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VICE 
CHANCELLOR’S 
INTRODUCTION 
 
 

I am pleased to present Bangor University’s first 

Gender Pay Gap Report. Although the Gender 

Pay reporting requirements do not apply to public 

authorities in Wales, as the University is 

committed to equality of opportunity and 

transparency, we have decided to publish details 

of our Gender Pay Gap.  

 

We acknowledge that we currently have a gender 

pay gap; however we are aiming to address this. 

We are working towards reducing the pay gap 

and therefore within the Report, have an action 

plan agreed and supported by the University’s 

Executive. 
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1.1 Following on from discussions of the Equal Pay Working Group and as 

agreed with the Trades Unions as part of that group, the University is 

voluntarily publishing its Gender Pay Gap.  

 

1.2 The new Gender Pay reporting requirements (which came into force on 6 

April 2017) covers individuals employed under a contract of employment 

(including apprenticeships) on a snap shot date.  The snapshot is based 
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2.        COVERAGE 

 

 

2.1 Gender Pay Gap reporting requirements do not apply to Public authorities 

within Wales, however, as the University is committed to equality of 

opportunity and transparency we have decided to publish details of our 

Gender Pay Gap in line with the Equality Act 2010 (Specific Duties and 

Public Authorities) Regulations 2017 which are mandatory in England. 

 

2.2 The datf nReo 
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3.3. It is evident from Table 1.1. that there is a Gender Pay Gap at Institutional level with 

Male staff members Mean pay being 15.4% higher than Female staff members and 

Median pay being 11.1% higher than Female staff members pay.  Whilst 

comparatively favourable compared to the UK national median Gender Pay Gap 

which stands at 18.4% it is still disappointing and needs to be addressed. 

 

Whilst it is evident from the data is that the number of female employees outnumber 

the male employees, the overall Gender Pay Gap for the University (15.4% Mean) 

therefore appears to be primarily a result of under-representation of female staff in 

the more senior roles within the University. 

 

3.4 In line with UCEA guidance1, Clinical Excellence Awards are classified as bonus 

pay.  Clinical Excellence Awards are awarded by the NHS and are therefore out of 

the control of the University. 

 

3.5 To understand the data further analysis was also undertaken by job families as can 
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TABLE 1.2    ACADEMIC & RESEARCH OVERVIEW         
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TABLE 1.5     ADMINISTRATIVE & CLERICAL         

Mean Gender Pay Gap Female Mean = £13.26   Male Mean = £14.04 Variance =  5.5 % 
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TABLE 1.7     ALL STAFF 

PROPORTION OF MALES AND FEMALES IN EACH GRADE 

Analysis by Grade emphasises the assessment that the Gender Pay Gap variance is primarily a result of under-representation of 

female staff in the more senior roles within the University.  In addition, Grade 1 roles are primarily occupied by female staff.  
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 4.     SUMMARY 

 

4.1 It is important to highlight that a Gender Pay Gap is different to that of an Equal Pay Gap. 

Under Equal Pay comparisons are made between male and female staff being employed to carry 

out the same role, similar roles or work of equal value.  This level of analysis is covered by the 

Equal Pay Audit.   

A Gender Pay Gap differs in that it demonstrates the differences in the average pay between male 

and female staff regardless of their role/equal value.   It identifies whether or not lower paid jobs 

are more likely to be filled by female employees than male employees.  A high Gender Pay Gap 

does not mean that male and female staff are not being paid equally.  

 

4.2. Whilst Bangor University’s median Gender Pay Gap (11.1%) is less than the UK national median 
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5.      ACTION PLAN TO REDUCE THE GENDER PAY GAP 
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 Undertake a study into the applications by gender for academic leadership roles and the 

success rates of women applying for academic leadership roles in the University.   

 

 Hold an in-house academic Leadership programme for all academic staff to provide a base 

on which to develop the skills and confidence to be an effective leader and ensure that 50% 

of delegates on each programme are women.    

 






