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1. Introduction 

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

academic employees of Cavite State University, both permanent and casual. The purpose is to 

examine whether or not there are disparities in compensation between male and female non-

academic employees 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) 



This report evaluates the gender-based distribution of non-academic personnel at Cavite 

State University (CvSU). While the University follows the Philippine government's Salary Grade 

(SG) system—which ensures equal pay for equal work—this analysis investigates whether 

gender disparities exist in how men and women are distributed across salary levels. 

Using the Equality and Human Rights Commission’s (EHRC) 6-step reporting framework, the 

report focuses on structural pay inequality—particularly occupational clustering by gender—

despite formal pay equity. 

2. Methodology 

Data from non-academic employee records were disaggregated by gender and salary grade. 

Since the University implements standardized SG-based compensation, we use distribution 

across SGs as a proxy for wage stratification. 

• Total Non-Academic Employees: 538 

o Male: 289 (53.7%) 

o Female: 249 (46.3%) 

3. Key Findings 

3.1 Gender Representation by Salary Grade  

Although Cavite State University implements a standardized Salary Grade (SG) system 

that guarantees equal pay for the same job position regardless of gender, the distribution of 

male and female employees across different SG levels reveals significant patterns. 

Lower Salary Grades (SG 1–3) 

• These are the most populated levels, accounting for more than 60% of all non-academic 

staff. 

• SG 1: Dominated by male employees (91 males vs. 53 females). 

• SG 2: Also heavily male-dominated (28 males vs. 3 females). 

• SG 3: Interestingly, females slightly outnumber males (87 females vs. 67 males). 

These levels typically include those who are working as utility workers, maintenance 

workers, and entry-level clerical positions. The strong male presence in SG 1 and 2 suggests 

that manual or labor-intensive roles are predominantly filled by men, while SG 3 shows more 

gender balance or even female concentration—likely representing clerical support roles. 

Middle Salary Grades (SG 4–12) 

This range contains many administrative, technical, and specialist roles. 

• More gender balance is observed here, with nearly equal counts of male and female 

employees in SGs 7 to 12. 



• For example: 

o SG 7: 21 males vs. 18 females 

o SG 9: 21 males vs. 10 females 

o SG 12: 13 males vs. 14 females 

This indicates that in these mid-level positions, women are more equally represented, possibly 

due to qualifications in administrative and coordination roles. 

Upper Salary Grades (SG 13–27) 

These positions are higher-paying, usually involving supervisory, technical, or managerial 

responsibilities. 

• Males consistently outnumber females in this upper salary grade. 

• Notable examples: 

o SG 15: 13 males vs. 4 females 

o SG 18: 9 males vs. 4 females 

o SG 24: 3 males vs. 1 female 

o SG 27: 1 male, no female 

Female representation in these upper SG levels is limited, suggesting potential barriers in 

access to higher-level roles, or a slower rate of promotion compared to their male counterparts. 
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4. Analysis and Interpretation 

There is no formal pay gap, as Cavite State University adheres to a fixed SG-based salary 

structure. However, the data reveal gender-based clustering by salary grade: 

  Male Employees (289 total / 53.7%) 

• Males dominate SG 1 and SG 2, with 91 and 28 employees respectively. 

• They also have notable representation in SG 3, SG 7 to SG 15, and continue to appear 

in upper SGs (SG 18, 21, 24). 

• This suggests that male employees are more prevalent in both lower and upper SG 

roles, including utility, technical, and supervisory positions. 

  Female Employees (249 total / 46.3%) 

• Females outnumber males in SG 3 (87 vs. 67) and are present across mid-level SGs 

(SG 7–12). 

• However, female representation drops at the higher SG levels, with only 1 female each 

in SG 25 and SG 27. 

 

Male employees are overrepresented in both the lowest and highest SG levels, while 

females are concentrated in the middle tiers and underrepresented in upper management or 

specialized technical grades. 
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5. Conclusion 

Cavite State University demonstrates compliance with equal pay policies through its SG-based 

salary system. However, the gender representation across SG levels reveals structural 

patterns: 

• Men dominate in both low-SG and high-SG positions, often associated with manual, 

technical, or supervisory duties. 

• Women are more concentrated in mid-level administrative roles, with lower 

presence in the highest SG brackets. 

This indicates a distributional gender gap, which, while not violating equal pay laws may 

reflect institutional or occupational segregation. 

 


