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This is our second gender and bonus pay gap report.  

Last year’s pay transparency legislation was a hugely positive step 
forwards for gender equality in the workplace. It holds organisations and 
their practices to account - providing the data needed to identify issues 
and, vitally, the evidence needed to motivate change.

We have a clear aspiration to be a progressive, inclusive and  
diverse  organisation. 

We’ve made progress this year - we’re not complacent though. We’re 
growing as an organisation, and change can be challenging. We know 
there’s much we need to do to continue on the right track.   

Introduction

Joanne Stewart,
Group director for people, Jisc
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A workforce that is inclusive and diverse at all levels is the 
most successful. Diversity of experience, approach and 
personality are critical both to our success and to the success 
of our members. 

Creating an environment for everyone to thrive needs 
purposeful action, we need both determination and patience 
to bring about real and lasting change that is reflected in our 
organisation’s culture. Whilst our aspiration is of course wider 
than gender - addressing the gender pay gap is a key part of 
the picture. 

Last year, we identified four priority areas for action and 
we’ve taken some big steps forwards. More women are 
progressing to senior roles. We’re improving how we recruit 
to attract a wider range of candidates for our jobs. And more 
of our people are sharing their stories and experiences – 
highlighting challenges and celebrating achievements to 
inspire change. 

In the year this report’s data covers, we are proud that our 
gender pay gap has decreased. There is more to do but this 
is an important step. The changes in our bonus pay gap are 
more complex. The ending of some long-standing 
arrangements meant fewer colleagues received bonuses, so 
whilst we‘ve seen our mean bonus pay gap decrease, our 
median bonus pay gap has increased. 

We’re committed to building on our successes this year: it 
won’t be easy though. We’re growing in areas where women 
are typically underrepresented - technical roles. But we want 
to seize that challenge, and believe our commitment to 
developing a diverse workforce can have a positive influence 
on the wider sector.
   
We’re going to keep working hard to continue to create a 
truly progressive, inclusive, diverse organisation.
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Our figures

Median
10.2%

Mean
17.6%

Median 
55.6%

Mean
31.4%

Total number of employees 
on snapshot date:

Gender pay gap

Bonus pay gap

Female
(44%)

253
Male
(56%)

319572
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Proportion of 
males paid 
bonus pay

Quartile 1 Quartile 2

Female Male

Quartile 3 Quartile 4

Proportion of 
females paid 
bonus pay

12.5%

Pay quartiles: This illustrates the proportion of males 
and females at Jisc across four equally sized quartiles

9.1%

59.9%

40.1%

45.9%

54.1% 57.1%
69.2%

42.9% 30.8%
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Our four priority areas which guide our activities are promoting the technology sector, encouraging 
women and diverse groups into Jisc, supporting women and diverse groups to stay in Jisc and helping 
women and diverse groups to progress upwards.

We’ve taken some big steps forwards including establishing a strong employee network, sharing our 
people’s stories and experiences – helping to highlight challenges, to celebrate achievements and to keep 
us reaching higher. 

We have raised the profile of smarter working and encouraging different ways of working.

We have used our data to better understand specific causes of imbalance and to drive activities. This has 
resulted in richer conversations and wider ownership of actions.

What have we done?
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We are encouraging more young people and women  into STEM  subjects, through participating in 
bring your child to work day and actively supporting our staff to become STEM ambassadors.

We have integrated inclusion and diversity into all we do, including our people manager training, with all 
staff having access to online diversity and inclusion training resources.

We’re continuing to redesign our recruitment practices and to review structural issues to attract a wider 
range of people for our jobs and remain committed to the Tech Talent Charter.
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Improving the proportion of women and 
diverse candidates appointed into technical 
roles is essential and we are taking targeted 
action to address this.

We are reviewing how we can better support 
internal progression.

Improving our data and analysis, making 
managers accountable for achieving 
improvements in their team.

We will continue to build on our areas of 
success such as the development of our 
training resources and our programme of our 
people sharing their stories and experiences 
– highlighting challenges and celebrating 
achievements to inspire change.

We will continue to  actively engage with our 
colleagues through our employee network 
to understand challenges and develop 
targeted solutions.

What we are doing next?
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Jisc
One Castlepark
Tower Hill
Bristol, BS2 0JA
0203 697 5800
info@jisc.ac.uk
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