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1. Introduction 

This report investigates the presence, or absence, of gender pay gap among the academic 

employees of Cavite State University, both permanent and temporary. The purpose is to examine 

whether or not there are disparities in compensation between male and female faculty members 

using their employment ranks and Salary Grade (SG) levels as proxies for pay. 

The University follows a standardized compensation framework based on the Salary 

Grade system mandated by the Philippine government through Republic Act No. 11466 or “The 

Salary Standardization Law (SSL) of 2019” (see Table below). The policy behind the SSL is to 

“ensure that government personnel receive fair and equitable compensation reflecting the 

principle of equal pay for work of equal value”.  Thus, salary/compensation is determined 

primarily by position and qualification, and therefore equal regardless of sex or gender 

and employment type. However, analyzing the distribution of male and female employees 

across salary grades and ranks helps us understand patterns in representation and possible 

indirect disparities. 

 

Table on the Salary Grade of Government Employees (Second Tranche 2025) 

 



2. Methodology 

• Data Source: Database access provided by the University’s Human Resource 

Development Office for the latest available term. 

• Variables Considered: Gender, academic rank (e.g., Assistant Professor I–IV, Instructor 

I–III, Professor levels), and corresponding Salary Grade (SG 12–30). 

• Scope: Includes both permanent and temporary academic employees. 

• Analytical Tools: Frequency tables and visual data (pie charts, bar graphs) for distribution 

analysis. 

3. Summary of Findings 

3.1 Gender Composition 

Out of the 245 academic employees: 

• 151 are female (61.6%) 

• 94 are male (38.4%) 

The workforce leans towards the female members, with a ratio of approximately 3:2. 

 

3.2 Distribution by Academic Rank and Gender 

• At the lowest Academic ranks (e.g., Instructor I–III), women dominate with 27 female 

Instructor I vs 21 male. 

• At Assistant Professor levels, female representation is consistently higher. 

• For higher Academic ranks (Associate Professor III & IV, Professor I–IV), gender 

distribution becomes more balanced but still female-leaning. 

• In the rank of University Professor, the highest rank, only 1 male hold the title. 
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 No wide-spread gender disparity in high-ranking positions is observed, but female faculty 

members are more present across almost all levels. 

 

 

3.3 Distribution by Salary Grade (SG) and Gender 

• SG 12, typically the entry-level Instructor I, is the most populated group, with 27 females 

vs 21 males. 

• SG 18, SG 22, and SG 23 show high female presence. 

• SG 30, the highest level, is balanced (1 female and 1 male). 

Across all Salary Grade levels, the gender distribution is consistent with the overall faculty 

profile—female-dominated, but not skewed enough to indicate systemic bias. 



 

4. Analysis and Interpretation 

Based on the data, there is no evidence of a gender pay gap in terms of salary at Cavite State 

University. This is primarily because: 

• Salaries are strictly tied to government-prescribed SG levels, and all faculty—

regardless of gender—receive pay based on their position and qualifications. 

• There is no observable gender concentration at the highest or lowest SG levels that 

would suggest exclusion or disadvantage. 

• The presence of females across all ranks and SG levels—including senior roles—supports 

gender equity in opportunities and pay. 

However, the following should be noted: 

• While there is numerical equity, further studies could examine opportunity gaps (e.g., 

research grants, training, leadership roles). 

• It is also useful to assess if temporary employees (often receiving fewer benefits) are 

disproportionately female or male—though this data is not separated here. 

5. Conclusion 

There is no significant gender pay gap at Cavite State University among academic 

employees, as salary is determined by fixed SG scales based on rank and qualifications, not 

gender. Women are well-represented across most academic levels and pay grades. 

The University’s current employment structure appears to support equal pay for equal 

work, aligning with Philippine labor laws and gender equality standards. Continued monitoring 

and reporting will ensure these practices are sustained and enhanced. 


