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1. Background 

From April 2017 employers with more than 250 employees are required to publish their Gender Pay 
Gap information - legislation from which Scottish universities are exempt. Due to the outbreak 
and continuing impact of the Covid-19 pandemic, the 2019/20 reporting of Gender Pay Gap was 
suspended by the Government. This year, the Equalities and Human Rights Commission announced 
that all employers will have until 5th October 2021 to report their 2020/21 Gender Pay Gap. Despite the  
relaxation of rules and in addition to the University’s Equal Pay report published in 2020, the University 
of Aberdeen has been regularly publishing its Gender Pay Gap to ensure commitment to eradicating 
any pay gaps and to help inform our policies and practices. 

 
In February 2020, the University launched its Aberdeen 2040 strategy, with the ‘Inclusive’ strand 
focused on Equality & Diversity. Within the strategy, the University has committed to eliminate pay 
gaps across all protected characteristics, including gender.  

 

 
Our university is open to all. We will welcome staff and students of all 

backgrounds, and will connect with our communities and partners, locally, 
nationally, and internationally. Our commitment to inclusion will guide our 
education, our research, and the projects we deliver. We aspire to lead our 

sector in promoting health and wellbeing and celebrating diversity. 
 

We will eliminate pay gaps across all protected characteristics and secure the 
highest standards of equality diversity and inclusion, achieving accreditation 

across multiple characteristics. 

 

2. Definition & Methodology 

The Gender Pay Gap concerns differences in the mean and median earnings between females and 
males in an organisation, regardless of their role or seniority. It is different to Equal Pay, which is a legal                                          
requirement for males and females to be paid the same for performing the same or like work or work 
that has been rated as equal value under a job evaluation scheme. 
 
The Gender Pay Gap data must be reported on an annual basis with the following dates related to the 
analysis and deadline: 

DATA ANALYSIS:  
Gender Pay Gap - data at a snapshot date of 31st March  
Gender Bonus Pay Gap - data 12 months prior to 31st March 
Proportion of females and males in each quartile - data at a snapshot date of 31st March 

REPORTING DEADLINE: 
Report published by 30th March the following year  

The analysis for the Gender Pay Gap is based on all posts held by full pay1 relevant employees as at  a 
‘snapshot date’ of 31st March 2020 whereas the data for Gender Bonus Gap is based on bonuses 
received between 1st April 2019 and 31st March 2020 (N.B. Payments classified as bonuses under Gender 
Pay Gap reporting were frozen after the reporting date of 31st March 2020 due to the financial  impact 
of the pandemic). 

1 Full pay relevant employee refers to employees who, during the relevant pay period, are not being paid at a 
reduced or nil rate as a result of being on leave; which includes annual leave, maternity, paternity, adoption, 
parental and shared parental leave, sick leave and special leave. 

 

https://www.abdn.ac.uk/staffnet/documents/Equal%20Pay%20Report%202019%20v4%20(ON%20WEB).pdf
https://www.abdn.ac.uk/2040/
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As per the Gender Pay Gap regulation, the data we report on includes: 

• The mean gender pay gap (the difference in the mean pay of full-pay* males and females, 
expressed as a percentage) 

• The median gender pay gap (the difference in the median pay of full-pay* males and females, 
expressed as a percentage) 

• The mean bonus gender pay gap (the difference in the mean bonus pay of males and females, 
expressed as a percentage) 

• The median bonus gender pay gap (the difference in the median bonus pay of males and females, 
expressed as a percentage) 

• The proportion of males and females who received bonus pay 

• The proportion of full-pay males and females in each of four quartiles pay bands. 
 
Bonuses analysed within the report include: Remuneration Committee payments and consolidated 
and non-consolidated contributions awards (received in the 12 months prior to 31st March 2020). 

 
For employees with non-standard working hours (zero hours, guaranteed minimum hours, casual 
workers) the number of hours is based on the average number of hours worked over the 12 weeks 
ending with the last complete week of the 31st March 2020 pay period. 

 
Non-monetary benefits cannot be included in the Gender Pay Gap reporting. Salary sacrifice 
arrangements are regarded as a non-monetary benefit therefore deductions for salary sacrifice are 
excluded from an employees’ base pay for the purposes of Gender Pay Gap reporting. 

 
There are 3303 employees at the University of Aberdeen who are eligible to be included in this Gender   
Pay Gap report: 1867 females and 1436 males. 

 
3. University of Aberdeen Gender Pay Gap 

The University’s 2020 mean Gender Pay Gap is 19.5% and median is 20.2%. In April 2020, the University  
reported its Gender Pay Gap for the previous year (2019) which was 22.4% (median) and 20.6% (mean). 
Overall, the mean Gender Pay Gap has reduced since the reporting started in 2017 by nearly 3%. 

 
As illustrated in the below table, the mean and median Gender Pay Gaps have reduced since the 
reporting started. 

 

Year Mean (%) Median (%) 

2020 19.5  20.2  

2019 20.6  22.4  

2018 22.03  22.7  

2017 22.4 22.2 
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MEAN & MEDIAN GENDER PAY GAP (the difference in mean / 
median full pay, expressed as a percentage) 

It is important to understand that closing the gap  should be seen as a long-term strategic objective. 
While we recognise that there are complex societal, cultural and occupational factors which have a 
direct impact on Gender Pay Gap, the University is committed to eradicating any pay gaps and 
therefore made this one of the commitments included within the Aberdeen 2040 strategy. The 
commitment goes beyond pay gaps impacting gender and encompasses all protected characteristics. The 
University acknowledges that there are many factors that can contribute to the discrepancies and it is 
therefore important that we monitor the different data elements impacting         Gender Pay Gap and 
implement meaningful actions. Within this report we explain the different gaps, why they exist and 
what action we have taken / will be taking to eradicate the gap. 

 
 
 
 
 
 

 
Total number of employees (by gender) 

Males Females 

1436 1867 

Total Number of Employees 3303 
 

Mean hourly rates 

Males Females 

£20.14 £16.22 
 

Median hourly rates 

Males Females 

£17.46 £13.93 
 

Gender Pay Gap 

Mean Median 

19.5% 20.2% 

 
 
 
 
 
 
In 2020, there were 1436 males and 1867 females who were considered to be full pay relevant employees 
for the purpose of this report. Hourly rates of pay were calculated for this sample after excluding 
salary sacrifice pay elements as required by the Gender Pay Gap reporting methodology. The findings                               
demonstrate that the female hourly rate of pay is 19.5% (mean) and 20.2% (median) lower than the 
male hourly rate of pay. 
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MEAN & MEDIAN GENDER BONUS GAP AND THE 
PROPORTION OF MALES AND FEMALES WHO RECEIVED 

BONUS PAY (the difference in mean / median full pay, 
expressed as a percentage) 

4. University of Aberdeen Gender Bonus Gap 

The 2020 median bonus pay gap is 12.85% - this shows a decrease in the difference between male’s 
and female’s median bonus gap from 14.75%   in 2019. The 2020 mean bonus pay gap is -2.18% (7.29% in 
2019). In 2020, the gap in the female bonus pay was higher than the male bonus pay gap resulting in a 
negative bonus pay gap. Negative percentage figure indicates that overall, in the reporting period, male   
employees have received lower bonuses than female employees or more females received bonuses. 

 
In 2020 we have seen an increase in consolidated and non-consolidated bonuses (contribution awards  
and Remuneration Committee payments) awarded to staff, with the biggest increase seen in the 
number of bonuses awarded to female staff. In 2019, there were 31 awards allocated to males, this 
figure increased to 33 in 2020. The number of bonuses awarded to females increased from 41 in 2019 
to 71 in 2020.

Gender Bonus Gap 

Mean Median 

-2.18% 12.85% 

Mean Bonus 

Males Females 

£2,235 £2,283 

Median Bonus 

Males Females 

£2,000 £1,743 

Proportion of staff who received bonus pay 

Males Females 

1% 2.1% 

33 71 
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THE PROPORTION OF FULL PAY RELEVANT MALES AND   
FEMALES IN EACH OF FOUR QUARTILES PAY BANDS 

5. Proportion of males and females in quartiles pay bands

Lower Quartile 

Male Female 

265 561 

32.08% 67.92% 

Lower Middle Quartile 

Male Female 

314 512 

38% 62% 

Upper Middle Quartile 

Male Female 

369 457 

44.67% 55.33% 

Upper Quartile 

Male Female 

488 337 

59.15% 40.85% 

As with previous years, the disproportion of males and females in each of the quartiles pay bands 
(females clustered in lower grades) mainly accounts for the reported Gender Pay Gap. Vertical and 
horizontal segregations are representing unequal distribution of males/females in both traditionally 
male and traditionally female occupations. Horizontal segregation is evident in the number of staff of 
each gender across different posts/jobs. For example, the lower and lower mid quartiles continue    
to represent a disproportionate number of females (over 62% and 67%) in such lower paid roles as 
domestic staff, cleaners, admin assistants. The most balanced representation of females (55.33%) is 
within the upper middle quartile. In comparison with 2019, 2020 saw the number of males increase in 
the lower and upper middle quartiles and decrease in lower middle and upper quartiles. 

When considered within their individual quartiles, the mean gaps within the first three quartiles remain 
below 1.5%, however for the upper quartile, the mean pay gap is 9.74% which represents an increase in 
comparison with 2019 which was 7.02%. The median gaps for lower, lower middle and upper middle are    
below 2% and upper quartile remains over 5% (5.32%). The gender distribution across these quartiles 
continue to have a negative effect on gender pay across the institution in favour of males. 
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6. Factors affecting the Gender Pay Gap within University of Aberdeen  

The main factor that influences the Gender Pay Gap within the University is vertical and horizontal 
segregation as a result of under and over – representation of females at different levels, grades and 
posts (including Professorial staff). 

 
The Gender Pay Gap is present due to females being under-represented at senior posts and/or over- 
represented in lower grade and mid-level posts. If females are under-represented, the ratios are highly 
impacted by even small changes in the high-level posts, for example, high earning female(s) leaving the    
organisation or high earning male(s) being recruited. 

 
Tenure and length of service are some of the defining characteristics of academics within HE institutions. 
Within the University of Aberdeen, this is reflected in the differences in average Professorial pay for staff 
with   more than 5 years’ service. 

 
There are very few differences between male and female average Professorial pay for staff with less 
than 5 years length of service. The changes in pay gap among the Professorial staff are driven by yearly 
flow trends into this cohort, whereby experienced female and male leavers at higher pay are replaced   
through promotions. In addition to promotions, higher numbers of new appointments made were 
males (70% - 7 males, 30% - 3 females), and new appointments tend to start off their tenure at a higher 
pay point than promoted  staff. It should be noted that the differences in remuneration or the number 
of females or/and males   recruited by the University are driven by the merit of applications and 
candidates’ academic track record. Our recruitment processes are based on objective criteria and are 
free from unconscious bias. 

 
The analysis of the different quartiles demonstrates that the University of Aberdeen has a vertical pay 
gap as a result of males and females clustering at different levels in the University. At the lower and 
lower middle quartiles, there are 62% and 68% of females who are engaged in lower paid domestic, 
clerical or research assistant roles. The upper quartile has a significantly higher number of males. The 
disproportion of the distribution of females and males in the different quartiles/roles results in gender 
occupational segregation which directly impacts on the pay gap. This imbalance of gender can suggest    
that females are facing a ‘glass ceiling’ which prevents them from entering/receiving promotion into   
the higher posts that are mainly occupied by males. 
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7. Our commitment to eradicating the gap 

The University acknowledges and continues to address the Gender Pay Gap. We are committed to 
promoting fairness and equality within all parts of the workforce and we will take appropriate, tangible   
actions to close our Gender Pay Gap. We are taking/have taken several actions in areas covering 
strategy, Equality & Diversity, policy development, pay equality, parents & carers support, career 
development, recognition, and recruitment that aim to address the Gender Pay Gap. Examples of the 
actions are included in the table below. 

 

STRATEGY • In February 2020, the University launched its new 
Aberdeen 2040 strategy and under the ‘Inclusive’ strand 
the University included a commitment to eliminating 
pay gaps across all protected characteristics and secure 
the highest standards of equality, diversity and inclusion, 
achieving accreditation across multiple  characteristics 

EQUALITY& 
DIVERSITY 

• We will monitor the impact of the pandemic on our 
Gender Pay   Gap in areas like temporary contracts and 
promotions prospects. Reports will be submitted to the 
University Senior Management Team and Equality 
Diversity and Inclusion Committee. 

• We will extend the current  ad hoc  pay gap monitoring 
at   school level to regular reports that will support a range 
of activities, including monitoring  the Professorial gender 
pay gap, informing the recruitment   process, supporting 
Athena SWAN applications and considering the impact 
of the promotions process on our pay gap 

• We have piloted a Social Bias Observer Scheme within 
our promotions process and are taking forward plans to 
implement this.  This involves a member of staff trained 
in Unconscious Bias sitting within a promotions / 
Regrading panel and highlighting any biased behaviour or 
comments. Guidance is being developed for the 
committees’ members and the Observers, as well as a 
bespoke Observer training. The implementation of the 
scheme is planned for 2022 /23 promotions exercise 

• Within our promotions and Regrading processes, we will 
continue   with a Blind Review of anonymised 
applications to reduce the potential for unconscious 
bias and ensure that all interviewers/panellists have 
undergone Unconscious Bias training 

• We continue to monitor gender balance and 
appropriate and proportional representation of gender 
on promotion and Regrading panels and influential 
committees, including Promotions Committees & 
Senate 

• We will continue to deliver the Unconscious Bias 
training to University employees 

https://www.abdn.ac.uk/2040/
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• We maintain our commitment to Athena SWAN principles 

which are reflected in numerous activities across the University. 
The University holds an institutional Bronze award in recognition 
of the work undertaken to support gender equality and will be 
submitting an application to retain its Bronze award in April 2021 

• In October 2020, the School of Psychology has become the first 
School at the University to be awarded an Athena SWAN 
Charter Silver award in recognition of its ongoing commitment   
to advancing gender equality 

• The numbers of female Professors have steadily increased 
between 2015-19 from 22% to 28% in STEMM areas and 20% to 
24% in AHSSBL areas 

• International Women’s Day is celebrated each year at the 
University with a conference comprising internal and external 
speakers and posters/exhibitions. Our specific aim in hosting this   
event is to raise the profile of issues that are central to career 
development for female colleagues at both local and national 
levels 

POLICY 
DEVELOPMENT 

• We continually review our pay & reward policies to ensure 
transparency and equality 

• In 2021 we developed a Regrading policy and launched the 
process for our Professional Services, Technical and Support 
staff 

PAY EQUALITY • • As part of the commitment within our Aberdeen 2040 strategy    
to close gaps across all protected characteristics we are in the 
process of undertaking a robust Equal Pay audit which is 
following all criteria required for the audit as per the JNCHES 
and the Equality and Human Rights Commission guidelines. 
This audit will be facilitated by an external consultancy to   ensure 
objectiveness throughout the process 

• During the pandemic we furloughed 320 females and 218 males 
at 100% of the salary 

https://www.ucea.ac.uk/library/publications/EPR-and-GPG-Reporting-Guidance/
https://equalityhumanrights.com/en/multipage-guide/equal-pay-audit-larger-organisations
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PARENTS AND 
CARERS SUPPORT 

• In 2018 we established the Parent’s Network (now called Parents 
and Carers Network) which provides suggestions to   the 
University regarding how it could improve support for 
colleagues who are juggling careers with raising children/caring 
responsibilities. During the first month of the pandemic we saw   
a 100% increase in the membership. The network has been key 
in establishing new systems e.g. workload reduction toolkit 
during the pandemic. Recommendations were passed to SMT 
and the University Equality and Diversity Inclusion Committee 
for consideration 

• During the pandemic we introduced a number of initiatives and 
activities that aimed at reducing staff workload and allowing 
flexibility 

• We support working parents which is echoed in our family 
friendly policies; we offer shared parental leave, job sharing, 
purchase of additional leave and flexible working to help parents  
return to work 

CAREER 
DEVELOPMENT 

• In 2021 the Promotions Annual Review group will continue their 
work to formulate recommendations for a longer-term review 
of promotions process 

• During the 2020 promotions exercise we have included Trade 
Union members as observers in the promotions committees. 
We will evaluate the effectiveness of the observer role as part 
of the annual promotions review  

• In 2021, alongside the longer-term promotions review, we will 
rebrand and further promote the contributions process which 
should lead to increased participation rates for both females 
and males. N.B. these are currently on hold due to   the pandemic 

• In 2021 we launched a Regrading process for our Professional 
Services, Technical and Support staff. We have introduced Trade    
Union members as permanent members of the Regrading panels 

• We ensure that females have the opportunity and ability to 
progress their careers within the University through talent 
management and on-going personal development. We offer 
mentoring and coaching programmes to our employees, and 
although they are available to all, the uptake is largely female 
employees 

• The Senior Women’s Network has now been replaced by the 
Women’s Development Network. The purpose of this network 
is to act as a forum for development debate and networking for  
female staff/anyone identifying as female at all grades, career   
paths and ethnic groups, in both formal and informal settings, as 
well as to promote equality of opportunity for women across 
the University 
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• We are currently developing a Women in Leadership programme 

RECOGNITION • In 2019 we introduced the Principal’s Award for Excellence in  
Equality, Diversity and Sustainability 

RECRUITMENT • To support the University gender balance, we have advertised 
vacancies widely including on specific diversity media and 
instructed recruitment consultants to be mindful of the need to 
achieve a  gender balance 

• Recruitment processes have been improved with vacancies now               
advertised with clear links to E&D and flexible working 

• During the recruitment process any E&D information relating to 
candidates is removed to ensure objectivity in the shortlisting 
process 

• We will extend the Unconscious Bias training to include staff 
involved in recruitment  

• We will take further steps to encourage applications from 
under-represented groups, as appropriate, determined by 
analysis of our protected characteristic monitoring data. 

 



 

 




