
Applied for Senior Leaders (UEC, 
Grade 9 and Grade 10 PS roles)

Revised Annual Performance and 
Development Review Process



WHY INTRODUCE A NEW APPROACH?
The current ADR scheme  lacks a focus on University values and associated behavioural expectations. These issues 
are relevant for all staff, but especially so for the assessment of the performance of senior leaders who are expected 
to lead by example. 

UEC have requested that we pilot an amended approach to the current ADR process for PS senior leadership staff 
from September 2019.

This will incorporate;

• a reflection on how individuals have demonstrated the leadership behavioural attributes including a 
performance rating which has already been adopted by UEC, 

• the setting of SMART objectives against the departmental and institutional strategy 

• a personal development plan

This is referred to as the APDR.



WHEN WILL THE PILOT RUN ?

• The Pilot scheme commenced in September 2019 and will run through to 

May 2020

• This will allow us to test the changes to the ADR scheme to ensure they deliver the requirements of the 
APDR scheme

WHAT WILL HAPPEN AFTER THE INITIAL PILOT ?

• Should these changes prove successful we will then consider incorporating  them within an APDR for all PS 

staff which will be launched during 2020/21.

• This will coincide with the introduction of the Oracle Talent Management Module in 2020/21which will allow us to 

record the outputs of the performance appraisals on line and enable us to track development requirements and 

aid in succession planning  and monitor and report on completion rates much more easily than the current 

paper based system.



WHAT WILL BE THE BENEFITS OF ADOPTING THE NEW APDR 
APPROACH?

• a mechanism to enhance the annual performance and development discussion:

• providing greater consistency of approach across the institution;

• ensuring greater clarity of expectation of contribution;

• allowing for more opportunity to evidence progress against strategic objectives;

• encouraging the identification of development needs and the creation of a 

development plan; 

• a more transparent and consistent approach to rate performance and support 

nominations for ECPs, DAs and Merit awards.



The APDR documentation consists of;

• End of year review of performance;

• Leadership behaviours review

• Objectives

• Personal Development Plan

• Recommended Performance Rating 





Taking ownership by 
providing leadership and 

direction 

Challenging – we are curious, 
courageous and have high 

standards 

Providing leadership and 
direction

Achieving results
Creating a respectful and 

enabling culture

Responsible – we are 
respectful and promote the 

public good 

Enabling – we help people 
flourish 

Respecting others

Providing Excellent student 
services and professional 

support
Embracing change and 

Encouraging creativity and 
innovation

Innovative – we embrace 
change and creativity 

Embracing change

Finding solutions

Utilising resources effectively

Inspiring and Engaging 
others.

Inspiring – we nurture the 
extraordinary 

Developing myself and others

Respecting others

Working together

Focusing on the Durham University 
Leadership attributes?
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To structure the workforce in the most effective and 
efficient ways to deliver the University Strategy

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 contributions 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 promote and support the well being of the 
workforce

To deliver the 
5 key 

strategic 
goals of the 

People 
strategy we 

have 
identified 8 

key priorities 
or  

Departmental 
objectives 

that need to 
be achieved. 

HR example of how it all fits together... 

Strategic Goals

Key 
Priorities  

From the 8 key 
priorities we have 
identified 47  key  

objectives that 
need to be 

delivered  to 
deliver the key 

priorities.

These activities 
and tasks will be 

need to be  
delivered  with and 

through our 
teams.  

Team
objectives 





How will the APDR work in practice?

1. An APDR reflection form has been developed to capture the reviewees 
reflections on their overall contribution throughout the year against their 
objectives,  the evidence of how they have demonstrated the DU Leadership 
behavioural attributes and their personal development. 

2. Reviewees will then submit this to their reviewer prior to the APDR 
discussion.

3. The reviewer would meet with the reviewee and discuss these reflections and 
the evidence provided and discuss any challenges and their development 
requirements.  

4. The reviewer and reviewee would reflect on these discussions and agree the 
final objectives and development plan – and would sign off the documentation. 

The reviewer would then indicate the recommended performance grade which will 
be submitted to the relevant remuneration moderation panels for consideration.





Recommended Rating scale for the APDR discussion…

Outstanding – 4 -5%

Excellent – 3 -10%

-80%
Good – 2

Benefit from guidance -1 -5%

The revised grade 10 merit review process has introduced the concept of 4 performance ratings which will  

be incorporated into the APDR process for senior leaders in Executive and PS roles (grades 9 and 10) from 

the AY 2019/20.  These percentage allocations are for illustration only as this is a new scheme and will be 

populated over time with evidence based results.  



Recommended Rating scale definition 
The revised grade 10 merit review process has introduced the concept of 4 performance ratings which will  

be incorporated into the APDR process for senior leaders in Executive and PS roles (grades 9 and 10) from 

the AY 2019/20.

Outstanding - this rating acknowledges the significant and consistent contribution of members of staff who are delivering 
outstanding outcomes within their current role. It is the highest rating available under this scheme to acknowledge a member of 
staff who demonstrably excels. These members of staff will be making a significant and outstanding contribution to the success 
of the department, division, University and/or discipline. The individual will demonstrate effective behaviour and be a role model 
of excellence for others. The expectation is that only a small percentage of staff (typically 3-5%) will be deemed to be 
contributing at this level. 

Excellent - a highly effective member of staff who consistently exceeds expectations of the role, contributing significantly to the 
achievement of the success of the department, division, University and/or discipline. Behaviours and citizenship must be in line
with the expectations for the grade. 

Good - contribution, behaviours and citizenship are of a consistently high standard, in line with the expectations for the role. The
majority of staff at Durham University contribute at a consistently high standard in accordance with the requirements and 
expectations of their role and this is rightly expected of colleagues. Therefore, it is expected that most staff will be considered to 
be contributing at this level. 

Benefit from guidance - contribution is below the expectations of the role. Appropriate and timely help and support will be 
provided. 



In Summary the APDR information will be used as follows?
1. By the individual

As a result of reflecting on your personal contribution and performance 

against your objectives and the DU leadership behaviours - Individuals will 

develop a personal development plan and agree a new set of strategically 

focused objectives with their reviewer - this will be reviewed periodically 

throughout the year.

Those individuals whose performance does not meet the expectations of 

their role will be supported to meet specific competency levels.

2. By the Reviewer

The information gathered through the APDR discussions will be used to 

support the recommended nominations for Merit Rewards, Discretionary 

Awards and Exceptional Contribution Payments.



Timeline for 2019/20 pilot



What next?

• Overview sessions September 2019

• Pilot “Pilot” in the Library – fed back in October 2019

• E-learning, briefing notes and documentation available from November 

2019

• APDR forms to be completed Jan-March to fit with existing ADR cycle.

• Information to underpin the MA,DA, ECP discussions April/May. 

• Review of outcomes of the Grade 9/10 PS pilot May 2020 



Questions ? 


