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Performance Related Pay: A Flawed Vision
There is an ideologically driven push across much of the British public sector to introduce
performance related pay and other ‘carrot and stick’ measures. This is causing deep concern
among both staff and user/client groups, including professional bodies and trades unions, because
the evidence is overwhelming that such an approach is demotivating and counter-productive,
increases inequalities, and actually damages organisational performance.
[Some references follow overleaf, concentrating on education and HE]
This drive has so far had only a very limited effect in HE, but it is in danger of infecting us as the
language and practices start becoming the norm in the everyday discourse of senior management.
JUCC Staffside is concerned that this seems to be happening at the University of Sheffield. We
believe such an approach would be damaging for the whole University community.
The dystopian ‘driving performance’ ideology is a top down one, and the language and practices
are becoming ubiquitous as ‘mangerialism’ takes hold. People are rewarded for pleasing their
managers and punished for displeasing them. Pay becomes ‘reward’, work becomes
‘performance’, everyone must ‘excel’ or risk being subject to a ‘performance improvement plan’.
Managers are there to wag their fingers or give a pat on the head.
We have a very different vision. We believe the University works best as a collegial, collaborative
community based on trust and respect, where the role of managers is to create and encourage a
supportive environment where people are allowed to work well and creatively. This is an
environment where everyone is ‘looking out at the work’ – learning and teaching, research,
supporting the endeavour – rather than ‘looking up at the hierarchy’. Everyone has a key role to
play in our learning community, staff and students.
Of course we recognise that there will also be individual and collective difficulties and problems,
and the Trades Unions have negotiated with management policies and procedures to deal with
these, such as those for disciplinary and sickness issues and sector-leading organisational change
procedures. But these should be used for catching exceptions, not as a stick to ‘drive
performance’.
A simple, fair and secure pay and pension structure for staff, with job security, based on trust and
respect for staff and students, can underpin a strong and vibrant community collaborating in the
struggle to ‘discover and to learn’ within a challenging external environment.
We know that a major draw of Sheffield for academics is its reputation as a collegial and supportive
place to work. We mustn’t throw that away for a fantasy of ‘driving performance’ that could never
even work.
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