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AECC University College is a small specialist higher education institution founded in 1965. We 

became a University College only recently in September 2017 and we were previously known 

as the Anglo-European College of Chiropractic. Historically, the main academic provision has 

been in the subject area of chiropractic but, more recently, this has diversified into other health 

science disciplines. Although at this stage in our development, the majority of our students still 

study chiropractic.  

The chiropractic profession was, in the past, a predominately male occupation.  However, 

thanks in part to the efforts made by the University College to encourage more women to study 

the subject, the profession has now broadened out with men and women now equally 

represented. Women now represent 51% of chiropractic students at AECC University College. 

This change is also reflected in our academic staff profile with the Institution having a balanced 

50:50 ratio of men to women. However, due to the historical position, we have more men in 

senior roles. It is our intention to put in place measures to ensure that we maintain the 50:50 

ratio throughout all grades into the future by implementing the action plan described below.  

Most recently in January 2019, we have appointed our first woman Principal and also, for the 

first time, our Executive Team now has an equal number of men and women.  

Despite being a small institution, we have maintained in-house provision for all our services 

such as cleaning, catering and reception. Roles in these areas are lower paid in comparison 

to others within the University College and have been, and stereotypically continue to be, 

occupied almost exclusively by women. 

Mean Gender Pay Gap 

Difference in mean hourly rate of pay 35.6% 

Median Gender Pay Gap 

 

Mean Bonus Pay Gap 

Difference in mean bonus pay   65.12% 

Median Bonus Pay Gap 

Difference in median bonus pay   69.2% 

Bonus Pay Proportions 

Percentage of females who received 
bonus pay 

24.1% 

Percentage of males who received bonus 
pay 

17.9% 

 

Difference in median hourly rate of pay   48.4% 



Percentage of Male to Female in each Quarter 

  
  

Number 
of Males  

Number 
of 

Females 

Total  Percentage 
Males 

Percentage 
Females 

Lower Quartile  2 36 38 5.0% 95.0% 

Lower Middle 
Quartile 

14 24 38 37.0% 63.0% 

Upper middle 
quartile 

16 22 38 42.0% 58.0% 

Upper Quartile 24 14 38 63.0% 37.0% 

 

AECC University College has already implemented a number of initiatives to start to address 

the significant gender pay gap that we have.  

 We have recently abolished bonuses and replaced them with a completely revised 

approach to pay and reward based on an innovative competency framework. This 

provides a clear structure within which salary increases will be awarded in the future.  

 Hand-in-hand with this, we have introduced a bespoke job evaluation scheme 

developed with staff from across the Institution. Women were extremely well 

represented on the group that helped formulate the scheme.  

 The appraisal process has been reviewed to fully support our modernised approach to 

pay and reward with a focus on staff development and career progression for all staff. 

Both appraisees and appraisers have been trained to ensure that appraisals are 

conducted in a fair and transparent manner.  

It should be noted that the gender pay calculations differ from equal pay analysis. Equal pay 

analysis assesses the pay differences between men and women who carry out the same jobs, 

similar jobs or work of equal value. Gender pay gap reporting is based on the difference 

between the average hourly pay and bonus payments of men and women within the 

organisation, regardless of their job classification.    

AECC University College is committed to the principle of equal pay for equal work for all of its 

staff. The University College undertook an Equal Pay Audit in 2016 as part of the development 

of the new pay and reward structure which confirmed that there was no equal pay gap at any 

staff grade within AECC University College.  

The results shown in this gender pay gap report present us with challenging opportunities 

going forward. Narrowing the gender pay gap will be a major focus for us over the next few 

years. The University College is committed to the narrowing of the gender pay gap and will 

continue to build on the work already started by progressing a number of actions which will 

include: 

Action Plan 

 Unconscious bias training will be provided to all staff and, to ensure that there is no 

bias in our recruitment practices, all materials and recruitment practices will be 

reviewed. 

 All family friendly policies will be reviewed, particularly our flexible working 

arrangements, with the intention of ensuring that there is no unintended hindrance to 

their adoption. 

 



 Continue to support women to progress in their careers so that the proportion of 

women in senior grades increases. In support of this, a career mentoring programme 

for junior female staff will be implemented. 

 Parkwood Post, our internal publication, will provide a forum where senior women will 

share their own personal career stories to inspire others. 

 We will continue with our recently introduced bespoke job evaluation process which 

ensures fairness and consistency by measuring all roles against the same criteria, and 

each grade has a set pay range. 

Equality, diversity and inclusion continue to be extremely important to us and we are 

determined to identify and remove any potential gender bias and to ensure that AECC 

University College has an inclusive culture that values all staff. 
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