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	Minutes MP SU – Extraordinary Meeting April 26 2023



Participants: Jens Christian Moesgaard Rauhe (chairman), Benny Endelt (deputy chairman), Astrid Heidemann Lassen, Jette Marie Christensen (minutes-taker), Brian Vejrum Wæhrens, Lars Rosgaard Jensen, Kjeld Nielsen, Klaus Kjær, Lars Diekhöner, Karina Kjeldgaard Ludvigsen 
Unable to attend: TR Jesper Dejgaard, Dansk Metal; TR Anders Aggerholm, 3F
Other participants: Dekan Mogens Rysholt; TR Michael Eriksen, DJØF; TR Jakob Skovrup Stampe, DM; TR Luise Bolther, HK Lab; samt Camilla Skjødt HR personnel legal consultant og Mathilde Vestergaard HR partner
1. Approval of Agenda
Order of business: Approval of agenda for today.
[bookmark: _Hlk132883853]
Agenda approved.
Minutes are written without specifying who said what. The minutes from 27.03.23 will be adjusted accordingly. It is encouraged that the minutes are send out as soon as possible, possibly without an English translation, which can be send out afterwards. 
2. Discussion of Statement of Budgetary Challenges at the Department of Materials and Production.
On March 27 2023, FSU at ENG and SU at MP were informed that the department has budgetary challenges in the budget for 2023-2025. Thus, it is necessary to reduce costs by DKK 6 million annually. The budgetary challenges are partly a result of declining student numbers and, consequently, decreasing tuition income in addition to increased expenses for rent, inflation and rising energy costs, etc. 
In order to avoid redundancies as much as possible, options for preventive measures have been explored since March 27 2023. The period for preventive measures has now ended, and, as a result, two voluntary severance schemes in addition to a senior scheme with reduced hours are expected to be made. The management has chosen to accommodate all applications, which reduced the need for savings from DKK 6 million to DKK 5 million annually. 
Thus, IMP must reduce costs by DKK 5 million annually, which must be done through redundancies. The process for this will be initiated according to the previously discussed plan. 
Order of business: It is recommended that the consultation committee in accordance with the appendices;
· discusses the financial status of IMP following the preventive measures and the extent of necessary staff reductions. 
· discusses the plan for staff adjustments.
· discusses the offers for laid-off employees.

Appendix:
Appendix 2.1: Redegørelse efter afværgeforanstaltninger (statement after preventive measures)
Appendix 2.2: Forslag til procesplan (propositions for process plan)
Appendix 2.3: Tilbud til afskedigede medarbejdere (offers for laid-off employees) 
Appendix 2.4: Outplacement 
B-side appendix for item 2.

The Head of Department presented the current situation based on Appendix 2.1. The employee representatives have submitted another appendix to the report. 

Discussion of the submitted appendix from the employees:
1st regarding student forecast: 
The Head of Department reviewed the development in student admissions and number of enrolled students, cf. Appendix 2.1. Forecasts of the number of enrolled students are based primarily on historical data. Unfortunately, there is no reason to believe in a positive development. 
Views from the side of the employees:
· The steep decline on the curve of 2019 and partly 2020 is due to the closing in Copenhagen.
· If we succeed in decreasing the drop-out rate, it will have a positive impact.
· We have intensified the efforts to increase enrollment, how is it incorporated?
· Request for clear goals for the initiatives, e.g. recruitment, investments, etc. in addition to subsequent follow-up on these initiatives. 
· Currently, there are a lot of uncertainties; recruitment, political decisions (MSc), etc. Perhaps we should postpone the decisions until we know more.
Management’s comments:
· The increased efforts in recruitment will hopefully counteract the current decline in size of the youth cohorts.
· We need to base our expectations on university forecasts. We cannot make our own.
· When centralizing the communication tasks, recruitment of students must remain in focus, further analyses and strategy must be made.
· We will lack in terms of due diligence if we do not respond to the trends which we see in the figures.
· There is probably never a ”right” time. Uncertainties about development and conditions will continue to arise. 
2nd regarding external turnover:
Views from the side of the employees:
· According to minutes from SU in August 2022, the financial situation looked reasonable. At the time, employees asked for impact assessments. What happened until the financial situation changed in November? Our application activity is good.
· Difficult to increase the project portfolio with a reduction in staff, as we then do not have the resources to apply for and execute on the projects. We lack strategic considerations of what kind of department we are to become. 
· As employees, we would like to be involved in discussions about strategic direction–this requires that trust is restored.
· When we are expected to hand over 32% of external funding to the joint contribution, it becomes difficult. 
Management’s comments:
· Increased external revenue has been added to the budgets. 
· We need to develop and implement generational change within the department. 
· The discussions about what kind of department we should become are important. 
· What was discussed in SU in August was the economy for 2022, as we had not yet received revenue frameworks for 2023. At the department seminar, the head of department talked about the challenges of declining student numbers, and the decline in size of the youth cohorts, and therefore the need to increase the external turnover. Unfortunately, we have not succeeded in increasing it and thereby overcome the challenges.
· The financial model has changed, which has not helped us. It is understandable, that the financial model for shared services is poor if only considering external, but the economy must be seen as a whole to get the right overall picture. If we do not bring in external funding, it will be very problematic.  


3rd and 4th on moving out of Skjernvej and maintaining cleanrooms.
Views from the side of the employees:
· If the relocation between Skjernvej/Fibigerstræde had been carried out earlier, the department would have been fully sustainable. Employees have not been involved in these strategic decisions. 
· We are not targeting the employes from physics, but if something had been done earlier, we would not have been in this situation. Back in 2018, plans for relocating the employes from Physics to the offices in Fib 16 were made.
· Is it possible to get more activity, rental etc. in the cleanroom? 
· The cleanroom is run down and close to worn out. 
Management’s comments:
· The discussion and plans for a new cleanroom have been going on for many years with BYGST involved. Issues have been encountered along the way. There have been plans for construction of new laboratories and offices for both MP, Physics and Mathematics. If the original plans had been realized, we would have been left with a much higher rent. This has been changed to a more sustainable project. The process has changed several times. 
· The construction price for the cleanroom has completely gone off the rails. Of course, this makes us reconsider cleanroom etc. We have also reassessed the project along the way. Historically, Physics has been good at bringing home external funding, but they are currently a little behind - just like other groups in the department.
5th Economic consequences of strategic decisions
Views from the side of the employees:
· Surely, we must have savings as a result of the reorganization of communications. 
· Expenses have been incurred by the department due to strategic decisions, both local and central, in which we have not been involved. 
· We lack a strategy in which we are involved in shaping. 
· Remove some costs managerially or centrally instead of reducing in operations.  
Management’s comments:
· The economy of the changes in communication are not yet agreed, but resources are being shifted, so we cannot expect savings. If there is a saving, we will of course incorporate it.

Finally, the employee representatives asked whether management was willing to move. Management concluded that there are a lot of things we see differently, and it is the assessment that we need to react. 
The further process.	
The Head of Department reviewed the coming process and offers to the affected employees, cf. Appendix 2.2-2.4.
Discussion:
· Why is there a handover meeting if nothing is to be discussed? It is an offer to the employees that they can choose to accept or refuse. Management wants to be able to face employees. 
· How many should be dismissed? It depends on the specific conditions such as salary, how much is financed by projects, etc., so we cannot tell, but the goal is a saving of DKK 5 million.
· Questions were asked about the process after the reduction, where the tasks must be solved by fewer. The management expressed the view that we need to look at what we can do less of or not at all. This must be done in dialogue with the employees. The employees request a process plan, which the management acknowledged and will work on. 
There were no comments to the process plan or the offers to dismissed employees that gave rise to changes.
[bookmark: _Hlk132883875]Communication:
FSU and SU as well as relevant union representatives are informed and involved in accordance with the process plan. 
The staff at the department will be informed in accordance with the timetable.  
3. Information on organizational change in the communication area at AAU
It has been decided to centralize all AAU's communication resources in a new joint communication department to create a strong communication environment with common strategies and templates, with several specialists in different areas. All tasks within external and internal communication as well as recruitment, including website, social media, and recruitment campaigns, will in the future be handled by the new joint communication department. 

At the same time, savings must be made in communication, corresponding to 25% of the decentralized resources. The process of reorganization will be discussed in HSU on April 24. Only then the process will be finalized. A process is underway where most employees from departments, etc. will be moved to the new joint communication department. However, to realize the savings, staff reductions will have to be made, either through natural leaves, voluntary agreements, or redundancies. The process of redeployment of employees will take place before the summer holidays, while the establishment of the joint communications department is expected to be finalized on October 1. 

In the Joint Secretariat for MP and Math, this means that 3 employees are involved in the redeployment in the joint communications department. They can apply for different communication profiles in the new joint unit.

The head of department informed about the situation. There is a process running where 3 local employees are affected. A saving has been included in the process, which means that there are tasks that will not be solved in the future. We do not yet know the financial consequences, but the cost will be shifted to joint services, so our joint contribution is expected to increase. 
No further comments.
Communication:
4. Other
N/A
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