
1 
 

Durham University  

Pay and Reward Policy Statement 

 

1. Introduction  

Durham University is committed to a fair, appropriate and justifiable approach to staff 

remuneration.  Our pay and reward polices aim to support the University in the 

achievement of its strategic aims and objectives. 

2. Responsibilities 

The University’s Remuneration Committee, which is a committee of Council, has 

responsibility for determining a remuneration framework and associated polices that 

support the objectives of the institution and facilitate the recruitment and retention of 

world class staff.  It must also ensure procedural fairness, transparency and 

accountability.   

The Committee has particular responsibility for the appropriate governance and the 

implementation of polices relating to the remuneration, promotion and reward for 

senior staff, specifically members of the University Executive Committee.  The 

Committee also has responsibility for oversight of the grade 10 pay review process 

for professorial staff and senior professional services roles.   A schedule of the roles 

included within the remit of Remuneration Committee will be agreed annually. 

The Committee is chaired by a Lay Member of Council.  

In accordance with best practice the Vice-Chancellor is not a member of 

Remuneration Committee 

The membership and terms of reference of Remuneration Committee can be found 

at: 

https://www.dur.ac.uk/committees/remuneration/ 

The HR Director has responsibility for leading the pay and reward activities within 

the University and for providing assurance to Remuneration Committee that the 

principles outlined in this policy are upheld. 

The University Executive Committee has responsibility for endorsing and 

upholding the principles outlined in this policy. 

 

3. Principles 

When determining the approach to pay and reward the Remuneration Committee is 

guided by the following principles:  

 Context – the approach to pay will reflect market position and will allow the 

University flexibility to respond to market pay pressures. This will include 

active monitoring of the external market with the aim of remaining fully 

competitive with UK and international research intensive institutions.  

https://www.dur.ac.uk/committees/remuneration/
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 Fairness - the process for remunerating all staff will be clear, fair and 

transparent and play an important part in providing equal pay for work of 

equal value. Where differences exist there will be a clear justification and 

rationale. 

 Competitive – the approach to pay will support the University in the 

achievement of its strategic aims and objectives, and will support the 

University in its ambition to attract, retain the best staff at all levels (locally, 

nationally and internationally).  

 Consistent – there will be clear policies and procedures on pay, progression 

and eligibility for additional payments.  This will include clear grading criteria 

for all staff, underpinned by analytical job evaluation methodology where 

appropriate. 

 Performance – processes will allow pay increases to be clearly differentiated 

according to performance. Pay for exceptional performance will normally be 

non-consolidated and will be in addition to any nationally negotiated pay 

award.  We will have clear and consistent processes for setting objectives and 

assessing contribution, including a robust approach to underperformance.  

Performance review for all staff will also incorporate an assessment against 

the University values and expected standards of behaviour. 

 Transparency - there will be appropriate reporting in relation to pay 

decisions. 

 Sustainability - pay policies will be informed by the need for effective 

financial management of the pay bill, the need to ensure effective use of 

resources and minimise levels of bureaucracy. 
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Durham University 

Approach to Pay and Reward 

 
1. PAY STRUCTURE 

The University is a member of UCEA and is a participating organisation in the 

national pay negotiations. Our policy is to implement the outcomes of the national 

pay negotiations across all staff groups. 

1.1 Vice-Chancellor 

The remuneration package for the Vice-Chancellor includes a spot salary based on 

the size and complexity of the University, and with consideration to ensuring 

competitiveness in the market using data from the appropriate salary surveys and 

sector benchmarking.  It also incorporates other emoluments as appropriate, 

including the provision of housing and associated costs. 

Other than the nationally negotiated annual cost of living award there is no automatic 

uplift for the Vice-Chancellor. 

1.2 Senior Executive and Managerial Roles 

Salary levels and ranges for senior executive and managerial roles are based on the 

size and complexity of the role as assessed by the Korn Ferry/Hay evaluated level of 

their job. Consideration is also given to competitiveness in the market using data 

from the appropriate salary surveys and sector benchmarking.   

1.3  Grade 10 Professorial Staff 

Professorial staff in grade 10 are paid on spot salaries within three bands.   

https://www.dur.ac.uk/hr/paypensionsreward/grade10payscales/ 

The pay ranges for the three professorial bands are determined by an agreed set of 

benchmark criteria for each band.  Professorial salaries are also informed by the 

market, particularly the ranges applied by other Russell Group universities and 

relevant international competitors. 

https://www.dur.ac.uk/hr/academicprogression/guidance/ 

Other than the nationally negotiated annual cost of living award there is no automatic 

uplift for professorial staff. 

1.4 Grade 10 Professional Services Roles 

Senior professional services staff are paid on spot salaries within three bands. 

https://www.dur.ac.uk/hr/paypensionsreward/grade10payscales/ 

Salary levels and ranges for senior professional services role are based on the size 

and complexity of the role as assessed by the Korn Ferry/Hay evaluated level of their 

job. Consideration is also given to competitiveness in the market using data from the 

appropriate salary surveys and sector benchmarking.   

https://www.dur.ac.uk/hr/paypensionsreward/grade10payscales/
https://www.dur.ac.uk/hr/academicprogression/guidance/
https://www.dur.ac.uk/hr/paypensionsreward/grade10payscales/
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Other than the nationally negotiated annual cost of living award there is no automatic 

uplift for grade 10 professional services roles. 

1.5 Grades 1- 9 - Academic and Professional Services Roles  

The national HE incremental pay scale structure is applied to both academic and 

professional services staff on grades 1-9.  Through the incremental pay scale the 

University aims to ensure consistency in pay for jobs evaluated as equal value.   

Pay ranges for academic staff in grades 1 to 9 are based on agreed benchmark 

criteria: 

https://www.dur.ac.uk/hr/academicprogression/guidance/ 

Pay ranges for professional services roles in grades 1 to 9 have been established 

using the Higher Education Role Analysis (HERA) framework: 

https://www.dur.ac.uk/resources/hr/payandreward/2018-2019payscales.pdf 

Staff in grades 1 to 9 would, subject to satisfactory performance, expect to progress 

up the incremental scale to the maximum scale point for their role is achieved.  This 

group of staff also receive the nationally negotiated annual cost of living award. 

 

2. SALARY ON APPOINTMENT 

2.1 Executive, Professional Services and Professorial Grade 10 Roles 

The base salary range for executive, senior professional services and professorial 

roles is determined by: 

 The agreed University benchmarks (where appropriate)  

 Appropriate remuneration to enable the attraction and appointment of senior 

staff  

 Benchmarked salary data for similar roles, from UCEA, Korn Ferry Hay, 

Russell Group Survey and where required, international salary surveys. 

The salary subsequently offered to successful candidates will also be informed by: 

 The demonstration of a successful past and current record of achievement 

(and how this could transfer) in the areas which have been identified as being 

of key strategic relevance to the success of the institution 

 Demonstration of staff leadership and strategic leadership of their area(s), 

and/or evidence of world leading academic contribution 

 Current earnings  

 Internal salary relativities 

Note: The indicative base salary range for any executive or professional services 

senior managerial roles paid in excess of £85K must be approved by the Chair of 

Remuneration Committee prior to commencing the recruitment process.  

 

https://www.dur.ac.uk/hr/academicprogression/guidance/
https://www.dur.ac.uk/resources/hr/payandreward/2018-2019payscales.pdf
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2.2 Academic Roles – Grades 6 - 9 

Starting salaries for academic, teaching and research roles also in accordance with 

the national incremental pay scale, and are determined by an agreed set of 

benchmarks for each grade: 

https://www.dur.ac.uk/hr/academicprogression/guidance/ 

2.3 Professional Services Roles – Grades 1 -9 

Starting salaries for professional services roles in grades 1 to 9 will be in accordance 

with the national incremental pay scale, and are based on the appropriate grade for 

the role following an HERA assessment.   

A generic template from the Job Families Framework will also be applied: 

https://www.dur.ac.uk/hr/paypensionsreward/jobfamilies/ 

 

3. MARKET PAY AND RETENTION PAYMENTS 

The policies on market pay, retention and annual review apply to all staff in the 

institution, but generally affect the recruitment and retention of certain academic 

disciplines and some senior managerial appointments.  

 

4. RELOCATION PAYMENTS 

Relocation Payments are normally be paid to staff in grades 7 and above (as we 

would expect to recruit to roles in grades 1 to 6 locally).   

Staff in grades 7 to 9 can apply for reimbursement of removal expenses only. 

Staff in grade 10 are eligible for relocation assistance, normally up to a maximum of 

£8K.  Any amounts up to £10K will be approved on an exceptional basis by the 

Director of HR, payments in excess of £10K will be approved by the Chair of 

Remuneration Committee. 

Remuneration Committee is provided with an annual report of all relocation 

payments for assurance purposes. 

https://www.dur.ac.uk/hr/policies/relocationandremovalexpenses/ 

 

5. PROMOTION AND PROGRESSION 

5.1 Professorial Grade 10 Roles 

Professorial staff are allocated to one of three bands within grade 10.  Professorial 

staff are assessed annually against agreed benchmarks in research, education and 

citizenship for each band.  If evidence is provided that the member of staff has met 

https://www.dur.ac.uk/hr/academicprogression/guidance/
https://www.dur.ac.uk/hr/paypensionsreward/jobfamilies/
https://www.dur.ac.uk/hr/policies/relocationandremovalexpenses/
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the benchmarks for a higher band this case will be considered via the academic 

progression process. 

5.2 Academic, Teaching and Research Roles in Grades 7 to 9 

All academic and teaching staff on the progression tracks are assessed annually 

against agreed benchmarks in research, education and citizenship.  Research staff 

can be considered for promotion but this is also subject to confirmation of funding. 

https://www.dur.ac.uk/hr/academicprogression/ 

5.3 Professional Services Grade 10 Roles 

 

Senior Professional Services roles are allocated to one of three bands within grade 

10.  An increase in band would only occur where, often due to a restructure, there 

has been a significant change in duties or responsibilities.  This request would 

normally be submitted in the annual planning round   and would be subject to an 

agreed business case and subsequent re-evaluation of the role using the Hay 

methodology. 

 

5.4 Professional Services Roles Grades 1 to 9 

Promotion for staff in Professional Services in grades 1 to 9 occurs through the 

advertising of vacancies, application and interview, or by a management request 

submitted in the annual planning round to increase the grade of the role. If the 

business case is approved the role will be evaluated using the HERA or Hay 

methodology before a promotion is confirmed. 

 

6. PAY FOR PERFORMANCE 

We adopt a supportive but robust approach to underperformance.  Members of staff 

experiencing difficulties will be provided with additional support as appropriate. 

Where the required improvement is not forthcoming the following procedure will be 

followed: 

https://www.dur.ac.uk/hr/policies/perfimp/  

However, the University also believes that members of staff who make an 

exceptional contribution and exceed performance expectations should be rewarded.   

6.1 Executive Performance Assessment 

The link below details the process for the Executive: 

https://www.dur.ac.uk/hr/paypensionsreward/reward/execpay/  

6.2 Grade 10 Professorial and Professional Services Staff 

All professorial and professional services staff in grade 10 are subject to an annual 

performance review.  This includes an assessment of performance against individual 

objectives and against the behavioural expectations for senior staff. Any members of 

https://www.dur.ac.uk/hr/academicprogression/
https://www.dur.ac.uk/hr/policies/perfimp/
https://www.dur.ac.uk/hr/paypensionsreward/reward/execpay/
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staff deemed to have significantly exceeded expectations are considered via an 

annual process for an additional merit payment.  

All grade 10 merit payments are moderated by a central panel to ensure fairness and 

consistency.  Feedback is provided to all grade 10 staff.   

Payments to recognise exceptional performance for professional services staff are 

usually made in the form of a non-consolidated bonus.  Payments to professorial 

staff may be consolidated to reflect the highly competitive market conditions for world 

class academic staff. 

https://www.dur.ac.uk/hr/paypensionsreward/reward/meritreward/  

Remuneration Committee has oversight of this process and is provided with an 

assurance report prior to any payments being made. 

6.3 Academic, Teaching and Research Staff (grades 6 to 9) 

Members of academic, teaching and research staff will normally expect to progress, 

subject to satisfactory performance, via annual increments to the maximum point for 

the scale. Any members of staff on a formal performance improvement process may 

have their annual increment withheld. 

Exceptional performance by academic, teaching and research staff will be identified 

via the annual assessment of staff as part of the Departmental Progression and 

Promotion Committee. 

https://www.dur.ac.uk/hr/academicprogression/ 

In addition to normal incremental progression, academic, teaching and research staff 

can also be awarded an Exceptional Contribution Payment (ECP) in the form of (up 

to two) additional increments as recognition of sustained exceptional contribution 

over a significant period of time.  

Or to recognise one off exceptional performance where a member of staff 

significantly exceeds the expectations of their role, they can be awarded a non-

consolidated Discretionary Award (DA). 

https://www.dur.ac.uk/hr/paypensionsreward/reward/ecpda/ 

All ECP and DA payments are moderated by a central panel to ensure fairness and 

consistency. 

6.4 Professional Services Staff – grades 1 to 9 

Members of staff in grades 1 to 9 will normally expect to progress, subject to 

satisfactory performance, via annual increments to the maximum point for the scale. 

Any members of staff on a formal performance improvement process will have their 

annual increment withheld. 

Exceptional performance by professional services staff will be identified via the 

annual appraisal process (Annual Development Review).   

https://www.dur.ac.uk/hr/annualdevelopmentrev/ 

https://www.dur.ac.uk/hr/paypensionsreward/reward/meritreward/
https://www.dur.ac.uk/hr/academicprogression/
https://www.dur.ac.uk/hr/annualdevelopmentrev/
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In addition to normal incremental progression, staff in grades 1 to 9 can also be 

awarded an Exceptional Contribution Payment  in the form of (up to two) additional 

increments as recognition of  sustained exceptional contribution over a significant 

period of time 

To recognise one off exceptional performance where a member of staff significantly 

exceeds the expectations of their role, they can be awarded a one off, non-

consolidated Discretionary award. 

https://www.dur.ac.uk/hr/paypensionsreward/reward/ecpda/ 

All ECP and DA payments are moderated by a central panel to ensure fairness and 
consistency. 
 

7. Pension Schemes  

The University offers three pension schemes.  

https://www.dur.ac.uk/hr/policies/condemp/pensions/ 

8. Total Reward Package 

The University offers a highly competitive range of employee benefits, details can be 

found; 

https://www.dur.ac.uk/hr/paypensionsreward/benefits/ 

https://www.dur.ac.uk/hr/policies/condemp/tcs/ 

 

 

 

https://www.dur.ac.uk/hr/policies/condemp/pensions/
https://www.dur.ac.uk/hr/paypensionsreward/benefits/
https://www.dur.ac.uk/hr/policies/condemp/tcs/

