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Introduction 
 

I am delighted to introduce the HROD Annual Report for the academic year 2019/20. 
 

The purpose of this report is to outline the key activities of the HROD Team, to plot progress and achievements 
against the 5 strategic priorities in our People Strategy, and to outline our priorities for the year ahead. 

 
Any University is only as good as the people within it. This means people truly are the most important asset of 
Durham University. In an increasingly uncertain, competitive and dynamic environment, recruiting, retaining and 
developing the most talented people is central to the long-term success of the institution, and the delivery of the 
University Strategy. The fundamental goal of the People Strategy is to ensure that Durham University has a workforce 
in place which is collectively able to deliver world class research and engagement, education and a wider student 
experience on a consistent and sustainable basis. 

 
The last 12 months has highlighted more than ever the importance of placing the wellbeing, engagement and 
development of our people at the heart of everything we do. The COVID-19 pandemic has required our whole 
community to react in very challenging circumstances, and the response across every section of the University has 
been truly inspiring. As we entered the pandemic in March 2020 we re-focused the priorities of the HROD Team to 
ensure we were doing all we could to support and keep our people safe through this unprecedented time. This 
included the development of a wide range of resources to support mental health and wellbeing, such as the 
introduction of our first Employee Assistance Programme, the launch of a staff “wellbeing hub” and the provision of 
on-line personal development programmes to provide our staff with the skills they needed to work differently. 

 
We also recognise that we must redouble our efforts to build a diverse and inclusive workforce and accelerate the 
pace of change in this area. We must ensure that all colleagues feel listened to, feel welcome at Durham and are 
given the opportunity to reach their full potential. A key part of this work will be the development of an action plan to 
take forward the recommendations of the Respect Commission Report, including a new suite of development 
activities to develop inclusive leadership skills in all our managers and highlighting the active role we must all play in 
challenging inequality, discrimination and bias. 

 
The sector is facing unprecedented uncertainty due to the on-going pandemic, and this is set to continue throughout 
2020/21. These significant financial pressures mean there is little doubt that the Government will increasingly expect 
the HE sector to deliver efficiencies and demonstrate value for money. As part of this drive to control costs we must 
also identify solutions to the funding deficits in our two main pension schemes with the aim of delivering affordable, 
sustainable and attractive pension provision into the future. 

 
The pandemic has forced us to embrace a new way of working. A key HROD priority will be to provide the appropriate 
frameworks, polices and support mechanisms to allow colleagues to maximise the benefits of a more flexible and 
agile way of working. We will also focus on identifying the skills and technology needed to bring about service 
improvements and efficiencies, and develop a plan to identify core digital competencies and address skills gaps. 

 
These are challenging agendas. We will continue to provide more opportunities for colleagues to engage with these 
discussions and hear directly from senor leaders via virtual Town Hall events. Colleagues will also have the 
opportunity to provide input via our next staff survey that will take place in 2021. Alongside this we remain committed 
to working constructively with all our local Trade Union representatives and engaging more effectively with our staff 
networks. 

 
As we look forward we will continue to ensure that the HROD Team aligns activity in support of the strategic goals 
of the University, we will benchmark our approaches against our peers (within and outside of HE), seek feedback 
from our “customers”, and continually review and improve the services we offer. 

 
Thank you for taking the time to read this report. 

Best wishes 

 
Joanne Race 
Director of Human Resources and Organisation Development 
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Meet the HR & OD Team 
A total establishment of 94 FTE - HROD (71 FTE) and University Day Nursery (23 FTE): 

 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Nicola Johnston 

Assistant Director & 
Employment Lawyer 

 
Lucy Woods 

Head of Business 
Partnering 

Lauren Edwards 
Assistant Director 

Sophie Sowerby 
Head of Organisation 

Development 
 

Louise Huscroft 
Head of Occupational 

Health 

 

 
Providing strategic HR advice 
to Executive Leads and 
Heads of Departments. 
Providing professional, 
proactive and timely HR 
support, enabling managers 
to confidently lead on 
employee relations issues 
including discipline, 
grievance, ill health and 
performance management. 

 

 
Supporting the Oracle 
HR/Payroll system and other 
integrated systems, providing 
business intelligence, 
reporting and analytics to 
inform internal planning and 
projects, and for external 
agencies (such as HESA) 

 
Pay & Reward Team 
Advising on pay and reward 
strategies, managing our 
benefits, reward and 
recognition processes, and 
providing benchmark pay data 
to inform decision making 

 
 

Providing strategically focused 
organisational and 
development initiatives with a 
focus on leadership capability 
and capacity, support for a 
respectful and enabling 
culture, team effectiveness 
and individual professional 
development. 

 
University Day Nursery 
Providing high-quality childcare 
in a safe, secure and 
stimulating environment for up 
to 80 children from 6 weeks old 
to school age. 

Joanne Race 
Director of HR & OD 

 
Recruitment and 
Relocation Team 
Responsible for the attraction 
and recruitment functions, 
including the management of 
the annual academic 
recruitment campaign, 
engagement of executive and 
senior roles and campaigns 
for specialist and volume 
roles. The team also support 
the relocation of colleagues 
from across the world, 
including UKVI and 
immigration issues. 
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Our Approach 
 
 
 

 
 
 

 

 
 

Our Vision 
 
 

A service that is strategically focused, and that 
aligns HR & OD resources and capabilities to 
support activities that deliver the most value 
and optimise HR processes at the moments 
that matter most within the employee  
lifecycle. 

We adopt a Business Partner approach 
across all of our teams. Providing 
professional, expert advice and support to 
colleagues at an individual, team, 
department and institutional level on all 
people matters. Working in partnership with 
senior stakeholders and leaders to ensure 
we deliver against the key objectives in the 
People Strategy. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

 
How do we go about our business? 

 
� Benchmarking against best 

practice within and outside of 
the HE sector 

� Engage in active networking 
locally, nationally and 
internationally 

� Focus on outcome as much as 
process 

� Actively engage with our staff 
networks and other stakeholders 

� Work collaboratively with our 4 
campus Trade Unions 

� Prioritise activity that will support 
the delivery of the University’s 
strategic priorities 

� Seek regular feedback 
from our “customers” 

� Pride ourselves on the 
quality of our data 

� Empower and support 
managers to 
effectively deal with 
people issues 
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People Strategy 
 

Key  Achievements 2019/20 
 

What next 2020/21 
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People Strategy – Our 5 Key Objectives 
 

� To promote and support the well-being of the workforce 
 
 
 

� To attract, retain and reward the best talent 
 
 

� To develop leadership at all levels, ensuring that all 
staff are supported to realise their potential and 
understand their contribution to achieving the 
University’s core goals 

 
 
 

� To ensure that an increasingly diverse workforce is 
treated equally, fairly and with respect, and that all staff 
are demonstrably valued and actively engaged 

 
 
 

� To structure the workforce in the most effective and 
efficient ways to deliver the University strategy 
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Aim 1 - to promote and support the wellbeing of the 
workforce 

 
 

Key Achievements – 2019/20 What next – 2020/21 

A comprehensive staff Health Needs Assessment was 
completed, which provided an evidence base to inform 
the development of our first Staff and Student Wellbeing 
Strategy 

We will finalise the Staff and Student Wellbeing 
Strategy, taking account of feedback from key 
stakeholder groups to inform our associated action plan 
and KPIs 

The launch of our first Employee Assistance 
Programme, with access to a 24/7 telephone 
counselling helpline, and a wide range of free, instant 
access, support resources for all staff 

A renewed focus on support for staff with mental health 
issues, providing training for managers and key contacts 
in ever department via programmes such as “making 
every contact count” and “mental health first aiders” 

Introduction of health cash plans and discounted private 
medical cover through BUPA 

Provide a framework to support more agile and flexible 
ways of working, developing polices and approaches to 
safeguard physical and mental wellbeing 

Delivered virtual pre-retirement and mid-career financial 
planning courses 

Enhance the Occupational Health Service, update our 
programme of health surveillance and improve service 
levels and management data by the introduction of our 
first OH software management system 

Significant HR resources were focused to support the 
University response to Covid 19 

On-going support in response to Covid-19 will continue 
to be a priority for all our teams 

 

Aim 2 – To attract, retain and reward the best talent 
 
 

Key achievements - 2019/20 What next – 2020/21 

Successful academic and senior staff recruitment 
campaigns 

Provide support and expertise to key University 
appointments including the search for our new Vice- 
Chancellor, the PVC EDI and Heads of College 

Introduction of “Talleo” a sector leading e-recruitment 
system 

Management of the Academic Recruitment 
Campaign 20/21 amidst the complexity of Covid-19 

Expansion of benefits and salary sacrifice options Review of University Pension Schemes, responding 
to funding challenges and ensuring our pension 
provision remains attractive across the board 

Provision of sector leading international relocation 
service 

Develop the concept of “total reward”, including the 
introduction of total reward statements 

Successful academic progression round with over 1300 
CVs considered and over 13% of colleagues promoted 

Review of academic progression benchmarks to 
ensure parity across the academic and teaching track 
and to provide clarification of expectations in terms of 
citizenship. 

 Review of Grade 10 Senior Staff Pay Structure to 
ensure we provide a competitive remuneration 
structure that is also fair and equitable 
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Aim 3 - To develop leadership at all levels, ensuring that 
all staff are supported to realise their potential and 
understand their contribution to achieving the 
University’s core goals 

 
Key achievements - 2019/20 What next – 2020/21 
Completion of the project to introduce of 4 “job families” for all 
Professional Services roles, including the introduction of more 
flexible and generic role descriptions 

Introduction of Oracle Learn and Talent 
Modules, to support engagement with CPD, 
streamline and improve annual review 
processes and monitor mandatory training 
compliance 

Introduction of Career Pathways for PS staff to align with the job 
families and support initiatives such as the “Technician’s 
Commitment” 

Develop and implement a comprehensive 
leadership behavioural change programme in 
response to the Respect Commission 
recommendations 

The creation of an OD function (to replace the previous “training 
and development” team), with a more strategic focus on 
leadership and culture 

Identify and map core digital skills against the 
job family framework, begin to further 
understand and address any gaps in digital 
skills 

The introduction of on-line personal development workbooks for 
PS staff, mapped against the job family framework and the 
programme of development activities available to colleagues, 
creating a transferrable virtual CPD portfolio 

A refreshed development offer to support the 
development of leadership capability at all 
levels, incorporating where appropriate the 
opportunity for networking nationally and 
internationally through the Matariki group: 
https://sway.office.com/DIKSTd1aQqiXRwOg?r 
ef=Link 

Increased use of the Apprenticeship Levy to support external 
professional and academic qualifications 

The development of a Durham University 360 
feedback tool based on our values and 
behavioural frameworks, for use by senior 
leadership teams 

Delivery of regular themed leadership summits for all senior 
leaders, including our first “virtual summit” 

Continuation of themed leadership summits to 
engage our leaders in the challenges facing the 
University 

The introduction of a behavioural framework for all DU Leaders, 
linked to our University values: 
https://www.dur.ac.uk/od/training/courses/leadership/leadera 
ttributes/ 

Introduction of a DU Leadership webinar series 
with associated learning sets for senior leaders 
to reflect on the DU leadership attributes in 
practice and support cultural and behavioural 
change 

http://www.dur.ac.uk/od/training/courses/leadership/leadera
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Aim 4 - To ensure that an increasingly diverse workforce 
is treated equally, fairly and with respect, and that all 
staff are demonstrably valued and actively engaged 

 
Key achievements – 2019/20 What next – 2020/21 

The creation of the Equal Pay Working 
Group and the publication of the action plan 
and supporting data to improve the gender 
pay gap 

Delivery of the recommendations of the Respect Commission and 
the HR elements of Gender Equality Action Plan and Race 
Equality Charter Mark Action Plan: 
https://www.dur.ac.uk/respect/  
https://www.dur.ac.uk/equality.diversity/rec/ 
https://www.dur.ac.uk/equality.diversity/gender/athenaswan/ 

A further reduction in our Gender Pay Gap: 
23.6%, (2019), 23.77% (2018) and 
25.35% (2017). 

Delivery of the Action Plan to address the Gender Pay Gap 
https://www.dur.ac.uk/resources/hr/GenderPayGapActionPlan.pdf 

Reporting on our first Ethnicity Pay Gap: 
� For contracted employees the median 

gap is 13.5% in favour of staff 
categorised as BAME. 

� For atypical workers the median gap is 
31.0% in favour of staff categorized as 
BAME. 

Delivery of an all staff survey, to include feedback on culture and 
behaviours, followed by annual “pulse surveys” 

A refresh of our EDI training, including the 
launch of an updated unconscious bias e- 
learning module and recruitment training 
modules 

Launch of a EDI development and education programme for all 
senior leaders, including the importance of “allyship” and being 
an “active bystander”. This will be supported by the roll out of 
active bystander e-learning module for all staff. 

Further diversification of the workforce 
during recruitment processes, notably via 
the academic recruitment campaign 

Continued focus on EDI in recruitment and selection to increase 
representation of underrepresented groups. 

Aim 5 - To structure the workforce in the most effective 
and efficient ways to deliver the University strategy 

 
 

Key achievements – 2019/20 What next – 2020/21 

Successful conclusion of a number of key change 
projects, including the sale of CEM, the Faculty and 
Department Operations Transformation, the Marketing 
and Communications review and Phase 1 of the review 
of Residential Operations and Catering. 

Continue to support the work of the Financial 
Sustainability Team, and the delivery of a fully 
integrated planning process. 
Continuing to support key change projects to a 
successful conclusion 

Developed an improved approach to the way in which 
we engage and pay casual staff – culminating in a 
sector leading collective agreement with Durham UCU 

Embed the new approach to the engagement of 
casual staff, including improved workforce data and 
analytics to ensure we make best use of our core and 
flexible workforce 

Launch of a “Performance Management Toolkit” Further embed a performance management 
approach – ensuring all staff understand the 
performance benchmarks for their roles and the 
behavioural codes of conduct for our whole 
community 

Successful implementation of Phase 1 Oracle Cloud – a 
modern, integrated HR/Payroll system 

Embed Oracle best practice and realise process 
efficiencies and improvements 

http://www.dur.ac.uk/respect/
http://www.dur.ac.uk/equality.diversity/rec/
http://www.dur.ac.uk/resources/hr/GenderPayGapActionPlan.pdf
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Launch of “management dashboards” for all HoDs 
providing direct access to key staff data that is 
consistent and accurate 

Review the HR Target Operating Model, embedding 
new ways of working and efficiencies and embracing 
the opportunities resulting from the newly merged 
HR/Payroll Team 

  

 Building on our learning from the extensive remote 
working in 2019/20, provide the HROD frameworks 
and practices to allow us to embrace agile and 
flexible ways of working 

 Review the approach to handling complaints and 
grievances to encourage early informal resolution of 
problems, and where this is not possible, ensure a 
speedy, appropriate and proportionate process 
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Academic Recruitment Campaign 
. 
Recruitment of the very best people remains a key strategic focus for the HROD Team. In 2019/20 there 
have been a number of senior appointments including Director of Advancement and Communications, 
heads of a number of University Colleges and the appointment of Lay Members of Council. This year has 
seen significant disruption to recruitment markets caused by Covid-19, but the need to recruit both 
strategic roles and ‘key worker’ roles across the University remains buoyant. 

 
The Academic Recruitment Campaign 19/20 was disrupted by industrial action and more recently by 
Covid-19, but the campaign continued with many recruitment processes being completed remotely. In  
the  19/20  Campaign  123  roles  were  successfully  recruited,  compared  to  54,  96  and  109  in  the 
previous 3 annual campaigns, with applicants received from 126 countries. The EDI figures remain 
robust: 
� Female applicants accounted for 32% of candidates, with the proportion increasing at each stage 

of the recruitment process and 51% of candidates accepting offers were female (compared to 37%, 
47% and 42% in the previous 3 campaigns). The highest recruiting Faculty was Social Science 
and Health with 61% of new colleagues being female. 

� BAME applicants accounted for 31% of candidates, with 30% of offers being made to BAME 
candidates. Offers accepted by BAME candidates were 28% (compared to 18%, 20% and 29% in 
previous campaigns). In the Faculty of Business 50% of new colleagues identified as BAME. 

 
We are now in the planning phase for the 2020/21 Academic Recruitment Campaign where we aim 
to recruit up to 145 new and replacement roles. 

 s 
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AUA Mark of Excellence – 2019 
“The panel was very impressed with the 
further development that has taken place 

at your institution and would like to 
commend the overall approach of the 

organisation as a model of good practice, 
and one which is leading in the sector. 

They were impressed with the amount of 
excellent practice highlighted throughout 

your application and the assessor’s report 
across all of the criteria.” 

 
 

Princess Royal Training 
Awards - 2020 

 
Demonstrated that investing 
in your people through 
training and skills 
development has delivered 
real and tangible impact and 
benefits. 

 
 
 
 
 
 
 
 
 

Job Families, Career Pathways and online 
Personal Development Workbooks for 
Professional Services Staff was shortlisted for the 
2020 UHR Awards for Organisational 
Development and Culture Change 

Shortlisted for the CIPD North East Awards – 
Equality & Diversity 

 
 
 
 
 

20th November saw the launch of the Technician 
Commitment. To celebrate technical staff from 
across the University came together to network 

and showcase their skills. 
“Thanks for putting on such a great launch 

event. It shows the engagement already that you 
are putting in to the technician commitment. The 
speakers were all perfect and the exhibition was 

very well laid out and interesting.” 
Tracey Dickens, project officer for the 

Technician Commitment from The Gatsby 
Foundation 

 
 
 
 
 
 
 

HE Staff Development Forum Award - 2019 
“Durham University’s Career Pathways was awarded the ‘Developing Excellent Practice Award 2019’ at the Staff 
Development Forum’s (SDF) annual national conference in November 2019. The SDF is a nationally recognised 

and regionally represented network supported by Advance HE. The SDF works with staff and organisational 
developers in Higher Education to enhance the effectiveness of its workforce. The judges were particularly 

impressed with how the Career Pathways link role, skills and behaviours with careers and provide a balance 
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Russell Group Sector 
average 

 
Academic - 36.3% 
All Staff – 25.9% 
(HESA data 2018/19) 

Russell Group Sector 
average 1:1.08 
(HESA data 2018/19) 

Staff Statistics 
 

1,252 Academic Staff (FTE) 

379 Research Only Staff (FTE) 

2,285 Professional Services Staff 
(FTE) 

 
1,408 Casual/flexible Staff 
(average no. paid staff per 
quarter) 

 
Average Employee Age 
44.4 years 

 
Average Length of Service 
9.13 years 

 
Employee Relations Cases 

 
The Business Partner team effectively 
manage approximately 250 employee 
relations cases at any one time, 
following fair  and  transparent 
processes to deal with issues including 
discipline, ill health, performance and 
grievances. 
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Russell Group Sector 
average 

 
Academic - 43% 
All Staff – 52.6% 
(HESA data 2018/19) 

 
 
 
 
 
 
 
 
 
 
 
 
 

Russell Group Sector 
average 

 
Academic - 16.9% 
All Staff – 14.4% 
(HESA data 2018/19) 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Russell Group Sector 
average 

 
Academic - 7% 
All Staff – 7.7% 
(HESA data 2018/19) 
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Organisation Development 

 
All Institutions Sector 
Average 

 
Academic - 3 days 
All Staff – 6.2 days 
(UCEA Sickness Survey data 
2018/19) 

 
Numbers attending at a workshop or online event Numbers 
Leadership, management and personal development 1,372 
Equality and Diversity 511 
Change Programmes 30 
Total 1,913 

 

Leadership, management and personal development 
Includes the following online workshops specifically held to support staff working from home and 
improving productivity & processes: 

� How to work successfully from home first online workshops offered during COVID-19 - 462 
attendees 

� Managing & Supporting Teams who are Working Differently – 21 attendees 
� Improving productivity – Email & Meetings – 97 attendees 
� Ease the load – effective systems & helpful processes – 127 attendees 

Comprehensive portfolio of e-learning resources – mapped to the University Values, RYPA and Job 
Families Core Skills – colleagues have accessed over 600 courses since April 

 
Wellbeing Hub 
Developed to support colleagues to adapt to remote working – accessed over 50,000 times since April 

 
External Impact 
National conference invitations and keynote at other institutional events, showcasing our various OD 
initiatives, including the “Conversation Compass”, Leading Change Framework, Career Pathways and 
Job Families, and HE specific Unconscious Bias training within REF, to colleagues aligned to 
professional bodies both within the sector e.g. AUA, SDF and UHR and outside of the sector e.g. 
CIPD. 
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REWARD 

 

 
 

 

 
2020 - 504 
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The HROD contribution to the Covid-19 response 
 

 
We have been involved in much of the Covid-19 work across the University since March 2020 and every 
colleague in HR has been impacted directly or indirectly with novel staff issues or new ways of working. This 
has included: 
� arrangements for key workers during lockdown 
� furloughing c.1000 University staff 
� the creation of significant amounts of wellbeing material 
� support for colleagues working from home 
� processes and support to react to reopening the campus and restrictions/lockdown 
� health assessments for staff 
� processes to declare health and other risk factors 
� outbreak control planning 
� supporting staff aspects of pilot of “mass testing” – known as “Project Moonshot” 
� support to redeploy colleagues to support front line College activity 
� condensing changing Government Guidance into easy to understand and accessible guidance 
� ongoing and constructive engagement with our campus trade unions on the Covid-19 effort. 

 
Financial Sustainability 

 
The pandemic has created unprecedented financial uncertainty. To help manage our staff costs we 
developed and managed a range of voluntary measures to control the pay bill, this included a 
Voluntary Severance Scheme (with 26 staff leaving under the scheme), and a suite of other voluntary 
measures such as early retirement and the option to reduce hours or buy additional holiday. This 
resulted in a total saving of up to £1,442,820. 
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Human Resources and Organisation Development 
 

Contact 
 
 

Joanne Race 
Director HR & OD 

 

 
T: +44 (0)191 334 XXXX 
E: j.e.race@durham.ac.uk 

 
 

 
 
 
 

mailto:j.e.race@durham.ac.uk
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