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Summary

This report outlines the work of the TUC’s Equality Reps Project Extension which is
funded jointly by the TUC and the Government Equalities Office (GEO). This project is an
extension of the TUC’s Union Modernisation Fund (UMF) Round 2 project to Train and
Evaluate Union Equality Representatives.

The TUC had argued in its submission to the Women and Work Commission in 2005 for
trade union equality representatives (reps) to be given statutory rights. The Commission
did not support this proposal at that time but did recommend that the Government’s
Union Modernisation Fund should specifically allocate funding to support the development
of union equality reps. The Commission suggested that if this were to be successful the case
for statutory rights would be much stronger. Subsequently the UMF did allocate funding to
a number of union equality rep programmes as indicated below.

The last four years have seen a range of capacity- building projects through the UMF for
the training and development of union equality reps. The TUC project, through TUC
Education, has trained four hundred equality reps and contributed to affiliated unions
reps’ training for the new role.

The project has organised and run a group with the other seven UMF equality rep projects
to share ideas and good practice. The unions that had projects were Unite, Unison, PCS,
NUT, Prospect, TSSA and Connect/GFTU.

An external evaluation was conducted with the three hundred and twenty reps who had
undergone training up to September 2009. This showed that trained equality reps were
active in public and private sector workplaces in Great Britain and that eighty one per cent
of them had positively impacted on some aspect of their employer’s equality practice. A
key factor in their effectiveness was the amount of time they were able to spend on their
duties. There is employer support for the role, as forty nine percent of their employers paid
them for more than one hour per week for this role. In the evaluation there are four case
studies with interviews with employers and equality reps. The employers express support
for the business case for time off for union equality reps.

The TUC is continuing to press for statutory rights for union equality representatives
through its lobbying and campaigning work around the Equality Bill. The evidence
gathered during the duration of the funded projects demonstrates clearly that if equality
reps are not given paid time off they are much less effective at doing their jobs. Giving
statutory rights to ULRs made a big difference to their effectiveness; similarly, giving
statutory rights to union equality reps would greatly enhance their effectiveness.
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Background

This project is an extension of the TUC Union Modernisation Fund (UMF) a one year
Equality Reps project that finished in March 2009. The original project produced a three
day training course for equality reps that was delivered in Great Britain by TUC
Education, both in classrooms and online. Twenty one TUC tutors were trained to deliver
the new course and by April 2009, these tutors had trained two hundred and twenty
equality reps. The classroom and online courses are now part of TUC Education’s core
programme and the course continues to recruit. As part of the project, TUC policy officers
raised awareness of the role of equality reps and the new Equality Bill by running eight
regional seminars for two hundred and seven union officers.

In the UMF Round 2, eight projects were eventually approved that were concerned with
the training and development of equality reps. The majority of these projects will be
completed by April 2010. In order to share good practice, the TUC project co-ordinator set
up an equality reps project group comprising the other union UMF equality rep project co-
ordinators.

The TUC UMF project commissioned an independent external consultant to conduct an
initial evaluation of the training and the impact that equality reps were making. The
evaluation showed that the training was successful and that a high proportion of
participants had carried out activities at work as a result of the course. The majority of
these trained equality reps were able to report some success.

A conference was held in February 2009 to showcase the work of the project, at which
Harriet Harman, Minister of Women and Equalities, was the keynote speaker. The event
was attended by one hundred and sixty six reps and officers.

The full report of the work of the project with the initial evaluation report is available
from the TUC website in the Documents section of the Equality area. The report was
uploaded on15th June 2009. The original report and this one should be read together for a
complete understanding of the TUC’s work on equality reps.

Rationale

The TUC believes that equality reps are uniquely placed to promote fairness in the
workplace, firstly by raising the equality agenda among fellow workers and their own
unions, secondly by encouraging employers to make equality and diversity part of
mainstream collective bargaining and thirdly by working with vulnerable workers and
trying to ensure that every worker receives fair treatment irrespective of gender, race,
disability, religion, age, gender reassignment or sexuality.

Once equality reps are properly trained and established, they will have a real preventative
role to play in the workplace. They will be able to look at employers’ policies, procedures
and systems in terms of equality with a view to preventing some individual tribunal cases
as well as current inequalities.

The TUC UMF Equality Rep project was successful and clearly met its objectives. As the
project only ran for one year, the initial evaluation could only survey ninety seven trained
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reps and some of those had only been trained for a few weeks, which limited their ability
to effect any changes.

Another key role of the project was to co-ordinate the other union equality rep projects
and to include some of the work of their equality reps in the evaluation. Due to the
varying start dates and lengths of the other union projects, the original TUC project would
finish before most of the other projects had been completed. The Government Equalities
Office (GEO) funded, on a matched funding basis, a nine month extension for the project
in order that the training could be embedded and a more accurate and detailed evaluation
could be conducted of the effect of having equality reps in the workplace.

Aims and Obijectives

The project started in April 2009 and ran for nine months. It aims were to continue the
valuable work of the first year and to conduct a more detailed evaluation of the impact
equality reps were making in the workplace. This evaluation aimed to illustrate the
valuable work that these new reps were doing and provide evidence to make the case to
government for statutory rights for equality reps. These aims translate into the following
objectives:

e Commission and supervise an external evaluation that would include the online courses
and the extra two terms of TUC trained equality reps. This would be 300 + reps as
opposed to the 120 surveyed in the first project and would give a more realistic view of
the impact that the reps were having.

e Co-ordinate the equality rep project group, share good practice and assess the impact
that the other seven projects are making in the workplace.

¢ Develop additional training materials and resources to support the demanding role of
equality reps. The evaluation from the first project indicated that they needed more
training to deal with the complexity of the role.

Work of the Project
Training and Developing Equality Reps

The three day TUC equality reps course focuses on the collective approach to equality and
what is happening in reps’ own workplaces. The course covers an outline of the
discrimination law framework, key legal concepts and the content of their own union
structures. They are encouraged to study their own employer’s policies, to map their
workplace from an equality perspective, identify key issues and get others’ support for
making the case for equality. This course is now embedded in the TUC education
programme and is run throughout the regions, Scotland and Wales. The first online course
started in January 2009 and five online courses have run in 2009.

The range of equality issues that reps have to deal with is complex and the three day
course is only an introduction. In the evaluation of the first project, the reps identified the
need for further training to deal with the role effectively. A residential workshop was held
for nine TUC tutors who had taught the equality reps course, to review the course and the
future training needs of equality reps. The workshop produced ideas for a TUC Equality
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Diploma. As a result of the workshop, the project co-ordinator has written the syllabus
and units for this course which will be developed by TUC Education at a future date.

There are currently three TUC Diplomas in Health and Safety, Employment Law and
Contemporary Trade Unionism that are accredited by the Qualifications and Curriculum
Framework (QCF). These are 36 week courses where reps can gain up to 48 credits at level
2 and 3, and can fulfil University degree entrance requirements. An Equality Diploma
would provide progression and the academic knowledge of equality issues needed by an
equality rep. These Diplomas can also be studied online and there has been interest from
union full time officers in this new qualification as it would enable them to update their
knowledge in this complex and changing area.

The Chartered Society of Physiotherapists (CSP) ran a course using the TUC materials for
their reps during the first project. This was enthusiastically received and consequently they
used the materials to run a national training programme for all of their union reps to
update them on equality issues.

Sharing Good Practice

In order to share good practice and provide a forum for ideas, the TUC project set up an
equality rep project group in the summer of 2008 which continued throughout 2009.
There were seven other union equality rep projects. These were Unite, Unison, NUT, PCS,
Prospect, TSSA and Connect/GFTU. The group created a network between project co-
ordinators which enabled us to share ideas, keep up to date with developments in
particular unions and comment on policies and training materials.

As a result of the work of the group, the TUC project co-ordinator was co-opted onto the
Unite team, which reviewed their materials and co-tutored their pilot tutor training. The
co-ordinator also co-tutored the first Unite equality reps summer school held in Durham in
July 2009. The summer school trained fifty eight equality reps.

Role of a Union Equality Rep

There is growing evidence from the initial evaluation of the first project as well as union
experience that a lack of facility time is a significant barrier to the effectiveness of union
equality representatives. The TUC and others seek to address this by giving union equality
reps similar rights to other reps, for example union learning reps. If legislation is to be
amended to give equality reps statutory rights then the role needs to be clearly defined. The
current position is that there are different union approaches. In some unions the role will
be largely a campaigning, support or championing role whereas others intend equality reps
to be full members of the negotiating team.

The TUC in consultation with affiliate unions and the GEO propose that

A trade union equality representative has been defined as a representative of an
independent trade union who, in workplaces where independent trade unions are
recognised for collective bargaining purposes:

e Has been appointed or elected by their union in accordance with the union’s rules to
take on the role and:

e Has been or intends to go through training approved by the TUC or their independent
trade union to carry out the role.
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Equality representatives perform some or all of the following functions in the workplace:
¢ Provide information and advice about equality matters to individual members

e Represent employees on equality issues

e Help promote the value of equality in the workplace

e Help employees to achieve a more equitable work-life balance

e Assist with monitoring and assessing the impact of employment policies on different
groups to ensure that no discrimination arises or steps can be taken to avoid
discrimination arising

e Work in partnership with employers to develop policies and practices that will reduce
the risk of discrimination cases being taken and ensure that the workplace is fair and
inclusive

e Facilitate consultation and employee involvement on equality matters, helping build
consensus

e Support other union representatives and advise on any equality matters that arise in
collective bargaining with the employer.

Monitoring and Evaluation

The work of the project was overseen by a steering committee that met quarterly.
Members of the steering committee included GEO, TUC Equality and Employment Rights
Department (EERD) and TUC Education staff. Monthly reports of the project’s work were
sent to the GEO.

A key aim of the project was to conduct an independent external evaluation of the impact
that equality reps were having at work. An invitation to tender for the evaluation was
advertised on the TUC and Unionlearn websites. Thirty four tenders were received and the
successful tender was selected by a panel of staff from the TUC and GEO. The winning
tender was submitted by Professor Nicholas Bacon and Professor Kim Hoque of
Nottingham University Business School.

The evaluation was conducted in September and October 2009 and details of the three
hundred and twenty TUC trained reps were given to the researchers to survey. The
evaluation had two parts, a survey of trained equality reps and four case studies selected
from a variety of unions, sectors and geographical areas where both the equality rep and
their employer were interviewed by the researchers.

The survey aimed to find out:

e Who equality reps were and where they worked

e What factors influence the effectiveness of equality reps

e The extent to which equality reps have influenced employers’ policies and practices
e What factors help equality reps to influence their employers’ policies

Unison, Unite and PCS circulated the survey to their trained equality reps and encouraged
them to complete the survey. Two hundred and sixty one completed surveys were received
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by the researchers.

The TUC and the GEO wanted the evaluation to go beyond the views of equality reps and
to include the employer voice. It was decided that the best way to do this would be by
compiling four varied case studies where both the equality rep and the employer were
interviewed by the researchers. The following four case studies were selected:

e GMB and the Highways department of Walsall Council

e Unite and the Principality Building society in Cardiff

¢ Unison and the Betsi Cadwaladar Health Board in Wales
e Unite and the Ineos oil refinery at Grangemouth, Scotland

In addition, the project commissioned from the Nottingham researchers an analysis of the
2004 Workplace Employment Relations Survey (WERS) to gauge whether the presence of
union reps and whether they have bargaining or consultation rights affects the level of
adoption of equality policies and practices by the employer.

Key Points from the Survey

Who are equality reps?

e 81% are white , 46% are female, 18% are new activists, 85% hold another union role
Where do they work?

® 65% work in the public sector, 32% in the private sector, 3% in the voluntary sector
e 63% work in organisations of 5,000 plus, 36 % are in organisations of 1,000 plus
How much time are they spending on their activities?

* 65% are spending more than 1 hour per week, 41% are spending more than 2 hours per
week

* 49% report their employers usually pay them for more than 1 hour per week
e 32% spend more time on their duties than paid for by the employer
Impact on employer practices

e 81% have had an impact on employer equality practices, this includes 40% who have
made improvements to flexible working practices

e Private sector reps are just as likely as public sector reps to influence employer practice
Key factors that influence their effectiveness on improving equality practices

e Amount of time spent on the role

e Regular discussions between managers and reps

e The existence of an equality forum or committee

e The employer negotiates with the union on equality
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Comments from the Case Study Employers
¢ Grievances are more likely to be resolved informally when the equality rep is involved

e In a competitive environment equality issues will be more important and enable us to get
the most capable people into the organisation

e As a result of the training introduced by the equality rep, bullying cases have gone
down which has reduced stress related absenteeism and lowered sickness levels

e Attitudes and behaviours have changed which has improved worker morale and
retention

For the full evaluation report of the survey and the case studies see Appendix 1

Key Points from WERS 2004 Analysis
e Employer equality practice is higher in workplaces with union recognition

e Good equality practices are far more prevalent where the employer negotiates (rather
than consults) with the union over equality matters

For the full analysis of the 2004 WERS survey see Appendix 2

Outcomes

The most significant outcome of the project is that the external evaluation has shown that
there are growing numbers of trained union equality reps in British workplaces performing
their role with vigour and employer support. Eighty one per cent of union equality reps are
influencing employer equality practice.

For an interim list of employers who have equality reps see Appendix 3

According to the four case study employers, there are clear business benefits to be
generated from the activity of equality reps. These include improved workforce morale,
improved recruitment and retention, higher productivity and reduced tribunal costs.

The project has trained four hundred union equality reps through TUC Education and the
course is part of their core programme and will be sustainable beyond the life of the
project. The syllabus and units for a TUC Equality Diploma have been written to provide
future progression in training for equality reps.

Future Developments

The other UMF equality rep projects are scheduled to finish by March 2010. Many of
them are developing and training union equality reps and it is estimated that by March
2010 there will be 1,400 trained equality reps in Great Britain. The training materials and
expertise generated by the project will ensure that union equality reps will continue to be
trained.

TUC Equality Reps Project Extension Report EERD 1 January 2010 9



TUC

Appendix 1

TUC Union Equality Representatives Survey 2009: final report

Nicolas Bacon
and

Kim Hoque

Address for correspondence: Nottingham University Business School, Jubilee Campus,
Wollaton Road, Nottingham, NG8 1BB. nicholas.bacon@nottingham.ac.uk;
kim.hoque@nottingham.ac.uk
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Introduction

This report presents the findings from the 2009 TUC Survey of Union Equality Reps. The
report seeks to address the following issues. First, it seeks to identify equality rep
demographic characteristics, and the type of workplaces equality reps are located within.
Second, it seeks to identify a range of factors that have the potential to influence equality
rep effectiveness, particularly in relation to the activities equality reps engage in, the
support they receive and their role characteristics. Third, the report seeks to estimate the
extent to which equality reps have been successful in terms of influencing employer
equality policy. Fourth, it seeks to identify the factors that are associated with the ability of
equality reps to influence employer equality practices positively. Finally, it presents four
case studies of organisations with equality reps and the views managers express about the
contribution equality reps have made to business performance.

Survey Details

The survey was sent to all equality reps on the TUC database of reps that had undertaken
TUC equality rep training. In total, 282 surveys were sent to reps via this route. In
addition, surveys were also sent out by Unite and PCS to their own equality reps. The
survey was sent out in September 2009 with reminders being sent during October 2009. In
total, 261 responses were received (a response rate of 45 per cent), of which 225 are used
in this report'. The survey was designed and analysed by Nicolas Bacon and Kim Hoque
from Nottingham University Business School. We would all like to thank all the reps who
were able to complete the survey and those in trade unions who encouraged reps to
complete the surveys.

Equality Representativesddemographic and workplace characteristics

The characteristics of equality reps are somewhat different from those of other union reps
in several respects. In particular, equality reps are more likely than other union reps to be
from an ethnic minority. Overall, 81 per cent of equality reps are white, 7 per cent have an
Asian or Asian British background, 9 per cent a black or black British background, 2 per
cent a mixed background and 0.5 per cent a Chinese background. Less than half (46 per
cent) of equality reps are female, which is perhaps unsurprising given that the role is being
played largely by reps in established roles (see below). It is notable though that 63 per cent
of the equality reps that have not had prior rep experiences are female, suggesting the role
is playing a part in attracting more women into union representation. The average age of
equality reps completing the survey is 47 years old. The youngest equality rep in the survey
is 22 years old, while the oldest is 68 years old. There is no evidence that the effectiveness
of equality reps varies by age.

In terms of the types of workplace in which equality reps are found, 65 per cent of equality
reps are located in the public sector, 32 per cent are located in the private sector and 3 per
cent are located in the not-for-profit/ voluntary sector. A majority of equality reps (63 per
cent) are located in large organisations with 5,000 or more employees, and 36 per cent are

in Workilaces with more than 1,000 emiloiees. This suiiests that eﬁualiti reps have the
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