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Equal Pay Report 2018 
Executive Summary 

NESCol’s overall mean gender pay gap reduced to 6.8% (median = 7.5%) in December 2018, 
compared with 14% (median = 15%) in July 2016. The full-time mean gender pay gap fell to 
5.9% (median = 0.0%) in December 2018, compared with 11% (median = 12%) in July 2016.   

The College’s figures are lower than national figures: the overall mean gender pay gap in 
Scotland in 2017 was 15.2% (median=16.1%) and the overall mean gender pay gap in the UK 
in 2017 was 17.4% (median = 18.4%).  Median figures (used by the Office for National Statistics) 
for the UK in 2018 show an overall gender pay gap of 17.9% and a full-time gender pay gap of 
8.6%. 

In terms of the part-time gender pay gap (where women’s part-time earnings are compared 
with men’s full-time earnings, as this is illustrative of the concentration of part-time work in lower 
paid jobs, source: Close the Gap 2016), NESCol had a mean pay gap of 21.9% in December 
2018, compared with 23% in July 2016.  The median pay gap was 20.2%, compared with 22%. 
The fact that there is little change is likely to be due to the number of women working part-
time (and the grades at which they work) remaining relatively constant. The median pay gap 
for Scotland in 2017 was 33.8% and for the UK in 2017 was 36.4%. 

As most analyses provide a figure that that compares like with like, the part-time gender pay 
gap is also calculated by comparing women’s part-time earnings with men’s part-time 
earnings. 

When the part-time gender pay gap is calculated in this way, NESCol’s mean part-time gender 
pay gap is -11.4% (in favour of women), compared with a median of -8.4% (in favour of 
women).  This is likely to be because the College has more women working part-time than 
men, across both lecturing and support posts. 

In order to tackle underlying contributors to the gender pay gap – particularly around the 
number of women in lower paid part-time support posts – the College will be undertaking focus 
groups during 2019 in order to identify any underlying causes that may be contributing to the 
pay gap.  The College is also looking to introduce a flexible working scheme. 

Introduction 

Under the Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012 (as amended), the 
College is required to publish gender pay gap information. 

The data in this report are based on figures as at December 2018 and are compared with data 
from the College’s previous gender pay gap report as well as national figures.   

The December 2018 date was used in order for there to be appropriate time to analyse the 
information, prior to publishing. 

Pay Gap Calculations 

In order to calculate the gender pay gap, the following methodology was used (Source: Close 
the Gap, Public Sector Equality Duty: Guidance for Reporting on Gender and Employment, 
Equal pay, and Occupational Segregation, August 2016 p32-33): 

A = (mean) hourly rate of pay of male employees 
B = (mean) hourly rate of pay of female employees 
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A - B 
   A           X 100 

(note: % figures are rounded to the nearest whole number) 
 
The same formula was used to calculate the median pay gap. 
 
The College has presented both the mean and median figures for the following reasons: 
 
“The mean average is calculated by adding all individual employees’ hourly rate of pay and 
dividing by the total number of employees. The mean is a useful measure as it includes the 
highest and lowest rates of pay, and because those on the highest rates of pay tend to be 
men, and those on the lowest are more likely to be women, it captures a more complete 
picture of the pay gap. 
 
The median average is calculated by listing all employees’ hourly rate of pay, and finding the 
midpoint. The median is not skewed by very low hourly rates of pay or very high hourly rates of 
pay, and gives a more accurate representation of the ‘typical’ difference. However, because 
of this, it can obscure gendered pay differences” 
  
(Source: Close the Gap, Public Sector Equality Duty: Guidance for Reporting on Gender and 
Employment, Equal pay, and Occupational Segregation, August 2016 p31). 
 

Overall Gender Pay Gap 

The combined, or overall, pay gap figure provides the most complete picture in relation to 
gendered pay inequalities (Source: Close the Gap, Public Sector Equality Duty: Guidance for 
Reporting on Gender and Employment, Equal pay, and Occupational Segregation, August 
2016 p31), available online at: 
https://www.closethegap.org.uk/content/resources/Close-the-Gap-PSED-guidance-on-
gender-and-employment-2016.pdf 
 
The College overall pay gap figure (for both mean and median) includes all employees, 
including all full-time and part-time employees, and employees on permanent and fixed-term 
contracts.  Employees with 2 posts at the College have been counted twice (i.e. once for 
each post) to allow for the posts being at different grades and different rates of pay. 
The pay gap percentage figures were calculated on the basis of the following hourly rates: 
 

 £ 
All male mean hourly rate 20.51 
All male median hourly rate 21.99 

  
All female mean hourly rate 19.11 
All female median hourly rate 20.34 

 
The combined, or overall, gender pay gap figure for NESCol at December 2018 is as follows 
and is compared with the previously reported gender pay gap as at July 2016: 

Overall gender pay gap (%) 

 December 2018 July 2016 
Mean 6.8 14 
Median 7.5 15 

 
 

https://www.closethegap.org.uk/content/resources/Close-the-Gap-PSED-guidance-on-gender-and-employment-2016.pdf
https://www.closethegap.org.uk/content/resources/Close-the-Gap-PSED-guidance-on-gender-and-employment-2016.pdf
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Full-time Gender Pay Gap 
 
The full-time pay gap is calculated by comparing women’s full-time average hourly pay with 
men’s full-time average hourly pay (Source: Close the Gap, August 2016). 
 
The pay gap percentage figures were calculated on the basis of the following hourly rates: 
 

 £ 
Male full-time mean hourly rate 21.96 
Male full-time median hourly rate 21.99 

  
Female full-time mean hourly rate 20.66 
Female full-time median hourly rate 21.99 

 
The same formula as outlined earlier, was used to calculate the full-time pay gap. 
 
The full-time gender pay gap figure for NESCol at December 2018 is as follows and is compared 
with the previously reported full-time gender pay gap as at July 2016: 

Full-time gender pay gap (%) 

 December 2018 July 2016 
Mean 5.9 11 
Median 0.0 12 

 
Part-time Gender Pay Gap 
 
The part-time gender pay gap can be calculated in different ways: 
 
According to Close the Gap, August 2016 and the Equality and Human Rights Commission 
(EHRC), 2011, the part-time pay gap is calculated by comparing women’s part-time average 
hourly pay with men’s full-time.  This is usually much higher than the combined figure and 
illustrative of the concentration of part-time work in lower grade jobs (source: Close the Gap, 
2016).  
 
Sources: 
https://www.closethegap.org.uk/content/resources/Close-the-Gap-PSED-guidance-on-
gender-and-employment-2016.pdf 
accessed: December 2018 
 
https://www.equalityhumanrights.com/sites/default/files/briefing-paper-2-gender-pay-
gap_0.pdf 
accessed: December 2018 
 
This was the methodology used by NESCol to calculate the part-time gender pay gap in its 
previous gender pay gap report and consequently, the same methodology is used below for 
comparative purposes.  
  
  

https://www.closethegap.org.uk/content/resources/Close-the-Gap-PSED-guidance-on-gender-and-employment-2016.pdf
https://www.closethegap.org.uk/content/resources/Close-the-Gap-PSED-guidance-on-gender-and-employment-2016.pdf
https://www.equalityhumanrights.com/sites/default/files/briefing-paper-2-gender-pay-gap_0.pdf
https://www.equalityhumanrights.com/sites/default/files/briefing-paper-2-gender-pay-gap_0.pdf
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The pay gap percentage figures were calculated on the basis of the following hourly rates: 
 

 £ 
Male full-time mean hourly rate 21.96 
Male full-time median hourly rate 21.99 
Female part-time mean hourly rate 17.14 
Female part-time median hourly rate 17.55 

 

This calculation gives a part-time gender pay gap figure for NESCol at December 2018 as 
follows and is compared with the previously reported part-time gender pay gap as at July 
2016. 

Part-time gender pay gap, women part-time compared with men full-time (%) 

 December 2018 July 2016 
Mean 21.9 23 
Median 20.2 22 

 
A more recent document from Close the Gap states that” The denominator used to calculate 
the gender pay gap is normally either the men’s full-time or overall figure” (Source: Close the 
Gap, Working Paper 17, Gender Pay Gap Statistics,  March 2017) 
available online at: 
 https://www.closethegap.org.uk/content/resources/Briefing17.pdf 
accessed: December 2017  
 
The document goes on to state that  “It can be useful to provide an analysis of the part-time 
pay gap using the men’s overall figure, as this number allows for comparability to the headline 
figure. The men’s overall figure captures both full and part-time male workers, so is a useful way 
to measure women’s part-time earnings against an average of all male earnings which has 
taken into consideration part-time male workers, but which is still balanced for women’s lower 
earnings (Source: Close the Gap, Working Paper 17, Gender Pay Gap Statistics,  March 2017). 
 
For this reason, NESCol also details the part-time gender pay gap compared with the men’s 
overall figure: 
 

 £ 
All male mean hourly rate 20.51 
All male median hourly rate 21.99 

  
Female part-time mean hourly rate 17.14 
Female part-time median hourly rate 17.55 

 
This calculation gives the College a part-time pay gap (women part-time compared with 
men overall) of: 
 
Mean: 16.4% 
Median: 20.2% 
 
The Close the Gap document goes on to state that “Most analyses provide a figure that uses 
a like with like comparison for example men’s full-time earnings as the denominator for the full-
time figure and part-time compared to part-time for the part-time pay gap. “ (Source: Close 
the Gap, Working Paper 17, Gender Pay Gap Statistics, March 2017.    
 

https://www.closethegap.org.uk/content/resources/Briefing17.pdf
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For this reason, NESCol details the part-time gender pay gap when compared with the part-
time men’s figure: 
 

 £ 
Male part-time mean hourly rate 15.38 
Male part-time median hourly rate 16.19 
  
Female part-time mean hourly rate 17.14 
Female part-time median hourly rate 17.55 

 
This calculation gives NESCol a part-time pay gap (women part-time compared with men 
part-time) of: 
 
Mean: -11.4% (i.e. in favour of women) 
Median: -8.4% (i.e. in favour of women) 
 
Gender Pay Gap Comparisons 
 
In order to put the College’s figures into perspective, the pay gap figures for Scotland and the 
UK are presented and then compared with NESCol’s figures. 
 
Scottish gender pay gap figures compared with the UK, 2017. 
According to the Scottish Parliament’s SPICe Briefing “The gender pay gap: facts and figures 
– 2017”, Andrew Aiton, 7 March 2018, available online at: 
 
https://sp-bpr-en-prod-cdnep.azureedge.net/published/2018/3/7/The-gender-paygap--
facts-and-figures---2017/SB%2018-19.pdf 
Accessed: 18 December 2018 
 
Overall pay gap 
 
The (median) overall pay gap in 2017 was 16.1% in Scotland and 18.4% in the UK (p10) 
The (mean) overall pay gap in 2017 was 15.2% in Scotland and 17.4% in the UK (p13) 
 
Full-time pay gap 
The (median) full-time gender pay gap in 2017 was 6.6% in Scotland and 9.1% in the UK (p8) 
The (mean) full-time gender pay gap in 2017 was 11.1% in Scotland and 14.1% in the UK (p13) 
 
Part-time pay gap 
The (median) part-time pay gap (women’s part-time pay compared with men’s part-time 
pay) in 2017 was -5.3% (in favour of women) in Scotland and -5.1% in the UK (p12) 
 
The (mean) part-time pay gap (women’s part-time pay compared with men’s part-time pay) 
in 2017 was 3.8% in Scotland and 5.2% in the UK (p13) 
 
The (median) part-time pay gap (women’s part-time pay compared with men’s full-time pay) 
in 2017 was 33.8% in Scotland and 36.4% in the UK (p12) 
 
UK gender pay gap figures, April 2018 
The Office for National Statistics’ Statistical Bulletin “Gender pay gap in the UK: 2018”, published 
25 October 2018, available online at: 
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkingh
ours/bulletins/genderpaygapintheuk/2018 
Accessed: 18 December 2018 

https://sp-bpr-en-prod-cdnep.azureedge.net/published/2018/3/7/The-gender-paygap--facts-and-figures---2017/SB%2018-19.pdf
https://sp-bpr-en-prod-cdnep.azureedge.net/published/2018/3/7/The-gender-paygap--facts-and-figures---2017/SB%2018-19.pdf
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/bulletins/genderpaygapintheuk/2018
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/bulletins/genderpaygapintheuk/2018
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details that the median full-time gender pay gap was 8.6% in 2018 and the overall gender pay 
gap was 17.9%. 
 
The House of Commons Library Briefing Paper, Number 7068, “The Gender Pay Gap”, 8 
November 2018 available online at: 
http://researchbriefings.files.parliament.uk/documents/SN07068/SN07068.pdf 
Accessed: 18 December 2018 
also cites these figures and details that the part-time gender pay gap is -4.4% (ie in favour of 
women). 
 
National figures compared with NESCol figures 
 
The following tables, based on the figures outlined earlier in this report, make it easier to 
compare NESCol’s gender pay gap figures with national gender pay gap figures. 
 
Gender pay gap: median figures (%): 

 Overall Full-time Part-time 
(women p/t & 

men p/t) 

Part-time 
(women p/t and 

men f/t) 
NESCol 2018 7.5 0.0 -8.4 20.2 
Scotland 2017 16.1 6.6 -5.3 33.8 
UK 2017 18.4 9.1 -5.1 36.4 
UK 2018 17.9 8.6 -4.4 - 

 
Gender pay gap: mean figures (%): 

 Overall Full-time Part-time 
(women p/t & 

men p/t) 

Part-time 
(women p/t and 

men f/t) 
NESCol 2018 6.8 5.9 -11.4 21.9  
Scotland 2017 15.2 11.1 3.8 - 
UK 2017 17.4 14.1 5.2 - 
UK 2018 - - - - 

 
Commentary on NESCol’s gender pay gap figures 
 
There has been a reduction in NESCol’s overall and full-time gender pay figures since its last 
gender pay gap report was published. 
 
One of the College’s Equality Outcomes (Outcome 1) is to reduce the gender pay gap by 
addressing the causes of inequality to create a more equal and balanced workforce with men 
and women being more equally represented at all levels in the organisation. 
 
Since the College’s last gender pay gap report was published, the College has undergone a 
number of changes.  Following a rigorous recruitment process, NESCol now has a Principal who 
is female.  In addition, the College has undertaken significant restructuring, which has resulted 
in the re-categorisation of many posts. 
 
As a proxy to try to understand the change in the figures, the College looked at the number 
of staff – male and female, full-time and part-time, by grade, as per its Occupational 
Segregation Report: Gender as at March 2016.  It should be noted that the analysis was 
conducted at a different point in time to the previous gender pay gap report (July 2016) and 
the staff numbers used for each report were different.  However, by using the occupational 
segregation report as a proxy, the College has been able to identify a change in the 
male/female, full-time/part-time make-up of its staff. 
 

http://researchbriefings.files.parliament.uk/documents/SN07068/SN07068.pdf
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The gender balance at SMT/Professional Officer is now very slightly in favour of women, 
whereas previously, it was very slightly in favour of men. In addition, overall, there are now 
fewer women in lower grade support posts Grades 1-5 – as well as in Grades 6-9 - than there 
were previously (although the numbers working part-time have remained relatively constant). 
The College now employs a number of student interns – paid at internship rates - on zero hours, 
fixed-term contracts, the majority of whom are male. 
 
However, although the College’s overall and full-time gender pay gaps figures have fallen, 
and are lower than both the Scottish and UK figures, more comment is required around the 
part-time gender pay gap figures.   
 
When NESCol’s part-time gender pay gap was calculated against men’s full-time, there was 
little change:  the mean figure was 21.9% (compared with the College’s last gender pay gap 
report of 23%), with the median being 20.2%, compared with 22% previously.   This is likely to be 
the case because the number of women working part-time – and the grades at which they 
work - has remained relatively constant. 
 
Although the College’s 20.2% median part-time gender gap (i.e. women’s part-time pay 
compared with men’s full-time pay) is lower than the both the Scottish (33.8%) and UK (36.4%), 
this figure would still indicate that this is an area where the College needs to focus its attention.  
This would also be borne out by the College’s gender pay gap figures of 16.4% mean and 
20.2% median for part-time women when compared with the men’s overall rate. 
 
In terms of the part-time gender pay gap (women’s part-time pay when compared with men’s 
part-time pay) NESCol’s mean part-time gender pay gap is -11.4% (in favour of women), 
compared with a median of -8.4% (in favour of women).  Although the number of males 
working part-time has increased (most likely due to interns being included in the part-time 
figures and an increase in phased retirements leading to part-time work), the pay gap in favour 
of women is likely to be because the College still has considerably more women working part-
time than men. 
 
The College is committed to reducing the gender pay gap and to these ends will be holding 
focus groups during 2019 to understand why there are such a number of women in lower 
graded support posts, in particular in part-time posts.  The College is also looking to introduce 
a flexible working scheme, as it is recognised that a lack of flexible working can contribute to 
a gender pay gap (source: Close the Gap: August 2016) 
 
Notes to the commentary 
It should be noted that since the last gender pay gap report was produced, the College has 
introduced a new HR/Payroll system.  This means that the College can now report on the data 
in different ways and undertake more detailed analysis on a grade-by-grade basis.  Given that 
the number of people in certain grades (and in particular in part-time posts in certain grades) 
is below 5, the College has not published the raw data in case individual staff could be 
identified. 
 
Use of Pay Gap Information 
 
The College’s commitment to deal with the gender pay gap is acknowledged in its Equal Pay 
Statement and in its Equality Outcomes. 


