
 

DRAFT  UNIVERSITY OF BRISTOL 

COLLECTIVE AGREEMENT TO ADDRESS THE GENDER PAY GAP 

 

THIS AGREEMENT is made and entered into as of (DATE) by and between the University of 

Bristol (hereinafter designated as ‘the University’) and the University and College Union 

(hereinafter designated as ‘UCU’).  

 

Section 1: General Principles 

1.1 As set out in the Joint Statement of Intent of 5 October 2018 (included as Annex A), 

the University and Bristol UCU are committed to eliminating the gender pay gap at the 

University of Bristol. Although the gender pay gap needs to be tackled across the whole 

of the University, there are a number of cultural, structural and policy issues which 

affect women academic staff in particular. Therefore, this agreement will focus on 

significantly reducing the gender pay gap among academic staff. 

 

1.2 The University will implement the jointly agreed actions set out in this agreement, and 

will monitor and review those regularly with UCU to ensure we achieve our shared 

objective. 

 

Section 2: Recruitment and Promotion 

2.1 The University agrees to provide training for all managers involved in shortlisting, 

recruitment and promotion panels in order to tackle cultural biases and practices that 

disadvantage women. The training will ensure that managers and recruiters have a clear 

understanding of equality and diversity issues including part-time and flexible working, and 

receive training in implicit bias. There is an expectation that all managers involved in these 

activities will attend training. 

2.2 Currently, the University has a target of 100% for gender-balanced recruitment panels 

and 85% for gender-balanced shortlists. These targets and a suitable timeline will be reviewed 

and agreed in 2019/20 as part of the governance for this agreement. Progress towards these 

targets will be monitored annually as will the use of recruitment and retention ‘supplements’. 

 

Section 3: Progression and Promotion Pathways 

3.1 The University has provided assurance to UCU that it is committed to addressing the 

loss of women across and within the career pipeline and the absence of women from senior 

roles. It is also a key part of the University’s work with the Athena SWAN Charter. 

3.2 The University agrees to enable progression within, and transfer between, all 

academic pathways and commits to working with UCU to ensure such processes and 

procedures are fair and transparent.  

3.3  UCU has worked with the University in the development of criteria for the Promotions 

Framework for Associate Professors and Professors (Grade M) which now include fuller 



recognition for leadership and citizenship alongside teaching and research, which are now in 

place for the 2020/21 promotion cycle.  

3.4  A recent review of Pathway 2 & 3 roles has begun moving staff on Pathway 3 into 

progressable roles where appropriate in most Faculties. It is agreed that this process will now 

be completed as a component part of workforce planning within the annual Integrated Planning 

Process (IPP), which applies to all faculties and schools.  

3.5  Recognising that progression for Pathway 2 (research) staff remains a joint concern, 

given the overrepresentation of women on that pathway, pilot schemes are initially being 

developed and trialled in the Medical School during 2019/20 academic year. These include: 

a) a bridging funding scheme as a means of retaining Pathway 2 staff between 

grants; 

b) a transfer to core funding process to support the movement of staff to a core 

funded contract (including the potential for a change in pathway) for which all 

Pathway 2 staff in the Medical School will be eligible to apply. 

3.6 The University agrees to share the outcomes of the pilots with UCU as part of the work 

of the Academic Career Development Programme. It will include undertaking a joint review to 

evaluate their effectiveness and, if appropriate, agreeing a timescale for roll-out across the 

University. 

 

Section 4: Professorial Grading Structure 

4.1 The University and UCU are pleased that the number of women professors is 

increasing and that, although this will obviously need to be closely monitored, the University 

currently appears to be on track to meet its initial target of 33% of professors being women by 

2023. At that time, a new target will be agreed with an appropriate timescale for achievement. 

The University is also working to eliminate the professorial gender pay gap (+/-3%) in the 

same timeframe. The mean gender pay gap has decreased for the second year running to 

6.7%. 

4.2 The University agrees to work with UCU as part of the Academic Career Development 

Programme to produce transparent and jointly agreed criteria for progression to professorial 

grades M2 and M3 to be ready for the 2021/22 academic year.  

4.3 The University agrees to continue to release additional professorial increments to 

faculties to address the gender pay gap. 

 

Section 5: Flexible and Part-Time Working 

5.1 It is agreed that all advertisements for vacancies will explicitly invite candidates to 

discuss opportunities for flexible working and around whether a role can be undertaken as a 

job-share or job split. Changes to the training provided for managers will be implemented 

during academic year 2019/20 in order to ensure that that the default position in recruitment 

is for managers to support and enable such requests. This will be also be monitored as part 

of the governance for this agreement.  

5.2 Given that part-time workers currently constitute a significant proportion of the 

academic workforce of the University, that these are disproportionately women, and that the 

evidence shows that these staff progress more slowly than their full-time colleagues, it is 



agreed that more work is needed to fully understand the issues facing part-time staff and what 

changes are required in order for them to thrive. 

To enable this, the University agrees that the Academic Career Development Programme, in 

conjunction with related work across the University, will be provided with data on: 

a) formally documented requests for flexible working, including approval rates and a 

breakdown by gender; 

b) the breakdown of part-time working by gender for each pathway and in each School 

in order to agree an action plan, with appropriate key performance indicators, to be 

implemented for 2020/21 to address the issue of these staff progressing more slowly than 

others. 

5.3 The Returning Carers’ Scheme (RCS) has recently been reviewed and evaluated, and 

a number of recommendations made. It is part of a package of support being put together by 

the HR EDI team for returning carers (academic and professional services) in the 2019/20 

academic year as part of the work of the Gender Equality Group (which reports into the 

University Executive Board). The impact and effectiveness of those changes in helping women 

academics to re-establish their research will be regularly reviewed as part of the ongoing work 

of the Academic Career Development Programme. 

Section 6: Governance 

6.1 The Academic Career Development Programme Board will be responsible for 

governance of the work set out in this Agreement, including monitoring of the Gender Pay Gap 

and agreeing further action plans and timescales. This group will be established no later than 

November 2019, and its membership will include a minimum of two nominated representatives 

from Bristol UCU.  

6.2 It is agreed that draft Terms of Reference and proposed overall membership will be 

shared with UCU for comment in advance of the initial meeting of the group. The Terms of 

Reference will be considered and agreed at the first meeting for approval by the Academic 

Portfolio Board.  

Section 7: Joint Monitoring 

7.1 Both parties agree to actively monitor the implementation of this Agreement through 

the JCNC. 

 

Signed for the University of Bristol, (date) 

 

 

Name and Job Title 

 

Signed for the University and College Union (date) 

 

 

Name and Role (Bristol UCU President) 



 

  



Annex A – A Joint Statement from the University of Bristol and Bristol UCU 

An email to all staff on 5 October 2018. 

The Gender Pay Gap 

The University of Bristol and Bristol UCU are united in their commitment to eliminating the 

gender pay gap at the University. We acknowledge the importance of the Equal Pay Audits 

that have been undertaken since 2009; however, we have shared concerns about the pace 

with which changes are being made towards reducing the gender pay gap and agree that 

further action is required.  

The University of Bristol and UCU recognise that, although the gender pay gap needs to be 

tackled across the whole of the University, there are a number of cultural, structural and policy 

issues which affect women academic staff in particular. For this reason, the University has 

agreed to engage in time-limited negotiations with UCU with a view to agreeing actions, 

including setting appropriate targets, to significantly reduce the gender pay gap among 

academic staff within three years. These negotiations will be completed by December 2018 

and their agreed outcomes will form part of the University-wide Action Plan of the Gender Pay 

Gap Working Group. 

The University of Bristol agrees to provide leadership across and within schools and to commit 

resources, support and guidance to achieve this objective. It will also ensure that the 

University’s strategic objectives include appropriate key performance indicators. 

Both the University and UCU are committed to implementing a jointly agreed action plan, and 

to monitoring and reviewing that plan together regularly to ensure we achieve our shared 

objective of eliminating the gender pay gap among academic staff at the University of Bristol. 

 

Professor Hugh Brady    Tracey Hooper 

Vice-Chancellor and President   President of UCU 


