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• Increased Careers visibility through new collaborations and a wider menu of personalised services, is boosting student 
engagement with employability. The latest data shows an 82% increase of one-to-one appointments in semester one 
(2197) compared to same time last year (1203). Engagement is vital to positively influence career planning, increase 
confidence and the job application skills of our students.    

• Student completion of the careers registration survey has increased by 35% since made mandatory, providing the 
University with richer insights to plan Career interventions and evaluate their effectiveness. The latest data shows 
improvement in 3 key indicators: career planning is up by 8.5% (n=4200), interest in work experience is up by 2.5% 
(n=2464) and career readiness is up by 15% (n=4437). In addition, the University outperforms the sector average for 
all two NSS 2022 question sets on career readiness and skills, students agreed that its courses helped them to better 
develop employability skills (87%), improve career planning (78%) and career prospects (84%). We are now asking 
students what they perceive as barriers to employment, with the main barrier being confidence at interviews, we are 
creating advanced digital and in-person solutions to address these using the new Careers portal.  

• Career Liaison Managers (CLMs) are playing a key role in curriculum design, actively participating in design sprints, 
validations and continuous monitoring. Sharing expertise, student and employer perspectives, and innovative tools 
from the new Careers portal, is helping to further embed employability in the curriculum, to ultimately support career 
readiness and positive graduate outcomes.   

• The new Careers portal offers a hyper personalised employability experience and cutting-edge tools and intel on the 
graduate marketplace. It helps students to know and develop employer-desired skills through its resources and a jam-
packed jobs board, career appointment and event functionality. It houses the University’s Career Essentials and new 
EDGE Awards, available for students and graduates to ensure they are work-ready and can compete in the graduate 
labour market, with academic recognition.  

• The Careers team have applied to obtain the Quality Standards Certification from AGCAS (UK Careers professional 
body). This was an opportunity to reflect on the University’s service, priorities and identify gaps in provision to ensure 
it continues offering an excellent service to students, graduates and employers.   

• These institutional developments and higher engagement with Careers are designed to have an impact on graduate 
outcomes and graduate retention in the region and meet the 68% and 20% interim targets respectively for 2023. 
They are responding to previous disappointing results, to deliver better outcomes from this year and to embed 
employability throughout the student journey so that the University increases the career confidence and readiness of 
its students. The new mandatory careers registration data and career pulses through the new portal will give us better 
insight and intelligence to shape discipline-specific interventions to improve outcomes in those areas. 

 
Members and attendees commented as follows: 
 
• Colin Hughes asked of the improvements in employability was as a result of our interventions or the bounce back from 

the pandemic. Annabel Kiernan stated that it had been more difficult for students to gain work experience over the 
pandemic as accessibility to placement experiences had been impacted and redressing this balance has been a focus. 
Therefore, the improvements were a combination of post pandemic bounce and also more targeted and impactful 
actions by the University. 

• Colin Hughes asked if help in the form of clothing and travel expenses for interviews was in place and whether any 
outstanding obstacles to employment could be ascertained by interviewing less financially secure graduates. Dr 
Annabel Kiernan stated that the Horizon Fund assisted with such issues, however she would look into the matter raised 
and investigate further. 

• Sara Williams stated that the beInspired programme had helped create 300 start-up businesses over 5 years, whereas 
the Chamber of Commerce had helped 360 a year. It was noted that the beInspired programme had a number of 
conditions attached to who it supported and more limited access points in joining the programme. 

 
The report was noted. 

326 Graduate Outcomes Survey Annual Report  SP/17/08 was introduced by the Pro Vice Chancellor – Academic. 
 
• This report captures the impact-led interventions developed and delivered for ‘Class of 2021’ graduates and those in 

progress for ‘Class of 2022’. Based on last year’s success, it asks the Executive team to continue investing £95,270 to 
deliver a second year of the Graduate Projects Office (GPO) facilitating funding for 50 graduate internships to support 
under/unemployed graduates from Class of 2022.  

• These impact-led interventions have the potential to improve our graduate prospects scores by 5% (Guardian) raising 
the graduate prospects metrics ranking c.31 places from 79th to 48th and by 4% (Times) raising the graduate 
prospects metric ranking c.33 places from 107th to 74th subject to wider sector movement i.e. that other HEI’s position 
does not move (BI League Table Reports, Oct 2022). 

• The developments captured in this paper support progress towards two KPIs: 75% of graduates in graduate level 
roles, classified in accordance with the Graduate Outcomes Survey by 2027 and 20% of graduate retention in graduate 
roles within Staffordshire as proportion of all graduates by 2027. 

• During 2022-2023 we have set ourselves the following interim milestones for ‘Class of 2021’ graduates (data to be 
released in June 2023): 68% of graduates in graduate level roles, classified in accordance with the Graduate Outcomes 
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Survey (GOS). Current position is at 73% (Guardian) and 66.6% (Times), The other was 12% of graduate retention 
in graduate roles within Staffordshire as proportion of all graduates. Current position is at 23% (BI, Jan 2023). 

• We believe that the action plan delivered by the new Graduate team last year set us on course to achieve these interim 
objectives. The action plan was based on targeted outreach, calling and marketing campaigns leading to five actions: 
1) diagnosing employment status of league table eligible graduate pool; 2) increasing response rate/survey completion 
for high-impact courses i.e. Nursing; 3) minimising underreporting in high participation courses i.e. Art, Games; 4) 
upskilling 50 under/unemployed graduates through internships via the new Graduate Projects Office (GPO) and 5) 
upskilling 9 under/unemployed graduates through the new PG Certificate PDP bursaries, raising confidence, experience 
and positively impacting our graduate outcomes scores in League Tables. 

• The latest data show a negative differential of -20% in the graduate outcomes of our partners. The Head of 
Employability and the Head of Post-16 Partnerships are leading the development of interventions to support partners 
delivering employability focussed enhancements, without focussing on survey completion campaigns for now, 
ultimately to improve the career readiness and outcomes of partner students without negatively impacting scores in 
the short term.  

• To support graduate retention in the region, we are increasing local employer events on campus in collaboration with 
Unitemps and Schools. These expose students and graduates to employer networks, feeding local recruitment talent 
pipelines and matching talent against live roles. We are seeing an increase of employer participation in the curriculum 
and in Career events, including those targeting graduates, as well as sponsorships.  

• These institutional developments are designed to have an impact on graduate outcomes and retention, setting us on 
track to meet the 68% and 12% interim targets for 2022-2023. They are responding to previous disappointing results, 
and some gaps in employability partner provision, to deliver better outcomes from this year and to continue embedding 
employability throughout the student journey so that we increase the career confidence and outcomes of all our 
students. 

 
Members and attendees commented as follows: 
 
• Sara Williams commended the Graduate Outcomes Survey Annual Report and wished her thanks to be passed onto 

staff who had directly impacted upon this. 
• Colin Hughes asked about the length of the internships, and whether both students and the University are benefitting 

from these.  Dr Anabel Kiernan stated that the internship programme was due to be reviewed and that this would be 
included in such a review. The review was to ascertain the benefits and costs of upscaling the programme. Martin 
Jones highlighted that this would also be reflected in the employer/business development strategy, part of one of the 
strategic priorities. 

 
The report was noted. 

327 TEF Update  was provided verbally by the Pro Vice Chancellor – Academic, confirming that the submission to the Office 
for Students had been made before the due date and had been previously circulated to governors. The outcome would 
be known in Summer 2023. 
 
Members and attendees commented as follows: 
 
• Sara Williams and members commended Annabel Kiernan and Hannah Blackburn for the student submission, which 

would hopefully place the University in a strong position for the OfS consideration. 
 
The report was noted. 

328 Review of International Recruitment Strategy SP/17/09 was presented by the Pro Vice Chancellor – Academic. 
 
• The University has set out ambitious metrics for international recruitment as part of the Strategic Plan (2022 – 2027). 

In the current external environment, there is clearly a continued opportunity for growth for the University in terms of 
both international headcount and revenue generation, whilst ensuring quality and standards are maintained in line 
with UK Visa and Immigration (UKVI) Basic Compliance Assessment (BCA) requirements.  

• To realise its strategic ambition, the University has started to realign and reposition itself favourably in the global 
marketplace to ensure it is able to capitalise on available international recruitment initiatives given this area of activity 
has the ability to have positive, significant impact on the future financial success of the institution, and to contribute 
significantly to the University in terms of culture, diversity and opportunity for all students.  

• Over the past two academic years, the University has seen significant growth in international applications and on 
campus student population, confirming that the previously approved strategic direction is starting to deliver effectively. 
The international admissions team have seen growth in applications from 259 in 2020/21 to 2,425 in 2021/22 to 
11,361 in 2022/23, representing a 4,286% increase over the two academic years. For 2023/24 1,650 applications have 
already been received to-date, which is an increase of 115% on the same point last year. 

• The current on-campus international student population is 1,401, with a further 469 (approximately) expected to enrol 
in January 2023. This is growth of 920%, from 183 students in 2020/21 to a projected 1870 on conclusion of the 
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January 2023 enrolment. Investment has taken place across the University to support this growth, in particular in 
Student Development Services to ensure a high-quality student experience is maintained. 

• Strategy and Performance Committee is asked to consider and affirm the following recommended Strategic Aims as 
outlined in this paper to continue to support the international recruitment Strategy to 2027: 

• Grow full-time undergraduate and postgraduate on-campus students to 0.7% of market share. In 
numerical terms this would require an international student population of 1,800 to be maintained 

• Create a student demographic that mirrors the Post-92 sector norms. 
• Build a sustainable long-term presence in an intelligence-led priority market portfolio, supported by 

appropriate third-parties. 
• Deliver an international foundation programme (and associated delivery models) to secure the 

Undergraduate international recruitment pipeline to diversify our international student population.  
• Diversify streams of revenue in relation to international recruitment opportunities (fee-paying summer 

schools, credit bearing summer schools, pre-sessional English, as examples) 
• Develop further entrance routes to the University from external qualification providers and University 

partners through articulation and progression arrangements. 
 
Members and attendees commented as follows: 
 
• Discussion ensued around the national figures for international students which are considerable and could now have 

peaked. All agreed that diversification is important to maintain these numbers. Dr Annabel Kiernan is analysing the 
markets where the most significant growth is taking place. 

• Professor Martin Jones stressed the importance of building relationships internationally and within Vietnam the market 
has shifted based on political trends. The situation is similar with the Indonesian market. It was noted that the 
Vietnamese Ambassador would be visiting the London campus in March with the President of BUV. 

• Sara Williams raised the importance of delivering ROI whilst ensuring the student experience remains outstanding for 
both national and international students. Dr Annabel Kiernan and Hannah Blackburn commented that there has been 
no negative feedback about this aspect of the student experience, in fact the higher number of international students 
provide a more diverse experience for home students. Typically, international students are well integrated with their 
peers and their engagement with events was positive with good retention rates.  

• Martin Jones highlighted that most international students are masters’ students and benefit from a 2-year work visa 
offers significant potential for local businesses, especially since digital Masters courses by international students are 
popular. 

 
The International Recruitment Strategy was approved. 

329 Energy Consumption Performance Report  SP/17/10 was introduced by the Chief Financial Officer and Deputy Chief 
Executive.  
 
• Staffordshire University is committed to reducing energy consumption of its owned/operated estate, to minimise the 

associated environmental and financial impacts. At the beginning of October 2021, the University became members 
of The Energy Consortium (TEC), who represent the interests of the education sector, and entered 36-month flexible 
procurement contracts for electricity and gas supplied by EDF Energy and Corona Energy respectively, managed by 
TEC.  

• This report covers the period 1st August 2022-31st October 2022. Combined cumulative spend for electricity and gas 
was £0.97 million compared with a budget of £0.66 million, within an annual budget of £3.4 million set in April 2022 
in conjunction with TEC.  Owing to an error in the figures provided by TEC, and the need to buy extra energy outside 
of the fixed contract, the forecast cost for the year has now risen to £4.5m.  Assurances have been received from TEC 
that all information provided is now based on correct assumptions (and that safeguards have been put in place to 
prevent further such errors). This report therefore compares actual consumption and costs with both the original 
budget and updated forecast. 

• This report also reports the scope 1 and 2 emissions to date and the forecast for the full year against the milestone 
KPI target published last year.  The University’s carbon emissions for scopes 1 and 2 as forecast and reported require 
recalibration over time as the electricity conversion factor (to turn consumption into emissions) is reducing over time. 
This is because each year a higher proportion of grid electricity is generated from non-carbon emitting sources.  The 
conversion factor for 2021-22 has now been confirmed which has changed both the figure reported in 2021-22 and 
the target for 2022-23 (both favourably). Against the adjusted milestone target for 2022-23 (3,550 tCO2e), the 
University is forecasting to achieve the target figure. 

 
The report was noted. 

330 Staffing Demographic Profile Report SP/17/11 was introduced by the Chief Operating Officer. 
 
• The University is making good progress towards the increasing presence of ethnic minority staff within the workforce, 

to bring this in line with the regional data. 
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• Staffordshire University staff profile data shows that on 1st January 2023 we employed 1,500 staff (excluding part-
time lecturers). Of the 1,500 staff employed, 86.5% declared they were from a White background, 11.2% declared 
they were from an ethnic minority background. Our current target is to ensure 17% of staff employed across the 
organisation are from an ethnic minority background.  

• In terms of direction of travel, in January 2022 (the commencement in role of the current Vice Chancellor and the 
development of the overall KPI), 8.9% of our staff were from an ethnic minority background. Since that time, we have 
seen a positive increase of 2.4% more ethnic minority staff employed in the period, bringing us to our current position 
of 11.2%.  

• Modelling our current recruitment, selection, and staff turnover rates, we are likely to reach our internal target of 17% 
ethnic minority staff by 2026-2027.  

• In closer examination of our ethnicity profile, it is important to understand whether we are employing more people 
from ethnic minority backgrounds who live within the region, or employing more people from outside the UK, who 
would require visas. From January 2022 to January 2023, 58 people we employed from a minority ethnic background, 
36 (62.07%) were from the UK/Ireland and 1 (1.72%) were from the EU/EEA (European Union/European Economic 
Area) and 21 (36.2%) were from other countries. 

 
Members and attendees commented as follows: 
 
• Sara Williams asked whether the University should be more ambitious with its targets as we were already ahead of 

these. Ian Blachford commented that the University’s focus is at full momentum, and it aims to outperform these 
targets year on year.  Sara Williams commended the University for the steps it was taking to improve the diversity of 
the workforce. 

• Colin Hughes asked about the recruitment routes for the 36% minority ethnic staff listed as from other countries. Ian 
Blachford confirmed that these were international appointments made through the UKVI regulations and were mainly 
academic staff who had applied to advertisements. 

 
The report was noted. 

331 League Table Performance Report  SP/17/12 was introduced by the Deputy Vice Chancellor. 
 
• The Committee received at its October 2022 meeting a paper on the three major UK league tables published in 2022 

and an analysis of our performance at an institutional and subject level. Since the last meeting of the Committee, the 
University League Tables Group chaired by the Deputy Vice Chancellor has developed an action plan in conjunction 
with SLT and Schools to improve our league table performance. The action plan is being reviewed by SLT on a quarterly 
basis. Those key actions in the action plan that have been successfully completed since the Committee’s last meeting 
are indicated in Section 4 of the paper. 

• Since the last meeting of the Committee the results of the THE World University Rankings 2023 have been announced. 
Unfortunately, we have dropped from the grouping 1001-1200 (out of 1662) to 1201-1500 (out of 1799). This means 
we have also dropped in comparison to other UK universities and are now 101st (out of 103), dropping 7 places from 
94th (out of 101). The reasons for this are explored in Section 2 of the paper. 

• Considerable work has also been undertaken since the last meeting to maximise our results in the reputational surveys 
used by the QS World University Rankings and the THE World University Rankings, it is expected that these will have 
an impact on rankings released in 2023 and 2024 (and are discussed in Section 4). 

Members and attendees commented as follows: 
 
• Simon Smith asked about how the University would improve its performance in the QS World Ranking. Kevin 

Hetherington highlighted a number of actions that were contained in the paper. Martin Jones highlighted that research 
of course was not only important for the league tables but also the delivery of the academic strategy. 

• Sara Williams said the changes highlighted in the report appear to be structural and would hopefully have a positive 
long-term impact on league table performance. 

 
The report was noted. 

332 Apprenticeships Performance Report SP/17/13 was introduced by the Deputy Vice Chancellor. 
 
• Staffordshire University continues to be one of the largest providers of Higher and Degree Apprenticeships in England 

and is, currently, on course to meet the internal target of 6,500 Apprentices enrolled between September 2017 and 
July 2026. Recruitment of Apprenticeships in 22/23 has continued to meet overall targets with some courses expanding 
by more than 10% on numbers recruited in 21/22. The Police Constable Degree Apprenticeship (PCDA) continues to 
contribute approximately 60% of Apprentices recruited.  

• Income from Apprenticeship provision continues to grow year on year with growth expected to be approximately 8% 
higher than in 21/22.  

• In August 2022, the ESFA introduced the Apprenticeship Accountability framework (AAF) which monitors key quality 
metrics for all Apprenticeships. The framework will provide data reports based on each ILR submission; however, this 
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engagement to deliver a coherent student experience and stated that the new NSS is expected to provide meaningful 
insights so that any changes can be implemented in addition to the module evaluation reports. 

 
The report was noted. 

336 Update on Staffordshire University: London Portfolio Review SP/17/17 was presented by the Chief Operating 
Officer. 
 
• This paper provides an update on Staffordshire University: London and the work that has been undertaken at the 

campus since the resignation of the Director of London in January 2022. The work has been led by the Chief Operating 
Officer, working in conjunction with the London Senior Management Team and the broader University. The following 
approach has been applied to the redevelopment of the London campus: 
o Phase One: Stabilise (January 2022-December 2022) – This phase has been largely focused upon completing the 

outstanding actions from the Phase Two estate developments together with a substantial amount of focus on the 
reintegration of London with the wider university. All core functions of the University now have service level 
agreements in place on a three-point plan – services provided by London-based staff, services provided by Stoke-
based staff visiting London, and services provided to London remotely. Significant work is being undertaken 
through the Staff Make Staffs cultural development programme to revitalise the culture of SU:L. 

o Phase Two: Rebuild (December 2022 – December 2025) – This phase is focusing upon the redefining and 
articulation of the vision of SU:L, confirmation of the academic portfolio for 2023 recruitment cycle and September 
2024 entry, calculation of capacity of SU:L, student number planning and identification of any modifications to the 
estate and the workforce reprofiling to deliver the refreshed portfolio. 

o Phase Three: Flourish (September 2023 – Onwards) – This phase will investigate the opportunities to grow the 
research reputation of SU:L, investigate the opportunity to grow enterprise income,  work-based learning and 
micro credentials from a stronger focus on employer partnerships. There will be a further review of the academic 
portfolio based upon recruitment performance insights, continued market intelligence and a greater resonance 
with the local and regional economy of London. 

 
The attached paper outlines the following key messages: 
 
• It reaffirms the vision for SU:L and the underlying principles for this. This document positions SU:L with a distinctive 

emphasis on a portfolio of courses which have at its heart professional digital skills for the professions of tomorrow. 
The portfolio of awards will reflect the ever-changing needs of business and society, recognising the global shift for 
new skills and knowledge and allowing our graduates to transcend traditional career boundaries. In practice, London 
is a strong brand message for Staffordshire University that needs to be capitalized upon – as a statement of ambition 
and a halo effect, as it was always intended. Furthermore, the premise for London presenting new market opportunities 
for our flagship courses in domestic markets remains, together with new market opportunities for our flagship courses 
in international markets. 

• An updated and more sophisticated review of the market intelligence for London, reflecting the business insights from 
DataHE and broader intelligence. At the time of writing the Phase One and Phase Two Business Cases we did not have 
access to the DataHE business insights, so this provides us with a review of business insight together with our own 
portfolio performance data. 

• The paper also explains the current academic portfolio performance against Phase One and Phase Two Business Cases 
(combined) highlighting that the current cohort of undergraduate students is 375 against a target of 683 
undergraduate students and 32 postgraduate students against a target of 60 postgraduate students. Within this, there 
was of course the impact of the pandemic which has impacted upon these figures, however it should be noted that a 
number of courses failed to attract students and were suspended in recruitment cycles.  

• The paper also explains the refreshed academic portfolio for September 2024 entry and the reasons for this. This is 
built upon the principles of: 
o For the rebuild phase only tried and tested courses in the academic portfolio 
o Courses delivered in London will also be delivered elsewhere, to strengthen the delivery teams, strengthen quality 

assurance, strengthen marketing messaging, and strengthen the student experience. 
o The portfolio reflects our flagship provision and showcases this in London – true to the original vision. 
o The increase in postgraduate provision will continue to increase our international student recruitment, whilst the 

undergraduate provision will increase recruitment to our domicile market. 
• The paper explains the next steps that are being undertaken with regard to capacity planning, and any modifications, 

to inform and rebase the student number planning for SU:L going forwards and bring in line with the original business 
plans. 

 
Members and attendees commented as follows: 
 
• Prof Martin Jones noted that the increase in SU:L metrics outperformed the increase at the Stoke campus and he  

commended Ian Blachford for this work. The focus now needs to be on embedding SU:L within the political scene to 
maximise further opportunities. Appointing a Director to capitalise on the vision for SU:L is now crucial.  

• Sara Williams agreed that the plan has been very well executed by Ian Blachford and that it is now important to 
capitalise on more potential opportunities.  






