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	REMUNERATION STATEMENT 

	2024/25





INTRODUCTION
1.  Purpose of the Remuneration Committee
The Remuneration Committee is responsible for providing assurance to the Board of Governors (the Board) that decisions on senior staff remuneration and severance arrangements are made in accordance with the values that underpin the Committee of University Chairs (CUC) Higher Education Code of Governance, the CUC Higher Education Senior Staff Remuneration Code (the Code) and the principles of public life.
The Committee’s Terms of Reference are available on the University website.
2. Scope 
The Remuneration Committee is responsible for determining the pay and conditions for the following postholders:
· Vice-Chancellor
· Deputy Vice-Chancellor(s)
· Chief Operating Officer 
· Chief Finance Officer 
· University Secretary
3. Membership of the Remuneration Committee
In line with the Code’s principle that the Committee must be independent and not chaired by the Chair of the Board, membership of the Committee over the year 2024/25 was as follows: 
· Penny Thompson, Independent Board Member (Chair of the Committee from 1 February 2021);
· Jo Allen, Chair of the Audit and Risk Committee;
· John Cowling, Chair of the Employment and Finance Committee; 
· Giles Searby, Deputy Chair of the Board;
· Tim Smith, Chair of the Board (with effect from 4 April 2024); and
· Andrea Walters, Co-opted Independent Member.
All appointments were recommended by the Governance and Nominations Committee and approved by the Board.
As recommended by the Code, the Vice-Chancellor is not a member of the Committee and previously attended meetings on an exceptional basis, for specific items only, unrelated to their own remuneration. At its June 2024 meeting, the Committee agreed that the Vice-Chancellor would regularly attend meetings going forward to advise on Executive and senior staff matters. The Vice-Chancellor does not attend for any items relating to their remuneration. The University Secretary and Executive Director of Human Resources and Organisational Development (HROD) continued to regularly attend Committee meetings (except for matters relating to their own remuneration).


4. Meeting frequency, attendance and availability of minutes 
During the 2024/25 academic year, the Committee met on the following occasions:
· 5 September 2024 (Special Meeting)
· 24 September 2024
· 5 November 2024 (Special Meeting)
· 29 April 2025 (Special Meeting)
· 1 July 2025
A decision was taken in June 2025 to reduce the frequency of scheduled meetings to two meetings per year.  This approach will continue for 2025/26 despite the number of special meetings held in 2024/25 since these were largely due to exceptional matters associated with change programmes and academic restructuring.

[bookmark: _Hlk115791606]Attendance for the year was 83% (2023/24: 83%) and all meetings were quorate. The open, confirmed minutes of the Committee's meetings are available on the University’s website. 

APPROACH TO REMUNERATION
5. Context
The UK has a world-leading Higher Education (HE) sector, widely recognised for its quality of teaching and research and its capacity to innovate. As such, the University operates in a highly competitive market for staff, students, research funding and investment.  
The leaders of Higher Education Institutions (HEIs) are responsible for large and complex organisations, with diverse missions, operating in a range of differing markets. The decisions they take affect the financial performance of those institutions which, in many cases, employ thousands of people and are critical to the sustainability, health and wellbeing of the regional communities and economies in which they are located. With only a proportion of total income awarded from core public funding, Vice-Chancellors and their senior teams are increasingly required to act entrepreneurially to ensure that their institutions raise sufficient revenue, while successfully nurturing their key missions of teaching, research and knowledge exchange, in an increasingly challenging financial context. 
People are fundamental to Institutional success and remuneration decisions must reflect this. Decisions must also be balanced against accountability for the public funding the University receives, value for money and financial sustainability, together with wider implications including affordability, employee relations/staff morale and stakeholder confidence.
6. [bookmark: _Hlk115797567]Principles underpinning Senior Remuneration for Board Appointments and Members of the University Executive Board (UEB)
In addition to the three key principles outlined in the Code the following are applied:
i) Levels of remuneration should be sufficiently flexible to attract, retain and motivate senior post holders of the quality required to lead within the University.
ii) Remuneration decisions will be cognisant of equity, equality, diversity and inclusion (EEDI) considerations.
iii) All variable remuneration increases should be linked to University and individual performance and awarded to recognise performance consistent with institutional objectives.
In addition, decisions on senior remuneration should be in accordance with the Nolan Principles of selflessness, integrity, objectivity, accountability, openness, honesty and leadership as well as being free from unfair bias and discrimination. 
7. Remuneration Framework for Senior Staff (UEB and Board Appointments)
Any new roles or significant changes to existing roles are evaluated to ensure transparency and equal pay for work of equal value, irrespective of gender or other protected characteristics.  Roles are allocated to bandings within the senior pay structure based on the evaluated scoring. In addition, all Board Appointment/UEB roles are re-evaluated every three years using external consultants, and the outcomes considered by the Remuneration Committee (most recently in January 2024). The value of all UEB and Senior Staff Grade (SSG) roles are assessed using the HAY job evaluation method. Outcomes are then benchmarked against local, sector, national and international data as appropriate. Placement of individuals in the allocated banding for the role reflects their level of knowledge, skills and experience.
8. Annual Pay Review Process
Over the 2024/25 period, the Pay Review Process for senior staff considered two different elements:
· Consolidated Award – effectively a cost-of-living rise which normally reflects the annual pay increase for all other University staff who are on the national single pay spine framework. However, the University has the discretion to decide whether this is paid and at what percentage. The Remuneration Committee has oversight of the outcomes of any national pay negotiations and ratifies any proposed cost-of-living rise for Board appointments and other UEB members, following the Finance and Employment Committee’s (FEC) decision in relation to SSG employees.
· Review of Baseline Salary – the process provides an opportunity to review base salaries and make adjustments within the appropriate salary band in terms of external benchmarking and individual experience and impact in the role (since salary bands do not have automatic incremental progression). Upward salary progression should take into consideration an individual’s acquisition of skill, knowledge and experience in their current role which enables them to make a significantly higher contribution.
The non-consolidated performance related award (bonus) element of the pay process had been suspended since 2018/19, and the Committee recommended the permanent removal of this element from the UEB/SSG pay processes with effect from 2024/25 which was approved by FEC on 6 March 2024.
On 1 May 2025, FEC approved a review of the SSG Pay Framework and annual pay review process. On 1 July 2025, RemCo approved a review of UEB Pay Framework and annual pay review which would apply to Board appointments and any other staff falling within the remit of the Committee. The review of SSG and UEB pay frameworks and annual pay review processes will therefore be conducted for implementation in August 2026. 


9. Criteria used to assess performance and/or contribution, and sources of data on performance / contribution
Vice-Chancellor
The following criteria are used to objectively measure and set an appropriate level of reward for the Vice-Chancellor:
· the annual review of the performance of the Vice-Chancellor undertaken by the Chair of the Board;
· the KPIs set by the Board as monitored via the University Performance Report; and
· the delivery of targets in respect of key external measures e.g. the Teaching Excellence Framework (TEF), the Research Excellence Framework (REF) and the National Student Survey (NSS).
Objectives for the Vice-Chancellor, aligned to the University Strategy, are reviewed and recommended by the Chair of the Board, and endorsed by the Committee. A summary of the Vice-Chancellor’s annual review of performance against those objectives was provided to the Remuneration Committee at its July meeting, together with objectives for the 2025/26 academic year.
Other Board Appointments 
Objectives for Board Appointments are set by the Vice Chancellor against the University’s Strategic Plan. Following annual Performance Development Reviews, the evaluation and assessment of individual performance against set objectives will be reviewed by the Vice-Chancellor, who makes recommendations to the Remuneration Committee in relation to any adjustments to base salaries and/or additional allowances.
UEB Members (outside of Board appointments)
Objectives for all other UEB members are set and reviewed by the Vice Chancellor/Deputy Vice-Chancellor who then present their decisions to the Remuneration Committee in relation to any adjustments to base salaries and/or additional allowances.
10. Benchmarking performance against comparator institutions and roles
The benchmarking of the salary for the Vice-Chancellor was undertaken on appointment and will be reviewed on a regular basis. The choice of comparator organisations will reflect the University’s strategic objectives and the UCEA Senior Staff Remuneration Survey is one of the benchmarking data tools for the University’s senior leadership structure in addition to the triennial external benchmarking exercise. 
Benchmarking is also undertaken for other senior roles. The University is committed to paying competitively to attract and retain the best people for the job. Where significant differences between external market rates and the salary range through job evaluation have been identified, a market supplement based on external benchmarking can be paid.
11. [bookmark: _Hlk83296901]Pay multiple of head of institution compared to median salary levels 
The relationship between the Vice Chancellor's remuneration and that for other employees is provided below. The pay multiple ratios for 2024/25 are based on the full-time equivalent salary for the current Vice-Chancellor assuming they had been in the post for the whole financial year.
	[bookmark: _Hlk113526964]Pay multiple based on median FTE salary
	2025
	2024
	2023
	2022
	1

	Basic salary
	7.40
	7.30
	7.04
	7.10
	

	Total remuneration (including pension contributions)
	8.55
	8.88
	7.32
	7.39
	2


1 Based on OfS Accounts Direction. 
2 In line with the definition of total remuneration in the OfS guidance	
12. Vice-Chancellor Remuneration: 2021/22 – 2024/25 Comparison
	REMUNERATION DETAILS
	2024/5
	2023/4
	2022/3
	2021/2

	Basic salary
	£260,000
	£260,0001
	£253,417
	£243,000 

	Payment of dividends
	
	
	-
	-

	Performance related pay and other bonuses
	
	
	£5002
	£2502

	Pension contributions (or payments in lieu of)
	£74,568
	£65,9011
	£17,774
	£17,052

	Salary sacrifice arrangements
	
	
	-
	-

	Compensation for loss of office
	
	
	-
	-

	Other taxable benefits
	
	
	-
	-

	Non-taxable benefits
	
	
	-
	-

	Other remuneration
	
	£15,0003
	-
	-


[bookmark: _Hlk83299958]1The current Vice-Chancellor received £151,667 basic salary and £40,.248 in pension contributions from 1 January 2024 to 31 July 2024. The 2024 figures above have been extrapolated over the full 12-month period for comparative purposes.
2In relation to one-off payments made to all staff (£250 in January 2022 and £500 in November 2022, pro-rated for part-time staff, both of which were donated to a number of charities).
3 The current Vice-Chancellor received a one-off disturbance allowance of £15,000 on joining the University to support relocation. In recognition of this, the current Vice-Chancellor made charitable donations of £2,000 to the Hallam Fund during the current financial year (through Give As You Earn) and will continue to pay £400 per month over the next year.

INSTITUTIONAL PERFORMANCE
13. On the basis of the reports it has received, the Remuneration Committee recognises that the Vice-Chancellor, with the support of UEB, has made a significant contribution in continued challenging circumstances. The University's performance has been consistent and a refreshed University Strategy to 2030 was approved by the Board of Governors in March 2025. Key highlights during 2024/5 have been:
· our new Access and Participation Plan was approved by the Office for Students in December 2024 and comes into force from September 2025. At that point, we will begin to track performance against our declared objectives.
· students responding positively in the 2025 National Student Survey (NSS), with improvements in learning opportunities and student voice. The increase in satisfaction for these areas highlights our ability to drive meaningful and positive change. Satisfaction in the Students’ Union has also significantly improved;
· high levels of student satisfaction in our Postgraduate cohort, measured by the Postgraduate Taught Experience Survey (PTES);  
· for student outcomes, our headline figures remain strong, but with a small percentage point dip in Highly Skilled Employment. On average across the sector there was a fall of around two percentage points, meaning that we have improved our relative position on this metric as one of the leading post-92 institutions;
· a steady recruitment performance in a problematic external context;
· the continued Hallam influence locally, regionally and nationally through policy interventions, research and engagement; 
· recognition by Times Higher Education Impact Rankings 2025 which placed Sheffield Hallam within the Top 10 universities on the planet for our positive impact on reducing inequalities recognising our research on social inequalities, initiatives to create equitable access to education and employment, and our commitment to championing equality and inclusion;
· recognition through the Apprenticeship Award at the Educate North Awards 2024, and the award of five stars in the latest QS Stars international rating system.

EXTERNAL APPOINTMENTS AND EXPENSES
14. Retention of income generated from external activity.
The University’s Policy on retention of external income for the University’s most senior staff has been revised and was approved by the Committee in June 2022. The Policy was further revised in June 2024 to narrow the scope of the policy to UEB members only and to define the exceptional circumstances where income could be retained by senior staff (with the exception of the Vice-Chancellor and Deputy Vice-Chancellor posts where income will always be retained by the University). 
15. Expenses Policy 
The expenses received by senior leaders are published on the University’s website. 
16. Activities Specific to 2024/25
The impact of the increasingly challenging financial context in the HE sector on senior staff remuneration decisions. 
17. Significant changes
In November 2024, the Board of Governors approved a proposal for the role of Chief Operating Officer to become a Board Appointment. 
Following the removal of the Chief People Officer and Deputy Vice-Chancellor (Strategy and Operations) roles at the end of July 2024, further reshaping of the University’s senior leadership team has been undertaken during 2024/25 to develop a leaner leadership and management structure resulting in significant pay cost savings for the University. 
Pro Vice-Chancellor (“PVC”) roles have been removed from the structure; key elements of the PVC portfolios are now undertaken by the Executive Deans of Colleges. A new Dean of Research, Innovation and Knowledge Exchange and an Executive Director of Student Success have been appointed. 
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