


This policy sets out the approach to remuneration for senior staff. 

1. Introduction 

This Reward Policy is based on the design and implementation of reward policies and practices 
which will support and advance the University’s academic, organisational, cultural and financial 
objectives as well as its employees’ aspirations. It aims to attract, develop and engage exceptional 
staff and reward and recognise exceptional performance and/or special contribution.  

‘Total reward’ includes everything the employee perceives to be of value resulting from the 
employment relationship. These can include financial and non-financial rewards, for example 
learning and development opportunities and flexible benefits as well as access to a range of 
University resources and facilities within its working environment.  

It is recognised that senior staff roles are complex and diverse and the University must be able to 
attract and retain high calibre leaders capable of delivering a demanding agenda. Nevertheless, as a 
charity in receipt of significant public funds and during times of financial challenge, there is a tension 
between paying salaries which are sufficient to secure, motivate and retain high quality staff in 
leadership positions and being excessively generous, which is likely to be unsustainable and may be 
inappropriate. However, to meet future challenges it is vital to support and engage with the 
development of talent and high performance within the senior group of staff of the University.  

In the simplest terms, pay is part of the contractual obligations between employer and employee for 
work done and paid for. This does not take account of individuals’ intrinsic needs above and beyond 
monetary reward (in its various forms) alone. Whilst remuneration plays a key role in motivation, a 
reward system that combines this extrinsic aspect and the intrinsic needs of the individual for 
recognition, being treated well, status, flexibility, opportunities for promotion, personal 
development and fulfilment provides the ideal combination, allowing staff to realise their potential.  

We wish to create a performance culture at the University, where senior staff whose outputs are 
excellent will be offered a commensurate reward in order to retain their services to the benefit of 
the University; those whose performance is satisfactory will be rewarded appropriately and support 





other senior staff must have a full understanding of the contributions their direct reports are making 
in order that they may recognise achievements or intervene where there are performance 
difficulties.  

6. The University Strategy  

Remuneration is one way in which the University can contribute to its strategic objectives ensuring 
that senior staff are suitably rewarded for their contribution to the University, students and 
community.  

7. The purpose of the reward policy 

The purpose of the reward policy for senior staff is to: 

�x Help deliver the University’s strategic objectives and plans. 

�x Reinforce the University’s values. 

�x Attract and retain high calibre academic and professional leaders. 

�x Motivate, engage and develop academic and professional leaders. 

�x Recognise and reward excellent performance in this staff group. 

�x Ensure academic and professional leaders foster a workforce which encourages creativity, 



competencies in the case of external appointments, together with relativities relating to peers. The 
UCEA benchmarking salary data will be made available to Remuneration Committee.  

As the cultural expectation will be to recruit only exceptional people to senior positions, the UCEA 
salary data should not preclude the option of departing from typical salaries when necessary to 
attract and recruit exceptional talent and leadership to the University at market rates, provided the 
reason is justifiable and recorded for audit/governance purposes.  

When setting starting salaries the University will give consideration to equal pay issues in addition to 
market pay data to avoid a gender pay difference or a difference in salary as a result of any 
protected characteristic(s), which could lead to unlawful discrimination.  

When making internal appointments, starting salary must be compared with salaries offered to 
relevant recent external appointees to ensure internal appointees are not disadvantaged.  

Increases to Base Salary and Non-consolidated pay awards 

It should be noted that the University’s financial position in any year will influence the distribution of 
base salary increase awards.  

The University will apply any nationally agreed uplift in pay through JNCHES negotiations to senior 
staff. 

Senior salaries sit outside the nationally-negotiated salary framework in operation for staff. 
However, the University provides the opportunity for senior base salaries to be considered annually 
and awards made, where appropriate.  

Two types of award can be made as follows; 

Base Pay Awards  

Changes to base pay may be made where changes to role or responsibilities has taken place (this 
reflects salary review for professional services staff which takes place via HERA grade review) and/or 
where the benchmarking for a particular role indicates that the current base salary is not 
competitive/in line with the sector. 

Various factors are taken into account in deciding the base salary increase awards. The awards are 
not necessarily in direct relationship to the Performance Rating, as above, factors such as salary 
award history, salary in relation to benchmarking data and the financial situation of the University 
are considered.  

Non Consolidated Pay Awards  

Non-consolidated pay awards may be made dependent on performance (see performance rating 
info below).  

As an alternative to an increase in base salary, the Remuneration Committee may determine that a 
non-consolidated pay award will apply to a senior staff member.  

No member of senior staff will be entitled to a non-consolidated pay award unless they have 
achieved a rating of EE or E at their PDR review.  

Any non-consolidated pay award will be linked to the achievement of PDR objectives.  

Performance ratings 



The following performance ratings apply to all senior staff for the previous assessment period and 
should be in assessing merit for a non-consolidated pay award.  




