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Inclusivity is core to the University of Suffolk: it is part of who 
we are. We recognise that a diversity of backgrounds and 
cultures is key to the success of our community and we will 
continue to work to attract a diverse staff and student 
body, and are fully committed to providing an environment 
where everyone is supported to flourish and fulfil their 
potential irrespective of background. 

As a University community, we recognise that to be fully 
inclusive requires sustained attention across all areas of 
potential discrimination and inequality. Although we have 
been working on this area for several years, we know 
there are areas where we have work still to do. 

It is pleasing that there has been a reduction in the pay 
gap this year, but there is still more to do. We remain 
confident that women are able to progress within the 
University at all levels and staff groups, and we continue to 
monitor to ensure that remains the same for all our 

 

GENDER BALANCE 

 
staff. However, a gender pay gap remains, resulting 
from the uneven distribution of men and women across the 
grading structure, in particular the on-going under 
representation of men in the more junior roles (as is 
common across the sector). 

The Vice Chancellor has taken Equality, Diversity and 
Inclusion (EDI) as the topic for focus and challenge for 
2020/21 academic year. This will involve developing a 
new EDI strategy for the University, refreshing the EDI 
committee’s terms of reference and engagement to be 
action orientated and setting a programme of staff and 
student engagement across the University. 

There have been momentous challenges and changes 
over the last 12 months, from the COVID-19 pandemic that 
the impact this had, which has prevented us from moving 
forward as far as had hoped with the 2019/20 action plan, but 
these still remain priorities for the coming year. 

Percentage of male and female employees at the University of Suffolk 

Gender split 

Women   63% Men 37% 

 

GENDER PAY GAP 
This year we have seen an increase in the both the mean and median hourly 
rates of pay for women compared to last year, resulting in a decrease in the 
mean and median gender pay gaps. 

 

BONUS PAY GAP 
Bonus payments within the institution are only payable in very exceptional circumstances. 

No bonus payments were made during this reporting period. 

 

PAY QUARTILES 
The percentage distribution of men and women in each pay quartile. 
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ACTION PLANNING 
Recruiting more men into our junior roles 

◼ Encouraging male applicants for roles in the lower 
graded Support Staff Group. 

◼ Wider external promotion of job opportunities within the 
Professional Service staff group, including holding open 
day events. 

◼ Ensure a diverse interview panels for all posts. 

◼ Review the language in our job descriptions to ensure 

that it is inclusive. 

 

 
◼ Champion career progression stories. 
◼ Consider the business case for Inclusive Employer 

accreditation. 
◼ Equality, Diversity and Inclusion is the focus of the 

Vice-Chancellor for the 2020/2021 academic year. 

◼ Start work on submission for Athena Swan. 
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Mean (average) Median (middle) 

13.27% 15.1% 

 


