
the judge ruled that Royal Holloway had
to provide us with a list of all the male
professors in our individual faculties who
earned more than us and reveal what they
earned. Once I saw those figures I realised
that I wasn’t just underpaid, I was being
treated like a fool.
When the four of us selected our compara-

tors, 15 male professors at Royal Holloway
became embroiled in the case. I sympathised
with my comparators’ situation, but the
process required it. Two of my comparators
appeared to me to behave with dignity and
integrity throughout the trying process. One
was grumpy about it (reasonably so) but
remained philosophical. One took it
personally.
Claimants and comparators all had to

provide so much information about ourselves
– the stage in the process is aptly named
“disclosure” – that it inevitably became
uncomfortable. They learned about my
childcare arrangements; the fact that, very
unusually for a Royal Holloway professor,
I live locally and can walk across the fields
to work. We read each other’s references for
jobs and promotions.
It is important to note that my comparators

were not in the drama department; part of

the challenge I was mounting was the claim
that drama should not be paid differently
from other subjects. A coincidental benefit
of this is that I don’t now have to work
alongside my comparators; we know more
about each other than is comfortable.
Once disclosure had been completed, every-

thing became adversarial. For example, I was
surprised to find a bridge-building email I had
sent to my comparators among the disclosure
documents. It had been forwarded to the
human resources department by the compara-
tor who took everything personally. That
email came back to haunt me over and over
again; it was referred to in court by the
barristers and by the judge; it was cited in the
judgment. I thought I had phrased the email
carefully, but every time it was mentioned
I winced. And one sentence in my equal pay
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After disclosure, everything became
adversarial. I was surprised to find a
bridge-building email I had sent among
the disclosure documents. That email
came back to haunt me over and over

and on. I also had to admit publicly that I had
been naive.
What the disclosure part of the process

had revealed to me was that my faith in the
annual pay review was quite sad. There was a
whole range of ways in which it was possible
to get a salary increase at Royal Holloway that
bypassed the annual review. As the tribunal
said, the “lion’s share” of significant pay
increases obtained by my comparators were
from “retention payments, head of department
payments and their ‘roll in’ [this is when a
professor continues to be paid the head of
department allowance after leaving the role]”.
Of course, in the run-up to the last research

assessment exercise, everyone knew that some
academics were transferring from one institu-
tion to another and enlarging their salaries in
the process (at one stage in the tribunal the

Professors’ pay (£) Women’s pay vs men’s
Institution Women Men (£) %

48 Cardiff University 78,555 82,305 -3,750 -4.6%
49 University of Bristol 71,148 74,688 -3,540 -4.7%
50 Newcastle University 71,080 74,623 -3,543 -4.7%
51 University of Glasgow 71,275 74,874 -3,599 -4.8%
52 University of Southampton 68,547 72,014 -3,467 -4.8%
53 Cranfield University 79,753 83,947 -4,194 -5.0%
54 University of Aberdeen 75,570 79,618 -4,048 -5.1%
55 University of Exeter 72,196 76,322 -4,126 -5.4%
56 Imperial College London 82,494 87,376 -4,882 -5.6%
57 Liverpool John Moores University 60,056 63,842 -3,786 -5.9%
58 Oxford Brookes University 62,019 65,932 -3,913 -5.9%
59 University of Manchester 72,115 76,706 -4,591 -6.0%
60 University of Bradford 62,705 66,786 -4,081 -6.1%
61 University of Hertfordshire 65,771 70,086 -4,315 -6.2%
62 University of Edinburgh 71,598 76,523 -4,925 -6.4%
63 University of Surrey 71,211 76,270 -5,059 -6.6%
64 London School of Economics 84,790 90,830 -6,040 -6.6%
65 University of Bedfordshire 69,537 74,560 -5,023 -6.7%
66 Middlesex University 57,205 61,368 -4,163 -6.8%
67 London School of Hygiene

and Tropical Medicine, University of London 77,382 83,143 -5,761 -6.9%
68 University of Sheffield 67,658 72,906 -5,248 -7.2%
69 University of East Anglia 66,232 71,482 -5,250 -7.3%
70 King’s College London 75,657 81,887 -6,230 -7.6%
71 Loughborough University 68,083 73,802 -5,719 -7.7%
72 Royal Holloway, University of London 64,469 69,962 -5,493 -7.9%
73 Birkbeck, University of London 64,468 70,124 -5,656 -8.1%
74 University of Reading 64,195 69,890 -5,695 -8.1%
75 University College London 75,326 82,016 -6,690 -8.2%
76 University of St Andrews 73,254 80,014 -6,760 -8.4%
77 University of Leicester 72,476 79,350 -6,874 -8.7%
78 Swansea University 65,381 71,922 -6,541 -9.1%
79 University of Nottingham 73,402 80,878 -7,476 -9.2%
80 University of Warwick 75,723 83,741 -8,018 -9.6%
81 Durham University 65,250 72,709 -7,459 -10.3%
82 Queen’s University Belfast 68,852 76,734 -7,882 -10.3%
83 Bangor University 66,602 74,591 -7,989 -10.7%
84 Anglia Ruskin University 74,028 84,044 -10,016 -11.9%
85 University of Brighton 60,536 68,795 -8,259 -12.0%
86 Institute of Education, University of London 76,330 86,850 -10,520 -12.1%
87 Birmingham City University 56,216 66,356 -10,140 -15.3%
88 City University London 77,531 91,663 -14,132 -15.4%

Institutions are ranked by the percentage of the pay disparity between female and male professors.
Institutions with seven professors or fewer in either category (male or female) have been excluded.
University College Birmingham and Liverpool Hope University refused permission to publish their data.
Source: Hesa Staff Record 2009-10.

questionnaire was subjected to extended
scrutiny by the judge and two barristers; as
I listened to the debate, I wished I had taken
more care over writing it.
By this stage, the UCU was representing

us. Clare was a magnificent legal representa-
tive, but her area is the psychology of diabetes
and other long-term medical conditions
rather than employment law. We were all,
including Clare, relieved when the union
took our case on. Without the backing of the
UCU, I could have funded my case only by
remortgaging my home. Fortunately, the
UCU had been looking for a case to test
whether professorial pay stood up to scrutiny
because it was so unregulated across the
sector. A few institutions were introducing
banding systems but the norm was, and is
still in most universities, very odd: newly

appointed professors, having spent all their
years working in higher education moving up
a clearly marked out, nationally negotiated
salary scale, are suddenly set adrift in a free
market and may have to bid for pay rises
without any idea of the rules of the game.

The pressure intensified as we moved
towards the tribunal. Litigation is
taxing and inconvenient; I had a full

teaching load to rearrange, but the students
were all extremely supportive as well as
being shocked at the fact that, in 2010,
I was having to fight over such an issue.
A few days before the tribunal hearing,

Chris, Pauline and Raj settled, for various
personal reasons, including health issues. It
had become clear just how gruelling the tri-
bunal was going to be. Royal Holloway had

hired a QC. However, because we had as a
group generated 6,000 pages of evidence, it
was also strategic for the others to settle; the
tribunal panel indicated that they were
unimpressed at being asked to read 6,000
pages in just a couple of days.
A solicitor friend pointed out that tribunal

cases have a huge dropout rate because it is so
hard to keep going. But professors have to be
tenacious in their research; I kept thinking,
“If women professors can’t keep going, who
can?” I was determined not to become part of
the dropout statistics, and my co-claimants
turned up to offer moral support.
As the claimant, I was first up for cross-

examination and this was surprisingly
invigorating. Being questioned for 10 hours by
a QC was slightly surreal and rather like a bad
conference experience – the questions went on

Institution Women Men (£) %
1 University of Plymouth 75,727 65,801 +9,926 15.1%
2 Staffordshire University 69,435 60,690 +8,745 14.4%
3 University of Greenwich 76,088 67,627 +8,461 12.5%
4 University of Kent 80,411 72,830 +7,581 10.4%
5 Kingston University 64,925 59,827 +5,098 8.5%
6 Keele University 73,829 68,264 +5,565 8.2%
7 Sheffield Hallam University 66,968 61,979 +4,989 8.0%
8 Coventry University 74,429 70,532 +3,897 5.5%
9 Aston University 92,994 89,268 +3,726 4.2%
10 University of Oxford 92,060 88,453 +3,607 4.1%
11 University of Salford 69,971 67,239 +2,732 4.1%
12 University of Lincoln 77,675 75,980 +1,695 2.2%
13 De Montfort University 61,477 60,627 +850 1.4%
14 Northumbria University 62,957 62,210 +747 1.2%
15 University of Dundee 80,292 79,437 +855 1.1%
16 Leeds Metropolitan University 59,852 59,683 +169 0.3%
17 The Open University 71,849 71,724 +125 0.2%
18 Heriot-Watt University 71,124 71,219 -95 -0.1%
19 University of the West of England 55,535 55,638 -103 -0.2%
20 University of Central Lancashire 60,975 61,128 -153 -0.3%
21 Canterbury Christ Church University 70,544 70,753 -209 -0.3%
22 University of Westminster 61,694 62,445 -751 -1.2%
23 School of Oriental and African Studies,

University of London 64,730 65,752 -1,022 -1.6%
24 University of East London 60,554 61,602 -1,048 -1.7%
25 Queen Mary, University of London 78,703 80,159 -1,456 -1.8%
26 University of Stirling 66,307 67,608 -1,301 -1.9%
27 University of Bath 68,588 69,994 -1,406 -2.0%
28 Glasgow Caledonian University 61,026 62,344 -1,318 -2.1%
29 Goldsmiths, University of London 64,842 66,284 -1,442 -2.2%
30 University of Ulster 64,003 65,562 -1,559 -2.4%
31 University of Hull 62,023 63,566 -1,543 -2.4%
32 University of Essex 69,487 71,234 -1,747 -2.5%
33 Manchester Metropolitan University 62,114 63,759 -1,645 -2.6%
34 Roehampton University 61,889 63,617 -1,728 -2.7%
35 University of Strathclyde 73,585 75,728 -2,143 -2.8%
36 University of York 72,300 74,456 -2,156 -2.9%
37 University of Cambridge 76,117 78,670 -2,553 -3.2%
38 University of Birmingham 75,375 77,908 -2,533 -3.3%
39 University of Sussex 70,049 72,582 -2,533 -3.5%
40 University of Liverpool 80,230 83,250 -3,020 -3.6%
41 Lancaster University 71,038 73,801 -2,763 -3.7%
42 University of Leeds 72,476 75,542 -3,066 -4.1%
43 University of Portsmouth 62,844 65,522 -2,678 -4.1%
44 University of Glamorgan 61,506 64,162 -2,656 -4.1%
45 London South Bank University 69,700 72,710 -3,010 -4.1%
46 Robert Gordon University 68,979 72,136 -3,157 -4.4%
47 Brunel University 70,715 74,022 -3,307 -4.5%

Professors’ pay (£) Women’s pay vs men’s
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