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SECTION 1 - Introduction 
 
1.2 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)





6 
 

SECTION 2 – Gender 
 

2.1
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2.4 Gender Pay Gap – Professional Services Staff (excluding SLT) 
 

  
Gender Pay Gap 

Mean Gender Pay Gap in Annual Salary -5.31% 

Mean Gender Pay Gap in Hourly Pay -5.27% 

Median Gender Pay Gap in Annual Salary  -1.47% 

Median Gender Pay Gap in Hourly Rate -1.47% 

 

  2016 2017 2018 2020 
Mean Pay Gap  2.33% 0.86% 2.44% -5.31% 
Median Pay Gap 7.63% 0.00% 5.71% -1.47% 

 

 
2.5 Summary Narrative – Gender 
 

Analysis of the data set within our Equal Pay Review 2021 (based on data from 30 March 2020) 
indicates that, for all staff (including the Senior Leadership Team), there is a pay gap in terms of 
mean salary of some -5.07% between female and male employees, in favour of male 
employees.  It is acknowledged that this pay gap has changed considerably since the most 
recent Equal Pay audit was conducted, however it is noted that changes of staff within the 
Senior Leadership Team have significantly influenced this change.  It is demonstrated that if 
salaries of the Senior Leadership Team are excluded, the Pay Gap is less significant at -1.12% 
in favour of male employees. 
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population of staff employed on this grade is significantly smaller than Grade 8, it is largely 
female and as the majority of newly appointed staff are female this has been identified as a 
contributory factor. Like the pay gaps identified within Grade 8, if the same group of staff was to 
remain employed, it is expected that this gap would eventually narrow given that the university’s 
pay policy applies incremental progression on an annual basis.   

In analysing the data by protected characteristics, females between the ages of 25–34 and 45-
54 continue to be paid significantly less than males, with mean pay gaps of 6.41% and 7.77% 
respectively, and a median pay gap 8.34%.  In addition, a median pay gap of 7.10% has been 
identified within the 34-44 age bracket.  Initial analysis demonstrates that within these age 
brackets male employees tend to be employed in roles in higher grades, meaning they will be 
paid more. It is also important to note that within these age brackets there is evidence of 
occupational segregation, there are significantly more male employees employed in IT focused 
roles, while females are the predominant gender employed in roles with an admin focus. Further 
investigation will be required in order to identify causes of this and to determine if there are any 
appropriate actions QMU can take in order to close these gaps.  This will focus on the 
university’s reward and recognition procedures, an initial examination has shown that with over 
half the amount of applications coming from female staff members there doesn’t appear to be 
any concerns relating to fem
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2.8 Gender Pay Gap Analysis – Professional Services Staff 

 Mean 
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SECTION 3 – Ethnicity Pay Gap 
 

3.1 Ethnicity Pay Gap 
 

  
Ethnicity Pay Gap 

Mean Ethnicity Pay Gap in Annual Salary -3.75% 

Mean Ethnicity Pay Gap in Hourly Pay -3.18% 

Median Ethnicity Pay Gap in Annual Salary -2.90% 

Median Ethnicity Pay Gap in Hourly Rate -2.90% 

 

  
2017 2018 2020 

Mean Pay Gap  -5.19% -6.54% -3.75% 

C
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3.2 Ethnicity Pay Gap – Academic Staff 
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incremental progression which would suggest that the pay gap may narrow  In comparison, at 
Grade 10, a higher percentage of BAME staff are currently paid at the spinal points in the 
discretionary range, and closer to the top end of Grade 10.   
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3.5 Ethnicity Pay Gap Analysis by Grade – 
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4.4 Summary Narrative - Disability 
 

As indicated in the tables above, significant pay gaps have been identified in mean, 22.82% and 
median, 30.75% data in favour of staff who have not declared a disability.  It is acknowledged 
that the staff data the university currently holds is not robust enough to offer a detailed 
comparison by grade, approximately 9% of the staff population have not disclosed this 
information.  The University is committed to encouraging staff to declare if they have a disability 
and will explore appropriate mechanisms for doing this. It is possible to confirm that pay gaps 
exist within both Academic and Professional services. Initial investigation indicates that almost 
64.29% staff who have declared a disability are employed in positions at Grade 6 or below, this 
figure compares with 35.27% of staff who have not declared a disability
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Section 5 - Pay Gap –
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Section 6 – Plans to Address Pay Gaps 
 

Action Protected 
Characteristic  
addressed 

Target 
Completion 
Date  

 

Owner 

Promote female career development through established programmes, including Aurora, 
Athena Swan, DEVELOP, Mentoring, and ensure equal access by all staff to promotion 
opportunities through the management of PER and Reward and Recognition. 
 

All  Ongoing 

To be 
reviewed at 
regular 
intervals. 

HR 
Department 

    
Ensure that our revised Reward and Recognition Policy and Procedure provides 
transparent process for reward and promotion of all staff by conducting an annual Equality 
Impact Assessment of the Reward and Recognition process. 

All  April 2022 

 

HR 
Department 

    
We will investigate the root causes of the negative change in the mean gender pay gap 
and we will discuss options for resolving these causes with the Senior Leadership Team 
and our recognised Trade Unions.  Initial analysis indicates that length of service and a 
higher number of male employees being placed on the organisation’s discretionary pay 
points are factors. However detailed research will be undertaken to fully understand these, 
and other identified factors.   
 

Gender  Ongoing HR 
Department 

    
We will provide training to 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 panelists.  
  

All 
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characteristic to declare this to the university.  The initial priority will focus on the collection 

https://www.gov.scot/publications/minority-ethnic-recruitment-toolkit/
https://www.gov.scot/publications/minority-ethnic-recruitment-toolkit/
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We will introduce self-referral system, whereby employees and line managers, can 
confidentially refer themselves for additional support measure in the work place should they 
require it to support a disability in the workplace. 

Disability TBC Head of H&S 

    
Information, including data and collated feedback on staff experiences will be shared with 
all stakeholders, including TUs, fostering shared and stakeholder informed responses to any 
issues identified. 
 

All Ongoing HR 
Department 
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