REMUNERATION COMMITTEE ANNUAL REPORT TO
COUNCIL 2022 2023

SUMMARY

X The Office for Students expects higher education providers to comply with the Com
of University Chairs Higher Education Senior Staff Remuneration Code anddbisre:
the production of a Remuneration Annual Report, which is presented aedereviewec
annually

x The format and content of the report follows the template for such reports provided |
Committee of University Chairs

PAGE1/ 8



x the approach to setting remuneration, e.g. the extent to which economic factors, competition, market rates,
roles, skills, experience and individual performance influence decision making.
x these points are set out in more detail in the attached policy.

4. RCM specific factors include the global context in which the RCM operates: its standing and market position
amongst conservatms, its successes, and the market for senior talent waitte.

5. In February 2023 the Committee considered and approved the appointment and remuneration of the Acting
Director effective from 3 March 2023.

6. The Director was not in attendance #te meeting on 15 June 2023, in his placehe Acting Director reminded the
Committee that they had received information throughout the year at both Council and Finance & General Purposes
Committee which informed members about the RCMs performance through t22/2023 year in respect of the
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Terms of reference and membership of Remuneration Committee

(2022/2023)

Terms of reference

1. To promote equality, diversitgnd inclusion (ED&I) with specific reference to the RCM EDI policy and strategy, and
to reflect regularly on how the work of the Committee might support the strategy.

2. Having due regard to the guidance of the Office for Students and the Committee of University Chairs, to establish
policies and procedures for the selection and appointment of Directorate members and the Director (ie those staff
whose pay is outside the ndtRQDO SD\ IUDPHZRUN QRUPDOO\ UHIHUUHG WR DV WK

3. To approve the arrangements for the recruitment and the appointment of Directorate members, on the
recommendation of the Director

4. To approve the terms and conditions of service, remuneration, and pay awards for Directorate and the Director.

5. To produce an annual report to Council on the work of the Committee.

Membership
Chairman
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RCM Directorate salary policy and annual review procedure

Element | - A fair, appropriate and justifiable level of remuneration

Remuneration starts with a clear understanding of the responsibilities, context and expected contribution of a role and the
DWWULEXWHY UHTXLUHG WR XQGHUWDNH WKDW UROH HIIHFWLYHO\ )DLU D(
contributioQ WR WKH 5&0BV VXFFHVV LQ WKDW UROH DQG HVWDEOLVK ZKHWKHU

appropriate calibre in the context of the market for that role, balanced with the need to demonstrate the achievement of
value for money irthe use of resources.

Principles

x Remuneration will take account of the global context of excellence in which the RCM operates
X Remuneration must be linked to the value delivered by an individual acting within a role
X The range of the values of a role is based on a humber of components

x The RCM will be clear about what it expects from staff, i.e. what is normal and what is exceptional. There will be a
UREXVW DQG FRQVLVWHQW SURFHVV IRU VHWWLQJ REMHFWLYHYV DQG L

X Remuneration can vary according to individual performance

x From time to time the value of a role may need to be changed in light of changing conditions, sustained
performance, experience etc.

X Non-DFKLHYHPHQW RI DQ LQGLYLGXDOBYV H[SHFWHG FRQWULEXWLRQ VKR
Element lIKProcedural fairness
Procedural fairness requires remuneration to be set through a process that is based on competent people applying a

consistent framework with independent decision making using appropriate evidence and assessing the value of roles, the
context and individuaVB SHUIRUPDQFH LQ WKHP 1R LQGLYLGXDO FDQ EH LQYROYHG

Principles
x 'LUHFWRUDWH PHPEHU UHPXQHUDWLRQ ZLOO EH GHWHUPLQHG LQ WKH

X No one will have any part in deciding their own remuneration.
X The Remuneration Committee will be as independent and expert as possible.
x Decisions will be based on robust evidence.

X The Remuneration Committee will justify its decisions or recommendations to Council and other stakeholders.
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Element Il - Transparency and accountability

The process for setting remuneration will be transparent. For Directorate members there will be an instigwebnal

justification for the remuneration of this group that relates it to the competitive environment, the value of the rofes and t

5 & 0 B Vfognrhce. The remuneration of the Director will be separately justified, published and related to the remuneration
of all staff within the organisation.

X

The approach to remuneration for Directorate members will be publicly explained and remuneration decisions will
be transparent in the annual report of the Remuneration Committee to Council.

RCM will publish pay multiples and illustrate how these multiples have changed over time in the annual report of the
Remuneration Committee to Council. In the event of increases in any multiples, the RCM will publish an explanation
supporting any change irthis annual report.

Evidence that affects Directorate member remuneration will be explained in the annual report.

Remuneration Committee criteria and process for Directorate pay

1.

S5HPXQHUDWLRQ RI VWDII ZKRVH SD\ LV RXWVLGH WKH QDWLRQDO SD\ |
the Directorate) takes account of the global context in which the RCM operates: its standing and market position
amongst conservatms, its successes, and the market for senior talent waitte.

Remuneration takes account of internal comparators: the gender pay gap, pay multiples (see below), the approach
to pay for other academic and professional services roles at all levels.

In its annual report, the Remuneration Committee will publish the multiple of the remuneration of the Director and the
PHGLDQ HDUQLQJV RI WKH 5&0BYVY ZKROH ZRUNIRUFH DQG WKH UDWLR R
academic salary. Forthepg SRVHV Rl WKHVH PXOWLSOHYVY AHDUQLQJVB LV GHILQF
including base salary, allowances, and the cash value of beneifitkind. The median earnings figure used for the
multiple are the median fuiimeequivalent annual emings of all staff employed by the RCM. The RCM will also
GLVFORVH WKH SUHYLRXYV \HD dB/¥arianhge k he/mutigied TBeDBmuvitkeld wiHiovide

an explanation for any changes in the pay multiples, describing what factors haaesed movements in both

median and top earnings and thus changes in the pay multiple from the previous year.

The range of the values of a role is based on a number of componeniteria for assessing the value of roles will
include:

x complexity (scale and range of decision making, collaboration and contact, teniéical activity);

X impact (on students, research, finances and people, including employees, partners and community);
x discretion (level of accountability, degree of autonomy and decisinaking authority);

x knowledge and skills required (including specialist skills);

X reputation and academic/professional credibility needed for the role;

X an ability to recruit and retain key staff; and

X external comparisons.
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9.

responsibilities.

The RCM does not operate a formal system of performance pay scheme. However, remuneration for Directorate
members will take account of a report on individual performance by the Director and, in the case of the Director,

by the Chairman.

,Q PDNLQJ GHFLVLRQVY WKH 5HPXQHUDWLRQ &RPPLWWHH ZLOO EH LQIF
RCM against its strategic ambitions, its key performance indicators, and by the risk environmbatance will be
DFKLHYHG EHWZHHQ WKH DFKLHYHPHQW RI 5&0BY ORQJ DQG VKRUW Wt

7KH 'LUHFWRUBY SHUVRQDO REMHFWLYHYV ZLOO EH DJUHHG E\ WKH &KL
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The Director will produce a report:
X on each member of the Directorate setting out current salary, proposed salary increase and a justification in

each case based on the performance of the individual within the year and, where related to the post, the
success of th€ollege as a whole, any retention factors related to the market for the role, and a-ofisting
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CONFIDENTIAL PAY RATIOS (in accordance with the OfSobtints Direction re: PaRRatios

1 August 2022 - 31 July 2023

Head of Institution (basic salary) £243,780
Pay in lieu of pension contribution £36,567
Benefits (Healthcare provision) £8,166
Employer Pension costs (DIS) £15,358
Head of Institution (total remuneration) £303,871

Pay Ratio of the Head of QVWLWXWLRQBYV %DVLF 6DODU\ DQG WKH PHGLD 6.0:1

3D\ 5DWLR RI WKH +HDG RI ,QVWLWXWLRQBY 7RWDO 5HPXQHUD) 6.3:1
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