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INTRODUCTION 
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What is the gender pay gap?
GENDER PAY uses pay to measure how organisations 
are providing equality of opportunity, using pay as the 
best proxy for seniority. The gender pay gap shows the 
difference in average (mean) and also median earnings 
between women and men. The figures contained in this 
report have been calculated using the methodology 
stipulated by UK legislation. 

EQUAL PAY highlights the pay differences between 
men and women who carry out the same jobs, similar 
jobs, or work of equal value. As such, no inference 
can or should be made about equal pay using gender 
pay gap information. The University has measured, 
monitored, and taken action regarding equal pay 
regularly since 2008. 

1	 Casual worker: A worker who is engaged for a short (less than 12 weeks) period of time. The University is under no obligation to offer work 
and the worker is under no obligation to do the work

Our reported figures

GENDER SPLIT
Percentage of male and female staff at the University of York.

Total number of staff: 5,964 including casual workers1.
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Summary

GENDER PAY GAP
The difference in hourly rates of pay between male and female employees

TABLE 1: UNIVERSITY GENDER PAY GAP

YEAR MEAN (AVERAGE) 
hourly rate pay gap

MEDIAN (MIDDLE) 
hourly rate pay gap

2020 19.1% 18.6%

2019 18.9% 16.0%

2018 17.6% 16.3%

2017 19.3% 17.7%

Understanding the changes to our gender pay gap
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CHART 1: DISTRIBUTION OF HOURLY RATES – 2020 (casual staff only)
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CHART 4: PROPORTION OF MALES AND FEMALES BY GRADE – PROFESSIONAL AND SUPPORT  
(excluding casual staff)

The proportion of females has risen in Senior Manager grades 9 and 10 rising from 2019 to 2020 by 6% and 10% 
respectively. However, there has been a decrease (16%) in the proportion of females in Senior Management grade 11 
when compared to 2020.

OTHER KEY FACTS ARISING IN OUR REPORT:
Academic staff: The pay gaps by professorial bands can be seen below.

TABLE 4: PAY GAP BY PROFESSORIAL BAND

BAND LEVEL 2020 2019 2018 2017

PROFESSORIAL BAND 1 -0.3% -0.3% -4.4% 0.8%

PROFESSORIAL BAND 2 1.8% 4.2% 4.4% 7.5%

PROFESSORIAL BAND 3 4.2% 5.4% 6.2% 8.6%
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PROGRESS SINCE OUR LAST REPORT:
Whilst casual workers form an important part of our workforce if they are removed from the calculations, the mean 
gender pay gap has decreased from 2019 by 0.98% from 18.3% in 2019 to 17.32% in 2020. Similarly the median gender 
pay gap has decreased by 1.72% from 14.3% in 2019 to 12.58% in 2020. 

We have also seen some positive improvements in relation to the proportion of women in the upper quartile and upper 
middle salary quartiles since 2017. There has been a significant increase of women in the upper quartile rising from 38% 
in 2017 to 43% in 2020, and the upper middle quartile from 50% in 2017 to 55% in 2020. This trend is having a positive 
impact on the underlying gender pay gap and is addressing an underlying structural issue which drives the gender pay 
gap – the under representation of women in senior roles. 

Furthermore, there is an improving situation with the gender pay gap in Professorial Bands 2 and 3, shown on page 8, 
which has steadily reduced from 2017, with both measures now below 5%.  
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FUTURE ACTIONS
The University will be carrying out work to:

1.	 Achieve 50:50 gender balance in Professorial Bands 2 and 3. In order to do this we will:

	¡ Run an external and internal campaign to raise the profile of York’s intent to improve the diversity of its workforce.

	¡ Ensure that at a senior level equality is championed in each professional recruitment.

	¡
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Definitions 
As a public organisation with 250 or more employees as at 31 March 2020 the University of York is required to publish 
specific gender pay information:

	¡ Mean gender pay gap in hourly pay – the difference between the mean hourly rate of pay of male full-pay relevant 
employees and that of female full-pay relevant employees.

	¡ Median gender pay gap in hourly pay – the difference between the median hourly rate of pay of male full-pay 
relevant employees and that of female full-pay relevant employees.

	¡ Mean bonus gender pay gap – the difference between the mean bonus pay paid to male relevant employees and 
that paid to female relevant employees.

	¡ Median bonus gender pay gap – the difference between the median bonus pay paid to male relevant employees 
and that paid to female relevant employees.

	¡ Proportion of males and females receiving a bonus payment – the proportions of male and female relevant 
employees who were paid bonus pay during the relevant period.

	¡ Proportion of males and females in each pay quartile – the proportions of male and female full-pay employees in 



University of York
York

YO10 5DD
United Kingdom

york.ac.uk
+44 (0)1904 320000

/
/design-and-print/



