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The spotlight is shining on the 
gender pay gap now that pay 
transparency legislation has 
come into force.

We have used this legislation as 
an opportunity to understand 
the size of our pay and bonus 
gaps and to tackle the root 
causes. Our analysis of the data 
provides us with evidence-
based insight into the diversity 
issues in our organisation.  

We recognise the power of a diverse, inclusive and gender balanced workforce 

where everyone has the opportunity to give their best. We also acknowledge 

that the diversity  issues holding us back will not be addressed overnight. 

However, we are committed to bringing about lasting, sustainable change. 

We want to use this as an opportunity to engage and encourage our staff to 

share their views with us, to highlight barriers, celebrate where we are doing 

well and influence further actions that can help us reduce the gender pay gap. 

We also recognise our managers have a significant role to play in bringing 

about change, influencing their colleagues and challenging assumptions. We 

have identified four priority areas for action highlighted in this report.

We acknowledge that these initiatives alone will not remove the gender pay gap 

or improve all areas of our diversity. However, we believe that our commitment 

to taking action over sustained periods will achieve the changes we need. 

Only in this way can we reduce and ultimately eradicate the gender pay gap 

and create a truly inclusive, gender balanced organisation.

Introduction



Our figures

Total number of employees 
on snapshot date:

252
Female
(47.4%)

280
Male

(52.6%)

532

Median gender pay gap15.9%

Mean gender pay gap18.1%

Median bonus pay gap25.8%

Mean bonus pay gap39%
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Proportion of 
males paid 
bonus pay

Quartile 1 Quartile 2 Quartile 3 Quartile 4

Proportion of 
females paid 
bonus pay

20.4%

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

18.3%

66.7%

33.3%

50.4%

49.6%

59.7%

74.4%

40.3% 25.6%
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Our challenge

Like many other employers in the 
technology sector, our gap is caused 
by having fewer women in our senior 
grades and highly paid technical roles. 
We have the added complexity of a 
range of historical pay arrangements. 
While our new pay framework is aimed 
at addressing this, it will take time. 

However, we believe that taking a series 
of actions over a sustained period will 
achieve the lasting changes we need.



Jisc is committed to taking tangible, sustained actions to address our gender and bonus pay gaps. To achieve this, we will take, or 

have already taken, actions to reduce and ultimately eradicate the gap. We are initially focusing on four priority areas for action:

What we are doing?

Promoting the 
technology sector

Attracting women 
into Jisc

Supporting women 
to stay in Jisc

Helping women to 
progress upwards

Encourage more young 

people and women into 

STEM subjects

Provide training to all to 

support our commitment 

to equality, diversity and 

inclusion and a range of 

action to make our roles 

more flexible

Offer programmes to 

encourage women to stay, 

return and thrive at Jisc

Encouraging the 

development and 

promotion of women

6 Gender and bonus pay report 2017



What next?

To help reduce and ultimately eradicate the gap, we are committed to delivering the following next steps:

We have launched 

our employee 

network

Training for all to 

encourage greater 

flexibility, diversity 

and inclusion

Working towards a 

50/50 gender 

balance in each 

 pay grade

Signed up to  

and committed to 

the Tech Talent 

Charter actions 

Read more about 

the charter here:

Encouraging more 

young people and 

women into STEM 

subjects by training 

staff as ambassadors

 

https://techtalentcharter.co.uk
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