related to do , but may 
not, my line manager does not really know my role well as its very 
specialist 

• Key HR projects, e.g. staff survey The staff survey seems to have been forgotten once again. Is 
anyone from the management going to present any kind of school 
and university-wide analysis of the results… What will be happening 
to Building our Commonality process and the Global (Bicentennial) 
Leaders recruitment in light of the swing to localism rather than 
globalism and the CV-19 crisis? 

• Social events Continue to organise and promote staff initiatives to prevent 
isolation and maintain morale/sense of collectivism/solidarity 

• Training requirements … a question on training for staff who cannot perform their normal 
role and who might like to use this time to do training. e.g, what 
kind of training htey have been offered/ would like  But mostly - 
thanks for the excellent survey. 

• Job security The pandemic is likely going to change the education environment 
and, at least in the short term, a potential freeze on staff 
recruitment… 

• Recognition of effort … It is imperative that the Unions continue to emphasise to senior 
management what everyone is doing currently to support their 
University and such loyalty should not be forgotten or ignore when 
normality returns 

• Scenario planning I feel that there may be pressure to start lecturing as normal i.e. in 
lecture theatres. We will have students coming from all over the 
world and I am concerned that the risk might be substantial. I hope 
HWU operates with caution and is not motivated by financial 
reasons. 

• Costs of remote working and 
reasonable adjustments 

If we have purchased items to help us work more effectively (desk, 
chair, peripherals etc) it would be useful for uni to provide info on 
anything that can be claimed back either from the uni or through 
tax. 

 

Based on 57 usable comments 
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Appendix 5: Ideas for follow-up surveys 

Key idea Quote/example quote 

• Reflects parts of jobs Next survey should maybe split concerns in terms of 
teaching/admin/tutoring/research aspects 

• Repeat over time Welcome the survey. Should repeat it every 3 weeks 
assuming Lockdown continues 

• Repeat to reflect intensifying problems We probably need to do this regularly as staff 
wellbeing is likely to deteriorate as time goes on 

• Reflect evolving situation … further surveys tailored to the evolving situation 
might be useful. I am happy to participate in these. 

 


