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13 Durham University People Strategy 
 

 
 

1. Executive Summary 
People are the most important asset of Durham University. In an increasingly competitive 
and dynamic environment, recruiting, retaining and developing the most talented people are 
central to the long-term success of the institution and the delivery of the University Strategy. 

 
The overall 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. This needs to be 
achieved in the context of a rapidly changing and uncertain policy environment, which will 
undoubtedly impact our ambitions to recruit and retain world-leading academics within a 
globally competitive environment. 

 
The University aims to be a good employer and to be an employer of choice. We recognise 
the importance of the well-being of our workforce, and the need to learn from best 
practice, developing exemplar policy and practices which support  smart  working,  
proactively supporting equality and diversity across the workforce. 

 
There have been a number of important developments in HR policy and practice in 
Durham University, but a gap analysis drawing on benchmarking data and best practice 
from Higher Education and other sectors highlights the key areas of focus for the Strategy 
to achieve our goal. These include: comparatively high staffing costs, fragmentation, 
academic recruitment and reward, the lack of consistent policies, systems and processes, 
the need for a greater emphasis on staff engagement, and equality and diversity. 

 
A number of key strategic aims have therefore been identified to achieve the University’s 
goals in light of the operating context: 

 

 

1. To  structure  the workforce  in  the most  effective  and  efficient  ways  to  deliver  
the University strategy; 

 
2. To attract, retain and reward the best talent; 

 
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; 

 
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; 
 

5. To promote and support the well-being of the workforce. 
 

Recognising the changing operational context, the shape and size of the University is 
expected to change over the period of the Strategy. Delivery of the People Strategy will 
be supported by a coordinated programme of change and underpinned by the development 
and implementation of new policies, systems and processes. The University will always 
seek to learn from best practice, be evidenced-informed, and demonstrate our values at 
all times, treating people fairly and with respect. 
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2. Context 

People are the most important asset of Durham University, and talent management within 
an international and highly competitive sector is vital for the institution’s long-term success 
and the successful delivery of the University Strategy. 

 
Durham University aims to recruit and retain world-leading academics and exceptional 
Professional Services staff, but UK HE policy (including the Research Excellence 
Framework, Teaching Excellence Framework, NSS) and UK and global league tables are all 
driving global competition for the best talent. 

 
In this context, Durham University needs to ensure that pay and reward policies are 
effectively attuned to different labour markets. Pay structures need to be flexible enough to 
meet market demands, whilst also being attentive to equal pay considerations and outcomes. 

 
Being located in the North East of England brings both comparative advantages (relatively 
low- cost housing, quality of life, cultural and natural assets), but also some recruitment 
challenges (perceived peripherality, weak connectivity and critical mass of other major 
employers). The University needs to ensure that consistent efforts are made to effectively 
market and recruit, with targeted campaigns and competitive relocation and reward 
packages. 

 
With an increasingly diverse workforce, the University needs to proactively promote 
equality and diversity, for all protected characteristics, in compliance with changing 
employment law and best practice, underpinned by clear values and a culture of inclusivity. 

 
There is also a growing recognition of the importance of well-being, supporting a good 
work- life balance and policies and practices that enable staff to fulfil caring responsibilities, 
supported by flexible and agile working practices. 

 
Changes in legislation, policy and regulation will also have a significant impact. The result 
of the BREXIT Referendum and current Government Policy on immigration could have 
serious implications for the workforce, both current and future. Many other changes including 
pensions (USS), mandatory retirement age and Living Wage will also affect University staff. 

 

These changes are likely to have significant financial implications, adding to current 
staffing costs. Professional services staffing costs represent a significant and growing 
proportion of the University’s current expenditure, which is proportionally larger than 
comparator HEIs. 

 
These internal and external drivers will inform the future size and shape of the 
University, which will require effective leadership, proactive workforce planning, and change 
management. This will need to be informed by best practice from a wide range of 
employers, drawing on accurate and timely management and business information, 
supported by clear and consistent policies, and underpinned by a culture in which all staff are 
valued and supported. 

 
3. Goal 

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. 

 
4. Strategic Aims 

This primary goal is underpinned by five strategic 
aims: 
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1. To structure the workforce in the most effective and efficient ways to deliver the 

University strategy; 
2. To attract, retain and reward the best 

talent; 
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; 
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; 
5. To promote and support the well-being of the 

workforce. 
 
5. Gap Analysis 

To realise the goal and strategic aims of the People Strategy, analysis of comparator 
organisations and best practice has been undertaken, considering both HE and other 
sectors to inform our gap analysis. Appendix A sets out KPIs from Durham University and 
comparator HEIs: 

 
Headline summary of Durham University HR KPIs (period ending January 
2016). 

 

Total headcount 8320 
FTE 3880 
Temporary contracts 770 
Atypical contracts 3836 
Ratio Academic: PSS 1.61 
Gender (male/female) 3797/4523 
BME 795 
Disability 568 
Annual Staff Turnover 15% 
% staff cost to income 54.3% 

 
 
 

A number of high-level findings from this gap analysis indicates where changes are 
required. These findings also affirm the need to have a demonstrable link between staff 
resources and strategic need, driven by a clear planning process for both academic and 
professional services staff. 

 
• Spend on staffing is amongst the highest amongst out peer group, with a large 

number of atypical staff. 
 

• The University currently employs a large number of staff on ‘multiple fractional 
contracts’. This means that many staff in professional services (within 
departments, colleges, and professional services across the University) have 
fragmented roles, resulting in misalignment of skills and capacity, inefficiencies 
and limited opportunities for career progression. The ratio of professional services is 
high, relative to academic staff compared to that in other top Russell Group 
Universities. 

• The cost of absence is significant (8,134 days lost with a cost of £729,316 
between November 2015 and January 2016) and has increased in comparison 
with the same period in 2014/15. This is principally attributed to the number of 
manual staff absent for a long period. 

• Terms and conditions of service are not always applied consistently and need to 
be reviewed to take account of the University’s ambition to move to the Living 
Wage as soon as possible. 
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• The University has a large number of People Policies that require review to be in 
line with best practice within and beyond the HE sector. Policies are not always 
widely understood or consistently and transparently applied and, as  a whole, do 
not yet provide a framework which recognises the different career needs and 
expectations of academic and professional service staff. 

• Existing policies are not consistently underpinned by effective and efficient systems 
and processes. This can result in the lack of confidence in assurance frameworks, 
escalation of decision-making and the consequential disempowerment of managers. 

• There is a need to review retention and reward policies, including performance- 
related pay or increasing the percentage of the University’s overall reward envelope 
given over to contribution pay and market supplements. 

• The University needs to more assertively market itself as an employer of choice 
and actively promote the wider area to prospective job candidates. 

• Despite recent positive developments, the University needs to improve its 
position against Russell Group peers on many (academic) equality and diversity 
indicators. 

• The current provision  of staff development services,  including  leadership 
programmes, need to be more targeted, focused and reflective of future 
business needs, rather than providing a standard offering. 

• There is a need to increase staff engagement and demonstrate that all staff are 
valued, regardless of their role or grade. The absence of a clear internal 
communications and engagement strategy, including, for example, a regular staff 
survey, limits our ability to understand workforce issues, target interventions, 
benchmark progress and feedback. 

• There is a need for University-wide management and business information 
systems which are accurate and timely to enable managers to effectively deploy 
staff to meet strategic and operational requirements. Understanding the current 
establishment and profile of the University’s workforce is critical to its effective 
management and future development. 

• The development and adoption of new policies which reflect the University’s 
commitment to staff well-being has been limited. There is an opportunity to learn 
from best practice in this area (for example Smart Working in Government), 
with more flexible and agile working supported through technology. 

 

 
 

6. Strategy into Action 
The realisation of this Strategy will be secured through the delivery of the following 
objectives and operational policies in addition to many core functions that are discharged 
on a business as usual basis. A more detailed action plan has been produced, which 
provides more information reflecting the delivery of each of these objectives. 

 

  The objectives have been set against the five Strategic Aims; the list below reflects these 
and the priorities  will include: a) recruiting and retain high calibre staff; b) developing 
effective workforce planning frameworks and the tools and techniques to support managers in 
the management of their staff and the delivery of their tasks; c) developing a talent pipeline 
for all staff groups; d) creating engaged and effective leaders who will support the 
implementation of the full university agenda; e) researching best practice from across a range 
of private and public sector employers; f) understanding our staff’s views; g)  embedding 
equality, inclusion and diversity into everything the University undertakes; h)  supporting our 
staff throughout their careers, in respect to their health, well-being, development and career 
aspirations; i) providing staff with an employment package that is best in class; and j) 
undertaking structural reviews of the professional services to enable effective and efficient 
structures to be implemented, providing our students and academic staff with the best support 
functions to enable them to achieve world class status. 
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6.1 To  structure the workforce in the most  effective  and  efficient ways  to  deliver  
the University strategy 
i. Implement a workforce planning framework which ensures that current and future 

staffing is aligned to the University’s core strategic goals; 

ii. Develop an operations plan to address the large number of people employed  on 

multiple fractional, temporary and atypical contracts; 

iii. Provide monthly data reports to all managers in relation to their areas of 

responsibility, drawing, in particular, on data from the People+ System, to enable 

regular monitoring of and reflection on staff data; 

iv. Support all managers to undertake effective succession planning; 
v. Establish a culture and structure where performance issues are tackled promptly, 

and help staff to recognise that addressing difficulties and generating solutions are a 

positive aspect of their employment at Durham; 

vi. Work with academic  units to provide accurate data in respect of  REF, T E F,  HESA 

and other national and international requirements; 

vii. Support an effective planning round wherein new and replacement vacancies 

are tested against strategic need; 

viii. Build Career Tracks based around job families and appropriate job descriptions that 

are competency based and reflect the role requirements with appropriate mentoring, 

review and reward systems; 

ix. To review best practice and develop new policies to support “Smart/Agile” working; 

modernising working practices. 
 

 

6.2 To attract, retain and reward the best talent 

i. Establish outstanding recruitment polices that are appropriate for each staff group of 
the University; 

ii. Engage with world-leading institutions to benchmark academic employment 

packages; 

iii. Create a new “Jobs at Durham” website that is fit  for  purpose,  and  has  different 

portals for academic and professional service staff; 

iv. Enhance the current relocation and on-boarding processes to better meet the needs 

of all new staff and their families relocating to Durham; 

v. Provide advice and support for new and existing members of staff seeking information 

on immigration, their visas and other workplace or housing regulations; 
vi. Ensure policies for the retention of outstanding members of staff, whether Academic or 

professional service, are adopted and are flexible to take account of cross- 

discipline variations; 

vii. Implement the living wage for lower paid staff, ensuring that both our salaries, and terms 

and conditions are reflective and of a higher standard than other regional employers; 
 

viii. Review and refine the Merit Reward Scheme in order to enable successful performance 

to be appropriately rewarded; 

ix. Adopt the HR recommendations of the Academic Recruitment Working Group and 

Science Meta Review. 
 
7. Leadership, Learning and Development - 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 
i. Put in place effective mentoring and development review systems for all staff, which 

are in line with best practice in HE and other sectors; 

ii. Require that all members of staff discuss and agree their career development needs 

on an annual basis as part of their  Annual Development Review (formerly Annual 
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Staff Review); 

iii. Develop current and future leaders through a Future Leaders programme  who  will 
inspire and engage with staff in their department, service, college or faculty through 
leadership development and skills training courses that are reflective of the 
organisational need, for individuals and teams; 

iv. Operationalise the recommendations of the Academic Progression Working Group; 
v. Ensure that career progression in professional services is guided by careful mentoring, 

clear criteria and assessment, and meaningful incentives, utilising  the Realising 

Your Potential approach to all development and support; 

vi. Improve opportunities for progression, and engagement with professional networks. 
 
 

 

 

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

 
i. Ensure the robust and proactive implementation of University’s Equality and Diversity 
ii. Policy; 
iii. Ensure  that  regular  equal  pay audits  are  undertaken  and  that  any  unexplained  pay 

gaps are addressed; 

iv. Create an open, no-blame culture where staff are able to share views and their 

contributions are valued, regardless of role or grade; 

v. Implement University-wide internal communications and engagement strategy, 

including: cascade briefings; regular face-to-face ‘town hall’ meetings; e-bulletins; 

and focus groups; 

vi. Undertake annual staff surveys, sharing outcomes and action plans; 
vii. Continue to develop strong partnership working with the University recognised Trade 
viii. Unions; 
ix. Review approach to staff recognition considering best practice in other sectors, 

including, for example, long-service and exceptional achievement; 

x. Provide opportunities for retired staff members to maintain continued involvement with 

the University through staff associations, social events, access to lectures and 

facilities, and volunteering, as appropriate. 

 
9. To promote and support the well-being of the workforce. 

i. Create an environment that supports modern and flexible working, and has the 

right employment policies and systems in place to enable this to be a reality; 

ii. Review best practice in a range of sectors to inform the development of flexible 

employment policies and practices which support a good work-life balance; 

iii. Optimise the use of technology to support smart working; 
 

iv. Provide a creative benefits scheme that meets the needs of the University. This will 
include flexible and home working part-time and job share, flexible working initiatives,  
family support schemes and other employment benefits; 

v. Provide opportunities for staff to engage in volunteering to support the wider Durham 

community; 

vi. Encourage a more active workforce through Bike to  Work  scheme,  and  an  active 

travel plan; 

vii. Provide an increased range of health and well-being support for all staff, including 

healthy food options in University catering facilities, and increased access to sport 

and cultural activities. 
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10. Potential Equality and Diversity Issues Raised by the People Strategy 
It is vital that we take account of our equality and diversity responsibilities as part of 

the developing People Strategy; particularly in relation to: 
 

• Staff Recruitment: Care must be taken that we at all times comply with relevant 

legislation and best practice in recruitment and selection. All staff engaged in this 

activity will be required to undertake appropriate training which includes unconscious 

bias training. This mitigates against the risk that we discriminate in staff 

recruitment. The University will seek to recruit people from all protected 

characteristics and will take positive action to attract people from these groups. 

 
• Staff Development: Care must be taken to ensure staff have equal access and 

opportunities to development offered by the University, whether internal or external. 

 
• Staff Promotion: Encouraging staff to apply for promotion by  working  with 

managers/HoDs and offering de-mystifying promotion workshops and support for staff 

in preparing for, and overcoming barriers to promotion. 

 
• Staff Pay: Equal pay audits including the new gender pay gap reporting requirements 

will be undertaken, as will audits of other protected characteristics. 

 
• Staff Mentoring: In order to support staff in their roles and career ambitions, 

effective mentoring and development and review systems are established. 
 

 

• Staff  Working:  Staff  will  be  supported  to  achieve  an  effective  work/life  balance. 
Managers are required to be proactive and supportive of staff in managing this 
and delivery of their work. 

 
11. Key Performance Indicators 

These KPIs have been developed in relation to the strategic aims of the People 
Strategy. These require further consideration and development to set targets and to specify 
appropriate underpinning operational metrics. 

 
In order to most effectively organise and deploy our workforce to secure the University’s 
core strategic goals, the People Strategy must incorporate informed workforce planning into 
every people decision. This planning will require the University to measure its 
performance against the People Strategy  through the following  Key  Performance 
Indicators: 

 

 
 

Aim Proposed KPIs Target Reporting Level Workstreams 
1 Improvement in the ratio Baseline = 1.6 - University The Faculty 

 
 of academic to non- academic 

staff while maintaining an 
effective service 

in 2015/16 
 
Target  top  
8 Russell 
group 

 Research 
People 
PSS Excellence 
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2 Number  of  applicants  for  core 
academic positions who are 
considered by departments to 
be high enough quality to be 
short-listed. Data for equality 
and diversity measures should 
also be included and reflective 
of all protected characteristics. 

Increase - University 
- Academic 
Department 

The Faculty 

Researc
h People 

3 Percentage of staff who 
have completed Annual 
Development Reviews 

Benchmark in 
2017 and 
then make a 
requirement
. 

  

4  
Percentage of staff who are 

Academic - University The Faculty 
staff: All - Academic People 

female: departments Department 

 to be within - Professional 
- Academic staff; the top 8 of Services staff 
- Professorial staff; the Russell 
- Senior PSS staff 
 

Group by 
2026 

 

Professorial 

staff: All 

departments 

to be within 

the top 8 of 

the Russell 

Group by 

2026 

 
 

Academic 

staff: 

Russell 

Group 

median by 

2026 

 

PSS staff: 

North East 

universities 

median 

by 2026 

 

 

 

 
 

Percentage of staff who 
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 declare  their  ethnicity  as  BME 

and  percentage  of  staff  who 
declare a disability 

   

5 Percentage  of  staff  who  are 
satisfied with their job 

Baseline in 
2017 via a 
regular staff 
survey – 
ideally annual 
frequency and 
then increase 

- University 
- Academic 
Department 
- Professional 
Services staff 
- College 

People 

 

12. Dependencies 

The People Strategy is an enabling strategy for the Academic Strategy and is, 
therefore, informed by the requirements of the Faculty, Education, Research and 
Engagement, Internationalisation, and Wider Student Experience strategies of which it is 
comprised. 

 
The delivery of the People Strategy is closely aligned to the wider Operations Strategy and 
the requirements of a new operating model. It will be supported by the development of 
new systems through the IT strategy (which will be completed following the appointment of the 
CIO) and effective implementation of the communication and engagement strategy. 

 
The financial context within which the People Strategy must deliver is set out in the Financial 
Strategy. 

 
13. Relevant Risks 

A framework is required to help management and staff understand the implications of wider 
changes in the higher education environment for the delivery of the People Strategy. Failure to 
develop such a framework will hamper productivity, the achievement of growth and 
financial targets, and the ability to attract, recruit, mentor and retain the best staff. 

 
A risk register will be developed with the Strategic Planning Office to ensure the delivery 
and monitoring of this strategy. 

 
The interventions in this People Strategy are intended to address the following risks on the 
Register of Key Strategic Risks: 

 
• H1: Attraction and retention of staff: this risk is mitigated through the effective attraction, 

recruitment, relocation, mentoring, career progression, pay, retention, talent management 
and development of staff. 

• H2: Equality and Diversity: this risk is mitigated by improving the University’s position 
through workforce planning, career planning, promotion systems, talent management 
processes, training, and supporting flexible working. 

• H3: Loss of key individuals: this risk is mitigated through effective workforce 

planning, career planning, pay and reward, retention and open communication. 

• H5: Pay negotiations: this risk is mitigated through effective pay and reward practices. 

• H6: Succession planning: this risk is mitigated through workforce planning, career 
planning, talent management, managing turnover, open communication, and supporting 
agility and flexibility in work. 
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Appendix A: Benchmarking with Comparator Universities 

 
Brief Analysis of Comparator Results 

 

Relocation 
 
All UK universities researched offer relocation of some description, although what is offered varies 

considerably. What is being reflected across the sector is that a standard relocation package is 

no longer viable, and personalised packages for individuals are being offered. Leeds offers a 

flat amount at £15,000 for Grade 10’s, and Lancaster offers 1/6th of salary. Some institutions are 

offering packages up to £25,000 for international appointments. 
 

Pay Bargaining 
 
All UK universities surveyed bargain at a national level apart from Imperial College who has 

substituted local pay bargaining for participation in the national pay negotiations. 
 

Pay Structure 
 
None of the UK universities surveyed currently link their increments to performance. However, 

HEIs have removed increments within its New Academic Career (post-2013), so all academic 

pay rises are performance related. Duke University (USA) has pay increases linked to 

performance, and Northumbria is starting to introduce performance-linked increments with their 

Professional Services Staff. Other universities, such as Leeds and York do not use the bottom 

points on their salary scales. 
 

Housing Support 
 
The majority of UK universities do not offer housing support, apart from Cambridge who has a 

housing development under construction with a proportion of these assigned to post docs and 

early career researchers. At Monash, staff can stay in university housing, but only for up to 12 

months after their start date. Duke University offers a housing service which acts like an estate 

agency. Northumbria has links with Pickfords to help people get set up when they relocate, but at 

no cost to the university. LSE is considering a house-purchase scheme for overseas staff and 

offers support for selected staff where required, as does UCL. 
 

Non-financial Benefits 
 
Childcare vouchers, cycle to work schemes, discount schemes, and travel discounts are common 

benefits. Leeds and Cambridge have comprehensive discount schemes through external 

suppliers. 
 

Living Wage 
 
The only UK university surveyed that is Living Wage accredited is LSE. Imperial, Cambridge, and 

Teesside pay the Living Wage but are not accredited, and Leeds, Lancaster, York, Sunderland 

and Northumbria do not pay the Living Wage. Newcastle has a Fair Pay Deal where they pay extra 

on points 2, 3, and 4. 
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Annual Review 
 
Newcastle’s annual review is indirectly linked to pay, Duke University links annual review directly 

to pay, as does LSE. None of the other universities surveyed linked their annual review process to 

pay. 
 

 

Probation 
 
For academics this varied from 6 months to a maximum length of 8 years (though most members 

of staff pass Major Review before Year 6). For PSS this varied from 3 months to 1 year. 
 

Talent Management Systems 
 
Duke University has a comprehensive talent management system. No other universities surveyed 

had a formal system in place, although Imperial has a talent development programme for senior 

administrative staff and LSE has robust mentoring and career development schemes for all staff . 
 

Equality and Diversity Rankings 
 
Imperial, Cambridge and Newcastle have Athena Swan Silver awards. 

 
Retirement Schemes 

 
The majority of universities surveyed offer flexible retirement and early ‘retirement’, but evaluate 

these on a case-by-case basis. 
 

Ratio Academic: PSS 
 
Academic: PSS ratios vary substantially from 1 academic for every 1.61 professional support staff 

(Durham), to 1 academic for every 0.87 professional support staff (Imperial). Newcastle stands at 

1.14 
 

Staff Turnover 
 
Most are between 10-18%. Durham is 15%. Lancaster is high at 23%. 

 

 

Atypical Staff 
 
This varies widely at other institutions, from 1% (LSE) to 51% (Teesside). Durham is at 52%. 
There is no requirement from HESA to gather this information, and information is based on what 
institutions have shared to enable this analysis. 
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  Relocation Pay Bargaining Pay Structure Housing Support Non-financial 

benefits 
Living Wage Annual Review Probation Talent 

Management 

Systems 

Equality and 

Diversity 

Rankings 

Retirement 

Schemes 
Ratio Academic 

: PSS 
Staff Turnover Atypical Staff Absence Rates 

Durham Academic  
Actual and 

reasonable 

relocation expenses 

(supported by 

receipts) will be 

reimbursed up to 

£8,000, may be 

extended in 

exceptional 

circumstances. 

Bargaining at a 

national level 
Based on the 

national pay 

scale, everyone 

increments 

annually. Grade 

10 are spot salary 

within 3 bands. 

No Cycle to work, 

Childcare vouchers 

and microsoft 

discount 

No  
 
 
 
 
Academic 

Progression 

Committee 

Grade 1-5: 6 

Months Grade 6 

and above in 

Admin and 

Management: 

12 months 

No  
 

 
Bronze Athena 

Swan Award, 

Two Ticks and 

Stonewall 

Diversity 

Champion 

Based on the 

pension scheme, 

the university 

allows early 

retirement with a 

penalty and offers 

ill health 

retirement. 

1 : 1.61 15% 52%  

PSS   
 
Annual 

increment for 

all, not 

performance 

based. Grades 

10 are eligible 

for Merit 

Rewards 

 
Lecturers: 3 

Years. Research 

Positions: 12 

months. 

Teaching 

Fellows: 3 

Years. Bank 

Contracts: 3 

Years 

 

Newcastle Academic Policy covers staff 

who have to move 

home to take up a 

position. This is 

entirely 

discretionary based 

on position and 

grade. Starts at 

£2000 up to £8000 

Bargain at a 

national level 
Based on the 

national pay  

scale, however 

have varied it for 

points 2, 3 and 4 

where extra is 

paid as part of the 

Fair Pay Deal. 

Automatic 

progression, not 

dependant on 

performance 

No Childcare vouchers, 

cycle to work, 

healthcare cash 

plan and sabbaticals 

for academics 

Doesn't pay 

living wage, but 

do have the Fair 

Pay Deal, where 

extra is paid on 

points 2, 3 and 

4. 

An annual 

process for all 

staff, indirectly 

linked to pay in 

that if someone 

applies for a 

pay award then 

the appraisal is 

used as 

evidence.  No 

rating scales 

used.  90% 

2 years , do 

have a policy to 

act if people fail 

probation 

Don't have one 

at the minute. It 

is an aspiration 

but there isn't 

one yet. 

Athena Swan - 

Silver 
No fixed retirement 

age. They offer early 

retirement (with 

reduction), flexible 

retirement and 

incapacity 

retirement. Main 

schemes are USS 

and local scheme 

(RBP) 

1: 1.14 13% 13%  

PSS 6 months A - E 

(roughly our 

G6), 1 year F - 

H,  do have a 

policy to act if 

people fail 

probation 

 

Northumbria Academic Grade 7 and above - 

10% of starting 

salary for inside UK, 

15% of starting 

salary for outside of 

UK 

Bargain at a 

national level 
currently is 

incremental on an 

annual basis 

No, but have links 

with Pickfords who 

offer end-to-end 

support to staff 

e.g. schools, 

doctors 

Same as PSS plus 

sabbatical 
No and no plans 

to become 

accredited 

Same annual 

performance 

appraisal tool as 

PSS - not linked 

to pay 

12 months to 2 

years - depends 

on  

requirements at 

time of hire 

(e.g. must 

complete PhD 

in 2 years) 

No, some 

succession 

planning in 

faculties but no 

formal process 

Athena Swan - 

Bronze 
Yes but is on a case 

by case basis. Offer 

flexible retirement, 

e.g. reduction in 

hours for some 

pension 

1 : 1.23 10% 25%  

PSS starting to 

introduce 

performance 

linked increments 

with PSS 

Childcare vouchers, 

travel loans, 

healthcare 

discount, corporate 

discounts 

New annual 

performance 

appraisal 

system - soon 

to be linked to 

pay 

3 months for all No  
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  Relocation Pay Bargaining Pay Structure Housing Support Non-financial 

benefits 
Living Wage Annual Review Probation Talent 

Management 

Systems 

Equality and 

Diversity 

Rankings 

Retirement 

Schemes 
Ratio Academic 

: PSS 
Staff Turnover Atypical Staff Absence Rates 

Sunderland Academic Relocation support 

for targeted roles 

for candidates 

outside the North 

East. Very small 

budget for this. 

Bargain at a 

national level 
Pay scales 

increment 

annually. There 

are 37 points on 

the scale. Pay is 

nationally agreed. 

Senior staff are 

separate. 

NO Same as PSS plus 

sabbatical 
Doesn't pay 

living wage and 

there is no 

project to look 

at this yet. 

An annual 

process for all 

staff, with the 

expectation 

that this is 

carried out.  No 

link to pay. 

Academic staff 

1 year 

probation. 

After 5 years 

eligible to apply 

to SL using 

HERA. 

No Athena Swan - 

Bronze 
Flexible early 

retirement linked to 

the various 

pensions schemes. 

Two part 

application - apply 

for flexible working 

if approved there is 

a second  

application to the 

pensions scheme.  If 

there is a cost to the 

university a 

decision would have 

to be made. 

1 : 1.41 17% 26%  

PSS Travel discounts, 

childcare vouchers, 

cycle to work, 

health cash plan. 

1 year  

Teesside Academic Applies to all 

permanent staff - 

£3,500 or 10% of 

annual salary on 

appointment, 

whichever is the 

greater (up to an 

absolute maximum 

of £6,000) 

Bargain at a 

national level 
Nationally agreed, 

staff progress 

incrementally each 

year, have a 

separate pay 

scale for above the 

national scale. 

NO National pensions, 

support (time and 

fees) for L&D, Occ 

Health, counselling, 

Sports' injury clinic, 

cycle to work 

scheme, parking, 

childcare vouchers, 

discount rail/bus 

travel, sport 

facilities 

Yes, but 

unaccredited 

they amended 

the bottom pay 

grades to 

accommodate 

the living wage 

Personal 

Development 

Review 

conducted 

annually, not 

linked to 

performance 

pay 

12 months - 

includes facility 

for dismissal if 

performance 

has not been 

satisfactory 

No No Athena 

Swan award, 

number 44 for 

Stonewall, only 

one in matrix in 

top 100 

No compulsory 

retirement age, 

staff can voluntarily 

retire at a time of 

their choosing.  Also 

annually they open 

a voluntary 

severance scheme 

where people can 

apply. 

1 : 1.59 10% 51%  

PSS 6 months - 

includes facility 

for dismissal if 

performance 

has not been 

satisfactory 

 

York Academic UP to 8k or 10% of 

salary, open to all 

staff from grade 6 

and above (spinal 

point 29) 

Bargain at a 

national level 
Use the national 

spinal points, 8 

grades & 

professorial scale, 

framework 

system.  They do 

not use points 1-3 

to be nearer the 

living wage, 

NO Same as PSS plus 

sabbatical 
Doesn't pay 

living wage , do 

not use points 1 

- 3 on spinal 

scale.  Review 

annually 

however this 

year to consider 

changes to the 

spinal points. 

Just been 

reviewed and a 

new 

performance 

management 

system in place 

for ALL staff. 

6 months for 

support staff 

(G1 - 5), 9 

months for 

support, 

teaching only or 

research only 

(G6-8),m 

maximum of 

three years for 

academic staff 

(excluding 

profs). 

There is 

provision for 

processes to be 

instigated when 

probation is not 

met. 

No published 

system. 

 
There are 

leadership and 

management 

development 

opportunities to 

develop talent. 

Athena Swan - 

Bronze 
No fixed 

retirement, flexible 

retirement 

available, medical 

retirement available 

for some schemes. 

Main schemes are 

USS, NHS and local 

(University of York 

pension fund) 

1 : 1.31 12% 42%  

PSS Childcare vouchers, 

corporate discount 

scheme, cycle to 

work, healthcare 

cash plan 
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  Relocation Pay Bargaining Pay Structure Housing Support Non-financial 

benefits 
Living Wage Annual Review Probation Talent 

Management 

Systems 

Equality and 

Diversity 

Rankings 

Retirement 

Schemes 
Ratio Academic 

: PSS 
Staff Turnover Atypical Staff Absence Rates 

Lancaster Academic New revised policy 

calculated 

dependent upon if 

overseas or UK 

based relocation. 

1/6th of salary . Also 

use a relocation 

agency to support 

overseas relocation 

however are 

reviewing that 

arrangement. 

Bargain at a 

national level 
National scale 

points , staff 

progress 

incrementally 

each year, which 

is automatic 

currently. 

No Salary sacrifice cars, 

childcare vouchers, 

cycle to work, travel 

discounts, 

healthcare cash 

options. 

 
Looking to develop 

further this year 

into discounted IT 

equipment, 

Summer discounts, 

approaching local 

banks fro 

preferential ISA 

rates, also looking 

at national benefit 

providers as well as 

giving back to the 

local community. 

Doesn't pay 

living wage and 

currently no 

appetite to 

progress. 

Staff review and 

development 

every 12 

months, not 

used for 

performance 

related pay. 

2-3 years 

depending upon 

grade, policy 

allows for 

dismissal if fail 

but very rare 

Whilst no actual 

system and the 

terminology is 

not widely used 

have some 

talent 

management 

programmes 

that have 

commenced. 

50 new early 

academics 

brought in and 

starting to look 

at Talent for 

Senior grades 

Athena Swan - 

Bronze 
Currently looking at 

supporting an aging 

workforce and how 

they can retain key 

talent through 

phased retirements 

1 : 0.94 23% 9%  

PSS No 6 months , 

policy allows for 

dismissal if fail 

but very rare 
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  Relocation Pay Bargaining Pay Structure Housing Support Non-financial 

benefits 
Living Wage Annual Review Probation Talent 

Management 

Systems 

Equality and 

Diversity 

Rankings 

Retirement 

Schemes 
Ratio Academic 

: PSS 
Staff Turnover Atypical Staff Absence Rates 

Leeds Academic Two tier system, 

grade 10's are 

eligible for up to 

£15,000 of 

relocation, , staff at 

grade 8 and above 

eligible for £5,000 

Bargain at a 

national level 
Nationally agreed, 

staff progress 

incrementally each 

year, not based on 

performance.  Do 

not use the 

bottom 2 points 

No in exceptional 

circumstances as 

part attraction a 

lumps sum / 

monthly allowance 

may be made 

available to 

support people 

moving into the 

area in addition to 

relocation 

Participates in 

Wider Wallet 

discount scheme, 

nursery, travel 

discounts, 

sabbaticals 

Doesn't pay 

living wage, 

however review 

on an annual 

basis. Currently 

do not use the 

bottom 2 points 

of the national 

pay scale. 

Annual review 

applies to all 

staff. 

 
Academic staff 

meet annually 

with members 

of their Schools 

management 

team to discuss 

their 

development 

plans fro the 

next 3 years, 

this should then 

feed into the 

appraisal. 

2 years - 

academic and 

research staff, 5 

years for 

Research 

fellows, 

academic 

fellows  Policy 

allows for 

dismissing if fail 

No but is on the 

agenda to 

consider 

Athena Swan - 

Bronze 
Must be over 55 to 

get pension 

benefits, normal 

retirement age is 65 

but can work past 

this age. 

1 : 1.25 14% 29%  

PSS Participates in 

Wider Wallet 

discount scheme, 

nursery, travel 

discounts, 

6 months for 

clerical/ 

operational 

staff, 1 years for 

professional/ma 

nagerial/ 

teaching only 

staff Policy 

allows for 

dismissing if fail 

probation 

 

Cambridge Academic Up to £8k spend 

subject to criteria. 

More for some very 

senior roles. 

Repayment - 100% 

departure during 

year 1, 66% during 

year 2, 33% during 

year 3 

Bargain at a 

national level 
Incremental on 

annual basis, on 

the anniversary of 

appointment. 

Grade 1 to 12 - up 

to G11 

incremental 

progression, G12 

Housing 

development 

under construction 

with a proportion 

of housing 

assigned to post 

docs and early 

career  

researchers.  An 

issue identified 

and compared to 

US academic 

expectations. 

Shared Equity 

Scheme for very 

high level roles 

Same as PSS plus 

sabbatical 
Pays living wage 

but 

unaccredited 

Complex with 

many different 

review 

schemes: 

Professorial Pay 

Review and 

Senior Non 

Academic Pay 

review (bi 

annual), Senior 

Academic 

Promotion 

(annual), 

Researcher 

Contribution 

Scheme 

(termly), 

Assistant Stafff 

and Non 

Academic G1-11 

Increment 

Scheme 

(increment or 

cash amount) - 

there is a 

Working Group 

reviewing this 

to align 

approaches 

Prof/Reader - 

no probation 

period, 

Established 

staff 5 years, 

Unestablished 

staff 6 months - 

3 years 

No - aiming for 

this in future, 

People Strategy 

currently under 

development 

Athena Swan - 

Silver 
Retirement scheme, 

flexible retirement 

scheme, capability 

policy used to 

address issues. 

1 : 0.88 17% 2%  

PSS Up to £8k spend 

subject to criteria. 

More for some very 

senior roles. 

Repayment as above 

Incremental on 

annual basis, on 

the anniversary of 

appointment (if in 

post for at least 

three months.) 

Increases on 1 

April, 1 July, 1 

October for 

Manual, 

Clerical/Secretari 

al and Technical 

staff respectively 

No CAMBens - external 

supplier including 

Car leasing, 

childcare vouchers, 

qualification loans, 

corporate discount 

scheme, cycle to 

work, healthcare, 

family friendly 

benefits 

Academic Relate 

3-9 months, 

Assistant Staff 3 

6 months 

No Retirement scheme, 

flexible retirement 

scheme with 

capability policy to 

address issues 
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  Relocation Pay Bargaining Pay Structure 
 

 
10 grade - top 3 

are merit based 

progression, 

others are 

incremental. Not 

linked to annual 

appraisal. 3 new 

grades at 

academic levels. 

Housing Support Non-financial 

benefits 

 
Same as PSS plus 

sabbatical 

Living Wage 
 

 
Yes, and 

accredited 

Annual Review Probation Talent 

Management 

Systems 

No 

Equality and 

Diversity 

Rankings 

No awards 

Retirement 

Schemes 

 
Flexible, ill health 

retirement 

Ratio Academic 

: PSS 
Staff Turnover Atypical Staff Absence Rates 

LSE Academic Currently pay for 

moving expenses 
Bargain at a 

national level 
Looking at house 

purchase scheme 

for the future, 

most likely to be 

for overseas staff 

yes, not linked 

directly to 

performance. 1- 

7 increment, 

top 3 is merit 

based via 

application 

process 

Academic - up 

to 8 years 

(interim review) 

could be less 

dependent on 

experience 

levels 

1 : 1.01 25% 1%  

PSS    Childcare vouchers, 

qualification loans, 

cycle to work, 

healthcare cashplan 

 PSS - 6 months 

for lower 

grades. 12 

months for 

senior 

  

Imperial Academic House move costs 

only 
 Spine point scales, 

different for 

clinical and non 

clinical staff. 

London weighting 

 Childcare vouchers, 

qualification loans, 

corporate discount 

scheme, cycle to 

work, healthcare 

cashplan 

Pays living wage 

but 

unaccredited 

 Non clinical 

academics - 3 

years, clinical 

academics - 5 

years, business 

school - 6 

months. 

Experience can 

lead to shorter 

probation 

 Athena Swan - 

Silver 
NHS, SAUL and USS. 

Early retirement 

options plus ill 

health if eligible 

1 : 0.87 18% 2% 

PSS House move costs 

only (senior admin 

staff only) 

 Job family grading 

system (seems to 

have been 

developed locally) 

pay scales seem 

linked to standard 

framework. Spine 

points. London 

weighting 

available 

  Dependant on 

role, no fixed 

term 

Talent 

development 

programme for 

staff in more 

senior 

administrative 

grades. Also 

Senior women 

leaders 

programme 

Duke Academic  
 
 
Subject to approval 

on a case by case 

basis, the 

University might 

reimburse staff for 

moving costs. This 

may count as 

taxable or non- 

taxable income 

depending on the 

Internal Revenue 

Services 

 
 
 
 
 
"Staff members 

covered by 

collective 

bargaining 

agreements will 

be paid 

consistent with 

contract 

provisions." 

 

 
 
 
 

Rates of pay 

comparable to 

similar work 

within the job 

market. Rates are 

periodically 

reviewed. 

Increases are 

linked to 

performance 

Duke has their 

own off-campus 

housing service 

which acts like an 

estate agent to 

find suitable 

housing for its 

students, but this 

could be useful to 

staff also 

 
 
 
 
 
Medical and dental 

care and "wellness 

programme." 

Employee 

discounts, 

retirement plans, 

tuition assistance, 

flexible working, 

cultural benefits. 

 
 
 
 
 

 
University 

raises its 

minimum wage 

periodically but 

does not refer 

to paying staff a 

"living wage" 

 
 
 
 
 

Annual 

Performance 

Evaluation 

where staff 

evaluate their 

past year and 

plan for the 

new year. 

Linked to pay. 

Probation' is 

never 

mentioned 

specifically, but 

'ongoing 

onboarding' of 

staff is for the 

first year. This 

includes a 

development 

plan, a mid-year 

 

 
 
 
 
 
 
University has a 

section within 

HR  entirely 

dedicated to 

talent 

management 

 They have a 

retirement plan 

which employees 

are supposed to 

start looking at 10- 

15 years before 

they retire. 

Employees 

receive full 

benefits at the 

normal retirement 

age of 65 

    

PSS     



Appendix A: Benchmarking with Comparator Universities  

 

 

 

  Relocation Pay Bargaining Pay Structure 
 
 
 
 
 
 
 
 
Academic pay has 

bands from A to E 

and pay runs from 

around $64,000 

to $174,000 

Housing Support Non-financial 

benefits 
 

 
 
 
 
 
 
 
 
 
 
 
 

All staff receive 

travel and tourism 

discounts, sport and 

health-related 

discounts, and retail 

discounts 

Living Wage 
 
 
 
 
 
 
 
 
 
 
 
 

 
University pays 

minimum wage 

for certain jobs 

but there is no 

'living wage' in 

Australia, only 

minimum 

Annual Review Probation Talent 

Management 

Systems 

 
 
 
 
 
 
 
 
 

 
No current 

talent 

management 

system but this 

is a top priority 

for their HR 

strategy this 

year 

Equality and 

Diversity 

Rankings 

Retirement 

Schemes 
 
 
 
 
 
 
 
 
 
 
 

Retirement 

operated through a 

company called 

UniSuper who work 

with the staff to 

organise their 

transition to 

retirement and 

their pension 

Ratio Academic 

: PSS 
Staff Turnover Atypical Staff Absence Rates 

Monash Academic  
 
 
 
 
 
 
 
 
 
 

Relocation isn't 

covered on the 

reimbursement 

policy but if 

managers want to 

give allowances they 

should contact HR 

 
 
 
 
 
 
 
 
 
 
 
 

 
Bargain over 

pay with the 

NTEU 

 
 
 
 
 
 
 
 
 
 
 

Staff can stay in 

housing at the 

Clayton Campus 

but this is for a 

maximum of 12 

months after their 

start date 

 
 
 
 
 
 
 
 
 
 
 

The annual 

review is once a 

year, looking 

back on the 

past year and 

forward to the 

next one 

 
Academic 

probations are 

five years for 

grades A to D 

(associate 

professor) 

although 

experience 

and record can 

reduce the 

probation in 

some cases 

 

 
For 

professional 

staff the 

probation is 

normally six 

months. Three 

months’ 

probation for 

all trades staff 

    

PSS  
PSS staff are 

organised into 

professional staff 

and trades staff 

and pay grades 

run from 1 to 10 

with multiple 

salary steps in 

each grade 

   

Stanford Academic  
 
 
 
 
 
 
 
 
 
 
 

 
Nothing to show 

that they offer this. 

 

 
 
 
 
 
 
 
 
 
 

The University 

works with two 

labour unions to 

work out pay 

changes under a 

pay bargaining 

agreement 

 
 
 
 
 
 
 
 
 
 
16 grades from A 

to P. There's a 

minimum and a 

maximum for 

each grade. 

Salaries are 

competitive with 

the local market 

 
 
 
 
 
 
 
 
 
 
 

 
Nothing clear on 

the website to 

show that they 

offer this 

 
 

 
All staff have 

access to 

discounts on 

services such as 

health and fitness, 

travel and 

accommodation, 

arts and 

attractions and 

campus discounts. 

They also have 

staff groups in 

place and help 

with adoption 

processes, 

banking 

assistance, cycle 

schemes, on-site 

child care 

 
 
 
 
 
 
 
 
 
 

 
Pays the 

recognised 

living wage and 

has healthcare 

benefits to add 

to this 

 
 
 
 
 

 
Nothing 

consistent to 

show that the 

University has 

any sort of 

review process. 

Each 

department 

seems to make 

their own 

decisions about 

if, how and how 

frequently they 

review their 

staff. 

 

 
 
 
 
 
 
 

Staff are on 

probation for 

one year across 

the board. 

Extensions will 

be given equal 

to any leave 

taken during 

the period but 

no further 

extensions are 

allowed. 

 
 
 
 
 
 

 
The University 

runs 

programmes 

and education 

through HR for 

managers 

across the 

University with 

a view to 

recruiting and 

retaining the 

most talented 

calibre of staff 

 

 
 
 
 
 
 
 
 
 
 
 

Stanford 

publishes the 

ratios of its staff 

by race and 

gender 

 
 
 
 
 
 

 
To retire, staff must 

have been hired 

before 1992 and be 

at least 55 years 

old, or they have to 

meet the "rule of 

75" - their age plus 

their benefits- 

eligible service 

equals 75, and they 

have done at least 

10 years' benefits- 

eligible service 

    

PSS    

 


