Equal Pay Review 2012

Appendix A
Findings of the Equal Pay Review 2012

1.0 Background

Equal pay between male and female employees is a legal right under both domestic and
European law. An equal pay review is a statistical analysis of an organisation’s pay and
HR data to identify and explain any gender-related pay differences.

Although there is no specific legal requirement for the University to carry out an equal pay
review, there are compelling reasons for doing so*. The Equality Act 20107 gives women
and men a right to equal pay for equal work and places renewed emphasis on the need for
pay equality. The equal pay statutory Code of Practice (EHRC, 2011)® recommends that
all employers regularly conduct equal pay reviews, suggesting that this may be the most
effective means of ensuring that a pay system delivers equal pay. Section 78 of the Act
also creates a power to make regulations requiring HEI's to publish differences in pay
between their male and female employees. However the current government has stated
that it would prefer not to bring this section into force. Instead, in its response to the
consultation on Modern Workplaces, the government has stated that it intends to give
employment tribunals powers to impose pay audits on employers who are found to have
breached the provisions of the Equality Act. The government intends to carry out a second
consultation to seek views on the exact contents of pay audits and publication
requirements, and to consider other issues raised by the consultation, before legislation is
brought into force.

There are also sound business reasons for conducting regular reviews. Pay systems that
are transparent and value the entire workforce send positive messages about the
University’s values and ways of working. Fair and non-discriminatory systems represent
good management practice and contribute to the efficient achievement of the University
objectives by encouraging maximum productivity from all employees.

This biennial review compares the pay of male and female employees carrying out work of
equal value as determined by the job evaluation scheme adopted by the University
(HERA®). The approach taken is in line with the relevant JNCHES® guidance and the
Equality and Human Rights Commission advice that where a pay differential related to
gender is less than 3%, no action is necessary. Where the difference is greater than 3%
but less than 5%, the position should be regularly monitored. For gender pay gaps of more
than 5%, action is needed to address the issue and close the gap.

The Equal Pay Review 2012 was prepared in consultation with representatives from the
Trades Unions, University Schools/Faculties and the Human Resources Division, including
the Equality and Diversity Section, HR Analytics and Grading and Reward.

For further information on the methodology used in this report please refer to Appendix G.
Please note that in previous equal pay reports the pay gap or gender salary difference was

! The JNCHES pay agreement 2006—09 also included a strong recommendation that HEIs
undertake an equal pay review within 12 months of the introduction of their new, post-framework
pay structures and periodically thereafter.

2 Replacing the previous provisions in the Equal Pay Act 1970, Sex Discrimination Act 1975, and
Pensions Act 1995

3 Equality and Human Rights Commission, 2011

* Higher Education Role Analysis

® Joint Negotiating Committee for Higher Education Staff



calculated as a percentage of the female salary. Whilst this was a rigorous method to
identify pay gaps, it is different to the method used by other institutions and the Office for
National Statistics (ONS), which has made benchmarking difficult. The 2012 report
therefore calculates the pay gap based on a percentage of the average male salary for
consistency with the ONS. The headline pay gap figures for previous annual reports have
been recalculated to provide a meaningful comparison to both national benchmarking data
and previous year’s findings.

2.0 Summary of Key Findings

This section summarises the most significant findings of the 2012 Equal Pay Review and
provides extracts of the data found in Appendices B to F. More detailed analysis can be
found in the main report at 3.0. Please note that for completeness, in certain tables, data
has been provided for the 2011 interim year where an Equal Pay Review was not
published.

2.1 Employee profile — by gender

On 31 July 2012 University employees occupied 9,037 positions on the single salary pay
spine, of which 4,480 (49.6%) were occupied by females and 4,557 (50.4%) by males.
This reveals a small increase in the percentage of female employees compared to
previous years. Please see Table 1 for full details.

Gender Representation — by year and market comparison

Table 1: Comparison of University of Cambridge with UK workforce gender representation

Female (%)

Benchmark
2007/08 | 2008/09 | 2009/10 | 2010/11 | 2011/12

University of Cambridge | 48.2% 48.8% 49.1% 49.5% 49.6%

National HE Sector* 53.2% 53.0% 52.4% 52.7% *x

* Source: HESA - Staff at Higher Education Institutions in the UK
** data not yet available

As can be seen from Table 1, over the last four years the University has had a slightly
smaller percentage of female employees compared to the national higher education sector
average. The difference however is reducing each year.



2.2 Gender pay gap
Gender Pay Gap — by year

Table 2: Mean pay gap by year, University of Cambridge

Population Average (mean) basic pay
Year
Female Male Female Male Difference Pa(){)/g)ap
(1]
2007/08 4,119 4,420 £28,247 £37,157 £8,910 24.0%
2008/09 4,349 4,559 £29,772 £38,703 £8,931 23.1%
2009/10 4,393 4,552 £30,253 £39,139 £8,886 22.7%
2010/11 4,473 4,561 £30,603 £39,488 £8,885 22.5%
2011/12 4,480 4,557 £31,023 £39,698 £8,675 21.9%

As can be seen from Table 2, over the last five years the University’s pay gap has fallen
slowly by an average of 0.5% each year. Since the last Equal Pay Review in 2010 it has
fallen by 0.8%.

Market comparison

The ONS® collects data on earnings through the Annual Survey of Hours and Earnings
which it uses to estimate gender pay gaps in the public and private sectors.

Table 3: Comparison of University of Cambridge median pay gap with national public and
private sectors

% pay gap (median) in favour of men

Benchmark
2009 2010 2011 2012

University of Cambridge 23.4% 23.4% 23.4% 23.3%

National public sector 21.0% 19.2% 19.3% *

National private sector 28.8% 27.5% 27.4% *

*Data not yet available

In July 2012 the gender pay gap between median salaries in the University of Cambridge
was 23.3%. This is approximately midway between the estimates of the pay gap in the
public and private sectors.

Although these national estimates are of interest for high level benchmarking purposes,
they can hide wide variations between different industries, occupations, regions and age
groups.

Unfortunately data from the Russell Group on the pay gap at other leading Universities is
not yet available. This data could provide a better comparator for benchmarking purposes

® Office of National Statistics - all employees’ median hourly earnings excluding overtime.



than national public sector pay estimates. A recent UCEA’ survey to which 60% of HEI's
responded, indicated that only 30% had conducted an Equal Pay Review in the last 18
months, but that 82% would be doing so in the next 12 months.

2.3 Analysis of average base salaries (Appendix B1-B5)

Appendix B1 provides a summary of the average salary by grade for all employees on the
single pay spine irrespective of occupational category and working hours.

Across all occupational categories only grade 12 has a mean pay gap which exceeds the
3% criterion in favour of male employees®. This is a change from the 2010 Equal Pay
Review where a pay gap exceeding 3% was only identified in grade 8.

Occupational categories and working hours

Further analysis by occupational category can be found in Appendices B2 — B5 and Table
6 in the main report.

e Academic staff - only grade 8 exceeds the 3% criterion, where there is a population
of just 5 academic staff’.

e Academic-related staff — grades 5, 7 and 12 exceed the 3% criterion in favour of
male employees. Grade 12 also exceeds the 5% criterion™.

e Assistant staff - there are no grades in this occupational category that exceed the
3% criterion when using the mean pay gap™.

¢ Non-clinical research staff - only grade 12 exceeds the 5% pay gap.

e Part-time employees — the overall pay gap is slightly higher for part-time employees
(20.7% compared to 19.0% for full-time employees) who are also more likely to be
women, please see Table 10 in main report.

One explanatory factor of the significant gender pay gaps by occupational category, is the
different distribution of male and female employees across the grade structure (see Table
4 and Chart 1).

2.4 Analysis of average salaries including additional payments (Appendices C1-C5)

The consolidation of all pay elements results in a small increase in the gender pay gap
from 21.9% to 23.1%.

e Grade 12 academic-related staff pay gap increases from 9.0% to 18.7% in favour
of male employees due to a larger number of male employees in this grade
receiving additional payments.

e Grade 12 academic staff pay gap increases from 2.0% to 3.8%.

o Grade 9 academic related pay gap increases from 2.9% to 3.7%.

o Grade 3 assistant staff pay gap increases from 0.9% to 6.2% when other additional
payments are included. This is because many males at this grade receive
additional hours and shift allowance payments for security duties.

e The pay gap of non-clinical research staff within grades 11 and 12 falls when
additional payments are added to basic pay due to a greater proportion of female
employees in these grades receiving additional awards.

e The pay gap of non-clinical research staff at grade 12 falls from 15.7%, but remains
high at 13.6%.

” Universities and Colleges Employers Association
8 Using the median pay gap, both grade 8 and grade 12 exceed the 3% criterion.
° However the median pay gap also exceeds the 3% criterion at grade 12.
% When using the median pay gap only grade 8 exceeds the 5% criterion.
" When using the median pay gap grade 8 exceeds the 5% criterion at 8.5%.



2.5 Analysis of additional payments only (Appendices D1-D4)

Pensionable and non-pensionable payments (appendices D1 to D3)
¢ Male employees received 62.4% of the total number of pensionable payments and
58.0% of the total number of non-pensionable payments.
e Of the 2 types of pensionable payments, male employees received 57.5% of
discretionary payments and 65.8% of payments linked to a role.
o Of the total value of the payments, male employees received a higher proportion of
both pensionable (78.6%) and non-pensionable payments (76.7%).

Market supplements (appendix D4)
e The average payment in 2012 equates to £14,071 for male and £5,066 for female
employees. However since the 2010 Equal Pay Review, the average payment has
increased by 28.9% for female employees and 20.4% for male employees.

2.6 The award of contribution increments and single contribution payments by
gender and occupational category (Appendix E1 and E2)

A total of 264 employees received contribution increments in 2012 and of these 59.8%
were female and 40.2% male.

For the first time, single contribution payments are included in the appendices (E2).
Female employees received 67.6% of awards and male employees received 32.4%.

A breakdown by occupational category is provided in appendices E1 and E2.
2.7 Analysis of salaries paid to new employees (Appendices F1 and F4)

1,495 new employees were appointed by the University on to the single salary pay spine
from 1 August 2011 to 31 July 2012. 816 of these were appointed above the minimum
point of the grade'?, 381 female employees (46.7%) and 435 male employees (53.3%).
Grade 9 in particular shows a higher number of male employees appointed on the top
service spine point for that grade.

2.8 Actions arising from the 2010 review and recommendations for 2012

The findings of the 2012 Equal Pay Review provides evidence of a gender imbalance
across the grading structure which gives rise to an organisational mean pay gap of
approximately 21.9% in favour of men®. This continues to fall approximately midway
between the estimates of the pay gap in the public and private sectors.

The University aims to ensure its pay system is fair and equitable and that any gender bias
is eliminated in line with the requirements of legislation. The following actions have
therefore been undertaken following the 2010 Equal Pay Review (please see 3.4 for full
details).

e Detailed analysis of grade 9 starting salaries considered by the Gender Equality
Group (GEG). The analysis indicated that there may be less gender imbalance
than originally thought, and that the key area of difference seems to be in

12 please note that in contrast to previous reports, individuals appointed ‘above minimum point’ in
rade 12 refers to the minimum point within the relevant contribution band rather than Point 68.
*When using the median pay gap this increases to 23.3% in favour of men.



Academic roles. In response, the University’'s appointment guidance has been
reviewed and updated.

The Equality and Diversity section (E&D) intend to continue to collate available
information on the percentage of women that applied for/received promotions and
to undertake further investigation of grade 9 appointments.

Further data analysis has been undertaken to enable investigation into the reasons
behind the pay differentials of academic-related employees in grades 8 and 12.
The Gender Equality Group has reviewed this data and will give the issues raised
further consideration in light of this Equal Pay Review’s findings.

A detailed analysis of all Senior Academic Promotion (SAP) applicants by gender
was provided to GEG in 2011 for consideration, leading to the development of
recommendations to inform the SAP Review Group. The SAP Review Group have
since proposed further revisions for the 2012 and 2013 exercise including
mentoring and advice for prospective applicants, a CV mentoring scheme aimed at
supporting women seeking promotion, and guidance for institutions to ensure that
all eligible academic staff are encouraged to apply if they have a good prospect of
success.

A well-attended briefing event ‘Do Women Still Earn Less Than Men?’ was held in
November 2011, which addressed the findings of the 2010 Equal Pay Review. A
similar event is planned for 2013 to allow internal discussion of the Reviews'
findings at all levels.

Publication of the University Equality Objectives which include in the first objective
the need to address the senior gender gap by increasing the proportion of female
employees in senior academic and administrative roles, with a particular focus on
training, recruitment, promotion and the decision-making processes of the
University, and to improve the gender balance at all levels in academic and
administrative units.

The Senior Gender Equality Network (SGEN) was formed by GEG in 2012 to bring
together senior members of the University, from across both its academic and
administrative functions, to support the advancement of gender equality.

In addition, the following actions are recommended following the 2012 Equal Pay Review
(for full details please see 3.4):

1.

2.

To carry forward outstanding actions from the 2010 Equal Pay Review.

That clarification is provided under relevant HR policies that for the purposes of
calculating stipend during sabbatical leave, any period/s of maternity or additional
paternity leave during the period of reckonable service, should not affect the
individual’s stipend during sabbatical leave.

3. To introduce a Returning Carers Scheme for the University following a pilot in the

Schools of Technology and Physical Sciences. The scheme provides financial
support to (both male and female) research and academic staff who have returned
from a period of leave for caring responsibilities (e.g. maternity, adoption, parental
or paternity leave) by making funds available to assist these individuals in building
up their research profiles and activity. This is one of a number of initiatives to assist
more women in being promoted to senior academic positions in the University.

To implement policies (and guidelines) to assist Boards of Electors and
Appointments Committees in widening their search for potential candidates.



3.0 Main Report

3.1 Analysis

3.1.1 Employee profile — by gender

On 31 July 2012 University employees occupied 9,037 positions on the single pay spine,
of which 4,480 (49.6%) were occupied by females and 4,557 (50.4%) by males. This is a
small increase on the 2010 figures where 49.1% of positions were occupied by females. A
full breakdown of the numbers of employees at each grade by gender is provided in Chart
1 below. A breakdown of employees at each grade as a percentage of the total gender
population is provided in Table 4. As in previous years, the highest proportion of male
employees can be found in grades 7, 9 and 12, whereas the highest proportion of female
employees can be found in grades 7, 5 and 4 at the lower end of the pay spine.

Chart 1: Number of employees at each grade by gender

Grade 12 |1o1- 510 |

Grade 11 EE
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Grade 9 438 692 |
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Grade 3 385 | 194

Grade 2 168 | 135

Grade 1 261 187

1.5IOO 1,250 1.0IOO 750 5[I)0 2_;*:0 0 2_;*:0 5;30 ?ISO 1.0IOO 1.2ISO

Table 4: Proportion of total gender population by grade



% of Total Grade

Gender

Population

by Grade 1 2 3 4 5 6 7 8 9 10 11 12 All
Female 5.8% | 3.8% | 8.6% | 14.7% | 16.1% | 4.8% | 24.8% | 4.7% | 9.8% | 3.1% | 1.6% | 2.3% 100%
Male 4.1% | 3.0% | 4.3% | 5.7% | 10.0% | 3.8% | 28.2% | 4.2% | 15.2% | 5.5% | 5.0% | 11.2% | 100%

3.1.2 Average salaries

Gender pay analysis by grade (Appendix B1)

Table 5 provides a summary of Appendix B1 - the average salary by grade for all non-
clinical staff irrespective of occupational category and working hours.

Table 5: % Pay gap by grade in 2012

Population Average (mean) basic pay

Grade Female Male Female Male Difference Pa(¥%g)ap
1 261 187 £14,497 £14,506 £9 0.1%
2 168 135 £17,332 £17,151 -£181 -1.1%
3 385 194 £19,888 £20,069 £181 0.9%
4 658 259 £23,267 £23,452 £185 0.8%
5 723 455 £26,429 £26,696 £267 1.0%
6 215 171 £29,875 £30,096 £221 0.7%
7 1,112 1,286 £32,668 £32,885 £217 0.7%
8 211 191 £40,805 £41,840 £1,035 2.5%
9 438 692 £45,146 £45,533 £387 0.8%
10 137 249 £52,768 £52,799 £31 0.1%
11 71 228 £56,692 £56,388 -£304 -0.5%
12 101 510 £77,461 £80,044 £2,583 3.2%

Total 4,480 4,557 £31,023 £39,698 £8,675 21.9%




The 2009 and 2010 Equal Pay Review's identified a gender pay gap of 4.5% at grade 8 in
favour of male employees. In 2012 this pay gap fell to 2.5%. The 2010 Equal Pay Review
also identified a gender pay gap of 2.8% at grade 12 (falling from 3.6% in 2009). However
in 2012, this pay gap rose to 3.2%. The pay gap for academic, academic-related and non-
clinical research staff occupational categories are also over 5% (see Table 6 below).

A more detailed breakdown of gender pay is provided in the following analysis by both
grade and occupational category as reported in Appendices B2 to B5 and summarised in
Table 6 below.

Table 6: % Pay gap by occupational category

Population Average (mean) basic pay
Occupational
Categor
gory Female Male Female Male Difference Pa(){)/og;ap
Academic 400 1,074 £52,753 | £61,292 £8,540 13.9%
Academic 704 707 | £40,753 | £44,814 | £4,061 9.1%
Related
Assistant 2,064 1,208 £22,420 | £22,875 £455 2.0%
Research 1,312 1,568 £32,710 | £35,561 £2,851 8.0%
All 4,480 4,557 £31,023 | £39,698 £8,676 21.9%

The gender pay gaps by occupational category identified in Table 6, are larger than those
identified for individual grades in Table 5. This is due to the distribution of male and female
employees in the different grades within each occupational category. Within a particular
occupational category, if the proportion of female employees in higher grades is lower than
the proportion of male employees in higher grades, this has the effect of increasing the
average gender pay gap across that category of staff.

For academic staff 36.0% of female employees are on grade 9 compared to 24.2% of male
employees. Grade 9 academic staff largely comprise University Lecturers. At the other end
of scale 40.0% of male academics are on grade 12 compared to 20.5% of female
academics.

Research staff are predominantly employed in grades 5, 7 and grade 9 as research
assistants, research associates and senior research associates respectively. The majority
of both male and female research staff are on grade 7 (67.2% and 63.9%); however there
are more female employees (22.6%) on grade 5 than male employees (11.2%) and more
male employees (17.3%) on grade 9 than female employees (11.6%).

For academic-related staff the differences are not so dramatic but they are sufficient to
produce a pay gap in favour of male employees. There are slightly more female
employees (29.1%) on grade 7 than male employees (25.3%) and slightly more male
employees (22.6%) on grade 9 than female employees (20.2%).



For assistant staff 71.3% of female employees are in grades 1-4 (compared to 64.2% of
men), whereas 28.7% of female employees are in grades 5-8 (compared to 35.8% of
men). This has the effect of producing a small gender pay gap amongst assistant staff of
2.0%.

Gender pay analysis for academic staff (Appendix B2)

Only grade 8 has a mean pay gap which exceeds the 5% criterion*, however this is not a
common grade for academic staff and there is a population of just 5 academic staff.
However the percentage pay gap has decreased since 2010 from 10.9% in 2010 to 8.3 in
2012%. There remains a wider spread of values for male employees than female
employees in grade 12, and hence a higher standard deviation. This is partly explained by
the greater numbers of male employees in that grade.

Gender pay analysis for academic-related staff (Appendix B3)

For academic-related staff, the mean pay gaps in grades 5, 7 and 12 exceed the 3%
criterion in favour of male employees®®. Grade 12 also exceeds the 5% criterion. This is
an improvement on the 2010 figures in which grades 5, 6, 8 and 9 exceeded the 3%
criterion and grades 5, 8 and 12 exceeded the 5% criterion.

In the 2009 and 2010 report it was recommended that further investigation, diagnosis and
possible remedial action be undertaken in relation to the pay differentials of academic-
related staff in grades 8 and 12. Please see 3.3 for further information.

Gender pay analysis for assistant staff (Appendix B4)

There are no pay differentials amongst assistant staff that exceed the 3% criterion when
using the mean calculation'’. Even grade 7, historically a grade dominated by male
technicians has seen a further fall in the pay gap from 2.1% in 2010 to 1.0% in 2012 (using
both old and new pay gap methodologies), together with an increase in the proportion of
female employees in this grade. As in previous years, female employees still hold in
excess of 50% of the posts in grades 1-6 and likewise male employees still hold in excess
of 50% of posts in grades 7 and 8. At grade 8 the standard deviation in average salary
remains higher for the 5 female employees (£6,496 compared to £3,484 for the 17 male
employees). However for a small sample group the standard deviation may be misleading
for the purposes of gender comparison.

Gender pay analysis for non-clinical research staff (Appendix B5)

Only grade 12 exceeds the 3% pay gap amongst research staff but its pay gap has fallen
from 21.0% in 2010 to 15.7% in 2012,

* The median pay gap at grade 12 also exceeds the 5% criterion. This may be partly due to the fact
that grade 8 salary scale is longer than most other grades (14 points), and therefore female
employees at the bottom of the scale could more greatly affect the median average.
* The pay gap has fallen using both the old and new pay gap methodology (see Appendix G).

Using the median pay gap, only grade 8 exceeds the 3% and 5% criteria in favour of men.
However the median pay gap at grade 5 exceeds the 3% criterion in favour of women.
" However, the median pay gap at Grade 8 does exceed the 5% criterion.
¥ The pay gap has fallen using both the old and new pay gap methodology
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The pay gap for the remaining grades remains well below the 3% differential.

3.1.3 Average salaries including additional payments (Appendices C1-C5)

Additional payments comprise longer term pensionable payments or ad hoc, shorter term
non-pensionable payments. Pensionable payments can be either discretionary e.g.
additional hours/additional responsibility payments, or linked to a role e.g. head of
department, secretary of faculty board.

When additional payments are added to basic pay the overall pay gap rises from 21.9% to
23.1% and two grades (3 and 12) rise to over 5%.

Additional payment analysis for academic staff (Appendix C2)

For academic staff the pay gap rises at grade 12 from 2.0% to 3.8% when additional
payments are added to basic pay. This is a larger rise from 2010 indicating that more men
are in receipt of additional payments and/or that men are receiving larger additional
payments. Additional payments for academic staff largely comprise payments for head and
acting head of department, deputy head of department, chair of faculty board and health
and safety payments. The larger pay gap at grade 12 therefore appears to be due to more
men holding positions of responsibility such as Head of Department. However market
supplements have a larger impact on the pay differential of male and female employees at
this level (see Table 9 below).

Additional payment analysis for academic-related staff (Appendix C3)

There is an increase in the pay gap for grade 12 academic-related staff from 9.0% to
18.7% when additional payments are added to basic pay. This is a larger increase
compared to previous years and is due to a greater number of male employees in this
grade receiving additional payments. In total 7 employees in grade 12 received additional
payments (1 female, 6 male). An increase is also seen within grade 9 from 2.9% to 3.7%
pushing it above the 3% threshold. 32 employees in grade 9 received additional payments
(13 female and 19 male). Additional payments for academic-related staff largely comprise
health and safety payments and additional responsibility payments.

Additional payment analysis for assistant staff (Appendix C4)

Mirroring previous years, the assistant staff pay gap increases most notably at grade 3
from 0.9% to 6.2% when additional payments are added to basic pay. This is because
many male employees in this grade received additional hours (79% of additional hours
payments) and shift allowance payments for security duties. 118 employees in grade 3
received additional payments (56 female, 62 male) of which 19 males received security
payments and 1 female. Additional payments for assistant staff largely comprise early
morning supplements, onerous duties payments, additional hours payments and health
and safety payments.

Additional payment analysis for non-clinical research staff (Appendix C5)

The pay gap amongst non-clinical research staff falls in grades 11 and 12 when additional
payments are added to basic pay. This is because a greater proportion of female
employees in these grades received an external award*® which accounts for the sizeable
change in differential for total payments, particularly as there are small numbers of female

¥ From an external funding body e.g. Wellcome Trust or Royal Society
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employees in each of these grades which highlights the variations in pay. The pay gap of
non-clinical research staff at grade 12 falls from 15.7% but remains high at 13.6%,
although this is lower than previous years. Additional payments for research staff largely
comprise health and safety payments, Wellcome Trust enhancements and Marie Curie
allowances.

3.1.4 Additional payments only (Appendices D1 — D4)

Additional non-pensionable payments (Appendix D1)

Male employees received 58.0% of the non-pensionable payments made in 2012, making
up 76.7% of the total value of these payments. Female employees received 42.0% of non-
pensionable payments making up 23.3% of the total value of these payments. This is a

smaller percentage compared to 2010 which was 28.3%. Please see Table 7 below.

Table 7: Non-pensionable payments by gender

Non-pensionable Female Male Total
payments
584 807
Number (42.0%) (58.0%) 1,391
£492,837 | £1,626,678
Value (23.3%) (76.7%) £2,119,515

Additional pensionable payments (Appendix D2 and D3)

Additional pensionable payments linked to an office and pensionable payments awarded
on a discretionary basis are provided in Appendix D2 and D3 and are summarised in Table
8 below.

Table 8: Pensionable payments by type and gender

Female Male Total
Pensionable payments
Number Value Number Value Number Value
Discretionary 96 £171,263 130 £602,397 226 £773,660
Linked to a role 113 £395,123 217 £1,480,385 330 £1,875,508
Total Number 209 £566,386 347 £2,082,782 556 £2,649,168

In 2012, 556 additional pensionable payments were awarded to employees. Of these,
62.4% were awarded to male employees, making up 78.6% of the total value of all
pensionable payments made. Compared to 2010, the percentage of payments awarded to
women increased slightly by just under 1.0%. The total value of payments awarded to
women fell by 1.2%, and rose by 2.8% for men. These payments are broken down by type
below.

57.5% of discretionary payments were awarded to male employees, making up 77.9% of
the total value of all discretionary payments made. In particular, male employees received
more additional hours payments than female employees (37 male to 5 female recipients)
whilst the female employees received more additional responsibility payments (79 female
to 57 male recipients). On average, additional hours payments increased male employees’
salaries by £2,401, whereas additional responsibility payments increased female salaries
by £1,136. Mirroring previous years, male employees also received higher payments for
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administrative responsibilities than female employees — male employees received 75.6%
of the total value and 78.6% of the total number of these payments.

65.8% of payments linked to a role were awarded to male employees, making up 78.9% of
the total value of this type of payment. As the value of these payments is fixed, gender
differences are largely due to gender representation. Overall it is worth noting that a
reason men receive more of these payments is largely due to the higher proportion of men
in the types of roles these payments are linked to.

Market Supplements (Appendix D4)

Market supplements are paid in order to recruit and retain employees with specific skills for
which higher reward packages are offered in the wider labour market. In such
circumstances, where there is a clear business need supported by objective market data,
and other approaches have proved ineffective, the University will consider offering a
market supplement payment in addition to the normal reward package. Such payments are
subject to regular review.

Market supplements are reported in Appendix D4. The award by gender for all those in
receipt of a market supplement as at 31 July 2012 is provided in Table 9 below.

Table 9: Market Supplements by gender and occupational category

Female Male
Occupational
Category Recruitment Retention Recruitment Retention
Academic g 4 e 2
(E51,628) (£16,718) (E708,147) (£290,825)
. 6 1 13 7
Academic Related | ., 137y (£2,538) (£290,483) (£185,490)
. 1
Assistant 0 0 (£2.231) 0
Research 0 1 3 0
(£5,994) (£14,343)
Total Number 14 6 70 36
Total Value £76,065 £25,250 £1,015,205 £476,315
Combined Total 20 106
Combined Value £101,315 £1,491,519

Overall, 84.1% of market supplements were awarded to male employees and 15.9% to
female employees; this represents a 2.1% increase in the proportion of awards made to
female employees compared to the 2010 Equal Pay Review.

The largest number of market supplements were awarded to academic and academic-
related staff (102 males and 19 females). Amongst academic staff, 87.2% of awards were
made to male employees, over half of whom were in grade 12 (54 out of a total of 94
awards). Amongst academic-related staff, 74.1% of awards were made to male
employees.

In 2012, the average market supplement payment was £14,071 for male employees and
£5,066 for female employees. When compared to the 2010, the average payment has
risen by 20.4% for male and 28.9% for female employees.
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3.1.5 Contribution payments for academic-related and assistant staff (Appendices
El and E2)

A total of 329 employees applied for contribution increments in the academic year 2011/12
(appendix E1) and 80.2% were successful (77.5% of female applicants and 84.8% of male
applicants). Overall 80.0% of female academic-related applicants were successful and
76.5% of female assistant staff applicants were successful. Successful male employees
received an average contribution payment of £1,237 and successful female employees
received £1,099.

For the first time, single contribution payments are included in this year's Equal Pay
Review (appendix E2). This scheme allows awarding authorities to recognise an
individual's exceptional contribution, over and above the normal expectation for the role, in
the context of a one-off task or project that is finite in nature. 182 employees applied for a
single payment and 93.4% were successful (67.6% female, 32.4% male). 100% of female
academic-related applicants were successful and 90.2% of female assistant staff
applicants were successful.

Successful male employees received an average single payment of £1,060 and successful
female employees received £881. Overall 60% of the total cost of the Contribution Reward
Scheme in 2012 (including both contribution increments and single contribution payments)
was attributable to female employees?®.

3.1.6 New employees (Appendices F1 — F4)

New University employees appointed onto the single pay spine between 1 August 2011
and 31 July 2012 are shown as a chart of starters by scale point (Appendix F1) and a
tabular presentation of starters by spine point and grade (Appendix F2).

Appendix F1 provides a visual depiction of the allocation by gender of new appointments
but does not differentiate by grade. More female than male employees were appointed on
spine points up to spine point 37, however the picture is more mixed than previous years.
For example 104 female employees and 70 male employees were appointed to point 34
(grades 4 and 5) whilst 102 female employees and 115 male employees were appointed to
point 39 (grades 5, 6 and 7).

Appendix F2 provides a more detailed analysis. Grade 9 in particular shows a higher
number of male employees appointed above the minimum spine point for that grade (point
49). Of the 1,495 new employees appointed in this period, 816 were appointed above the
minimum point of the grade, of which 381 were female (46.7%) and 435 were male
employees (53.3%). A large proportion of these appointments were in grades 5 and 7.

Appendix F4 provides further detail of the appointments in grade 9. In the 2009 and 2010
Reports, the Equal Pay Review Group recommended that further investigation, diagnosis,
and possible remedial actions (in line with JNCHES guidance) be undertaken into the
reasons for the appointment at higher spine points in grade 9 for male employees?®:. For
example the highest proportion of males (34.5%) are appointed on point 57, while the
highest proportion of females (32.1%) are appointed on point 49.

3.1.7 Part-time employees

2% 57.0% of the contribution increment budget and 63.5% of the cost of single contribution payments
was attributable to female employees.
*! please refer to item 1 of ‘Recommendations and future actions’, Equal Pay Review 2009: Notice.
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Table 10 below provides a comparison of full-time and part-time average salaries. Unlike
previous years, but mirroring national benchmarking data, the pay gap is slightly higher for
part-time employees (20.7% compared to 19.0% for full-time employees). Part timers are
more likely to be female (74.9% are female and 25.1% are male). The largest category of
part timers are female assistant staff (43.6%), followed by female non clinical researchers
(16.4%).

Table 10: % Pay gap by full-time and part-time

Population* Average (mean) basic pay
Working
Hours
Female Male Female Male Difference Pa(sf%g;ap
Full-Time 3,081 4,055 £32,843 £40,524 £7,681 19.0%
Part-Time? | 1,241 416 £28,160 | £35,526 £7,366 20.7%

* Employees on fixed hours only

3.2 Key Performance Indicators (KPlIs)

In 2010 the University identified a number of Key Performance Indicators (KPIs) to
highlight key themes in equal pay at the University of Cambridge and over time to help
quantify the effectiveness (or otherwise) of related policy action.

The KPIs have been updated to include this year's data. Please note that they are based
on basic salary information only and do not include additional payments.

Key Performance Indicator 1- the mean pay gap for grade 8 and 12 academic-related staff

KPI 1a: Pay gap KPI 1b: Pay gap
- grade 8 academic-related staff - grade 12 academic-related staff

22 please note that these figures are based on the number of part time posts in the University. 127
staff hold more than one part time post and are therefore counted twice in these figures (81 female,
46 male).
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2008 3.7% F=141,M=165
2009 | _4.8% i IF=167,M=174
§ 2010 4.8% [F=173,M=163
2011 3.3%. ] F=175,M=159
2012 2.6% ] F=193,M=171
0% 2% 4% 6%
2008 21.8% ] F=Tm=23
2009 1 14.3% | F=8,M=32
g 2010 [ 6.6% | F=10,M=33
2011 [ 8.0% ] F=10,M=35
2012 [ 9.0% | F=11,M=37
0% 10% 20% 30%

As can be seen from KPI la, the percentage difference in grade 8 academic-related
staff has fallen further over the last two years to 2.6%. However the percentage
difference in average basic pay for male compared to female academic-related staff in
grade 12 increased slightly over the last two years, however it remains well below the
2008 and 2009 figures.

Key Performance Indicator 2 — gender representation of academic and academic-related
staff in grade 12

KPI 2a: Gender representation KPI 2b: Gender representation
- grade 12 academic staff - grade 12 academic-related staff
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coFemale CMale

2008 [125 87.5% F=61,M=428|
2009 _W 86.6%  F=66,M=426|
E 2010 [14:5%] 85.5%  F=72,M=424|
2011 [453%] 84.7%  F=77,M=425
2012 [16.0% ] 84.0% F=82,M=428

0% 55% 105%

oOFemale OMale

2008 | 23.3% ~ 76.7%  F=1,M=23 |
2009 _Wﬂ 80.0%  F=8M=37]
E 2010 [ 233 ~ 76.7% _ F=10,M=33
2011 [222% | 77.8%  F=10,M=35|
2012 [ 229 —774%  F=11,M=37|

0% 55% 105%

In 2012 female employees in grade 12 comprised 16.0% of all academic staff and
22.9% of academic-related staff. KPI 2a above indicates that the percentage of female
academic staff in grade 12 has increased by approximately 1 percentage point each
year between 2008 and 2012. In contrast, the percentage of female academic-related
staff in grade 12 remains relatively steady.

Key Performance Indicator 3 — gender distribution of new employees appointed within
the top half of grade 9

KPI 3: Gender distribution of new employees appointed within the top half of grade 9
(points 55 — 61)
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‘ OFemale 0OMale

2007/08 25.4% | 74.6%
2008/09 | 22.7% | 77.3%
E 2009/10 37.8% 62.2%
2010/11 25.0% | 75.0%
201112 | 27.0% _ 73.0%
0% 50% 100%

As can be seen in KPI 3 above, the percentage of female staff appointed within the top half
of grade 9 decreased by 12.8 percentage points in 2010/11, but increased by 2.0
percentage points to 27.0% in 2011/12.

3.3 Actions arising from the 2010 Equal Pay Review

As a result of the findings of the 2010 Equal Pay Review, the Equal Pay Review Group
made the following recommendations:

3.3.1 For the Gender Equality Group (GEG) to investigate the potential reasons
behind KPI 3 — the gender distribution and starting salaries within grade 9, and
make appropriate recommendations.

Progress: A detailed analysis of grade 9 starting salaries for the period 2008-2010 was
provided to GEG on 19 November 2010. The analysis indicated that there may be less
gender imbalance than originally thought, and that the key area of difference seems to be
in Academic roles. In response, the University’s appointment guidance has been reviewed
and updated. This guidance supports a good practice approach to salary determination
and assists in ensuring fairness and consistency in pay levels by recommending that
institutions make a case to their HR Business Manager/Adviser before offering a salary
above the minimum point of the grade (or above the first three points for research staff,
recognising that the volume of research staff recruitment would make it impractical to seek
approval for all cases above the minimum scale point). All HR Business Managers and
Advisers now routinely receive and review cases for offering salaries above the minimum
to ensure that there are substantive and legitimate reasons for this prior to appointment
administration being completed.

GEG noted that one of the main difficulties in identifying specific issues to be addressed in

relation to KPI 3 is the lack of relevant recruitment data regarding the gender of applicants

and those selected. This information is requested from departments but is not always
available in full. It was noted that plans to move to online recruitment in the future would
resolve this problem.

The following further actions have been agreed:

e The Equality and Diversity section (E&D) to collate available information on the
percentage of women that applied for/received promotions, for inclusion in future Equal
Pay Reviews.

e E&D to undertake further investigation of grade 9 appointments with more data
collated, and to report on this in Michaelmas term 2012/13. Preliminary data for
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2011/12 shows that more men been appointed than women into grade 9 roles, and that
men are more likely to be appointed into the second half of the scale.

3.3.2 To carry forward outstanding actions from the 2009 Equal Pay Review, in
particular:

Further investigation, diagnosis, and possible remedial actions be undertaken into a) the
pay differentials of academic-related staff in grades 8 and 12.

Progress: Further data analysis has been undertaken to enable investigation into the
reasons behind the pay differentials of academic-related employees in grades 8 and 12,
and on the reasons for the appointment of male employees at higher spine points in grade
9. The Gender Equality Group has reviewed this data and will give the issues raised
further consideration in light of this Report’s findings.

Senior academic promotions (SAP) review

As outlined in the last Equal Pay Report, a Senior Academic Promotions Review Group
was set up by the General Board to review the SAP Procedures. A number of revisions
were made to the 2011 exercise guidance following the feedback received from the
promotions committees and recommendations from the Gender Representation Review
Group:
e The guidance was strengthened on how periods of maternity and other leave
should be taken into account by the committees to ensure consistency of treatment.
¢ It was noted that there was a tendency for women to appear low down or at the
bottom of the rankings. It was agreed that data analysis of applicants be provided
to the Main Committee and reviewed annually.

Progress: The above revisions were implemented successfully in the 2011 exercise and
further changes have been recommended for 2012. In particular:

e A new paragraph has been added advising prospective applicants to seek
mentoring and advice (paragraph 2.4).

e Additional wording has also been included under the eligibility criteria, including
reference to a CV mentoring scheme currently provided to encourage female
academic staff in STEM subjects to apply for promotion; this scheme is being
further developed to be open to all disciplines across the University (paragraph 4.3
see extract below). Further details on this mentoring scheme can be found at:
http://www.admin.cam.ac.uk/offices/hr/equality/wiseti/mentoring/

Para 4.3 It is also important that Heads of Institutions, with the assistance
of appropriate senior colleagues if necessary, should review the position
of all eligible academic staff in their institution with a view to encouraging
those they consider to have good prospect of success to apply. Those
considering promotion should seek coaching and mentoring from the
Head of Institution or senior colleagues as appropriate, and advice about
the requirements of this promotions scheme, including the content and
timing of an application. Further guidance for female staff wishing to apply
is provided through a CV Mentoring Scheme

¢ A detailed analysis of all SAP applicants by gender was provided to GEG in 2011
for consideration, leading to the development of recommendations to inform the
SAP Review Group.

3.3.3 Senior academic promotions (SAP) review
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Recommendations of the Senior Academic Promotions Review Group set up by the
General Board to review the Senior Academic Promotions Procedures led to changes
being made to the guidance in 2012 and 2013 exercises. In 2012, these revisions
included providing greater clarity about the financial cap in promotions documentation;
limiting reapplications to a maximum of two in any three-year period, carrying forward
references for one round only; restricting the evaluation of the research/scholarship
criterion for USL applicants; FPC Chairs attending the Sub-Committee to assist
understanding of the ranking and scoring of applicants by the Sub-Committee.

In 2013, more substantive, additional changes were made further to the approval of the
Report of the General Board on the Senior Academic Promotions (SAP) procedure?.
Changes included the implementation of a scoring methodology (including banding and
weighting) to provide more scope for distinguishing between candidates; grouping of
Faculty Promotions Committees so they review a larger number of applications across a
broader disciplinary range (some groupings will be implemented this year and the
remainder in 2014).

In additional a number of small revisions were made to the 2012 and 2013 exercise
guidance following feedback received from the promotions committees, including: greater
focus on the provision of mentoring and advice from the Head of Institution to a potential
candidate before they apply and to unsuccessful applicants; extension of the CV mentoring
scheme in STEM subjects to all disciplines across the University to encourage female
academic staff to apply for promotion; a clearer feedback process involving the Head of
Department; greater clarity about the required criteria for the University Senior Lecturer
role; clarity that a UL can apply directly for promotion to Reader or Professor; broadening
the evidence that can be provided of ‘general contribution’ to include any work outside the
Faculty/ Department/University and contributions to the subject made more widely such as
widening participation activity and the design and delivery of outreach programmes; better
identification of interdisciplinary candidates so that appropriate action under the guidance
can be taken; more guidance on how publications should be presented in the application
for promotion.

3.3.4 Equal pay briefing event 2011

A briefing event ‘Do Women Still Earn Less Than Men?’ was held on 2 November 2011,
which addressed the findings of the 2010 Equal Pay Review. This event was open to
employees and students of the University with guest speaker Anna Bird, Acting Chief
Executive of the Fawcett Society and hosted by the University’'s Gender Equality
Champion, Professor Dame Athene Donald. The briefing was well attended and positively
received. A similar event is planned for 2013 to allow internal discussion of the Reviews'
findings at all levels.

3.3.5 Publication of University Equality Objectives?®

The Equality Act 2010 requires public bodies to identify and publish Equality Objectives
setting out their priority areas for progressing equality over a four-year period from April
2012. The University’s Combined Equality Scheme (CES) developed in 2010 identified
four priority areas, the first being to increase diversity and in particular gender diversity at

28 http://www.admin.cam.ac.uk/reporter/2011-12/weekly/6266/),
2 Available at: http://www.admin.cam.ac.uk/offices/hr/equality/reports/objectives_201216.pdf
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senior levels of the organization. This is expanded in the University’'s first Equality
Objective® published in 2012 which states that the university aims to:
e Increase its diversity at senior levels and ensure this is reflected in its governance
structures
e Address the senior gender gap by increasing the proportion of women staff in
senior academic and administrative roles, with a particular focus on training,
recruitment, promotion and the decision-making processes of the University, and to
improve the gender balance at all levels in academic and administrative units.

A specific action plan for this objective will be set annually with regard to how the
University intends to achieve progress on an incremental basis over the next four years.
The action plan for the above objective will be the responsibility of the GEG.

3.3.6 Development of the Senior Gender Equality Network

The Senior Gender Equality Network (SGEN) was formed by GEG in 2012 to bring
together senior members of the University, from across both its academic and
administrative functions, to support the advancement of gender equality. The network
provides a senior profile across institutions of active gender equality advocates to
complement the work undertaken centrally by the University through the Gender Equality
Group, chaired by Professor Dame Athene Donald, and the Equality and Diversity
Committee. Priorities for SGEN will be identified over the Michaelmas and Lent terms and
presented to GEG in Easter term 2013.

3.3.7 Clarification on pay during sabbatical leave following a period of
maternity/parental leave

University Teaching Officers or those holding comparable appointments are entitled to
sabbatical leave at the rate of one term for every six terms of service?®. The General Board
determines the stipend which is payable during a sabbatical period, taking into account the
rates of pay received by the employee during the period of reckonable service. For
example, a University teaching officer working half-time for six reckonable years would be
entitled to three terms sabbatical leave at her or his usual rate of pay (50% of the full
stipend for that office).

However, it has come to the attention of the HR Division and the EPRG that clarification is
required on the calculation of stipend during sabbatical leave for those who have taken a
period of maternity or additional paternity leave during the period of reckonable service.
Whilst an employee may receive less than their normal contractual rate of pay during
maternity/additional paternity leave, this should not affect the calculation of stipend during
any subsequent period of sabbatical.

Further clarification on this matter within relevant HR policies would assist in ensuring that
female University Teaching Officers, and those holding comparable appointments, receive
the correct stipend during sabbatical leave. A recommendation is therefore provided under
3.4 below.

3.3.8 Introduction of the Returning Carers Scheme

2 Objective 1 - Governance: Gender Equality Group (GEG), evidenced by the Equality & Diversity
Information Reports and Equal Pay Reviews. Further information available at:
http://www.admin.cam.ac.uk/offices/hr/equality/reports/objectives_201216.pdf

?® Statute D, II, 5 and the General Board's Notice on Leave of Absence under Statute D, I, 5,
Statutes and Ordinances, p. 660, give full details of this provision. Comparable appointments are
those listed in Schedule J or Study leave for holders of certain University offices list.
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It is recognised that nurturing the pipeline of female research and academic staff is critical
in expanding the future pool of female candidates for senior positions within the University.
To this end and in order to assist the career and professional development of returning
carers, a pilot scheme has been established to make funds available to support those
going on, or returning from a period of caring (this may include but is not restricted to
maternity leave, adoption leave, or leave to care for a dependant). The scheme offers
funds to assist returning carers in building up their research profiles and other academic
activity. The introduction of the scheme may help to assist more women in being promoted
to senior academic positions in the University to help to address gender imbalance in this
area. It is currently being piloted in the Schools of Technology and Physical Sciences.

3.3.9 Broaden selection pools for senior positions

Successive Equal Pay Reviews illustrate a disproportionate number of male employees
within the University’s most senior grades. To increase the proportion of female candidates
at a senior level, appointment committees must be able to tap into new pools of talent. It is
proposed that the pool of potential female candidates may be expanded by offering
guidance to Appointments Committees on how to go about broadening their search for
potential candidates. For example, this may be achieved by expanding recruitment
contacts to include well-known senior women in the field, specialist search firms or
professional organisations, the editors of appropriate directories and specialist journals.
Use of these broader search tools would be documented as part of the normal
appointment paperwork.

3.4 Recommendations and Future Actions

The Equal Pay Review Group has made the following recommendations as a result of the
2012 Equal Pay Review.

1. To carry forward outstanding actions from the 2010 Equal Pay Review.

2. To provide clarification under relevant HR policies that for the purposes of
calculating stipend during a sabbatical period, any period/s of maternity or
additional paternity leave during the period of reckonable service, should not affect
the individual’s stipend during sabbatical leave.

3. To introduce the Returning Carers Scheme University wide following a pilot in the
Schools of Technology and Physical Sciences.

4. To implement policies (and guidelines) to assist Boards of Electors and
Appointments Committees in widening their search for potential candidates.
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Agenda Item 10 07/11/12/ED70 Appendix B1 Summary of gender pay gap and grade (basic pay)

% on
Population Gender split (%) contribution Average (mean) basic pay Median basic pay
Grade points
Female Male Pay F_en;nale _Mtale Pay
Female Male Total Female | Male | Female | Male | Female | standard | Male | standard | Total gap | Female | _"°C Male et Total gap
deviation deviation 0, quartiie quartiie 0,

(/0) range range (/n)

1 261 187 448 58.3% | 41.7% | 16.5% | 16.6% | £14,497 £776 £14,506 £747 £14,501 | 0.1% | £14,758 | £697 | £14,758 | £697 | £14,758 | 0.0%

2 168 135 303 55.4% | 44.6% | 13.1% | 3.0% | £17,332 | £1191 | £17,151 £923 £17,251 | -1.1% | £17,827 | £1451 | £17,827 | £1451 | £17,827 | 0.0%

3 385 194 579 66.5% | 33.5% | 9.4% 9.3% | £19,888 | £1,149 | £20,069 | £1152 | £19,949 | 0.9% | £20,559 | £1691 | £20,559 | £1,148 | £20,559 | 0.0%

4 658 259 917 71.8% 28.2% | 18.8% | 29.3% | £23,267 £1,399 £23,452 £1,586 £23,320 | 0.8% | £23,811 | £1,360 | £23,811 | £2069 | £23,811 | 0.0%

5 723 455 1,178 61.4% | 38.6% | 21.6% | 30.8% | £26,429 | £1539 | £26,696 | £1812 | £26,532 | 1.0% | £26,779 | £1528 | £26,779 | £2327 | £26,779 | 0.0%

6 215 171 386 55.7% 44.3% | 31.2% | 32.2% | £29,875 £2,276 £30,096 £2,527 £29,973 | 0.7% | £30,122 | £2619 | £30,122 | £2619 | £30,122 | 0.0%

7 1,112 1,286 2,398 46.4% | 53.6% | 10.7% | 10.2% | £32,668 | £3470 | £32,885 | £3412 | £32,785 | 0.7% | £31,948 | £6689 | £32,901 | £5816 | £32,901 | 2.9%

8 211 191 402 52.5% 47.5% | 14.2% | 18.3% | £40,805 £4,301 £41,840 £4,328 £41,297 | 2.5% | £41,639 | £6,602 | £44,166 | £4,909 | £42,883 | 5.7%

9 438 692 1,130 38.8% | 61.2% | 17.4% | 20.7% | £45,146 | £3,727 | £45,533 | £3891 | £45,383 | 0.8% | £46,846 | £3963 | £46,846 | £3963 | £46,846 | 0.0%
10 137 249 386 35.5% 64.5% | 15.3% | 13.3% | £52,768 £1,726 £52,799 £1,613 £52,788 | 0.1% | £52,706 £0 £52,706 £0 £52,706 | 0.0%
1 71 228 299 23.7% | 76.3% * * £56,692 | £2080 | £56,388 | £1644 | £56,460 | -0.5% | £55,908 £0 £55,908 £0 £55,908 | 0.0%
12 101 510 611 16.5% 83.5% * * £77,461 | £14527 | £80,044 | £15827 | £79,617 | 3.2% | £72,902 | £19,702 | £77,330 | £22.231 | £77,330 | 5.7%
Total 4,480 4,557 9,037 49.6% 50.4% | 19.3% | 30.8% | £31,023 | £12,463 | £39,698 | £18,770 | £35,397 | 21.9% | £27,578 | £12,127 | £35,938 | £19,268 | £30,122 | 23.3%

* all points on these grades are discretionary




Appendix B2 Summary of gender pay gap and grade (basic pay) — academic staff

Population Gender split (%) Average (mean) basic pay Median basic pay
Grade
Female Male Pay Fienrtr::I-e Male inter- Pay
Female Male Total Female Male Female | standard Male standard Total gap Female quartile Male quartile Total gap
deviation deviation (%) ran range (o/)
ge o
5 <5 0 * 100.0% 0.0% £25,531 £1,539 - £25,531 - £26,004 £1,484 - £26,004 -
6 0 0 0 - - - - - - - - - -
7 38 12 50 76.0% 24.0% | £30,747 £2,003 £31,439 £2,828 £30,913 2.2% £30,122 £0 £30,122 £2,128 £30,122 0.0%
8 <5 <5 * * * £38,263 £4,138 £41,712 £3,471 £39,643 8.3% £37,012 £3,994 £41,712 £2,455 £39,257 11.3%
9 144 260 404 35.6% 64.4% £45,063 £2,839 £45,002 £3,050 £45,024 -0.1% £46,846 £2,680 £46,846 £2,680 £46,846 0.0%
10 84 187 271 31.0% 69.0% | £52,256 £1,045 £52,373 £846 £52,337 0.2% £52,706 £0 £52,706 £0 £52,706 0.0%
1 46 184 230 20.0% 80.0% | £55,908 £0 £55,899 £210 £55,901 0.0% £55,908 £0 £55,908 £0 £55,908 0.0%
12 82 429 511 16.0% 84.0% | £76,720 £12,995 £78,292 £13,836 £78,040 2.0% £72,902 £17,244 £77,330 £19,702 £75,083 5.7%
Total 400 1,074 1,474 27.1% 72.9% | £52,753 £15,223 £61,292 £16,977 £58,975 13.9% | £51,175 £10,422 £55,908 £21,877 £55,908 8.5%

* data not displayed due to a gender population of less than 5




Appendix B3 Summary of gender pay gap and grade (basic pay) — academic related staff

Population Gender split (%) Average (mean) basic pay Median basic pay
Grade

Female Male Total Female Male Female slt::rr\r:iaalfd Male st:’rlxz::rd Total gP:g Female :'E::ta':: Male Mg:ueair?itlzr- Total gP:g

deviation deviation (%) range range (%)
5 18 11 29 62.1% 37.9% £26,091 £1,560 £27,075 £3,048 £26,464 3.6% £26,779 £2,076 £26,004 £3,965 £26,779 -3.0%

6 64 64 128 50.0% 50.0% £29,900 £2,912 £30,382 £3,478 £30,141 1.6% £30,122 £3,442 £30,122 £4,808 £30,122 0.0%

7 205 179 384 53.4% 46.6% | £34,092 £3,617 £35,279 £3,538 £34,645 3.4% £35,938 £4,918 £35,938 £4,111 £35,938 0.0%

8 193 171 364 53.0% 47.0% £40,807 £4,297 £41,883 £4,438 £41,313 2.6% £41,639 £6,049 £44,166 £4,909 £42,883 5.7%

9 142 160 302 47.0% 53.0% | £46,197 £3,804 £47,554 £3,509 £46,916 2.9% £46,846 £4,080 £46,846 £2,843 £46,846 0.0%
10 53 58 111 47.7% 52.3% £53,578 £2,226 £54,066 £2,532 £53,833 0.9% £52,706 £1,577 £54,283 £3,202 £52,706 2.9%
1 18 27 45 40.0% 60.0% | £59,180 £2,955 £59,558 £2,718 £59,407 0.6% £60,191 £4,752 £59,304 £5,326 £59,304 -1.5%
12 11 37 48 22.9% 77.1% £88,839 £22,858 £97,612 £23,028 £95,602 9.0% £89,624 £35,956 £92,309 £35,810 £92,309 2.9%
Total 704 707 1,411 49.9% 50.1% | £40,753 £10,630 | £44,814 £15867 | £42,788 9.1% £39,257 £12,962 | £44,166 £12,308 | £40,430 | 11.1%




Appendix B4 Summary of gender pay gap and grade (basic pay) — assistant staff

Population Gender split (%) Average (mean) basic pay Median basic pay
Grade

Female Male Pay Fi(:‘rtr;arl-e Male inter- Pay

Female Male Total Female Male Female | standard Male standard Total gap Female vartile Male quartile Total gap

deviation deviation (%) qran range (0/)

ge 0
1 261 187 448 58.3% 41.7% £14,497 £776 £14,506 £747 £14,501 0.1% £14,758 £697 £14,758 £697 £14,758 0.0%
2 168 135 303 55.4% 44.6% £17,332 £1,191 £17,151 £923 £17,251 -1.1% £17,827 £1,451 £17,827 £1,451 £17,827 0.0%
3 385 194 579 66.5% 33.5% £19,888 £1,149 £20,069 £1,152 £19,949 0.9% £20,559 £1,691 £20,559 £1,148 £20,559 0.0%
4 658 259 917 71.8% 28.2% £23,267 £1,399 £23,452 £1,586 £23,320 0.8% £23,811 £1,360 £23,811 £2,069 £23,811 0.0%
5 405 268 673 60.2% 39.8% £26,716 £1,425 £27,215 £1,720 £26,915 1.8% £26,779 £1,574 £26,779 £1,622 £26,779 0.0%
6 151 107 258 58.5% 41.5% £29,865 £1,957 £29,924 £1,724 £29,890 0.2% £30,122 £2,195 £30,122 £1,771 £30,122 0.0%
7 31 41 72 43.1% 56.9% £34,687 £2,461 £35,044 £2,214 £34,890 1.0% £35,938 £2,054 £35,938 £2,054 £35,938 0.0%
8 5 17 22 22.7% 77.3% £41,548 £6,496 £41,498 £3,484 £41,510 -0.1% £39,257 £4,909 £42,883 £4,909 £42,261 8.5%
Total 2,064 1,208 3,272 63.1% 36.9% £22,420 £4,920 £22,875 £6,044 £22,588 2.0% £23,121 £7,136 £23,121 £8,952 £23,121 0.0%




Appendix BS Summary of gender pay gap and grade (basic pay) — research staff

Population Gender split (%) Average (mean) basic pay Median basic pay
Grade
Female Male Pay Fi(:‘rtr;arl-e Male inter- Pay
Female Male Total Female Male Female | standard Male standard Total gap Female quartile Male quartile Total gap
deviation deviation (%) ran range (%)
ge
5 297 176 473 62.8% 37.2% £26,066 £1,609 £25,881 £1,544 £25,997 -0.7% £26,779 £1,528 £26,004 £2,968 £26,779 -3.0%
6 0 0 0 - - - - - - - - - -
7 838 1,054 1,892 44.3% 55.7% £32,332 £3,386 £32,411 £3,228 £32,376 0.2% £31,948 £6,689 £31,948 £6,689 £31,948 0.0%
8 10 <5 * * * £41,164 £3525 £40,430 £0 £41,097 -1.8% £41,035 £3,022 £40,430 £0 £40,430 -1.5%
9 152 272 424 35.8% 64.2% £44,242 £4,144 £44,851 £4,397 £44,632 1.4% £45,486 £6,416 £46,846 £6,416 £45,486 2.9%
10 0 <5 * 0.0% 100.0% - £54,307 £1,849 £54,307 - - £54,307 £3,202 £54,307 -
1 7 17 24 29.2% 70.8% £55,444 £793 £56,638 £2,462 £56,290 2.1% £55,908 £813 £55,908 £0 £55,908 0.0%
12 8 44 52 15.4% 84.6% £69,421 £5,538 £82,347 £17,721 £80,358 15.7% £67,784 £7,631 £79,647 £23,383 £77,330 14.9%
Total 1,312 1,568 2,880 45.6% 54.4% £32,710 £6,868 £35,561 £10,893 £34,262 8.0% £31,020 £8,360 £32,901 £7,763 £31,948 5.7%

* data not displayed due to a gender population of less than 5




Appendix C1 Summary of gender pay gap and grade (basic pay including additional payments)
% on
Population Gender split (%) contribution Average (mean) basic pay including additional payments Median basic pay including additional payments
points
Grade
Female Male Pay F_ertnale _Mtale Pay
Female Male Total Female | Male | Female | Male | Female | standard | Male | standard | Total gap | Female | "°U | Male i Total gap
deviation deviation 0, a quartiie o,
(%) range range (%)
1 261 187 448 58.3% 41.7% | 16.5% | 16.6% | £14,592 £840 £14,756 £1,021 £14,660 | 1.1% | £14,758 £967 £14,758 | £1122 | £14,758 | 0.0%
2 168 135 303 55.4% | 44.6% | 13.1% | 3.0% | £17,463 | £1388 | £17,419 | £1258 | £17,443 | -0.3% | £17,827 | £1451 | £17,827 | £1451 | £17,827 | 0.0%
3 385 194 579 66.5% 33.5% 9.4% 9.3% | £19,984 £1,212 £21,298 £3,167 £20,424 | 6.2% | £20,559 | £1,691 | £20,559 | £2,089 | £20,559 | 0.0%
4 658 259 917 71.8% | 28.2% | 18.8% | 29.3% | £23,315 | £1422 | £23,765 | £1932 | £23,442 | 1.9% | £23,811 | £1360 | £23,811 | £2310 | £23,811 | 0.0%
5 723 455 1,178 61.4% 38.6% | 21.6% | 30.8% | £26,478 £1,566 £26,839 £2,023 £26,618 | 1.3% | £26,779 | £1,601 | £26,779 | £1,606 | £26,779 | 0.0%
6 215 171 386 55.7% | 44.3% | 31.2% | 32.2% | £30,006 | £2378 | £30,400 | £2866 | £30,180 | 1.3% | £30,122 | £2619 | £30,122 | £2859 | £30,122 | 0.0%
7 1,112 1,286 2,398 46.4% 53.6% | 10.7% | 10.2% | £32,780 £3,602 £32,976 £3,522 £32,885 | 0.6% | £31,948 | £6,689 | £32,901 | £5816 | £32,901 | 2.9%
8 211 191 402 52.5% 475% | 14.2% | 18.3% | £40,916 £4,378 £42,034 £4,440 £41,447 | 2.7% | £41,639 | £6,333 | £44,166 | £4909 | £42,883 | 5.7%
9 438 692 1,130 38.8% | 61.2% | 17.4% | 20.7% | £45,552 | £4132 | £46,200 | £4941 | £45949 | 1.4% | £46,846 | £3963 | £46,846 | £4888 | £46,846 | 0.0%
10 137 249 386 35.5% 64.5% | 15.3% | 13.3% | £53,072 £2,147 £53,448 £3,264 £53,314 | 0.7% | £52,706 £264 £52,706 £587 £52,706 | 0.0%
1 71 228 299 23.7% | 76.3% * * £57,788 | £3925 | £57,110 | £2967 | £57,271 | -1.2% | £55,908 | £2564 | £55,908 | £241 | £55,908 | 0.0%
12 101 510 611 16.5% 83.5% * * £80,486 | £15932 | £85,309 | £24773 | £84,512 | 5.7% | £77,287 | £22,898 | £79,647 | £26,237 | £79,647 | 3.0%
Total 4,480 4,557 9,037 49.6% | 50.4% | 19.3% | 30.8% | £31,230 | £12,869 | £40,608 | £21,091 | £35,959 | 23.1% | £27,578 | £12,127 | £35,938 | £20,726 | £31,020 | 23.3%

* all points on these grades are discretionary




Appendix C2 Summary of gender pay gap and grade (basic pay including additional payments) — academic staff

Population Gender split (%) Average (mean) basic pay including additional payments Median basic pay including additional payments
Grade
Female Male Pay Fienrtr::I-e Male inter- Pay
Female Male Total Female Male Female | standard Male standard Total gap Female quartile Male quartile Total gap
deviation deviation o, range o,
(%) range (%)
5 <5 0 * 100.0% 0.0% £25,531 £1,539 - = £25,531 - £26,004 £1,484 - - £26,004 -
6 0 0 0 - - - - - - - - - -
7 38 12 50 76.0% 24.0% £30,747 £2,003 £31,439 £2,828 £30,913 2.2% £30,122 £0 £30,122 £2,128 £30,122 0.0%
8 <5 <5 * * * £38,263 £4,138 £41,712 £3,471 £39,643 8.3% £37,012 £3,994 £41,712 £2,455 £39,257 11.3%
9 144 260 404 35.6% 64.4% £45,375 £3,289 £45,699 £4,321 £45,583 0.7% £46,846 £2,680 £46,846 £2,680 £46,846 0.0%
10 84 187 271 31.0% 69.0% | £52,562 £1,438 £53,103 £3,304 £52,936 1.0% £52,706 £0 £52,706 £0 £52,706 0.0%
11 46 184 230 20.0% 80.0% £56,764 £2,198 £56,497 £1,947 £56,550 -0.5% £55,908 £196 £55,908 £0 £55,908 0.0%
12 82 429 511 16.0% 84.0% | £79,974 £15,726 £83,104 £21,849 £82,602 3.8% £77,309 £21,671 £79,647 £23,561 £79,647 2.9%
Total 400 1,074 1,474 27.1% 72.9% £53,695 £16,784 £63,612 £21,624 £60,921 15.6% £51,553 £10,422 £55,908 £21,745 £55,908 7.8%

* data not displayed due to a gender population of less than 5




Appendix C3 Summary of gender pay gap and grade (basic pay including additional payments) — academic related staff

Population Gender split (%) Average (mean) basic pay including additional payments Median basic pay including additional payments
Grade
Female Male Pay F::::;'_e i’::’ el(:_ Pay
Female Male Total Female Male Female | standard Male standard Total gap Female vartile Male uartile Total gap
deviation deviation 0, q q 0,
( A)) range range ( A))
5 18 11 29 62.1% 37.9% £26,091 £1,560 £27,103 £3,088 £26,475 3.7% £26,779 £2,076 £26,004 £4,000 £26,779 -3.0%
6 64 64 128 50.0% 50.0% | £30,114 £3,111 £30,653 £3,825 £30,383 1.8% £30,122 £3,442 £30,122 £6,184 £30,122 0.0%
7 205 179 384 53.4% 46.6% £34,268 £3,740 £35,376 £3,539 £34,784 3.1% £35,938 £5,992 £35,938 £5,019 £35,938 0.0%
8 193 171 364 53.0% 47.0% | £40,914 £4,380 £42,067 £4,591 £41,456 2.7% £41,639 £6,049 £44,166 £4,909 £42,883 5.7%
9 142 160 302 47.0% 53.0% £46,358 £3,793 £48,139 £5,149 £47,301 3.7% £46,846 £4,080 £48,246 £2,843 £46,846 2.9%
10 53 58 111 47.7% 52.3% | £53,880 £2,768 £54,284 £2,640 £54,091 0.7% £52,706 £2,935 £54,283 £3,625 £52,970 2.9%
1 18 27 45 40.0% 60.0% | £60,524 £5,591 £60,818 £5,047 £60,700 0.5% £60,191 £6,580 £59,304 £5,326 £59,304 -1.5%
12 11 37 48 22.9% 77.1% | £87,677 | £20329 | £107,893 | £40,769 | £103,260 | 18.7% | £89,624 | £38456 | £100,854 | £37,247 | £100,854 | 11.1%
Total 704 707 1,411 49.9% 50.1% £40,924 £10,591 £45,644 £19,414 £43,289 10.3% £39,257 £12,962 £44,166 £12,553 £41,159 11.1%




Appendix C4 Summary of gender pay gap and grade (basic pay including additional payments) — assistant staff

Population Gender split (%) Average (mean) basic pay including additional payments Median basic pay including additional payments
Grade

Female Male Pay F;::{::'_e Male inter- Pay

Female Male Total Female Male Female | standard Male standard Total gap Female quartile Male quartile Total gap

deviation deviation (%) ran range (o/)

ge o
1 261 187 448 58.3% 41.7% £14,592 £840 £14,756 £1,021 £14,660 1.1% £14,758 £967 £14,758 £1,122 £14,758 0.0%
2 168 135 303 55.4% 44.6% | £17,463 £1,388 £17,419 £1,258 £17,443 -0.3% £17,827 £1,451 £17,827 £1,451 £17,827 0.0%
3 385 194 579 66.5% 33.5% £19,984 £1,212 £21,298 £3,167 £20,424 6.2% £20,559 £1,691 £20,559 £2,089 £20,559 0.0%
4 658 259 917 71.8% 28.2% | £23,315 £1,422 £23,765 £1,932 £23,442 1.9% £23,811 £1,360 £23,811 £2,310 £23,811 0.0%
5 405 268 673 60.2% 39.8% £26,803 £1,457 £27,456 £2,013 £27,063 2.4% £26,779 £1,574 £26,959 £1,622 £26,779 0.7%
6 151 107 258 58.5% 41.5% | £29,960 £1,999 £30,249 £2,102 £30,080 1.0% £30,122 £1,771 £30,122 £1,771 £30,122 0.0%
7 31 41 72 43.1% 56.9% £35,095 £2,649 £35,613 £2,771 £35,390 1.5% £35,938 £2,813 £35,938 £3,128 £35,938 0.0%
8 5 17 22 22.7% 77.3% | £42,080 £6,462 £41,839 £3,031 £41,894 -0.6% £39,983 £6,359 £42,883 £4,180 £42,504 6.8%
Total 2,064 1,208 3,272 63.1% 36.9% £22,507 £4,944 £23,314 £6,195 £22,805 3.5% £23,121 £7,136 £23,811 £9,751 £23,121 2.9%




Appendix C5 Summary of gender pay gap and grade (basic pay including additional payments) — research staff

Population Gender split (%) Average (mean) basic pay including additional payments Median basic pay including additional payments
Grade
Female Male Pay F;::{::'_e Male inter- Pay
Female Male Total Female Male Female | standard Male standard Total gap Female vartile Male quartile Total gap
deviation deviation o, a range o,
( /0) range ( /0)
5 297 176 473 62.8% 37.2% £26,069 £1,612 £25,883 £1,545 £26,000 -0.7% £26,779 £1,528 £26,004 £2,968 £26,779 -3.0%
6 0 0 0 - - - - - - - - - -
7 838 1,054 1,892 44.3% 55.7% £32,422 £3,511 £32,483 £3,335 £32,456 0.2% £31,948 £6,689 £31,948 £6,689 £31,948 0.0%
8 10 <5 * * * £41,164 £3525 £40,430 £0 £41,097 -1.8% £41,035 £3,022 £40,430 £0 £40,430 -1.5%
9 152 272 424 35.8% 64.2% £44,967 £4,975 £45,538 £5,095 £45,333 1.3% £45,486 £6,765 £46,846 £6,607 £46,846 2.9%
10 0 <5 * 0.0% 100.0% - - £57,432 £5,398 £57,432 - - - £55,908 £3,125 £55,908 -
11 7 17 24 29.2% 70.8% £57,489 £4,928 £57,853 £3,469 £57,747 0.6% £55,908 £1,721 £55,908 £3,953 £55,908 0.0%
12 8 44 52 15.4% 84.6% | £75,850 £8,080 £87,816 £25,049 £85,975 13.6% | £74,034 £10,117 £79,647 £28,164 £79,647 7.0%
Total 1,312 1,568 2,880 45.6% 54.4% £32,902 £7,380 £35,903 £12,123 £34,536 8.4% £31,020 £8,360 £32,901 £7,763 £31,948 5.7%

* data not displayed due to a gender population of less than 5




Appendix D1 Summary of non-pensionable additional payments

No £ average £ total
. . . Male 29 £657 £19,062
Biological Safety Officer
Female 21 £558 £11,721
Male 21 £22,942 £481,792
Bonus Payment
Female <5 * £1,427
. Male <5 * £250
Chair Degree Comm.
Female 0 - £0
i Male 25 £488 £12,205
Chair Payment
Female 5 £886 £4,432
i Male 7 £2,379 £16,652
Deputy Director/Head
Female 5 £956 £4,782
Male <5 * £44,037
Head of Department
Female 0 - £0
: Male 22 £642 £14,128
Laser Officer
Female 4 £547 £2,187
. . Male <5 * £1,266
Librarian
Female 0 - £0
. . Male 53 £623 £33,043
Radiation Supervisor
Female 41 £646 £26,467
. Male 54 £301 £16,269
Safety Off/Adviser
Female 52 £309 £16,072
Male 0 - £0
Sec. Degree Comm.
Female <5 * £4,111
Male <5 * £167
Secretary Payment
Female <5 * £1,617
Male 590 £1,674 £987,809
Other Payment
Female 450 £933 £420,022
Male 807 £2,016 £1,626,678
Total Female 584 £844 £492,837
Total 1391 £1,524 £2,119,515

* data not displayed due to a gender population of less than 5

Note 1. The row entitled ‘Other Payment’ includes non-pensionable payments not separately identified in other rows. This mainly includes assistant staff and research staff payments eg Early Morning
Supplements, Marie Curie Allowances.

Note 2. There are a small number of bonus payments specifically agreed with individuals where the University wishes to tie their remuneration to the delivery of certain duties or outcomes.



Appendix D2 Summary of pensionable additional payments (discretionary)

No £ average £ total
. s Male 11 £4,665 £51,320
Admin Responsibility
Female <5 * £16,521
. s Male 57 £1,909 £108,819
Additional Responsibility
Female 79 £1,136 £89,731
. Male 37 £2,401 £88,820
Additional Hours
Female 5 £1,605 £8,023
Male 25 £14,138 £353,438
Other Payment
Female 9 £6,332 £56,989
Male 130 £4,634 £602,397
Total Female 96 £1,784 £171,263
Total 226 £3,423 £773,660

* data not displayed due to a gender population of less than 5

Note. The row entitled ‘Other Payment’ includes discretionary pensionable payments not separately identified in other rows.



Appendix D3 Summary of pensionable additional payments (linked to a role)

No £ average £ total
. Male 16 £3,010 £48,163
Chair Faculty Board
Female <5 * £14,434
. Male 23 £4,742 £109,063
Deputy Director/Head
Female 6 £3,269 £19,612
i Male 13 £6,330 £82,292
Director
Female <5 * £14,580
Male 50 £9,352 £467,609
Head of Department
Female 8 £6,430 £51,441
. Male 7 £2,639 £18,474
Acting Head
Female <5 * £3,370
. Male 7 £4,223 £29,561
Head of Division
Female 0 - £0
Male 7 £2,021 £14,144
Secretary Faculty Board
Female <5 * £1,345
Male 94 £7,565 £711,079
Other Payment
Female 89 £3,262 £290,340
Male 217 £6,822 £1,480,385
Total Female 113 £3,497 £395,123
Total 330 £5,683 £1,875,508

* data not displayed due to a gender population of less than 5

Note. The row entitled ‘Other Payment’ includes pensionable payments (linked to a role) not separately identified in other rows. This mainly includes assistant staff and research staff payments eg Shift
Allowances, Wellcome Trust additional payments.



Appendix D4

Summary of market supplements

o Sub-Total
Staff category Sup;f)lenlmnt # Grade
G M F % F
9 3 1 25%
>2.5% <5% 10 1 100%
12 4 1 20%
9 1 1 50%
>5% <7.5% 10 1 0%
12 14 1 7%
9 1 1 8%
o o 10 1 0%
>7.5% <10% 1 3 1 25%
12 16 4 20%
>10% £12.5% 12 5 0%
>12.5% £15% 12 1 1 50%
10 2 0%
Academic >15% <17.5% 11 4 0%
12 3 0%
o o 9 1 0%
>17.5% <20% 12 1 0%
>20% £22.5% 12 1 0%
>25% <27.5% 12 1 0%
>30% £32.5% 12 1 0%
>32.5% <35% 12 1 0%
>40% <42.5% 12 1 0%
>50% £52.5% 12 2 0%
>52.5% <55% 12 1 0%
>55% <57.5% 12 1 0%
>62.5% <65% 9 1 0%
>170% <172.5% 12 1 0%
Total £ awarded £998,972 £68,346
7 2 100%
>5% <7.5% 10 1 100%
11 1 0%
7 2 0%
8 1 2 67%
>7.5% <10% 9 1 0%
10 1 100%
11 1 1 50%
>12.5% £15% 12 1 0%
o o 11 1 0%
Academic Related >15% <17.5% 12 1 0%
10 1 0%
>17.5% <20% 11 1 0%
12 1 0%
>22.5% <25% 9 1 0%
o o 9 1 0%
>32.5% <35% 12 1 0%
>35% <37.5% 12 2 0%
>40% <42.5% 12 1 0%
>90% £92.5% 12 1 0%
>122.5% <125% 12 1 0%
Total £ awarded £475,973 £26,975
Assistant >7.5% <10% 4 1 0%
Total £ awarded £2,231
>2.5% <5% 12 1 0%
Research 11 1 0%
>7.5% <10% 12 1 1 50%
Total £ awarded £14,343 £5,994

Academic
Academic Related
Assistant
Research

Total Number
Total Value
Combined Total
Combined Value

Male Female
Recruitment Retention Recruitment Retention
53 (£708,147) 29 (£290,825) 8 (£51,628) 4 (£16,718)
13 (£290,483) 7 (£185,490) 6 (£24,437) 1 (£2,538)
1(£2,231) 0 0 0
3 (£14,343) 0 0 1 (£5,994)
70 36 14 6
£1,015,205 £476,315 £76,065 £25,250
106 20
£1,491,519 £101,315




Appendix E1

100

Graph showing Contribution Increments awarded at 1 January 2012, distributed by gender and occupational category
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Appendix E2

Graph showing Single Contribution Payments awarded at 1 January 2012, distributed by gender and occupational category
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Appendix F1 Scale points of new employees by gender (chart 1)
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Scale points of new employees by gender (chart 2)

Appendix F2
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Appendix F3

% of New Starters Appointed Above Grade/Contribution Band Minimum
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Appendix F4

% of Grade 9 New Starters
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Appendix G Points to note when interpreting the results of the 2012 EPR
Methodology

The methodology chosen by the University and the Trade Unions in this equal pay review is consistent with previous pay reviews. It is based on the
guidance issued by the EHRC’s equal pay review model and the INCHES 2007 equal pay review guidance for higher education institutions. INCHES
states that the initial focus should be on base pay, allowances, and total earnings (including contribution-related pay and bonuses) and that to be
comprehensive, such reviews should additionally establish the extent to which there are inequities in the operation of any contribution-related pay
arrangements.

The guidance recommended that the analysis of pay data should consider employee numbers in each grade, staff group, and across all employees
on the single salary spine as follows:

average pay for each grade,

average pay for each job category (where differentiated within or across grades),

average pay for all employees,

average pay for full-time, part-time, term-time, and fixed-term contract* employees by grade and job category,
pay gap percentages for each staff group and all employees.

Consistent with previous reviews, the 2012 EPR includes in its analysis all University employees on the single salary spine (excluding those on spot
salaries or those whose pay is not determined by the University).

Sample sizes

Care should be taken when interpreting gender differences in % pay terms as sample sizes vary considerably and a small change in the numbers
employed by gender in an occupational category or grade can seem to make a significant difference. Another factor that impacts on average salaries
is the assimilation process from the former grading structure into the single salary spine with its 12 grades. It will be a number of years before this
factor has worked its way through the pay structures. Even so, the analyses and key findings in this report provide a sound basis for identifying equal
pay issues that require monitoring or action.

Pay gap methodology

Please note that in previous equal pay reports the pay gap or gender salary difference was calculated as a percentage of the female salary. Whilst
this was a rigorous method to identify pay gaps, it is different to the method used by other Institutions and the ONS, which has made benchmarking
difficult. The 2012 report therefore calculates the pay gap based on a percentage of the average male salary for consistency with the ONS. The
headline pay gap figures for previous annual reports have been recalculated to provide a meaningful comparison to both national benchmarking data
and previous year’s findings.

Mean and median averages

Average salaries and gender pay gaps can be calculated by either using the mean or median values. In the 2008 Equal Pay Report, the mean was
used for calculating average salaries. The 2009 Equal Pay Report also used the mean and, in addition, displayed the median within the basic pay
table for all University employees (Appendix B of the 2009 Report). The 2010 Equal Pay Report displayed both the mean and median values for

! Please note that the University’s Equal Pay Review does not include an analysis of term time or fixed term working.



Appendices B1-B5 and C1-C5. Standard deviation calculations and average salary footnotes were also provided in each appendix, where
appropriate. The 2012 Equal Pay Report continues to displays both the mean (with standard deviation) and median (with quartile information) values
for Appendices B1-B5 and C1-C5.

The median can be a more appropriate method of measuring averages than the mean where there are outlying values within the data being analysed.
The Median is also helpful for benchmarking with national statistics (ONS) and other Institutions who primarily use the median. However, a significant
proportion of salaries on the University’s pay scale are on the top service point of the grade, for both male and female employees. In this situation the
median values for both genders will tend to be the same, masking any pay gap that may exist.

Therefore, for the purposes of this report, the mean has continued to be used as the primary method of analysis, providing consistency with previous
reports and higher pay gap figures useful in identifying areas to review in more detail. However the University may review this approach in future
equal pay reports.

Standard deviation

A number of the appendices to this review include standard deviation calculations which are used to identify the dispersion of the values from the
average (mean) salary value. A low standard deviation indicates that the pay totals are clustered around the average value whereas a high standard
deviation indicates that the pay totals are spread over a wide range. This provides another helpful indicator on the conclusions that can be drawn from
the comparisons but where the sample group size is less than 10, the standard deviation may be misleading.

Disclosure to third parties

The disclosure to third parties of data from equal pay reviews is covered by the Data Protection Act (1998). The results of an equal pay review can be
disclosed as regards individuals or small groups as long as they are in sufficiently anonymised form. For the purposes of this year’s report, the data
provided on basic pay in the appendices has been anonymised where fewer than 5 employees are identified. This is in accordance with HESA
guidance.
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