APPENDICES
APPENDIX 1
Table A1.1: Overview of Qualitative Data Analysis Underpinning RQ1 – University of Salford (2020–2025)
	Research Question
	Main Theme
	Sub-theme / Code
	Findings Section Ref
	Illustrative Extract 

	RQ1: How were EDI strategies implemented (2020–2025)?
	Strategic institutional embedding of EDI
	Gender equity as a core institutional priority
	3.1
	“A core part of this statement is achieving race and gender equity in key areas…” (University of Salford, 2024b, p. 3)

	RQ1
	Strategic institutional embedding of EDI
	Whole-institution implementation approach
	3.1
	“Our approach to driving change will be through a whole institution approach…” (University of Salford, 2024b, p. 3)

	RQ1
	Strategic institutional embedding of EDI
	Development and implementation of targeted initiatives
	3.1
	“development and implementation of targeted initiatives.” (University of Salford, 2024b, p. 3)

	RQ1
	Pay equity monitoring and statutory compliance
	Statutory gender pay gap publication
	3.1
	“In addition to complying with our specific duty under the Equality Act (2010), Public Sector Equality Duty (PSED) to publish our gender pay gap information, we are committed to further examining pay gaps in relation to ethnicity and disability…” (University of Salford, 2024b, p. 3)

	RQ1
	Pay equity monitoring and statutory compliance
	Intersectional monitoring (ethnicity + disability)
	3.1
	“we are committed to further examining pay gaps in relation to ethnicity and disability…” (University of Salford, 2024b, p. 3)

	RQ1
	Governance and accountability structures
	Governance oversight (Gender Equity Group)
	3.1
	“Our Gender Equity Group is co-chaired by our Chief Academic Services Officer & University Secretary and Chief People Officer…” (University of Salford, 2024a, p. 8)

	RQ1
	Governance and accountability structures
	Robust governance and operating framework
	3.1
	“through the implementation of a robust EDI governance and operating framework.” (University of Salford, 2024b, p. 6)

	RQ1
	Governance and accountability structures
	Senior leadership ownership (VC Executive Team)
	3.1
	“This work will be led by our Vice-Chancellor’s Executive Team (VCET) and overseen by the Pro Vice-Chancellor…” (University of Salford, 2024b, p. 6)

	RQ1
	Governance and accountability structures
	Concordat governance and reporting line
	3.1
	“Relaunch the Researcher Development Working Group (RDWG) reporting to Research, Enterprise & Innovation Committee (REIC; a committee of University Senate), which also manages our Concordat Action Plan and reporting.” (University of Salford, 2022, p. 1)

	RQ1
	Inclusive governance practice
	Equality Impact Assessments embedded in decision-making
	3.1
	“making Equality Impact Assessments (EIA) more central to the decision-making process.” (University of Salford, 2024b, p. 4)

	RQ1
	Accreditation and external frameworks
	Athena Swan Bronze (gender equality recognition)
	3.1
	“The University of Salford became the 100th signatory to the Advance HE’s Athena SWAN Charter in 2012 and currently holds a bronze level award which recognises our gender equality efforts.” (University of Salford, 2024a p. 8)

	RQ1
	Leadership and mentoring initiatives
	Women’s leadership development (Aurora)
	3.1
	“Continued support for the Aurora programme (Women into Leadership)” (University of Salford, 2024a, p. 11)

	RQ1
	Leadership and mentoring initiatives
	Leadership development workshops (ECRs)
	3.1
	“Provide leadership development workshops for ECRs consisting of individual and peer-group activities on an annual basis.” (University of Salford, 2022, p. 4)

	RQ1
	Leadership and mentoring initiatives
	Targeted mentoring programmes
	3.1
	“Targeted mentoring and scholarship programmes that aim to address under-representation…” (University of Salford, 2024b, p. 4)

	RQ1
	Mentoring and targeted support initiatives
	Mentoring/peer mentoring (buddy scheme)
	3.1
	“Pilot a researcher buddy scheme with all new researchers to enable peer mentoring through the ECR network via the buddy scheme.” (University of Salford, 2022, p. 1)

	RQ1
	Mentoring and targeted support initiatives
	Targeted initiatives (ECR/returners funding)
	3.1
	“Provide annual calls for funding specifically targeted to ECR/returners to research (e.g. Reignite your Research)…” (University of Salford, 2022, p. 2)

	RQ1
	Flexible working and supportive practices
	Flexible working requests (explicit)
	3.1
	“Ensure managers consider fully flexible working requests and other appropriate arrangements to support researchers.” (University of Salford, 2022, p. 1)

	RQ1
	Workforce flexibility and retention
	Agile working principles
	3.1
	“Our Ways of Working Principles introduced in 2021 set out our principles to achieve a more agile working environment…” (University of Salford, 2024a, p. 11)

	RQ1
	Monitoring and transparency mechanisms
	Annual review using intersectional lens
	3.1
	“Reviewing all goals annually using an intersectional lens…” (University of Salford, 2024b, p. 5)

	RQ1
	Monitoring and transparency mechanisms
	Annual internal audits and reporting
	3.1
	“Including annual internal audits shared on the EDI HUB and through the governance framework.” (University of Salford, 2024b, p. 5)

	RQ1
	Ongoing review and monitoring
	Monitoring progress through governance framework
	3.1
	“We will continue to review and monitor progress against these actions through our EDI Governance and Operating Framework.” (University of Salford, 2024a, p. 11)

	RQ1
	Concordat-aligned strategic delivery
	Action plan aligned to institutional future vision
	3.1
	“Our action plan for 2022-25 is aligned to this future vision allowing us to refresh all areas, continuously improving the support for our researchers.” (University of Salford, 2022, p. 1)



Table A1.2: Overview of Qualitative Data Analysis Underpinning RQ1 – University of Manchester (2020–2025)
	Research Question
	Main Theme
	Sub-theme / Code
	Findings Section Ref
	Illustrative Extract 

	RQ1: How were EDI strategies implemented (2020–2025)?
	Strategic institutional embedding of EDI
	EDI strategy structured around clear institutional priorities
	3.1
	“we have set ourselves three key priorities as outlined in our three-year EDI strategy” (University of Manchester, 2025, p. 3).

	RQ1
	Strategic institutional embedding of EDI
	Inclusive culture as an implementation priority
	3.1
	“Inclusive environment and culture” (University of Manchester, 2025, p. 3).

	RQ1
	Strategic institutional embedding of EDI
	Diverse representation as an implementation priority
	3.1
	“Diverse representation” (University of Manchester, 2025, p. 2).

	RQ1
	Strategic institutional embedding of EDI
	Inclusive practice as an implementation priority
	3.1
	“Inclusive practice” (University of Manchester, 2025, p. 3).

	RQ1
	Pay equity monitoring and statutory compliance
	PSED compliance through annual equality information publication
	3.1
	“fulfilling and exceeding our Public Sector Equality Duty (PSED) for the past year.” (University of Manchester, 2025, p. 2).

	RQ1
	Governance and accountability structures
	Central EDI oversight (EDI Directorate)
	3.1
	“The EDI Directorate has overall oversight of EDI coordination and management… leading the development and monitoring of the EDI strategy.” (University of Manchester, 2025, p. 5).

	RQ1
	Governance and accountability structures
	Named academic leadership for equality objectives
	3.1
	“We have designated academic leads for gender and sexual orientation, race and religion, and disability.” (University of Manchester, 2025, p. 5).

	RQ1
	Inclusive governance practice
	Staff networks embedded into governance channels
	3.1
	“Staff networks… contribute directly to the EDI Committee.” (University of Manchester, 2025, p. 5).

	RQ1
	Faculty-level implementation structures
	Faculty EDI roles as implementation partners
	3.1
	“Faculty-based EDI colleagues are also essential strategic partners in implementing EDI initiatives” (University of Manchester, 2025, p. 5).

	RQ1
	Development and implementation of targeted initiatives
	Inclusive recruitment guidance (institution-level action)
	3.1
	“the development of inclusive recruitment guidance” (University of Manchester, 2025, p. 1).

	RQ1
	Development and implementation of targeted initiatives
	Workforce training offer (institution-level action)
	3.1
	“an enhanced training offering” (University of Manchester, 2025, p. 1).

	RQ1
	Accreditation and external frameworks
	Charter marks used to evidence/advance EDI
	3.1
	“Charter Mark submissions, including Silver Athena SWAN and Silver Race Equality Charter.” (University of Manchester, 2025, p. 4).

	RQ1
	Monitoring and transparency mechanisms
	Equality data used to drive policy change + monitoring
	3.1
	“to inform and facilitate policy change, intervention strategies, and the continued monitoring of change” (University of Manchester, 2025, p. 4).

	RQ1
	Strategic institutional embedding of EDI
	Commitment to reducing pay gaps (implementation intent)
	3.1
	“We’re committed to reducing pay gaps wherever they exist.” (University of Manchester, 2024a, p. 15).

	RQ1
	Organisational and structural reform
	Senior leadership appointment to drive EDI
	3.1
	“Appointed a new Executive Director of EDI who will reshape our EDI ambitions.” (University of Manchester, 2024a, p. 15).

	RQ1
	Organisational and structural reform
	HR/People Directorate restructuring to address pay gaps
	3.1
	“Reshaped our People Directorate.” (University of Manchester, 2024a, p. 15).

	RQ1
	Monitoring and transparency mechanisms
	Real-time EDI dashboard reporting
	3.1
	“report in real-time on EDI data at key points in recruitment, promotion and turnover” (University of Manchester, 2024a, p. 15).

	RQ1
	Workforce training and compliance mechanisms
	Mandatory EDI training rollout
	3.1
	“Rolled out Essentials training to 95% of colleagues” (University of Manchester, 2024a, p. 15).

	RQ1
	Inclusive employment practices
	Inclusive recruitment/promotion/reward processes
	3.1
	“Making sure our recruitment, promotion, and reward processes are inclusive and transparent.” (University of Manchester, 2024a, p. 15).







Table A1.3: Overview of Qualitative Data Analysis Underpinning RQ1 – Manchester Metropolitan University (2020–2025)
	Research Question
	Main Theme
	Sub-theme / Code
	Findings Section Ref
	Illustrative Extract 

	RQ1: How were EDI strategies implemented (2020–2025)?
	Strategic institutional embedding of EDI
	Launch of Inclusive and Diverse Culture (IDC) Strategy
	3.1
	“There has been a focus on embedding the IDC strategy across the University…” (Manchester Metropolitan University, 2025a, p. 5).

	RQ1
	Strategic institutional embedding of EDI
	Whole-institution embedding through engagement programme
	3.1
	“Following the launch of the IDC strategy in 2024, an engagement programme was delivered to embed, mobilise and socialise the ambitions and strategic priorities across the institution.” (Manchester Metropolitan University, 2025a, p. 5).

	RQ1
	Governance and accountability structures
	EDI Strategy Board oversight
	3.1
	“Following the pilot, the EDI Strategy Board approved the roll-out of the programme across faculties.” (Manchester Metropolitan University, 2025a, p. 7).

	RQ1
	Leadership and culture change initiatives
	Intentional About Inclusion Programme
	3.1
	“A total of 40 sessions have been delivered, both online and face to face.” (Manchester Metropolitan University, 2025a, p. 6).

	RQ1
	Workforce training and compliance mechanisms
	Cultural competency training (launch)
	3.1
	“This has included the launch of cultural competency training.” (Manchester Metropolitan University, 2025a, p. 5).

	RQ1
	Inclusive employment practices
	Inclusive recruitment toolkit + training refresh + positive action statements
	3.1
	“Inclusive recruitment toolkit… This was developed and launched in June 2023…” (Manchester Metropolitan University, 2025a, p. 9).

	RQ1
	Leadership and progression initiatives
	Leadership programmes evidenced in charter mark progress
	3.1
	“Successful outcomes for participants in Aurora and Stellar HE programmes.” (Manchester Metropolitan University, 2025a, p. 10).

	RQ1
	Data infrastructure and monitoring mechanisms
	People Equality Data Framework (PEDF)
	3.1
	“The People Equality Data Framework is the first of its kind in the HE sector.” (Manchester Metropolitan University, 2025a, p. 7).

	RQ1
	Pay equity monitoring and statutory compliance
	Statutory gender pay gap reporting
	3.1
	“Since 2017, employers are required to publish the results of their gender pay analysis.” (Manchester Metropolitan University, 2025c, p. 3).

	RQ1
	Pay equity monitoring and statutory compliance
	Voluntary ethnicity pay gap reporting
	3.1
	“The University has no statutory obligation to report its ethnicity pay gap. We have chosen to include this information…” (Manchester Metropolitan University, 2025c, p. 7).

	RQ1
	Pay equity monitoring and statutory compliance
	Voluntary disability pay gap reporting
	3.1
	“The University has no statutory obligation to report its disability pay gap. We have chosen to include this information…” (Manchester Metropolitan University, 2025c, p. 9).

	RQ1
	Monitoring and transparency mechanisms
	Part B data informs Part A annual reporting
	3.1
	“This report presents key staff and student equality information at an institutional level. It informs Part A of our annual Equality, Diversity and Inclusion Report 2023–24.” (Manchester Metropolitan University, 2025b, p. 1).












APPENDIX 2
Table A2.1: Comparative Gender Pay Gap and Progression Metrics Across Manchester Universities (2020–2025)
	University of Salford
5-Year Gender Pay Gap Comparison Table





	Reporting Year
	Median Hourly Pay Gap (%)
	Mean Hourly Pay Gap (%)
	Median Bonus Pay Gap (%)
	Mean Bonus Pay Gap (%)
	Women in Highest Pay Quartile (%)
	Women in Lowest Pay Quartile (%)

	2020–21
	11.1%
	9.1%
	38.2%
	25.2%
	45.0%
	62.0%

	2021–22
	11.1%
	9.4%
	81.0%
	81.0%
	46.0%
	65.0%

	2022–23
	8.5%
	8.4%
	8.3%
	–19.2%
	47.0%
	64.0%

	2023–24
	8.3%
	7.3%
	–2.2%
	5.5%
	47.6%
	60.8%

	2024–25
	5.7%
	5.1%
	–10.6%
	–27.1%
	51.8%
	60.2%

	
Note: For bonus pay gaps, a positive percentage indicates men received more on average, while a negative percentage indicates women received more.
Example: –10.6% = women’s bonus was higher on average than men’s.






















	University of Manchester
5-Year Gender Pay Gap Comparison Table


	Reporting Year
	Median Hourly Pay Gap (%)
	Mean Hourly Pay Gap (%)
	Median Bonus Pay Gap (%)
	Mean Bonus Pay Gap (%)
	Women in Highest Pay Quartile (%)
	Women in Lowest Pay Quartile (%)

	2020–21
	11.8%
	17.2%
	51.6%
	50.8%
	40.8%
	61.2%

	2021–22
	11.1%
	15.6%
	19.3%
	59.7%
	41.8%
	40.0%

	2022–23
	10.5%
	14.1%
	61.7%
	61.5%
	41.9%
	61.4%

	2023–24
	8.2%
	12.8%
	63.2%
	47.1%
	42.4%
	57.9%

	2024–25
	9.8%
	15.5%
	–96.3%
	41.0%
	43.9%
	63.6%

	Clarification on Bonus Pay Gap Calculation (University of Manchester, 2024–25):
The median bonus pay gap is calculated using the official UK government formula:
Bonus Pay Gap (%) = ((Men’s Median Bonus – Women’s Median Bonus) / Men’s Median Bonus) × 100
For 2024–25, the reported figures were:
· Women’s median bonus: £1.96
· Men’s median bonus: £1.00
Bonus Pay Gap (%) = ((1.00 – 1.96) / 1.00) × 100 = –96.3%
This resulted in a –96.3% median bonus gap, meaning that women received a higher median bonus than men. However, because the actual bonus amounts were very small, the percentage difference appears large but does not represent a substantial monetary gap.





	Manchester Metropolitan University 
5-Year Gender Pay Gap Comparison Table



	Reporting Year
	Median Hourly Pay Gap (%)
	Mean Hourly Pay Gap (%)
	Median Bonus Pay Gap (%)
	Mean Bonus Pay Gap (%)
	Women in Highest Pay Quartile (%)
	Women in Lowest Pay Quartile (%)

	2020–21
	2.6%
	5.0%
	0.0%
	0.0%
	51.0%
	59.0%

	2021–22
	3.2%
	6.4%
	16.0%
	17.0%
	48.8%
	60.0%

	2022–23
	4.5%
	5.2%
	17.0%
	25.0%
	50.3%
	57.5%

	2023–24
	8.3%
	5.3%
	0.0%
	31.0%
	51.0%
	58.8%

	2024–25
	8.5%
	7.5%
	0.0%
	25.9%
	48.9%
	61.0%





























APPENDIX 3 
RQ2: To what extent did EDI strategies correspond with changes in gender pay gap and career progression outcomes (2020–2025)?
Table A3.1: Overview of Qualitative Data Analysis Underpinning RQ2 – University of Salford (2020–2025)
	Research Question
	Main Theme
	Sub-theme / Code
	Findings Section Ref
	Illustrative Extract 

	RQ2: To what extent did EDI strategies correspond with changes in gender pay gap and career progression outcomes (2020–2025)?
	Baseline gender pay gap position
	Median GPG at 11.1% (static 2020–2021)
	3.2
	“The median hourly rate for men is 11.1% higher than the median hourly rate for women.” (University of Salford, 2020, p. 2)

	RQ2
	Baseline gender pay gap position
	Gap remained unchanged in 2021
	3.2
	“Males have a median hourly rate 11.1% higher than the median hourly rate for females. This has not changed since 2019…” (University of Salford, 2021, p. 4)

	RQ2
	Initial measurable improvement
	Median GPG decreased to 8.5%
	3.2
	“The median gender pay gap decreased for the first time in 4 years…” (University of Salford, 2022, p. 2)

	RQ2
	Sustained reduction in pay gap
	Median GPG reduced to 5.7% (2024)
	3.2
	“The median gender pay gap decreased from 8.5% (2022) to 5.7% (2024)…” (University of Salford, 2024, p. 1)

	RQ2
	Representation in highest pay quartile
	45% women in upper quartile (baseline)
	3.2
	“The highest paid quartile is made up of 45% female and 55% male colleagues.” (University of Salford, 2020, p. 6)

	RQ2
	Representation in highest pay quartile
	Increase to 47% women (2022)
	3.2
	“The highest paid quartile is made up of 47% female and 53% male colleagues.” (University of Salford, 2022, p. 6)

	RQ2
	Representation in highest pay quartile
	Increase to 52% women (2024)
	3.2
	“…the representation of women has increased in the upper quartile pay bracket from 47% in 2023 to 52% in 2024.” (University of Salford, 2024, p. 6)

	RQ2
	Structural drivers of pay gap
	Lower quartile imbalance driving gap
	3.2
	“Although we have seen a drop in female representation in the lower quartile, it remains out of balance with the rest of the University and is a major driver of the gender pay gap.” (University of Salford, 2022, p. 2)

	RQ2
	Link between representation & pay gap reduction
	Increased female upper-quartile presence linked to GPG reduction
	3.2
	“This is likely caused by the increase in female colleagues in the upper quartile…” (University of Salford, 2024, p. 6)

	RQ2
	Career progression outcomes
	Promotions of female colleagues
	3.2
	“Promotions in 2021–22 saw 59% of promotions being accomplished by females…” (University of Salford, 2022, p. 7)





Table A3.2: Overview of Quantitative Data Underpinning RQ2 – University of Manchester (2020–2025)
	Research Question
	Main Theme
	Sub-theme / Code
	Findings Section Ref
	Illustrative Extract 

	RQ2: To what extent did EDI strategies correspond with changes in gender pay gap and career progression outcomes (2020–2025)?
	Trends in gender pay gap change
	Median hourly gender pay gap (2020–21)
	3.2
	Median hourly pay gap: 11.8% (University of Manchester, 2021).

	RQ2
	Trends in gender pay gap change
	Median hourly gender pay gap (2021–22)
	3.2
	Median hourly pay gap: 11.1% (University of Manchester, 2022).

	RQ2
	Trends in gender pay gap change
	Median hourly gender pay gap (2022–23)
	3.2
	Median hourly pay gap: 10.5% (University of Manchester, 2023).

	RQ2
	Trends in gender pay gap change
	Median hourly gender pay gap (2023–24)
	3.2
	Median hourly pay gap: 8.2% (University of Manchester, 2024).

	RQ2
	Trends in gender pay gap change
	Median hourly gender pay gap (2024–25)
	3.2
	Median hourly pay gap: 9.8% (University of Manchester, 2025).

	RQ2
	Career progression outcomes
	Women in highest pay quartile (2020–21)
	3.2
	Women in highest pay quartile: 40.8% (University of Manchester, 2021).

	RQ2
	Career progression outcomes
	Women in highest pay quartile (2021–22)
	3.2
	Women in highest pay quartile: 41.8% (University of Manchester, 2022).

	RQ2
	Career progression outcomes
	Women in highest pay quartile (2022–23)
	3.2
	Women in highest pay quartile: 41.9% (University of Manchester, 2023).

	RQ2
	Career progression outcomes
	Women in highest pay quartile (2023–24)
	3.2
	Women in highest pay quartile: 42.4% (University of Manchester, 2024).

	RQ2
	Career progression outcomes
	Women in highest pay quartile (2024–25)
	3.2
	Women in highest pay quartile: 43.9% (University of Manchester, 2025).




Table A3.3: Overview of Quantitative Data Underpinning RQ2 – Manchester Metropolitan University (2020–2025)
	Research Question
	Main Theme
	Sub-theme / Code
	Findings Section Ref
	Illustrative Extract 

	RQ2: To what extent did EDI strategies correspond with changes in gender pay gap and career progression outcomes (2020–2025)?
	Trends in gender pay gap change
	Median hourly gender pay gap (2020–21)
	3.2
	Median hourly pay gap: 2.6% (Manchester Metropolitan University gender pay gap report for 2020–21 reporting year, 2020).

	RQ2
	Trends in gender pay gap change
	Median hourly gender pay gap (2021–22)
	3.2
	Median hourly pay gap: 3.2% (Manchester Metropolitan University gender pay gap report for 2021–22 reporting year, 2021).

	RQ2
	Trends in gender pay gap change
	Median hourly gender pay gap (2022–23)
	3.2
	Median hourly pay gap: 4.5% (Manchester Metropolitan University gender pay gap report for 2022–23 reporting year, 2022).

	RQ2
	Trends in gender pay gap change
	Median hourly gender pay gap (2023–24)
	3.2
	Median hourly pay gap: 8.3% (Manchester Metropolitan University gender pay gap report for 2023–24 reporting year, 2023).

	RQ2
	Trends in gender pay gap change
	Median hourly gender pay gap (2024–25)
	3.2
	Median hourly pay gap: 8.5% (Manchester Metropolitan University gender pay gap report for 2024–25 reporting year, 2024).

	RQ2
	Career progression outcomes
	Women in highest pay quartile (2020–21)
	3.2
	Women in highest pay quartile: 51.0% (Manchester Metropolitan University gender pay gap report for 2020–21 reporting year, 2020).

	RQ2
	Career progression outcomes
	Women in highest pay quartile (2021–22)
	3.2
	Women in highest pay quartile: 48.8% (Manchester Metropolitan University gender pay gap report for 2021–22 reporting year, 2021).

	RQ2
	Career progression outcomes
	Women in highest pay quartile (2022–23)
	3.2
	Women in highest pay quartile: 50.3% (Manchester Metropolitan University gender pay gap report for 2022–23 reporting year, 2022).

	RQ2
	Career progression outcomes
	Women in highest pay quartile (2023–24)
	3.2
	Women in highest pay quartile: 51.0% (Manchester Metropolitan University gender pay gap report for 2023–24 reporting year, 2023).

	RQ2
	Career progression outcomes
	Women in highest pay quartile (2024–25)
	3.2
	Women in highest pay quartile: 48.9% (Manchester Metropolitan University gender pay gap report for 2024–25 reporting year, 2024).



















APPENDIX 4 
Table A4.1: Overview of Qualitative Data Analysis Underpinning RQ3 – University of Salford (2020–2025)
	Research Question
	Main Theme
	Sub-theme / Code
	Findings Section Ref
	Illustrative Extract 

	RQ3: What organisational and structural conditions shaped the implementation of EDI strategies and gender pay monitoring?
	Senior leadership oversight of EDI governance
	Executive-level leadership and oversight
	3.3
	“This work will be led by our Vice-Chancellor’s Executive Team (VCET) and overseen by the Pro Vice-Chancellor (Academic Development) & Associate Pro Vice-Chancellor (Equity, Diversity and Inclusion).” (University of Salford, 2024b, p. 6)

	RQ3
	Governance architecture and coordinating bodies
	Gender Equity Group as a coordinating/oversight body
	3.3
	“Our Gender Equity Group is co-chaired by our Chief Academic Services Officer & University Secretary and Chief People Officer…” (University of Salford, 2024a, p. 8)

	RQ3
	Governance architecture and coordinating bodies
	Equity Assurance Committee monitoring of EDI Action Plans
	3.3
	“The goals within the EDI SoA are driven by both the EDI governance framework and more locally through the School and professional service EDI Action Plans (monitored through the Equity Assurance Committee).” (University of Salford, 2024a, p. 10)

	RQ3
	Governance architecture and coordinating bodies
	Equity Assurance Committee oversight + annual reporting
	3.3
	“Progress against the goals set out in this document will be overseen by the Equity Assurance committee, and can be seen in our EDI Annual Reports…” (University of Salford, 2024b, p. 6)

	RQ3
	Committee reporting lines shaping implementation
	Concordat governance + reporting line to Senate-level committee
	3.3
	“Relaunch the Researcher Development Working Group (RDWG) reporting to Research, Enterprise & Innovation Committee (REIC; a committee of University Senate), which also manages our Concordat Action Plan and reporting.” (University of Salford, 2022, p. 1)

	RQ3
	Institutional compliance + monitoring infrastructure
	Statutory duty to publish pay gap information
	3.3
	“In addition to complying with our specific duty under the Equality Act (2010), Public Sector Equality Duty (PSED) to publish our gender pay gap information…” (University of Salford, 2024a, p. 3)

	RQ3
	Institutional compliance + monitoring infrastructure
	Intersectional reporting mechanisms (ethnicity + disability)
	3.3
	“…we are committed to further examining pay gaps in relation to ethnicity and disability…” (University of Salford, 2024a, p. 3)

	RQ3
	Reporting and transparency channels
	Progress communicated through annual reports
	3.3
	“You can find a detailed overview of progress against our plan in our EDI Annual Report 2024.” (University of Salford, 2024a, p. 5)

	RQ3
	Reporting and transparency channels
	Annual internal audits shared through institutional channels
	3.3
	“Including annual internal audits shared on the EDI HUB and through the governance framework.” (University of Salford, 2024b, p. 5)

	RQ3
	Governance operating framework as structural condition
	Monitoring progress through governance/operating framework
	3.3
	“We will continue to review and monitor progress against these actions through our EDI Governance and Operating Framework.” (University of Salford, 2024a, p. 11)





Table A4.2: Overview of Qualitative Data Analysis Underpinning RQ3 – University of Manchester (2020–2025)
	
Research Question
	Main Theme
	Sub-theme / Code
	Findings Section Ref
	Illustrative Extract 

	RQ3: What organisational and structural conditions shaped the implementation of EDI strategies and gender pay monitoring?
	Data infrastructure enabling monitoring
	Equality data used for policy change + monitoring
	3.3
	“This report has been prepared by the EDI Directorate’s Data Team, to review the University’s equality data, to inform and facilitate policy change, intervention strategies, and the continued monitoring of change, in accordance with the 2010 Equality Act’s annual publication requirements.” (University of Manchester, 2025, p. 5).

	RQ3
	Data infrastructure enabling monitoring
	Use of real-time, quality-checked institutional data
	3.3
	“In developing this report, we collaborated with the Directorate of Planning and Directorate of People to use real-time, streamlined and quality-checked data.” (University of Manchester, 2025, p. 5).

	RQ3
	Governance and accountability structures
	Central oversight (EDI Directorate)
	3.3
	“The EDI Directorate has overall oversight of EDI coordination and management across the University, leading the development and monitoring of the EDI strategy.” (University of Manchester, 2025, p. 4).

	RQ3
	Distributed leadership for implementation
	Named academic leads for equality objectives
	3.3
	“We have designated academic leads for gender and sexual orientation, race and religion, and disability.” (University of Manchester, 2025, p. 5).

	RQ3
	Inclusive governance practice
	Staff networks linked to governance (EDI Committee)
	3.3
	“Staff networks provide a key platform for diverse voices to advocate for improvements and contribute directly to the EDI Committee.” (University of Manchester, 2025, p. 5).

	RQ3
	Faculty-level organisational capacity
	Faculty EDI colleagues as implementation partners
	3.3
	“Faculty-based EDI colleagues are also essential strategic partners in implementing EDI initiatives, promoting inclusive practices, and coordinating events across their institutional units.” (University of Manchester, 2025, p. 5).

	RQ3
	External frameworks shaping organisational conditions
	Charter marks shaping EDI accountability
	3.3
	“Part of this is acknowledged by recent University Charter Mark submissions, including Silver Athena SWAN and Silver Race Equality Charter.” (University of Manchester, 2025, p.5).

	RQ3
	Structural reform enabling implementation
	Senior EDI leadership appointment
	3.3
	“Appointed a new Executive Director of EDI and reshaped the People Directorate to focus on Talent Development, Acquisition, and Reward – laying the foundation for long-term, systemic change.” (University of Manchester, 2024a, p. 2).

	RQ3
	Structural reform enabling implementation
	Embedding EDI into institutional planning/accountability
	3.3
	“Started the development of a new EDI strategy aligned with the University’s Manchester 2035 vision, ensuring EDI is embedded in institutional planning and accountability.” (University of Manchester, 2024a, p. 2).

	RQ3
	Monitoring systems for pay-gap governance
	Real-time dashboards for recruitment/promotion/turnover monitoring
	3.3
	“Introduced real-time EDI dashboards to monitor recruitment, promotion, and turnover, and reviewed promotions criteria to improve transparency and inclusivity.” (University of Manchester, 2024a, p. 2).

	RQ3
	Pay gap monitoring oversight
	Formal planning + accountability cycle + committees
	3.3
	“Progress on closing pay gaps continues to be closely monitored through the University’s formal planning and accountability cycle. Oversight is provided by the Equality, Diversity and Inclusion Committee, the People Committee, and the Annual Performance Review (APR) process.” (University of Manchester, 2024a, p. 16).




Table A4.3: Overview of Qualitative Data Analysis Underpinning RQ3 – Manchester Metropolitan University (2020–2025)
	Research Question
	Main Theme
	Sub-theme / Code
	Findings Section Ref
	Illustrative Extract 

	RQ3: What organisational and structural conditions shaped the implementation of EDI strategies and gender pay monitoring?
	Governance and accountability structures
	EDI Strategy Board oversight
	3.3
	“Following the pilot, the EDI Strategy Board approved the roll-out of the programme across faculties.” (Manchester Metropolitan University, 2025a, p. 7).

	RQ3
	Governance and accountability structures
	Equality Act / PSED reporting alignment
	3.3
	“It was developed by the reporting requirements of the Equality Act (2010) and associated Public Sector Equality Duty.” (Manchester Metropolitan University, 2025a, p. 4).

	RQ3
	Data infrastructure enabling monitoring
	People Equality Data Framework (PEDF)
	3.3
	“The People Equality Data Framework is the first of its kind in the HE sector.” (Manchester Metropolitan University, 2025a, p. 7).

	RQ3
	Data infrastructure enabling monitoring
	Intersectional data functionality
	3.3
	“Following feedback, the dashboard has been updated to allow users to obtain intersectional data and now includes UK and international staff and student profiles.” (Manchester Metropolitan University, 2025a, p. 7

	RQ3
	External frameworks shaping governance
	Athena Swan action plan monitoring
	3.3
	“the action plan will be updated in April 2025. This will use the latest data to monitor progress against success measures and to update priorities” (Manchester Metropolitan University, 2025a, p. 10)

	RQ3
	Pay gap monitoring oversight
	Statutory gender pay gap publication
	3.3
	“Since 2017, employers are required to publish the results of their gender pay analysis.” (Manchester Metropolitan University, 2025c, p. 3).

	RQ3
	Pay gap monitoring oversight
	Voluntary ethnicity pay gap reporting
	3.3
	“The University has no statutory obligation to report its ethnicity pay gap. We have chosen to include this information…” (Manchester Metropolitan University, 2025c, p. 7).

	RQ3
	Pay gap monitoring oversight
	Voluntary disability pay gap reporting
	3.3
	“The University has no statutory obligation to report its disability pay gap. We have chosen to include this information…” (Manchester Metropolitan University, 2025c, p. 9).

	RQ3
	Monitoring and transparency mechanisms
	Institutional equality data informing annual reporting
	3.3
	“This report presents key staff and student equality information at an institutional level. It informs Part A of our annual Equality, Diversity and Inclusion Report 2023–24.” (Manchester Metropolitan University, 2025b, p. 1).
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Ethical Approval Letter

Figure G. Ethical approval letter issued by the University of Salford Business School Ethics Panel
(Reference: 8811), confirming that the dissertation project “Evaluating the Impact of EDI Strategies on
Addressing the Gender Pay Gap Among Academic Women in Manchester Public Universities” received a
favourable opinion.

Source: University of Salford Business School Ethics Panel, 10 July 2025.
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