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About Advance HE



Progress

• Formed through the merger of the Equality 

Challenge Unit, Higher Education Academy and 

Leadership Foundation for Higher Education in 

March 2018

• First full year of operation from August 2018

• Transition year 2018-19 with an integrated 

holistic offer for 2019-20



Advance HE supports and enables higher education providers to 

put institutional strategy into practice for the benefit of students, 

staff and society.

We bring together HE-focused expertise in teaching and learning; 

equality, diversity and inclusion; leadership; and governance, to 

help higher education providers to deliver world-leading teaching, 

research and scholarship, their civic mission and student 

outcomes at their institution.

We do this through the provision of specialist knowledge and 

resource, externally recognised benchmarking and recognition 

schemes and a member-focused, collaborative approach.

Purpose



Consultation 

Two-stage consultation

Initial headlines

• The sector want Advance HE to:

– Be member-led

– Be future-facing

– Help bring people together for sector collaboration

– Be supporting and enabling, an enhancement body, and a critical 

friend
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Advance HE

• We are driven by the strategic needs of our members 

and higher education . 

• Through our passion for excellence we aim to create an 

inclusive culture that champions the continuous 

development of teaching, leadership and research.

• We use an evidence-based approach to identify what 

works, and develop practice-based solutions.
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Supporting and enabling institutions

• Recognise and improve teaching quality

• Implement good governance

• Recognise and encourage EDI

• Establish strong leadership

• Establish, protect and develop reputation

• Respond positively to regulation



Three year strategy

• By 2022, Advance HE will be the leading organisation for 

higher education development. 

• Our members will be at the heart of all we do and our 

approach will be one of integrated and holistic 

enhancement. 

• We will be recognised for our expertise in supporting 

HEPs to deliver their broad mission.

• Our membership and operations will be global and we 

will create national plans with our members in each of 

the UK nations and with our international partners. 



Advance HE’s work to promote equality 

in pay
• Involvement in new JNCHES gender pay working groups

• Research into HEIs response to gender pay gap reporting

• Briefings on equality law requirements in England, Scotland 

and Wales include coverage of provisions to promote pay 

equality

• Support to institutions in Scotland on occupational 

segregation by disability, gender and race 

www.ecu.ac.uk/publications/occupational-segregation-in-

scottish-heis-disability-gender-race/

• Support to institutions in Wales on conducting equal pay 

reviews www.ecu.ac.uk/publications/promoting-equality-in-

pay/

https://www.ecu.ac.uk/publications/occupational-segregation-in-scottish-heis-disability-gender-race/
http://www.ecu.ac.uk/publications/promoting-equality-in-pay/


1. New JNCHES – Higher Education gender pay gap data

2. UCEA HE GPG Infographics

- GPG down 24.5% 06/07 to 14.3% 16/17

3. New JNCHES – Equal pay reviews and GPG reporting 

– guidance for HEIs 2016/17

4. UCEA Gender pay gap benchmarking tool

5. Current work:

- survey of HEIs on gender pay gap action planning

- launch January 2019

- mandatory ethnicity pay reporting



The gender pay gap



7 June 1968 Dagenham





Median pay gap

• 2016/17 13.7% (mean 17.2%)

• 2013 16.2%

• Nationally all employees 17.9%

• Education all 15%

• UK still biggest pay gap in EU



UCEA excludes Clinical Academic Staff



Are gender pay gaps bad? 

• Not necessarily as there is a difference between a pay 

gap and unequal pay

• Unequal pay can be caused by:

1. Policies, practices and procedures for determining 

pay

2. Discrimination

• Pay gaps caused by:

1. unequal pay 

2. occupational segregation

• 2004 Framework agreement for the modernisation of pay 

structures

http://www.ucea.ac.uk/en/empres/paynegs/fagree/index.cfm




Converging evidence

Suggests that gaps result from a complex 

combination of drivers, which interact and 

reinforce each other (ECU, 2017; IPPR, 2018).

Disparity 

between part-

and full-time pay

Gender 

pay gap
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Gender pay gap reporting what 

we know



Gender pay gap

There is a persistent discrepancy between men 

and women’s salaries in higher education (HE). 



Our research

• Analysed 122 English higher education institutions 

(HEIs) publically available narratives. 

• Narratives were divided into two sections: 

• Explanations for the gender pay gap.

• Actions to mitigate the gap.

• We sought to identify:

• What are the main explanations underpinning the gender 

pay gap in English HEIs?

• What are the most frequently mentioned gender equality 

initiatives currently trying to mitigate this gap?



Explaining the gap in English HEIs

• 81.5% provided some form of explanation 

for their gender pay gap.

• Inductive qualitative analysis resulted in a 

list of 48 codes.

• Explanations centred around:

• HEI structure (e.g. occupational segregation); 

• Socio-cultural reasons (e.g. traditional gender 

roles); 

• Issues recruiting talented female staff. 



Most frequent explanations
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HEIs initiatives to reduce the 

gender pay gap
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Good practice and challenges



Good practice in reducing the gender 

pay 

• Conduct regular equal pay reviews covering gender, 

race, age and disability

• Review:

– pay policies, procedures and practices

– recruitment and promotion processes e.g. promotion 

workshops, all staff being able to put themselves 

forward for promotion, assigning buddies during 

induction processes, compulsory 40/60 gender 

balance on recruitment panels. 

– Family friendly policies

• Take steps to tackle occupational segregation



Sheffield’s Women 

returners programme

✓ 2006-2017

✓ 136 women received awards

✓ £1.7m

✓ Brought in £12.5m grant income

✓ ROI staggering 620%



Brunel

• Contractual shared parental leave pay at 

same rate as maternity leave pay. 

Partners can be more involved child’s first 

year



Tackling occupational 

segregation 

Department of Physics – Athena Swan Gold

Women U/G turning away end of first year

Retention to year 2 rose 39% 2010 → 2012 compared to 11% for 

men

Redesigned first year to smooth transition from school

✓ a gradual introduction to the more mathematical aspects of the 

course 

✓ includes teamwork and a structured approach to practical 

sessions

✓ the first two years of undergraduates see all female academic 

staff members



Scotland

Scottish governments gender action plan

✓HEIs target 25/75 gender representation on 

on all courses

✓To address dearth of men in nursing, 

teaching and social work

✓And women in e.g. computer science, 

engineering and technology



Challenges for

the future
• Year on year comparability

• Taking an HEI wide 

approach

• Meeting expectations

• New government 

requirements

– Ethnicity pay gap 

reporting consultation

– Disability pay gap 

reporting? 

– Occupational segregation



Some personal learning

1 April 2018 to 9 July 2018

• AdvanceHE - Restructure, VR, equal pay
• Independent JE

• Link to strategy

• JD writing skills

• ‘Rigidity’ v equality

• Staff feelings

• Pay reduction



Resources
• Advance research insights:

– www.ecu.ac.uk/publications/research-insight-gender-pay-

gap-english-higher-education/ (July 2018 )

– www.ecu.ac.uk/publications/research-insight-actions-

mitigate-gender-pay-gap-english-higher-education/

(September 2018)

• Advance HE Equality in higher education statistical report 

2018 www.ecu.ac.uk/publications/equality-higher-education-

statistical-report-2018/

• New JNCHES HE gender pay gap data (2016) 

www.ucea.ac.uk/en/publications/index.cfm/hegenderpaygap

• Further resources on UCEA website including gender pay 

benchmarking tool www.ucea.ac.uk

http://www.ecu.ac.uk/publications/research-insight-gender-pay-gap-english-higher-education/
http://www.ecu.ac.uk/publications/research-insight-actions-mitigate-gender-pay-gap-english-higher-education/
http://www.ecu.ac.uk/publications/equality-higher-education-statistical-report-2018/
http://www.ucea.ac.uk/en/publications/index.cfm/hegenderpaygap
http://www.ucea.ac.uk/



