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OVERVIEW

Mandatory gender pay gap reporting.

Since April 2017, any organisation that has 250 or
more employees has been required to publish and
report specific figures about their gender pay gap.
The gender pay gap is the difference between the
average earnings of men and women, expressed
relative to men'’s earnings. We are required to
publish our gender pay gap data and a wrjtten
statement on our publicfacing website at -

Gender Pay Gap Service
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The University of Law is one of the UK’s
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Some examples of the actions that
we have taken, include:

e We advertised our Director of Equality, ¢ Strengthening our messaging on our

Diversity and Inclusion role via a recruitment homepage, encouraging
dedicated BAME search agency and and welcoming a more diverse range
successfully appointed someone into of candidates to apply to us.

the role, as a member of the Executive
Board reporting directly to the Vice-
Chancellor.

e Advertising all of our Academic
(teaching) vacancies via the Black
Solicitor's Network, as standard, to
encourage greater diversity in order to
better reflect our student body.
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THE PROPORTION

OF MALES/FEMALES

IN EACH QUARTILE
PAY BAND
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Females

Top Quatrtile

Upper Middle Quartile

Lower Middle Quartile

Lower Quartile

66.49%
(62.01%)

71.13%
(75.84%)

73.85%
(70.3 %)

72.31%
(67. 8%)

33.51%
(37. %)

28.87%
(24.16%)

26.15%
(2 .61%)

27.69%
(32.02%)




OUR DATA:
THE ‘MEAN’ GAP

We have a mean pay gap of 6.08%*
for all employees (see note below

on how this compares to the wider
economy), indicating that on average
men are paid 6.08% more than
women within the organisation.

Whilst the ONS and sector averages are
generally significantly higher than this,
we are constantly looking to address any
influences on gender pay differentials,
specifically to identify any internal
structural, cultural or policy decisions
that we are able to adjust with the
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To help put this into context and to help visualise what the trends looks like for the
quartiles over the pyst 4 years, the ‘'mean’ pay gap values have been illustrated in
the Table 3 below~

*NB - National Statistics (ASHE 2020) had the ‘mean’ gap at
14.6% for all employees, down from 16.2% in 201 .
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OUR DATA:
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Table 4 below, illustrates the movements in the median for the four quartiles

over the past four years.

Table 4 - ‘Median’ Pay Gap based on female’s earnings relative to men’s
earnings per quartile

w20 | a9 | s | oo

Lower quartile

higher

Lower middle 4.80%
quartile higher
Upper middle 2.31%
quartile lower
Top quartile 4.37%
Pd lower

Where there are variations in the ‘median’
pay gaps of more than +/- 3% (i.e. outside
of our aspirational targets), we will
investigate further the reasons for this,
particularly for the lower middle and top
quartiles. The data shows that in the
lower quartile, we have managed to
pretty much keep in line with our
aspirational target of staying within +/-
3%, although it has crept up slightly this
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3.08% 0.15% 2.91%
higher higher higher
5.42% 2.84% 3.94%
higher lower higher

0.77% 3.33% 4.74%
lower lower lower
4.78% 2.41% 2.28%
lower lower lower

year. The values for the lower middle
quartile have fluctuated since gender pay
gap reporting began in 2017, but with the
latest figures showing a reduction from
the gap last year, albeit the figure is still
sitting outside of our aspirational target.

The upper middle quartile sits inside the
aspirational +/- 3% target, although the
gap has crept up since 201 .
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OUR GENDER PAY GAP —

CONCLUSIONS AND HOW
WE PLAN TO ADDRESS IT
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PROGRESS WITH

FOUR KEY METRICS
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So how are we doing in relation to each of the four key metrics?

1

2

Women continue to be the dominant
gender 1n all four quartiles. In the

context of the equalisation of the ratios,
compared with 201 , the ratio of men
and women in each quartile has begun
to more closely align, with 2.64 women
for every man in the lower quartile, 2.76
women for every man in the middle lower
quartile, 2.46 women for every man in the
upper middle quartile and 1. 8 women
for every man in the top quartile. In the
201 , the position was 2.12 in the lower
quartile, 2.37 in the lower middle quartile,
3.14 in the upper middle quartile and
1.63 in the top quartile.

An examination of the ‘mean’ gender pay
gaps on page 6 and 7, indicate that with
the exception of the ‘mean’ top quartile,
the remaining three quartiles indicators
show that they fall inside our target range
of zero (+/-3%). In terms of the ‘median’
gender pay gaps, with the exception the
upper middle quartile, the remaining
three quartiles all fall outside of the
target range of zero (+/-3%). In 201 , six
of the quartiles fell outside the target
range of zero (+/- 3%), so with only 4 now
sitting outside in 2020, this represents an
improvement on the previous reporting
period. The Top Quartile’s ‘mean’ and
‘median’ last year sat outside of the
tolerance level and that position has
continued in 2020. However, although

for the top quartile there is a very small
increase in the ‘'mean’ gender pay gap,
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A

Since our first Gender Pay Gap Report in
2017, the University has pro-actively been
promoting the Apprenticeship Scheme
and has made significant strides in
increasing the number of apprenticeships
opportunities, not only for new entrants,
but also for existing staff, thus providing
numerous career development
opportunities. An examination of the
position shows that around circa 46%

of those undertaking apprenticeships
currently, are women, which represents

a shght increase improvement on 201 ,
when we reported 45.5%% were women.
Therefore, we will continue to look at
ways in which we can improve the levels
of take-up levels amongst women.
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The University uses a web recruitment
tool, which with its reporting functionality
helps us to review and assess more
effectively, how successful we are

at attracting both male and female
candidates through our recruitment
campaigns e.g. by looking at the number
of applications by gender, gender of
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FURTHER ACTIONS
PLANNED

* Developing a Diversity and Inclusion strategy which
will include gender related objectives and actions.

* Monitoring of recruitment data at application,
shortlisting and appointment to assure ourselves of
fairness in recruitment and career progression.

* To ensure that we have an inclusive university and
that staff feel they have a safe and supportive
environment, we will develop a new suite of Dignity
at Work and Study polices and an online reporting
platform with training. We will also launch a
campaign on acceptable behaviour.
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