
BUILD THE UNION! ♦♦♦ FIGHT EDUCATION 2030! ♦♦♦ BACK CASUAL STAFF!  

De Montfort’s executive executive managers 
seem to have taken on a new role - making our 
editors’ lives easier by writing Unionise headlines. 
The full context of this remark was a response to 
a question about career development and work-
load, in which the VC agreed that ‘where we are 
at the moment is anything but empowering’.  

An obvious follow-up would be to ask how em-
powerment can ever be achieved, now or in the 
future, when so many processes lack transparency: 
in this regard, the answer seems to be a ‘bonfire of 
the committees’ and streamlined decision-making.  

This is exactly what Dominic Shellard said upon 
arrival in 2010, but the outcome was not some 
kind of enhanced democracy, but rather a mass 
departure of staff through VS, followed by a 
marked concentration of power in the hands of 
new cliques. Is the current VC’s intention in any 
way similar to that associated with the previous 
regime? At this stage, it’s difficult to say with any 
certainty, but the answer to another question, on 
Professors placed ‘at risk’, might provide a clue. 

A Secret Review with no agreed criteria 

This remarkable intervention was framed as fol-
lows: since the Central Professorial Review was 
conducted without telling the Professoriate, and 
therefore run without agreed criteria, how did this 
square with the claim that the university was dedi-
cated to empowerment? The reply was one of 
those ripostes that will long be remembered by 
those who witnessed it. The question could not be 
answered, apparently, because the redundancy 
process had yet to reach a conclusion.  

This argument seizes upon the understandable 
need to exercise reasonable discretion (about an 
ongoing and painful procedure), and uses it to 
smother the substantive issue - the existence of an 
autocratic secrecy that has cost decent people 
their jobs. There is no rhyme or reason to any of 
the redundancies, other than the desire to restruc-
ture the university as a sub-prime venture, and to 
clear out those groups that brought real prestige 
to the institution (just in case they make us look 
too serious). All this from a ‘leadership’ that wants 
to bring De Montfort into the top half of research 
HEIs by 2028! 

‘Anything but Empowering’ 
VC Live, 30th June 2022 

I like you… I’m going 
to empower you to 

take the blame if our 
programme for 
change fails. Erm… thanks  

a bundle. 



Research time under threat 

The VC was certainly quite frank about the difficul-
ty of using any research time that staff had man-
aged to secure, noting that some individuals had 
complained that they had ‘very rarely’ received 
that time. The reason? Here we can agree - it is the 
imposition of other duties and pressures. In this 
respect, the VC’s analysis was on track: research 
was not something that one can do ‘in an hour 
after lunch’ on one day, and then again in a spare 
moment on another.  

The problem is that the much-vaunted ‘block 
sabbatical’ is not the solution. A seven week block 
is insufficient, and sounds like the lucky few would, 
in effect, receive their own ‘break’ between ses-
sions, if such exists when there are two parallel 
timetables (the current system and the block) to 
be serviced from this Autumn. To make things 
even worse, we have heard that some managers 
intend to break up any sabbaticals into bite-sized 
chunks and scatter the hours throughout a semes-
ter, exactly what the VC sees as the problem. 

Finances: how long is a piece of string? 

The VC Live presentation was full of detailed and 
useful data except, crucially, when it came to the 
usual rather vague account of financial plans and 
commitments. This gaping hole in the overall ra-
tionale was accompanied by the appearance of 
some ominous euphemisms about ‘continuous im-
provement’ (aka increased workloads) and ‘further 
review’ (i.e. the proposals already drawn up for 
the next wave of redundancies, which the rumour 
mill says is due to hit professional services any day 
now, and academics yet again in the the very near 
future).  
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DMU gets a mention in Private Eye 

Perhaps now would be the time for manage-
ment to play this one with a straight bat, and re-
veal their plans for future staffing. That might be a 
start, because at the moment no-one (whatever 
their exact allegiance or disposition), believes a 
word of the ‘empowering agenda’ - not even, it 
seems, the prominent figures tasked with recom-
mending it.  
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