Cambridge UCU Gender Pay Gap Claim
The mean gender pay gap at the University of Cambridge stands at 19.6%
in 2017.1 This is considerably worse than the HE sector average, which stands at below 12%.2
1. Target for reducing the GPG
Our first claim is for the University of Cambridge to hold itself to the standard of excellence to
which it hold its staff and students and commit to narrowing the mean GPG to below the current
HE sector average of 12%.
To meet this target will require a comprehensive analysis of the drivers of the GPG, a detailed
action plan, and concrete initiatives with sub-targets.
We note that the University’s targets for GPG reduction are disappointingly unambitious,
promising to narrow the mean GPG by only 25% by 2022 (to 14.7%).3 This weak target calls
into question the Vice Chancellor’s public assurances that the University is “committed to taking
action to close the gender pay gap as quickly as possible”.4
2. Committee for the negotiation of agreed actions on GPG
Our second claim is for the University to convene a committee with trade union representation
and senior management. The terms of reference for this committee will be:
● To agree an action plan to reduce the GPG;
● To review existing strategies for reducing the GPG;
● To produce an initial report by the end of May 2019 and a full report with recommended
actions to the University by October 2019.
● To agree on a plan to monitor progress and communicate regular updates.
3. Targets for increasing the proportion of women in academic, leadership, and
governance roles within the University
Our third claim is for the University to commit to initial targets for women’s participation in
academic, leadership, and governance roles within the University.
One of the factors driving the GPG is that men significantly outnumber women at the highest
grades.
a. At grade 12 by more than 4 to 1 (591 to 145)
b. At grade 11 by more than 2 to 1 (250 to 106).
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c. In turn, women heavily outnumber men at grades 6 and below (63.1% women to
36.9% men).5
Broken down by staff category, the GPG is worst for academic staff, who make up the majority
of those on higher grades. The difference in average total pay for academic staff is 14.2%, just
over £10,000. The proportion of women among academic staff is only 29.3%.

GPG for academic-related staff is 10.6%. Women make up the majority of academic-related
staff (55.7%) but 65% of those on pay grade 11 and 12 are men.
Following Oxford’s model6, we ask the University of Cambridge to commit to concrete initial
targets for increasing the proportion of women across academic, leadership, and governance
roles, including:
● increasing the proportion of female Professors, with 30% representation by 2022;
● increasing the proportion of female Readers, with 35% representation by 2022;
● increasing the proportion of women in University leadership roles (including but not
limited to Heads of Schools, Heads of Department, and Senior Management teams) to
33% by 2022;
● having selection committees aim for a representation of at least one-third women (with
use of external panel members, where female academic staff are underrepresented).
4. Review of Bonus Payments and Market Pay Supplements
Our fourth claim is for the University to publish (1) an Equality Impact Assessment for its
process for awarding and reviewing bonus payments and market pay supplements for all staff
groups and (2) an action plan for addressing gender disparities.
The GPG is compounded by disparities between bonus payments made to men and women.
While the overall GPG has been decreasing year-on-year since 2008, the contribution of bonus
payments to the GPG has been rising, tripling during this time. According to the University’s
2017 Interim Equal Pay report:
d. In 2017 UCAM paid £8,055,345 to men in additional payments, compared to
£2,612,593 to women.
e. In all staff groups, more men receive market-related payments than women, and
the average value of the market-related payments going to men is higher.
f. For academic staff, 141 men received a total of £2,559,948 in market-related
payments, compared to 40 women receiving a total of £524,791.
g. Additional payments account for 4% of the median pay gap for academic-related
staff at grade 12.
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h. In market-related payments for retention, 22 women received an average
payment of £9,576, compared to 97 men who received an average payment of
£20,417.
5. Review of Starting Salaries
Our fifth claim is for the University to publish (1) an Equality Impact Assessment for the process
by which it agrees starting salaries and (2) an action plan for addressing gender inequalities.
The GPG is compounded by the fact that men are more likely to be appointed above the grade
minimum than women. Moreover, recently the difference between the proportion of men and
women appointed above grade minimum has increased (by 4.3% compared to 2016).
At grade 9, the spine point male employees were most likely to get appointed to is 57,
compared to spine point 51 for female employees, a difference of more than £8000.7
6. Increase Paid Parental Leave to 26 weeks
Our sixth claim is to increase paid parental leave to cover the entire duration of Ordinary
Maternity Leave, i.e. 26 weeks. We also ask the University to report annually on the uptake of
shared parental leave.
There is significant evidence that the gender pay gap widens dramatically after women have
children; for this reason it is often dubbed the “maternity penalty”.8 Narrowing the GPG requires
investment in family-friendly policies, including possibilities for flexible working and increasing
the uptake of shared parental leave.
The University of Cambridge falls significantly behind best practice in the UK HE sector, as well
as the public sector more broadly. A number of Russell Group Universities (including Oxford9,
Exeter10, Birkbeck11, Manchester12 , and Southampton 13) offer 26 weeks of parental leave at full
pay, as do other public employers, including the Civil Service (where some departments offer up
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to 39 weeks of paid parental leave) 14, the British Armed Forces15, Transport for London16, and
the Royal Mail17.
Increasing paid parental leave will therefore have positive effects on women’s ability to engage
fully and most productively in their work upon their return, since there is clear evidence that at
present women return to work earlier than they would choose to in the absence of financial
pressure.
The University of Cambridge’s 2014 Family Leave Survey suggests that women don’t take all
the leave on offer (ca 25% women took less than 6 months). 22% of academics and 29% of
non-academic staff surveyed cited financial pressure as a reason for return to work.
The length of paid parental leave also has a signalling function: there is a perception that the
length of time of fully paid leave is the “accepted” length and that anything further than that is
“on you”, with potential risks to one’s career. Thus, roughly half of all respondents felt pressure
to return to work and, of the women feeling such pressure, ~38% felt it because of career.
Those returning from leave early face both high cost and difficult child care logistics. The
University of Cambridge workplace nurseries offer 277 places for ca. 12,000 staff. Less than 40
of those places are for infants under the age of 1. A number of nurseries in Cambridge do not
accept infants under the age of 6 months. Anecdotal evidence suggests that because of this
relative scarcity of nursery places for infants under the age of one, those returning from
maternity leave early make do with a patchwork of childcare arrangements while managing fulltime work. This contributes to stress and exhaustion with potential long-term implications for
productivity.18
Moving to 26 weeks of paid parental leave is likely to increase uptake of shared parental leave,
which the Government Equalities Office recommends as a promising means of tackling the
GPG. The most frequent obstacle to the sharing of parental leave between men and women is
financial, since men remain more likely to be higher earners.19 The high cost of living in
Cambridge together with the Gender Pay Gap mean it is not economically feasible for many
men to take up statutory parental pay, while it is often not practically feasible for women to take
less than 18 weeks off because of recovery from childbirth and the logistics of breastfeeding.
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The extension of paid parental leave to weeks 18-26 would therefore be particularly likely to
increase the uptake of parental leave among men, with multiple positive effects on the reduction
of the gender pay gap.
7. Equality Impact Assessment of Changes to Promotion Procedures for Academic Staff
Our seventh claim is for the University to publish (1) a detailed report on outcomes for Senior
Academic Promotion, broken down by gender, race, and school; (2) an Equality Impact
Assessment of the changes implemented this year as part of the gradual move to Academic
Career Pathways; and (3) an Equality Impact Assessment for the ACP when it is made public
later this academic year.
What little data is available suggests that the SAP is exacerbating the GPG by under-promoting
women to higher grades. In particular, while men and women’s success rates are comparable,
there is evidence that women are systematically promoted later in their career and that this
difference becomes particularly pronounced at promotions from grade 11 to 12.20 There is also
evidence of differential promotion practices across different Schools (in particular, with respect
to promoting from grade 9 to grade 11), which are likely to contribute to the underrepresentation
of women at higher grades.
We ask the University to report annually on the following:
● Average and median length of service at promotion to each grade, broken down by
gender, race, and School.
● Average and median age at promotion to each grade, broken down by gender, race, and
School.
● Average and median number of unsuccessful attempts before a successful promotion for
each grade, broken down by gender, race, and School.
● The ways in which part-time work, maternity leave, bereavement leave, shared parental
leave, and disability affect the number of promotion attempts before successful
promotion and length of service at promotion.
The University of Cambridge is implementing some changes to the SAP in 2018/19 in
anticipation of the roll out of the new ACP. The main change at this stage is a greater weighting
of teaching and general contribution for promotions to Reader and Professor, although some
flexibility is to be retained as to the exact relative weightings.21
We note with alarm that Implicit Bias training and diverse selection committees play a central
role in the University’s plan to address underrepresentation; there is evidence that these do not
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change behavior or affect outcomes. For this reason the Government Office for Equality does
not endorse these as effective means to addressing gender inequality.22
8. Agreement on provision of specific facilities time for negotiators
Conducting effective negotiations on an action plan for closing the Gender Pay Gap will require
a significant commitment of time from UCU representatives. For this reason, our claim includes
a call for agreement on a specific allocation of paid time off (or paid time on for unsalaried staff)
to allow our representatives to participate fully in the processes around and within these
negotiations.
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