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Home to around 108 higher education 

institutions (HEIs) of the old (Russel 

Group) and modern (post-92’s) kinds, 

London   has the highest concentration 

of universities in the UK. The 2020/21 

data from the Higher Education Statis-

tics Agency (HESA) shows that there 

were 485,020 students studying in  

universities/colleges in the London 

region as compared to Scotland 

(282,875), Wales (145,170), and  

Norther Ireland (66,245).  No single 

region in England has student popula-

tion as high as London, the closest be-

ing the South East (397,735). The tradi-

tional old HEIs in London are  among 

the most recognised in the world rank-

ing of universities  with Imperial College, 

King’s College, and University College 

London (UCL) and The London School of 

Economics and Political Science 

(LSE)  are among the top 100  in any 

listing. The UK’s share of the most cited 

researchers in the world are almost 

exclusively owned by the  Russel Group 

HEIs of which UCL, Imperial College and 

King’s College in London are among the 

top six in the UK (others are Oxford, 

Cambridge and Edinburgh) which host 

44% of these elites.    The clear distinc-

tion between the  UK’s research elites 

old, and newer/modern (post-92) uni-

versities in the volume and quality of 

research can be demonstrated in the 

London HEIs.  In the  recent REF2021 

ranking for 129 UK universities, the top 

three in the country were the Russel 

Group London universities  (Imperial, 

LSE and Institute of Cancer) and within 

the top ten were Queen Mary University 

of London (QMUL) and UCL. Of the Lon-

don post-92s, the top performer in 

REF2021 ranking was Roehampton 

University (49th) while most are at the 

bottom end of the table. In this ranking, 

the worst performers were London Met-

ropolitan University (110th), followed by 

University of East London (106th) and 

Middlesex (101th).  The student’s popu-

lation destined to these old and new 

universities are distinctively different 

too, as shown by entry standard higher 

in the older research elites. Several 

independent studies in recent years 

further highlighted that the Russell 

Group graduates find work faster, they 

less likely need work experience,    and 

have far higher earning potential 

(Adzuna’s ‘ValueMyDegree). In addition, 

most of the  Black, Asian and Minority 

Ethnic (BAME) students who are known 

to have lower job prospects than the 

white group are destined to post-92 

universities.  Variation  in   graduate  job  
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 prospects within the post-92 universities are 

also noted. While all UK universities are 

obliged to charge the same fee for all under-

graduate courses, the true value of  studying 

at the various universities is demonstrated in 

international market and postgraduate stud-

ies. Simple ranking of  such tuition fees would 

show  the top ranking by highest fees goes to 

the Russel Group irrespective  of  some have    

not even achieved the best Teaching Excel-

lence Framework (TEF) rating. In one ranking 

in 2022, for example, LSE was the third most 

expensive with bronze rating in TEF and UCL 

8th with silver TEF rating.   Given the rich HEIs 

data of statistical significance in just one geo-

graphical location,  the present perspective is 

based on comparison of data for academic 

staff investment in the two groups of London 

universities. 
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Run by the Office for Students (OfS),  the Na-

tional Student Survey (NSS) in the UK is a form 

of students’ feedback, their learning experi-

ence, or opinion on the quality of their courses. 

One can argue that NSS is  among the few 

competitions (e.g., TEF and REF) in our HEIs 

that give greater emphasis to funders and stu-

dents as customers who pay for a service than 

autonomous teaching/research excellence.  As 

a major source of information  for potential  

students to choose degree programmes/

universities, however,  the NSS is a major per-

formance measure that all universities are 

forced to respond to.  There is now even a wor-

ry of some taking it as  gaming with possible 

outcome of  lowering academic standard and 

degree inflation.  The NSS is not only used to 

judge teaching quality but components of its 

performance measures such as  students’ 

entry, progression and employment destina-

tions feed into TEF. Using NSS as a measure of 

teaching quality, universities have been ranked 

by the OfS into three groups: above bench-

mark, not significantly different from bench-

mark, and below benchmark. Surprisingly, 

there is no divide in this measure between the 

London Russel Group and post-92 universities. 

In the 2022 NSS data, for example, Imperial 

College and St Mary’s University, Twickenham 

were in the same group (> benchmark); King-

ston, LSE, Roehampton, Royal veterinary, UCL 

and University of Greenwich equal their bench-

mark; and Birkbeck, City, Goldsmith, King’s 

College, LSB, Middlesex, QMUL  and   Westmin- 

2.  University league tables 

University league tables are compiled  on the 

basis of  performance measures mostly cen-

tred at students (entry standards, satisfaction, 

value added, and graduate prospects).  Some 

leagues use  research quality from REF data 

(e.g., The Complete University Guide) while 

world rankings  such as that by the Times 

Higher Education (THE) claims to use around 

a dozen of performance measures to as-

sess  teaching, research, knowledge transfer 

and international outlook. Universities do care 

about their league position and respond by 

investing lots of time and money. Those who 

are deemed to be underperforming are sub-

ject to scrutiny by the public and future cus-

tomers (mostly students). Not surprisingly, the  

headline news of each university following the 

publication of league tables year after year 

captures even the tiniest improvement (some 

not even newsworthy) in these performance 

measures. Whether or not competition based 

on  league table positioning improve educa-

tion quality is debatable, but it is one major 

driving force for change in the UK HEIs. Some 

universities have even gone as far as using 

improvement in league ranking as  perfor-

mance measure in their strategic vision/goal 

setting.  Although we do not have one nation-

alised or governmental league for our univer-

sities, the parameters assessed such as stu-

dent progression, completion, etc will contin-

ue  influencing regulations/policy in the fu-

ture.  The emphasis of the leagues remains 

however on students and to some extent aca-

demics’ outputs (e.g., research) with little 

emphasis on the academics themselves. We 

have not yet seen university leagues based on 

academic staff satisfaction, their wellbeing 

survey, their salary, or prospect of career pro-

gression. In fact, staff surveys are held rou-

tinely in many HEIs but their result is hardly 

available for public scrutiny. We can argue 

that academic staff would have been looked 

after better if university leagues give them the 

same attention as students.   In this direction, 

the drive for change in academic staff invest-

ment would have been felt more in the newer 

(post-92) universities as assessed in the pre-

sent analysis.  

2.  Lessons learnt from the National Student 

Survey (NSS)   
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4.  What are the driving forces of motivation for ac-

ademics? 

ster were below their benchmark. Given the 

significant resource disparity between the two 

university groups,  it begs a question how the 

post-92s outscored many universities in the 

Russel Group. Is it because they have: 

 Best students; 

 Best educators; 

 Best resources; or 

 Best managers of customers’ expecta-

tion? 

Data on resources, students (entry standard 

and employment prospect), and academic staff 

(expenditure) do not favour the post-92s and 

hence the model of customer management  

may  be  a good lesson to move forward  to  

academic staff satisfaction. For post 92s, 

achieving equity in students’ satisfaction must 

have come at a high price as shifting custom-

ers’ opinion in a market driven system requires 

lots of hard work and investment. While the 

pressure of the NSS, TEF and REF as well as 

league tables based on them is felt across all 

institutions, the post-92s are coping to do far 

more than expected with less resources. Inevi-

tably, the negative consequences of such mar-

ket driven HE system  on academic staff work 

practice (academic freedom and professional-

ism) and wellbeing may be felt more in post-92 

universities. If we must live with the NSS, then, 

a similar  nationalised survey on academic 

staff satisfaction can be adopted to know the 

extent,  and/or address mental health and 

wellbeing deterioration in our HEIs.  

The primary roles of academics in HEIs are to 

teach and research in their specialist field. As 

they progress through their career from lectur-

er to professor positions, they also encounter 

admin responsibilities which could take consid-

erable amount of their time. Academics super-

vise research students and post docs and are 

expected to publish their findings. How much 

of their time is devoted to teaching, research, 

knowledge exchange or admin duties vary by 

role, or depending which HEI they work for. The 

time allocated to do these competing activities 

could also considerably vary by HEIs as with 

recognition of the time required to do them, or 

values given to output in the various activity 

areas. Career progression to professorial posi-

tion (reward/recognition) depends not only on  

performing these tasks at local level but also 

on the academic’s international standing in 

their subject fields by various measures. It is 

thus inevitable that those who are successful 

in academia are mostly working well and above 

their allocated time in their contract.  Given the 

motivation or happiness score of academics is   

influenced by money invested in them and/or 

recognition they get for their work, the driving 

power of league tables based on academic 

staff satisfaction for changes in post-92 univer-

sities can be assessed.   For this exercise, data 

on career progression to professorial level 

(recognition) and university financial data in-

cluding salary expenditure for the major Lon-

don Universities are scrutinised.   

5.  Methodology 

All data used in this communication are 

sourced from publications available in the pub-

lic domain. HESA data for the year 2020/21, 

NSS data from the OfS, HEIs own publication 

and other news media are used with acknowl-

edgement of their sources. From over 100 

London HE providers, 27 were selected based 

on academic staff number higher than 100 

and students’ population over 1000. Ranking 

was established based on data on students, 

academic staff and expenditure including staff 

salaries. 

6.  Addressing academic staff inequalities – What 

level of pay gap and pay rise are fair and sus-

tainable? 

One can see this at three levels of financial 

investment  at their institution – senior man-

agement as sector wide issue, progression to, 

or investment on the highest academic level  

(professors)  and other academic staff pay. 
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Let us start this argument 

by using my own post-92 

university (the University 

of Greenwich (UoG)) as an 

example. With annual 

turnover of over £231 

million and home to 24 

thousand UK students, 

the UoG is the fourth larg-

est HE provider in London 

region, after UCL, King’s 

College and QMUL. As 

revealed in its latest fi-

nancial statement, the UoG has 2511 (1209 

academic/research and 1302 admin/

technical) employees in 2022  with the overall 

staff cost including pension and social securi-

ty costs as £127.507 million.  The salary of 

the very top earner at the UoG, the VC, is in 

the £240K-£245K band.  Don’t panic! It  is  

not as high as the jaw dropping figures that 

we have seen for other HEIs in recent years. 

The number of top earners in the bar of 

£100,000 to £160,000 for the UoG  also 

appear to be modest, just 17 individuals 

(Figure 1). This post-92 university is however 

still spending over £2.1 million (excluding 

benefits) for the salary of 18 staff at the top 

end.   

There has been endless debate on the big pay 

gap between the average 

staff salary and the top 

earners: for the UoG VC, 

this equates to over 6-

fold higher than the me-

dian staff pay. Academic salary structure at 

the UoG in 2022/23 is displayed in Figure 1. 

Once again, don’t panic – Just see below what 

is going on in other London universities. For 

the Russel Group universities, the total pack-

age in 2020/21 was reported to start from 

265,500 (York) to £580,000 (UCL) and the 

highest basic salary in 2020/21 was 

£411,105 (UCL).   For comparative assess-

ment, however, the HESA data for the year 

2020/21 was used here and tabulated for 

the indicated universities as values  how 

many folds higher than the median staff pay 

for the institution (Table 1). Data was availa-

ble both for total renumeration of VCs (or 

head of the HE provider) and their basic sala-

ry.   By both measures, the income of the 

head of the HE providers averages over 7-fold 

higher than the median pay of staff.   The 

narrowest pay gap was for the Guildhall 

School of Music and Drama and best perform-

ers of the London post-92 universities were 

The University of Westminster followed by St 

Mary's University, Twickenham and Middlesex 

University. The biggest pay gap was for the 

London Business School and LSE. Unlike the 

academic staff pay shown in Table 2, there is 

no clear pattern of divide between post-92 

universities  and the Russel Group when it 

comes to  pay gap between the VCs and medi-

an staff pay  (Table 1). Thus, if an academic in 

post-92 university is unhappy about how 

small their salary package is vis-à-vis senior 

managers, it is a sector-wide issue that needs 

global attention. There is significant variation 

among post-92 universities too. 
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The best way to estimate 

the performance of sala-

ry increase over the 

years  is analysis using   

one spin point scale. I 

am using herein the top 

spin point salary of AC4 

(Associate Professor/

Principal Lecturer/Reader) academic position 

at the UoG which rises  annually by pay scale 

adjustment in September, or what we say  

annual negotiated increase to cover the bur-

den of inflation. The salary increase over the 

last 10 years is presented to compare pay 

rise  with inflation rate over the same period.  

This year (2022/23) saw the highest pay in-

crease of about 3% and the compound aver-

age growth rate (CAGR) for the ten years peri-

od was 1.61%. There has been continuing 

argument between employers and trade un-

ions on which inflation index to use for pay 

rise: the Consumer Price Inflation (CPI) or 

Retail Price Index (RPI), the data for both of 

which are available from the government 

statistics. The unions argue that CPI grossly 

underestimates inflation (it is even worse for 

pension calculation) and RPI should rather be 

used for salary rise or adjustments. Let us not 

get involved in this politics and just graphical-

ly present both for the ten-year period as well 

as  their CAGR.  By both CPI and RPI indica-

tors, an academic at the UoG was at a finan-

cial loss and it is the extent of the loss by RPI 

that makes it worse (Figure 2).   

6.2.  How good is academic pay rise 

in my post-92 university?  

“The big pay 
gap between 
senior manag-
ers and medi-
an salary of 
staff  is a sec-
tor-wide issue” 

6.1.  How much do post-92 universi-

ties invest in senior managers’ pay? 
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Figure 1. Salary structure at the 
university of Greenwich. Top earn-
ers over £100,000 (18 in total) and sala-
ry band for the various academic grades 
(lecturer, senior lecturer, associate pro-
fessor, and professor)  for the 2022/23 
academic year are shown in the inset.  

Figure 2. Academic salary (AC4) rise 
at the University of Greenwich over 10 
years and annual CPI/RPI rates. Inset – 
compound annual growth rate (CAGR). Data 
taken for the November month of each year. 

https://docs.gre.ac.uk/__data/assets/pdf_file/0011/305003/ug17782-2022-report-financial-30112022-pub.pdf
https://docs.gre.ac.uk/__data/assets/pdf_file/0011/305003/ug17782-2022-report-financial-30112022-pub.pdf
https://docs.gre.ac.uk/__data/assets/pdf_file/0011/305003/ug17782-2022-report-financial-30112022-pub.pdf
https://thetab.com/uk/2022/04/22/revealed-one-in-three-russell-group-university-bosses-received-pay-rises-last-year-247978
https://www.ons.gov.uk/
https://www.ons.gov.uk/
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6.3. How much financial loss is estimated  by the 

CPI/RPI measure? 
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Instead of simple estimation using CAGR, one can use the 

actual  annual CPI or RPI value to calculate what an AC4 

salary at the UoG over the past 10 years could have risen 

by these rates. It is clear why employers use the CPI  as a 

reference for salary increase and by this measure, the  

loss  over the 10-year period was only £6824.133, which 

was really a result of cost-of-living increase over the past 

two years (Figure 3). Noting the UK university staff get a 

one-off £1000 bonus over cost of living this year, which 

was well received by employees, the arrear appears to be 

in the order of £5824.133.  If the RPI calculation was to 

be used, however, the AC4 academic has lost  

£29,896.46 over the ten-year period. This may be a sector

-wide issue, but academics are underpaid based on infla-

tion indexes 

Figure 2. Academic salary (AC4) at the University of 
Greenwich  over 10 years and scale forecast by CPI/RPI. 
Inset – Actual gross 10-year income and that by CPI/RPI forecast.  

Older (Russel Group) – member of the federal University 

of London  

Older (Pre-92) Universities 

Post-92 universities  

HE Provider 

Total remuneration 

divided by the medi-

an total remunera-

tion 

Basic salary divided by 

the median pay 

(salary) 

Value Rank Value Rank 

London Business School 11.6 1 9.3 2 

London School of Economics 

and Political Science 11.5 2 10.8 1 

Imperial College of Science, 

Technology and Medicine 11 3 8.1 7 

University College London 9.9 4 8.4 4 

The Royal Veterinary College 9.1 5 7.4 9 

The University of Law 8.9 6 6.8 14 

King's College London 8.8 7 7.8 8 

Birkbeck College 8.3 8 9 3 

The University of West London 8.3 8 8.3 5 

Roehampton University 7.8 10 6.1 19 

London School of Hygiene 

and Tropical Medicine 7.4 11 6.5 17 

Queen Mary University of Lon-

don 7.3 12 8.3 5 

London Metropolitan Universi-

ty 7.3 12 6.6 15 

Kingston University 7.2 14 7.2 11 

SOAS University of London 7.1 15 6.1 19 

University of the Arts, London 7.1 15 7.2 11 

The University of Greenwich 7 17 6.6 15 

London South Bank University 6.9 18 6.1 19 

St George's, University of Lon-

don 6.4 19 6.4 18 

The University of East London 6.4 19 5.6 24 

City, University of London 6.4 19 7.4 9 

Brunel University London 6.1 22 7.2 11 

Goldsmiths College 5.9 23 6.1 19 

Middlesex University 5.4 24 5.7 23 

St Mary's University, Twicken-

ham 5.3 25 5.2 26 

The University of Westminster 4.7 26 5.5 25 

Guildhall School of Music and 

Drama 4.3 27 4.4 27 

AVERAGE 7.58   7.01   

Table 1. Salary and benefits of the Vice Chancellors/Heads of London Universities 

in comparison to median staff pay (2020/21) 

“Based on infla-

tion indexes, aca-

demics have been 

underpaid for a 

long time” 
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The finan-

cial gain/

loss of ac-

ademics 

depends 

on their 

ethnicity, 

gender, 

disability 

and where 

they work 

6.4. Which academic feel the economic loss 

most over the years? 

In the last decade, several cycles of new stra-

tegic directions, policies and priorities have 

been reinvented at every university to ad-

dress equal opportunity/equality/diversity/

inclusion issues  along with pay gap for each 

underrepresented or undermined staff group. 

According to the HESA report,  however, there 

is still a staggering gender, ethnicity and disa-

bility pay gap for academic staff across the 

sector.  For example, female staff accounted 

for 49% of full-time staff in the UK HEIs  in 

2020/21 but most part-time staff (66%) were 

female too. For the UoG, the male share of 

highest earners (£62727) were 14.8% 

(sector 24.4%) as compared to  female share 

of 8.3% (sector 15.3%). The latest UoG finan-

cial report (Link) also revealed more female 

(56%) than male (44%) in the entire work-

force but with a disappointing gender pay gap 

of 11.2%. Of the 17% staff who were of the 

BAME group in 2020/21 in the UK HEIs, their 

share of professors for the sector was  11%, 

of which  65% were Asian. Thus, those who 

belong to the group of undervalued academ-

ics must use additional formula to estimate 

their financial loss.  On this basis, marginal-

ised group of academics could be even at a 

greater risk of poor mental health/wellbeing 

and work stress in post-92 universities. 

7. Are academics in post-92 universities paid 

less than the Russel Group? 

6 

The salary structure of academic staff in the 

UK from Lecturer to Professor positions are 

based on a single national pay spine points 

system which is negotiated by trade unions 

(e.g., University and College Union). There is a 

great deal of variations however and confu-

sion on the different layers of positions. For 

example, both Lecturer and Senior Lecturer 

positions in post-92 universities are mostly in 

the same salary range as a Lecturer in the 

older (pre-92) universities. A Senior Lecturer 

position in the old (pre-92) universities  is at 

equivalent grade as  Principal Lecturer in post

-92 universities  which is nowadays also 

called Associate Professor that is not in the 

same salary grade as the same title in pre-92 

universities. It is thus vital to avoid academic 

titles when comparing salaries  between 

these two groups of universities.  

The economic pain/gain of academics de-

pends on where they work as evidently shown 

in Table 2,  compiled from HESA data 

(2020/21). Based on the proportion (%) of 

staff at the higher earner group  (£62,727), 

a ranking order can be established.  With few 

exceptions (e.g., The University of Westmin-

ster), the ranking of the London post-92 uni-

versities  appears to be at the bottom end of 

the Table – the UoG (my institution) ranked 

23 out of 27 major HE providers in London.  

One common argument on this kind of analy-

sis is that it does not take into consideration 

of the age structure of the workforce. In fact, 

an older age group (61-65) could be a true 

representation of career-based salary perfor-

mance within the institution. Data are miss-

ing for some universities, or data could be 

small, and hence ranking was not made for 

this age group. With few exceptions, the data 

still shows higher proportion of the 61-65 age 

group academic staff in older universities at 

higher salary-band. An indicator of good/

accelerated career progression is also salary 

comparison at the younger age, or the 36-40 

age group in the HESA entry. In this case, 

good volume of data is available for analysis 

and shows five post-92 universities along 

with one HEI from the Russel Group with no 

entry for salary £62,727 (Table 2). The best 

performers for the post-92s’ were The Univer-

sity of Law and London Metropolitan Universi-

ty. Since the average salary depend on the 

population age of the workforce, which con-

siderably vary by institutions, the data  on 

Table 2 must be seen as an indicator of ca-

reer progression and/or salary variation only 

for the higher salary-band group. Overall,  the 

proportion of academic staff in higher salary 

band (£62,727) at post-92 universities is 

far less than those in older or the Russel 

Group  HEIs.  
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Table 2.  Ranking London universities based on  the proportion of staff in contract salary £62,727 in 

2020/21. 

 

   
All age,  £62,727 Age 61-65, £62,727 Age 36-40, £62,727 

HEI Ran
k No. 

To-
tal 

%  No. 

Total 

%  

No. Total 

%  

Ran
k* 

London Business School 
1 100 105 95.2 0 0 - 20 20 100 1 

City, University of London 
2 390 720 59.0 40 40 100 40 115 34.78 2 

London School of Economics and 
Political Science 

3 525 975 53.8 35 40 87.5 60 175 34.29 3 
Birkbeck College 

4 205 460 44.6 25 25 100 10 80 12.5 9 
Imperial College of Science, Technol-
ogy and Medicine 

5 1,270 3,820 33.2 115 125 92 200 625 

32 

  5 
King's College London 

6 1,080 3,425 31.5 125 140 89.3 85 630 13.49 8 
The University of Westminster 

7 200 660 30.3 30 60 50 5 80 6.25 19 
Queen Mary University of London 

8 540 1,960 27.55 55 75 73.3 40 380 10.53 12 
Brunel University London 

9 235 855 27.48 25 40 62.5 10 130 7.69 15 
Goldsmiths College 

10 120 440 27.3 20 25 80 5 70 7.14 17 
The Royal Veterinary College 

11 65 245 26.5 5 10 50 5 45 11.11 11 
University College London 

12 1,600 6,270 25.5 190 255 74.5 105 1,065 9.86 13 
SOAS University of London 

13 65 275 23.6 10 20 50 0 35 0 22 
London School of Hygiene and Tropi-
cal Medicine 

14 165 725 22.8 20 30 66.7 10 140 7.14 17 
St George's, University of London 

15 75 330 22.7 10 25 40 5 40 12.5 9 
Guildhall School of Music and Drama 

16 30 145 20.7 0 10 0 10 30 33.33 4 
University of the Arts, London 

17 145 715 20.3 15 50 30 5 95 5.26 20 
Roehampton University 

18 70 375 18.7 5 25 20 5 60 8.33 14 
London Metropolitan University 

19 55 315 17.5 10 35 28.6 5 35 14.29 7 
Kingston University 

20 105 665 15.8 20 50 40 0 80 0 22 
The University of Law 

21 30 215 14.0 0 10 0 5 30 16.67 6 
The University of East London 

22 50 410 12.2 5 20 25 0 60 0 22 
The University of Greenwich 23 90 765 11.8 15 55 27.3 0 110 0 22 
St Mary's University, Twickenham 

24 20 190 10.5 5 5 100 0 35 0 22 
London South Bank University 

25 70 705 9.93 10 55 18.2 5 95 5.26 20 
The University of West London 

26 50 505 9.90 5 40 2.5 5 65 7.68 15 
Middlesex University 27 70 760 9.2 15 50 30 0 90 0 22 

HAS 

Seminar Series 2022/23 

7 



8. How does career progression at 

post-92 universities compare with 

the Russell group? 

As the highest level of 

academic position, a 

professorial title at any 

university must  demon-

strate personal and 

academic distinction in 

a specified field of  

teaching, research and/

or knowledge ex-

change. Maintaining 

this standard is a key 

responsibility of HEIs 

not only to maintain 

their institutional integ-

rity in the face of the 

external world but also 

keeping their workforce 

motivated. From my 

own experience, the 

main source of aca-

demic dissatisfaction 

could lie in this area given the lack of trans-

parency (in the eyes of many academics) in 

professorial promotion/appointment and 

standard. This is also becoming a sector-wide 

issue as it is now the norm to award a profes-

sorial title through a teaching route to some-

one without a PhD, research profile or a sin-

gle paper published in international journal. 

In support of this argument for the post-92s, 

the UCL promotion in 2021/22, for example, 

included honouring 2 non-PhD holders 

through the teaching route. Assessment of 

professorial standard through publicly availa-

ble data must also be subject-specific and 

require large volume of data that smaller 

universities do not have (see below). Bearing 

in mind also that every university vehemently 

defends the rigorous housekeeping of their 

professional standard, let us focus on profes-

sorial numbers instead of quality/standard. 

8.1. How common is professorial recog-

nition in my post-92 university? 

The 2022 announce-

ment of professorial 

promotion at the UoG listed 13 individuals – 

quite a big increase from six in the previous 

year and just 3 in 2019 - indeed a big 

achievement for the university. Those aca-

demics who are in the mind of my thinking 

also give credit to the university as all appoin-

tees have a PhD title and have also done 

demonstrable research in their field. Their H-

index profiles included two outstanding (over 

30) as subject leaders in their field, and four 

in the 20s as the norm in many traditional/

old universities. Their contribution to science 

throughout their career can be measured in 

publication, but most importantly, they all 

represented their university as shown in Fig-

ure 3. Hence, the gap in professorial stand-

ard between the two university groups seems 

to  be continuously  narrowing over the years.  

8.2. How does the number of professors com-

pare across the London universities? 

The number of professors in post-92 universi-

ties is not only smaller than the Russel Group 

universities but also does not compare as a 

fraction (%) of the number of academics in 

the institutions (Table 3). There was also wide 

variation among the post-92 universities with 

the top performer being St Mary's University, 

Twickenham followed by Roehampton.    

There was about 3-fold gap in the percentage 

of professorial position between these top 

three performers and the bottom four 

(Westminster, West London,  South Bank and 

University of the Arts, London) post-92 univer-

sities. For my own institution (UoG), the data 

shows 8.76% versus UCL (15.55%), Imperial 

(15.56%), King’s (13.06%)  and QMUL

(8.79%) at the same level - sector was 

10.18%.  
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Figure 3. Professorial promotion at the 

UoG (October 2022). The top panel shows 

the H-index profile of the appointed profes-

sors while the lower panel displays the 

number of papers by the academics asso-

ciated with the university address (sourced 

from Web of Science (WoS). NA – not avail-

able. 

There is a 
trend of 
increase 

in profes-
sorial 

quantity   “The top 6 performers  in London both in the number and 
proportion (%) of professorial staff are the Russel Group 
Universities…. huge variation  among the post-92 univer-
sities ” 
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HE provider % 
Rank 

by % 
London Business 

School 34.78 1 
London School of Eco-

nomics and Political 

Science 16.29 2 
Imperial College of 

Science, Technology 

and Medicine 15.56 3 
University College 

London 15.55 4 
London School of Hy-

giene and Tropical 

Medicine 14.22 5 
SOAS University of 

London 14 6 
St Mary's University, 

Twickenham 13.64 7 

King's College London 13.06 8 
The Royal Veterinary 

College 12.70 9 

Roehampton Universi-

ty 12.25 10 
Brunel University Lon-

don 10.78 11 
St George's, University 

of London 9.90 12 

Birkbeck College 9.77 13 
Queen Mary University 

of London 8.79 14 
The University of 

Greenwich 8.76 15 

Goldsmiths College 8.56 16 
London Metropolitan 

University 7.53 17 

Kingston University 7.33 18 

Middlesex University 7.14 19 
City, University of Lon-

don 6.96 20 
The University of East 

London 4.29 22 
The University of West-

minster 3.92 23 
The University of West 

London 2.63 24 
London South Bank 

University 2.16 25 
University of the Arts, 

London 1.94 26 
Guildhall School of 

Music and Drama 0.64 27 

One way of measuring academic workload 

condition is through direct analysis of 

student:staff ratio (SSR).  On the bases of  

entry of students and academic staff num-

bers in the HESA data for the year 

2020/21, the SSR for the major London 

HE providers can be calculated. Interest-

ingly, the total number of students in Lon-

don post-92 universities is almost identi-

cal with that in  the old traditional univer-

sities.  As shown in Table 4, the ranking of 

universities by SSR clearly shows a favour-

able working condition for academics in 

the Russel Group universities except for 

London Business School.  The top per-

former for the post-92 universities on the 

FTE basis was the University of the Arts, 

London, and  my institution (UoG) was 

among those with SSR of over 20.  Thus, 

we can design various workload assess-

ment formula, but it remains that aca-

demics in post-92 universities have more 

teaching load than the Russel Group uni-

versities. The implication of this SSR dis-

parity to staff wellbeing must be noted.  

9.  How does the proportion of academic 
staff to students’ numbers  compares 
across the London universities? 

10.  How much do  post-92 universities invest 
on academics to do research? 

We have measurable investment input 

and academic output as well as assess-

ment criteria  available to make judg-

ment in this field. Opportunities to career 

progression can also go through either 

the teaching or research route and can 

be measured.  When one joins a post-92 

university  by choice or luck, however, 

their opportunity to do  research in their 

field is statistically known to be far less 

than the Russel Group universities. Thus, 

this investment which by and large is 

based on the sharing of limited re-

sources within a post-92 university is not 

worth of a comparative scrutiny. 

 

11. Students’ recruitment at post-92 universi-

ties 

Academic staff employment prospects 

and working conditions are highly influ-

enced  by student numbers. This is even 

more relevant to post-92 universities 

whose income mostly derive from stu-

dents’ tuition fees. The percentage of 

income attributed to tuition fees and/or 

education contracts for the UK universi-

ties can be calculated from income/

expenditure entry in the HESA 2020/21 

data. For  the top Russell Group HEIs in 

London such as the  Royal Veterinary 

College, Imperial College, UCL, King’s 

College and QMUL, their share of income 

by teaching (in comparison to  overall 

income) was  32.2%, 35.5%, 44.7%, 

50.5% and 53.3% respectively. This var-

ies by institutions such as LSE (63.5%), 

Brunel (65.6%), Birkbeck (68.3%), South 

Bank (70.2%), Goldsmith (75.2%), West 

London (76.3%), UoG (76.6%),  Middle-

sex (77.6%), St Mary’s University Twick-

enham (77.9%), City (79.3%), Roehamp-

ton (79.9%), Westminster (83.2%), East 

London (83.3%), University of Arts 

(84.1%), London Business School 

(85.4%), London Metropolitan (85.5%), 

and University of Law (97.1%). As re-

vealed by HESA, there has been a steady 

growth in the UK student population over 

the decade and  this data for the last six 

years are graphically presented in Figure 

4. On this basis, the UK HEIs may be 

perceived as places for profitable busi-

ness where academic jobs are secured 

and staff satisfaction are dependent on 

other areas including salary and pay rise 

that are addressed in the other sections 

of this article. As shown below, however, 

the UK market-driven  and/or league-

based competitive HE system shows 

inequalities in students’ recruitment 

profile with implications to academic job 

security and satisfaction.  9 

“Statistically, the chance of an academic to do re-
search at post-92 university is lower than those in  
the Russel Group” 
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Table 3. Ranking of major London HE provid-

ers by percentage of professorial staff.  
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  Total Number Full Time Equivalent (FTE) 

HE Provider 
Stu-

dents 
Staff SSR 

Ran

k by 

SSR 

Stu-

dents 
Staff SSR Rank by 

SSR 

London School of Hygiene and Tropical Medicine 1,105 1,055 1.05 1 900 915 0.98 1 

Guildhall School of Music and Drama 1,065 785 1.36 2 1,010 200 5.05 3 

Imperial College of Science, Technology and Medicine 21,370 4,530 4.72 3 20,190 4,100 4.92 2 

University College London 45,715 9,100 5.02 4 41,195 7,185 5.73 4 

London School of Economics and Political Science 13,455 1,780 7.56 5 12,350 1,255 9.84 8 

Queen Mary University of London 23,870 3,130 7.63 6 22,465 2,300 9.77 7 

King's College London 38,445 5,015 7.67 7 33,400 4,025 8.30 6 

The Royal Veterinary College 2,575 315 8.18 8 2,290 285 8.04 5 

City, University of London 21,325 2,515 8.48 9 16,150 955 16.91 17 

Goldsmiths College 9,830 1,110 8.86 10 8,780 650 13.51 12 

University of the Arts, London 21,105 2,315 9.12 11 19,225 1,590 12.09 10 

St George's, University of London 5,185 505 10.27 12 3,750 380 9.87 9 

The University of Westminster 19,680 1,785 11.03 13 17,570 920 19.10 20 

Birkbeck College 12,070 1,075 11.23 14 8,520 580 14.69 13 

SOAS University of London 5,865 500 11.73 15 4,865 370 13.15 11 

St Mary's University, Twickenham 5,580 440 12.68 16 4,695 285 16.47 16 

The University of West London 15,165 1,140 13.3 17 12,100 765 15.82 14 

Brunel University London 17,745 1,160 15.3 18 15,160 940 16.13 15 

London South Bank University 18,545 1,160 15.99 19 14,655 865 16.94 18 

Kingston University 18,500 955 19.37 20 15,895 800 19.87 22 

Middlesex University 20,155 980 20.57 21 16,440 880 18.68 19 

The University of East London 17,395 815 21.34 22 14,695 575 25.56 24 

London Business School 2,460 115 21.39 23 2,125 110 19.32 21 

The University of Greenwich 22,760 970 23.46 24 19,355 855 22.64 23 

Roehampton University 12,430 490 25.37 25 11,395 425 26.81 26 

London Metropolitan University 12,525 465 26.94 26 10,665 400 26.66 25 

The University of Law 13,590 370 38.85 27 10,590 370 28.62 27 

Table 4. Ranking of major HE providers in London by student:staff ratio (SSR).*    

* A smaller value of SSR suggests a lower workload for academics. 

“As an indicator of workload, post-92 universities have 
higher student:staff ratio than the Russel Group” 

HAS 
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11.2. Learning from students’ 

recruitment experience at 

my own university    
The Lon-

don post-

92 univer-

sities are 

non-

selective 

HE provid-

ers with 

proven 

success for 

being plac-

es of mass 

education. 

With their 

reputation 

for widening 

access,  one 

of the best success their name represents 

over the years is value adding. This along with 

student satisfaction is among the few perfor-

mance measures they do well in league table 

competition.   Improvement in league position 

cannot be achieved without a cost, however,  

and  over 75% of league table matrices are 

known to be negatively correlated with widen-

ing participation. In this context, the long-

standing value of widening access that the 

UoG is known for was somehow side-lined by 

the then Vice Chancer, David Maguire, ap-

pointment in 2011. The most pressing priori-

ties as outlined in the University’s strategic 

plan was making the 

institution a Russel-

group equivalent 

(research-led) and 

improving its ranking 

to among the top-10 

universities in Lon-

don. There was con-

vergence of leader-

ship style between 

the research elite 

Russel Group and 

the new UoG and 

culture change with-

in the institution  

was felt at all levels.   

Indeed, many good 

changes happened 

of which the re-

search-led teaching culture, the increased 

research output  in view of future REF sub-

mission, and requirement of higher qualifica-

tions (e.g., PhD) for academic staff are just 

few to mention. There was  also greater em-

phasis on teaching only and research only 

contracts along with the introduction of dis-

tinct  career pathways (teaching/research 

enterprise) which are common to the re-

search elites but with little/unproven benefit 

to teaching-based universities. This by its own 

and the worsening teaching-research conflict 

must have potential impact on academic 

staff moral and motivation but I want to focus 

on the vivid impact of the strategic change on 

student numbers as shown in Figure 5.   Sev-

eral factors including the rise in entry stand-

ard can be listed as possible causes but the 

implication of loss of ~28% of students over 

one Vice Chancellor’s 8-year term was easy to 

imagine. Ironically, the share of income from 

tuition fees and teaching contracts in 

2009/10, at the peak of students’ number, 

was far lower than  the data we have today. 

The league (e.g., the Guardian league)  rank-

ing variations over the same period does not 

show good correlation (Figure 6) with this 

change in student numbers either. Fortunate-

ly, this  trend of unsustainable decline is now 

being reversed as shown in Figure 5.  
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Figure 5. Student Numbers at the University of Greenwich. Data (FTE) sourced from 18 years of HESA 

publications. The appointment of Vice Chancellors are indicated by arrows. Note: The cap on HE student 

numbers in the UK was lifted from 2015-16.  11 
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11.3. How does students’ recruitment profile 

compares in London universities? 

Given the implication of student  numbers to 

academic staffs’ job security/working condi-

tions and  the inequalities between universi-

ties highlighted in this article,  it is worth stud-

ying the trend of change in other universities 

in London.   For the top London universities of 

the Russel Group-type with over 10,000 stu-

dents, Figure 7 shows a steady increase in 

number as with the sector data (Figure 4). 

The post-92 universities (with few exceptions) 

however seem to have a different overall 

profile.  Once more, there may be several 

reasons for variation  in student numbers in 

any university  but as revealed in Figure 4, it 

is not a sector-wide issue in the UK.  Irrespec-

tive of the causes,  be it a consequence of 

competition or strategic decision by senior 

management, it is one more concern for aca-

demics in post-92 universities.   
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Figure 7. Number of students (FTE) in London universities. Data from HESA for institution over 10,000 students.  

12. Leadership/management  

Beyond academic salary and pay rise, institu-

tional culture, working conditions and leader-

ship/management should play major role in 

staff satisfaction. In the absence of quantita-

tive data for comparison, only investment on 

academic staff and financial issues affecting 

work environment are highlighted in these 

articles. As shown in my previous report enti-

tled “QUALITY CHECK ON THE NEWER UK 

UNIVERSITIES”, post-92 universities struggle 

in hosting academic role models when as-

sessed by research outputs. Several studies 

in this field have also published the qualities 

and traits of successful academic leaders 

and managers. There is no guarantee that  

those who are highly recognised in their re-

search/academic field would be good manag-

ers, but they are mostly respected and fol-

lowed as role models. Eventually, those who 

succeed in staff satisfaction would start by 

admitting that post-92 universities have their 

own unique problems that need addressing 

at all layers of leadership/management.   

“Research leaders are not necessarily 
best managers  but can be respected 
& followed as role models” 
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Pressure to  
widen ac-
cess at 
highly se-
lective re-
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13. Summary and conclusion 

Since they got their university status in 

1992, modern (post-92’s) universities 

have taken a large share of the UK HE 

provisions. They have transformed too in 

many ways including in research culture 

which used to be the feature of the old 

traditional universities.  Many external 

factors commonly affect both groups of 

universities of which the casualization of 

academic contract, teaching/research only 

contract and market-driven higher educa-

tion system are some to mention.  While 

the gap between the two university groups 

continue to narrow, there are also chal-

lenges more common to the post-92 uni-

versities. In this article, academic staff 

inequalities were assessed on the bases of 

investment in the form of salaries, pay rise, 

career progression and student/academics 

numbers as potential variables of staff 

satisfaction. Organisational culture and 

staff management are not addressed due 

to lack of data for quantitative  and com-

parative analysis. This remains a good area 

of research in the future. 

We could all agree that HEIs should not be 

pushed for a pay rise that they can’t afford, 

see their teaching programmes closed or 

staff make redundant. No one also wants 

top senior managers’ positions (e.g., VC) in 

their HEI undermined to an extent that it 

can’t attract competent leaders.  The exist-

ing pay gap between top earners and aca-

demics however  seems to be a serious 

sector-wide problem that needs address-

ing. If a university is recruiting more than 

before and its revenues expanding on an-

nual basis, pay rises should always be 

expected – indeed this has been the norm 

in the UK HEIs. The question remains how 

much rise is sustainable and fair. Protect-

ing the most vulnerable, as demonstrated 

by the UoG pay rise system this year 

should be supported. It is inevitable that 

sustainable/fair rise across the sector  

requires the UK universities reviewing the 

structure and salaries of their senior man-

agement team.  In the world we live in, 

however,  this would be difficult, though 

VCs have already undertaken slight volun-

tary pay cuts during the COVID pandemic. 

The lower end of management structure 

still offers a fertile area of discussion for 

cost saving. In the meantime, academics in 

the UK universities may continue to feel 

the burden of  inflation, with some far 

more than others. Being female, BAME, 

disable, and working in post-92 universi-

ties is not in favour of academic pay/

career rise.  Of the London  post-92 univer-

sities, some universities appear to do well 

in academic staff pay while at the same 

time have lower pay gap between their VCs 

and median staff pay.   

All these measures of inequalities based 

on investment (money) and recognition 

would have received more attention if 

there was a national survey on academic 

staff satisfaction across our universities. 

Learning from the NSS, the approach of 

naming and shaming poor performers may 

help addressing the continued deteriora-

tion of staff metal health and wellbeing 

across the UK HEIs.  The benefit of this 

approach would be even higher for aca-

demic staff in newer/modern universities 

who are at greater risk of poor mental 

health/wellbeing while doing great with 

little in a market driven HE system.  
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