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University of Chichester 
Gender Pay Gap Report 2018 
 
 
 
 

The University of Chichester values the 
diversity of its community and is committed 
to providing an inclusive environment, 
which is welcoming and supportive for its 
students, staff and other stakeholders.  
 
Gender equality is an important part of our 
ongoing commitment to ensuring that every 
individual who studies or works with us has 
the opportunity to be themselves and 
flourish.  
 
We will be strengthening, enhancing and 
adding to the initiatives we have in place to 
close the gender pay gap we have identified 
within this report.  
 
 
 

  

 Legislation and Requirements 
 
In 2017, the Equality Act 2010 (Specific 
Duties and Public Authorities) Regulations 
2017 were introduced to increase 
transparency around gender pay 
differences in organisations in order to 
close the gender pay gap prevalent in 
society. Under the legislation, all relevant 
public sector employers with more than 
250 staff are required to publish their 
gender pay gap information in accordance 
with the specified criteria annually by 30 
March on the Government’s reporting 
website and on their own website. 
 

Executive Summary 
 
The information presented in this report 
shows that the overall mean pay gap is 
11.6pc and the median pay gap is 17.4pc, 
in favour of male staff. Starting at the 
lowest pay level, the first three pay 
quartiles contain more females than males 
and the quartile at the highest pay level 
has more males than females. 
 
Alongside external societal factors, 
elements contributing to the pay gap at 
the University are the higher number of 
female staff employed in lower pay grade 
roles and the lower number of female 
staff in roles within the upper pay grades.  
In addition, more women work on a part-
time basis than men at the University, 
49.5pc compared with 21.9pc. 
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Gender Pay Gap Analysis 2018 
                                                                                          

Mean and Median Gender Pay Gap     

           
The mean and median gender pay gaps are based on an hourly rate of pay calculated in accordance 
with the regulations using a snapshot date of 31 March 2017. The gender pay gap calculations utilise 
headcount and hourly rates of pay which take into account an individual’s pay and the full time 
equivalency of their role. Two types of averages are then calculated, the mean and the median. 

 

Equal Pay  
 
Whilst we do have a gender pay gap, we are confident that men and women are paid equally 
for doing equivalent jobs across the University, following triennial equal pay audits carried out 
in 2009, 2012 and 2015, with the next due in late 2018.  
 
‘Equal pay deals with the pay differences between men and women who carry out the same 
jobs, similar jobs or work of equal value. It is unlawful to pay people unequally because they are 
a man or a woman.  
 
The gender pay gap shows the differences in the average pay between men and women’. 1 

                                                           
1 ACAS, Managing Gender Pay Reporting Guidance, www.acas.org.uk/media/pdf/m/4/Managing_gender_pay_reporting_04_12_17.pdf 

 

 

 
11.6% 

Mean Gender Pay Gap 

 17.4% 
Median Gender Pay Gap 

 

56.4pc of staff at the University are female 
and 49.5pc of them work on a part-time 
basis. More female staff work in the kinds of 
roles that are situated at the lower end of 
the University’s grading structure which 
attract lower pay rates. There are fewer 
male staff (43.6pc), more of whom work on 
a full-time basis (78.1pc), within roles at the 
upper end of the pay structure. These factors 
all contribute to the 11.6pc mean pay gap. 

 

 The factors detailed for the mean pay gap also 
have an influence on the median gender pay 
gap figure as the middle number in a pay 
listing for female staff will be at a lower pay 
rate relative to the middle number on a pay 
listing for male staff, hence the gap between 
the mid-point pay for female and male staff of 
17.4pc. 

 

     Female   Male 
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Gender Split in Quartile Pay Bands from Lowest to 
Highest Paid 
 
In accordance with the Gender Pay Gap Reporting requirements, the University’s staff pay data 
has been organised to show the proportion of male and female full-pay relevant employees in 
four pay bands ranked from lowest to highest paid, divided into quartiles (four parts) and 
detailing the percentage of men and women in each.  
 

Lowest Paid Staff                                                                              Highest Paid Staff 
65.5% Women                                                                                         41.2% Women 
 

 

         Quartile 1                 Quartile 2                 Quartile 3                  Quartile 4             
          Lower Quartile     Lower Middle Quartile      Upper Middle Quartile            Upper Quartile 
 

Female staff represent 65.5pc of the workforce within Quartile 1 (the lowest paid quartile) and 

41.2pc within the highest paid quartile (Quartile 4). There is a greater percentage of women 

than men in the first three quartiles and more men than women in the upper quartile where 

pay is highest. The percentage of female employees decreases by 24.3pc from the lower 

quartile (65.5pc) to the upper quartile (41.2pc) whilst the percentage of male staff increases by 

the same amount.  

 

Gender Bonus Pay Gap              
 

This element is not applicable as the University does not have a bonus scheme or policy. 

 

 

      Female    Male 
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Why do we have a Gender Pay Gap? 

Consideration needs to be given to both internal and external factors, including Higher Education 

sector wide and societal issues, in order to understand how they might be contributing to the 

gender pay gap at the University.  

 University Pay Gap Analysis External and Internal Factors 

 

More women work in lower paid roles 
and on a part-time basis: Jobs within the 
lower pay quartiles such as administration 
and cleaning services are predominantly 
carried out by women. Female staff make 
up the majority of staff within the lowest 
three pay quartiles and 41.2pc of the staff 
remunerated within the highest pay 
quartile.  
 
49.5pc of female staff work part-time; 
39.7pc of Academic female staff work 
part-time and 53.9pc of Professional 
Services’ female staff. 46.2pc of staff in 
Quartile 1 are females working part-time; 
Quartile 2 is at 29.4pc and Quartile 3 is at 
25.9pc. In comparison, females working 
on a part-time basis in Quartile 4 is at 
9.4pc, however there are fewer women 
working at this level in total.  
 

External factors:  
The Government’s website states that 
the causes of the gender pay gap are ‘… 
complex and overlapping…’ and details 
the following: 
• ‘A higher proportion of women choose 
occupations that offer less financial 
reward (e.g. administration). Many high 
paying sectors are disproportionately 
made up of male workers (e.g. 
information and communications 
technology). 
• A much higher proportion of women 
work part-time, and part-time workers 
earn less than their full-time 
counterparts on average. 
• Women are still less likely to progress 
up the career ladder into high paying 
senior roles’.2 
 
Internal factors:  

 There are more women in lower paid 
roles such as cleaning services and 
administration.  

 There are more women working in 
part-time roles than men at the 
University. 

 The female to male split across the four 
quartile bands shows that the number 
of female staff within a quartile band 
decreases as the hourly pay rate and 
the number of male staff increases. 
There are more women in the lower 
three pay quartiles than men. There are 
more men in the upper pay quartile 
than women. 

 

 

More men work in higher paid roles and 
fewer men work on a part-time basis:  
Male staff make up around a third of the 
staff in each of the lowest two pay 
quartiles and three fifths of the staff 
remunerated within the highest pay 
quartile.  
 
21.9pc of male staff work part-time; 
23.7pc of Academic male staff work part-
time and 26pc of Professional Services’ 
male staff. 9.9pc of staff in Quartile 1 are 
males working part-time; Quartile 2 is at 
8.8pc; Quartile 3 is at 15.3pc and Quartile 
4 at 4.1pc. 
 

                                                           
2 Government Equalities Office, Announcements, UK Gender Pay Gap, https://www.gov.uk/government/news/uk-gender-pay-gap 
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Closing our Gender Pay Gap 

 

This analysis has shown that there is over-representation of female staff, (especially those 
working on a part-time basis), in the University’s lower pay grades and an under-representation 
of female employees in our highest pay grades, with the converse being the case for male staff. 
The University is committed to closing its gender pay gap to ensure that all staff can fulfil their 
aspirations and meet their potential and is developing, enhancing and adding to the range of 
initiatives it has in place, including: 
 
Continuing to value staff at all pay quartiles: The University is committed to investing in all 
staff across its grading structure as each individual has a role to play in its success. In May 2016, 
the University’s hitherto contracted out cleaning services staff were brought ‘in-house’, with 
the majority of the new staff being female; this has impacted on the gender pay gap outcome, 
but this is exceeded by the value this team of staff brings to the University.    
 
Advancing gender equality: We will continue to work closely with our recognised staff trade 
unions (UCU and Unison) and will take up and develop opportunities and initiatives such as our 
subscription to the Equality Challenge Unit (now Advance HE) in 2017, which brings access to 
sector specific guidance and resources to advance gender equality. The Aurora Programme and 
the forthcoming creation of a specific University network group for women will also aid this 
work, alongside the commitment and visibility of our female senior managers as role models. 
 
Professional development for all staff: The University will continue to promote existing 
development opportunities to all staff and will also enhance its provision with elements 
specifically for women, including the Aurora Programme. Aurora aims to encourage women to 
think of themselves as leaders and to develop leadership skills; this will help to support 
progression for women to senior levels and assist the University in maximising the potential of 
its female staff. The University seeks to encourage and enable those women who wish to 
progress into higher paying, more senior roles, whilst providing equivalent opportunities to 
those women who are content in their roles and value the University as an employer of choice 
because of its flexible working environment. 
 
Flexible working opportunities: The number of female (and also male) staff working part-time 
shows that there is a demand for flexible working practices at the University. Each application 
is considered on a case by case basis, however options will be reviewed to ensure they can 
support general progression and role access as well as affording individuals the work life 
balance they are seeking where practicable. 
 
Monitoring and review: The University will monitor gender throughout the staff recruitment 
process, from advertisement and application to appointment, alongside examining progression 
and promotion for staff in post. Where either gender is less well represented across the 
University’s pay structure or within specific roles, recruitment will be targeted accordingly to 
address an imbalance, such as encouraging more women into senior posts and inviting more 
men to explore working with us in ‘non-traditional’ ways. The monitoring data will be reviewed 
periodically to ascertain the impact of the University’s initiatives. 


