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WEB RESOURCES FOR THE APPOINTMENT AND REMUNERATION OF SENIOR STAFF

1.  
Approaches to Senior Staff Remuneration

There are a variety of approaches to senior staff remuneration across the HE sector, each with advantages and disadvantages – here is a brief overview of some of them.

i. Spot Salaries

The pay of each member of staff is individually determined, without reference to a salary scale, spine or band.  Such a system is almost infinitely flexible and can be used to respond to market pressures quickly in order to attract or retain high calibre staff but, in the absence of strong, overarching guiding principles and robust market data this can put the institution at considerable risk of an equal pay challenge.  Also, the rationale for apparently arbitrary differences in pay is often opaque and this compromises the transparency of the system and undermines its credibility with staff.


ii. Extended single spine

Some universities have extended the single salary spine above the nationally agreed maximum (for example, Cambridge and Leeds).  Progression is via annual incremental progression and/or on the basis of the assessment of performance (judged against objective criteria).  In the case of Cambridge, there is no maximum on the extended grade.  This has the advantages of transparency, consistency and objectivity which provide good protection in terms of equal pay.  It is also more readily understood by staff than spot salaries.  However, flexibility to respond to external pressures is limited and there is an implied emphasis on rules and structure rather than achieving institutional objectives. 


iii. Cluster roles into tiers or bands


In many post-92 institutions, where the majority of senior roles have an explicit and permanent managerial component, zoning is usually under-pinned by job evaluation.  In the pre-92 part of the sector, some universities (for example, Southampton) have zoned professorial roles on the basis of performance and contribution.  

Case study 

One large, research intensive university has four zones for professorial pay.  The zones are superimposed on a salary spine, but progression within and between tiers is not automatic, but at the discretion of the remuneration committee, based on performance, contribution and current spinal position.  Zone Four has no monetary maximum.  Zone One is the normal entry level and a professor within this zone would normally be expected to have a significant national/international reputation for academic excellence and an excellent record of achievement in teaching.  Zone Two is the normal zone for more experienced professors of considerable academic distinction and an established international reputation for academic excellence and an excellent record of achievement in teaching.  Zone Three is for professors of high academic distinction who are widely acknowledged as having a high international reputation for shaping their field of study.  Zone Four is for those of the highest academic achievement, universally acknowledged as one of a group of world leaders in his/her field of study.

The advantages of this system are transparency and a consistent structure, but with flexibility to respond to market pressures.  The major disadvantage is the complexity of the design issues, the solution to each of which impacts on the effectiveness of the system – how many bands, should they be thin or wide, overlapping or not, and so on.  The system also requires close monitoring for fairness and consistency, given the subjectivity of some of the judgements that have to be made.

2.
Benchmarking

i.
Sources of data

· the UCEA annual remuneration survey of heads of institution, senior and middle level staff

· confidential salary surveys conducted within mission groups

· data collated by organisations such as Income Data Services or Reward

· customised remuneration reports provided by external organisations, for example, the Hay Group, which draw together data from within the HE sector and relevant comparators in other sectors

Ensure that the data allows base pay, bonus pay, pensions and benefits in kind to be separated out so that like can be compared with like.  Also, be aware that many data sets are upwards of 12 months old at the point of release.

ii.
Factors to take into account when choosing comparators

When considering the comparator population against which to benchmark, factors to take into account include:

· Size

· Mission

· Institutional evolution (that is, newly established, expanding, consolidating, contracting, and so on)

· Shared labour market pools

· When looking at heads of institution comparators, another salient factor is the position in the cycle of tenure – the issues to be considered are very different for recently appointed heads compared to those who are established or, indeed, coming towards the end of their tenure. 
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