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Introduction
1. This statement is based on the report made to the Board to provide assurance on the work of the Senior Staff Remuneration Committee (SSRC) in accordance with the Higher Education Senior Staff Remuneration Code. The Terms of Reference (ToR) and Operating Framework for SSRC are included at Appendix 1, 2 and 3.

2. By visibly adopting the Remuneration Code, governing bodies demonstrate leadership and stewardship in relation to remuneration within their institutions, and in doing so help to protect institutional reputation and provide greater assurances to key stakeholders and partners, including the student community and wider society. Although the Code is voluntary, our commitment to best practice means that we check regularly to ensure our practice aligns with or exceeds the Code. 

3. The Code states that fair and appropriate remuneration requires three key elements:

i. a fair, appropriate, and justifiable level of remuneration.
ii. procedural fairness; and
iii. transparency and accountability.

4. The Committee’s work is split into separate meetings:

· Meeting A is concerned with all remuneration issues covered by the Terms of Reference   except for the Vice-Chancellor
· Meeting B is concerned with the remuneration of the Vice-Chancellor only

5. Membership of the Committee over the reporting period was:

· Cielo Cartwright, Independent Governor, and Chair of Senior Staff Remuneration Committee
· Iain Cornish, Independent Governor, and Chair of the Board
· Dr Andrew West, Independent Governor, and Chair of Governance & Nominations Committee
· Martin Barkley, Independent Governor

· In attendance: Peter Slee, Vice Chancellor (for Meeting A only)
· In attendance: Heather Paver, Executive Director of HR
· In attendance: Sarah Swales, Deputy Director, HR acting as Secretary to the Committee

Approach to remuneration
6. The SSRC meets in accordance with the Operating Framework approved by the Board of Governors in July 2018. The Operating Framework ensures transparency, best practice, and alignment with the HE Sector’s regulatory framework.

7. The SSRC meetings take place twice a year. On 24 May 2024 the policy and process for determining remuneration within the University was reviewed and the pay review process for the Vice-Chancellor and Senior Post-holders approved. Senior post-holders are the two Deputy Vice-Chancellors and the University Secretary. The SSRC also has oversight   of the remuneration of senior staff within the University.

8. The autumn meeting on 18 October 2024 was split into two parts. Meeting A reviewed the performance of the Senior Post-holders and was attended by the Vice-Chancellor. Meeting B focused on the performance and pay of the Vice-Chancellor. The Vice-Chancellor does not attend Meeting B. Both meetings determine any pay award. Separate Terms of Reference have been created and are included at Appendix 1 and 2.

9. At the October meetings the SSRC received papers setting out the context for the performance and remuneration review including challenging financial conditions, industrial action, inflation, falling real wages and the wider impact of the change in government together with information about senior pay externally and within the Higher Education sector. The Committee gives due consideration to equality data in relation to pay. 

10. The average pay uplift offered through national collective pay bargaining was 2.5% on average comprising a £900 uplift on all spine points in August 2024 and a balancing amount to be paid in March 2025. The offer was not accepted by the recognised Trades Unions although it has been implemented across the sector.  In addition, incremental awards were made in line with our local terms and conditions, and this amounted to a further average increase of 1.2%. 

Remuneration of Senior Postholders
11. During Meeting A held in October 2024 the SSRC received a report on the performance of the Senior Post-holders from the Vice-Chancellor. Notwithstanding the exceptional performance of the Senior Post-holders the Vice-Chancellor recommended that they should be treated in the same way as for all other colleagues at the University and receive a pay award of 2.5%. SSRC endorsed the Vice-Chancellor’s recommendation; a pay award of 2.5% was enacted for Senior Post-holders with effect from 1 September 2024 paid in two stages.  
 
12. SSRC also noted that the Senior Staff Pay Award process had taken place.  All senior staff at the University had received a pay uplift of £900 in August 2024.  The balance of the 2.5% overall award was due to be paid in March 2025 as for all other staff.  A small number of senior staff received a discretionary award based on performance outcomes and some had their pay adjusted in line with internal and external benchmarks.   



Remuneration of the Vice-Chancellor
13. During Part B the SSRC received a report on the performance of the Vice-Chancellor from the Chair of the Board of Governors. Notwithstanding the exceptional performance of the Vice-Chancellor the Chair of the Board of Governors recommended   that the Vice-Chancellor should be treated in the same way as for all other colleagues at the University and receive a pay award of 2.5%.
  
14. SSRC endorsed the Chair of the Board of Governor’s recommendations; a pay award of 2.5% was enacted for the Vice-Chancellor with effect from 1 September 2024 paid in two stages. 

15. The Vice Chancellor's basic salary is 6.9 times the median pay of basic salary of staff as of 31 July 2024 (2023: 6.8 times), where the median pay is calculated on a full-time equivalent basis for the salaries paid by the provider to its staff. The Vice Chancellor's total remuneration is 7.7 times the median total remuneration of staff as of 31 July 2024 (2023 7.3 times), where the median total remuneration is calculated on a full-time equivalent basis for the total remuneration by the provider of its staff.

16. The Vice-Chancellor does not receive any additional remuneration or non-standard benefits in addition to base salary and standard employer pension contributions.

Equal Pay
17. SSRC gives due consideration to the principle of equal pay for work of equal value and notes analysis of relative pay by gender, and detailed benchmarking data to provide assurance of the senior staff pay process.  
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