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Abstract

The gender-pay-gap (GPG) is currently a socially relevant issue.
This study has two objectives: 1) specify theoretical-methodological
factors that intervene in the conceptualization and measurement

of the GPG and its components, identifying the direct and indirect
dimensions of the GPG and provide guidelines for its calculation

in organizations; 2) Present an analysis of the gap at the University
of Valencia with payroll data from 2021 and its comparison with
2015. Among the main results, we propose the GPG as a synthetic
indicator of inequality that brings together the effects of the different
trajectories of women and men. In addition, we find the existence
at the University of Valencia of discretionary cracks that filter a
normalized discrimination, forming a persistent, systematic and
widespread gap.

Resumen

La brecha salarial de género (BSG) es actualmente una cuestion
socialmente relevante. Este estudio plantea dos objetivos: 1)
precisar elementos tedrico-metodoldgicos que intervienen en la
conceptualizacion y medicién de la BSG y sus componentes. Se
busca identificar las dimensiones directa e indirecta de la BSG y
brindar recaudos para su calculo en organizaciones; 2) presentar
un analisis de esta brecha en la Universitat de Valéncia (UV) con
datos de néminas de 2021 y su comparacién con el 2015. Entre
los principales resultados, por un lado, proponemos la BSG como
un indicador sintético de desigualdad que aglutina efectos de

las diferentes trayectorias de mujeres y hombres. Por el otro, se
observa que en la UV existen grietas de discrecionalidad que
filtran una discriminacion normalizada, conformando una brecha
persistente, sistematica y generalizada.
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INTRODUCTION!

Actions to reduce the gender pay gap
(GPG) in universities and in other organi-
zations (public administrations, third sec-
tor entities and companies) have gained
traction and its study has become so-
cially relevant. Feminist demands on this
matter have been enshrined in new leg-
islation in Spain, mainly in Royal De-
cree 902/2020, of October 13, on equal
pay between men and women and, spe-
cifically in universities, in Organic Law
2/2023, of March 22, on the University
system (known as the LOSU). The former
encourages companies and organiza-
tions to apply the principle of pay trans-
parency, establishing the obligation to
create an accessible pay registry disag-
gregated by sex and a process of pay
audits. The LOSU obliges Spanish uni-
versities to develop impact reports based
on gender in their budgets, and specifi-
cally the analysis of expenditure items re-
lated to personnel, which implies meas-
uring the GPG.

In this context, this study has two ob-
jectives. The first is to examine the the-
oretical and methodological factors in-
volved in conceptualising and measuring
the gap and its components. This also
allows for the comparison of the GPG in
different universities and organizations.
The second is a specific analysis of the
GPG in the University of Valencia (UV)2,

1 This study was supported and financed by the Uni-
versity of Valencia within a programme of research
launched under the Vice-rector for Equality, Diversity
and Inclusive Policies, and the University’s Equality
Unit, to obtain rigorous knowledge to ground university
policy from a gender perspective.

2 The first study at the University of Valencia was
carried out using data from 2015 (Diaz, Jabbaz and
Samper, 2017; Jabbaz, Samper and Diaz, 2019). Prior,
there was a study on Presupuestos con enfoque de
género/2013 at the University of the Basque Coun-
try, which included an analysis of the GPG (Jubeto and
Larrafiaga, 2016) and, after, under the support of the

using payroll data from 2021 and com-
paring the results with those from a study
carried out in 2015; note that we find this
gap is persistent, systematic and wide-
spread in the UV.

The first section provides theoreti-
cal reflection on the factors that are at
the root of the GPG, developing the con-
cepts of a structural gap and a repro-
duced gap. We also find that both di-
rect discrimination, linked to employment
position, as well as indirect discrimina-
tion, produced over the course of aca-
demic trajectories, are at the origin of the
GPG. We return to the idea that bureau-
cracy is affected by discretionary cracks®
(Jabbaz, Samper and Diaz, 2019) which
normalise practices without awareness
that they discriminate against women.

In the second section, a methodolog-
ical approach is introduced that contrib-
utes to the current debate on the cal-
culation of the GPG. A definition of the
units of analysis for calculating the over-
all GPG is presented in order to avoid
measurement errors in micro, organiza-
tional-level analyses, such as studies of
the GPG in universities. Clearly defining
the units of analysis within and between
universities improves the validity of com-
parative studies because it isolates the
GPG from wage effects arising from dif-
fering personnel structures across uni-
versities.

We then present as a case study an
analysis of UV salaries in 2021. The GPG
values obtained in that study are different
from those found in the recent statewide

Ministry of Universitites, these pioneering studies were
extended to all Spanish universities (Masso et al., 2021;
Martinez Tola et al., 2023).

3 We refer to “discretionary cracks” in a bureaucratic
organisation such as the university, as those opportu-
nities or spaces that are unregulated by norms and on
which influence or discretionary decision-making power
can be exercised.
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study of public universities by Martinez
Tola et al. (2023) because the definition
of the units of analysis is different and,
as we will see, in our case, more narrowly
focused.

As a result, our study of the GPG re-
veals some keys to approaching its study,
dismantles certain myths and provides in-
dicators that in a dialogic and unfinished
process, can help us move towards more
egalitarian institutions.

A THEORETICAL APPROACH TO
ADDRESS THE GENDER PAY GAP

The GPG is a complex measure. It is an
expression of an existing inequality, as
women and men receive, on average, dif-
ferent salaries. At the same time, it is a
synthetic measure, an indicator, that con-
nects with multiple inequities, for this rea-
son, it is the measure of an outcome (a
consequence). The GPG results from both
current and past gender relations, which
originate in different spheres.

The GPG is based on discrimination
that originates outside of the academic in-
stitution, produced in the private sphere;
and other discrimination that originates
within the institution, the fruit of social
practices, habits, formal and informal
norms, values and hierarchies that are in-
stalled within it. Organizational spheres
constitute gender regimes that (re)produce
material and symbolic inequalities (Connell,
1996) and masculine behavioural patterns
(Acker, 1992). Success within this sphere is
often oriented towards criteria of efficiency
and competition, obscuring other values,
such as co-responsibility. These patterns
have a different impact on women’s and
men’s trajectories, generating the GPG.
We concur with Acosta Revelles (2021) in
aggregating other dimensions to the origin
of inequalities in academia, given that gen-

der intersects with other systems of op-
pression linked, among other factors, to
social and ethnic origin.

Theories of human capital (Blinder,
1973; Oaxaca, 1973; Becker, 1993 [1964]),
anchor the explanation for wage differ-
ence by gender in women’s own charac-
teristics, such as education, merit, lack
of confidence and personal preferences.
These theories have been questioned for
their subjective character considering that
gender relations are the conditioning fac-
tors (Drolet and Mumford, 2012; Sanchez-
Vidal, 2016; Babock, 2017. However, the
idea of merit as the standard for wage dif-
ferentiation persists in the androcentric im-
aginary, and in academic cultural struggle,
which remains resistant to equality (Martin
Bardera, 2018).

In their study, Frieze et al. (2006) high-
light that motivation and commitment to
work have an impact, independently of
gender, on salaries, but these factors do
not explain why men continue to earn
more than women. Individual initiative
and motivation would influence pay dif-
ferences between individuals, but do not
explain the GPG as a systematic, persis-
tent and widespread phenomenon, more
connected to structuring aspects of the
asymmetrical relations between women
and men in academia. These persistent
pay differences between women and men
are better explained by inequalities in
family responsibilities, dominant gender
roles and stereotypes, restrictions on mo-
bility in scientific fields and sexist prac-
tices within organizations, among others.

The problem of pay discrimination
has, for some time now, been addressed
through legislation and by different social
agents. The changing economic circum-
stances that emerged after World War |l
with the increased presence of women in
formal paid work, led the International La-
bor Organization to approve Convention
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100 on pay discrimination which in its first
article states:

a) the term “remuneration” includes the ordinary,
basic or minimum wage or salary and any additio-
nal emoluments whatsoever payable directly or in-
directly, whether in cash or in kind, by the emplo-
yer to the worker and arising out of the worker’s
employment; b) the expression “equal remunera-
tion for men and women workers for work of equal
value” refers to rates of remuneration established
without discrimination based on sex.

The convention advises that all pay-
ments (direct or indirect) are part of remu-
neration and promulgates the principle of
equal pay for work of equal value, inde-
pendently of the sex of the person who
carries out the work. However, since then,
other important developments have oc-
curred. In the Fourth World Conference
on Women (Beijing, 1995) the deep, struc-
tural, naturalized, and therefore invisible,
nature of gender inequality was stressed.
In addition to regulating direct and visible
discrimination, the necessity to address
indirect discrimination was emphasised;
the latter, when applied to wages, no
longer refers to supplementary payments
or payments in kind, but goes beyond
that. It refers to the situation in which an
apparently neutral provision, criterion or
practice places persons of one sex at a
particular disadvantage with respect to
persons of the other. In European legis-
lation, this concept is applied to discrim-
ination based on sex (Freixes Sanjuan,
2008) but also on the basis of ethnicity
and other factors (Arcos Vargas, 2022). In
Spanish legislation indirect discrimination
is included in Organic Law 3/2007 on the
effective equality of women and men.

Therefore, when speaking of the GPG,
while there is clearly direct wage discrim-
ination in the workplace based on sex (as
indicated by the ILO), indirect discrimina-
tion operates in a complementary manner,
impacting the trajectories of women and

men in academia. The two forms of dis-
crimination shape two dimensions:

— The direct GPG results from the ine-
quality in pay to women and men that
occupy work positions of equal value,
including differential access to supple-
mental pay.

— The indirect GPG emerges from the
degree of absence/presence of women
and men in different positions in the
same field (Bourdieu, 1990) or work
group/collective, in other words, within
a set of reciprocal relations of power,
of social capital and influence in which
a network of objective social and gen-
der relations converges within actual
and potential positions.

Both gaps result from the structural
inequalities in society and within institu-
tions.

To approximate our terminology to
that commonly used in the literature, first,
we consider the direct GPG to coincide
with what is referred to as the adjusted
GPG. In the case of teaching categories
in universities, the base salary and spe-
cific and assigned complements are es-
tablished by law, equal for all employees,
independent of gender. However, as we
will see in our case study, the GPG within
employment categories is found in other,
less regulated components, such as
emoluments originating from contracted
research, and the organization of courses
and seminars beyond contractually estab-
lished teaching obligations. As a result, in
a highly regulated bureaucratic organiza-
tion such as the Spanish university, dis-
cretionary cracks (Jabbaz, Samper and
Diaz, 2019) appear, which, are not ran-
dom, but follow discriminatory patterns.

Even when each work task (and each
salary complement) is paid based on its
value, the organizational structure and
its context (including formal and informal
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rules) generate varying opportunities to
access these supplements that, on aver-
age, privilege men. The systematic study
of the contribution of these supplements
to salaries to the GPG provides indica-
tions as to where inequalities may be oc-
curring.

Secondly, the indirect GPG has an
impact on the formal remuneration sys-
tem and is often referred to as the unad-
justed GPG, but here will be referred to
as the overall GPG. It refers to discrimi-
nation produced over the course of em-
ployment trajectories and, therefore, in-
cludes the effects on wages produced by
internal and external barriers that hinder
the promotion of women in scientific ca-
reers - the “glass ceiling”, that is, the in-
visible threads that limit women’s access
to leadership and management positions
in the university. Likewise, constraints re-
lated to work-life balance lead to slower
trajectories for women and a loss of tal-
ent (the so-called “leaky pipe”) for institu-
tions; this often results from the abandon-
ment of paid work to provide care in the
family sphere.

In this way, the analysis of the GPG al-
lows us to observe the economic circum-
stances of those who occupy jobs today,
but it is not limited to this, as it is a meas-
ure that reflects the discrimination pro-
duced throughout women’s and men’s
trajectories in work spheres with their
own wage logics. This allows for a sys-
temic, structural and comprehensive ap-

proach to gender-based wage discrimi-
nation.

GENERAL METHODOLOGICAL
CONTRIBUTIONS TO THE
MEASUREMENT OF THE GPG

Studies on the gender pay gap produce
information based on the analysis of pay-
roll data at a given point in time. However,
as we have mentioned, the GPG is an in-
dicator of inequality that reflects discrimi-
nation that occurred at a time prior to the
data. Here, we provide some reflections
on employment trajectories because gen-
der inequalities as measured in the overall
GPG originated over time.

When speaking of trajectories, we refer
to the path or journey taken by individuals
within an employment field, therefore, the
trajectories are personal, specific and dif-
ferent from one another. To analyse a tra-
jectory involves observing the path that an
individual has followed (their footprint or
steps) and the distance (how far they have
come, what the obstacles and achieve-
ments have been).

In contrast, the organizational field is
the path (the substrate), i.e., the structur-
ing aspects (norms, rules for access and
promotion), the possibilities that the or-
ganization provides access to. Thus, the
field is the symbolic territory where con-
frontation, cooperation and/or the con-
struction of friendships and relationships

TABLE 1. Typology, unit of analysis, measurement level and characterisation of the GPG

Type Unit of analysis :\él\cle:lsurement Characterization

Direct GPG Categories (fixed and variable Adjusted Functional and reproduced daily
wages)

Indirect GPG  Trajectories (in each field/group)  Unadjusted/Overall = Structural, inherited

Source: By authors.
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between persons in academia are pro-
duced in occupying positions. The field
is the symbolic substrate, meanwhile the
collective or group is integrated by indi-
viduals who work in the field. For exam-
ple, the field of full-time faculty would be
configured by all the rules that regulate it;
while the employment group would be all
the individuals that hold a position in the
field and realize their professional trajec-
tory within it.

Based on these premises, certain
methodological caveats must be consid-
ered that are determinant in obtaining
plausible results.

First, the methodology is different
when working with a survey that meas-
ures the GPG taking the individual worker
as the unit of analysis, as opposed to a
study of the GPG that analyzes the com-
plete salary structure in an organization
(in our case, universities). For example,
our analysis is different from the macro
wage gap studies carried out with the
Wage Structure Survey of the National
Institute of Statistics (Simo et al., 2023),
which utilizes a sample of establishments
and workers*. The difference lies in the
observation that follows, which is linked
to the personnel structure of the organi-
zations.

Secondly, if the GPG is analysed tak-
ing all the workers in an organisation as a
unit of analysis, the measurement of the
GPG must be done separately for each
of the occupational groups that share
the same trajectory. The identification of
these groups in the study of organizations
has to be a prior methodological step if

4 In short, the sample for the Wage structure survey
is based on two-stage sampling, selecting establish-
ments and workers through random stratified sampling,
including 18 autonomous regions, branches of activity
defined by the CNAE-09 classification, and considering
the size of establishments as measured by the number
of workers. Available at: https://www.ine.es/metodolo-
gia/t22/meto_ees18.pdf

we want to obtain a valid measurement of
the overall GPG, in order to isolate (sep-
arate) what corresponds to the salary ef-
fects of gender discrimination within a
trajectory, from other salary differences
produced by different types of hiring con-
tracts.

A recent study of the gender pay gap in
Spanish public universities (Martinez Tola
et al., 2023) did not segregate by groups
to calculate the overall GPG but obtained
this data by calculating it on the basis of
the entire staff holding teaching and re-
search responsibilities. Although this study
homogenized the working day of part-time
and full-time faculty by means of a coeffi-
cient, the problem lies in the fact that the
measurement is made on groups of em-
ployees that do not have the same status
or the same academic career or trajectory.
As a result, there are significant salary dif-
ferences between these groups of teaching
and research staff (for example, between
Associate and Full-time Professors) that are
not, strictly speaking, based on gender.

This is particularly important when uni-
versities are compared with one another, as
they have different hiring structures and dif-
ferent proportions of part-time and full-time
faculty. The calculation of an overall GPG
without differentiating by employment group
would not only include gender discrimina-
tion produced over perfectly defined trajec-
tories but would be contaminated by the in-
fluence of the proportions of faculty hired
under different contract types.

Thirdly, it is worth noting that the over-
all GPG will always be greater than the
gap adjusted by category, because the
overall gap includes different categories
(within the same field/group) and, there-
fore, subsumes a larger quantity of pos-
sible inequalities, both past and present.
In addition, the largest part of the overall
gap has been a long time in the making
(the scissors diagram reflects several gen-
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erations of male and female academics).
Thus, we can say that the overall GPG
gap is a gap from an inherited structure,
and more difficult to eradicate, because it
reflects the hierarchical order of the insti-
tution (the “glass ceiling”) and, therefore,
the under-representation of women in the
highest categories (full professorships and
chairs).

Fourth, the gap adjusted by category
permits us to focus on varying compo-
nents (courses, conferences, research
grants, academic positions, among oth-
ers). Therefore, we can categorize this as
a gap that is reproduced by stakehold-
ers within the organization that currently
continues to reproduce inequality due to
differential participation in a gender-bi-
ased opportunity structure. This means
that, despite its normalization, it is possi-
ble to introduce new regulations and take
positive actions® to make the opportunity
structure more equitable for both women
and men.

Lastly, we can characterise gendered
trajectories or typologies of women’s and
men’s trajectories by examining the con-
ditioning factors placed on subjects lim-
ited by their belonging to a particular gen-
der, social class or other subalternity,
which determine a range of possibilities
(and limit others). In addition, the age in
which someone enters a field and the
“breaks” that may occur in an academic
career are factors that can penalise or re-
duce opportunities for academic achieve-
ment.

THE UNIVERSITY OF VALENCIA

The aim of this section is to analyse the
overall and adjusted GPG of faculty at

5 See our publication on best practices and positive ac-
tions taken in the Vives Network of Universities (Jabbaz
et al., 2023).

the University of Valencia (UV) using the
2021 payroll database. In addition, we an-
alyse the impact of variable components
of compensation on the overall GPG. Fi-
nally, we compare the data for the overall
GPG from 20158 with the corresponding
data from 2021, as well as with the results
of the aforementioned study on the GPG
carried out at the state level in 48 univer-
sities (Martinez Tola et al., 2023).

The current case study uses some of
the theoretical approaches and method-
ological caveats of the previous sections.

Methodology behind the case study

The definition of our units of analysis

An initial decision was to carry out the
study on those holding positions requiring
teaching and research, in Spanish referred
to as Personal Docente Investigador, and
here considered as academic positions,
or simply faculty, which excludes sepa-
rate research staff (interns and grant-hold-
ers whose salaries are regulated by widely
different calls for positions) as well as ad-
ministrative and service personnel.

As previously mentioned, for calcu-
lating the overall GPG it is necessary to
clearly identify the organizational fields
and groups employed within the organ-
ization on which the measurement and
analysis will be carried out. Defining this
requires knowledge of the formal and in-
formal rules that govern the establishment
of the shape or boundaries between dif-
ferent collectives of faculty employed in
the university.

Therefore, among the faculty we iden-
tify three collectives with clearly differen-
tiated trajectories: 1) Adjunct faculty, 2)
Full-time faculty and 3) Attached faculty.

6 The 2015 data come from our earlier study of the
GPG at the University of Valencia: Diaz, Jabbaz and
Samper, 2017).
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TABLE 2. Sociodemographic characteristics of University faculty

Frequency
University Faculty Sex Average age
(N) (%)
Men 926 50 50
Adjunct faculty Women 926 50 47.5
Total 1852 100 48.7
Men 1.400 56 53.3
Full time faculty Women 1.108 44 50.7
Total 2.508 100 52.2
Men 79 81 62.1
Attached faculty Women 19 19 58.7
Total 98 100 61.4
TOTAL 4.458 - 541

Source: By authors based on data from Jabbaz (2023).

Thus, the overall GPG is analysed based
on these three academic groups or units
of analysis, each formed by homogenous
professional profiles and salaries.

The position of adjunct professor re-
fers to specialists and professionals that
carry out their main professional activity
outside of the UV and are needed by the
university when there are specific teach-
ing needs related to the individual’s pro-
fessional sphere. They are contracted to
work part-time under different regimes,
never exceeding 120 teaching hours per
academic year. The salary received from
the UV only reflects income specific to
the teaching tasks they carry out for the
university.

Adjuncts constitute the second largest
number of UV hires, with a total of 1852
and an approximately equal representa-
tion of women and men. The average age
of the group is 48.7, though women in
this group have an average age of 47.5
(see Table 2).

Full time faculty are those who have

a full time dedication to teaching and re-
search at the UV. There are different em-

ployment categories” among full time fac-
ulty, some of which are specific to the
Spanish university system or even to the
regional university system and we do not
find exact equivalents in other univer-
sity systems. For our purposes, though
full time faculty are governed by differ-
ent employment and labour regimes and
different salary scales, we treat them as
a single collective here given that, on the
whole, and with the exception of certain
residual teaching categories, they consti-
tute successive potential stages in a sin-
gle promotion process that is part of a
professional academic career. Thus, for
example, the category of assistant pro-
fessor implies the beginning of a profes-
sional career that potentially culminates
in the position of full professor. It is po-
tential because, in fact, only 15.3 % of full
time faculty reach that highest category

7 The year of reference for the study is 2021 and, the-
refore, the definition of the employment categories (to
which the base salary is associated) and the forms of
access to employment and promotion, are subject to
what is established in Organic Law 6/2001 of 21 De-
cember regarding the Universities, and its posterior mo-
difications.
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(70.3 % being men and 29.7 % women)
according to the data extracted from the
University of Valencia personnel data. The
full time faculty constitutes 2508 peo-
ple, 56 % of whom are men. The average
age of this collective is 52 years of age,
women being younger with an average
age of 50.7 (see Table 2).

Attached faculty refers to the person-
nel that carries out teaching and research
tasks, as do full-time faculty, but, also
provides health care services in Univer-
sity Hospitals. For the work they carry out
in hospitals they receive a specific sal-
ary supplement under the label “attached
staff”. Thanks to this supplement their
total remuneration is doubled. For both
these reasons (differences in the con-
tent of the job and double remuneration),
persons hired under these conditions are
placed in a specific collective.

Attached faculty constitute a small mi-
nority of 98 persons, overwhelmingly male
(81 % of its members are men). The av-
erage age of this collective is the highest
among all faculty at 61.4 years of age. In the
case of women in this position, the average
age is 58.7 years of age (see Table 2).

The formulas used to calculate the GPG

The operative definition of the gender pay
gap is the following: “The GPG is the per-
centage difference between the average
gross annual salary of women compared to
the average gross annual salary of men”.

For the calculation of the GPG, all UV
payroll income received during 2021 was in-
cluded: base salary, salary complements of
all types and benefits received. Therefore,
the analysis presented refers to the salary
gap and not the income gap, since data is
not available on the possible additional eco-
nomic income that full time faculty may re-
ceive beyond the information reflected in
their pay slips. The calculation of the GPG is
based on the computation of days worked
throughout the year and homogenizes them
using a coefficient.

Two calculations are applied, average
annual compensation (AAC) and median
annual compensation (MAC). Ultimately,
to obtain both the AAC and the MAC, all
the payroll components produced during
the year 2021 were included in the calcula-
tion for each record (or, in other words, for
each worker), regardless of whether they
are fixed or variable, adjusted by a time co-
efficient (days worked in the year).

GPG based on average salary is calculated using the following formula:

AAC for women — AAC for men

AAC for men

X 100 = GPG according to average salary

The GPG based on median salary is calculated applying a similar formula:

MAC for women — MAC for men

MAC for men

When the result of these formulas is zero
(0), it means that there is not GPG. When
the result is negative (-), it means there is

X 100 = GPG according to median salary

a GPG, in other words, women earn less. If
the result is positive (+), it means that wom-
en’s wages are higher than men’s wages.
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RESULTS

Presence and increase over time of the
overall GPG

Table 3 shows the results obtained from
the calculation of the overall GPG for the
three distinct faculty groups considered in
the UV, based on both average and me-
dian salary.

The group with the largest GPG is the
full time faculty, followed by the attached
faculty. The smallest gap is found among
the adjunct faculty, mainly because this
group is the most homogenous (a single
employment category) and the internal
differentiation caused by complements is
also reduced, which limits the possibilities
that produce a gender gap. In the case of
full time and attached faculty the close-
ness of the average and median values
indicates that the results obtained for the
GPG are very representative.

Among full time faculty, women earn
on average 12.8 % less than their male
counterparts, which means that their av-
erage annual income is 6815 € less than
their male counterparts. According to the
median, the GPG provides similar data,
with a gap of 11.6 %, which represents an
annual income of 7621 euros lower than
that of their male peers.

The results obtained for this group can
be compared longitudinally, as the 2017
study at the UV, using 2015 data (Diaz,
Jabbaz and Samper, 2017) included this
same group as one of the units of anal-
ysis. When comparing the GPG of full
time faculty taking into account the 2015
and 2021 data, we find an increase in the
overall GPG of almost 2 % (from 10.97 %
in 2015 to 12.8 % in 2021).

Therefore, despite the efforts made
by the university’s Equality Unit, the GPG
has not only continued, but has wors-
ened, demonstrating the deep-rooted na-
ture of the dynamics that generate ine-
quality. It is possible that the COVID-19
pandemic may have had an impact on the
GPG.

The attached faculty are the collec-
tive with the second highest GPG. The
few women that are part of this group (19
women) earn, annually and on average,
a salary 11.8 % lower than that of men.
This translates to 12 462 € less income
annually. Lastly, among adjunct faculty
we find a 7.1 % gap. In other words,
women earn annually and on average 402
€ less than their male counterparts for
their work at the UV.

In the latter case, the euro value of the
gap increases when the median is calcu-

TABLE 3. Overall GPG for all teaching and research staff by average and median salary (percentages and

annual)

All teaching and Frequency (N) GPG average GPG median

research faculty disaggregated by sex % € annual % € annual
Men: 926

Adjunct -7.1 -401.63 -11.00 -536.98
Women: 926
Men: 1400

Full time -12.8 -6,815.24 -11.60 -7,621.10
Women: 1108
Men: 79

Attached -11.8 -12,462.01 -12.00 -12,480.49
Women:19

Source: By authors based on data from Jabbaz (2023).
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lated, standing at 11 %, which represents
a difference of 537 € less per year for
women adjuncts in comparison to men.
The pronounced difference between the
gap calculated by the average (7.1 %)
and by the median (11 %) is because ad-
junct faculty participate in differentiated
teaching regimes and the data collection
when calculating the median fell between
two regimes, which increased the gap.

Lastly, to finish the analysis of the
global GPG, we compare our results with
those obtained by the statewide study
of Martinez Tola et al. (2023). That study
found that the UV had a of global GPG of
21.7 % (p. 43), a value far above the global
GPG observed in our study for each of the
collectives analysed at the UV (Full-time:
12.8 %; Adjunct: 11.8 % and Attached:
7.1 %). They locate the UV among the 4
universities with the highest GPG in Spain.

According to our analysis, this is due
to a grouping error given that, as we said,
this measure is the total for teaching and
research faculty, without controlling for
the impact of the extremely high sala-
ries of attached faculty, who are over-
whelmingly male. By considering the three
groups of faculty together, the gap calcu-
lated is, in reality, a reflection of the salary
differences among categories of faculty.

In the Martinez Tola et al. (2023) study
the measurement of the GPG was ad-
justed by a coefficient that involved con-
sidering all persons who formed the ba-
sis of the calculation to be in a fictitious
situation, as if they were all working full
time. This measure of the GPG reduces
the GPG, placing it at 17.6 %. The gaps
of other universities are also modified, al-
though in different proportions, reflecting
their hiring structures.

In short, while the overall GPG is data
from a specific period of time, it reflects
both past and present indirect discrimina-
tion produced throughout individuals’ tra-

jectories. For this reason, it is important to
clearly determine what we want to measure.

In what follows, GPG data is presented
specifically for the group of full time fac-
ulty and the specific category of Tenured
University Lecturer [Titular de Universidad],
given that, for reasons of space, we cannot
present all our results.

The influence of age

Age has a direct relationship with academic
trajectories, which in turn are marked by
gender. This is clearly reflected in the GPG
(see Table 4).

TABLE 4. Overall GPG for Full Time Faculty, by age

range
Number
Age range GPG
Women Men

Upto40years g, 172 -104%
of age

41 to 50 313 298 -8.6 %
51 to 60 425 573 -8.9 %
61 and above 188 357 -4.2 %
Total 1108 1400 -12.8 %

Source: By authors based on data from Jabbaz (2023).

This table shows the GPG for all the age
groups. The largest gap is found in the age
group of those 40 years of age and under,
which is directly related to this being the
age when parenthood is commonly initi-
ated. The burden of care, still feminized, on
women, implies a more limited possibility of
dedication to academic production, which is
reflected in the pay gap.

The gap decreases significantly in the
last age group. There is still a GPG, but
what is observed in this cohort is, above
all, a gap in the presence of women, as
approximately one-third of the total fac-
ulty in this cohort are women.
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TABLE 5. Tenured University Lecturers: GPG by components/complements and their impact on average total
remuneration (% and € earned annually)

Three-year Five-year ~Six-year

Base Destination Specific . ; . Regional . ) - Rem.

Sex Salay®  compl.  compl. period period  period Compl. Research Teaching Benefits Management Coordination Patents Others Total
compl. compl.  compl.

Men 15,857 12,026 6,621 4871 7,342 349 2,143 2,268 1,004 120 837 226 24 2710 57,106
Women 15990 12076 6,700 4,686 7577 3561 2,067 687 865 88 816 198 27 207 55534
Total 15917 12049 6656 4788 7447 36525 2,105 1,560 942 105 828 214 26 242 56,402
GPG % 1% 0% 1% -4% 3% 2% -4% 0%  -14%  -271% -3% -13% 14% -23% -3%
GPG € 133€ 50€ 79€  -18€ 235 € 65€ -86€ -1581€ -138€  -32¢€ -2€ 29€ 3€  63€ -1572€
Impact 9% -3% 5% 12% -15% 4% 6% 101 % 9% 2% 1% 2% 0% 4%  100%

Source: By authors based on data from Jabbaz (2023).

The impact of salary components

In this section we look at the impact of
the components of salary on the GPG,
in other words, direct wage discrimina-
tion based on the differing participation
of women and men in the work opportuni-
ties that impact remuneration. The gap is,
therefore, reproduced daily.

There are two procedures: the meas-
urement of the GPG for each component
(which can be seen in Table 5 in the row
“GPG %”). And the measurement of the
contribution of each salary component to
the GPG for total remuneration (last col-
umn). To calculate this, it was necessary
to consider the dissimilar weight of each
component in total remuneration. Thus, we
calculated the gap in absolute terms (seen
in the row “GPG €”) and then, the impact
of each component on the GPG for total
remuneration?.

8 The calculation of the “impact” of each component is
based on the following formula: component in € / total
remuneration in € x 100. We must point out that when
the sign is negative, this means that it moderates (re-
duces) the GPG for total remuneration. When the re-
sult is positive, this means that impact strengthens (in-
creases) the GPG (see the last row of Table 5).

9 It should be noted that it is not completely accurate
to refer to a GPG in the case of base salary, destina-
tion complement and specific complement, whose val-
ues depends on the employment category and are es-
tablished by means of a Resolution of the General State
Administration. The Destination and Specific compo-

For reasons of space, in this article we
only include the analysis of the salary com-
ponents in the case of Tenured University
Lecturers (now onwards, TU). We chose
this category because it is largest employ-
ment category, constituting 595 men and
483 women; it is also the employment po-
sition in which persons tend to remain the
longest.

In Table 5, a 3 % GPG is observed for
total remuneration among TU, which repre-
sents a figure somewhat below that found
for the year 2015 when it reached 4 %
(Diaz, Jabbaz and Samper, 2017; Jabbaz
et al., 2019). The current gap means that,
on average, women in this employment cat-
egory earn 1572 € less per year than their
male counterparts.

The main source of the GPG is the “re-
search” for which faculty are paid, with a
GPG of -70 % with an impact of 101 % on
the total pay gap. “Education” referring to
the delivery of courses and seminars also

nents are variables that are in other cases determined
by other public administrations (Municipal and Re-
gional, as well as the State, in which they remunerate
the level of the employment position and responsibil-
ity, respectively). But in our case, the universities, they
are fixed components based on employment category
and, therefore, there should be no GPG. In the table,
however, we see small differences (of 1 % in the case
of base salary and in the Specific complement) linked
to the effects on these components produced by other
Social Security benefits (leaves and other absences).
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stands out, with a GPG of -14 % which ex-
plains 9 % of the total pay gap.

The research for which faculty are paid
usually has two sources, contracted re-
search and European funded research™. In
the first case, the funding is not competitive
but is based on direct contracting by pub-
lic or private agents. Access to the funding
depends on social capital or the network
of contacts that the researchers have and,
perhaps, on their negotiating capacity at the
interface between the university, other enti-
ties and the market.

Regarding European funded projects,
access is competitive, but there is indirect
gender discrimination, as the glass ceiling
in academic careers conditions access to
positions of lead or principal researcher, as
well as affecting balanced integration in re-
search teams.

What appears as “teaching” in Table 5
refers to courses and seminars taught by
the faculty. Although its impact on the GPG
is not great, it is worthwhile to reflect on.
This is income that the faculty manages
itself, independently of the formal teach-
ing included in the academic contract and
therefore in regular remuneration. In this
case, women’s double or triple working day,
their limited time availability, is probably the
deciding factor that generates a gap in this
item. And one that is sustained over time.

It is striking that, on the one hand,
there is a GPG for three-year period com-
plements'! (-4 %) with a contribution to
the pay gap of 12 %. But, on the other
hand, there is a moderation of the GPG of

10 There are many competitive R&D projects that do
not pay researchers, only paying the costs of research.

11 Every three years the three-year complement is re-
cognized. However, if prior to employment in the uni-
versity in a category such as that of tenured university
lecturer, a faculty member worked in a public adminis-
tration, the years so employed are recognized and va-
lidated, being added to those acquired subsequently in
the university.

15 % thanks to the five-year period comple-
ments'2.

The “regional complement” has a reduced
impact on the GPG on remuneration, of 6 %
(-86 € annually). This complement is trans-
ferred from the Valencian regional government
(Generalitat Valenciana) to full time faculty and
is related to academic administration and par-
ticipation in international scientific networks.
Regarding the gap generated by these items,
2 % could be attributed to coordination and
1 % to management tasks’s.

Laura Blanco presents five reasons for
which women in academia receive, on av-
erage, lower remuneration than men. They
are: 1) The existence of vertical segregation
in the academic hierarchy that tends to place
women in the lower categories; 2) Women’s
lower productivity in research in compari-
son to men; 3 )The existence of higher pub-
lication costs for women; 4) Less recogni-
tion for the work done by women academics
relative to that received by men, indicated
by fewer citations, less access to networks,
higher non-productive workloads that slow
down and interrupt research and lower ratings
in their teaching evaluations; and 5 )the ex-
istence of biases against women or in favour
of men on the part of evaluation committees
(2023: 1).

We agree with the factors presented by
Blanco, but we must make a caveat: among
the tenured professors at the University
of Valencia, scientific productivity among

12 The five-year supplements are granted every 5 years.
However, they are not automatic but are based on an
evaluation of the quality of faculty teaching using sev-
eral indicators: self-evaluation, surveys of student satis-
faction, teacher training, participation in projects related
to educational innovation, development of teaching ma-
terials and recognition of academic management.

13 The item in the table referring to coordination refers
to coordinating positions of intermediate level, for ex-
ample, coordinating a degree programme. While man-
agement refers to a higher level related to the manage-
ment of centres (faculties, departments and institutes)
or within the university rectorate.
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GRAPH 1. Contribution of salary complements to the gender wage gap among tenured professors
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Source: By authors based on data from Jabbaz (2023).

women is not lower (six-year complement4),
but there is lower participation in paid re-
search. However, this result is due to only
one employment category being consid-
ered here. However, if we consider all full-
time professors (taking into account that it is
among Full Professors or Chairs where these
six-year complements are concentrated, and
that these positions are male-dominated),
then there is a higher proportion of men re-
ceiving these six-year period complements.

All of these results for the TU can be ob-
served clearly in the Graph 1.

Women tenured university lecturers have
better performance in regard to the sexen-
nial complement (2 %), although this only
moderates the total gap by 4 %. The higher

14 The six-year complements for productivity regarding
research activity are based on evaluations that the Na-
tional Agency for Quality Assessment and Accreditation
-ANECA - carries out. Faculty can submit up to 5 pub-
lications of sufficient quality covering a period of 6 or
more consecutive years for positive assessment and el-
igibility for the complement. Therefore, this is not an in-
dicator that correlates with seniority, as does the three-
year complement (seniority in administration) and the
five-year complement (seniority in university teaching).
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quantity for sexennials of women in this cat-
egory can be explained by the fact that for
many of them the position they hold is their
last one (they will not be promoted to chair
of full professorship) and, therefore, they re-
main longer in their position as tenured uni-
versity professor than their male colleagues.

Lastly, we have grouped under “oth-
ers”, payments for authors’ rights, collab-
oration and assistance at entrance exams,
vacations not taken, bonuses for extraordi-
nary services, compensation for termination
of contract and contribution to the Pension
Plan. Some of these items correspond only
to the Administrative and Service Personnel.

CONCLUSIONS

The aim of this article is to contribute to the
conceptualization and measurement of the
gender pay gap to provide an approach that
can be consistently used in different organi-
zations and geographic regions.

In this regard, we find that the GPG has
two dimensions. One of these is the direct
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GPG, linked to daily practices and rooted
in access to employment opportunities,
which continues to reproduce gender ine-
qualities. The other dimension is the less
visible indirect GPG, rooted in inherited
structures, and which produces slower em-
ployment trajectories for women and with
greater obstacles.

Another contribution this article makes
is the methodological approach to identi-
fying homogenous units of analysis within
organizations (fields/collectives), before
proceeding to measure an overall GPG, so
that the result is coherent and consistent.

In addition, in our analysis of salary
components, we measure not only the
gap in each component, but also their
contribution to the total GPG.

The results obtained in our case study
of the UV show the existence of a GPG
that has persisted over time and has been
increasing in its magnitude. The salary
complements regarding “research” and
“courses and seminars” are the two items
that were identified in 20175 as sources
of the GPG in the UV and again stand out
as such in this second study of the GPG
at the UV.

It is not surprising that these two com-
ponents stand out as factors generating
the direct GPG as they are the least reg-
ulated in Spanish universities. As noted,
we spoke before of discretionary cracks
(Jabbaz et al., 2019), referring to those
unregulated spaces within university bu-
reaucracies that do not favour women be-
cause it is in such spaces where discre-
tionary gender related power, generally
invisible, seeps in.

In some cases, these spaces are diffi-
cult to regulate because the decision-mak-
ing power lies outside the university, such
as, for example, with the entities contract-

15 (Diaz, Jabbaz and Samper, 2017). In this study, data
from 2015 was used.

ing research. However, the universities can
also establish regulations that have an im-
pact in such contexts, for example, pro-
moting gender balance in the composition
of participating research teams. As is men-
tioned in the introduction, the promotion of
equality through the inclusion of a gender
perspective in university regulations is a re-
quirement that we are increasingly finding
in Spanish universities.

These results reveal the need to reverse
the situation and the urgency of rethinking
the academic model of academic careers
that fosters these inequalities. Affirmative
actions taken in the universities (Alcaniz,
2023; Jabbaz et al., 2023) have the aim of
modifying the opportunity structure, ad-
dressing the differing material conditions
of men and women, to achieve substantive
equality in their conditions as university em-
ployees.

Men’s trajectories tend to go in a straight
line, while women’s trajectories have to over-
come what in academia are considered as
obstacles to a scientific career (such as, hav-
ing a child), or sexist stereotypes, prejudice
and other forms of discrimination that limit
their opportunities. As a result, women’s ca-
reers are often more circuitous.

Some of these obstacles are located in
the present and others in the past, but they
all shape employment trajectories and have
an impact on the wage gap, and they accu-
mulate as well.

The GPG is a synthetic indicator of ine-
quality that reflects the effects of the differ-
ent trajectories that women and men have in
academia. Because of this, to eradicate this
inequality, the focus must be placed on com-
prehensive equality policies, including for-
mal and informal aspects, in the classroom,
in research, in management, in the trans-
fer and application of knowledge to other
spheres and in the internationalization of sci-
ence and the dissemination of knowledge,
in other words, in all areas and issues. Gen-

Reis. Rev.Esp.Investig.Sociol. ISSN-L: 0210-5233. N.° 190, April - June 2025, pp. 129-146



144 The Direct and Indirect Gender Pay Gap: Contributions for Its Measurement at the University

der studies in general and the GPG in par-
ticular, are, little by little, revealing the situ-
ations that need to be corrected in order to
make universities spaces of knowledge pro-
duction that value all humans’ capacities and
creativity, generating greater equity in aca-
demic trajectories, so that the diverse routes
are not penalised, incorporating obstacles
as parts of life and changing our culture long
term.
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