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Background

The FDA is the union for senior managers and professionals in public service, representing more 
than 18,000 members at grades HEO and above.

Membership includes senior civil servants, Government policy advisors, prosecutors, diplomats, 
tax professionals, economists, solicitors and other professionals working across the Government 
and the NHS. 

• The survey was conducted over a four-week period between April and May 2017. 

• A total of 1,971 members responded, indicating the level of concern regarding these issues.  

• Respondents work in more than 70 different employers across the civil service,  
encompassing all the main Government departments, devolved administrations and a  
number of Non-Departmental Public Bodies.

Key findings

 

 
Respondents were overwhelmingly dissatisfied with current pay arrangements in the civil 
service 

• 83 per cent of respondents said they were dissatisfied with the overall pay arrange-
ments in the civil service 

• 87 per cent were dissatisfied with the pace at with they are progressing in their pay 
band 

Respondents highlighted clear issues with the way that civil service pay 
reflects performance 

• 87 per cent said they see no clear link between their performance and their pay out-
come 

• Over half (52 per cent) believe the processes for promotion are not clear or  
transparent



Members’ comments

“In real terms wages have fallen to unacceptably low levels for professionals in the public 
sector. The organisation is under-resourced, yet increased demands are being placed upon all 
staff to deliver. It is simply not sustainable.”
 

“My take home pay is much less than it was a few years ago, despite a promotion. I think this is 
due to the 1% cap and increased pension contributions. That combined with the increased cost 
of living paints a dismal picture” 
 

“The value of my take home pay in real terms has diminished by over 40% in seven years.”

“Workload is now at a level never seen before, there is no scope for pay progression and a lack 
of appreciation of the challenge of the role.” 
 
 
“We could all earn more money out of our current role, but we do it because we believe in the 
work.”
 

Members’ comments

“The long term pay restraint has resulted in staff not being replaced which has placed added 
pressure on those who remain. The service only functions on the goodwill of the staff who do 
(unpaid) overtime or take work home simply because they care about the job.”
 

“There are clear issues with recruiting and retaining people due to comparatively low salaries 
with the private sector - pension changes mean that the total public sector package now looks 
weak in comparison.”

“The quality of people applying for entry is poor because of the starting salary. Retention 
supplements are being made for those who pass the recruitment process. Some who have 
passed have later rejected the job offer because of the salary.”
 

“We cannot retain good professionals. We lose them to the private sector and have to hire 
them back at a premium.” 

 
The survey indicated that the current pay arrangements are having a tangible impact on 
the effectiveness of the civil service 

• 68 per cent said they were aware of recruitment and/or retention difficulties within 
their organisation 

• 86 per cent do not believe their organisation is sufficiently resourced to meet the chal-
lenges facing it in the year ahead



 
“Good experienced staff are leaving because they do not see a future in which they are likely to 
progress - whether in pay or promotion terms - and the options elsewhere look more 
promising.”

“The civil service can’t retain people and morale is terrible as people are working twice as hard 
for real-term pay cuts. We are losing our talented staff.”

“The civil service can’t compete on pay with private sector at higher grades. People getting 
actively poached by private sector for Brexit/Trade work.”

 

Members’ comments

“Seven years of 0-1% pay increase are taking their toll. It’s now not really any longer sustain-
able to stay in the civil service, and comparable positions in other institutions are paid signifi-
cantly more.” 
 

“There is no way I can afford to continue with such poor pay outcomes compared to the private 
sector. As a newer civil servant, my reformed pension agreement simply does not make up for 
it.” 
 
 
“Private sector roles pay at least 25% more for a similar job. Although the civil service comes 
with a strong sense of purpose, life considerations mean that a 25% penalty in earnings is not 
sustainable.”

“We have become the fiscal solution for austerity by driving down pay, pay progression and pen-
sions; and the prospect of nothing changing for year after year has resulted in my feeling that 
there is little value attached to me, what I do or the outcomes I help to achieve.”

“Working for less money in real terms than ten years ago despite a promotion is demotivating - 
if I was old enough I’d retire.”

 
Long term pay restraint was also found to be having a significant personal impact on civil 
servants 

• 60 per cent said their morale had decreased over the course of the last year and only 
6 per cent felt more positive about their role, with pay amount and pay progression 
listed as the most important issues affecting morale and motivation 

• Nearly a third (30 per cent) said they would like to leave the civil service ‘as soon as 
possible’


