The University
of Lincoln
Gender Pay Gap Reporting 2017

Introduction
Committed to equality
for all

The University of Lincoln is committed to equality for all and this includes our work to
continually improve gender related barriers to equality. Creating an inclusive community for
all with ‘Dynamic, Engaged People’ forms part of the University’s strategic aim where
individual differences are valued, and everyone is treated equitably and fairly.
As part of the recent amendment to the regulations, that form the requirements of the Public
Sector Duty under the Equality Act 2010, the University is required to report and publish data
annually specific to the organisation’s gender pay gap.
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Context
Shaped by historical
attitudes
Gender pay gaps do exist across all industries and sectors. The reasons behind their existence,
particularly at an organisational level, are complex and have in part been shaped by historic
attitudes towards the roles men and women play in society.

Percentage pay gap around the world
Information source: Time.com, published: March 6, 2014

Even though attitudes have changed significantly over time in regards to this, the historical
impact remains pervasive within wider society and continues to influence the life and
career/employment choices and opportunities presented for men and women. This is evident
through occupational segregation, (where a gender tends to dominate a particular
occupational group) and what is known as vertical gender pay gaps whereby male and female
employment is grouped at different levels within an organisation (a typical example would be
occupational segregation e.g. male dominated senior management roles vs female dominated
administrative roles).
It should be noted that gender pay gap and equal pay are two different considerations. A
gender pay gap is the measurement of the difference, i.e. ‘gap’ in percentage terms, between
the average pay of men and of women within the organisation, whilst equal pay compares the
pay difference between men/women performing the same job/ roles with work of equal value.
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The University of
Lincoln
Annual review and monitoring

The University has undertaken equality in pay
and gender pay gap monitoring activities for a
number of years. It undertook the first full
workforce organisational equality in pay audit
and review in 2009.
At the time this revealed a University vertical
gender pay gap (mean) of 20.84%. Through
our annual review and monitoring activities
we have seen this gap slowly narrow over the
years and in our most recent review (2017
data snapshot of 31st March) the University’s
overall gender pay gap (mean) was 16.86%.
Whilst the University’s gender pay gap has
therefore narrowed by 3.98% over the course
of 8 years (2009-17) the University recognises
there is still positive work to be done to
address the gap and work towards its
continual reduction.
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The University of
Lincoln
2017 Gender Pay Gap Metrics
The snapshot data below was taken on 31st March 2017, as required by the regulations
underpinning the Public Sector Duty.

1. Workforce Representation

Female

2. Proportion of Males and Females in each Hourly Rate Pay Quartile

Male

30%

53% 47%

70%

47% 53%

38%
62%

48%

52%

Lower

Lower middle

Upper middle

Upper

(0-25% of fullpay relevant
employees)

(25-50% of fullpay relevant
employees)

(50-75% of fullpay relevant
employees)

(75-100% of fullpay relevant
employees)

3. Mean and Median Hourly Gender Pay Gap

Gender Pay Gap

4. Proportion of Males and Females
Receiving a Bonus Payment

Female

Mean

Median

16.86%

7.11%

5. Mean and Median Bonus Gender Pay Gap

Male
Bonus Pay Gap

2.6%

Mean

Median

9.94% (in favour
of females)

1.17%

6.2%
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Narrowing the Gender
Pay Gap
Schemes of support
The University is committed to equality of opportunity for all and to therefore addressing
the gender pay gap. As such the University has already implemented schemes in support
of this commitment and will continue to endorse these ways of working, whilst introducing
further initiatives including:

Continue to monitor the gap with combined equal pay and gender pay gap reporting

Continue to support and promote the work and activities of the Eleanor Glanville
Centre - an interdisciplinary Centre for Gender Equality at the University

Review the bi-annual organisational staff survey results and work with departments
to establish and implement action plans/ associated development initiatives
Continue to uphold the pay and grading arrangements that are underpinned by
the principles of the National Framework Agreement
Review the University’s Board Remuneration Terms of Reference
Continue annual career development workshops to support the academic
promotions scheme
Introduce a new appraisal system to allow greater transparency and opportunities
to manage talent and career progression
Continue to deliver, promote and evaluate a number of development initiatives
such as; equality training which covers gender equality, unconscious bias training,
Trans Awareness, Active Bystander Training
Review Lincoln’s family friendly processes to support positive user experiences

Continue to provide initiatives to support flexible working and working parents
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