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1. Introduction 

1.1 The University of London has undertaken regular Equal Pay Audits following the 
implementation of a pay and grading review that it implemented in August 2005 in response 
to the National Framework Agreement. This is the third Equal Pay Audit that has been 
undertaken by NGA Human Resources following previous audits in 2010 and 2013.  

 
2. Scope 

2.1 This report will follow the same format as that adopted for the 2013 report. As in previous 
reports the analysis is based on all grades that apply to academic and support grades and 
included analyses related to gender, disability, ethnic origin, length of service, age and 
contract type in accordance with the JNCHES guidance. As in 2013 the report considers pay 
grades 
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3.4 The use of  a grading structure (with spine points) where all jobs are based on a single system 

of job evaluation is likely to reduce the gender pay gap as all jobs are compared against each 
other using a consistent approach. The proportion of the workforce by gender at certain 
grades is therefore an important issue when identifying the reason for any gender pay gap. A 
higher proportion of employees of either gender at the upper end of the grading structure will 
impact on the overall gender pay gap even if the pay gap at individual grades is relatively small. 
It should be noted that there is a higher percentage of the male workforce at grades L08 and 
L09 than female employees. Equally there are more male employees in the lowest grades 
AWNEW and L01. 

 
 Full and Part Time Employees – L01 – L09 
 
3.5 A further analysis has been undertaken to identify the composition of the workforce based on 
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Table 2 – Composition of the Workforce – Grading Profile Full Time Employees Only - L01-
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5. Gender Pay Gap Analysis – L01 – L09 
 

Background 

5.1 Since the JNCHES pay agreement covering the period 2006-2009 Higher Education institutions 
have been encouraged to undertake Equal Pay Audits. However, the requirement to 
undertake an Equal Pay Audit and to identify whether there are significant gender pay gaps is 
derived from the Equality Act 2010, which embodied the requirements of the Equal Pay Act 
1970. 
 

5.2 The Equality Act 2010 prohibits direct discrimination in respect of a range of ‘Protected 
Characteristics’. These include gender, age, disability, gender reassignment, marriage and civil 
partnership, pregnancy and maternity, religion or belief and sex and sexual orientation. 
 

5.3 The purpose of this report is to undertake an Equal Pay Audit comparing the current position 
within previous audits undertaken in 2010 and 2013. The report has been produced based on 
a five step process outlined by the Equa
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�x ‘Significant’ differences between the average basic pay or average total earnings of men and 
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Table 7 – Gender Pay Gap based on Total Pay Excluding Contractual Overtime – L01-L09 
 Equal Work 

Group 
Females Males Female Pay Compared to 

Male Pay 

  

Number Average Total 
Pay 

Number Average 
Total Pay 

Difference 
(£) 

Pay Gap (%) 

AWNEW 0 
 

5 15,768 
  

L01 3 16,703 1 16,712 -9 -0.05 
L01A 6 16,423 12 16,480 -58 -0.35 
L01B 0 

 
1 16,685 

  

L01D 0 
 

1 17,763 
  

L02 8 19,660 5 19,974 -314 -1.57 
L03 23 22,908 17 23,887 -978 -4.10 
L04 74 25,818 41 26,154 -336 -1.29 
L05 67 30,192 29 30,124 68 0.23 
L06 48 33,467 30 32,456 1,011 3.11 
L07 122 37,666 86 38,153 -487 -1.28 
L08 65 47,447 87 47,483 -36 -0.08 
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Table 8 – Gender Pay Gap based on Basic Pay Only – Full Time Employees L01-L09 
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 Permanent and Fixed Term Employment 
 
 Permanent Employees 
 
5.18 A further analysis has been undertaken to identify if there are any significant differences in 

terms of the gender pay gap for permanent employees and fixed term employees. As can be 
seen from Table 12 the gender pay gap for permanent employees is comparable with that for 
the workforce as a whole in respect of basic pay. There are no grades where the gender pay 
gap exceeds 5.00% and therefore does not warrant any further investigation.  

 
Table 12 - Basic Pay - Permanent Employees - L01-L09 
Equal Work 
Group 

Females Males Female Pay Compared to 
Male Pay 

  

Number Average Basic Pay Number Average Basic 
Pay 

Difference 
(£) 
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Table 13 - Basic Pay - Fixed Term Employees – L01-L09 
Equal Work 
Group 

Females Males Female Pay Compared to Male 
Pay 

  Number Average Basic 
Pay 

Number Average Basic 
Pay 

Difference 
(£) 

Pay Gap (%) 

L01 3 16,664 1 16,664 - - 

L01A 6 16,360 11 16,360 - - 

L02 5 18,779 2 18,172 607 3.34 

L03 4 20,697 0 
 

20,697 
 

L04 16 

 00
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Employment Groups 

5.21 A further analysis has been undertaken to identify if there are any specific employment groups 
within the overall workforce that contribute significantly to the overall gender pay gap. This 
analysis has been completed for the following groups of employees; 

 
�x Administrative, Managerial and Professional 
�x Academic, Research and Teaching 
�x Clerical, Technical and Support 
�x Manual and Skilled Trades 
�x W.>BDC 
-   
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Table 19 – Manual and Skilled Trades – Basic Pay – L01-L09 
Equal Work 
Group Females Males 

Female Pay Compared to 
Male Pay  

Count Average Basic 
Pay 

Count Average Basic 
Pay 

Difference 
(£) 

Pay Gap (%) 

L01A 6 16,360 12 16,385 
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Table 21 - Employees with Discretionary Increments – L01-L09 
Equal 
Work 
Group 
  

Organisation Females Males 
Total Number % of Grade % of 

Females 
Number % of Grade % of Males 

L01A 1 0 - - 1 100.00 2.50 
L02 2 2 100.00 3.77 0 - - 
L03 4 1 25.00 1.89 3 75.00 7.50 
L04 7 6 85.71 11.32 1 14.29 2.50 
L05 11 9 81.82 16.98 2 18.18 5.00 

L05  

11 

9    2   

5500

 

L05 11 9   2   L05  11  9
   2    

L05  

11 9 
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Table 22 - Employees with Discretionary Increments - Basic Pay – L01-L09 
 Equal Work 

Group 
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Table 25 – Gender Pay Gap – Disabled and Non-disabled Employees  

Disability Females Males Female Pay Compared to 
Male Pay  
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6. Allowances 

6.1 The range of allowances that have been taken into account when considering total pay is 
relatively small compared too many organisations. Although the allowances have little effect 
on the total gender pay gap it is important to also consider if there are any issues in terms of 
accessibility to allowances. 
 

6.2 The following tables illustrate the average basic pay of those employees and the average value 
for male and female recipients of the allowances itself based on grades L01-L09. 

 
 Pay Protection – Red Circle   
 
6.3 There are no employees currently in receipt of this allowance. 
 
 Acting Up 
 
6.4 
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Gender Job Holders Basic Pay Contractual 
Overtime 

Female 2 24,117 4,261 
Male 7 25,893 5,925 

Overall 
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Gender Job Holders Basic Pay Special Allowance 
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7. Starting Pay 

7.1 
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8. Summary of Conclusions 

 The main analysis within the report is based on L01 to L09 and comparable grades. 
 

Composition of the Workforce 
 
8.1 Inevitably there have been some changes in the composition of the workforce that has an 
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Age/Length of Service 
 
8.10 The pattern of difference is similar to that in 2013 based on the individual age bands. There is 

no significance difference in the age band up to 29 and the pay differences have reduced in 
all other age bands with the exception of the 60 to 64 age band. . 

  
 Allowances 
 
8.11 Allowances are not a significant part of the overall pay arrangements but the application of all 

allowances should continue to be monitored in terms of access and individual values.   
 

Starting Pay 
 
8.12 There are no concerns in respect of levels of starting pay. The majority of employees 

irrespective of gender start at the grade minimum. No employees with start date from 1st 
October 2014 have been appointed at a discretionary point indicating that the requirements 
to be awarded a discretionary increment are being maintained in accordance with the 
university procedures. 

  
 Further Monitoring 
 
8.13 Equal Pay Audits should be undertaken on a regular basis to monitor changes in the gender 

pay gap for all equality groups in accordance with the JNCHES guidance. 
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Jobs where there is a pay gap of greater than 5% - 
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Total Pay Total Job Holders Female Male  



 

35 | P a g e 

 

New Starters since 01/10/2014                                                                                                                                                                                              Appendix B 

Gender Job Title Equal Work 
Group 

 Basic 
Pay  

 Above Grade 
Minimum  

 Within Discretionary 
Zone  

Grade 
Minimum 

Grade 
Maximum 

M Library Shelver L01A 16,360 No No 16,360 16,664 
M Temporary Library Shelver L01A 16,360 No No 16,360 16,664 
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Gender Job Title Equal Work 
Group 

 Basic 
Pay  

 



 

37 | P a g e 

 



 

38 | P a g e 

 

Gender Job Title Equal Work 
Group 

 Basic 
Pay  

 Above Grade 
Minimum  

 Within Discretionary 
Zone  

Grade 
Minimum 

Grade 
Maximum 

F 


