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University of Chichester 
Gender Pay Gap Report 2020 
 
 
 

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.  
 
For our staff, we strive to nurture and 
facilitate a stimulating and supportive 
working environment where all colleagues 
are equally valued, supported and duly 
recognised for their contribution. We also 
seek to offer flexibility for individuals to 
balance their work with us alongside the 
other facets of their lives, enabling staff to 
work flexibly in their roles. We recognise 
that it will take time to address our gender 
pay gap, whilst remaining a supportive 
employer for our staff. 
 

Legislation and Requirements 
 
The Equality Act 2010 (Specific Duties and 
Public Authorities) 2017 Regulations 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 University’s mean gender pay gap 
as at 31 March 2019 is 11.1pc 
(compared to 12.3pc on 31 March 2018 
– a 1.2pc decrease). The median 
gender pay gap is 17.3pc, (compared 
to 18.0pc on 31 March 2018 – a 0.7pc 
decrease), both 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.  
 
Women account for around two thirds 
of staff in the lower three quartiles, 
Quartiles 1, 2 and 3, and two fifths at 
the highest pay level, Quartile 4. 
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Gender Pay Gap Analysis 2020                                                                                                             

Mean and Median Gender Pay Gap                  
          
 
 
 

The gender pay gap analysis utilises headcount and hourly rates of pay which take into account an 
individual’s pay and the full-time equivalency of their role, calculated in accordance with the 
regulations, using a snapshot date of 31 March 2019. Two types of averages are then determined, the 
mean and the median.  

The Gender Pay Gap and Equal Pay 
 

The gender pay gap differs from equal pay. Whilst the two are often confused, the gender pay 
gap is the difference between what men typically earn in an organisation compared to what 
women earn, irrespective of their role or seniority. Equal pay means that men and women in 
the same employment performing equal work must receive equal pay, as set out in the Equality 
Act 2010. Essentially, ‘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  
 
The University has been carrying out equal pay audits every three years since 2009. Through 
this process we are confident that men and women are paid equally for doing equivalent jobs 
across the University.   

                                                           
1 ACAS and Government Equalities Office - Managing Gender Pay Reporting Guidance 
www.acas.org.uk/media/pdf/9/p/Managing_gender_pay_reporting_07.02.19.pdf 
 

 

 

 

11.1% 
Mean Gender Pay Gap 

 17.3% 
Median Gender Pay Gap 

 

At the snapshot date, 57.9pc of staff at the 
University were female. Of those female staff, 
50.3pc of them worked 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. Male staff are at 42.1pc, with 
20.1pc working on a part-time basis and more 
working in roles at the upper end of the pay 
structure. These factors all contribute to the 
11.1pc mean pay gap. 

 

 Changes within the staffing structure during the 
academic year 2018-19 impacted on the 
distribution of female and male staff across the 
University’s workforce, resulting in a decrease in 
the median gender pay gap to 17.3pc, from the 
18.0pc recorded in 2019. The median gender 
pay gap results from many more female than 
male staff electing to work on a part-time basis 
in the kinds of roles that are situated at the 
lower end of the University’s grading structure, 
which attract smaller pay rates - hence the 
middle number in a pay listing for female staff is 
at a lower pay rate relative to the same pay 
listing for male staff.  

 

Female    Male 

http://www.acas.org.uk/media/pdf/9/p/Managing_gender_pay_reporting_07.02.19.pdf
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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 
67.3% Women                                                                                            42.4% Women 
 

 

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

As with the previous two reports for 2018 and 2019, there is a greater percentage of women 

than men in the lower three quartiles (Quartiles 1, 2 and 3) and more men than women in the 

upper quartile (Quartile 4) where pay is highest despite changes within the composition of the 

University’s workforce. Female staff represent the majority of our lowest paid staff at 67.3pc 

within Quartile 1 (the lowest paid quartile) and 42.4pc within the highest paid quartile (Quartile 

4).  

There has been improvement in the upper middle quartile with the number of women working 

in roles at this level increasing by 6.7pc to 60.6pc from 53.9pc in the 2019 report, but a 4.0pc 

decrease in the number of female staff in the higher upper middle quartile, to 42.4pc from 

46.4pc in 2019. In addition, there has been a 3.2pc decrease in the number of women whose 

roles fall in the lower middle quartile and a 0.8pc increase within the lower quartile. 

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? 

 

Due to the complexity of the causal factors of the pay gap, consideration needs to be given to both 
internal and external aspects in order to understand how they might be contributing to the gender 
pay gap at the University. We recognise that a long-term approach is required in some areas of our 
focus and that it may be some time before impact is apparent. 
 

 University Pay Gap 
Analysis 

External and Internal Causal Factors 

 

More women work in the lower 
paid roles and on a part-time 
basis: 50.3pc of female 
University staff work part-time; 
74.8pc of staff in Quartile 1 are 
females working part-time; 
Quartile 2 is at 28.4pc and 
Quartile 3 is at 26.7pc. In 
comparison, females working on 
a part-time basis in Quartile 4 is 
at 10.9pc, however there are 
fewer women working at this 
level in total.  
 

External:  
Societal factors contributing to the national gender 
pay gap are complex. Unless gender equality 
happens at home, at work and in public life it will 
take many years before a meaningful impact is felt 
by all women in the UK workforce. 2 Key drivers of 
the current gender pay gap include an individual’s 
age, (women over 40 years are more likely to work 
in lower-paid occupations compared with younger 
women)3, societal discrimination against women, 
occupational segregation of men into higher-
paying and women into lower-paying occupations, 
with an undervaluing of roles predominantly 
carried out by women, (meaning ‘men's work’ is 
generally given a higher value both socially and 
economically), dominance of men in the highest 
paid positions and unequal caring responsibilities 
for men and women which lead to women working 
in part-time jobs with fewer opportunities for 
progression. These external dynamics impact 
greatly on the University’s gender pay gap 
experience as evidenced in this report and our two 
previous reports.  
 
Internal:  
At the University, there are more women in the 
lower three pay quartiles than men, and there are 
more men in the upper pay quartile than women. 
More women are in lower paid roles ‘traditionally’ 
seen as female such as cleaning services and 
administration, more of them work part-time than 
men and more seek flexible working opportunities 
than men for various reasons, predominantly to 
provide care to others.   

 

More men work in the higher 
paid roles and fewer men work 
on a part-time basis:  
Male staff account for around a 
third of the staff in each of the 
lowest three pay quartiles 
(Quartiles 1, 2 and 3), and 
57.6pc in Quartile 4.  
 
20.1pc of all male staff work 
part-time at the University - 
10.3pc of staff in Quartile 1 are 
males working part-time; 
Quartile 2 is at 6.7pc; Quartile 3 
is at 9.7pc and Quartile 4 at 
7.3pc. 

                                                           
2 Fawcett Society, Close the Gender Pay Gap, https://www.fawcettsociety.org.uk/close-gender-pay-gap 
3 Office for National Statistics - Gender pay gap in the UK: 2019, Differences in pay between women and men by 
age, region, full-time and part-time, and occupation (Release date: 29 October 2019) 
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/bulletins/gende
rpaygapintheuk/2019 
 

https://www.fawcettsociety.org.uk/close-gender-pay-gap
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/bulletins/genderpaygapintheuk/2019
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/bulletins/genderpaygapintheuk/2019
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Closing our Gender Pay Gap 
 

We will continue to work towards a gender balance across role categories at the University and 
throughout our structure - in staff recruitment, pay and reward, promotion and progression, 
and development. To address the gap identified in the 2020 Gender Pay Gap Report we will:  
 

Advance gender equality: All our staff matter and we seek to ensure men and women have an 
equitable working experience at the University, in liaison with our recognised staff trade unions 
(UCU and Unison). In addition, we will continue to support and seek to enhance specific 
initiatives to advance gender equality, such as our Women’s Network group and our Association 
of University Administrators (AUA) Network group as the membership is predominantly 
composed of women at present.  

Enhance our recruitment practices: We have reviewed our recruitment practices and will 
introduce a statement in our advertisements welcoming flexible ways of working, with the aim 
of enhancing gender diversity and reducing occupational segregation across all role categories 
and grade levels where practicable. 

Promote flexible working opportunities: Supporting staff to achieve their ideal work/life 
balance is important to us so we continue to promote and consider requests for flexible ways of 
working from both male and female staff, granting approval where practicable. 

Encourage professional and personal development and enhance health and wellbeing: Our 
professional development and health and wellbeing opportunities continue to be open to all 
staff. In 2019-20, we enhanced our provision with elements specifically related to, and for, 
women, such as women’s self-defence and the menopause, with sessions to raise awareness for 
all staff including managers, and others to specifically support women.  
 

All staff can benefit from access to the University’s academic provision to support their career 
development should they wish to. Our apprenticeship opportunities and other initiatives may be 
more accessible for women who have not been able to progress or meet their potential through 
traditional routes in earlier life. 
 
Through meeting AUA membership costs and supporting member’s activities on and off campus, 
the University contributes to the career enhancement of its Professional Services administrators 
(predominantly women) and managers, by opening up opportunities to broaden and enrich 
their professional networks, interests and development. 

Facilitate progression and career pathways: We encourage our staff who wish to progress to 
develop or enhance their knowledge and skills in readiness for opportunities as they arise at the 
University. Our Performance Review and Development Plan materials have been reviewed and 
updated to support career pathways and succession planning to ensure male and female staff 
have access to high quality, structured and supported engagement and development 
opportunities, regardless of whether they work part-time or full-time.   

Monitoring and review: The Gender Pay Gap is an element under our People Strategy 2018-25. 
The strategy’s aligned Action Plan review mechanism tracks activities and records progress 
against objectives under three interconnecting themes – Recruit, Develop, Engage – aimed at 
improving our ability to attract and retain the best and most talented people; providing support 
through professional development opportunities and engaging and looking after our staff. 

Progress our social responsibilities: We continue to encourage female participation and 
engagement across our whole academic provision and our working structure. We continually 
seek to grow opportunities for our staff and students through forging new relationships and 
enhancing our existing collaboration with employers and other bodies in the region and beyond.  

 


