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Introduction

The University recognises that it will take time to eliminate the gender pay gap and is committed to 
providing opportunities and support to women to progress through the organisation.  Our mission 
is to be a university community that inspires and enables individuals to exceed their expectations by 
providing students and staff alike with the opportunity to achieve excellence.

We are committed to advancing gender equality as we want to ensure that every individual who studies, 
or works with us in any capacity, has the opportunity to be themselves and flourish.  We recognise that, 
although there are societal barriers and external factors, our structure, processes and decision making 
can close the gender pay gap and we will take actions to address.

Legal obligations

This report complies with the Gender Pay Gap legislation introduced in 2017 for all employers with 
more than 250 employees to publish their gender pay gap as at a snapshot date of 31 March the 
previous year. This is then published on the Government website and is publicly available for comparison 
and review. 
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Why is there a gender pay gap?

• There is an uneven distribution of women across the organisation. There are more women than men in 
all quartiles, but the highest percentage of women are in the lower two quartiles. 

• The University’s Cleaning team is in-house, which is not the case in all Universities. The University is 
proud to have the Cleaning team as part of our University community, but recognise that these roles 
are often lower paid and more likely to be carried out by women.

• There are a higher number of women in part-time administrative roles.  When these roles are 
recruited for, they tend to attract female applicants. This is a wider societal trend, largely related to the 
unequal distribution of childcare responsibilities. 

• At Professor and Head/Director of Department/Institute levels, there are a higher percentage of men 
than women.
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What action is the University taking?

Continue to support and promote a Women’s Networking Group.

Promote career development opportunities for Professional Services staff, developing a professional 
development programme specifically targeted at non-managerial Professional Services staff, who are 
predominantly women.

Promote academic career progression routes to increase the number of female applications and 
the number of females appointed into promoted posts, for example Readers, Professors and Heads/
Directors of Department.

Undertake a review and consider whether all roles could be advertised as flexible when recruiting, 
unless there is an operational reason as to why they could not be carried out flexibly and/or part-time.

Ensure that all recruiting managers and interview panel members are trained in Recruitment and 
Selection training, including inclusivity.

Continue to support University-wide online Unconscious Bias training, essential for all staff, tracking and 
monitoring completion. 

Implement anonymised applications at the shortlisting stage of recruitment, to reduce bias in the 
selection process.

Ensure that all new staff understand our values through induction and training on commencement in 
post.

Support further places on the Advance HE Diversifying Leadership Programme.

Look to support places on the Aurora Leadership Programme again in 2021-22.

Continue to monitor the percentage of female applicants, the percentage being interviewed, the 
percentage appointed and starting salaries in order to identify any issues at the recruitment stage.

Continue to monitor male and female progression within Professional Services in order to identify any 
barriers to progression for women.

Undertake an equal pay audit, with a horizontal and vertical review of gender pay.


