
 
 

Gender Pay Gap Report 2019 – University of East London 

In 2017, new reporting requirements were introduced by the UK Government under the Equality Act 

2010. This requires employers with 250 or more employees to publish their figures comparing the 

average hourly rates of pay of men and women workers across the organisation. This report outlines 

our findings for 2019; it provides context for the figures and the actions we are taking.  

UEL employs approximately 1600 members of staff (including Hourly Paid Lecturers). Around 53% of 

our workforce consists of academics, 47% are professional and support staff.  

 

Equal Pay vs Gender Pay Gap analysis  

The ‘gender pay gap’ refers to the difference between the average hourly pay gap by men and 

women within an organisation, regardless of their roles. This is distinct from ‘equal pay’ which 

focuses on the pay that is received by people doing the same or a similar role.  

At UEL, we are committed to ensuring that individuals who are performing equivalent work are 

remunerated in a similar manner. To achieve this, we: 

• Carry out a bi-annual equal pay audit. 

• Provide equal pay training for job evaluation panel members regularly.  

• Evaluate job roles using the HERA job evaluation process. 

This leaves us confident that UEL’s gender pay gap is not caused by men and women being paid 

differently for the same or equivalent work. Rather, this indicates that any gap is the result of the 

types of roles that men and women hold within UEL and the salaries of those grades.   

To support our aim of achieving parity, we have recruited a specialist Resourcing Manager post who 

is leading on a rebrand of our recruitment web pages to reflect our commitment to Equality, 

Diversity and Inclusion (EDI). This will include highlighting our recent EDI achievements, such as 

being one of only fourteen institutions in the UK to achieve a Race Equality Charter award and 

becoming the first UK higher education institution to launch an Office for Institutional Equity. 

Through this, we aim to attract more women (and BAME) applicants to higher grade roles. We also 

hope to signal to all applicants our commitment to taking an intersectional approach in all that we 

do.  

 

Gender Pay Gap Data  

The below table outlines UEL’s mean and median hourly gender pay gap as at 31st March 2019. 

These figures show the difference between the average hourly pay by gender at UEL, as defined in 

the regulations. They represent the degree to which women members of staff earn, on average, less 

per hour than men at UEL. While the mean is the difference between the average hourly 



 

earnings of men and women at UEL, the median figure is the difference between the midpoints in 

the ranges of hourly earnings of men and women.  

The below table highlights the sizable drops we have seen in our mean and median figures, by 4.7% 

and 4.1% respectively. This places our mean pay gap at 12.2% below the sector benchmark figure 

and our median pay gap at 7.8% below the sector benchmark figure. While this is a positive change, 

UEL remains committed to eliminating the gender pay gap and will continue to take the necessary 

action to achieve this.   

 

UEL Gender Pay & Bonus Gap  Mean  Median 

Gender Pay Gap 2017 8.7% 5.1% 

Gender Pay Gap 2018 7.2% 9.3% 

Gender Pay Gap 2019  2.5% 5.2% 

Benchmark 14.7% 13% 

 

The mean gender pay gap for our professional services staff is almost non-existent, and our 

academic staff have only a marginal difference in hourly pay. As both gaps are small, it highlights 

that UEL is on track to eradicating its gender pay gap. Our median pay gap results reflect a slightly 

larger gap between professional services staff than academic staff, though still well below the 

benchmark figures. 

 

 Professional Services Staff Academic Staff 

Mean 0.4% 3.5%  

Median 7.7% 5.2% 

 

Distribution of men and women across the pay quartiles  

The table below shows the proportion of men and women in each pay quartile. Quartile 1 shows a 

significant increase in the representation of men by 12%. Women continue to make up 53.6% of 

staff at UEL, while men account for 46.4%.  

There has been a slight increase in the representation of women in the 2nd quartile, and of men in 

the 3rd quartile. This means the 1st and 3rd quartiles are close to parity in terms of their 

representation of men and women.  

Positively, quartile 4 has seen an increase in the representation of women.   

 

 Women Men 

Quartile 1 2017 66% 34% 

2018 64% 36% 

2019 52% 48% 

Quartile 2 2017 57% 43% 

2018 58% 42% 

2019 59% 41% 

Quartile 3 2017 53% 47% 

2018 54% 46% 



 

2019 52% 48% 

Quartile 4  2017 47% 53% 

2018 44% 56% 

2019 45% 55% 

 

What are we doing to address our gender pay gap? 

Athena SWAN and Career Progression  

Through the Athena SWAN self-assessment process, we had the opportunity to extensively review 

our data and gain an understanding of how gender biases were affecting members of staff at UEL. 

Since successfully being awarded the bronze award, we have launched several actions to tackle 

these biases: 

• Every school has created an EDI Committee which has responsibility for examining EDI 

issues, such as this, at the local level. Their work will feed upwards to other committees, 

such as the university-wide EDI Committee.  

• Our Athena SWAN mentoring scheme has run successfully since 2015/16. It includes 

matching mentors and mentees, as well as running development sessions on topics such as 

‘Considering and discussing career barriers’ with a focus on the protected characteristics 

outlined in Equality Act 2010. This scheme is being reformed for the 2020/21 academic year 

to embed within the structure further learning opportunities for participants. 

• We have also extended the mentoring scheme to PhD students to ensure that early career 

researchers have the support needed to progress their careers. 

Our next aim is for each of UEL’s schools to achieve a bronze in the Athena SWAN. One school has 

already achieved this, and by the end of 2019/20 every school plans to have submitted.  

In recent years, we have increased the actions we are taking to tackle the gender biases impacting 

our professional services staff (PSS). This includes: 

• Launching a PSS EDI committee. 

• Extending the Athena SWAN mentoring programme to PSS in 2017/18.  

• Continuing to encourage applications from, and to fund, PSS to attend Advance HE’s Aurora 

and Diversifying Leadership programmes. This year, 50% of our Aurora Leadership 

participants and 100% of our Diversifying Leadership participants are PSS. 

Through our Vision 2028 strategy, we have plans to implement a new Talent Management 

Framework which will identify career pathways and potential barriers to progression. Training is also 

being delivered to REF panels at the school level, to identify gender biases that can prevent 

individuals from having their work included as part of UEL’s REF submission.   

 

Launch of the Office for Institutional Equity  

In October 2019, UEL launched the Office for Institutional Equity (OIE). This is the first of its kind in 

UK higher education and signals our commitment to ensure that equity is at the heart of everything 

that we do. Though new, the office has already led on: 

• The development and delivery of bespoke EDI training to all new members of staff at UEL. 



 

• Plans to identify the training needs of key groups within UEL, such as senior management, 

HR and middle managers.  

• The recruitment of a Senior Institutional Equity Officer to manage implementation of the 

Athena SWAN action plan and provide continued support to the crucial work of our 

Women’s Network.  

 

Flexible and family friendly employment 

At UEL, we strive to ensure that our working environment is one which is as inclusive and flexible as 

possible to ensure that all members of staff are supported. In line with this, we have reviewed 

several of our policies, including our Flexible Employment policy, and ensured that on-campus 

facilities, such as expressing rooms, are publicised more broadly.  

 

 


