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Following discussion and agreement with Bangor University recognised Trades 

Unions, the coverage period for the report is 1 April 2020 to 31 March 2021 thus closer 

aligning the reporting period of both the Equal Pay Audit and Gender Pay Gap audit 

(which, for public bodies is March annually). 

 

The audit was undertaken jointly with Bangor University’s recognised Trades Unions 

(UCU, Unite, Unison). 

 

The majority of University staff fall within the single spine pay scale and accordingly 

have been allocated role profiles based on HERA analysis thus categorising them as 

‘like work’.  Bangor University have identified, and use, 9 grades on the single spine 

(Appendix A).   Professorial roles fall within the appropriate band for Professorial staff 

(Appendix B) which include Band 1 (for first entry to the professorial route), Band 2 (for 

individuals with well-established reputation) and Band 3 (for major academic 

figureheads).   

 

For roles which fall within the single spine pay scale, Role profiles are allocated to 

grades based on their HERA score – each grade has an upper and lower score for 

their boundary thus it is also possible to analyse ‘work rated as equivalent’.    

 

The audit also covers roles which fall outside the single spine and professorial banding 

e.g., those remunerated above the 51 points.  The audit does not include the Vice-

Chancellor, staff employed at the University’s subsidiary companies or Tir na-Nog (a 

commercially competitive business on unique terms and conditions of employment).   

 

Bangor University has no gender grade pay gaps in the 51 point pay structure 

implemented as part of the Framework Agreement.  
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Top level reports continue to indicate pay variances in the groupings Pay Greater 

than pt 51 (excluding Professorial) - (i.e., Directors) with a pay variance of 9.64% in 

favour of males. This has increased since 2018 (the pay variance stood at 5.22% in 

favour of males at that point) and has almost returned to the position as was in 2016 

(9.99% in favour of males).  However, analysis of this variance, based on Sector level 
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2.1 The majority of University staff fall within the single spine pay scale and 

accordingly have been allocated role profiles based on HERA analysis 

thus categorising them as ‘like work’.  Bangor University have identified, 

and use, 9 grades on the single spine (Appendix A).   Professorial roles 

fall within the appropriate band for Professorial staff (the University, 

following considerable work with UCU, expanded the single spine in 

August 2015 to include Professorial roles (Appendix B)):  Band 1 (for first 

entry to the professorial route), Band 2 (for individuals with well-

established reputation) and Band 3 (for major academic figureheads).   

 

2.2 For roles which fall within the single spine pay scale, Role profiles are 

allocated to grades based on their HERA score – each grade has an 
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3.1 Four pay variance reports were produced: 

 

 

3.2. Table 1.1 shows average (mean) male and female full time equivalent 

(FTE) basic pay for each of the Grades/salary groupings in operation at 

Bangor University. 

In accordance with standard practice, pay variances of 5% or more 

(highlighted in blue in all tables) should be considered as significant  
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GRADE 

NUMBER OF EMPLOYEES  AVERAGE BASIC PAY (£)  

% of Pay 
Variance 

Female Male  Female   Male  

Female pay 
as % of male 

pay (Pay 
Variance 

Pay Greater than pt 51 
(excluding Professorial) 8 10       

84,013  
       

92,975  90.36 9.64 

Professorial Band 1 27 39       
65,756  

       
68,715  95.69 4.31 

Professorial Band 2 5 17       
86,253  

       
85,387  101.01 -1.01 

Professorial Band 3 0 5  
100,881  

    
104,239  96.78 3.22 

Clinical Lecturer 0 0       
43,519  

                   
-  0.00 0.00 

Clinical Senior Lecturer 0 5    
103,806  

       
97,624  106.33 -6.33 

Clinical Professor 0 0    
103,806  

     
103,806  100.00 0.00 

Clinical Researcher 0 0                  
-  

     
103,806  0.00 0.00 

GP Scale 0 0       
97,487  

       
94,029  103.68 -3.68 

For anonymity
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3.4 As part of the Framework Agreement all roles aligned to the single salary 

spine were assigned role profiles.  Role profiles were created by 

interviewing sample staff undertaking specific duties in order to create a 

generic overview of what a role could be expected to undertake.  On 

implementation all posts were assigned such role profiles and new 

appointments since implementation have similarly been assigned 

appropriate role profiles. 

 

 

Table 1.2 shows average (mean) male and female full time equivalent 

(FTE) basic pay for each of the Role Profiles in operation at Bangor 

University. 
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ROLE PROFILE 

NUMBER OF 
EMPLOYEES  AVERAGE BASIC PAY (£)  

% of Pay 
Variance 

Female Male Female Male 

Female pay 
as % of male 

pay (Pay 
Variance) 

Junior Technician 0 5 17,846 18,493 96.50 3.50 

Labourer-Handyperson 0 5 0 19,825 0.00 0.00 
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ROLE PROFILE 

NUMBER OF 
EMPLOYEES  AVERAGE BASIC PAY (£)  

% of Pay 
Variance 

Female 
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TABLE 2:  AVERAGE (MEAN) BASIC PAY BY GRADE & DISABILITY (WORK RATED AS 

EQUIVALENT) 

 

GRADE 

NUMBER OF EMPLOYEES  AVERAGE BASIC PAY (£)  

% of Pay 
Variance Declared 

disabled 

Not known 
to be 

disabled 

Declared 
disabled 

Not 
known to 

be 
disabled 

Declared 
disabled 

pay as % of 
Not known 

to be 
disabled 

(Pay 
Variance) 

G001 7 47 16,736 16,736 100.00 0.00 

G002 15 102 17,026 17,075 99.71 0.29 

G003 11 57 19,060 19,388 98.31 1.69 

G004 24 101 21,522 21,801 98.72 1.28 

G005 20 141 24,893 25,283 98.46 1.54 

G006 33 319 29,989 31,057 96.56 3.44 

G007 54 531 38,342 38,485 99.63 0.37 
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Remuneration for 2020), evidence demonstrated that no variances existed in 

identical areas of discipline. 

 

The pay variance within Professorial Band 2 (9.39% in favour of individuals who 

have not identified as disabled) has increased marginally since 2018 (9.27% in 

favour of individuals not identified as disabled).  Analysis of this variance 

indicated the variance was a result of length of service in role – over 30% of 

individuals who have identified as disabled being new to this pay band 

compared to slightly over 11% of individuals who have not identified as disabled 

thus primarily having progressed further up the salary band.  

 

The pay variance within 
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TABLE 3:  AVERAGE (MEAN) BASIC PAY BY GRADE & ETHNICITY (WORK 
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GRADE 

NUMBER OF 
EMPLOYEES AVERAGE BASIC PAY (£) 
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As previously detailed, Marie Curie and Stipend roles are externally funded 

and therefore not within our control.   Whilst top level reports indicate a pay 

variance of 20.56% in favour of White ethnic staff in the area of Marie Curie, 

analysis has indicated distinct roles are being undertaken, which primarily 

were none comparable (differing areas of discipline and/or differing Marie 

Curie Funding routes e.g. ITN, IF etc).   Where 2 or more Marie Curie roles 

were being undertaken in the same area and staff of differing ethnic 

backgrounds employed, the funding routes differed.   

 

With regards those employed under Stipend (pay variance of 26.67% in favour 

of White ethnic staff) analysis shows all roles to be distinct roles with differing 

funding routes (with the exception of 2 undertaken by White ethnic staff). 

 

As with the pay variance in the analysis of Grade and Gender, the variance 

(22.32% in favour of White ethnic staff) for the grouping Pay Greater than pt 

51 (excluding Professorial), analysis of the ethnicity pay variance 

demonstrated the same evidence in that the roles covered by this grouping 

are unique, individual roles and that roles held by individuals of Black and 
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 4.1 The University’s Pay progression within grades and Contribution related 
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Appendix A PAY & GRADING STRUCTURE   

 spine point 1st Aug 2020   

 51 62727   grade 10 

 50 60905   Ac 5 

 49 59135 grade 9   

 48 57418     

 47 55751 Ac 4   

 45 52559     

 44 51034     

 43 49553    

 42 48114  grade 8 

 41 46718    

 40 45361  Ac 3 

 39 44046     

 38 42793     

 37 41526     

 36 40322 grade 7   

 34 38017 Ac 2   

 32 35845     

* 30 33797     

 29 32816     

 28 31865  grade 6 

 26 30046    

 25 29176    

 24 28331     

 22 26715     

 21 25941 grade 5  

 20 25217     

 19 24461     

 18 23754     

 17 23067     

 16 22417     

 15 21814    

 14 21236  grade 4 

 13 20675     

 12 20130     

 11 19612     

 10 19133 grade 3   

 9 18709    

 8 18342     

 7 18009     

 6 17682     

 5 17361    

 4 17046   grade 2 

 3 16736 grade 1   

 2 
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