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SECTION 1 - Introduction 
 
1.1 Queen Margaret University's Equal Pay Statement: 
 
Queen Margaret University is committed to supporting and promoting equality of opportunity for all 
employees.  
 
The University recognises that under the Equality Act 2010, both women and men have the right to 
equal pay for work of equal value; this applies to all employees regardless of full or part-time status, 
casual or temporary contract or length of service. 
 
In addition to the above, the University also recognises its duty to provide equal pay for work of equal 
value regardless of differences in age, race, nationality, ethnic or national origin, religion, sexual 
orientation, marital, civil partnership, parental status or disability. 
 
The University has in place a pay and grading system which is used to assist in determining equal pay 
across the University. The pay and grading system is applied transparently, based on objective criteria to 
ensure that it is free from unlawful bias.   
 
The University’s policies and procedures associated with pay and remuneration have been developed 
and implemented with a view to eliminating unlawful bias, and are systematically monitored and 
reviewed.  
 
In order to put the University’s commitment to equal pay for work of equal value into practice, the 
University will: 

 Undertake equal pay reviews in accordance with the Public Sector Equality Duty (PSED) for all 
current staff and starting pay for new staff; 

 Monitor the impact of its policies and procedures associated with pay and remuneration and 
take appropriate action where necessary; 

 Provide guidance for managers involved in decisions about recruitment, pay, benefits and 
promotions. 

 
We intend through the above action to avoid unfair discrimination and to reward fairly the skills, 
experience and potential of all staff. 
 
1.2 What is an Equal Pay Review? 
 
The purpose of an Equal Pay Review is to review statistical data relating to an organisation’s pay and 
Human Resources data in order to identify any gender pay differences and to provide a set of findings 
and recommendations based on 
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1.3
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13.7% across the UK in HEIs. Furthermore, in Scotland the overall gender pay gap for HEIs was 
wider, with a mean negative female pay gap of 20.9% and median pay gap of 18.6%. In terms 
of benchmarking, QMU performs significantly better in terms of the pay gaps reported for UK 
and Scottish HEIs.  

 
 
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SECTION 2 ʹ OVERALL FINDINGS 
 
Table 2.1 - Overall Mean and Median Pay Gaps for all employees including Executive Board 
 
The table below has been calculated for employees on Grades 1-10, and in addition members of the 
Executive Board. The table provides pay gap information from the previous Equal Pay Reviews in 2014 
and 2012 for comparative purposes. 
 

Academic 
Year 

 
Grade 1 - 10 (Including EB) 
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Table 2.2 - Overall Mean and Median Pay Gaps for all employees excluding Executive Board 
 

Academic 
Year 

 
Grade 1 - 10 (Excluding EB) 

 

Female 
HC (%) 

Mean 
Female 
Salary 

Median 
Female 
Salary 

Male HC 
(%
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Position 
Grade 

Academic 
Yr 

Female 
Count 

Male 
Count 
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3.1 - A number of observations can be made about the data presented in table 3.1 above.  
 
Firstly, the headcount for Grades 2 – 9 is predominantly female, particularly at Grade 8 and Grade 9, but 
with the exception of Grade 10 and Executive Board level.   
 
Secondly, female mean employee salaries are higher than male employee salaries at Grade 3, 5, 6, 7 and 
9. At Grade 3, the female average salary is higher, but the gap has reduced since 2014, which could be 
due to a reduction in female head count. 
 
Thirdly, at Grades 4 and 8, there is positive pay gap for males, although none are statistically significant.  
 
Finally, the most significant pay gap exists at Grade 10, where both the mean and the median pay gaps 
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The majority of the academic teaching/research positions sit at Grade 8 and Grade 9, where the 
proportion of females is significantly higher. At Grade 7, there is an even proportion of females to males, 
and at Grade 10 

11





13 
 

Table 3.4 - Gender Gap Analysis by Individual Grade ʹ Professional Services Employees (salaries at 1st 
August 2015 and 2016) 
 

Position 
Grade Acad Yr Female 

Count 
Male 
Count 

Total 
Count 

Female 
Mean FTE 

Salary 

Female 
Median 

FTE 
Salary 

Male 
Mean 

FTE 
Salary 

Male 
Median 

FTE Salary 

Female 
as % of 
Male  

PAY 
GAP 
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Table 3.5 ʹ Gender Gap Analysis ʹ Full Time/Part Time ʹ All Employees (salaries at 1st August 2015 and 
2016) 
 

Post 
Grade 

Acad 
Yr 

Female 
Count 

Male 
Count 

Total 
Count 

Female 
Mean FTE 

Salary 

Female 
Median 

FTE 
Salary 

Male 
Mean FTE 

Salary 

Male 
Median 

FTE 
Salary 

Female 
as % of 
Male  

PAY 
GAP 

MEDIAN 
PAY 
GAP  

Full 
Time  

2016 192 141 333 39,823 39,324 40,164 37,075 99.15 0.85 -
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Table 3.8a ʹ Pay Gap Analysis by Ethnicity  
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Table 3.9a ʹ Pay Gap Analysis by Disability - Head Count Figures for all employees  
 

Disability/No Disability 
Comparison (All 

Genders) 
Has Disability Refused/Not 

Known Not Disabled 

Combined 
Refused/Not 
Known & Not 

Disabled 

Count (2016) 19 53 410 
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Table 3.10 - 
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is supported further when considering the mean pay gap 
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Table 3.11c ʹ Median Pay Gap Analysis based on Sexual Orientation  
  

Sexual 
Orientation 

(All Genders) 
Heterosexual  Gay  Lesbian  Bisexual  Transgender  Unknown/declined 

to specify  LGBT  

Declined to 
Specify/Not Known 

& Heterosexual 
total  

 
 

LGBT as % of 
Combined Declined to 
Specify/Not Known & 

Heterosexual  

MEDIAN 
PAY GAP 

Av FTE Salary 
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Table 3.12 ʹ Pay Gap Analysis by appointed salaries at 01 August 2015 and 2016 
 

Grade Academic Yr Mean Pay Gap 
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Horizontal Segregation: 

The following table details gender headcounts for professional services departments, those highlighted 
are those with significant gender differences (>5). This analysis demonstrates potential occupational 
segregations issues within 9 out of 21 areas.  

 

  Female Male 

Accommodation & Leisure Services 9 10 

Admissions & Recruitment 11 3 

Conferences & Events 3 0 

Executive Support 8 0 

External Liaison and Student Services 2 1 

Facilities Services 1 18 

Finance 6 4 

Governance and Quality Enhancement 9 2 

Human Resources 8 1 

Information Services 2 11 
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Horizontal Segregation: 

There was no evident pattern when reviewing the job roles carried out by BME staff, 
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SECTION 5  

We are committed to eliminating pay gaps where the gap is statistically significant. We have 
adopted as ‘significant’ any percentage difference that is equal to or greater than 5%. In so 
doing, we have adopted the European Human Rights Commission (EHRC) interpretation that a 
pay gap of 5% or greater is considered to be significant.   

We have established as one of our Equality Outcomes by 2020 to ‘Eliminate pay gaps where 
the gĂƉ�ŝŶ�ƐƚĂƚŝƐƚŝĐĂůůǇ�ƐŝŐŶŝĨŝĐĂŶƚ͛͘  

Actions to achieve this that have been identified at the date of this report include: 

 Continue to analyse pay gap data on an annual basis and report findings to the University Senior 

Management Team and to the University Court through the Equality and Diversity Committee.  

 Promote HR initiatives, ‘Aurora’, Athena SWAN, ‘DEVELOP’, Disability Confident Scheme and 

Performance Enhancement Reviews to support female career development. 

 Scope, plan and design future career workshops for staff. 

 Ensure the Reward and Recognition Policy and Procedure supports career opportunities. 

 Train managers to raise awareness of issues relating to occupational segregation and gender pay 

gaps, whilst continuing to promote E-learning Unconscious Bias training to all managers and 

recruitment and selection panellists. 

 Actively seek opportunities for increasing staff diversity through recruitment and selection for 

example highlighting flexible working at the point of recruitment, reviewing job titles and advert 

wording to address potential occupational stereotyping. 

 Work 
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