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1. 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, 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 
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1.3    Queen Margaret University’s Approach 

The data referred to within this report reflects salary data on 31st March 2023. The 

Public Sector Equality Duty requires data to be published biennially. However, in 

order to demonstrate the University’s continued commitment towards equal pay, an 
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1.5    A note on data size and its influence on pay gap calculations 

As a small institution, caution is advised when drawing conclusions from some of the 

significant changes reported in this Equal Pay Review. With a staff population of 595, 

it should be noted that, when disaggregating data into various groups relating to 

protected characteristics, the calculations are often using small numbers of 

employees, which in turn is more likely to skew the data. There are instances 

throughout this report where a particular pay gap reported would be significantly 

changed if just one or two individuals were removed from calculations. 
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2. Section 2 – Gender 

Table 1: Total staff population by gender 

Male Female 

188 407 
 

Table 2: Overall Gender Pay Gaps, including and excluding SLT 

  Gender Pay Gap          
(Including SLT) 

Gender Pay Gap         
(Excluding SLT) 

Mean Gender Pay Gap in Annual Salary -6.10% -1.60% 

Mean Gender Pay Gap in Hourly Rate -5.84% -1.39% 

Median Gender Pay Gap in Annual Salary 0.00% 0.00% 

Median Gender Pay Gap in Hourly Rate 0.00% 0.00% 

Table 3: Overall Gender Pay Gaps, 2018 - 2023 

 2018 2020 2021 2022 2023 

Mean Pay Gap (Inc. SLT) -0.27% -5.07% -3.89% -4.50% -6.10% 

Median Pay Gap (Inc. SLT) -2.98% 1.47% 0.00% 2.99% 0.00% 

Mean Pay Gap (Exc. SLT) -0.23% -1.12% 1.17% -0.23% -1.60% 
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employees and a median pay gap of -8.5% across UK HEIs. As with previous years 

the overall gender pay gap in Scotland continues to be wider, with a mean negative 

female pay gap of -14.4% and median pay gap of -13.7%.  It is acknowledged that 

these figures have narrowed slightly in recent years. In terms of benchmarking, QMU 

continues to perform significantly better in terms of the pay gaps reported for UK and 

Scottish HEIs. Nevertheless, QMU is not complacent, and will commit to continuing 

to work to reduce pay gaps where they exist in our staff population.  

2.4 Gender (Academic and Professional Services) 

Table 4: Gender Pay Gap split into Academic and Professional Services 

  Gender Pay Gap (Academic) 
Gender Pay Gap (Professional 

Services) 

Mean Gender 
Pay Gap in 
Annual Salary 

-6.68% -2.96% 

Mean Gender 
Pay Gap in 
Hourly Pay 

-6.62% -2.92.9
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Profession Services, but a significant pay gap favouring male employees has arisen 

in the mean and median for Academic staff.   

Within the category of Academic Staff, the mean pay gap has risen to a significant 

gap of -6.68% in favour of male employees. There has been a noticeable change to 

the academic median pay gap, which has risen for the first time in 5 years to a 

significant gap of -5.68% in favour of male employees. 

As with the previous year’s report, investigation into the data suggests that staff 

appointed at Grade 10 (Professor) are skewing this data and causing the significant 

gender pay gaps within Academic staff. Although Professors make up a small 

proportion (3.95%) of our academic population, removing their data from academic 

pay gap calculations significantly changes the mean pay gap overall. When Grade 

10 (Professor) staff are removed from the calculations, the mean pay gap within 

academic staff reduces from -6.68% in favour of male employees to -2.14% in favour 

of male employees.  

Given that removing Grade 10 Professors from calculations results in an insignificant 

gap, and that they are no significant pay gaps at any other grade within academic 

staff (see Appendix B), it is possible to draw the conclusion that the mean academic 

gender pay gap is largely because of differences in salaries at the Grade 10 

Professor level. Further investigation of the Grade 10 Professor pay gap can be 

found in the following section 2.5 of this report. 
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2.5    Gender Pay Gap – Grade 

Full details of salary and gender pay gap calculations can be found in Appendices A, 

B and C.  This is data is categorised by overall university population data and the 

split into Academic and Professional Services categories.   

It is noted that looking at overall population data, there are no significant gender pay 

gaps between Grades 2 – 10. Splitting the data into Academic and Professional 

Services categories reveals a significant mean gender pay gap in favour of male 

employees within academic staff at Grade 10 (Professor). 

Pay gaps by grade which are considered significant are highlighted within the 

following sections. 

2.5.1 Grade 10 (Professor) 

As noted in the appendices to this report, Professors are attached to a separate 

Professorial scale and have separate pay progression arrangements. For the 

purposes of reporting, staff members on the Professorial scale have been reported 

under ‘Grade 10 (Professor)’. 

A mean pay gap of -13.53% exists along with a median pay gap of -17.43% within 

Grade 10 (Professor) of the Academic staff category. Both pay gaps, which are in 

favour of male employees, are significant. Benchmarking with the HEI sector, the 

Advanced HE ‘Equality and Higher Education Staff Statistical Report 2023’ reported 

significant professorial pay gaps in favour of male employees at both a Scotland and 

UK-wide level. However, it is noted that overall Scottish HEI’s reported a smaller 

Professorial gender pay gap of -6.7% in favour of male employees compared to QMU. 

It is also noted that due to the size of the university, at Professorial level, the data is 

looking at a small number of employees (13), which can be more easily skewed. 
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take in order to close these gaps. 

 

The pay gap within the population of staff at the age group 65+ has changed 

significantly over the last 5 years, notably reducing significantly from the -23.87% 

reported in 2022’s data to -12.57% in 2023. It is observed that as more employees 

move into this age category, there will be fluctuations in trends. 

2.7 Gender and Full-Time/Part-Time Status 

A full breakdown of salary and pay gap data relating to Full-Time/Part-Time status 

can be accessed in Appendices D, E and F.   

When comparing men and women who work part-time, a significant pay gap of -

11.53% in favour of men has been found. Notably, when this is broken down by 

Academic and Professional Services, a significant pay gap (-10.52%) favouring part-

time men remains for PT academic staff, whilst the pay gap is reversed to 

significantly favour women for PT Professional Services staff. Further investigation is 

required to understand the root causes of these significant pay gaps. 
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It should be noted that in disaggregating ethnicity data into these groups, the 

calculations are using small numbers of employees that are more likely to skew the 

data, and thus any conclusions from the data should be treated with caution. 

However, these initial findings demonstrate the differential experiences that can be 

masked by the aggregate grouping of ‘BAME’. We therefore commit to reviewing our 

ethnicity pay gap data on a disaggregated level quarterly through the Race Equality 

Steering Group on a quarterly basis to monitor and investigate these initial findings. 

3.4    Ethnicity – Academic and Professional Services  

Table 10: Ethnicity Pay Gaps split into Academic and Professional Services 

  
Ethnicity Pay Gap 

(Academic) 

Ethnicity Pay Gap 
(Professional 

Services) 

Mean Ethnicity Pay Gap in Annual 
Salary 



/about-the-university/equality-and-diversity/equality-diversity-and-inclusion-culture-review/
/about-the-university/equality-and-diversity/equality-diversity-and-inclusion-culture-review/
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For the first time in our Equal Pay Review, an intersectional analysis of pay gaps by 

gender and ethnicity has been conducted. The results of this intersectional analysis 

reveal a differential experience for female BAME employees, where significant pay 

gaps 
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Education Staff Statistical Report 2023). Despite this positive progress, the university 

recognises that there is still work to do to improve this data further and does not remain 

complacent. 

The University is committed to supporting staff and applicants who have declared a 

disability.  Anecdotally, positive feedback has been received from employees who have 

received support through reasonable adjustments. 
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5. Section 5 – Sexual Orientation 

Table 16: Total Staff Population by Sexual Orientation 

LGBTQ+ Heterosexual Unknown 

44 391 160 
 

5.1   Sexual Orientation – A Note on Terminology 

In this report, the overall sexual orientation pay gap is 



23 
 



24 
 

6. Equal Pay Action Plan 

Item Overall Action/Objective Rationale Specific Actions for 

Implementation 

Protected 

Characteristic 

addressed 

 

Target 

Completion 

Date  

Responsibility 

1 Conduct an EQIA of the 
Professorial Review Policy 

To investigate any 
potential barriers to 
female professors 
applying to the 
higher bands of the 
Professorial scale. 

Convene a panel to conduct an 
EQIA of the Professorial Review 
Policy; address any barriers to 
women identified. 

Gender June 2024 Head of HR; EDI 

Adviser 

2 Conduct an EQIA of the 
Market Supplements Policy 

Findings suggest 
market supplements 
have 
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Appendix A - Gender Pay Gap Analysis by Grade – All Staff 

Grade 

Mean 
Salary: 
Male 

 

Mean 
Salary: 
Female 

Mean 
Hourly 
Rate: 
Male 

Mean 
Hourly 
Rate:  

Female 

Median 
Salary: 
Male 

Median 
Salary: 
Female 

Median 
Hourly 
Rate:  
Male 

Median 
Hourly 
Rate: 

Female 

Mean 
Pay 
Gap: 

Salary 

Mean 
Pay 
Gap: 

Hourly 
Rate 

Median 
Pay 
Gap: 

Salary 

Median 
Pay 
Gap: 

Hourly 
Rate 

G2 --- --- --- --- --- --- --- --- ---
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Appendix B - Gender Pay Gap Analysis by Grade – Academic Staff 

 

Grade 

Mean 
Salary: 
Male 

 

Mean 
Salary: 
Female 

Mean 
Hourly 
Rate: 
Male 

Mean 
Hourly 
Rate:  

Female 

Median 
Salary: 
Male 

Median 
Salary: 
Female 

Median 
Hourly 
Rate:  
Male 

Median 
Hourly 
Rate: 

Female 

Mean 
Pay 
Gap: 

Salary 

Mean 
Pay 
Gap: 

Hourly 
Rate 

Median 
Pay 
Gap: 

Salary 

Median 
Pay 
Gap: 

Hourly 
Rate 

G6 --- --- --- --- --- --- --- --- 

---
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Appendix G – Gender Pay Gap – Age 

AGE 

Female 
Mean 
FTE 

Salary 

Female 
Mean 

Hourly 
Rate  

Female 
Median 

FTE 
Salary 

Female 
Median 
Hourly 
Rate  

Male 
Mean 
FTE 

Salary 

Male 
Mean 

Hourly 
Rate  

Male 
Median 

FTE 
Salary 

Male 
Median 

FTE 
Hourly 
Rate  

Mean 

Rate 
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Appendix H – Ethnicity Pay Gap Analysis by Grade – All Staff 

Grade 

Mean 
Salary: 
BAME 

 

Mean 
Salary: 
White 
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Appendix I – 




