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NOTICE 
There will be a meeting of the Human Resources Committee of North East Scotland 
College on Wednesday 10 March 2021 at 1030 hours through the use of Microsoft 
Teams. 

 
AGENDA 

Agenda 
Item 

 Paper 

01-21 Apologies for Absence  
02-21 Declaration of any Potential Conflicts of Interest in relation to 

any Agenda Items 
 

03-21 Minute of Previous Meeting – 30 September 2020 X 
04-21 Matters Arising from the Previous Meeting X 
   
 Matters for Discussion - Equalities  
05-21 Staff Equality Profile 2020 X 
06-21 Occupational Segregation Report 2020: Gender X 
07-21 Occupational Segregation Report 2020: Disability X 
08-21 Occupational Segregation Report 2020: Race/Ethnicity X 
09-21 Pay Gap Report 2020: Gender & Ethnicity X 
   
 Matter for Decision - Equalities  
10-21 Equal Pay Statement & Policy X 
   
 Matter for Discussion - Other  
11-21 Staff Wellbeing Update X 
   
12-21 Any Other Business  
   
13-21 Summation of Business and Date of Next Meeting  

 



 

 
 

Agenda Item 03-21 
HUMAN RESOURCES COMMITTEE 

 
Draft Minutes of the meeting of the Human Resources Committee held on Wednesday 30 
September 2020 at 1030 hours via Microsoft Teams. 

 
Agenda 

Item 
 

 

Present: 
Ann Bell – Chair 
Neil Cowie 
Susan Elston - Vice Chair 
Abha Maheshwari 
Ken Milroy 
Gwen Watt 
 
In attendance: 
Kimra Donnelly, Director of People Services 
Elaine Reid, Senior HR Business Partner 
Pauline May, Secretary to the Board 
Susan Lawrance, Minute Secretary 
 

13-20 
Apologies: 
John Henderson. 
 

14-20 
Declaration of any Potential Conflicts of Interest in relation to any Agenda Items 
There were no declarations of potential conflicts. 
 

15-20 
Minutes of Previous Meeting – 26 May 2020 
The minutes were approved as a true and accurate record.  
 

16-20 

Matters Arising from the Previous Meeting 
Members noted the Matters Arising Report.  
 
K Milroy provided some additional information on the recent induction of the 
two Trade Union Nominees who as of 07 October 2020 will be in attendance at 
Board Meetings in an observer capacity. 
 
No further matters were raised. 
 

 
Matters for Decision 
 

17-20 

Committee Terms of Reference 
Members reviewed the Committee’s Terms of Reference and agreed that they 
accurately reflected its main areas of focus, subject to required updates to 
terminology and to refer to current practice.  
 

18-20 

Programme of Business for AY2020-21 
The Committee considered a draft Programme of Business for AY2020-21.  A 
proposal to convene an additional meeting of the Committee in March 2021 to 
enable Members to contribute to the College’s equality reporting requirements 
for April 2021 was approved.   
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Matters for Discussion 

19-20 

People Services Management Information – Equalities 
Members considered a paper summarising key information and identified 
actions from the College’s annual staffing equalities data for 2019. 
 
E Reid presented the detailed report, containing comparable data for 2018, 
noting that the College is required to publish the document every two years but 
that it is prepared annually for College purposes. 
 
It was highlighted that the data was reported against two categories – male 
and female – in line with HMRC requirements – but that the College was 
currently exploring with the providers of the College’s HR & Payroll system to 
ascertain if further categories can be made available. 
 
The preference for high number of staff to select ‘prefer not to say’ in relation 
to the recording of some protected characteristics information and its negative 
impact on the ability to effectively analyse trend data was highlighted.  
Members were advised that consideration was currently being given as to how 
this can be positively addressed.  
 
Planned actions to further interrogate key data sets such as the holding of 
focus groups, the revision of the College’s staff equal opportunities monitoring 
questionnaire, and targeted training for managers were highlighted.   
 
Key statistics relating to the recruitment of College staff were highlighted, 
specifically in relation to applications from women and those from a BAME 
background, noting that work to interrogate specific imbalances was planned. 
 
A discussion was also held, including the following areas: 

• the potential to consider data at department rather than College level 
to help identify curriculum areas where roles are traditional viewed as 
male or female 

• key equality related considerations and career aspiration discussions as 
part of the staff i-Con process i.e. ambition to progress from a part-time 
role to a full-time role 

• the inclusion of equality-related targets in department improvement 
plans 

• the need to ensure there are effective succession planning 
arrangements due to the age profile of the College’s workforce. 

 
N Cowie advised that lessons learned in relation to home working would be 
shared with the Committee in due course.  A short discussion followed on 
developments arising from the COVID-19 pandemic relating to the use of 
technology and flexible working and potential positive impacts on addressing 
gender imbalance in the workforce e.g. part-time female staff members.  
 
The provision of further detailed equality information at the next meeting of the 
Committee, including occupation segregation reports, was noted.  
 

20-20 

People Services Enhancement Plan AY2020-21 
The Committee considered a paper providing key information on the People 
Services Enhancement Plan for AY2020-21. 
 
K Donnelly summarised the rationale for the inclusion of the key four areas of 
focus contained in the Plan – Health & Wellbeing, Workforce Planning, 
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Management Information, and Enhanced Partnership Working with the 
Students’ Association. 
 
The impact of the COVID-19 pandemic on the significantly increased workload 
of the People Services Team was highlighted.  COVID-19 considerations and 
impacts on the Plan’s areas of focus were noting, including the development 
of further support in relation to health and wellbeing, particularly related to 
home working and the requirement for the delivery of online teaching. 
 
A discussion was also held on planned work in relation to workforce planning, 
including current discussion to aid the development of a framework.    
 

 
Matters for Information 

21-20 

National Collective Bargaining Update 
Members were provided with an update on recent National Collective 
Bargaining developments.  
 
N Cowie advised the Committee of the current position in relation to pay 
awards made to EIS-FELA and UNISON.  Members were advised that a 2% 
increase had been included in the College budget and that this would be 
revisited if required. 
 
The positive and effective relationship with local Union representatives at 
regular LJNC meetings was highlighted by N Cowie.  The potential for conflict 
between local and national positions was noted. 
In relation to the national job evaluation process, K Donnelly reported that this 
was currently 60% complete and it was likely that the process would not be 
completed until later next year. 
 
In relation to the Coronavirus Job Retention Scheme, K Donnelly confirmed that 
no NESCol employees were currently furloughed but that some ASET staff 
remained on the Scheme. 
 

22-20 

Learning and Development Update 
The Committee noted an update on completed AY2019-20 and planned 
AY2020-21 Learning Development Team activity. 
 
K Donnelly summarised the paper, highlighting the significant amount of work 
delivered by the Team in relation to health and wellbeing, and the provision of 
support for the online delivery of teaching in partnership with the Learning 
Technologies Team.   
 
The impact of the COVID-19 pandemic was highlighted as positive in terms of 
the Year of Digital in relation to requiring the adoption and wide spread use of 
new digital tools through necessity.  The creation of a new online staff training 
course – Teaching Online @ NESCol – was noted. 
 
In relation to the operation of the Regional Board, K Milroy noted the 
requirement to support the development of Members’ knowledge regarding 
the use of Microsoft Teams, adding that arrangements were being put in place 
by the Secretary to the Board.  N Cowie stressed the importance of Members 
engaging with any training provided in facilitating an effective Board Strategy 
Event in November 2020. 
 
G Watt commented on the positive impact the COVID-19 pandemic has had 
in relation to the enhanced service that can be offering to students through the 
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use of new digital platforms from the perspective of both staff and students i.e. 
the introduction of an online booking system for virtual student support 
appointments has encouraged students who may not have sought this service 
before to access available guidance. 

23-20

Learning Technologies Update 
Members noted a paper providing an update on completed AY2019-20 and 
AY2020-21 Learning Technologies Team activity. 

K Donnelly summarised the report, highlighting statistics showing significant 
increases in the use of and engagement with various digital platforms ad apps.  

G Watt commented on the significant amount of support the Learning 
Technologies Team has provided staff in the effective use of various digital tools 
and packages, adding that this had been instrumental in the successful 
approach adopted across the College. 

24-20

HR Policies Overview 
The Committee noted a paper providing an update regarding the status of 
and planned People Services programme of review for the College’s HR-
related policies. 

K Donnelly updated Members on recent work undertaken to ensure all HR 
Policies are factually up-to-date.  Further scheduled work to review the 
contents of all policies was explained, noting a proposed timeline.  The 
requirement to consult with Trade Union representatives where a policy 
contains potential impacts on staff terms and conditions was noted.  In relation 
to polices to be determined in due course as part of the National Collective 
Bargaining process, it was agreed in line with a suggestion from K Milroy that 
these policies would be shared with the Committee for information.  

It was agreed that it would be helpful for the Committee to receive regular 
updates on the status of HR Policies going forward.  

25-20

Any Other Business 
The Committee recorded its thanks to K Donnelly, and the People Services, 
Learning & Development, and Learning Technologies Teams for the high 
standard of work they continue to deliver and their contributions to the College 
continuing to respond effectively to the COVID-19 pandemic. 

26-20

Summation of Business and Date of Next Meeting 
The Secretary gave a summation of the business conducted.  The next meeting 
of the Human Resources Committee is scheduled to take place on 10 March 
2021 at 1030 hours. 

Reserved Item of Business – Matter for Information 

27-20

Voluntary Severance Update 
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28-20
Summation of Reserved Items of Business 
The Secretary gave a summation of the reserved business conducted. 

Meeting ended 1115 hours 

Agenda 
Item 

Actions from Human Resources 
Committee 30/09/20 

Responsibility Deadline 

17-20
Finalise Committee Terms of 
Reference as agreed. 

P May As soon as possible 

18-20
Convene an additional meeting of 
the Committee for 10 March 2021 

P May As soon as possible 

Signed:…………………………………………. Date: …………………………………………… 



 Agenda Item 04-21 

HUMAN RESOURCES COMMITTEE 

An update on matters arising from the meeting of the Human Resources Committee 
held on 30 September 2020. 

Agenda 
Item 

17-20

Action: Finalise Committee Terms of Reference as agreed. 

Status: Complete – a copy of the finalised Terms can be accessed in the 
HR Committee Channel of the Regional Board Team Space. 

18-20

Action: Convene an additional meeting of the Committee for 10 March 
2021. 

Status: Complete. 

27-20

https://teams.microsoft.com/_#/school/files/5.%20Human%20Resources%20Committee?threadId=19%3A959dc3fb316e42b0bc1bd750f215ec44%40thread.tacv2&ctx=channel&context=Human%2520Resources%2520Committee&rootfolder=%252Fsites%252FRegionalBoard%252FShared%2520Documents%252FHuman%2520Resources%2520Committee


 Agenda Item 05-21 

HUMAN RESOURCES COMMITTEE 

Meeting of 10 March 2021 

Title: Staff Equality Profile 2020 

Author: Elaine Reid. Senior HR Business 
Partner 

Contributor(s): Kimra Donnelly, Director of 
People Services 

Type of Agenda Item: 

For Decision ☐

For Discussion ☒

For Information ☐

Reserved Item of Business  ☐ 

Purpose: To provide the Committee with the College’s Staff Equality Profile 2020 
with comparison to the Staff Equality Profile 2019. 

Linked to Strategic Goal: 

4. Deliver an excellent learning environment and experience leading to
successful outcomes for all learners.

Linked to Annual Priority: 

7. Promote talent management, innovative learning and teaching and
excellence in leadership and business management through the development of
a new and integrated approach to organisational development.

Executive Summary: The Equality Act 2010 has a Public Sector Equality Duty 
(PSED), which is underpinned by Specific Duties for Scotland.  The Specific Duties 
require the College to gather, use and publish employee information.  This 
information needs to be published every 2 years (covering annual information).  

Appendix 1 details employee information (including recruitment and retention) 
by protected characteristics for the years 2020 and 2019. 

As at 31 December 2020, the College had a headcount of 579, compared with a 
headcount of 583 at 31 December 2019.  

The College continues to employ more women (323; 55.8% of overall headcount 
in 2020; 323; 55.4% of headcount in 2019) than men (256; 44.2% of overall 
headcount in 2020; 260; 44.6% of headcount in 2019). 

The College also continues to employ considerably more part-time female staff 
(158; 27.3% of overall headcount in 2020; 130; 22.3% of overall headcount in 2019) 



than male staff (35; 6.0% of overall headcount in 2020; 29; 5.0% of overall 
headcount in 2019). 

With regards to other protected characteristics, the majority of College staff 
continue to be: in the age range 45-59 (277; 47.8% of headcount in 2020; 273; 
46.8% of headcount in 2019); in a “White: Scottish” category (388; 67.0% of 
headcount in 2020; 385; 66.0% of headcount in 2019; 359); in a “no religion/belief 
“ category (231; 39.9% of headcount in 2020; 225; 38.6% of headcount in 2019), 
followed closely by the “Christian” category (215; 37.1% of headcount in 2020; 
223; 38.3% of headcount in 2019); and are in a “heterosexual” category (473; 
81.7% of headcount in 2020; 476; 80.1% of headcount in 2019). 

The report identifies actions and next steps around the following, which will be 
used to advance equality of opportunity: 

• The concentration of women in part-time work
• Addressing non-declaration rates
• Disability and gender reporting in the HR/Payroll system
• Examining reasons for leaving for those in the 30-44 age group and in the

“Christian” religion/belief category
• Examining recruitment practices, in particular with regards to ethnicity.

Appendix 2 details the above in People Services Equalities Action Plan. 

Recommendation: 
It is recommended that Committee note the information provided. 

Previous Committee Recommendation/Approval (if applicable): 
None 

Equality Impact Assessment: 

Positive Impact ☐ 

Negative Impact ☐ 

No Impact  ☒ 

Evidence:  This report is for information only. 
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Appendix 1 

North East Scotland College Staff Equality Profile: 2020 compared with 2019 

Executive Summary 

The Equality Act 2010 has a Public Sector Equality Duty (PSED), which is underpinned by Specific Duties 
for Scotland.  The Specific Duties require the College to gather, use and publish employee information.  
This information needs to be published every 2 years (covering annual information).   

This report covers employee information (including recruitment and retention) by protected 
characteristics for the years 2020 and 2019. 

Staff development is covered in a separate report. 

As at 31 December 2020, the College had a headcount of 579, compared with a headcount of 583 at 
31 December 2019.  

The College continues to employ more women (323; 55.8% of overall headcount in 2020; 323; 55.4% 
of headcount in 2019) than men (256; 44.2% of overall headcount in 2020; 260; 44.6% of headcount 
in 2019).  

In terms of wider gender figures, according to National Records for Scotland council area data sheets, 
in 2018, 50.2% of the total population for both Aberdeen and Aberdeenshire (although these figures 
include children and those who are not of working age) were female and 49.8% were male. 

The College also continues to employ considerably more part-time female staff (158; 27.3% of overall 
headcount in 2020; 130; 22.3% of overall headcount in 2019) than male staff (35; 6.0% of overall 
headcount in 2020; 29; 5.0% of overall headcount in 2019).  

Of the 323 female staff employed in the College at 31 December 2020, 165 (51.1%) work full-time 
whereas 158 (48.9%) work part-time.  This compares with 193 (59.8%) of the 323 women working full-
time as at December 2019 and 130 (40.2%) working part-time in 2019.  

Of the 256 male staff employed at the College at 31 December 2020, 221 (86.3%) work on a full-time 
basis and 35 (13.7%) work on a part-time basis.  This compares with 231 (88.8%) of the 260 male staff 
in 2019 working full-time and 29 (11.2%) working part-time. 

These figures clearly illustrate that part-time employment in the College is considerably in favour of 
women. 

In terms of a wider comparison, according to the House of Commons Library Briefing Paper Number 
7950, with regards to part-time work, in the UK 40.6% (41.1% in Scotland) of women in employment 
were working part-time compared to 13.1% of men, in the period October 2018-September 2019.  

With regards to other protected characteristics, the majority of College staff continue to be: in the age 
range 45-59 (277; 47.8% of headcount in 2020; 273; 46.8% of headcount in 2019); in a “White: 
Scottish” category (388; 67.0% of headcount in 2020; 385; 66.0% of headcount in 2019; 359); in a “no 
religion/belief “ category (231; 39.9% of headcount in 2020; 225; 38.6% of headcount in 2019), 
followed closely by the “Christian” category (215; 37.1% of headcount in 2020; 223; 38.3% of 
headcount in 2019); and are in a “heterosexual” category (473; 81.7% of headcount in 2020; 476; 
80.1% of headcount in 2019). 
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There are, however, still some protected characteristics where there are a number of staff in a “prefer 
not to say/not indicated” category.  There is also an issue with the HR/Payroll system around the 
reporting of the disability protected characteristic and around the system’s current reporting of 
gender as binary, which the College will be addressing with its HR/payroll system provider. 
 
In general, although the figures are not directly comparable, the College is broadly reflective of wider 
statistics. The largest ethnic group in Scotland (2018), according to the Scottish government, was 
White: Scottish (76.7%), with 95.4% being of a white ethnicity.  Figures for the “religion/belief” 
protected characteristic come from the 2011 census for Scotland (and as such are not recent), with 
37% having no religion/belief and 32% being Church of Scotland.  The College’s age categories are 
different to those for Aberdeen and Aberdeenshire.  In 2018, according to National Records for 
Scotland council area data sheets, the 25-44 age group was the largest in Aberdeen, whereas in 
Aberdeenshire, 45-64 years was the largest age group. 
 
Given that the College (which covers both Aberdeen and Aberdeenshire) has the greatest number of 
staff in the age range 45-59, which would be more in line with Aberdeenshire than Aberdeen figures, 
this would indicate that the College has an ageing workforce.  The College is looking to address this 
via workforce and succession planning. 
 
However, broadly speaking, the College staff profile largely reflects its wider geography. 
 
As regards the retention of staff, the leaver profile is largely consistent with the wider staff profile, 
with the exception, in 2020, of the age and religion/belief protected characteristics. 
 
In 2020, the greatest number of leavers (10 out of a total of 32 leavers) was in the age range 30-44, 
whereas the greatest number of staff is in the 45-59 age bracket.  The College should examine the 
reasons for leaving in this age category, to identify if there is a retention issue that needs to be 
addressed. 
 
However, the next largest age categories of leavers were in the 45-59 age range (9 leavers in 2020) 
and 60+ age range (9 leavers). It is, therefore, of note that 18 out the College’s total leavers (32) in 
2020 were 45 years plus.  
 
In 2019, the leaver profile was more in line with the staff profile in that the largest number of leavers 
(19 out 52 leavers) was in the age range 45-59 years.  There were also 9 leavers who were 60 years 
plus, meaning that 28 out 52 leavers were aged 45 years plus. 
 
Given that the College has an older workforce profile and that 18 of its 32 leavers were 45 years plus, 
these figures would indicate that the College should be looking at workforce and succession planning. 
 
In 2020, the greatest number of leavers was in the “Christian” category (15), followed by “no 
religion/belief” (11).  This would indicate that the leaver profile is different to the wider staff profile, 
where the greatest number of staff are in the “no religion/belief” category, followed closely by the 
“Christian” category.  Given that the College staff profile illustrates a decreasing percentage of staff in 
“Christian” category and an increase in the “no religion/belief” category, the College should examine 
the reasons for these staff leaving. 
 
In terms of recruitment, it should be noted that there was less recruitment during 2020 than in 
previous years (as a consequence of COVID-19), so care should be taken when making inferences from 
small numbers, in particular with appointments (as there were only 25 appointments in 2020). 
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Figures show that both in 2020 and 2019, the College continues to receive more applications from 
women (70.4% in 2020; 57.7% in 2019) than men (26.1% in 2020; 38.4% in 2019) and also appoints 
more women (68.0% of those appointed in 2020; 48.2% in 2019) than men (32.0% of appointments in 
2020; 39.8% in 2019). 
 
However, given that College has a gender balance in favour of women and continues to recruit more 
women than men, it is recommended that its recruitment practices are examined in more detail. 
 
Some 7.0% of applications in 2020 were from people of a Black/Asian/Ethnic Minority ethnicity. 4.6% 
of the people shortlisted were from this ethnic background, but 0.0% of those appointed were of this 
ethnicity.  There was a similar picture in 2019, where 8.7% of applicants were from this ethnic 
background, 4.7% of those shortlisted were of this ethnicity, but 0.0% of those appointed were of a 
Black/Asian/Ethnic Minority ethnicity.  This would suggest that the College should examine its 
recruitment processes with regards to this protected characteristic. 
 
In 2020, 55.0% of people who applied for a vacancy were in a “no religion/belief” category (52.3% in 
2019).  This resulted in 84.0% of those appointed being in a “no religion/belief” category (49.4% in 
2019).  The next largest category was Christian with 31.4% of those applying being in this category 
(34.6% in 2019).  This resulted in 12.0% of those appointed being in a “Christian” category (36.1% in 
2019.  Although there were only 25 appointments in 2020 and care should be exercised when 
interpreting small numbers, nevertheless, it is recommended that the College should examine this as 
part of a wider review of its recruitment practices. 
 
Generally, it would appear that College is largely recruiting in the image of its current staff profile, 
although it should be noted that the staff protected characteristic profile is largely in line with its wider 
geography. However, it is recommended that the College examines all its recruitment practices in 
more detail, in particular around the ethnicity protected characteristic. 
 
Based on these analyses, the report then identifies actions and next steps, which will be used to 
advance equality of opportunity, in particular around: 

• The concentration of women in part-time work 
• Addressing non-declaration rates  
• Disability and gender reporting in the HR/Payroll system 
• Examining reasons for leaving for those in the 30-44 age group and in the “Christian” 

religion/belief category 
• Examining recruitment practices, in particular with regards to ethnicity 

 
It should be noted that the College has made some progress with regard to improving equality of 
opportunity in recruitment.  In 2019 the College took steps to eliminate gendered vocabulary in its 
recruitment, as it has been has shown that job adverts and job descriptions carry unconscious gender 
bias and that this deters people of the opposite gender from applying for those posts.  As a 
consequence of this, the College now uses a gender bias decoder before posting any job adverts.  The 
impact of this cannot yet be fully measured, due to the limited recruitment in 2020, as a consequence 
of COVID-19. 

The College has also recently introduced an Employee Assistance Programme, which gives staff free 
access to counselling.  This is in addition to support from Occupational Health. 
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Background 
 
The Equality Act 2010 has a Public Sector Equality Duty (PSED) under section 149.  This includes a 
general equality duty which requires listed authorities, including the College, to have due regard to 
the need to: 

• eliminate unlawful discrimination, harassment and victimisation and other conduct prohibited 
by the Equality Act 2010 

• advance equality of opportunity between people from different protected characteristic 
groups, considering the need to: 
- remove or minimise disadvantages suffered by people due to their protected 

characteristics. 
- meet the needs of people with protected characteristics. 
- encourage people with protected characteristics to participate in public life or in other 

activities where their participation is low. 
• foster good relations between people from different protected characteristic groups, tackling 

prejudice and promoting understanding between people from different groups. 
 

The Equality Act 2010 (Specific Duties) (Scotland) regulations 2012 (as amended), requires listed 
authorities to gather, use and publish employee information.  The purpose of the specific duties is to 
assist public bodies, including the College, to meet the general equality duty. 
 
The Specific Duties require the College to gather information on the composition of its employees and 
information on the recruitment, development and retention of employees with respect to, in each 
year, the number and relevant protected characteristics of such people.  This information must be 
published every two years. 
 
The information gathered must be used to improve the College’s performance in terms of the general 
equality duty. 
 
Sources:  
Equality and Human Rights Commission, “Employee Information and the Public Sector Equality Duty: 
A guide for public authorities in Scotland”, July 2016, available online at: 
https://www.equalityhumanrights.com/en/publication-download/employee-information-and-
public-sector-equality-duty-guide-public-authorities 
Accessed: 07 January 2021 
 
Equality Challenge Unit (now called Advance HE), “The public sector equality duty: specific duties for 
Scotland (revised), February 2017, available online at: 
https://www.ecu.ac.uk/publications/the-public-sector-equality-duty-specific-duties-for-scotland-
revised/ 
Accessed: 07 January 2021 
 
The public sector equality duty: specific duties for Scotland 2019 interim reporting, Advance HE, 2019. 
 
Equality Act 2010 Public Sector Equality Duty (Section 149), available online at: 
https://www.legislation.gov.uk/ukpga/2010/15/section/149 
Accessed 16 February 2021 
 
Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012, available online at: 
https://www.legislation.gov.uk/ssi/2012/162/contents/made 
Accessed: 16 February 2021 

https://www.equalityhumanrights.com/en/publication-download/employee-information-and-public-sector-equality-duty-guide-public-authorities
https://www.equalityhumanrights.com/en/publication-download/employee-information-and-public-sector-equality-duty-guide-public-authorities
https://www.ecu.ac.uk/publications/the-public-sector-equality-duty-specific-duties-for-scotland-revised/
https://www.ecu.ac.uk/publications/the-public-sector-equality-duty-specific-duties-for-scotland-revised/
https://www.legislation.gov.uk/ukpga/2010/15/section/149
https://www.legislation.gov.uk/ssi/2012/162/contents/made
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Introduction 
 
The College is required to publish protected characteristics data for its staff every 2 years (covering 
annual information) and use this data to meet the general equality duty.  
 
This report provides staff data for 2020 compared with 2019.   
 
In terms of the data, it should be noted that the College is still in the process of fully implementing its 
new HR/Payroll system. When this has been fully implemented, the College plans to introduce a 
revised Equal Opportunities Monitoring questionnaire, in line with standardised equality monitoring 
questions, as per the guidance from Advance HE, March 2018, available online at: 
https://www.ecu.ac.uk/publications/guidance-gathering-staff-equality-data-colleges/ 
Accessed: 07 January 2021 
 
The revised equal opportunities questionnaire (where staff will able to directly input the information 
themselves) will be accompanied by further information on the reasons for collecting this information.  
It is anticipated that this will enable the College to reduce its non-declaration rates, thus providing the 
College with more complete and accurate data, which will enable the College to better use its 
information to advance equality of opportunity between people from different protected 
characteristics groups.   
 
It had originally been planned to introduce this revised monitoring questionnaire earlier, but due to 
some issues with the new HR/Payroll system, this has not yet happened and remains as an outstanding 
action. 
 
 
Notes regarding the analysis 
 
It should be noted that, for the purposes of this document, student interns on zero-hours contracts 
have not been included.  This is due to the short-term, College course-related nature of the internship, 
and the inclusion of their numbers would not give a representative staff picture. 
 
As this reports looks at the number of employees by protected characteristic, staff who have 2 posts 
have only been counted once, under the category of their main post.  
 
The College’s new HR/Payroll system only allows for gender to be reported as male or female in line 
with HMRC requirements, so all gender analysis has been done on the basis of gender defined as 
male/female. The College is currently working with its provider to address this for gender reporting. 
 
It should be noted that throughout this report, Nescol figures are rounded to one decimal place, so 
percentage figures may not total 100, due to rounding. 
 
Where there are fewer than 5 staff in any particular protected characteristic category, the actual 
number is not reported as individual staff may otherwise be identifiable. 
 
 
  

https://www.ecu.ac.uk/publications/guidance-gathering-staff-equality-data-colleges/
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Staff Equality Overview by Protected Characteristics: 2020 and 2019 
 
All figures relate to 31 December 2020 and are compared with figures as at 31 December 2019. 
 
As at 31 December 2020, the College had a headcount of 579, compared with a headcount of 583 at 
31 December 2019.  
 
Gender 
 
The College’s Equal Opportunities Form, under the heading of gender, includes the options of: male; 
female; other; prefer not to say, but the new HR system only allows for “male” or “female”, in line 
with HMRC requirements, but not in line with HR equalities reporting requirements.  HR is addressing 
this with its system provider. 
 
As at 31 December 2020, the gender profile for the College was: 
 

 Headcount 
 

% of total headcount 

Position 
status 
 

Female Male Total Female Male Total 

Full-time 165 221 386 28.5 38.2 66.7 
Part-time 158 35 193 27.3 6.0 33.3 
Total 323 256 579 55.8 44.2 100.0 

Note: % figures rounded to one decimal place 
 
As at 31 December 2019, the gender profile for the College was: 
 

 Headcount 
 

% of total headcount 

Position 
status 
 

Female Male Total Female Male Total 

Full-time 193 231 424 33.1 39.6 72.7 
Part-time 130 29 159 22.3 5.0 27.3 
Total 323 260 583 55.4 44.6 100.0 

Note: % figures rounded to one decimal place 
 
These figures illustrate that the College continues to employ more female than male staff, with the 
percentage of female staff increasing slightly from 55.4% of overall headcount in 2019 to 55.8% in 
2020.  It is notable that the percentage of women working part-time increased from 22.3% of total 
headcount in 2019 to 27.3% in 2020, whereas the number of male staff working part-time increased 
from 5.0% in 2019 to 6.0% in 2020.  
 
With regards to wider figures, in 2018, there were more females (50.2%) than males (49.8%) living in 
Aberdeen City, with the figures being the same for Aberdeenshire (although these figures include 
children and those who are not of working age). There were also more females (51.3%) than males 
(48.7%) living in Scotland overall. 
Sources: 
https://www.nrscotland.gov.uk/files/statistics/council-area-data-sheets/aberdeen-city-council-
profile.html 

https://www.nrscotland.gov.uk/files/statistics/council-area-data-sheets/aberdeen-city-council-profile.html
https://www.nrscotland.gov.uk/files/statistics/council-area-data-sheets/aberdeen-city-council-profile.html
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Accessed: 8 January 2021 
 
https://www.nrscotland.gov.uk/files/statistics/council-area-data-sheets/aberdeenshire-council-
profile.html 
Accessed: 8 January 2021 
 
Of the 323 female staff employed in the College at 31 December 2020, 165 (51.1%) work full-time 
whereas 158 (48.9%) work part-time.  This compares with 193 (59.8%) of the 323 women working full-
time as at December 2019 and 130 (40.2%) working part-time in 2019. 
 
Of the 256 male staff employed at the College at 31 December 2020, 221 (86.3%) work on a full-time 
basis and 35 (13.7%) work on a part-time basis.  This compares with 231 (88.8%) of the 260 male staff 
in 2019 working full-time and 29 (11.2%) working part-time. 
 
These figures illustrate the concentration of female staff working part-time, when compared with 
male staff.  The implications of this are detailed in the College’s Gender Pay Gap Report: 2020 and 
Occupational Segregation Report 2020: Gender. 
 
In terms of a wider comparison, with regards to part-time work, in the UK 40.6% (41.1% in Scotland) 
of women in employment were working part-time compared to 13.1% of men.  
Source:  Labour Market Statistics: UK Regions and Countries, 9 March 2020, House Commons Library 
Briefing Paper Number, 7950, available online at: 
https://researchbriefings.files.parliament.uk/documents/CBP-7950/CBP-7950.pdf  
Accessed:  8 January 2021 
Contains Parliamentary information licensed under the Open Parliament Licence v3.0. 
 
Age 
 
The age profile for the College as at 31 December 2020 was: 

 Headcount % of total headcount 

Age Band Female Male Total Female Male Total 

16-29 28 13 41 4.8 2.2 7.1 
30-44 104 80 184 18.0 13.8 31.8 
45-59 160 117 277 27.6 20.2 47.8 
60-75+ 31 46 77 5.4 7.9 13.3 
Total 323 256 579 55.8 44.2 100.0 

Note: % figures rounded to one decimal place 
  

The age profile for the College as at 31 December 2019 was: 
 Headcount % of total headcount 
Age Band Female Male Total Female Male Total 

16-29 31 15 46 5.3 2.6 7.9 

30-44 106 84 190 18.2 14.4 32.6 
45-59 158 115 273 27.1 19.7 46.8 

60-75+ 28 46 74 4.8 7.9 12.7 
Total 323 260 583 55.4 44.6 100.0 

Note: % figures rounded to one decimal place 

https://www.nrscotland.gov.uk/files/statistics/council-area-data-sheets/aberdeenshire-council-profile.html
https://www.nrscotland.gov.uk/files/statistics/council-area-data-sheets/aberdeenshire-council-profile.html
https://researchbriefings.files.parliament.uk/documents/CBP-7950/CBP-7950.pdf
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These figures clearly illustrate that the greatest concentration of staff continues to be in the 45-59 age 
bracket (47.8% of total headcount in 2020 and 46.8% in 2019). 
 
This compares with the age population for Aberdeen City and Aberdeenshire, with the College being 
more in line with Aberdeenshire: 
 
Population by age group by sex, Aberdeen City, 2018 
 

Age group  Male  Female  All people  % of 
population  

Scotland % of 
population  

All people  113,252  114,308  227,560  100.0  100.0  
0 to 15  17,793  17,040  34,833  15.3  16.9  
16 to 24  12,870  14,487  27,357  12.0  10.7  
25 to 44  39,476  35,625  75,101  33.0  25.9  
45 to 64  27,334  27,403  54,737  24.1  27.6  
65 to 74  9,358  9,939  19,297  8.5  10.5  
75 and over  6,421  9,814  16,235  7.1  8.4  

Source: Population Estimates Time Series Data 
Available online at:https://www.nrscotland.gov.uk/files/statistics/council-area-data-
sheets/aberdeen-city-council-profile.html#table_pop_est_sex_age 
Accessed: 8 January 2021 
 
In terms of overall size, the 25 to 44 age group was the largest in 2018 in Aberdeen, with a population 
of 75,101. 
 
Population by age group by sex, Aberdeenshire, 2018 
 

Age group  Male  Female  All people  % of 
population  

Scotland % of 
population  

All people  130,179  131,291  261,470  100.0  100.0  
0 to 15  25,184  23,849  49,033  18.8  16.9  
16 to 24  12,786  10,774  23,560  9.0  10.7  
25 to 44  31,147  31,536  62,683  24.0  25.9  
45 to 64  37,774  38,621  76,395  29.2  27.6  
65 to 74  14,210  14,596  28,806  11.0  10.5  
75 and over  9,078  11,915  20,993  8.0  8.4  

Source: Population Estimates Time Series Data 
Available online at: 
https://www.nrscotland.gov.uk/files/statistics/council-area-data-sheets/aberdeenshire-council-
profile.html#table_pop_est_sex_age 
Accessed: 8 January 2021 
 
In terms of overall size, the 45 to 64 age group was the largest in 2018 in Aberdeenshire, with a 
population of 76,395.   
 
 
  

https://www.nrscotland.gov.uk/statistics-and-data/statistics/statistics-by-theme/population/population-estimates/mid-year-population-estimates/population-estimates-time-series-data
https://www.nrscotland.gov.uk/files/statistics/council-area-data-sheets/aberdeen-city-council-profile.html#table_pop_est_sex_age
https://www.nrscotland.gov.uk/files/statistics/council-area-data-sheets/aberdeen-city-council-profile.html#table_pop_est_sex_age
https://www.nrscotland.gov.uk/statistics-and-data/statistics/statistics-by-theme/population/population-estimates/mid-year-population-estimates/population-estimates-time-series-data
https://www.nrscotland.gov.uk/files/statistics/council-area-data-sheets/aberdeenshire-council-profile.html#table_pop_est_sex_age
https://www.nrscotland.gov.uk/files/statistics/council-area-data-sheets/aberdeenshire-council-profile.html#table_pop_est_sex_age
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Ethnicity 
 
The following table outlines the ethnicity profile for the College, as at 31 December 2020 compared 
with 31 December 2019. 
 
Note that where there are fewer than 5 staff in any category, the figures are not published as staff 
could otherwise be identified. 
 
 

Note: % figures are rounded to one decimal place; N/P = not published 
 
This table shows that the College staff continue to be overwhelmingly in a “white” ethnicity category, 
with the greatest percentage being “White – Scottish” (67.0% in 2020 and 66.0% in 2019). It should 
be noted that 7.4% of staff in 2020 and 7.5% in 2019 did not declare their ethnicity. In 2020, 1.6% of 
staff were in an “Asian/Asian British” category, compared with 1.9% in 2019.   
 
In 2018, the largest ethnic group (as a percentage of the adult population) in Scotland was 'White 
Scottish' at 76.7%, and minority ethnic adults represented 4.6%. The following chart indicates that 
95.4% were of a White ethnicity. 

 

Ethnicity Total Number 
2020 

Total 
% of overall 

headcount 2020 
 

(headcount = 
579) 

Total Number 
2019 

Total 
% of overall 
headcount 

2019 
 

(headcount = 
583) 

 
White: Scottish 388 67.0 385 66.0 
White: British 
(used from 2018) 54 9.3 53 9.1 

White: English 34 5.9 36 6.2 
White: Welsh N/P N/P N/P N/P 
White: Irish N/P N/P N/P N/P 
White: Other 40 6.9 43 7.4 
Mixed N/P N/P N/P N/P 
Asian/Asian 
British 9 1.6 11 1.9 

Black/African/ 
Caribbean/British-
African 

N/P N/P N/P N/P 

Other N/P N/P N/P N/P 
Prefer not to 
say/Not indicated 43 7.4 44 7.5 
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Source: Scottish Government Equality Evidence Finder: Demographics - 
Ethnicity - Population Estimates 
https://scotland.shinyapps.io/sg-equality-evidence-finder/ 
 

Accessed: 8 October 2020 

According to the last census, in 2011, 84% of Scotland’s population reported their ethnicity as ‘White: 
Scottish’ and a further 8% as ‘White: Other British’. Together, minority ethnic groups and white non-
British groups (which include ‘White: Irish’, ‘White: Polish’, ‘White: Gypsy/Traveller’ and ‘White: Other 
white’) made up 8% of the total population. 

The Asian population is the largest minority ethnic group (3% of the population or 141,000 people), 
representing an increase of one percentage point (69,000) since 2001. Within this, Pakistani is the 
largest individual category, accounting for 1% of the total population. The African, Caribbean or Black 
groups made up 1% of the population of Scotland in 2011, an increase of 28,000 people since 2001. 
Mixed or multiple ethnic groups represented 0.4% (20,000) and other ethnic groups 0.3% (14,000) of 
the total population.  

The proportion of the population reported as belonging to a minority ethnic group varied by council 
area. The highest figures were in the four council areas containing the large cities: in Glasgow City it 
was 12%, in the City of Edinburgh and in Aberdeen City it was 8%, and in Dundee City it was 6%. 

Source available online at: 
https://www.scotlandscensus.gov.uk/ethnicity-identity-language-and-religion 
Accessed: 8 January 2021 
Contains public sector information licensed under the Open Government Licence v3.0. 
 
The College’s report on Occupational Segregation: Race/Ethnicity: 2020 also contains further 
information regarding this protected characteristic. 
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Disability 
 
The disability profile for the College as at 31 December 2020 was: 
 

 Total 
Number 

Total 
% of overall headcount 

Male 
(Number) 

Female 
(Number) 

Disability 37 6.4 15 22 

No disability 88 15.2 45 43 

Prefer not to say/Not indicated 454 78.4 196 258 

Total 579 100.0 256 323 
Note: % Figures have been rounded to one decimal place  
 
 
The College disability profile as at 31 December 2019 was: 
 

 Total 
Number 

Total 
% of overall headcount 

Male 
(Number) 

Female 
(Number) 

Disability 40 6.9 17 23 

No disability 66 11.3 34 32 

Prefer not to say/Not indicated 477 81.8 209 268 

Total 583 100.0 260 323 
Note: % Figures have been rounded to one decimal place  
 
It should be noted that there is a high percentage of staff who are in the “prefer not to say/not 
indicated category” in both 2020 (78.4%) and 2019 (81.8%) and consequently it is difficult to infer any 
significance from these figures. 
 
When the protected characteristics data were migrated from the College’s previous HR/Payroll 
system, there was an issue with the data for this protected characteristic, due to it being recorded in 
a different way.  This issue – and the non-declaration rates - will be resolved once the new Equal 
Opportunities Monitoring questionnaire is rolled out and a subsequent data cleanse exercise is carried 
out. 
 
It should be noted the College continues to work closely with occupational health to provide support 
for any member of staff who has or who develops a health condition/disability which may impact on 
their ability to do their job and also provides support to staff via the College’s newly introduced 
Employee Assistance Programme.   
 
Please also refer to the College’s report on Occupational Segregation: Disability: 2020, which contains 
wider figures for disability in Scotland and the UK. 
 
Religion or belief (including no belief) 
 
The following table outlines the religion or belief (including no belief) profile for the College at 31 
December 2020 and 31 December 2019. 
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Where there are fewer than 5 staff in a category, the actual number of staff is not published. 
 

Religion Total Number 
2020 

 

Total 
% of overall 

headcount 2020 
 

(headcount = 
579) 

Total Number 
2019 

 

Total 
% of overall 

headcount 2019 
 

(headcount = 
583) 

Christian 215 37.1 223 38.3 
Buddhist N/P N/P N/P N/P 
Hindu N/P N/P 5 0.9 
Jewish N/P N/P N/P N/P 
Muslim N/P N/P N/P N/P 
Atheist N/P N/P N/P N/P 
Other N/P N/P N/P N/P 

No Religion/Belief 231 39.9 225 38.6 

Prefer not to say/ 
Not indicated 115 19.9 116 19.9 

Note: % figures are rounded to one decimal place; N/P = Not published 
 
This table illustrates that in both 2020 (39.9% of headcount) and 2019 (38.6% of headcount), the 
greatest percentage of staff who declared this protected characteristic were in the “No 
Religion/Belief” category.  This was closely followed by the “Christian” category (37.1% in 2020 and 
38.3% in 2019). 
 
It should also be noted that in both 2020 and 2019, 19.9% of staff were in the “Prefer not to say/Not 
indicated” category. 
 
According to the 2011 census for Scotland: 

32% of people identified with the Church of Scotland, which had fallen from 42% in 2001.  

37% of people said they had no religion which had increased from 28% in 2001. 

1.4% of people (77,000 people) reported that they were Muslim, an increase of 0.6 percentage 
points since 2001. 

The numbers of Buddhists, Hindus and Sikhs accounted for 0.7 % of the population, and all had 
increased between 2001 and 2011. 

The number of Jewish people has declined slightly to just under 6,000. 

Source available online at: 
https://www.scotlandscensus.gov.uk/ethnicity-identity-language-and-religion 
Accessed: 8 January 2021 
Contains public sector information licensed under the Open Government Licence v3.0. 
 
 
  

https://www.scotlandscensus.gov.uk/ethnicity-identity-language-and-religion


13 | P a g e  
 

Marital Status 
 
The following table details the marital status profile for the College at 31 December 2020 and 31 
December 2019: 
 

Marital Status Total Number 
of Staff 2020 

Total 
% of overall 

headcount 2020 
 

(headcount = 
579) 

Total Number 
of Staff 2019 

Total 
% of overall 
headcount 

2019 
 

(headcount = 
583) 

Married/Civil 
Partnership 324 56.0 334 57.3 

Single/Cohabiting 173 29.9 178 30.5 

Separated/Divorced 38 6.6 36 6.2 

Widow/er 8 1.4 8 1.4 
Prefer not to say/ 
Not indicated 36 6.2 27 4.6 

Note: % figures are rounded to one decimal place and may not total to 100% 
 
This table illustrates that the greatest percentage of staff continues to be in the “Married/Civil 
Partnership” category (56.0% in 2020; 57.3% in 2019), with the next largest category being “Single/Co-
Habiting” (29.9% in 2020; 30.5% in 2019). 
 
According to the census in Scotland in 2011: 
 
Marital Status 
The proportion of adults (people aged 16 and over) in Scotland who are married is 45 per cent, a five 
percentage point decrease since 2001. The proportion of adults who are single (never married or never 
registered a same-sex civil partnership) rose to 35 per cent in 2011, an increase of 5 percentage points 
from 2001. 
 
Civil partnerships 
There were 7,000 people (0.2 per cent of adults) who reported that they were in registered same-sex 
civil partnerships. 
 
Living alone 
One person households are now the most common household type - accounting for 35 per cent of all 
households. 
Source available online at: https://www.scotlandscensus.gov.uk/population-households 
Accessed: 8 January 2021 
 
 
Pregnancy and Maternity 
 
This section details the number of pregnancies/maternity leaves for 2020 and 2019.  However, where 
there are fewer than 5 staff, information is not published as staff could otherwise be identified.   
 

https://www.scotlandscensus.gov.uk/population-households
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It should be noted that the timing of maternity leave has an impact on when the member of staff 
returns to work, eg, if a member of staff’s maternity leave begins in October 2020, they would be less 
likely to return to work before the end of 2020.  The figures below should, therefore, be interpreted 
in this light. 
 
There were 7 pregnancies/maternity leaves at various points during 2020.  Ten members of staff came 
back to work during 2020.  The number of staff not returning to work was less than 5, so no details 
are published.  There were fewer than 5 flexible working requests, so no further details are published. 
 
There were 9 pregnancies/maternity leaves at various points during 2019.  Five members of staff came 
back to work during 2019.  The number of staff not returning to work was less than 5, so no details 
are published.  There were fewer than 5 flexible working requests, so no further details are published. 
 
Sexual orientation 
 
The sexual orientation profile of the College as at 31 December 2020 and 2019 is detailed in the 
following table: 
 
Where there are fewer than 5 staff in a category, the number of staff is not published.  Given the small 
numbers in some categories, no further breakout is given of this protected characteristic, as individual 
staff could otherwise be identified. 
 
 

Sexual Orientation 
Total number 

of staff 
2020 

Total 
% of overall 
headcount 

2020 
 

(headcount = 
579) 

Total number 
of staff 

2019 
 

Total 
% of overall 
headcount 

2019 
 

(headcount = 
583) 

Heterosexual 473 81.7 467  80.1 

Bisexual N/P N/P N/P  N/P 

Lesbian N/P N/P N/P  N/P 

Gay 6 1.0 6  1.0 

Other N/P N/P N/P  N/P 

Prefer not to say/ 
Not Indicated 93 16.0 103  17.7 

Note: % figures are rounded; N/P = not published 
 
This table shows that the greatest number of staff continue to be in the “heterosexual” category.  This 
would be consistent with wider Scottish and UK figures. 
 
It should also be noted that 16.0% of staff in 2020 (17.7% in 2019) were in a” preferred not to say/not 
indicated” category. 
 
In terms of wider statistics, according to the Scottish Government’s “Sexual Orientation in Scotland 
2017” report, p12: 
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Sexual Identity in the UK Compared with Scotland - 2015 

 
Source: ONS 
 
Available online at: 
https://www.gov.scot/publications/sexual-orientation-scotland-2017-summary-evidence-
base/pages/3/ 
Accessed: 11 January 2021 
Contains public sector information licensed under the Open Government Licence v3.0. 
 
According to The Office for National Statistics “Sexual Orientation: UK: 2018” release date 6 March 
2020, p2-3: 
 
In 2018, an estimated 94.6% of the UK population aged 16 years and over (53.0 million people) 
identified as heterosexual or straight. This represents a continuation of the decrease seen since 2014, 
when 95.3% of the population identified themselves as heterosexual or straight.  
 
 
Table 1: Most people in the UK identify themselves as heterosexual or straight 

Sexual orientation, as a percentage, UK, 2014 to 2018 
Sexual orientation 2014 2015 2016 2017 2018 
Heterosexual or straight 95.3 95.2 95.0 95.0 94.6 
Gay or lesbian 1.1 1.2 1.2 1.3 1.4 
Bisexual 0.5 0.7 0.8 0.8 0.9 
Other 0.3 0.4 0.5 0.6 0.6 
Do not know or refuse 2.8 2.6 2.5 2.3 2.5 

Source: Office for National Statistics – Annual Population Survey 

https://www.gov.scot/publications/sexual-orientation-scotland-2017-summary-evidence-base/pages/3/
https://www.gov.scot/publications/sexual-orientation-scotland-2017-summary-evidence-base/pages/3/
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The report also details (p6) that in 2018, the percentage of people who identified as lesbian, gay or 
bisexual (LGB) was similar for England (2.3%), Wales (2.4%) and Scotland (2.0%). 

Available online at: 
https://www.ons.gov.uk/peoplepopulationandcommunity/culturalidentity/sexuality/bulletins/sexua
lidentityuk/2018 
Accessed: 11 January 2021 
 
Transgender/Gender reassignment 
 
In 2020 fewer than 5 staff were in the transgender category, so actual numbers are not reported, as 
individual staff could otherwise be identified.   
 
In 2020, 499 staff (86.2%) were in the “did not indicate/prefer not to say” categories. 
 
In 2019 fewer than 5 staff were in the transgender category, so actual numbers are not reported, as 
individual staff could otherwise be identified.   
 
In 2019, 513 staff (98.3%) were in the “did not indicate/prefer not to say” categories. 
 
The College will address the non-declaration category in its new HR system as well as non-declaration 
rates when it revises its Equal Opportunities Monitoring questionnaire in line with the guidance from 
Advance HE. 
 
In terms of wider statistics, according to the Scottish Public Health Observatory, there are no reliable 
data on the number of transgender people living in Scotland. 
 
Source available online at: 
https://www.scotpho.org.uk/population-groups/lesbian-gay-bisexual-and-transgender-lgbt-
people/data/number-in-scotland/ 
Accessed: 12 January 2021 
 
According to Scottish Public Health Research “Healthcare Needs Assessment of Gender Identity 
Services, R. Thomson, J. Baker and J. Arnot, May 2018, p100: 
 
In relation to Scotland, no single figure for the prevalence of people with trans identities exists.  
However, there is some literature that can be used to provide crude estimates of the number of trans 
people in Scotland. Given an estimated 2016 Scottish population of 5,404,700 people (918,799 under 
16 years old, 4,485,901 aged 16 years and over) the following estimates could be derived:  
 
Estimates of the size of the 
trans population in Scotland 
derived from literature  
 
Source  
 

Prevalence estimate  Estimated size of trans 
population in Scotland  

Reed et al* (32)  20 per 100,000  Approx 900 adults  
Collin et al (33)  9.2 per 100,000  Approx 400 adults  
US estimates (Crissman et al 
and Flores et al (28, 35)  

0.53% of adults  
(95% CI 0.46, 0.61)  

Approx 23,775 adults  
(95% CI 20,635-27,364 adults)  

Clark et al (29)  1.2% of young people  Approx 11,000 young people  

https://www.ons.gov.uk/peoplepopulationandcommunity/culturalidentity/sexuality/bulletins/sexualidentityuk/2018
https://www.ons.gov.uk/peoplepopulationandcommunity/culturalidentity/sexuality/bulletins/sexualidentityuk/2018
https://www.scotpho.org.uk/population-groups/lesbian-gay-bisexual-and-transgender-lgbt-people/data/number-in-scotland/
https://www.scotpho.org.uk/population-groups/lesbian-gay-bisexual-and-transgender-lgbt-people/data/number-in-scotland/
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* This paper also provided higher estimates of prevalence. 
 
The report goes on to say, p101: Given that over 1,800 adults have been referred to Scottish GICs 
(gender identity clinics) between 2014 and 2017 (41 per 100,000 adults in 4 years) the former two 
estimates appear extremely low, and can probably be disregarded. True prevalence may be more 
in line with the findings from the US, which was calculated from self-reported gender identity and 
is the most often quoted likely prevalence i.e. 0.5% of the population, but this is considerably 
higher than the numbers referred to services.” 
 
Available online at: 
https://www.scotphn.net/wp-content/uploads/2017/04/2018_05_16-HCNA-of-Gender-Identity-
Services-1.pdf 
Accessed: 12 January 2021 
 
 
Retention of Staff  
 
This section includes data on leavers, by protected characteristic, as well as information that can have 
an impact on retention, such as flexible working requests. 
 
During 2020, 32 staff left the College in 2020, compared with 52 staff leaving the College in 2019.  
 
Gender profile: 
 
In 2020, the gender profile of leavers was: 
 
Female   18 
Male   14 
 
In 2019, the gender profile of leavers was: 

  
Female 27 
Male 25 

  
The gender profile of leavers is consistent with the wider staff profile in that the College has more 
female than male staff and also has more female than male leavers. 
 
Age profile: 
 
The table below details the age profile of staff, compared with age profile of staff who left the College 
during 2020 and is compared with 2019. 
 
The age profile for the College in 2020 was: 
 

Age group Number of staff 
(at Dec 2020) 

Number of leavers 
during 2020 

16-29 41 4 
30-44 184 10 
45-59 277 9 
60-75+ 46 9 

https://www.scotphn.net/wp-content/uploads/2017/04/2018_05_16-HCNA-of-Gender-Identity-Services-1.pdf
https://www.scotphn.net/wp-content/uploads/2017/04/2018_05_16-HCNA-of-Gender-Identity-Services-1.pdf
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This shows that the leavers’ pattern is different to staff profile pattern, in that the greatest number of 
leavers (10) is in the 30-44 age range, whereas the greatest number of staff is in the 45-59 age bracket. 
 
The age profile for 2019 was: 
 

Age group Number of staff 
(at Dec 2019) 

Number of leavers 
during 2019 

16-29 46 10 
30-44 190 14 
45-59 273 19 
60-75+ 74 9 

 
In 2019, the leaver profile was more consistent with the staff profile, although there were 10 leavers 
in the 16-29 age range, compared with there being only 46 staff. 
 
Marital status: 
 
In 2020, the marital status of leavers was consistent with the wider staff profile in that the greatest 
number of leavers were in the “married/civil partnership” category (15 leavers), followed by 
“single/cohabiting” (11 leavers).   
 
Other categories have fewer than 5 staff. 
 
In 2019, the marital status of leavers was consistent with the wider staff profile in that the greatest 
number of leavers were in the “married/civil partnership” category (28 leavers), followed by 
“single/cohabiting” (19 leavers).   
 
Sexual Orientation: 
 
In 2020, the sexual orientation profile of leavers was consistent with the wider staff profile in that the 
majority were in the “heterosexual” category (24 leavers).  The next largest category was “prefer not 
to say” (6 leavers). 
 
In 2019, the sexual orientation profile of leavers was consistent with the wider staff profile in that the 
majority were in the “heterosexual” category (40 leavers).  The next largest category was “prefer not 
to say” (8 leavers). 
 
Other categories are not reported due to small numbers. 
 
Transgender: 
 
In 2020, the greatest number of leavers was in the “did not indicate/prefer not to say” category (24). 
Fewer than 5 leavers were in the transgender category, so actual numbers are not reported. These 
figures would be consistent with the wider staff profile.  
 
In 2019, the majority of leavers were in the “not indicated/blank” category (49 leavers).  This would 
be consistent with the wider staff profile (513 staff were in the “did not indicate/prefer not to say” 
category). 
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Ethnicity: 
 
In 2020, the ethnicity profile of leavers was in line with the wider staff profile in that majority were in 
a White: Scottish category (13).  The next largest categories of leavers were White: British (6) and 
White: Other (6).  Other categories are not reported due to small numbers. 
 
In 2019, the ethnicity profile of leavers was in line with the wider staff profile, in that the majority 
were in a white ethnicity category (41 leavers).  The next largest category of leavers was 
“undisclosed/not indicated” (7 leavers). 
 
Religion/Belief (including no belief): 
 
In 2020, the greatest number of leavers was in the “Christian” category (15), followed by “no 
religion/belief” (11) and “prefer not to say/not indicated” (5).  This would indicate that the leaver 
profile is different to the wider staff profile, where the greatest number of staff are in the “no 
religion/belief” category, followed closely by the “Christian” category. 
 
In 2019, the religion/belief of leavers was in line with the wider staff profile, in that the greatest 
number of leavers were in the “no religion/belief” category (31 leavers), followed by the “Christian” 
category (12 leavers) and “not indicated” category (7 leavers). 
 
Disability: 
 
In 2020, 5 leavers had a disability, 9 leavers had no disability and 18 leavers did not indicate their 
disability status. 
 
Of the leavers in 2019, 44 did not indicate their disability status.  There were fewer than 5 people in 
the other categories, so the numbers are not reported. 
 
 
Reasons for leaving 
 
In 2020, the main reasons for staff leaving, where there are 5 or more leavers in a category, are as 
follows: 
 
Reason for Leaving   Total 
Resigned     16 
Retired        7 
Contract Ended        6 
 
In 2019, the main reasons for staff leaving, where there are 5 or more leavers in a category, are as 
follows: 
 
Reason for leaving    Total 
Resignation            23 
Retirement           13 
Personal reasons                 6 
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Flexible Working Requests 
 
In 2020, there were 22 formal flexible working requests and all requests were approved.  
 
In 2019, there were 25 formal flexible working requests.  There were fewer than 5 refusals so the 
actual number is not published, in case staff could be identified. 
 
 
Shared Parental leave 
 
The College had no requests for shared parental leave in 2020, nor in 2019. 
 
 
Recruitment 
 
In 2020, the College received a total of 398 applications for its job vacancies, with 153 being 
shortlisted, resulting in 25 appointments. 
 
In 2019, the College received 700 applications for its job vacancies, with 343 of those being shortlisted, 
resulting in 83 appointments. 
 
It should be noted that there was considerably less recruitment during 2020 than in previous years, 
as a consequence of COVID-19.  This explains why there were fewer applicants, fewer people 
shortlisted and fewer appointments. Given the small number of, in particular, appointments in 2020, 
care should be taken when interpreting the numbers. 
 
Unlike for staff data where, if there were fewer than 5 members of staff in a category, numbers were 
not published as staff could otherwise be identified, at the recruitment stage, all numbers are reported 
so that the data can highlight any potential – and otherwise unseen - bias within the recruitment 
process.  The one exception to this is for transgender/gender reassignment figures, where due to very 
small reported numbers in the “different gender to the one assigned at birth” category, numbers are 
only reported at the application stage. 
 
The tables in the following pages detail the applications, shortlisting and appointment numbers and 
percentages by protected characteristic category. 
 
This should enable trends to be identified, eg, if 30% of applications are in a given category, 
proportionately, one would expect around 30% of those shortlisted and around 30% of those 
appointed also to be in that category.   
 
It should be noted that pregnancy/maternity data are not collected during the recruitment process.  
These data are only collected for staff and are reported in the staff section of this report. 
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Recruitment: Gender 
 
2020 
 
There were a total of 398 applications; 153 shortlisted; 25 appointments 
 

Gender category Number of 
applications 

% of 
applications 

Number shortlisted % of 
shortlisted 

Number appointed % of appointments 

Male 104 26.1 47 30.7 8 32.0 
Female 280 70.4 101 66.0 17 68.0 
Other 1 0.3 1 0.7 0 0.0 
Prefer not say 4 1.0 2 1.3 0 0.0 
Blank/Not 
indicated 

9 2.3 2 1.3 0 0.0 

Note: % figures are rounded and so may not total 100% 
 
 
 
2019 
 
There were a total of 700 applications; 343 shortlisted; 83 appointments 
 

Gender category Number of 
applications 

% of 
applications 

Number shortlisted % of 
shortlisted 

Number appointed % of appointments 

Male 269 38.4 132 38.5 33 39.8 
Female 404 57.7 192 56.0 40 48.2 
Other 1 0.1 1 0.3 1 1.2 
Prefer not say 5 0.7 2 0.6 1 1.2 
Blank/Not 
indicated 

21 3.0 16 4.7 8 9.6 

Note: % figures are rounded and so may not total 100% 
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Recruitment: Ethnicity 

2020 

There were a total of 398 applications; 153 shortlisted; 25 appointments 

Ethnicity category Number of 
applications 

% of applications Number 
shortlisted 

% shortlisted Number appointed % appointed 

White 343 86.2 137 89.5 24 96.0 
Black, Asian & 
Ethnic Minority 

28 7.0 7 4.6 0 0.0 

Mixed 8 2.0 4 2.6 1 4.0 
Other 7 1.8 3 2.0 0 0.0 
Prefer not say 0 0.0 0 0.0 0 0.0 
Blank/Not indicated 12 3.0 2 1.3 0 0.0 

Note: % figures are rounded and so may not total 100% 

2019 

There were a total of 700 applications; 343 shortlisted; 83 appointments 

Ethnicity category Number of 
applications 

% of applications Number 
shortlisted 

% shortlisted Number appointed % appointed 

White 597 85.3 306 89.2 75 90.4 
Black, Asian & Ethnic 
Minority 

61 8.7 16 4.7 0 0.0 

Mixed 11 1.6 4 1.2 0 0.0 
Other 14 2.0 4 1.2 1 1.2 
Prefer not say 0 0.0 0 0.0 0 0.0 
Blank/Not indicated 17 2.4 13 3.8 7 8.4 

Note: % figures are rounded and so may not total 100% 
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Recruitment: Disability 
 
2020 
 
There were a total of 398 applications; 153 shortlisted; 25 appointments 
 

Disability category Number of 
applications 

% applications Number 
shortlisted 

% shortlisted Number appointed % appointed 

No disability 335 84.2 129 84.3 24 96.0 
Disability 28 7.0 14 9.2 1 4.0 
Prefer not to say 6 1.5 2 1.3 0 0.0 
Blank/Not indicated 29 7.3 8 5.2 0 0.0 

Note: % figures are rounded and so may not total 100% 
 
 
2019 
 
There were a total of 700 applications; 343 shortlisted; 83 appointments 
 

Disability category Number of 
applications 

% applications Number 
shortlisted 

% shortlisted Number appointed % appointed 

No disability 566 80.9 279 81.3 66 79.5 
Disability 79 11.3 35 10.2 9 10.8 
Prefer not to say 12 1.7 3 0.9 0 0.0 
Blank/Not indicated 43 6.1 26 7.6 8 9.6 

Note: % figures are rounded and so may not total 100% 
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Recruitment: Sexual Orientation 
 
2020 
 
There were a total of 398 applications; 153 shortlisted; 25 appointments 
 

Sexual orientation category Number of 
applications 

% of applications Number 
shortlisted 

% shortlisted Number 
appointed 

% appointed 

Heterosexual/straight 337 84.7 127 83.0 24 96.0 
Lesbian/Gay female 7 1.8 2 1.3 0 0.0 
Gay male 10 2.5 5 3.3 0 0.0 
Bisexual 5 1.3 2 1.3 0 0.0 
Other 4 1.0 2 1.3 0 0.0 
Prefer Not to say 19 4.8 10 6.5 1 4.0 
Blank/Not indicated 16 4.0 5 3.3 0 0.0 

Note: % figures are rounded and so may not total 100% 
 
 
2019 
 
There were a total of 700 applications; 343 shortlisted; 83 appointments 
 

Sexual orientation category Number of 
applications 

% of applications Number 
shortlisted 

% shortlisted Number 
appointed 

% appointed 

Heterosexual/straight 595 85.0 294 85.7 68 81.9 
Lesbian/Gay female 11 1.6 8 2.3 0 0.0 
Gay male 20 2.9 8 2.3 1 1.2 
Bisexual 17 2.4 9 2.6 2 2.4 
Other 2 0.3 0 0.0 0 0.0 
Prefer Not to say 32 4.6 9 2.6 4 4.8 
Blank/Not indicated 23 3.3 15 4.4 8 9.6 

Note: % figures are rounded and so may not total 100% 
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Recruitment: Transgender 
 
Due to small numbers in the “different gender to the one assigned at birth” category, transgender/gender reassignment figures are only reported at the 
application stage, to ensure anonymity. 
 
2020 
       Number % (of applications) 
Same gender assigned at birth 369                      92.7   
Different gender to the one assigned at birth 1                            0.3      
Prefer not to say 6                            1.5      
Blank/Not indicated 22                          5.5      
 
 
 
2019 
Same gender assigned at birth 667                      95.3     
Different gender to the one assigned at birth 4                             0.6      
Prefer not to say 9                             1.3      
Blank/Not indicated 20                           2.9      
 
 
 
 
 
 
 
  



26 | P a g e

Recruitment: Religion or belief (including no belief) 

2020 

There were a total of 398 applications; 153 shortlisted; 25 appointments 

Religion/belief category Number of 
applications 

% of applications Number 
shortlisted 

% shortlisted Number 
appointed 

% appointed 

Christian 125 31.4 48 31.4 3 12.0 
Muslim 9 2.3 3 2.0 0 0.0 
Hindu 3 0.8 0 0.0 0 0.0 
No religion/belief 219 55.0 91 59.5 21 84.0 
Other 3 0.8 1 0.7 0 0.0 
Prefer Not to Say 24 6.0 6 3.9 1 4.0 
Blank/Not indicated 15 3.8 4 2.6 0 0.0 

Note: % figures are rounded and so may not total 100% 

2019 

There were a total of 700 applications; 343 shortlisted; 83 appointments 

Religion/belief category Number of 
applications 

% of applications Number 
shortlisted 

% shortlisted Number 
appointed 

% appointed 

Christian 242 34.6 124 36.2 30 36.1 
Muslim 13 1.9 4 1.2 0 0.0 
Hindu 9 1.3 2 0.6 0 0.0 
No religion/belief 368 52.3 181 52.8 41 49.4 
Other 3 0.4 3 0.9 0 0.0 
Prefer Not to Say 44 6.3 16 4.7 5 6.0 
Blank/Not indicated 21 3.0 13 3.8 7 8.4 

Note: % figures are rounded and so may not total 100 
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Recruitment: Marital status 

2020 
There were a total of 398 applications; 153 shortlisted; 25 appointments 

Marital status 
category 

Number of 
applications 

% of applications Number 
shortlisted 

% shortlisted Number appointed % appointed 

Married/Civil 
Partnership 

170 42.7 73 47.7 13 52.0 

Single 147 36.9 45 29.4 8 32.0 
Divorced 22 5.5 12 7.8 2 8.0 
Separated 12 3.0 6 3.9 1 4.0 
Widow/er 4 1.0 4 2.6 0 0.0 
Prefer Not to Say 24 6.0 8 5.2 1 4.0 
Blank/Not indicated 19 4.8 5 3.3 0 0.0 

Note: % figures are rounded and so may not total 100% 

2019 
There were a total of 700 applications; 343 shortlisted; 83 appointments 

Marital status 
category 

Number of 
applications 

% of applications Number 
shortlisted 

% shortlisted Number appointed % appointed 

Married/Civil 
Partnership 

301 43.0 157 45.8 32 38.6 

Single 261 37.3 116 33.8 32 38.6 
Divorced 34 4.9 21 6.1 4 4.8 
Separated 18 2.6 7 2.0 1 1.2 
Widow/er 2 0.3 1 0.3 0 0.0 
Prefer Not to Say 45 6.4 19 5.5 4 4.8 
Blank/Not indicated 39 5.6 22 6.4 10 12.0 

Note: % figures are rounded and so may not total 100% 
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Recruitment: Age 
 
2020 
There were a total of 398 applications; 153 shortlisted; 25 appointments 
 

Age category Number of 
applications 

% of applications Number shortlisted % shortlisted Number appointed % appointed 

16-24 28 7.0 1 0.7 0 0.0 
25-34 120 30.2 35 22.9 9 36.0 
35-44 102 25.6 44 28.8 4 16.0 
45-54 94 23.6 50 32.7 7 28.0 
55-64 41 10.3 20 13.1 5 20.0 
65+ 1 0.3 0 0.0 0 0.0 
Prefer not to say 0 0.0 0 0 0.0 0.0 
Blank/Not 
indicated 

12 3.0 3 2.0 0 0.0 

Note: % figures are rounded and so may not total 100% 
 
2019 
There were a total of 700 applications; 343 shortlisted; 83 appointments 
 

Age category Number of 
applications 

% of applications Number shortlisted % shortlisted Number appointed % appointed 

16-24 89 12.7 23 6.7 5 6.0 
25-34 203 29.0 96 28.0 24 28.9 
35-44 187 26.7 93 27.1 20 24.1 
45-54 130 18.6 80 23.3 20 24.1 
55-64 43 6.1 29 8.5 4 4.8 
65+ 0 0.0 0 0.0 0 0 
Blank/Not 
indicated 

48 6.9 22 6.4 10 12.0 

Note: % figures are rounded and so may not total 100% 
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Commentary on Staff Equality Profile data 

This Staff Equality Report shows that there has been little change in the protected characteristic 
profile of College staff. 

The College continues to employ more women (323; 55.8% of overall headcount in 2020; 323; 
55.4% of headcount in 2019) than men (256; 44.2% of overall headcount in 2020; 260; 44.6% of 
headcount in 2019). It should be noted that gender reporting in the HR/Payroll system is currently 
binary, although the College is taking steps to address this via its HR/Payroll provider. 

Wider figures from 2018 indicate that 50.2% of the total population for both Aberdeen and 
Aberdeenshire (including children and those who are not of working age) are female and 49.8% 
are male. 
Sources: 
https://www.nrscotland.gov.uk/files/statistics/council-area-data-sheets/aberdeen-city-council-
profile.html 
Accessed: 8 January 2021 

https://www.nrscotland.gov.uk/files/statistics/council-area-data-sheets/aberdeenshire-council-
profile.html 
Accessed: 8 January 2021 

The College also continues to employ considerably more part-time female staff (158; 27.3% of 
overall headcount in 2020; 130; 22.3% of overall headcount in 2019) than male staff (35; 6.0% of 
overall headcount in 2020; 29; 5.0% of overall headcount in 2019).   

Of the 323 female staff employed in the College at 31 December 2020, 165 (51.1%) work full-time 
whereas 158 (48.9%) work part-time.  This compares with 193 (59.8%) of the 323 women working full-
time as at December 2019 and 130 (40.2%) working part-time in 2019. 

Of the 256 male staff employed at the College at 31 December 2020, 221 (86.3%) work on a full-time 
basis and 35 (13.7%) work on a part-time basis.  This compares with 231 (88.8%) of the 260 male staff 
in 2019 working full-time and 29 (11.2%) working part-time. 

These figures illustrate the concentration of female staff working part-time, when compared with 
male staff.  Further details are in the College’s Gender Pay Gap Report: 2020 and Occupational 
Segregation Report 2020: Gender. 

In terms of a wider comparison, with regards to part-time work, in the UK 40.6% (41.1% in Scotland) 
of women in employment were working part-time compared to 13.1% of men, in the period October 
2018-September 2019.  
Source:  Labour Market Statistics: UK Regions and Countries, 9 March 2020, House Commons Library 
Briefing Paper Number, 7950, available online at: 
https://researchbriefings.files.parliament.uk/documents/CBP-7950/CBP-7950.pdf  
Accessed:  8 January 2021 
Contains Parliamentary information licensed under the Open Parliament Licence v3.0. 

Although the time periods are not directly comparable, this would indicate that, in 2020, the 
College has a greater percentage of women in employment working part time (48.9%) than in 
either the UK (40.6%) or in Scotland (41.1%). 

https://www.nrscotland.gov.uk/files/statistics/council-area-data-sheets/aberdeen-city-council-profile.html
https://www.nrscotland.gov.uk/files/statistics/council-area-data-sheets/aberdeen-city-council-profile.html
https://www.nrscotland.gov.uk/files/statistics/council-area-data-sheets/aberdeenshire-council-profile.html
https://www.nrscotland.gov.uk/files/statistics/council-area-data-sheets/aberdeenshire-council-profile.html
https://researchbriefings.files.parliament.uk/documents/CBP-7950/CBP-7950.pdf
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People Services will be taking a 2-pronged approach to looking at this matter: firstly, there will be 
an all-staff equality, diversity and inclusion survey; and secondly, the information from this will 
be used to structure focus groups to understand why there is such a predominance of women 
working part-time, to identify if there are any barriers to progression and to determine if there 
are any actions the College should be taking.  These actions were delayed due to COVID-19, but 
will be picked up.  The face-to-face meetings required for the focus groups will be arranged when 
it is safe to do so. 

In terms of other protected characteristics, the majority of College staff continue to be: in the age 
range 45-59 (277; 47.8% of headcount in 2020; 273; 46.8% of headcount in 2019); in a “White: 
Scottish” category (388; 67.0% of headcount in 2020; 385; 66.0% of headcount in 2019; 359); in a 
“no religion/belief “ category (231; 39.9% of headcount in 2020; 225; 38.6% of headcount in 
2019), followed closely by the “Christian” category (215; 37.1% of headcount in 2020; 223; 38.3% 
of headcount in 2019); and are in a “heterosexual” category (473; 81.7% of headcount in 2020; 
476; 80.1% of headcount in 2019). 

In general, although the figures are not directly comparable, the College is broadly reflective of wider 
statistics. The largest ethnic group in Scotland (2018), according to the Scottish government, was 
White: Scottish (76.7%), with 95.4% being of a white ethnicity.  Figures for the “religion/belief” 
protected characteristic come from the 2011 census for Scotland (and as such are not recent), with 
37% having no religion/belief and 32% being Church of Scotland.  The College’s age categories are 
different to those for Aberdeen and Aberdeenshire.  In 2018, according to National Records for 
Scotland council area data sheets, the 25-44 age group was the largest in Aberdeen, whereas in 
Aberdeenshire, 45-64 years was the largest age group. 

Given that the College (which covers both Aberdeen and Aberdeenshire) has the greatest number 
of staff in the age range 45-59, which would be more in line with Aberdeenshire than Aberdeen 
figures, this would indicate that the College has an ageing workforce.  The College is looking to 
address this via workforce and succession planning. 

However, broadly speaking, the College staff profile largely reflects its wider geography. 

The College figures still show there are a number of staff who either “do not declare/prefer not to 
say”.  The Staff Equality Profile published as part of the Mainstreaming Report in April 2019 identified 
that the College was taking action to increase the declaration rates of employee protected 
characteristics, by revising its equality monitoring questions, as per Advance HE’s guidance.  The 
revised equal opportunities questions (where staff will able to check and input their own data 
themselves) will be accompanied by further information on the reasons for - and importance of - 
collecting this information, to enable staff to feel more comfortable with declaring their protected 
characteristics.  These actions should help to reduce non-declaration rates further.  This is still 
being addressed through the implementation of the HR/payroll system. 

It should also be noted that there is an issue with the figures for the “disability” protected 
characteristic.  This is due to the way in which the data were migrated from the College’s previous 
HR/Payroll system.  This issue – and the non-declaration rates - will be resolved once the new Equal 
Opportunities Monitoring questionnaire is rolled out and a subsequent data cleanse exercise is carried 
out.   
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However, the College has taken action and has recently implemented an Employee Assistance 
Programme, which gives staff free access to counselling.  This is in addition to support from 
Occupational Health. It should also be noted that reasonable adjustments are accommodated 
wherever possible. 
 
As regards the retention of staff, the leaver profile is largely consistent with the wider staff profile, 
with the exception, in 2020, of the age and religion/belief protected characteristics. 
 
In 2020, the greatest number of leavers (10 out of a total of 32 leavers) was in the age range 30-44, 
whereas the greatest number of staff is in the 45-59 age bracket.  The College should examine the 
reasons for leaving for this age category to determine if any further actions needs to be taken. 
 
However, the next largest age categories of leavers were in the 45-59 age range (9 leavers in 2020) 
and 60+ age range (9 leavers). It is, therefore, of note that 18 out the College’s total leavers (32) in 
2020 were 45 years plus.  
 
In 2019, the leaver profile was more in line with the staff profile in that the largest number of leavers 
(19 out 52 leavers) was in the age range 45-59 years.  There were also 9 leavers who were 60 years 
plus, meaning that 28 out 52 leavers were aged 45 years plus. 
 
All of these figures indicate that the College should be looking at workforce and succession planning. 
 
In 2020, the greatest number of leavers was in the “Christian” category (15), followed by “no 
religion/belief” (11).  This would indicate that the leaver profile is different to the wider staff profile, 
where the greatest number of staff are in the “no religion/belief” category, followed closely by the 
“Christian” category.  Given that the College staff profile illustrates a decreasing percentage of staff in 
“Christian” category and an increase in the “no religion/belief” category, the College should examine 
the reasons for these staff leaving. 
 
In terms of recruitment, it should be noted that there was less recruitment during 2020 than in 
previous years (as a consequence of COVID-19), so care should be taken when making inferences from 
small numbers, in particular as there were only 25 appointments in 2020. 
 
Figures show that both in 2020 and 2019, the College continues to receive more applications from 
women (70.4% in 2020; 57.7% in 2019) than men (26.1% in 2020; 38.4% in 2019) and also appoints 
more women (68.0% of those appointed in 2020; 48.2% in 2019) than men (32.0% of appointments in 
2020; 39.8% in 2019). 
 
However, the College has taken steps to ensure that the College’s recruitment is gender-neutral, as it 
has been shown that job adverts and job descriptions carry unconscious gender bias and that this 
deters people of the opposite gender from applying for those posts. 

Following training that was implemented for People Services in 2019, all job adverts are now checked 
via a gendered vocabulary decoder, prior to being advertised.  The full impact of this cannot be fully 
measured (particularly at the application stage), due to the more limited recruitment activity during 
2020, as a consequence of COVID-19.  
 
However, given that College has a gender balance in favour of women and continues to recruit more 
women than men, it is recommended that its recruitment practices are examined in more detail. 
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The College also continues to receive the most applications from people of a white ethnicity (86.2% 
of applicants in 2020; 85.3% in 2019) and most people appointed are of a white ethnicity (90.0% of 
those appointed in 2020; 90.4% in 2019). 
 
Some 7.0% of applications in 2020 were from people of a Black/Asian/Ethnic Minority ethnicity. 4.6% 
of the people shortlisted were from this ethnic background, but 0.0% of those appointed were of this 
ethnicity.  There was a similar picture in 2019, where 8.7% of applicants were from this ethnic 
background, 4.7% of those shortlisted were of this ethnicity, but 0.0% of those appointed were of a 
Black/Asian/Ethnic Minority ethnicity.  This would suggest that the College should examine its 
recruitment processes with regards to this protected characteristic. The College should also examine 
how it could use the Scottish Government’s minority ethnic recruitment toolkit, available online at: 
https://www.gov.scot/publications/minority-ethnic-recruitment-toolkit/ 
 
Further information on race/ethnicity is contained in the College’s Occupational Segregation Report: 
Race/Ethnicity: 2020. 
 
With regards to disability, in 2020, 84.2% of applicants had no disability (80.9% in 2019) and 96.0% of 
those appointed had no disability (79.5% in 2019). In 2020, 7.0% of applicants declared they had a 
disability (11.3% in 2019), 9.2% of those shortlisted declared a disability (10.2% in 2019) and 4.0% of 
those appointed declared a disability (10.8% in 2019). 
 
It should be noted that the College is a disability confident employer. In this capacity, NESCOL 
guarantees, for all vacancies, to interview all disabled applicants who meet the minimum criteria and 
will make appropriate adjustments to assist with the application process. 
 
In 2020, 84.7% of the people who applied for a vacancy were heterosexual (85.0% in 2019), 83.0% of 
those shortlisted were heterosexual (85.7% in 2019) and 96.0% of those appointed were heterosexual 
(81.9% in 2019). 
 
The College receives very few applications from people in a transgender/gender reassignment 
category.  As outlined earlier in this report, there are no reliable figures in relation to this protected 
characteristic, but the most often quoted likely prevalence i.e. 0.5% of the population.   
 
Sources available online at: 
https://www.scotphn.net/wp-content/uploads/2017/04/2018_05_16-HCNA-of-Gender-Identity-
Services-1.pdf 
Accessed: 12 January 2021 
 
Scottish Public Health Observatory source available online at: 
 https://www.scotpho.org.uk/population-groups/lesbian-gay-bisexual-and-transgender-lgbt-
people/data/number-in-scotland/ 
Accessed: 12 January 2021 
 
In 2020, 55.0% of people who applied for a vacancy were in a “no religion/belief” category (52.3% in 
2019).  This resulted in 84.0% of those appointed being in a “no religion/belief” category (49.4% in 
2019).  The next largest category was Christian with 31.4% of those applying being in this category 
(34.6% in 2019).  This resulted in 12.0% of those appointed being in a “Christian” category (36.1% in 
2019.  Although there were only 25 appointments in 2020 and care should be exercised when 
interpreting small numbers, nevertheless, it is recommended that the College should examine this as 
part of a wider review of its recruitment practices. 

https://www.gov.scot/publications/minority-ethnic-recruitment-toolkit/
https://www.scotphn.net/wp-content/uploads/2017/04/2018_05_16-HCNA-of-Gender-Identity-Services-1.pdf
https://www.scotphn.net/wp-content/uploads/2017/04/2018_05_16-HCNA-of-Gender-Identity-Services-1.pdf
https://www.scotpho.org.uk/population-groups/lesbian-gay-bisexual-and-transgender-lgbt-people/data/number-in-scotland/
https://www.scotpho.org.uk/population-groups/lesbian-gay-bisexual-and-transgender-lgbt-people/data/number-in-scotland/
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With regards to marital status, in 2020, 42.7% of those that applied to the College were in a “married” 
category (43.0% in 2019).  52.0% of those appointed were in this category in 2020 (38.6% in 2019). 
This was followed by “single” with 36.9% of applicants being in this category in 2020 (37.3% in 2019) 
In terms of age, the category with the greatest numbers was 25-34 years, where 30.2% of applicants 
were in this age range in 2020 (29.0% in 2019). 36.0% of those that were appointed were in this age 
range in 2020 (28.9% in 2019). 

From this analysis, with the exception of the age protected characteristic, it would appear that College 
is largely recruiting in the image of its current staff profile, although it should be noted that the staff 
protected characteristic profile is largely in line with its wider geography. However, it is recommended 
that the College examines its recruitment practices in more detail, in particular around the ethnicity 
protected characteristic. 

Next steps 

This report has identified areas that should be addressed and which will be taken forward via a People 
Services Equalities Action Plan.  These areas are: 

Concentration of women in part-time work 

Of the 323 female staff employed in the College at 31 December 2020, 165 (51.1%) work full-time 
whereas 158 (48.9%) work part-time.  This compares with 193 (59.8%) of the 323 women working full-
time as at December 2019 and 130 (40.2%) working part-time in 2019. 

Of the 256 male staff employed at the College at 31 December 2020, 221 (86.3%) work on a full-time 
basis and 35 (13.7%) work on a part-time basis.  This compares with 231 (88.8%) of the 260 male staff 
in 2019 working full-time and 29 (11.2%) working part-time. 

These figures illustrate the concentration of female staff working part-time, when compared with 
male staff and indicate that the College has a greater percentage of the women in employment 
working part time (51.1%) than in either the UK (40.6%) or in Scotland (41.1%). 

These factors tie in with the College’s Occupational Segregation: Gender: 2020 Report and 
contribute to the College’s Gender Pay Gap (see Pay Gap Report: Gender: 2020). 

People Services will be taking a 2-pronged approach to looking at this matter: firstly, there will be 
an all-staff equality, diversity and inclusion survey; and secondly, the information from this will 
be used to structure focus groups to understand why there is such a predominance of women 
working part-time, if there are any barriers to progression and to determine if there are any 
actions the College should be taking.  These actions were delayed due to COVID-19, but will be 
picked up.  The face-to-face meetings required for the focus groups will be arranged when it is 
safe to do so. 

Address non-declaration rates 

There are still several protected characteristics where a considerable number of staff have either “not 
indicated” their protected characteristic or have stated they “prefer not to say”. 
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The Staff Equality Profile published as part of the Mainstreaming Report in April 2019 identified that 
the College was taking action to increase the declaration rates of employee protected characteristics, 
by revising its equality monitoring questions, as per Advance HE’s guidance.  The revised equal 
opportunities questions (where staff will able to check and input their own data themselves) will 
be accompanied by further information on the reasons for - and importance of - collecting this 
information, to enable staff to feel more comfortable with declaring their protected 
characteristics.  These actions should help to reduce non-declaration rates further.  This is still 
being addressed through the implementation of the HR/Payroll system. 
 
Having more accurate information than it currently has, will enable the College to determine if there 
are any actions it should be taking to advance equality of opportunity. 
 
Disability and gender reporting in the HR/Payroll system 
 
When the protected characteristics data were migrated from the College’s previous HR/payroll 
system, there was an issue with the data for the disability protected characteristic, due to it being 
recorded in a different way.  This has resulted in most staff now being in a “not indicated/prefer not 
to say category” which means that nothing can be inferred from the data. 
 
This will be resolved once the new Equal Opportunities Monitoring questionnaire is rolled out and a 
subsequent data cleanse exercise is carried out. 
 
The gender reporting issue – which is currently limited to “male” or “female” in line with HMRC 
reporting requirements - should continue to be looked at with the HR/payroll provider, to ensure that 
it meets with equalities reporting requirements. 
 
Examine recruitment practices, in particular around ethnicity 
 
With the exception of the age protected characteristic, it would appear that College is largely 
recruiting in the image of its current staff profile, although it should be noted that the staff protected 
characteristic profile is largely in line with its wider geography.  
 
However, it is recommended that the College examines its recruitment practices in more detail, in 
particular around the ethnicity protected characteristic.  This because some 7.0% of applications in 
2020 were from people of a Black/Asian/ Ethnic Minority ethnicity. 4.6% of the people shortlisted 
were from this ethnic background, but 0.0% of those appointed were of this ethnicity.  There was a 
similar picture in 2019, where 8.7% of applicants were from this ethnic background, 4.7% of those 
shortlisted were of this ethnicity, but 0.0% of those appointed were of a Black/Asian/Ethnic Minority 
ethnicity.  This would suggest that the College should examine its recruitment processes with regards 
to this protected characteristic. The College should also examine how it could use the Scottish 
Government’s minority ethnic recruitment toolkit, available online at:  
https://www.gov.scot/publications/minority-ethnic-recruitment-toolkit/ 
 

Further actions in relation to this protected characteristic are detailed in the College’s Occupational 
Segregation Report: Race/Ethnicity: 2020. 

 

https://www.gov.scot/publications/minority-ethnic-recruitment-toolkit/
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Examine reasons for leaving for those in the 30-44 age group and in the “Christian” religion/belief 
category 

In 2020, the greatest number of leavers (10 out of a total of 32 leavers) was in the age range 30-44, 
whereas the greatest number of staff is in the 45-59 age bracket.  The College should examine the 
reasons for leaving for this age category to determine if any further actions needs to be taken. 

In 2020, the greatest number of leavers was in the “Christian” category (15), followed by “no 
religion/belief” (11).  This would indicate that the leaver profile is different to the wider staff profile, 
where the greatest number of staff are in the “no religion/belief” category, followed closely by the 
“Christian” category.  Given that the College staff profile illustrates a decreasing percentage of staff in 
“Christian” category and an increase in the “no religion/belief” category, the College should examine 
the reasons for these staff leaving. 
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Appendix 2 

People Services Equality, Diversity & Inclusion – Priority Actions 2021-22 

The College continues to seek to ensure that as an organisation it creates a more equal, diverse and 
inclusive learning and working environment for students and staff alike.  The College’s approach is 
to: 

• Ensure equality and diversity is embedded in all areas of College activity
• Use data gathered to eliminate unlawful discrimination and promote equality
• Ensure all College staff undertake mandatory equality & diversity training to raise awareness

of the need to promote equality within their work areas

A key priority for the College is to deliver on the actions identified in its gender pay gap, 
occupational segregation, staff equality data and learning & development reports. 

This documents outlines the actions that People Services will be taking to address identified 
equalities “hotspots”, to eliminate discrimination, advance equality opportunities for staff and foster 
good relations. 

The main areas that People Services will be focussing on are: 

Area Action required Timescale 

Relaunch Equal Opportunities Monitoring 
Questionnaire (with additional information on why 
declaration is important and including information 
on what constitutes a disability) in line with Advance 
HE model 

Work with Resourcelink to ensure 
this is possible without affecting 
the integrity of existing data 

Ensure staff complete revised 
questionnaire (via MyView) 

April 2021 

Summer 
2021 

Address issues with Resourcelink, in particular with 
regards to:  

• disability information
• gender information, which needs to include

“prefer not to say” and “other” as options
• resolve terminology inconsistencies: options

are sometimes “undisclosed”, sometimes
“prefer not to say” etc

Work with Resourcelink to 
identify how information can be 
improved 

Summer 
2021 

Examine reasons why 10 out 32 leavers in 2020 were 
in the age category 30-44  and why more leavers 
were in a “Christian” category (15) than “no 
religion/belief” category (11) to determine if there 
are any retention issues 

People Services to go through 
leaving forms from these staff to 
identify reasons and potential 
future actions 

April 2021 

Examine recruitment processes: 

• Regarding the extent to which recruitment is
in line with the staff profile to see if there is
any inadvertent bias in the process

Examine the content of job 
adverts 
Examine the policy regarding 
shortlisting/interview panels  

October 
2021 



o in particular with regards to the 
number of BAME 
applicants/appointments  

 
 
 
 

• Identify why there are so few – and in 
particular, women – from BAME 
backgrounds at College & address any issues  
 
 

• Work with external race equality 
organisations to encourage a more diverse 
workforce and to foster better relations with 
regards to race equality between the College 
and the wider community in order to 
position the College as a BAME employer of 
choice  
 

• Add in a statement to job adverts that the 
College welcomes applications from ethnic 
minorities 
 

• Examine how the College could use the 
Scottish Government’s minority ethnic 
recruitment toolkit, available online at: 
https://www.gov.scot/publications/minority-
ethnic-recruitment-toolkit/ 

 
• Maintain Disability Confident Employer 

award 
 
 
 
 

• Carry out equalities training for People 
Services staff 

 

Examine BAME 
applications/shortlisting/interview 
panels for all posts where there 
were BAME applicants in 2020 to 
identify if/where there are any 
issues  
 
Use outcomes from the Staff 
Equality, Diversity & Inclusion 
Survey in the first instance to 
determine potential actions 
 
Contact GREC to discuss how best 
to achieve this 
 
 
 
 
 
 
Work with People Services Team 
to ensure this is included in all 
adverts 
 
Review Government document 
with the People Services Team 
and identify any further actions 
that need to be taken 
 
 
Identify any further actions that 
could be taken by the College 
 
 
 
 
Ensure the whole People Services 
Team is aware of the importance 
and impact of equality-related 
matters 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
Summer 
2021 
 
 
 
October 
2021 
 
 
 
 
 
 
By April 
2021 
 
 
Summer 
2021 
 
 
 
 
To be 
determined 
by 
Disability 
Confident 
 
AY21/22 

https://www.gov.scot/publications/minority-ethnic-recruitment-toolkit/
https://www.gov.scot/publications/minority-ethnic-recruitment-toolkit/


Flexible working 
• To help address a possible underlying 

contributor to the gender pay gap 
 

Update in light of COVID and in 
response to future National 
Bargaining 

On-going 
review, in 
line with 
COVID 
restrictions 
 
Update 
policy as 
determined 
by National 
Bargaining 
 

Staff survey regarding Equality, Diversity & Inclusion 
• To establish a baseline and determine what 

staff understand by equality, diversity and 
inclusion 

• To use the outcomes of the survey to 
identify how the College should advance 
staff equality-related matters 

• To use the outcomes of the survey to 
identify the activities staff need to eliminate 
discrimination, advance equality of 
opportunity and to foster good relations 
between people from different protected 
characteristic groups 
 

 

Develop and launch survey 
 
 
Analyse results and identify 
outcomes and actions 

Easter 
2021 
 
By summer 
2021 

Conduct focus groups to understand why there is a 
predominance of women in lower graded support 
posts  and part-time posts 

• To help address any underlying causes that 
contribute to occupational segregation and 
the gender pay gap 

• To understand if there are any issues around 
progression 

• To explore issues around flexible working, in 
particular in light of COVID 

 

Using outcomes from staff  
ED&I survey, formulate questions 
to be used as basis for focus 
groups 
 
 

2021, if 
safe to do 
so (in light 
of COVID) 

Engage staff from all protected characteristics in 
Learning & Development  to develop their skillset 
 
 
 

Conduct survey to explore 
reasons for staff in some 
protected characteristic groups 
not engaging in external training – 
this will be incorporated into staff 
Equality, Diversity & Inclusion 
Survey 
 
 
 
Use iCon2 system to identify 
training/barriers to training 

Survey by 
Easter 
2021 
 
Analyse 
results by 
summer 
2021 
 
 
AY 21/22 
 
 



Examine the impact of COVID on various aspects of 
working, including working at home, by protected 
characteristics 
 

Conduct survey and/or focus 
groups 

2022 
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Purpose: The purpose of this report is to provide Members with information on 
occupational segregation by gender. 
 
Linked to Strategic Goal: 

4. Deliver an excellent learning environment and experience leading to 
successful outcomes for all learners. 

Linked to Annual Priority: 

7. Promote talent management, innovative learning and teaching and 
excellence in leadership and business management through the development of 
a new and integrated approach to organisational development. 

Executive Summary:  
Appendix 1 presents a gender analysis at the College as at 31 July 2020. 
 
In July 2020 the College had 604 employees, with the College employing more 
women (337; 55.8%) than men (267; 44.2%).  The majority of the College’s 
employees are lecturing staff (306; 50.7%), compared with support staff (298; 
49.3%). 
 
Although the College employs more women than men and more lecturing staff 
than support staff, the majority of the 306 lecturing staff are male (165; 53.9%).  
This compares with 46.1% (141) of lecturing staff being female.   
 
This gender divide becomes more apparent when it is considered that of the 267 
male staff, 61.8% (165) are lecturing staff, compared with 38.2% (102) being 
support staff. 
 
The opposite applies when looking at support staff.  



The majority of the 298 support staff are female (196; 65.8%).  This compares with 
34.2% (102) of support staff being male.  When looking at the total number of 
female staff (337) in the College, 58.2% (196) are support staff, compared with 
41.8% (141) being lecturing staff. 
 
When looking at the levels at which staff are concentrated within grades within 
the College (vertical segregation), it is notable there is a predominance of 
female staff in the lower support grades:  of the 116 staff in support grades 1-5, 
80.2% (93) are female, with 19.8% (23) being male. 
 
Going forward the College will carry out an all-staff Equality, Diversity and 
Inclusion( ED&I) Survey in order to determine what ED&I mean to staff and to 
determine if there are any ED&I matters that the College needs to address. 
 
The College will use the results from this Survey to inform and structure focus 
groups. The purpose of the focus groups is help inform why there is such a 
predominance of women working part-time at the College, as well as in lower 
graded support posts, and also explore if there are any barriers to career 
progression to determine if there are any actions the College should be taking. 
 
Recommendation: 
It is recommended that Committee discuss the information provided. 
 
Previous Committee Recommendation/Approval (if applicable):  
None 

Equality Impact Assessment: 

Positive Impact ☐ 

Negative Impact ☐ 

No Impact  ☒ 

Evidence:  This report is for information only. 
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Appendix 1 

Occupational Segregation Report 2020: Gender 
 
 
Executive Summary 
 
The Equality Act 2010 has a Public Sector Equality Duty (PSED), which is supported by specific duties 
for Scotland.  The specific duties require the reporting of occupational segregation.   The purpose of 
this report is to report on occupational segregation by gender.  Separate reports focus on 
race/ethnicity and disability.  There is a further separate gender pay gap report. 
 
This report defines the two main dimensions to occupational segregation:  horizontal (i.e. the types of 
jobs in which workers with certain characteristics are clustered); and vertical (i.e. the levels at which 
workers with certain characteristics are clustered). 
 
The report then presents a gender analysis at North East Scotland College as at 31 July 2020. 
 
In July 2020 the College had 604 employees, with the College employing more women (337; 55.8%) 
than men (267; 44.2%).  The majority of the College’s employees are lecturing staff (306; 50.7%), 
compared with support staff (298; 49.3%). 
 
Although the College employs more women than men and more lecturing staff than support staff, the 
majority of the 306 lecturing staff are male (165; 53.9%).  This compares with 46.1% (141) of lecturing 
staff being female.   
 
This gender divide becomes more apparent when it is considered that of the 267 male staff, 61.8% 
(165) are lecturing staff, compared with 38.2% (102) being support staff. 
 
The opposite applies when looking at support staff.  
 
The majority of the 298 support staff are female (196; 65.8%).  This compares with 34.2% (102) of 
support staff being male.  When looking at the total number of female staff (337) in the College, 58.2% 
(196) are support staff, compared with 41.8% (141) being lecturing staff. 
 
When looking at the levels at which staff are concentrated within grades within the College (vertical 
segregation), it is notable there is a predominance of female staff in the lower support grades:  of the 
116 staff in support grades 1-5, 80.2% (93) are female, with 19.8% (23) being male. The College should 
investigate why this is the case. 
 
There is a downward trend in the proportion of female staff within more senior grades: 
 
Of the 81 staff in grades 7-9, 64.2% are female; of the 30 staff in grades 10-12, 53.3% are female; of 
the 23 staff at Professional Officer grade, 52.2% are female and at the most senior Executive Team 
level, of the 3 staff, 0.0% is female. 
 
Conversely, there is an upward trend in the proportion of male staff in more senior grades:  
 
At grades 7-9, 35.8% of the staff in these grades is male; at grades 10-12, 46.7% of the staff in these 
grades is male; at Professional Officer grade, 47.8% of the staff in these grades is male; and at the 
Executive Team grade, 100% is male (although the number of staff in this grade is very small and any 
personnel changes may result in a different picture). 
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Consequently, the College should explore the matter of progression. 
 
In terms of lecturing staff, the majority of the College’s lecturing staff are concentrated at the top of 
the un-promoted lecturing scale (grade 505/Scale point 5).  This is because, in general, most of the 
College’s lecturers have been employed by the College for a number of years and their tenure (as well 
as having obtained teaching qualifications) has meant that they have automatically moved to the top 
of this scale, in line with National Bargaining.   
 
When looked at as a percentage of the total number of staff (604) in the College, the greatest 
concentration of College staff is in lecturing grade 505 for both male and female staff: male (20.9%; 
126) and female (18.9%; 114).  This is not surprising as the College has more lecturing staff (306) than 
support staff (298) and most of the lecturing staff are in Grade 505 (240).  
 
The next largest concentration of staff is female staff in support grades 1-5, where 15.4% (93) of the 
College’s total staff is female. However, only 3.8% (23) of the staff in these grades is male. 
 
Although there are more male (126)  than female (114) lecturers in Grade 505, and although the 
greatest number of female staff are concentrated in lecturing grade 505, there is less of a differential 
in the proportion of male to female lecturing staff at this lecturing grade than at support staff grades 
1-5.  This illustrates that, proportionately, that there is a greater concentration of female staff at these 
lower support grades. 
 
Unlike for lecturing staff, it should be noted that there is no automatic progression for support staff 
from one grade to another – a post would either have to change so substantially that it was regraded 
(via job evaluation) or there would have to be a vacancy for which the member of staff applied, was 
interviewed and then appointed. 
 
With regards to horizontal segregation, there is also a divide in the types of roles that are undertaken 
by male and female staff. 
 
Female support staff are largely concentrated in what could be broadly described as Administration/ 
Co-ordinator/Advisor/Student Support & Advice types of roles – and this applies across grades, with 
the exception of the Professional Officer grade, where the greatest proportion of female staff have 
curriculum-related roles. 
 
Male support staff are largely concentrated in Workshop/Technician/IT/Health & Safety types of roles 
across all grades with the exception of Professional Officer and Executive Team grades, where the 
focus is curriculum and finance type roles. 
 
In terms of un-promoted lecturers, there is a concentration of male staff in STEM-related subjects, 
whereas there is a concentration of female staff in Care/Hair & Beauty/Accounts/Administration 
related subjects. 
 
However, the gender divide is most apparent for part-time staff, irrespective of the way in which the 
figures are examined, with the figures clearly showing the predominance of women in part-time work 
and, in particular, part-time support roles. 
 
A total of 207 (34.3%) of the College’s 604 staff work part-time, with the overwhelming majority being 
female (165; 79.7%).  This compares with 20.3% (42) of male staff working part-time.  
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There are more women working part-time in both support (99 female; 19 male) and lecturing roles 
(66 female; 23 male) than men.  
 
The two biggest clusters of part-time staff are female staff in support grades 1-5 (58) and in lecturing 
grade 505/Scale point 5 (55). 
 
When these numbers are looked at in terms of the total number of female staff in support grades 1-5 
(93) then female part-time staff account for 62.4%, whereas, of the 114 female staff at lecturing grade 
505, part-time female staff account for 48.2%.  This would indicate that, proportionately, there is a 
greater concentration of part-time female staff in support grades 1-5. 
 
It is also clear that the number of part-time staff decreases considerably at the more senior grades 
(Grade 10 upwards for support staff – with 3 out of 118 part-time support staff; 2.5% working part-
time at these grades and at Promoted Lecturer level – with 5 out 89; 5.6% lecturing staff working part-
time at this level). This means that level is an issue when it comes to part-time work, across both 
support and lecturing posts. 
  
It is also clear that considerably fewer male staff than female staff work part-time across all grades 
and there is no grade where there are more male than female part-time staff.   
 
The major factor affecting part-time work for support staff is the level of the post, as opposed to 
working in a particular department/area within the College.  It should be noted that the clerical/ 
administrative/reception types of posts that are mainly held by women in Grades 1-5, can be 
undertaken in various departmental areas and so it is important to look at the level of the post as 
opposed to the department in which the work is carried out. 
 
In terms of the level of part-time work for lecturing staff, this is concentrated at Grade 505/Scale Point 
5. This is the top of the un-promoted lecturing scale and the level at which most lecturing staff (full-
time and part-time) are concentrated. These part-time lecturing staff work in areas that are in line 
with the full-time profile and are concentrated in the following areas: Hair and Beauty/Care/ 
Accounts/Administration/Business subject areas are predominantly female-focussed and STEM 
subject areas are largely male focussed, illustrating horizontal segregation.   
 
With regards to part-time work, in the UK 40.6% (41.1% in Scotland) of women in employment were 
working part-time compared to 13.1% of men (Source:  Labour Market Statistics: UK Regions and 
Countries, 9 March 2020, House Commons Library Briefing Paper Number, 7950, available online at: 
https://researchbriefings.files.parliament.uk/documents/CBP-7950/CBP-7950.pdf ).  The figures for 
the College are slightly higher: of the 337 women employed by the College, 165 (49.0%) are employed 
on a part-time basis and of 267 male staff, 42 (15.7%) are employed on a part-time basis. 
 
This report then compares its 2020 gender occupational segregation analysis with the one carried out 
in March 2016 and finds that it presents a broadly similar picture, although it is of note that in 2020 
there is a proportionately greater increase in the percentage of female staff who now work part-time 
at 49.0%  (165 part-time female staff out of a female headcount of 337) in 2020, compared with 
41.28% in 2016 (142 out of a female headcount of 344) than in the percentage increase in male staff 
who work part-time: 13.13% (34 part-time male staff out of a male headcount of 259) in 2016, 
compared 15.7% of the male staff in 2020 (42 out of a male headcount of 267).   
 
These factors would indicate that there has been little progress in addressing occupational segregation 
since the 2016 report. The actions outlined in the 2016 report still need to be undertaken and are now 
incorporated into the next steps for the College.  

https://researchbriefings.files.parliament.uk/documents/CBP-7950/CBP-7950.pdf
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This report then looks at evidence from external research, including from the Government Equalities 
Office, to understand some of the reasons for occupational segregation, in particular with reference 
to part-time work. 
 
Having considered all of these factors, the report identifies the next steps for the College: 
 
Firstly, the College will carry out an all-staff equality, diversity and inclusion survey in order to 
determine what equality, diversity and inclusion (ED&I) mean to staff and to determine if there are 
any ED&I matters that the College needs to address. 
 
Secondly, the College will use the results from this survey to inform and structure focus groups to 
understand why there is such a predominance of women working part-time at the College, as well as 
in lower graded support posts, to determine if there are any actions the College should be taking. The 
focus groups should also explore the issue of progression. 
 
This will take place when it is safe to hold face-to-face meetings. 
 
It should be noted that College had planned to undertake these activities in 2020, but these were 
postponed due to COVID. 
 
These actions have been incorporated into a People Services Equalities Action Plan to ensure that they 
are carried out as soon as possible, taking into consideration the current restrictions as a consequence 
of COVID-19. 
 
The outcomes from the survey and the focus groups will be used to determine the steps that the 
College should take to advance equality of opportunity. 
 
 
Public Sector Equality Duty 
 
The Equality Act 2010 has Public Sector Equality Duty (PSED) which consists of a general duty that is 
underpinned by Specific Duties that are set out in the secondary legislation which accompanies the 
act, namely the Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012 (as amended). 
 
The general duty consists of 3 main needs (set out in section 149 of the Equality Act 2010) which 
require due regard to the need to: 

- Eliminate unlawful discrimination, harassment and victimisation and other conduct prohibited 
by the Equality Act 2010 

- Advance equality of opportunity between people from different protected characteristic 
groups, considering the need to: 

o Remove or minimise disadvantages suffered by people due to their protected 
characteristics 

o Meet the needs of people with protected characteristics 
o Encourage people with protected characteristics to participate in public life or in other 

activities where their participation is low 
- Foster good relations between people from different protected characteristic groups, tackling 

prejudice and promoting understanding between people from different groups 
 

The Specific Duties are intended to assist public bodies meet the general duty.  This includes publishing 
statements on occupational segregation for gender, race and disability every 4 years. 
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Sources: 
The public sector equality duty: specific duties for Scotland (revised), David Bass, Equality Challenge 
Unit, February 2017, available online at: 
https://www.advance-he.ac.uk/knowledge-hub/public-sector-equality-duty-specific-duties-scotland-
revised 
Accessed: 5 November 2020 
 
Equality Act 2010 Public Sector Equality Duty (section 149), available online at: 
https://www.legislation.gov.uk/ukpga/2010/15/section/149 
Accessed 16 February 2021 
 
Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012, available online at: 
https://www.legislation.gov.uk/ssi/2012/162/contents/made 
Accessed: 16 February 2021 
 
Occupational Segregation 
 
“Occupational segregation is a term that is used to describe employment patterns where workers with 
certain characteristics tend to be grouped in certain jobs … 
 
Understanding the scope and causes of occupational segregation is key to tackling gender, disability 
and ethnicity pay gaps …” 
 
There are two main dimensions to occupational segregation: 
 
Horizontal segregation: workers with certain characteristics are clustered in certain types of jobs 
across an organisation 
 
Vertical segregation: workers with certain characteristics are clustered at certain levels of jobs within 
an organisation’s hierarchy.” 
 
Source: Equality Challenge Unit, 2014, Occupational segregation in Scottish higher education 
institutions: disability, gender and race” p1, available online at: 
https://www.ecu.ac.uk/wp-content/uploads/external/occupational-segregation-in-scottish-heis.pdf 
Accessed: 28 September 2020 
 
 
NESCol profile 
 
Notes regarding the analysis 
 
It should be noted that the figures used in this report include staff on temporary contracts and staff 
who have 2 posts.  Staff with 2 posts have been counted twice – so the overall staff figures may appear 
greater than in other reports. However, this was done in order to conduct an analysis of the gender 
of people across all posts/grades, irrespective of whether it was their main post or a second post.  This 
will give a more complete picture of the number of people, by gender, carrying out posts at different 
levels within the College. 
 

https://www.advance-he.ac.uk/knowledge-hub/public-sector-equality-duty-specific-duties-scotland-revised
https://www.advance-he.ac.uk/knowledge-hub/public-sector-equality-duty-specific-duties-scotland-revised
https://www.legislation.gov.uk/ukpga/2010/15/section/149
https://www.legislation.gov.uk/ssi/2012/162/contents/made
https://www.ecu.ac.uk/wp-content/uploads/external/occupational-segregation-in-scottish-heis.pdf
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The College’s new HR/Payroll system only allows for gender to be reported as male or female in line 
with HMRC requirements, so all gender analysis has been done on the basis of gender defined as 
male/female.  The College is currently working with its provider to address this for equality reporting.  
Figures do not include Student Interns, as the Internships are for a short period only and had all 
finished by this date.  
 
It should be noted that the College support staff grades are determined by FEDRA, a recognised job 
evaluation software for higher and further education. 
 
Lecturing staff grades are determined by national bargaining. 
 
Please also note that throughout this report, NESCol figures are rounded to 1 decimal place, so 
percentage figures may not total 100, due to rounding. 
 
FTE figures are also rounded to one decimal place. 
 
It should be noted that where there are fewer than 5 staff in a particular grade, then only the overall 
number/FTE and number/FTE by gender is given and a more detailed breakdown is not provided in 
case individual staff could be recognised. 
 
Information is analysed by grades and the types of work undertaken in those grades, as opposed to at 
a departmental level.  This is because there can be varying grade levels and roles within a department, 
sometimes covering both support and lecturing roles. Consequently, the vertical and horizontal 
segregation is better illustrated by grades, in particular in relation to part-time work and the 
concentration of part-time work. 
 
 
Gender profile at NESCol 
 
As of 31 July 2020, the College had 604 employees (521.4 FTE), with there being 337 female employees 
(271.3 FTE) and 267 male employees (250.1 FTE). This equates to 55.8% of the College staff being 
female, compared with 44.2% being male. 
 

 
 
 

44.2%
55.8%

TOTAL STAFF BREAKDOWN BY GENDER

Male

Female
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The overall gender profile at Nescol is illustrated in the following chart: 

 

It is notable that the College continues to employ considerably more women on a part-time basis 
(165; 99.3 FTE; 27.3% of total staff) than men (42; 25.1 FTE; 7.0% of total staff). 

The College gender balance would appear to be broadly in line with both the Aberdeenshire and 
Aberdeen City gender profile, although the College male (44.2%)/female (55.8%) balance is slightly 
more in favour of women than when compared with Aberdeen/shire. 
 
In 2018, there were more females (50.2%) than males (49.8%) living in Aberdeen City, with the figures 
being the same for Aberdeenshire and there were also more females (51.3%) than males (48.7%) living 
in Scotland overall (although these figures include children and those who are not of working age). 
 
Sources: 
https://www.nrscotland.gov.uk/files/statistics/council-area-data-sheets/aberdeen-city-council-
profile.html 
Accessed: 8 January 2021 
 
https://www.nrscotland.gov.uk/files/statistics/council-area-data-sheets/aberdeenshire-council-
profile.html 
Accessed: 8 January 2021 
 
Whereas the College’s gender profile appears to be broadly in line with the wider profile for 
Aberdeenshire and Aberdeen, according to the Scottish Government’s Scotland’s Labour market: 
People Places and Regions, Annual Population Survey 2019, p9 “1,300,500 women were in 
employment in 2019.  1,363,400 men were in employment in 2019”. This shows that there are more 
employed men in Scotland than women, whereas the College employs more women than men. 
Source: Scotland’s Labour Market: People, Places and Regions: Annual Population Survey 2019, 
Scottish Government, available online at: 
https://www.gov.scot/binaries/content/documents/govscot/publications/statistics/2020/05/scotlan
ds-labour-market-people-places-regions-statistics-annual-population-survey-
2019/documents/scotlands-labour-market-people-places-regions/scotlands-labour-market-people-
places-regions/govscot%3Adocument/scotlands-labour-market-people-places-regions.pdf 
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https://www.nrscotland.gov.uk/files/statistics/council-area-data-sheets/aberdeen-city-council-profile.html
https://www.nrscotland.gov.uk/files/statistics/council-area-data-sheets/aberdeen-city-council-profile.html
https://www.nrscotland.gov.uk/files/statistics/council-area-data-sheets/aberdeenshire-council-profile.html
https://www.nrscotland.gov.uk/files/statistics/council-area-data-sheets/aberdeenshire-council-profile.html
https://www.gov.scot/binaries/content/documents/govscot/publications/statistics/2020/05/scotlands-labour-market-people-places-regions-statistics-annual-population-survey-2019/documents/scotlands-labour-market-people-places-regions/scotlands-labour-market-people-places-regions/govscot%3Adocument/scotlands-labour-market-people-places-regions.pdf
https://www.gov.scot/binaries/content/documents/govscot/publications/statistics/2020/05/scotlands-labour-market-people-places-regions-statistics-annual-population-survey-2019/documents/scotlands-labour-market-people-places-regions/scotlands-labour-market-people-places-regions/govscot%3Adocument/scotlands-labour-market-people-places-regions.pdf
https://www.gov.scot/binaries/content/documents/govscot/publications/statistics/2020/05/scotlands-labour-market-people-places-regions-statistics-annual-population-survey-2019/documents/scotlands-labour-market-people-places-regions/scotlands-labour-market-people-places-regions/govscot%3Adocument/scotlands-labour-market-people-places-regions.pdf
https://www.gov.scot/binaries/content/documents/govscot/publications/statistics/2020/05/scotlands-labour-market-people-places-regions-statistics-annual-population-survey-2019/documents/scotlands-labour-market-people-places-regions/scotlands-labour-market-people-places-regions/govscot%3Adocument/scotlands-labour-market-people-places-regions.pdf
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Accessed: 25 September 2020 
Contains public sector information licensed under the Open Government Licence v3.0 
 
In terms of part-time staff, according to the House of Commons Library, Briefing Paper Number 7950, 
Labour Market Statistics: UK Regions and Countries, March 2020, p12 “Across all UK regions women 
in work are considerably more likely than men to be employed part-time.  Across the UK 40.6% of 
women in employment were working part-time compared to 13.1% of men.”  According to this paper, 
p13, this figure is 41.1% of women in employment work part-time in Scotland, in the period October 
2018-September 2019.   
Source: Labour Market Statistics: UK Regions and Countries, 9 March 2020, House Commons Library 
Briefing Paper Number, 7950, available online at: 
https://researchbriefings.files.parliament.uk/documents/CBP-7950/CBP-7950.pdf 
Accessed 25 September 2020 
Contains Parliamentary information licensed under the Open Parliament Licence v3.0. 
 
This illustrates that the College picture would be broadly in line with wider statistics in that it employs 
considerably more women on a part-time basis, than men. However, the College figures for part-time 
work are slightly higher, particularly for women, but also for men.  Of the 337 women employed by 
the College, 165 (49.0%) are employed on a part-time basis and of 267 male staff, 42 (15.7%) are 
employed on a part-time basis. 
  
 
NESCol Gender Profile by Support/Lecturing Staff 
 
Support staff 
 
It should be noted that support staff includes directors, heads of faculty and senior management roles, 
including the role of Principal. 
 
There are fewer support staff (298; 49.3%) than lecturing staff (306; 50.7%). 
 
The majority of support staff are female (196; 157.9 FTE). This compares with 102 (93.6 FTE) being 
male. Of the College’s 298 support staff, 65.8% are female, with 34.2% being male. 
 

 
 

34.2%

65.8%

SUPPORT STAFF BY GENDER

Male

Female

https://researchbriefings.files.parliament.uk/documents/CBP-7950/CBP-7950.pdf
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The chart below illustrates the support staff gender profile: 

 

 

Of the total 196 female support staff, 99 (50.5%) work part-time, compared with 97 (49.5%) working 
full-time.  This compares with 19 (18.6%) of the 102 male support staff working part-time, compared 
with 83(81.4%) working full-time. 

 
In terms of the 118 part-time support staff, 99 (60.9 FTE) are female, with 19 (10.6 FTE) being male. 
This equates to 83.9% being female and 16.1% being male. 
 

 
 
 
 
 
 
 
 

29
8

18
0

11
8

10
2

83

19

19
6

97 99

25
1.

4

18
0.

0

71
.4 93

.6

83
.0

10
.6

15
7.

9

97
.0

60
.9

T O T A L  
S T A F F  

F U L L  
T I M E  

P A R T  
T I M E  

M A L E  F U L L  
T I M E  

P A R T  
T I M E  

F E M A L E  F U L L  
T I M E  

P A R T  
T I M E  

N
U

M
BE

R 
 

FULL-TIME/PART-TIME

SUPPORT STAFF GENDER PROFILE
Headcount FTE

16.1%

83.9%

PART-TIME SUPPORT STAFF BY GENDER

Male

Female



10 | P a g e  
 

Support Staff Analysis 
 
Overview 
 
As outlined earlier, the College has 604 staff (521.4 FTE), with there being 337 female employees 
(271.3 FTE) and 267 male employees (250.1 FTE).  Of the College’s 298 support staff (251.5 FTE), 196 
are female (65.8%) and 102 are male (34.2%), showing a clear female bias. 
 
58.2% the College’s total female staff (337) are support staff (196), with there being clear clusters of 
women grouped in lower grades, as can be seen from the chart below. 
38.2% of the College’s total male staff (267) are support staff (102), with male support staff being 
clustered around Grade 6 (Instructors). It is of note that there are only male staff at Executive Team 
level. 
 
From the following headcount chart, in terms of vertical segregation, it is clear that women outnumber 
men in the lower grades (with Grade 1 being the lowest grade and Executive Team being the highest 
grade).   
 

 
 
The overall picture from the FTE chart is very similar, although it can be seen that at Grade 1, there is 
a lower headcount of 4 male employees, but the FTE is higher at 3.1, whereas there is a higher 
headcount of 5 female employees, with a lower FTE of 3.0.  This is due to a greater number of women 
working part-time.  
 
There is a similar picture with Grade 6, where the male headcount is 22 and the female headcount is 
23, but where the FTE position is also reversed and the male FTE is 18.1, compared with the female 
FTE being 17.8. 
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At Grades 11 and 12, there is a change with there being more slightly more men than women, both in 
terms of headcount and FTE. At Professional Officer (PO) level there are very slightly more women 
(12; 11.8 FTE) than men (11; 11.0 FTE), but at Executive Team level (the highest support level in the 
College), there are only men and no women. 
 
It is clear from both the headcount and FTE charts that women considerably outnumber men in the 
majority of the lower grades, and in particular Grades 2-5 as well as 7.  
 
At Grade 1, the headcount numbers are slightly in favour of women although, as outlined earlier, the 
FTE is slightly in favour of men. 
 
It is notable that at Grade 6, there is an increase in the number of men (22; 18.1 FTE) – and indeed the 
greatest number of male support staff are in Grade 6.  As outlined earlier, although the headcount 
number is slightly in favour of women (23; 17.8 FTE), the FTE figure is slightly in favour of men.  The 
differential between headcount and FTE can be explained by the number of male and female staff 
working part-time, with more female staff working part-time than male staff. 
 
The reason for so many men being in Grade 6 can be explained by the fact that Instructors (i.e. 
teaching staff) are at Grade 6 (see analysis of Grade 6 further on in this report). 
 
 
Support Staff Grade Breakdown 
 
It should be noted that information is not being published on a grade-by-grade basis where a further 
breakdown by male/female, full-time/part-time could lead to members of staff being identified, due 
to small numbers.  For this reason, staff grades have been grouped as follows, in line with the types 
of roles undertaken in these grades: 
Support staff grades 1-5 
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Support staff grade 6 
Support staff grades 7-9 
Support staff grades 10-12 
Professional Officer grade 
Executive Team grade 
 
 
Support Staff Grades 1-5 
 
There are 116 staff in support grades 1-5. The chart below clearly illustrates the predominance of 
female staff (93; 69.4 FTE) compared with male staff (23; 20.5 FTE) at support staff grades 1-5, with 
considerably more women (58; 34.4 FTE) working part-time than men (5; 2.5FTE).  

 

This means that 15.4% (93) of the College’s total staff (604) are female staff who are in support grades 
1-5.  In terms of the total female staff in the College (337), this equates to 27.6% being female staff in 
support grades 1-5.   
 
When looked at in terms of the 298 support staff in the college, 31.2% are female staff in grades 1-5 
and of the 196 female support staff, 47.4% are female staff in support grades 1-5. 
 
Of the 116 staff in support grades 1-5, 80.2% are female. 
 
With regards to male staff, 3.8% (23) of the College’s total staff (604) are in support grades 1-5.  In 
terms of the total male staff in the College (267), this equates to 8.6% being male staff in support 
grades 1-5. 
 
When looked at in terms of the 298 support staff in the College, 7.7% are male staff in grades 1-5 and 
of the 102 male support staff, 22.5% are male staff in grades 1-5. 
 
Of the 116 staff in support grades 1-5, 19.8% are male. 
 
These figures illustrate the predominance of female staff in support grades 1-5. 
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Part-time 
 
There are a total of 63 staff in support grades 1-5 who work part time, out of a total of 116 staff in 
these grades, representing 54.3%. 
 
Some 92.1% (58 out of 63) of the part-time staff in support grades 1-5 are female, with 7.9% (5 out of 
63) being male.   
 
Overall, of the College’s 604 staff, 9.6% are female staff working part-time in grades 1-5 (58), 
compared with 0.8% (5) being male staff. Of the 298 support staff, 19.5% are female staff who work 
part-time in grades 1-5, with 1.7% being male staff.   
 
Some 17.2% of the College’s total of 337 female staff work part-time in grades 1-5. There are 196 
female support staff, with 29.6% working part-time in support grades 1-5.  This compares with 1.9% 
of the male staff working part-time in support grades 1-5, out of a total of 267 male staff.  Of the 102 
male support staff, 4.9% work part-time in grades 1-5. 
 
Of the 93 female staff in grades 1-5, 55 work part-time which represents 62.4% of female staff in these 
grades working part-time, compared with 5 out of the 23 male staff working part-time, representing 
21.7% of the male staff in these grades. 
 
These figures clearly illustrate that a considerably larger proportion of female staff than male staff 
work part-time in support grades 1-5.  
 
Grade 1-5 job roles 
 
In terms of the types of roles – both full-time and part-time -  undertaken in support grades 1-5, these 
are largely assistant roles in the areas of: administration, accounts, learning support, advice, 
information as well as reception, workshop/storeperson/technician roles, with male staff being largely 
concentrated in  workshop/stores/technician and information roles (15 out of the 23 roles; 65.2%) 
and female staff being concentrated in particular in administration, co-ordinator, information, 
learning support and reception roles (68 out of 93 roles; 73.1%). 
 
Support Staff Grade 6 
 
There are 45 staff at Grade 6, with 3.8% (23) of the College’s total staff (604) being female staff who 
are in support grade 6 and 3.6% (22) being male staff.   
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The reason that Grade 6 is presented by itself is because Instructors/Assessors are at Grade 6 and this 
has an impact of the number of male staff in this grade and on the overall gender profile in this 
particular grade. Instructors are teaching staff. The majority of the College’s lecturing staff are male, 
so having a larger number of male Instructor/ Assessors would be consistent with the lecturing profile.  
There are nearly the same number of male staff (22) in this grade as there are in support staff grades 
1-5 (23) and just slightly fewer than in support grades 7-9 (29), showing a concentration of male staff 
in this grade.  
 
There are 45 staff in support grade 6.  This grade has a slightly different profile, with there being a 
headcount number that is slightly in favour of women (23 women (51.1%); 22 men (48.9%)), but where 
the FTE figure is slightly in favour of men (18.1 FTE for men; 17.8 FTE for women).   
 
The difference between headcount and FTE can be explained by the number of male and female staff 
working part-time, with more female staff working part-time (14)  than male staff (10), although Grade 
6 shows an increase in the number of male staff working part-time when compared with Grades 1-5 
(5) and Grades 7-9 (4). 
 
In terms of the wider picture, of the 298 support staff, 7.7% (23) are female, compared with 7.4% (22) 
being male.  Of the 196 female support staff, 11.7% are in Grade 6, whereas of the 102 male support 
staff, 21.6% are at Grade 6.  Of the total female staff in the College (337), 6.8% are at Grade 6, whereas 
of the total male staff in the College (267), 8.2% are at Grade 6. 
 
Instructor/Assessors in grade 6 account for 19 of the 22 male roles (86.4%), whereas 
Instructors/Assessors account for 8 of the 23 female role (34.8%) 
 
In terms of the type of Instructor/Assessor roles undertaken, the male staff teaching large STEM-
related subjects.  The information for female staff is not broken down further as individual staff may 
otherwise be identifiable. 
 
Female staff at Grade 6 who are not in Instructor/Assessor roles are in co-ordinator/advisor roles (10 
out of 23 roles; 43.5%). As there are fewer than 5 male staff who are not in Instructor/Assessor roles, 
no further breakdown is detailed. 
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Support staff grades 7-9 
 
There are 81 staff in support grades 7-9. The chart below once again illustrates the predominance of 
female staff (52; 43.4FTE) compared with male staff (29; 27.0 FTE) at support staff grades 7-9, 
illustrating how the male staff profile at grade 6 is different to other grades.  However, more female 
staff (24; 15.4FTE) still work part-time than male staff (4; 2.0 FTE).  
 

 
 
This means that 8.6% (52) of the College’s total of 604 staff are female staff in grades 7-9. In terms of 
the total female staff in the College (337), this equates to 15.4% being female staff in grades support 
grades 7-9. 
 
When looked at in terms of the 298 support staff in the College, 17.4% are female staff in grade 7-9 
and of the 196 female support staff, 26.5% are in grades 7-9. 
 
Of the 81 staff in support grades 7-9, 64.2% are female. 
 
With regards to male staff, 4.8% (29) of the College’s total staff (604) are in support grades 7-9. 
 
In terms of the total male staff in the College (267), this equates to 10.9% being male staff in support 
grades 7-9. When looked at in terms of the overall 298 support staff in the College, 9.7% are male staff 
in grades 7-9 and of the 102 male support staff, 28.4% are in grades 7-9. 
 
Of the 81 staff in support grades 6-9, 35.8% are male.  
 
Part-time 
 
There are a total of 28 staff in support grades 7-9 who work part-time, out of a total of 81 staff in these 
grades, representing 34.6%. 
 
Some 85.7% (24 out of 28) of the part-time staff in grades 7-9 are female, with 14.3% (4 out of 28) 
being male staff. 
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Overall, of the College’s 604 staff, 4.0% are female staff working part-time in grades 7-9 (24), 
compared with 0.7% (4) being male.  Of the 298 support staff, 8.1% are female staff who work part-
time in grades 6-9, with 1.3% being male staff.  
 
Some 7.1% of the College’s total (337) female staff work part-time in grades 7-9.  There are 196 female 
support staff, with 12.2% working part-time in grades 7-9.  This compares with 1.5% of the male staff 
working part-time in support grades 7-9, out of a total of 267 male staff.  Of the 102 male support 
staff, 3.9% work part-time in grades 7-9. 
 
This illustrates that proportionately, a greater number of women work part-time in grades 7-9 than 
men. 
 
Grade 7-9 job roles  
 
Female staff in grades in grades 7-9 are concentrated in Co-ordinator/Marketing/Library/ 
HR/Accounting/Student Support/Verifier roles (34 out of 52 roles, representing 65.4% of female staff 
in these grades.  Other roles are not broken out as individual may be identifiable). 
 
Male staff in grades 7-9 are concentrated in Technician/IT/Health & Safety roles (20 out of 29 roles, 
representing 69.0% of male staff in the grades). 
 
Support Staff Grades 10-12 
 
There are considerably fewer staff in support grades 10-12 (30) than in grades 1-5 and 7-9.  This is 
because the roles at these grades are predominantly manager roles.  At these grades there is a change 
in the male/female ratio.  Although there are still more women at these grades (16; 53.3%; 15.4 FTE) 
than men (14, 46.7%; 14 FTE) there is less of a gender differential.  At these grades, far fewer staff 
work part-time with only 2 female staff working part-time (6.7% of grades 10-12) and no male staff. 
 

 
 
This means that 2.6% (16) of the College’s total of 604 staff are female staff in grades 10-12. In terms 
of the total female staff in the College (337), this equates to 4.7 % being female staff in grades support 
grades 10-12 
When looked at in terms of the 298 support staff in the College, 5.4% are female staff in grades 10-12 
and of the 196 female support staff, 8.2% are in grades 10-12. 
Of the 30 staff in support grades 10-12, 53.3% are female. 
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With regards to male staff, 2.3% (14) of the College’s total staff (604) are in support grades 10-12. 
In terms of the total male staff in the College (267), this equates to 5.2% being male staff in support 
grades 10-12. When looked at in terms of the overall 298 support staff in the College, 4.7% are male 
staff in grades 10-12 and of the 102 male support staff, 13.7% are in grades 10-12. 
Of the 30 staff in support grades 10-12, 46.7% are male.  
 
Part-time 
There is a noticeable fall in the number of staff working part-time at Grades 10-12, with only 2 working 
part-time, out of a total of 30 part-time staff, which equates to 6.7%.  All of these staff are female, 
with no male staff working part-time.   
Overall, of the College’s 604 staff, 0.3% are female staff working part-time in grades 10-12 (2). Of the 
298 support staff, 0.7% are female staff who work part-time in grades 10-12. 
Some 0.6% of the College’s total (337) female staff work part-time in grades 10-12.  There are 196 
female support staff, with 1.0% working part-time in grades 10-12. 
 
 
Grade 10-12 job roles 
There is a gender divide in the types of roles undertaken at these grades, with male staff (10 out of 
14; 71.2%) being in IT roles and female staff (9 out of 16; 56.3%) being largely in administrative and 
quality-related roles as well as student-related information and advice roles. 
 
Professional Officer (PO) Grade 
There are fewer staff in the Professional Officer support grades (23) than in all other support grades 
(with the exception of the Executive Team, which is the most senior level in the College). This is 
because the roles at the Professional Officer grade are predominantly at director level and it would be 
expected that there are fewer staff at this level.   
 
The male/female ratio at PO grade is similar that for grades 10-12.  Although there are still more 
women at PO grade (12; 52.2%; 11.8 FTE) than men (11, 47.8%; 11 FTE) there is again less of a gender 
differential.  At this level, only one person works part-time (4.3% of the PO grades) and no male staff. 
 
The following chart provides a breakdown of the Professional Officer Grade: 

 

11 11

0

12

11

1

11 11

0

11
.8

11
.0

0.
8

M A L E  F U L L - T I M E  P A R T -
T I M E  

F E M A L E  F U L L - T I M E  P A R T -
T I M E  

N
U

M
BE

R

MALE/FEMALE BY FULL-TIME/PART-TIME

PROFESSIONAL OFFICER GRADE  
GENDER AND FULL-TIME/PART-TIME

Headcount FTE



18 | P a g e  
 

This means that 2.0% (12) of the College’s total of 604 staff are female staff in the PO grade. In terms 
of the total female staff in the College (337), this equates to 3.6% being female staff in the PO grade. 
When looked at in terms of the 298 support staff in the College, 4.0% are female staff in the PO grade 
and of the 196 female support staff, 6.1% are in the PO grade. 
 
Of the 23 staff in the PO grade, 52.2% are female. 
 
With regards to male staff, 1.8% (11) of the College’s total staff (604) are in the PO grades. 
 
In terms of the total male staff in the College (267), this equates to 4.1% being male staff in the PO 
grade. When looked at in terms of the overall 298 support staff in the College, 3.7% are male staff in 
the PO grade and of the 102 male support staff, 10.8% are in the PO grade. 
Of the 23 staff in support the PO grade, 47.8% are male.  
 
Part-time 
 
There is a continued decline in the number of staff working part-time at the PO grade, with only 1 
person working part-time, out of a total of 23 part-time staff, which equates to 4.3%.  It is of note that 
no male staff at this level work part-time. 
 
Overall, of the College’s 604 staff, 0.2% are female staff working part-time in the PO grade. Of the 298 
support staff, 0.3% are female staff who work part-time in the PO grade. 
 
Some 0.3% of the College’s total (337) female staff work part-time in the PO grade.  There are 196 
female support staff, with 0.5% working part-time in the PO grade. 
 
Professional Officer job roles 
As outlined earlier, the roles at the PO level are mainly at director level, with female staff being mainly 
being involved in curriculum-related roles (7; 58.3% of female staff at PO level) and male staff being 
involved in curriculum and finance roles (7; 63.6% of male staff at PO level). 
 
 
  



19 | P a g e  
 

Executive Team Grade 
 
The following chart provides a breakdown of the Executive Team Grade, which is the most senior 
grade in the College and includes Vice-Principal and Principal roles.  As would be expected at the most 
senior level in the College, there are fewer posts than at lower grades (3 out of 604; 0.5%): 
 

 

 
This chart clearly illustrates that at the most senior levels – Vice Principal and Principal - in the College 
that there are only male staff, none of whom works part-time. 
 
It should be noted that although the Executive Team is all male (as at July 2020), given the small 
numbers at this level, a small change in staff (e.g. if a male member of staff leaves and is replaced by 
a female member of staff) would lead to a change in the gender profile. 
 
 
Lecturing Staff Analysis 
 
Overview 
 
There are more lecturing staff (306; 50.7%) than support staff (298; 49.3%). 
 
Of the College’s 306 (270.0 FTE) lecturing staff, the majority are male (165; 156.5 FTE) with 141 (113.5 
FTE) being female.  In percentage terms, this means that 53.9% of the College’s lecturing staff 
headcount is male, compared with 46.1% being female. 
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The chart below illustrates the lecturing staff gender profile: 
 

 
 
There are more male lecturers working full-time (142; 46.4% of the 306 lecturing staff) than part-time 
(23; 7.5%), with there also being female lecturers working full-time (75; 24.5%) than part-time (66; 
21.6%), although the full-time/part-time ratio is closer for female lecturers than male lecturers. 
 
It should be noted, although there are more male lecturers than female lecturers, that there are more 
female lecturers working part-time (66; 38.5 FTE) than male lecturers (23; 14.5 FTE). Of the College’s 
89 part-time lecturing staff, 74.2% are female and 25.8% are male.   
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Lecturing Staff: Grades and Gender 
 
As outlined earlier, the College has 604 staff (521.4 FTE), with there being more female employees 
(337; 271.3 FTE) than male employees (267; 250.1 FTE).  There are 306 are lecturing staff, representing 
50.7% of College staff. However, the majority of lecturing staff are male (165; 156.5 FTE), compared 
with 141 (113.5 FTE) being female.   
 
From the headcount and FTE charts below, it is clear that the overwhelming majority of lecturing staff, 
both male and female and in terms of headcount and FTE, are at lecturing grade 505/scale point 5. 
This can be explained by National Joint Negotiating Committee (NJNC) terms and conditions for 
lecturers, as well as tenure. 
 
There are a total of 306 lecturing staff in the following grades: 
 

 

Note: Prom = Promoted level 
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Note: Prom = Promoted level 

For staff who commenced employment relatively recently, there are definitive criteria concerning the 
grade/scale point at which they can be appointed, with progression being incremental thereafter.  The 
appointment level is subject to qualification level and industry experience.  Consequently, lecturing 
staff at grades 501-504/Scale points 1-4, will be more newly appointed staff.  This explains why there 
are fewer lecturing staff these levels. 
 
With regards to the promoted lecturing staff, there are more female (5; 3FTE) than male (3; 2.5 FTE) 
at promoted lecturer level 1 (Prom 1), whereas as promoted lecturer level 2, there are more male staff 
(21; 21 FTE) than female staff (8; 8 FTE). 

 
Lecturing Staff:  Grade Breakdown 
 
As identified earlier in this report, the majority of the College’s lecturing staff are on un-promoted 
lecturing grade 505/Scale point 5.  Staff in Grades 501-503 (Scale points 1-3) will have been more 
recently appointed and the level at which they are appointed is set by national bargaining. 
Once these grades have been broken down by male/female, full-time/part-time, the number of staff 
is low.  Where there are fewer than 5 staff, this would mean that individual staff could be identified, 
so this information is not being published.  Instead, information for lecturing grades 501, 502 and 503 
has been amalgamated. 
 
Lecturing Grades 501-503 (Scale points 1-3) 
 
There are 29 staff in lecturing grades 501-503 (Scale points 1-3). The chart below illustrates that there 
are slightly more male staff (15; 14.3FTE), compared with female staff (14; 11.5 FTE).  More female 
staff work part-time (7) than male staff (2). 
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This means that 2.3% (14) of the College’s total of 604 staff are female staff in lecturing grades 101-
103 (Scale points 1-3). In terms of the total female staff in the College (337), this equates to 4.2% being 
female staff in lecturing grades 101-103 (Scale points 1-3). 
 
When looked at in terms of the 306 lecturing staff in the College, 4.6% are female staff in grades 501-
503 and of the 141 female lecturing staff, 9.9% are in grades 501-503. 
 
Of the 29 staff in lecturing grades 501-503, 48.3% are female. 
 
With regards to male staff, 2.4% (15) of the College’s total staff (604) are in lecturing grades 501-503. 
In terms of the total male staff in the College (267), this equates to 5.6% being male staff in lecturing 
grades 501-503.  When looked at in terms of the overall 306 lecturing staff in the College, 4.9% are 
male staff in grades 501-503 and of the 165 male lecturing staff, 9.1% are in grades 501-503. 
 
Of the 29 staff in lecturing grades 501-503, 51.7% are male.  
 
Part-time 
 
There are a total of 9 staff in lecturing grades 501-503 who work part-time, out of a total of 29 staff in 
these grades, representing 31.0%. 
 
Some 24.1% (7 out of 29) of the part-time staff in grades 501-503 are female, with 6.9% (2 out of 29) 
being male staff. 
 
Overall, of the College’s 604 staff, 1.2% are female staff working part-time in grades 501-503 (7), 
compared with 0.3% (2) being male.  Of the 306 lecturing staff, 2.3% are female staff who work part-
time in grades 501-503, with 0.7% being male staff.  
 
Some 2.1% of the College’s total (337) female staff work part-time in grades 501-503.  There are 141 
female lecturing staff, with 5.0% working part-time in grades 501-503.  This compares with 0.7% of 
the male staff working part-time in lecturing grades 501-503, out of a total of 267 male staff.  Of the 
165 male lecturing staff, 1.2% work part-time in grades 501-503. 
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This illustrates that proportionately, a greater number of women work part-time in grades 501-503 
than men, although there are more men than women in these grades. 
 
Grade 501-503 job roles 
All the job roles are lecturing roles, but there is a gender divide in the subject matters that staff teach: 
Of the 15 male staff, 73.3% (11) teach STEM-related subjects; whereas of the 14 female staff, 71.4% 
(10) teach subjects in the areas of care, travel/events, social science, and hairdressing/fashion. 
 
Lecturing Grade 504/Scale Point 4 
 
As at 31 July 2020, no staff were at this grade. 
 
Lecturing Grades 505/Scale Point 5 
 
For reasons outlined earlier, most of the College’s lecturing staff are at grade 505 (Scale point 5), which 
is the top of the un-promoted lecturing scale. 
 
There are 240 staff in lecturing grades 505 (Scale point 5). The chart below illustrates that there are 
more male staff (126; 118.7 FTE), compared with female staff (114; 91.0 FTE).  However, more female 
staff work part-time (59) than male staff (20). 
 
 

 

This means that 18.9% (114) of the College’s total of 604 staff are female staff in lecturing grade 505 
(Scale point 5). In terms of the total female staff in the College (337), this equates to 33.8% being 
female staff in lecturing grades 505 (Scale point 5). 
 
When looked at in terms of the 306 lecturing staff in the College, 37.3% are female staff in grade 505 
and of the 141 female lecturing staff, 80.9% are in grade 505. 
 
Of the 240 staff in lecturing grade 505, 47.5% are female. 
 
With regards to male staff, 20.9% (126) of the College’s total staff (604) are in lecturing grade 505. 
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In terms of the total male staff in the College (267), this equates to 47.2% being male staff in lecturing 
grade 505.  When looked at in terms of the overall 306 lecturing staff in the College, 41.1% (126) are 
male staff in grade 505 and of the 165 male lecturing staff, 76.4% are in grades 505. 
 
Of the 240 staff in lecturing grade 505, 52.5% are male.  
 
Part-time 
 
There are a total of 75 staff in lecturing grade 505 who work part-time, out of a total of 240 staff in 
this grade, representing 31.3%. 
 
Some 73.3% (55 out of 75) of the part-time staff in grade 505 are female, with 26.7% (20 out of 75) 
being male staff. 
 
Overall, of the College’s 604 staff, 9.1% are female staff working part-time in grade 505 (55), compared 
with 3.3% (20) being male.  Of the 306 lecturing staff, 18.0% are female staff who work part-time in 
grade 505, with 6.5% being male staff.  
 
Some 16.3% of the College’s total (337) female staff work part-time in grade 505.  There are 141 
female lecturing staff, with 39.0% (55) working part-time in grade 505.  This compares with 7.5% of 
the male staff working part-time in lecturing grade 505, out of a total of 267 male staff.  Of the 165 
male lecturing staff, 12.1% work part-time in grade 505. 
 
This illustrates that proportionately, a greater number of women work part-time in grade 505 than 
men, although there are more men than women in this grade. 
 
Grade 505 job roles 
 
All the job roles are lecturing roles, and there are a number of areas where both male and female staff 
teach a subject, but there are also subject areas where there is a gender divide, with the most notable 
being: STEM-related subjects, where there are 72 male lecturers, compared with 23 female lecturers 
and Care/Hair & Beauty/Accounts/Administration/Business- related subject areas where there are 43 
female lecturers compared with 8 male lecturers. 
 
Of the 126 male staff in this grade, 57.1% (72) teach STEM-related subjects.  Of the 114 female staff 
in this grade, 20.2% (23) teach STEM-related subjects.  Conversely, 6.3% of the male lecturing staff 
and 37.7% of the female staff in this grade teach Care/Hair & Beauty/ Accounts/Administration/ 
Business- related subjects. 
 
Promoted Lecturing Grades 
 
There are 2 levels of Promoted Lecturer at NESCol (Level 1 and Level 2), but as the number of 
promoted lecturer level 1 is quite small, when the numbers are broken down by gender and full-
time/part-time status, then individual staff may be identifiable.  For this reason, the promoted lecturer 
grades are grouped together. 
 
There are 37 staff in promoted lecturing grades. The chart below illustrates that there are more male 
staff (24; 23.5 FTE), compared with female staff (13; 11.0 FTE).  However, more female staff work part-
time (4) than male staff (1). 
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This means that 2.2% (13) of the College’s total of 604 staff are female staff in promoted lecturing 
grades. In terms of the total female staff in the College (337), this equates to 3.9% being female staff 
in promoted lecturing grades. 
 
When looked at in terms of the 306 lecturing staff in the College, 4.2% are female staff in promoted 
lecturing grades and of the 141 female lecturing staff, 9.2% are in promoted lecturing grades. 
Of the 37 staff in promoted lecturing grades, 35.1% are female. 
 
With regards to male staff, 4.0% (24) of the College’s total staff (604) are in promoted lecturing grades. 
In terms of the total male staff in the College (267), this equates to 9.0% being male staff in promoted 
lecturing grades.  When looked at in terms of the overall 306 lecturing staff in the College, 7.8% are 
male staff in promoted lecturing grades and of the 165 male lecturing staff, 14.5% are in promoted 
lecturing grades. 
 
Of the 37 staff in lecturing promoted lecturing grades, 64.9% are male.  
 
Part-time 
 
There are a total of 5 staff in promoted lecturing grades who work part-time, out of a total of 37 staff 
in this grade, representing 13.5%. 
 
Some 80.0% (4 out of 5) of the part-time staff in promoted grades are female, with 20.0% (1 out of 5) 
being male staff. 
 
Overall, of the College’s 604 staff, 0.7% are female staff working part-time in promoted grades (4), 
compared with 0.2% (1) being male.  Of the 306 lecturing staff, 1.3% are female staff who work part-
time in promoted grades, with 0.3% being male staff.  
 
Some 1.2% of the College’s total (337) female staff work part-time in promoted grades.  There are 141 
female lecturing staff, with 2.8% working part-time in promoted grades.  This compares with 0.4% of 
the male staff working part-time in promoted lecturing grades, out of a total of 267 male staff.  Of the 
165 male lecturing staff, 0.6% work part-time in promoted grades. 
 
This illustrates that proportionately, a greater number of women work part-time in promoted grades 
than men, although there are more men than women in this grade. 
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Promoted lecturer grade job roles 
The majority of the roles at promoted lecturer level are Curriculum Manager roles (28 out of 37 
promoted lecturers; 75.5%), with 20 (54.1% of promoted lecturers) being male staff and 8 (21.6% of 
promoted lecturers) being female staff. 
 
Lecturing staff/Support staff comparison 
 
As outlined earlier, the College employs slightly more lecturing staff (306; 207.0 FTE) than support 
staff (298; 251.4 FTE). Of the 604 College staff, 50.7% are lecturing staff and 49.3% are support staff. 
 

 
 
The charts below show that there is a clear gender divide in the College, with male staff predominantly 
working as lecturing staff (267 male staff in total; 165 (61.8%) male lecturing staff; 102 (38.2%) male 
support staff) and female staff working predominantly as support staff (337 female staff in total; 196 
(58.2%) female support staff, compared with 141 (41.8%) female lecturing staff). 
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The charts below illustrate, by gender, the lecturing and support grades in which staff are 
concentrated, when looked at as a percentage of the total number of staff in the College. 

 

            
           
           
           
           
           
           
           
           
           
           
           
           
           

From this, it is clear that the greatest concentration of College staff, male (20.9%) and female (18.9%) 
is in lecturing grade 505.  This is not surprising as the College has more lecturing staff (306) than 
support staff (298) and that, as explained earlier, most of the lecturing staff are in Grade 505.  
 
Although there are more male than female lecturers in Grade 505, there is less of a differential in the 
proportion of male to female lecturing staff than at support staff grades 1-5, where 15.4% of staff are 
female, compared with 3.8% of staff being male, thus illustrating, proportionately,  a greater 
concentration of female staff at these lower support grades. 
 
In terms of the concentration of lecturers at grade 505, it should be noted that whereas lecturing staff 
are appointed at grades that are determined by national bargaining and then progress automatically 
to the top of the un-promoted lecturing scale (grade 505), support staff do not have this type of 
progression from one grade to another.  Instead, for a member of staff at e.g. grade 4 to move to a 
role at grade 5, there would have to be a vacancy for which the member of staff would need to apply, 
be interviewed and then appointed, so progression is not automatic. 
 
With the exception of the un-promoted lecturing grades, as just outlined, the number of staff  in each 
grade reduces in line with seniority of the grade, with there being fewer staff in very senior level posts 
than in more junior level posts.  
 
The following charts highlight the concentration of male and female staff within each grade, as a 
percentage of the total number of staff within the grade (i.e. when the percentage of male and female 
staff are added together for each grade, the total will be 100%). 
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From these charts it appears that the gender profile for male and female staff is quite different.   
 
Female staff make up the overwhelming majority of staff in the lowest support grades 1-5 (80.2% of 
staff at these grades), compared with men making up only 18.8% of the staff in these grades. From 
support grades 7-9 and upwards, the percentage of women in each grade declines, until there are no 
women at the highest Executive Team grade. 
 
Conversely, the percentage of male staff in each grade rises, until there are only male staff in the 
Executive Team.  
 
Support grade 6 – the Instructor (teaching) grade – skews this female downward/male upward trend, 
but the reason for this has been examined earlier in this report (see Support Grade 6 analysis). 
 
With regards to the lecturing grades, there is a greater percentage of male staff than female staff in 
all grades.  However, for male staff there is an upward trend, culminating in 64.9% of the promoted 
lecturers being male, whereas conversely for female staff there is a downward trend, with 35.1% of 
promoted lecturers being female. 
 
Part-time Staff 
 
A total of 207 (34.3%) of the College’s 604 staff work part-time. 
 
There is a clear gender divide with considerably more women (165; 99.3 FTE) working part-time, than 
men (42; 25.1 FTE).   
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This means that of the 207 part-time College staff, 79.7% are female, with 20.3% being male. 
 

 
 
More women work part-time as both lecturing staff and support staff. However, it is of note that more 
women work part-time in support roles (99; 60.9 FTE) than in lecturing roles (66; 38.5 FTE), whereas 
conversely, more men work part-time in lecturing roles (23; 14.5 FTE) than in support roles (19; 10.6 
FTE). 
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This equates to 47.8% (99) of the 207 part-time staff being female support staff; 9.2% (19) being male 
support staff; 31.9% (66) being female lecturing staff; 11.1% (23) being male lecturing staff. 
 

 
 
Of the 165 women working part-time, 60.0% work in support roles (40.0% in part-time lecturing roles). 
This compares with 45.2% of the 42 men working part time in support roles (54.8% in part-time 
lecturing). 
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The concentration of part-time staff by grade is illustrated in the chart below: 
 

 
Note: Sup = Support staff grade; Lec = Lecturing staff grade 
Note: Prom = Promoted lecturer 
 
This clearly illustrates that the two biggest clusters of part-time staff are female staff in support grades 
1-5 (58) and in lecturing grade 505/Scale point 5 (55). 
 
It is also clear that the number of part-time staff decreases considerably at the more senior grades 
(Grade 10 upwards for support staff and at Promoted Lecturer level), with there only being a total of 
8 staff at senior grades who work part-time,  and that considerably fewer male staff than female work 
part-time across all grades. 
 
This illustrates that the major factor affecting part-time work for support staff, is the level of the post, 
as opposed to working in a particular department/area within the College. This is because, the 
clerical/administrative/reception posts that are mainly held by women in Grades 1-5, can be 
undertaken in various departmental areas. 
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Part-time lecturing staff are concentrated at Grade 505/Scale Point 5. This is the top of the un-
promoted lecturing scale and the level at which most lecturing staff are concentrated. Part-time 
lecturing staff work in areas that are in line with the full-time profile and are concentrated in the 
following areas: Hair and Beauty/Care/Accounts/Administration/Business subject areas are 
predominantly female-focussed and STEM subject areas are largely male focussed. 
 
When looking more closely at the two grades where there are the greatest concentrations of part-
time female staff, it becomes clear that more female staff in grades 1-5 work part-time (58) than full-
time (35), whereas more female staff at lecturing grade 505 work full-time (59) than part-time (55). 
 

 
 
When these numbers are looked at in terms of the total number of female staff in support grades 1-5 
(93) then female part-time staff account for 62.4%, whereas, of the 114 female staff at lecturing grade 
505, part-time female staff account for 48.2%.  This would indicate that, proportionately, there is a 
greater concentration of part-time female staff in support grades 1-5. 
 
Comparison with 2016 occupational segregation data and report 
 
The College previously published an Occupational Segregation: Gender: 2016 Report, which showed a 
similar profile to the one that has been presented in this report for 2020.  
 
Please note that the report in 2016 rounded percentage figures to 2 decimal places, and so these 
figures have been left in the way in which they were originally published. 
 
As at March 2016, the report identified that the College employed more women (344; 57.05%) than 
men (259; 42.95%). In 2020, the figures are 55.8% of College staff are female, compared with 44.2% 
being male. 
 
In 2016, the majority of women were employed in support roles (207 female support staff out of a 
total female staff of 344; 60.17%, compared with 89 male support staff out of a total male staff of 259; 
34.36%).  Conversely, the majority of male staff were employed as lecturing/academic staff: 170 male 
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lecturing staff out of a total male headcount of 259 (65.64%), compared with 137 female lecturing 
staff out of a total female headcount of 344 (39.83%).   
 
In 2020, the picture is very similar, with male staff predominantly working as lecturing staff (267 male 
staff in total; 165 (61.8%) male lecturing staff; 102 (38.2%) male support staff) and female staff 
working predominantly as support staff (337 female staff in total; 196 (58.2%) female support staff, 
compared with 141 (41.8%) female lecturing staff). 
 
Regarding the types of work undertaken by staff (horizontal segregation), in 2016  there was a gender 
divide - irrespective of whether employees were support or lecturing staff – with men largely 
undertaking work in technical and engineering areas. Women were largely focussed around 
administration, advisory, information, communication and care-related areas.  In 2020, this picture is 
also very similar, as outlined earlier in this report. 
 
As regards the level at which staff work (vertical segregation), in 2016 there was a predominance of 
female staff grouped in the lower support grades 1-5, largely carrying out administrative work (101 
out of a total female support staff of 207; with there being an overall total (lecturing and support) 
female headcount of 344).  In 2020, there is predominance of female staff (93; 69.4 FTE) compared 
with male staff (23; 20.5 FTE) at support staff grades 1-5.  In 2020, of the 298 support staff in the 
college, 31.2% are female staff in grades 1-5 and of the 196 female support staff, 47.4% are female 
staff in support grades 1-5. 
 
This compares with the majority of male staff being grouped at lecturer Grade 4 in 2016 (105 out of 
170 male lecturing staff (61.76%); with there being an overall total of 259 male staff (lecturing and 
support; 40.54%).  By comparison, in the lower support grades 1-5, there are 21 male staff, with there 
being a total male support staff of 89 (23.60%). 
 
In 2020, the lecturing grades have changed in line with national bargaining, but the equivalent Grade 
is grade 505/Scale point 5.  The picture here is also similar to the one in 2016 in that male staff are 
also concentrated in lecturing grade 505/Scale point 5, although the concentration for 2020 is slightly 
higher than in 2016. In terms of the total male staff in the College in 2020 (267), 47.2% are male staff 
in lecturing grade 505.  When looked at in terms of the 165 male lecturing staff, 76.4% are in grades 
505. 
 
By comparison, in 2020, in the lower support grades 1-5 there are 23 male staff out of a total male 
support staff of 102 (22.55%), thus showing a very similar picture to the one in 2016. 
 
Part-time comparison 
 
Overall, the part-time picture in 2016 is largely similar to the one in 2020, although there are some 
changes as outlined below. 
 
Overall, in 2016, of the 603 staff in the College, 176 staff worked on part-time-basis (29.19%). Of these 
176 part-time staff, 19.32% was male (34) and 80.68% was female (142).  In 2020, a total of 207 
(34.3%) of the College’s 604 staff work part-time.  Of the 207 part-time staff in 2020, 165 is female 
(79.7%) and 42 (20.3%) is male. 
 
Only 13.13% of the male staff in the College (34 male staff out of a male headcount of 259) worked 
part-time in 2016, compared with 41.28% of the female staff (142 part-time female staff out of female 
headcount of 344).   
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In 2020, 15.7% of the male staff in the College (42 out of a male headcount of 267) work part-time, 
compared with 49.0% of female staff (165 out of a female headcount of 337) who work part-time, 
showing a proportionately slightly larger increase in the percentage of female staff working part-time.   
In 2016 there were both more part-time male and female employees working in support roles (19 
male part-time staff; 89 female part-time staff) than in lecturing roles (15 male part-time staff; 53 
female part-time staff). 
 
In 2020 this picture changed for male staff, with there being more part-time male lecturing staff than 
support staff: 19 male staff working part-time in support roles and 23 male staff working part-time in 
lecturing roles. This could be attributed to greater number of male staff taking a phased retirement 
i.e. working part-time in the run-up to retirement.  However, for female staff, there are still more part-
time female support staff (99) than lecturing staff (66). 
 
In terms of vertical segregation in the College, it is notable, in both 2016 and 2020 that at senior grades 
(support grade 10 and above as well as promoted lecturing grades) there are very few staff working 
part-time (6 in 2016; 8 in 2020). 
 
In its 2016 report, the College identified some actions to address its occupational segregation by 
gender: 
 
Set up Focus Groups to look at: 

• Why there is such a predominance of women in lower graded support functions?  
• What are the barriers to women applying for “male” jobs and men applying for “female” jobs? 
• Why do so many women work part-time? 
• Are there work/life balance issues and if so, what are they and how could they be addressed, 

including revising family-friendly and leave policies 
 
The College still has these as outstanding actions and has now decided to take a 2-pronged approach 
to looking at this matter: firstly, there will be an all-staff equality, diversity and inclusion survey; and 
secondly the information from this will be used to structure focus groups to understand why there is 
a predominance of women working part-time and in lower graded support posts, as well as if there 
are any barriers to progression.  This will be used to determine if there are any actions the College 
should take. 
 
Summary and Conclusion 
 
As at 31 July 2020, NESCol had 604 employees (please note that staff with 2 posts are counted twice, 
as explained earlier in this report).  The College employs more women (337; 55.8%) than men (267; 
44.2%).  The majority of the College’s 604 staff are lecturing staff (306; 50.7%), compared with support 
staff (298; 49.3%). 
 
Although the College employs more women than men and more lecturing staff than support staff, the 
majority of the 306 lecturing staff are male (165; 53.9%).  This compares with 46.1% (141) of lecturing 
staff being female.   
 
This gender divide becomes more apparent when it is considered that of the 267 male staff, 61.8% 
(165) are lecturing staff, compared with 38.2% (102) being support staff. 
 
The opposite applies when looking at support staff.  
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The majority of the 298 support staff are female (196; 65.8%).  This compares with 34.2% (102) of 
support staff being male.  When looking at the total number of female staff (337) in the College, 58.2% 
(196) are support staff, compared with 41.8% (141) being lecturing staff. 
 
According to “Occupational Segregation in Scottish Higher Education Institutions: Disability, Gender 
and Race”, Equality Challenge Unit (ECU), June 2014 p12, the majority of Professional services and 
support staff in Scottish Higher Education Institutions (HEIs) are female (63.1%) as opposed to (36.9%) 
male.  The College also has more female than male support staff. 
Source: Equality Challenge Unit, 2014, Occupational segregation in Scottish higher education 
institutions: disability, gender and race” p1, available online at: 
https://www.ecu.ac.uk/wp-content/uploads/external/occupational-segregation-in-scottish-heis.pdf 
Accessed: 28 September 2020 
 
When looking at the levels at which staff are concentrated within grades within the College (vertical 
segregation), it is notable there is an overwhelming predominance of female staff in the lower support 
grades:  of the 116 staff in support grades 1-5, 80.2% (93) are female, with 19.8% (23) being male.  The 
College should, therefore, take steps to understand why this is the case. 
 
When support grade 6 is excluded, then it becomes clear that the proportion of female staff decreases 
with the level of seniority of the grades. 
 
Grade 6 is excluded from this trend because this grade has a slightly different profile, with a more 
even proportion of male to female staff. The headcount number is slightly in favour of women (23 
women (51.1%); 22 men (48.9%), but the FTE figure is slightly in favour of men (18.1 FTE for men; 17.8 
FTE for women).  The reason for this different profile is because Instructor/Assessors (i.e. teaching 
staff) in grade 6 account for 19 of the 22 male roles (82.6%). This pattern is more in line with the 
College having more male than female lecturing staff. 
 
In terms of the downward trend in the proportion of female staff within more senior grades: 
Of the 81 staff in grades 7-9, 64.2% are female; of the 30 staff in grades 10-12, 53.3% are female; of 
the 23 staff at Professional Officer grade, 52.2% are female and at the most senior Executive Team 
level, of the 3 staff, 0.0% is female. 
 
Conversely, there is an upward trend in the proportion of male staff in more senior grades:  
At grades 7-9, 35.8% of the staff in these grades is male; at grades 10-12, 46.7% of the staff in these 
grades is male; at Professional Officer grade, 47.8% of the staff in these grades is male; and at the 
Executive Team grade, 100% is male (although the number of staff in this grade is very small and any 
personnel changes may result in a different picture). 
 
Although the overall number of staff in grades decrease as the grades become more senior, it is still 
notable that proportion of male/female staff in the grades changes as the grades become more senior, 
with there being a greater proportion of male staff in the more senior grades.  This is of particular 
note, given that the College employs more female (337) than male (267) staff. 
This is a matter that the College should investigate. 
 
This trend is also evident in lecturing grades. Of the 29 lecturers in grades 501-503, 48.3% are female; 
of the 240 lecturers in grade 505, 47.5% are female; and of the 37 promoted lecturers, 35.1% are 
female. 
 
Conversely, in grades 501-503, 51.5% of the staff in those grades are male; in grade 505, 52.5% of the 
staff in that grade is male; and 64.9% of the staff in promoted lecturing grades are male. 

https://www.ecu.ac.uk/wp-content/uploads/external/occupational-segregation-in-scottish-heis.pdf
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When looked at as a percentage of the total number of staff (604) in the College, the greatest 
concentration of College staff is in lecturing grade 505 for both male and female staff: male (20.9%; 
126) and female (18.9%; 114).  This is not surprising as the College has more lecturing staff (306) than 
support staff (298) and most of the lecturing staff are in Grade 505 (240).  
 
The next largest concentration of staff is female staff in support grades 1-5, where 15.4% (93) of the 
College’s total staff is female. However, only 3.8% (23) of the staff in these grades is male. 
 
Although there are more male (126)  than female (114) lecturers in Grade 505, and although the 
greatest number of female staff are concentrated in lecturing grade 505, there is less of a differential 
in the proportion of male to female lecturing staff at this lecturing grade than at support staff grades 
1-5.  This illustrates that, proportionately, that there is a greater concentration of female staff at these 
lower support grades. 
 
According to the International Labour Organisation’s Women at Work: Trends 2016 p39, women are 
more likely to be concentrated in lower paid occupations and sectors than men” and this would seem 
to fit with the College profile. 
Source available online at: 
https://www.ilo.org/wcmsp5/groups/public/---dgreports/---dcomm/---
publ/documents/publication/wcms_457317.pdf 
Accessed: 02 October 2020 
 
It should be noted that there is no automatic progression for support staff from one grade to another 
– a post would either have to change so substantially that it was regraded (via job evaluation) or there 
would have to be a vacancy for which the member of staff applied, was interviewed and then 
appointed. However, staff progression would be dealt with via the College’s appraisal process, called 
iCon2, where staff can identify their interest in progressing and discuss with their managers how this 
could be taken forward.  The College also plans to look at workforce planning, where succession 
planning needs to be considered, and this could also influence progression. Staff progression can also 
be discussed as part of the College’s planned focus groups, identified in the next steps. 
 
In terms of lecturing staff, the majority of the College’s lecturing staff are concentrated at the top of 
the un-promoted lecturing scale (grade 505/Scale point 5).  This is because, in general, most of the 
College’s lecturers have been employed by the College for a number of years and their tenure (as well 
as having obtained teaching qualifications) has meant that they have automatically moved to the top 
of this scale, in line with National Bargaining.  Un-promoted lecturing staff who have recently joined 
the College are appointed at a scale point in line with National Bargaining. 
 
With regards to horizontal segregation, there is also a divide in the types of roles that are undertaken 
by male and female staff. 
 
Female support staff are largely concentrated in what could be broadly described as Administration/ 
Co-ordinator/Advisor/Student Support & Advice types of roles – and this applies across grades, with 
the exception of the Professional Officer grade, where the greatest proportion of female staff have 
curriculum-related roles. 
 
Male support staff are largely concentrated in Workshop/Technician/IT/Health & Safety types of roles 
across all grades with the exception of Professional Officer and Executive Team grades, where the 
focus is curriculum and finance type roles. 
 

https://www.ilo.org/wcmsp5/groups/public/---dgreports/---dcomm/---publ/documents/publication/wcms_457317.pdf
https://www.ilo.org/wcmsp5/groups/public/---dgreports/---dcomm/---publ/documents/publication/wcms_457317.pdf
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Instructor/Assessors largely follow the lecturing staff profile, with male staff being predominantly 
involved in teaching STEM-related subjects. 
In terms of un-promoted lecturers, there is a concentration of male staff in STEM-related subjects, 
whereas there is a concentration of female staff in care/hair & Beauty/accounts/administration 
related subjects. 
 
Promoted lecturers, in particular, Curriculum Managers, manage a number of subject areas, so a 
further breakdown is of limited value. 
 
This analysis illustrates that there is horizontal segregation in terms of the types of roles undertaken 
by male and female staff in the College and that there is also vertical segregation with there being 
greater concentrations of male staff in more senior roles and with the greatest proportion of female 
staff being concentrated in the lowest support staff grades. 
 
As regards the types of work undertaken by staff (horizontal segregation), it is clear that there is a 
gender divide - irrespective of whether employees are support or lecturing staff – with men largely 
undertaking work in technical and engineering areas. Women are largely focussed around 
administration, advisory, information, communication and care-related areas. 
 
This would appear to be similar to the types of work undertaken by men and women in Scottish HEIS, 
according to Occupational Segregation in Scottish Higher Education Institutions: Disability, Gender and 
Race”, Equality Challenge Unit (ECU), June 2014 p13, where men are grouped into academic 
areas/engineering/technician/maintenance types of posts and women are grouped into non-
academic areas/welfare/administration/secretarial posts.  
Source: Equality Challenge Unit, 2014, Occupational segregation in Scottish higher education 
institutions: disability, gender and race”, available online at: 
https://www.ecu.ac.uk/wp-content/uploads/external/occupational-segregation-in-scottish-heis.pdf 
Accessed: 28 September 2020 
 
However, the gender divide is most apparent for part-time staff, irrespective of the way in which the 
figures are examined, with the figures clearly showing the predominance of women in part-time work 
and, in particular, part-time support roles. 
 
A total of 207 (34.3%) of the College’s 604 staff work part-time, with the overwhelming majority being 
female (165; 79.7%).  This compares with 20.3% (42) of male staff working part-time.  
 
There are more women working part-time in both support (99 female; 19 male) and lecturing roles 
(66 female; 23 male) than men.  
 
As identified earlier, there are a total of 306 lecturers in the College, with there being more full-time 
male lecturers (142; 46.4%) than part-time (23; 7.5%) and this is also the case for female lecturing staff 
(75 full-time; 24.5%) compared with 66; 21.6% part-time), although there is far less of a differential 
between full-time and part-time for female lecturers.  
 
In terms of support staff, there is a total of 298 support staff, with slightly more female staff working 
part-time than full-time: 99 (33.2%) work part-time, compared with 97 (32.6%) working full-time.  This 
compares with 19 (6.4%) male support staff working part-time, as opposed to 83 (27.9%) working full-
time.   
 
Of the 207 part-time staff, 47.8% are female support staff; 9.2% are male support staff; 31.9% are 
female lecturing staff; 11.1% are male lecturing staff. 

https://www.ecu.ac.uk/wp-content/uploads/external/occupational-segregation-in-scottish-heis.pdf
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With regards to the 89 part-time lecturing staff, 66 are female, with 23 being male.  This equates to 
74.2% of part-time lecturing staff being female and 25.8% being male. 
 
In terms of the 118 part-time support staff, 99 are female, with 19 being male. This equates to 83.9% 
of part-time support staff being female and 16.1% being male. 
 
Of the total 165 female part-time staff, 60% work in support roles (40% in lecturing roles).  Conversely, 
of the total 42 part-time male staff 54.8% work in lecturing roles (45.2% in support roles). 
 
The two biggest clusters of part-time staff are female staff in support grades 1-5 (58) and in lecturing 
grade 505/Scale point 5 (55). 
 
When these numbers are looked at in terms of the total number of female staff in support grades 1-5 
(93) then female part-time staff account for 62.4%, whereas, of the 114 female staff at lecturing grade 
505, part-time female staff account for 48.2%.  This would indicate that, proportionately, there is a 
greater concentration of part-time female staff in support grades 1-5. 
 
These figures illustrate the concentration of female staff in part-time work and in particular, in support 
staff roles. 
 
It is also clear that the number of part-time staff decreases considerably at the more senior grades 
(Grade 10 upwards for support staff – with 3 out of 118 part-time support staff; 2.5% working part-
time at these grades and at Promoted Lecturer level – with 5 out 89; 5.6% lecturing staff working part-
time at this level).  This means that level is an issue when it comes to part-time work, across both 
support and lecturing posts. 
 
According to the ILO, “Women at Work: Trends 2016” p 54 “many higher paid, higher-skilled jobs are 
simply unavailable on a part-time basis, and there are significant obstacles to movement from part-
time to full-time jobs due to the related skills requirement.  This is also linked to the higher 
administrative costs involved in hiring two or more higher-skilled part-time workers in lieu of one full-
time worker, which might also explain why part-time work tends to cluster in the low skilled 
professions…”   
Source available online at: 
https://ilo.org/wcmsp5/groups/public/---dgreports/---dcomm/---
publ/documents/publication/wcms_457317.pdf 
Accessed: 02 October 2020 
 
It is also clear that considerably fewer male staff than female staff work part-time across all grades in 
the College and there is no grade where there are more male than female part-time staff. 
 
The major factor affecting part-time work for support staff, is the level of the post, as opposed to 
working in a particular department/area within the College. This is because, the clerical/ 
administrative/reception posts that are mainly held by women in Grades 1-5, can be undertaken in 
various departmental areas. 
 
Part-time lecturing staff are concentrated at Grade 505/Scale Point 5. This is the top of the un-
promoted lecturing scale and the level at which most lecturing staff are concentrated. Part-time 
lecturing staff work in areas that are in line with the full-time profile and are concentrated in the 
following areas: Hair and Beauty/Care/Accounts/Administration/Business subject areas are 

https://ilo.org/wcmsp5/groups/public/---dgreports/---dcomm/---publ/documents/publication/wcms_457317.pdf
https://ilo.org/wcmsp5/groups/public/---dgreports/---dcomm/---publ/documents/publication/wcms_457317.pdf
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predominantly female-focussed and STEM subject areas are largely male focussed, illustrating  
horizontal segregation. 
 
In terms of a broader picture, the College’s overall gender balance would appear to be broadly in line 
with both Aberdeenshire and Aberdeen City gender profile, although the College male (44.2%)/female 
(55.8%) balance is slightly more in favour of women than when compared with Aberdeen/shire:  in 
2018, there were more females (50.2%) than males (49.8%) living in Aberdeen City, with the figures 
being the same for Aberdeenshire (although these figures include children and those who are not 
of working age). 
 
Sources: 
https://www.nrscotland.gov.uk/files/statistics/council-area-data-sheets/aberdeen-city-council-
profile.html 
Accessed: 8 January 2021 
 
https://www.nrscotland.gov.uk/files/statistics/council-area-data-sheets/aberdeenshire-council-
profile.html 
Accessed: 8 January 2021 
 
 
With regards to part-time work, in the UK 40.6% (41.1% in Scotland) of women in employment were 
working part-time compared to 13.1% of men.   
 
Source: Labour Market Statistics: UK Regions and Countries, 9 March 2020, House Commons Library 
Briefing Paper Number, 7950, available online at: 
https://researchbriefings.files.parliament.uk/documents/CBP-7950/CBP-7950.pdf 
Accessed: 22 October 2020 
Contains Parliamentary information licensed under the Open Parliament Licence v3.0. 
 
The figures for the College are slightly higher: of the 337 women employed by the College, 165 (49.0%) 
are employed on a part-time basis and of 267 male staff, 42 (15.7%) are employed on a part-time 
basis. 
 
The College’s 2020 occupational segregation picture is broadly similar to its picture in 2016, although 
it is of note that in 2020 there is a proportionately greater increase in the percentage of female staff 
who now work part-time at 49.0%  (165 part-time female staff out of a female headcount of 337) in 
2020, compared with 41.28% in 2016 (142 out of a female headcount of 344) than in the percentage 
increase in male staff who work part-time: 13.13% (34 part-time male staff out of a male headcount 
of 259) in 2016, compared 15.7% of the male staff in 2020 (42 out of a male headcount of 267). 
 
In 2020, there are more part-time male lecturing staff than support staff: 19 male staff working part-
time in support roles and 23 male staff working part-time in lecturing roles.  This compares with there 
being more male part-time support staff (19) in 2016 than male part-time lecturing staff (15).  
 
The picture for female staff remained the same, with there being more part-time support staff (89 in 
2016; 99 in 2020) than lecturing staff (53 in 2016; 66 in 2020).    
 
In general, the overall part-time picture in 2016 and 2020 is very similar, with considerably more 
women continuing to work part-time time than men: in 2016, of the 603 staff in the College, 176 staff 
worked on part-time-basis (29.19%). Of these 176 part-time staff, 19.32% was male (34) and 80.68% 

https://www.nrscotland.gov.uk/files/statistics/council-area-data-sheets/aberdeen-city-council-profile.html
https://www.nrscotland.gov.uk/files/statistics/council-area-data-sheets/aberdeen-city-council-profile.html
https://www.nrscotland.gov.uk/files/statistics/council-area-data-sheets/aberdeenshire-council-profile.html
https://www.nrscotland.gov.uk/files/statistics/council-area-data-sheets/aberdeenshire-council-profile.html
https://researchbriefings.files.parliament.uk/documents/CBP-7950/CBP-7950.pdf
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was female (142).  In 2020, a total of 207 (34.3%) of the College’s 604 staff work part-time.  Of the 207 
part-time staff in 2020, 165 is female (79.7%) and 42 (20.3%) is male. 
 
This similar picture in 2016 and 2020 continues with regards to the vertical segregation in the College, 
with it being it notable, in both 2016 and 2020 that at senior grades (support grade 10 and above as 
well as promoted lecturing grades) there are very few staff working part-time (6 in 2016; 8 in 2020). 
There is also a similar picture with regards to the types of work undertaken by staff (horizontal 
segregation) in both 2016 and 2020 where there is a gender divide - irrespective of whether 
employees are support or lecturing staff – with men largely undertaking work in technical and 
engineering areas and women being largely focussed around administration, advisory, information, 
communication and care-related areas. 
 
In view of these continuing trends, it is clear that there has been little progress since 2016 and that 
identified actions need to be prioritised. 
 
According to the Government Equalities Office: The Case for Change: How Economic Gender 
Inequalities Develop Across the Life Course, July 2029, p12, “ Women undertake the majority of unpaid 
work and informal care, and this affects their labour market participation”. It goes on to say that “It 
also seems likely that patterns of household responsibility may become embedded when mothers 
take time out of the labour market to care for children.  This, in turn, may reinforce social norms about 
women as carers, and lead to women becoming the default carers for adult relatives.  The ONS 
estimate that almost one in four older female workers have caring responsibilities, compared with just 
over one in eight older male workers.”  The report goes on to say on p13 that “While women undertake 
more work in the home, their paid participation in work is curtailed.  Women are……when working, 
over three times more likely to work part-time.  Mothers with dependent children are much more 
likely to be part-time than fathers or women without dependent children.”  This report further 
identifies on p13 that “Women who move to working part-time may occupationally downgrade – that 
is, take a lower skilled job than the one they had undertaken previously….and that women were 50% 
more likely than men to work in low paying jobs and 20% more likely than men to remain stuck in such 
jobs after ten years.” 
Source: The Case for Change, July 2019, Government Equalities Office, available online at: 
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file
/821890/GEO_GEEE_Strategy_Problem_Analysis_Rev_2__1_.pdf 
Accessed 25 September 2020 
Contains public sector information licensed under the Open Government Licence v3.0 
 
This could help to explain why there is such a large proportion of women who work part-time, in the 
UK, in Scotland and in the College.  It would also help to explain why, proportionately, there is such a 
concentration of female staff in the College’s lower graded support posts.   
 
The Government Equalities Office, Women’s Progression in the Workplace, October 2019, also 
identifies, p15, that “parenthood leads to part-time work for women & part-time work shuts down 
pay progression.” This report goes on to say on p28 that “women continue to take on disproportionate 
responsibility for unpaid care”.  This report, p43, identifies that “while alternative ways of working 
offer valuable ways to tackle gender inequalities by allowing women to maintain their labour market 
position after childbirth, their relationship to women’s career progression is more mixed. Part-time 
work is linked to truncated career progress, and women who take up flexible working policies may be 
seen as less committed, receiving fewer rewards even as they intensify their work.” 
Source: Gender equality at work: research on the barriers to women’s progression, October 2019, 
Government Equalities Office, available online at: 
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file
/840404/KCL_Main_Report.pdf 

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/821890/GEO_GEEE_Strategy_Problem_Analysis_Rev_2__1_.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/821890/GEO_GEEE_Strategy_Problem_Analysis_Rev_2__1_.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/840404/KCL_Main_Report.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/840404/KCL_Main_Report.pdf
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Accessed 25 September 2020 
Contains public sector information licensed under the Open Government Licence v3.0 
 
Given that all of these points impact on part-time work, and in particular, women in part-time work, 
the College’s next steps are to find out, from a College perspective, why there is such a predominance 
of women working part-time and if there are any actions the College should be taking.  This will include 
exploring the impact of flexible working, in particular in relation to COVID-19. 
 
Next Steps 
 
Given the points raised in the Government Equalities Office reports and the College’s occupational 
segregation gender analysis, the next steps will be to take a 2-pronged approach to looking into the 
underlying matter from a College perspective: 
 
Firstly, the College will carry out an all-staff equality, diversity and inclusion survey in order to 
determine what equality, diversity and inclusion (ED&I) mean to staff and to determine if there are 
any ED&I matters that the College needs to address. 
 
Secondly, the College will use the results from this survey to inform and structure focus groups to 
understand why there is such a predominance of women working part-time at the College and why 
there is a concentration of women in lower graded support posts. The matter of progression should 
also be explored. This will be used to determine if there are any actions the College should be taking 
and will include considering the impact of flexible working, in particular, in light of Covid-19. 
 The focus groups will take place as soon as it is safe to do so.  
 
It should be noted that College had planned to undertake these activities in 2020, but these were 
postponed due to COVID. 
 
These actions have been incorporated into a People Services Equalities Action Plan to ensure that they 
are carried out as soon as possible, taking into consideration the current restrictions as a consequence 
of COVID-19. 
 
The outcomes from the survey and the focus groups will be used to determine the steps that the 
College should take to advance equality of opportunity. 
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Appendix 1 

Occupational Segregation Report 2020: Disability 
 
Executive Summary 
 
The Equality Act 2010 has a Public Sector Equality Duty (PSED), which is supported by specific duties 
for Scotland.  The specific duties require the reporting of occupational segregation.  This report focuses 
on disability.  Separate reports focus on gender and race/ethnicity.   
 
This report presents an analysis of the disability protected characteristic at North East Scotland 
College, which is compared with the profile for Scotland and the UK. 
 
As at 31 July 2020, the College had 604 employees (521.4 FTE), with 40 employees declaring that they 
have a disability (6.6% of headcount), 74 declaring that they do not have a disability (12.3%) and 490 
being in a “not indicated/prefer not to say” category (81.1%).  Given that there is a high percentage 
of staff who are in the “not indicated/prefer not to say” category, it is difficult to infer any significance 
from the figures. 
 
The reason for such a large number of staff being in a “not indicated/prefer not to say” category is 
due to issues with the College’s new HR/payroll system when the data for this protected characteristic 
were migrated from the old system.   
 
In July 2016, at the time of the College’s last occupational segregation (disability) report, the 
overwhelming majority of staff did not consider themselves to have a disability (480; 81.1%), with 
there being a low number of staff (28; 4.7%) who considered themselves to have a disability. A 
considerable number of staff (84; 14.2%) either preferred not say whether they had a disability or gave 
no information regarding disability.    
 
Although it is difficult to make any comparisons between 2016 and 2020 due to the large number of 
staff in 2020 who are in a “not indicated/prefer not to say” category due to system migration issues, 
it can still be seen that there are more staff in 2020 (40; 6.6% of headcount) who declared a disability 
than in 2016 (28; 4.7% of headcount).  This could be explained by the fact that College undertook an 
exercise, prior to the migration of data, to reduce non-declaration rates of protected characteristics 
and to encourage staff to declare if they had a disability.   
 
In terms of the wider population, in Scotland 32% of the population have long term conditions that 
mean they would be considered ‘disabled’ (Source: Scottish Government “Scotland’s Wellbeing – 
Measuring the National Outcomes for Disabled People”, July 2019, p9) and in the UK, 19% of the 
working age population reported they were disabled (Source: The House of Commons Library Briefing 
Paper, Number 7540, “Disabled People in Employment”, 13 August 2020, reports, p3).  This compares 
with 6.6% of headcount in the College declaring a disability in 2020. It is difficult to make inferences 
from the College figures, given that such a large number of staff in the College are in a “not 
indicated/prefer not to say” category. 
 
As regards part-time work, according to the Office for National Statistics: Disability and employment, 
UK: 2019, release date: 2 December 2019, p13 “Disabled people in work (aged 16 to 64) were more 
likely to work part-time when compared with non-disabled people; 34.1% of disabled people work 
part-time compared with 23.1% of non-disabled people”.   
 
However, at the College, this does not appear to be the case, although care must be taken when 
interpreting small numbers. In both 2016 and 2020, the majority of staff who declared a disability 
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worked full-time: in 2016, 22 of the 28 staff (78.6% of those with a declared disability) worked full-
time; in 2020, 26 of the 40 staff (65.5% of those with a declared disability) work full-time. 
 
It should also be noted that College works closely with its occupational health provider to provide 
support to any member of staff with a disability.  In addition, the College has recently introduced an 
Employee Assistance Programme, where staff have free access to counselling. 
 
In terms of gender balance, in Scotland more women than men reported disabilities:  In 2017, 34% of 
women reported disabilities, which was higher than the 29% of men who reported these condition 
(Source: The Scottish Government “Scotland’s Wellbeing – Measuring the National Outcomes for 
Disabled People”, July 2019 report, on p12). 
 
NESCol’s 2020 figures also indicate that more women than men have a disability: of the 40 staff who 
declared they have a disability, 23 (57.5%) are female and 17 (42.5%) are male, although care must be 
taken when interpreting small numbers. 
 
In NESCol, in 2016, there was an equal balance in terms of gender between the number of male (14) 
and female staff (14) who considered themselves to have a disability.  
 
In the UK: “in April-June 2020, there were 2.4 million disabled women in work, an employment rate 
of 53.5%. During the same period there were 1.7 million disabled men in work, an employment rate 
of 53.9%.” (Source: The House of Commons Briefing Paper, Number 7540, “Disabled People in 
Employment”, 13 August 2020, p7). 
 
There are two main dimensions to occupational segregation:  horizontal (i.e. the types of jobs in which 
workers with certain characteristics are clustered); and vertical (i.e. the levels at which workers with 
certain characteristics are clustered). 
 
In 2020, of the staff who declared a disability, there was an even split between support (13 full-time 
staff; 7 part-time staff) and lecturing staff (13 full-time staff; 7 part-time staff). 
 
In terms of vertical segregation, both in 2016 and 2020, support staff with declared disabilities were 
employed across most grades, up to and including Professional Officer.  Lecturing staff in 2016 were 
employed in grades 2-14 (although these grades have now changed, in line with National Bargaining).  
In 2020, lecturing staff with declared disabilities are all concentrated at the top of the un-promoted 
lecturing scale.  No further breakdown is detailed due to small numbers. 
 
The Office for National Statistics states that” Disabled people in work were less likely to be employed 
as managers, directors or senior officials, or to be employed in professional occupations………Disabled 
people in work were more likely to hold elementary positions at 12.6% compared with 10.2% of non- 
disabled people.” (Source: Source: Office for National Statistics: Disability and employment, UK: 2019, 
release date: 2 December 2019). 
 
However, at the College, on the basis of the small number of staff who have declared they have a 
disability, this does not appear to be the case, as those staff with a disability are employed across the 
support staff grades, up to and including Professional Officer, and are also concentrated at the top of 
the un-promoted lecturing scale. 
 
In 2020, in terms of horizontal segregation, there is no concentration of support staff with a declared 
disability in any particular type of role. However, 8 of the 11 male lecturing staff with a declared 
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disability lecture in STEM subjects.  This reflects the wider horizontal segregation for male lecturing 
staff, as detailed in the College’s Occupational Segregation Report: Gender: 2020.   
 
No horizontal breakdown is detailed for female lecturing staff with a declared disability, due to small 
numbers.  
 
In 2016, there was also a concentration of staff who were on lecturing terms and conditions, (57.1%; 
8 out of 14) teaching in STEM-related areas, although care must be taken when interpreting such small 
numbers. 
 
After its July 2016 report, the College did make progress in trying to reduce its non-declaration rate 
for disability by re-issuing its equal opportunities monitoring questionnaire and including an 
explanatory information sheet on what constituted a disability along with further information on the 
reasons for, and the importance of, declaring this information.  However, due to a subsequent data 
migration issue, there are still currently a large number of staff who are in a “not indicated/prefer not 
to say” category. Actions to address this have been included in the College’s next steps.   
 
These actions will enable the College to have more accurate data which it will use to advance equality 
of opportunity. 
 
 
Public Sector Equality Duty 
 
The Equality Act 2010 has Public Sector Equality Duty (PSED) which consists of a general duty that is 
underpinned by Specific Duties that are set out in the secondary legislation which accompanies the 
act, namely the Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012 (as amended). 
 
The general duty consists of 3 main needs (set out in section 149 of the Equality Act 2010) which 
require due regard to the need to: 

- Eliminate unlawful discrimination, harassment and victimisation and other conduct prohibited 
by the Equality Act 2010 

- Advance equality of opportunity between people from different protected characteristic 
groups, considering the need to: 

o Remove or minimise disadvantages suffered by people due to their protected 
characteristics 

o Meet the needs of people with protected characteristics 
o Encourage people with protected characteristics to participate in public life or in other 

activities where their participation is low 
- Foster good relations between people from different protected characteristic groups, tackling 

prejudice and promoting understanding between people from different groups 
 

The Specific Duties are intended to assist public bodies meet the general duty.  This includes publishing 
statements on occupational segregation for gender, race and disability every 4 years. 
 
Sources: 
The public sector equality duty: specific duties for Scotland (revised), David Bass, Equality Challenge 
Unit, February 2017, available online at: 
https://www.advance-he.ac.uk/knowledge-hub/public-sector-equality-duty-specific-duties-scotland-
revised 
Accessed: 5 November 2020 
 

https://www.advance-he.ac.uk/knowledge-hub/public-sector-equality-duty-specific-duties-scotland-revised
https://www.advance-he.ac.uk/knowledge-hub/public-sector-equality-duty-specific-duties-scotland-revised
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Equality Act 2010 Public Sector Equality Duty (section 149), available online at: 
https://www.legislation.gov.uk/ukpga/2010/15/section/149 
Accessed 16 February 2021 
 
Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012, available online at: 
https://www.legislation.gov.uk/ssi/2012/162/contents/made 
Accessed: 16 February 2021 
 
 
Notes about the analysis 
 
It should be noted that the figures used in this report include staff on temporary contracts and staff 
who have 2 posts.  Staff with two posts have been counted twice, so the overall figures in this report 
may appear to be greater than in other reports.  However, this is done in order to conduct an analysis 
across all posts and grades, irrespective of whether it was a person’s main post or a second post.  This 
will give a more complete picture of the number of people carrying out roles at differing levels within 
the College. 
 
Please note that throughout this report, figures are rounded to one decimal place, so percentage 
figures may not total 100%, due to rounding. FTE figures are also rounded to one decimal place. 
 
Where there are fewer than 5 staff in a category, figures are not published in case individual staff 
could be identified. 
 
 
NESCol disability profile 
 
As at 31 July 2020, the College had 604 employees (521.4 FTE), with 40 employees declaring that they 
have a disability (6.6% of headcount), 74 declaring that they do not have a disability (12.3%) and 490 
being in a “not indicated/prefer not to say” category (81.1%). 
 
The reason for such a large number of staff being in a “not indicated/prefer not to say” category is 
due to issues with the College’s new HR/payroll system when the data were migrated from the old 
system.   
 
The College is working with its system provider to remedy this issue and the College will also revise its 
Equal Opportunities Monitoring Questionnaire, where staff will able to directly input their protected 
characteristics information themselves. This will be accompanied by further information on the 
reasons for collecting this information, in order to address the non-declaration rate.   
 
Given that there is a high percentage of staff who are in the “not indicated/prefer not to say” category, 
it is difficult to infer any significance from these figures. 
 
 

https://www.legislation.gov.uk/ukpga/2010/15/section/149
https://www.legislation.gov.uk/ssi/2012/162/contents/made
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Note: FTE figures are rounded to 1 decimal place 

 

Disability profile – Scotland and UK 
 
According to the Scottish Government’s “Scotland’s Wellbeing – Measuring the National Outcomes 
for Disabled People”, July 2019, p9: 
 
“In Scotland, disability is often measured in large-scale surveys using a two-part definition. The first 
part asks participants if they have a long-term illness or health condition that is expected to last more 
than 12 months. Second, participants are asked whether this condition limits their day to day activity, 
either by ‘a lot’ or ‘a little’. 
 
In 2017, the Scottish Health Survey (SHeS) estimated that 45% of adults (and 17% of children) had a 
long term condition or illness, and that 32% of adults (and 10% of children) had long-term conditions 
that were also limiting. In this context, 32% of the adult population would be considered ‘disabled’, 
while 68% would be considered ‘not disabled’.” 
 
The report, on p12, goes to say that: 
“The SHeS also indicates gender disparity in disability rates. In 2017, 34% of women reported 
disabilities, which was higher than the 29% of men who reported these condition.” 
Source: https://www.gov.scot/publications/scotlands-wellbeing-measuring-national-outcomes-
disabled-people/ 
Accessed: 14 October 2020 
Contains public sector information licensed under the Open Government Licence v3.0 
 
The Scottish Government’s “The Scottish Health Survey 2018 – amended 2020”, published 21 February 
2020, p33, says that “in 2018, 71% of adults described their health as “good” or “very good”, the 
lowest recorded since 2008” and on p50, it details that 9% of adults self-assessed their health as 
“bad/very bad”. 
Source: https://www.gov.scot/publications/scottish-health-survey-2018-volume-1-main-report/ 
Accessed: 14 October 2020 
Contains public sector information licensed under the Open Government Licence v3.0 
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According to the Scottish Health Survey dashboard, published September 2020, (under the heading of 
Data and using the search criteria: Long-term illness - 2019 - self-assessed general health), the self-
assessed general health in Scotland is as follows: 
 

Year Indicator Categories LTI Percent      

2019 Self-assessed general health Very good/Good Limiting long-term illness 42 
2019 Self-assessed general health Fair Limiting long-term illness 34 
2019 Self-assessed general health Bad/Very bad Limiting long-term illness 23      

2019 Self-assessed general health Very good/Good No long-term illness 89 
2019 Self-assessed general health Fair No long-term illness 10 
2019 Self-assessed general health Bad/Very bad No long-term illness 1      

2019 Self-assessed general health Very good/Good Non-limiting long-term illness 84 
2019 Self-assessed general health Fair Non-limiting long-term illness 15 
2019 Self-assessed general health Bad/Very bad Non-limiting long-term illness 1 

 
Source: Source: https://scotland.shinyapps.io/sg-scottish-health-survey/ 
Accessed: 14 October 2020 
 
In terms of the UK, Scope (the disability charity) details on their website that 14.1 million people in 
the UK are disabled, with 19% of working age people being disabled.   
Source: https://www.scope.org.uk/media/disability-facts-figures/ 
Accessed: 22 October 2020 
 
The House of Commons Library Briefing Paper, Number 7540, “Disabled People in Employment”, 13 
August 2020, reports, p3,  that 7.7 million people of working age (16-64) reported that they were 
disabled in April-June 2020, which is 19% of the working age population. 
Source: https://researchbriefings.files.parliament.uk/documents/CBP-7540/CBP-7540.pdf 
Contains Parliamentary information licensed under the Open Parliament Licence v3.0. 
Accessed: 22 October 2020 
 
According to the Office for National Statistics: Disability and employment, UK: 2019, release date: 2 
December 2019, p13 “Disabled people in work (aged 16 to 64) were more likely to work part-time 
when compared with non-disabled people; 34.1% of disabled people work part-time compared with 
23.1% of non-disabled people”.   
 
This report, p14, states that” Disabled people in work were less likely to be employed as managers, 
directors or senior officials, or to be employed in professional occupations………Disabled people in 
work were more likely to hold elementary positions at 12.6% compared with 10.2% of non- disabled 
people.”  
 
On p6, the report indicates that “employment rates for disabled men and women are similar”.  This is 
also indicated in “The Employment of Disabled People” Department for Work & Pensions and 
Department of Health & Social Care, 24 March 2020, p13.   
 

https://scotland.shinyapps.io/sg-scottish-health-survey/
https://www.scope.org.uk/media/disability-facts-figures/
https://researchbriefings.files.parliament.uk/documents/CBP-7540/CBP-7540.pdf
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According to the House of Commons Briefing Paper, Number 7540, “Disabled People in Employment”, 
13 August 2020, p7, in April-June 2020, there were 2.4 million disabled women in work, an 
employment rate of 53.5%. During the same period there were 1.7 million disabled men in work, an 
employment rate of 53.9%. 
Sources: 
Office for National Statistics: Disability and employment, UK: 2019, release date: 2 December 2019, 
available online at:  
https://www.ons.gov.uk/peoplepopulationandcommunity/healthandsocialcare/disability/bulletins/d
isabilityandemploymentuk/2019 
Accessed: 22 October 2020 
 
The Employment of Disabled People, Data to 2019, Department for Work & Pensions and Department 
of Health & Social Care, 24 March 2020, available online at: 
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file
/875199/employment-of-disabled-people-2019.pdf 
Accessed: 22 October 2020 
 
The House of Commons Briefing Paper, Number 7540, “Disabled People in Employment”, 13 August 
2020, available online at: 
https://researchbriefings.files.parliament.uk/documents/CBP-7540/CBP-7540.pdf 
Accessed: 22 October 2020 
Contains Parliamentary information licensed under the Open Parliament Licence v3.0. 
 
 
Gender breakdown 
 
At NESCol, of the 40 staff who declared they have a disability, 23 (57.5%) are female and 17 (42.5%) 
are male. 
 

 
Note: FTE figures are rounded to one decimal place 
 
There are 26 staff with a declared disability working full-time, with 14 working part-time.  A gender 
breakdown by full-time/part-time is not published due to small numbers in some categories. 
 
However, care should be exercised when interpreting small numbers, particularly when then there is 
such a high non-declaration rate. 
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The College’s Occupational Segregation Report: Gender: 2020 provides detailed information on the 
College’s overall gender profile, including full-time and part-time, and so no other information is 
detailed in this report. 
 
 
Occupational segregation 
 
There are two main dimensions to occupational segregation:  horizontal (i.e. the types of jobs in which 
workers with certain characteristics are clustered); and vertical (i.e. the levels at which workers with 
certain characteristics are clustered). 
 
In view of the small number of staff who disclosed that they have a disability, the occupational 
segregation data – both horizontal and vertical- that can be published is limited, as individual members 
of staff could otherwise be identified. Care should also be taken when making inferences from small 
numbers. 
 
Support staff 
 
The chart below illustrates that there are 20 support staff who have declared a disability, of whom 13 
work full-time (65.0%) and 7 work part-time (35.0%). 
 
 

 

 

Of the 20 support staff who declared a disability, 14 (70.0%) are female and 6 (30.0%) are male.  This 
would be in line with the fact that more support staff in the College are female (196) than male (102).  
Further information on this is published in the College’s Occupational Segregation Report: Gender: 
2020. 
 
Due to small numbers, no male/female breakdown is published for full-time/part-time by gender. 
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In terms of vertical segregation, support staff with a declared disability are represented in nearly all 
support staff grades, up to and including the Professional Officer grade, although no further details 
can be published due to the small numbers involved. 
In terms of horizontal segregation, there is no concentration of staff with a declared disability in any 
particular type of role. 
 
Lecturing staff 
 
The overall profile for lecturing staff is the same as that of support staff (i.e. 20 employees have 
declared a disability).  This also applies to the full-time (13; 65.0%) /part-time (7; 35.0%) numbers, as 
illustrated in the following chart.   
 

 
 
However, the gender profile is slightly different in that of the 20 lecturing staff who declared a 
disability, 11 (55.0%) are male and 9 (45.0%) are female. This would be in line with the fact that the 
College has more male lecturing staff (165) than female (141). Further information on this is detailed 
in the College’s Occupational Segregation Report: Gender: 2020. 
 
In terms of vertical segregation, lecturing staff with a declared disability are all concentrated at the 
top of the un-promoted lecturing scale (Grade 505/Scale point 5). Due to small numbers, no further 
information is published. 
 
With regards to horizontal segregation, 8 of the 11 male staff with a declared disability lecture in STEM 
subjects.  This reflects the wider horizontal segregation for male lecturing staff, as detailed in the 
College’s Occupational Segregation Report: Gender: 2020.  No horizontal breakdown is detailed for 
female lecturing staff with a declared disability, due to small numbers. 
 
It should be noted that care should be exercised when interpreting the small numbers identified in 
this section of the report, particularly when then there is such a high non-declaration rate. 
 

  

20

13

7

T O T A L  S T A F F  F U L L - T I M E  P A R T - T I M E  

N
U

M
BE

R 
O

F 
ST

AF
F

FULL-TIME AND PART-TIME

NUMBER OF LECTURING STAFF WITH A 
DECLARED DISABILITY, BY FULL-TIME & 

PART-TIME



10 
 

Comparison with 2016 Occupational Segregation Report: Disability 
 
As at July 2016, the overwhelming majority of staff did not consider themselves to have a disability 
(480; 81.1%), with there being a low number of staff (28; 4.7%) who considered themselves to have a 
disability. A considerable number of staff (84; 14.2%) either preferred not say whether they had a 
disability or gave no information regarding disability.   This compares with 40 employees declaring 
that they have a disability (6.6% of headcount), 74 declaring that they do not have a disability (12.3%) 
and 490 being in a “not indicated/prefer not to say” category (81.1%) in 2020. 
 
In 2016, of the 28 staff who disclosed that they have a disability, the majority worked on a full-time 
basis (22; 78.6% of those with a disclosed disability).  In 2020, there are 26 staff (65.0% of the 40 staff 
who declared a disability) working full-time. 
 
In 2016, there was an equal balance in terms of gender between the number of male (14) and female 
staff (14) who considered themselves to have a disability and there were equal numbers of staff with 
a disability who were employed on lecturing terms & conditions (14) and support staff terms and 
conditions (14). In 2020, this balance changed so that of the 40 staff who declared they have a 
disability, 23 (57.5%) are female and 17 (42.5%) are male. However, care should be taken when 
interpreting these figures, given the small numbers involved. 
 
In terms of vertical occupational segregation, in 2016, support staff with disabilities were employed 
in Grades 3 - Professional Officer (with support staff grades going from Grade 1, the lowest Grade, to 
Senior Management, the highest Grade).  Lecturing staff with disabilities were employed in Grades 2-
14 (un-promoted lecturing staff are in Grades 1-4, promoted lecturing staff are in Grades 6-8 and 14.  
There were no lecturing staff in Grade 5 and Grades 9-13). 
 
In 2020, in terms of vertical segregation, support staff with a declared disability are represented in 
nearly all support staff grades, up to and including the Professional Officer grade, although no further 
details can be published due to the small numbers involved. Lecturing staff with a declared disability 
are concentrated at the top of the un-promoted lecturing scale (Grade 505/Scale point 5). Due to small 
numbers, no further information is published. It should be noted that lecturing grades have changed 
since 2016, when the top of the un-promoted lecturing scale was grade 4). 
 
In 2016, as regards horizontal segregation, of the staff with disabilities who were on lecturing terms 
and conditions, 57.1% (8 out of 14) were in STEM-related areas, although care must be taken not to 
make inferences from small numbers.  Overall, given the small numbers of staff involved, no other 
breakdown was given as individual staff could otherwise be identified. 
 
In 2020, in terms of horizontal segregation, there is no concentration of support staff with a declared 
disability in any particular type of role. However, 8 of the 11 male lecturing staff with a declared 
disability lecture in STEM subjects.  No horizontal breakdown is detailed for female lecturing staff with 
a declared disability, due to small numbers. 
 
 
Summary/Conclusion 
 
As at 31 July 2020, the College had 604 employees (521.4 FTE), with 40 employees declaring that they 
have a disability (6.6% of headcount), 74 declaring that they do not have a disability (12.3%) and 490 
being in a “not indicated/prefer not to say” category (81.1%). 
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The reason for such a large number of staff being in a “not indicated/prefer not to say” category is 
due to issues with the College’s new HR/payroll system when the data were migrated from the old 
system.   
 
In July 2016, the overwhelming majority of staff did not consider themselves to have a disability (480; 
81.1%), with there being a low number of staff (28; 4.7%) who considered themselves to have a 
disability. A considerable number of staff (84; 14.2%) either preferred not say whether they had a 
disability or gave no information regarding disability.    
 
Although it is difficult to make any comparisons between 2016 and 2020 due to the large number of 
staff in 2020 who are in a “not indicated/prefer not to say” category due to system migration issues, 
it can still be seen that there are more staff in 2020 (40; 6.6% of headcount) who declared a disability 
than in 2016 (28; 4.7% of headcount).  This could be explained by the fact that College undertook an 
exercise (prior to the migration of data) to reduce non-declaration rates of protected characteristics 
and to encourage staff to declare if they had a disability.   
 
In previous Equal Opportunities data gathering exercises, some comments had been made by staff  
that they did not know if their particular condition would mean that they were disabled or not.  
 
After the July 2016 report and prior to the new HR/payroll system being implemented, the College did 
take action to address this lack of clarity and to encourage more staff to feel confident in declaring if 
they had a disability.  When the College re-issued its Equal Opportunities Monitoring Questionnaire, 
an additional sheet of information (summarised from the Government’s Office for Disability Issues: 
Equality Act 2010: Guidance:  Guidance on matters to be taken into account in determining questions 
relating to the definition of disability) was sent out along with the Questionnaire, to explain in more 
detail what constitutes a disability.   
 
The following statement was also included at the end of the explanatory information sheet: 
 
If you have a disability, the College would work with Occupational Health where appropriate, to see 
if it could make any reasonable adjustments to support you. If you would like HR to contact you for 
a confidential discussion about any disability-related adjustments, please mark this on the Equal 
Opportunities form. 
 
Some staff did take up this opportunity and it would appear that this exercise did have some impact 
on the number of staff who did declare they have a disability. 
 
It should also be noted that College works closely with its occupational health provider to provide 
support to any member of staff with a disability.  In addition, the College has recently introduced an 
Employee Assistance Programme, where staff have free access to counselling. 
 
In terms of the wider population, according to Scottish Government “Scotland’s Wellbeing – 
Measuring the National Outcomes for Disabled People”, July 2019, p9, in 2017, the Scottish Health 
Survey (SHeS) estimated that 45% of adults (and 17% of children) had a long term condition or illness, 
and that 32% of adults (and 10% of children) had long-term conditions that were also limiting. In this 
context, 32% of the adult population would be considered ‘disabled’, while 68% would be considered 
‘not disabled’.” 
 
The House of Commons Library Briefing Paper, Number 7540, “Disabled People in Employment”, 13 
August 2020, reports, p3,  that 7.7 million people of working age (16-64) reported that they were 
disabled in April-June 2020, which is 19% of the working age population. 
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Source: https://researchbriefings.files.parliament.uk/documents/CBP-7540/CBP-7540.pdf 
Contains Parliamentary information licensed under the Open Parliament Licence v3.0. 
Accessed: 22 October 2020 
 
It is difficult to make inferences from the College figures, due to the large number of staff in 2020 who 
are in a “not provided/prefer not to say” category. 
 
As regards part-time work, according to the Office for National Statistics: Disability and employment, 
UK: 2019, release date: 2 December 2019, p13 “Disabled people in work (aged 16 to 64) were more 
likely to work part-time when compared with non-disabled people; 34.1% of disabled people work 
part-time compared with 23.1% of non-disabled people”.   
 
Source: Office for National Statistics: Disability and employment, UK: 2019, release date: 2 December 
2019, available online at:  
https://www.ons.gov.uk/peoplepopulationandcommunity/healthandsocialcare/disability/bulletins/d
isabilityandemploymentuk/2019 
Accessed: 22 October 2020 
 
However, at the College, this does not appear to be the case, although care must be taken when 
interpreting small numbers. In 2016, of the 28 staff who disclosed that they have a disability, the 
majority worked on a full-time basis (22; 78.6% of those with a disclosed disability).  In 2020, there are 
26 staff (65.0% of the 40 staff who declared a disability) working full-time. In 2020, there was also an 
even split between support (13 full-time staff; 7 part-time staff) and lecturing staff (13 full-time staff; 
7 part-time staff). 
 
At NESCol, in 2016, there was an equal balance in terms of gender between the number of male (14) 
and female staff (14) who considered themselves to have a disability and there were equal numbers 
of staff with a disability who were employed on lecturing terms & conditions (14) and support staff 
terms and conditions (14). In 2020, this balance changed so that of the 40 staff who declared they 
have a disability, 23 (57.5%) are female and 17 (42.5%) are male. However, care should be taken when 
interpreting these figures, given the small numbers involved. 
 
These latter figures would appear to more consistent with the Scottish figures, in that more women 
report having disabilities than men: 
The Scottish Government “Scotland’s Wellbeing – Measuring the National Outcomes for Disabled 
People”, July 2019report, on p12, details that: 
“The SHeS also indicates gender disparity in disability rates. In 2017, 34% of women reported 
disabilities, which was higher than the 29% of men who reported these condition.” 
Source: Scottish Government “Scotland’s Wellbeing – Measuring the National Outcomes for Disabled 
People”, July 2019, available online at: 
https://www.gov.scot/publications/scotlands-wellbeing-measuring-national-outcomes-disabled-
people/ 
Accessed: 14 October 2020 
Contains public sector information licensed under the Open Government Licence v3.0 
 
In terms of the UK, “employment rates for disabled men and women are similar.”  
Source: Office for National Statistics: Disability and employment, UK: 2019, release date: 2 December 
2019, available online at: 
https://www.ons.gov.uk/peoplepopulationandcommunity/healthandsocialcare/disability/bulletins/d
isabilityandemploymentuk/2019 
  

https://researchbriefings.files.parliament.uk/documents/CBP-7540/CBP-7540.pdf
https://www.ons.gov.uk/peoplepopulationandcommunity/healthandsocialcare/disability/bulletins/disabilityandemploymentuk/2019
https://www.ons.gov.uk/peoplepopulationandcommunity/healthandsocialcare/disability/bulletins/disabilityandemploymentuk/2019
https://www.gov.scot/publications/scotlands-wellbeing-measuring-national-outcomes-disabled-people/
https://www.gov.scot/publications/scotlands-wellbeing-measuring-national-outcomes-disabled-people/
https://www.ons.gov.uk/peoplepopulationandcommunity/healthandsocialcare/disability/bulletins/disabilityandemploymentuk/2019
https://www.ons.gov.uk/peoplepopulationandcommunity/healthandsocialcare/disability/bulletins/disabilityandemploymentuk/2019
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These figures are also substantiated by the House of Commons Briefing Paper, Number 7540, 
“Disabled People in Employment”, 13 August 2020, p7, which details that “in April-June 2020, there 
were 2.4 million disabled women in work, an employment rate of 53.5%. During the same period there 
were 1.7 million disabled men in work, an employment rate of 53.9%.” 
Source: https://researchbriefings.files.parliament.uk/documents/CBP-7540/CBP-7540.pdf 
Accessed: 22 October 2020 
Contains Parliamentary information licensed under the Open Parliament Licence v3.0. 
 
However, given the small number of College staff who declared a disability (as well as the large number 
of staff in a “not indicated/prefer not to say” category), care must be taken not to infer a significance, 
when comparing College and wider figures. 
 
In terms of vertical segregation, both in 2016 and 2020, support staff with declared disabilities were 
employed across most grades, up to and including Professional Officer.  Lecturing staff in 2016 were 
employed in grades 2-14 (although these grades have now changed, in line with National Bargaining).  
In 2020, lecturing staff with declared disabilities are all concentrated at the top of the un-promoted 
lecturing scale, with no further breakdown being detailed due to small numbers. 
 
The Office for National Statistics states that” Disabled people in work were less likely to be employed 
as managers, directors or senior officials, or to be employed in professional occupations………Disabled 
people in work were more likely to hold elementary positions at 12.6% compared with 10.2% of non- 
disabled people.”  
Source: Office for National Statistics: Disability and employment, UK: 2019, release date: 2 December 
2019, available online at: 
https://www.ons.gov.uk/peoplepopulationandcommunity/healthandsocialcare/disability/bulletins/d
isabilityandemploymentuk/2019 
Accessed: 22 October 2020 
 
However, at the College, on the basis of the small number of staff who have declared they have a 
disability, this does not appear to be the case, as those staff with a disability are employed across the 
support staff grades, up to and including Professional Officer, and are also concentrated at the top of 
the un-promoted lecturing scale. 
 
In 2020, in terms of horizontal segregation, there is no concentration of support staff with a declared 
disability in any particular type of role. However, 8 of the 11 male lecturing staff with a declared 
disability lecture in STEM subjects.  No horizontal breakdown is detailed for female lecturing staff with 
a declared disability, due to small numbers. In 2016, there was also a concentration of staff who were 
on lecturing terms and conditions, (57.1%; 8 out of 14) teaching in STEM-related areas, although care 
must be taken when interpreting such small numbers. 
 
 

Next steps 
 
In 2020, there are 490 staff in a “not indicated/prefer not to say” category (81.1% of headcount), due 
to issues with the College’s new HR/payroll system when the data were migrated from the old system.  
This makes it difficult to interpret the figures regarding this protected characteristic and infer any 
significance from the numbers. 
 
The College should, therefore, continue to work with its system provider to remedy this issue.  The 
College should also revise and re-issue its Equal Opportunities Monitoring Questionnaire, where staff 
will able to directly input their protected characteristics information themselves, and accompany this 

https://researchbriefings.files.parliament.uk/documents/CBP-7540/CBP-7540.pdf
https://www.ons.gov.uk/peoplepopulationandcommunity/healthandsocialcare/disability/bulletins/disabilityandemploymentuk/2019
https://www.ons.gov.uk/peoplepopulationandcommunity/healthandsocialcare/disability/bulletins/disabilityandemploymentuk/2019
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with further information on the reasons for collecting this information, in order to address the number 
of staff in a “not indicated/prefer not to say” category.   In addition, the College should once again 
issue guidance to staff on what constitutes a disability and explain to staff that they can contact People 
Services for a confidential discussion, should they feel that they require any reasonable adjustments. 
 
These actions will enable the College to have more accurate data which it will use to advance equality 
of opportunity. 
 
In addition: 
 
The College should continue to work with its Occupational Health provider to support any member of 
staff with a disability and continue to make staff aware of its Employee Assistance Programme, which 
provides free counselling. 
 
The College should also review its recruitment processes as a Disability Confident Employer, to ensure 
that the College is seen as an attractive place to work for anyone who has a disability. 
 
These actions have been incorporated into a People Services Equalities Action Plan to ensure that they 
are carried out as a priority in the interests of advancing equality of opportunity and fostering good 
relations. 
 
 
 
 
 



                                                                                  Agenda Item 08-21 
 

HUMAN RESOURCES COMMITTEE 

Meeting of 10 March 2021 

Title: Occupational Segregation Report 2020: Race/Ethnicity 
 
Author: Elaine Reid, Senior HR Business 
Partner 

Contributor(s): Kimra Donnelly, Director of 
People Services 
 

Type of Agenda Item: 

For Decision   ☐ 

For Discussion  ☒ 

For Information  ☒ 

Reserved Item of Business  ☐ 

Purpose: The purpose of this report is to provide Members with information on 
occupational segregation by race/ethnicity. 
 
Linked to Strategic Goal: 

4. Deliver an excellent learning environment and experience leading to 
successful outcomes for all learners. 

Linked to Annual Priority: 

7. Promote talent management, innovative learning and teaching and 
excellence in leadership and business management through the development of 
a new and integrated approach to organisational development. 

Executive Summary:  
Appendix 1 details a race/ethnicity analysis at North East Scotland College, 
which is compared with the ethnicity in Scotland as well as regionally. 
 
As at 31 July 2020, the College had 604 employees (521.4 FTE), with the 
overwhelming majority of employees being in a White – Scottish ethnicity 
category (404; 66.9% of headcount). 
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There was also a similar picture in July 2016, when the College last produced its 
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White ethnicity category (89.2% in 2020); 65.5% in a White Scottish category 
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Appendix 1 

Occupational Segregation Report 2020: Race/Ethnicity 
 
Executive Summary 
 
The Equality Act 2010 has a Public Sector Equality Duty (PSED), which is supported by specific duties for 
Scotland.  The specific duties require the reporting of occupational segregation.  This report focuses on 
race/ethnicity.  Separate reports focus on gender and disability.   
 
This report presents a race/ethnicity analysis at North East Scotland College, which is compared with the 
ethnicity in Scotland as well as regionally. 
 
As at 31 July 2020, the College had 604 employees (521.4 FTE), with the overwhelming majority of employees 
being in a White – Scottish ethnicity category (404; 66.9% of headcount). 
 
Overall, there are a total of 539 (89.2% of headcount) employees who are in a White ethnicity category and a 
total of 18 who are in Black/Asian/Minority Ethnic/Mixed (BAME) categories (3.0% of headcount). Of the 
College’s 18 BAME employees, 10 (1.7%) are in an Asian/Asian British ethnicity category. 
 
It should be noted that 45 employees (7.5% of headcount) were in the “not indicated/prefer not to say” 
category. 
 
There was also a similar picture in July 2016, when the College last produced its Occupational Segregation: 
Race/Ethnicity report: 84.1% of employees were in a White ethnicity category (89.2% in 2020); 65.5% in a 
White Scottish category (66.9% in 2020) and 3.2% in a BAME ethnicity category (3.0% in 2020). In 2016, 12.7% 
of employees did not declare their ethnicity, with this falling to 7.6% in 2020, as a consequence of action taken 
by the College to reduce its protected characteristics non-declaration rates, thus illustrating the progress made 
by the College to address this.  The rise in the percentage of employees in a White ethnicity category, could, 
therefore, be due to more employees declaring their ethnicity. 
 
These figures compare with the largest ethnic group in Scotland in 2018 (as a percentage of the adult 
population) being 'White Scottish' at 76.7%. Overall, 95.4% of the adult population were of a White ethnicity.  
Minority ethnic adults represented 4.6%.  
Source: Scottish Government Equality Evidence Finder: Demographics - Ethnicity - Population Estimates 
https://scotland.shinyapps.io/sg-equality-evidence-finder/ 
 
These figures illustrate that Scotland is predominantly of White ethnicity and this ethnicity is reflected within 
the College.  However, in 2018, as identified above, 4.6% of the Scottish adult population was in a minority 
ethnic category, whereas in the College (of the employees who declared their ethnicity), 3.0% are in a BAME 
category. 
 
In 2011, the Asian population was the largest minority ethnic group in Scotland (3% of the population or 
141,000 people) (Source: Scotland’s Census 2011) and this is also the case in the College. 
 
According to data from the 2011 census, in Aberdeen City, 8% of the population was in a minority ethnic 
category, with the figure being lower in Aberdeenshire.  More up-to-date figures will be available at the next 
census.  However, these figures indicate that the College should examine its BAME recruitment/retention 
processes. 
 
In terms of a gender split at the College, in 2020, there are more male employees in the Black/Asian/Minority 
Ethnic/Mixed (BAME) categories (11; 61.1% of BAME staff) than female staff (7; 38.9% of BAME staff).  This 

https://scotland.shinyapps.io/sg-equality-evidence-finder/
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was also the case in 2016, when 13 of the 19 (68.4% of BAME staff) staff in a BAME ethnicity category were 
male and 6 (31.6%) were female. 
 
In 2020, of the 18 BAME employees, 15 (83.3%) work on a full-time basis: 10 male staff (55.6%); 5 female staff 
(27.8%). This compared with 79.0% of BAME employees working full-time in 2016 (there were no further 
details given the small numbers involved). 
 
With regards to vertical segregation, there is also a great degree of similarity between 2016 and 2020.  In 2016, 
11 of the 19 (57.9%) staff in a BAME ethnicity category were on un-promoted lecturer terms and conditions 
(at the top of the un-promoted lecturing scale).  This compares with 14 out of the 18 (77.8%) BAME staff being 
at the top of the un-promoted lecturing scale in 2020. Due to small numbers, no details are published for 
promoted lecturing staff.  As regards support staff, 5 staff in a BAME ethnicity category were in support posts 
in 2016, but this number fell in 2020 although the actual number is not published in case individual staff can 
be identified. 
 
This degree of similarity continues with horizontal segregation. In 2016, 9 of the un-promoted lecturers taught 
in STEM-related areas.  In 2020, 8 of the un-promoted male lecturers teach in STEM-related areas, but due to 
the small numbers involved, the information for female lecturers is not published.   
 
From these figures, it appears that staff in a BAME ethnicity category are largely concentrated in un-promoted 
lecturing posts and in particular in STEM subject areas, although care must be taken when making inferences 
from small numbers. 
 
In 2016, the College identified a number of next steps and progress was made in reducing the non-declaration 
rate, as outlined earlier, and in analysing the number of appointments compared with applications (which is 
detailed in the staff data section of the Mainstreaming Report). 
 
However, some actions remain and these are incorporated into the College’s next steps.  
 
In terms of next steps, it is recommended that the College should examine its BAME recruitment/retention 
processes – in particular for women from a BAME ethnicity.  The College should also continue to reduce its 
non-declaration rates and should consider consulting with external organisations in order to encourage a more 
diverse workforce across all grades and occupation types, to advance equality of opportunity and foster good 
relations. 
 
 
Public Sector Equality Duty 
 
The Equality Act 2010 has Public Sector Equality Duty (PSED) which consists of a general duty that is 
underpinned by Specific Duties that are set out in the secondary legislation which accompanies the act, namely 
the Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012 (as amended). 
 
The general duty consists of 3 main needs (set out in section 149 of the Equality Act 2010) which require due 
regard to the need to: 

- Eliminate unlawful discrimination, harassment and victimisation and other conduct prohibited by the 
Equality Act 2010 

- Advance equality of opportunity between people from different protected characteristic groups, 
considering the need to: 

o Remove or minimise disadvantages suffered by people due to their protected characteristics 
o Meet the needs of people with protected characteristics 
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o Encourage people with protected characteristics to participate in public life or in other 
activities where their participation is low 

- Foster good relations between people from different protected characteristic groups, tackling 
prejudice and promoting understanding between people from different groups 
 

The Specific Duties are intended to assist public bodies meet the general duty.  This includes publishing 
statements on occupational segregation for gender, race and disability every 4 years. 
Sources: 
The public sector equality duty: specific duties for Scotland (revised), David Bass, Equality Challenge Unit, 
February 2017, available online at: 
https://www.advance-he.ac.uk/knowledge-hub/public-sector-equality-duty-specific-duties-scotland-revised 
Accessed: 5 November 2020 
 
Equality Act 2010 Public Sector Equality Duty (section 149), available online at: 
https://www.legislation.gov.uk/ukpga/2010/15/section/149 
Accessed 16 February 2021 
 
Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012, available online at: 
https://www.legislation.gov.uk/ssi/2012/162/contents/made 
Accessed: 16 February 2021 
 
Notes about the analysis 
 
It should be noted that the figures used in this report include staff on temporary contracts and staff who have 
2 posts.  Staff with two posts have been counted twice, so the overall figures in this report may appear to be 
greater than in other reports.  However, this is done in order to conduct an analysis across all posts and grades, 
irrespective of whether it was a person’s main post or a second post.  This will give a more complete picture 
of the number of people carrying out roles at differing levels within the College. 
 
Please note that throughout this report, figures are rounded to one decimal place, so percentage figures may 
not total 100%, due to rounding. 
 
Where there are fewer than 5 staff in an ethnicity category, figures are not published in case individual staff 
could be identified. 
 
 
NESCol Staff Ethnicity Profile 
 
As at 31 July 2020, the College had 604 employees (521.4 FTE).  The ethnicity profile at the College was as 
follows: 

https://www.advance-he.ac.uk/knowledge-hub/public-sector-equality-duty-specific-duties-scotland-revised
https://www.legislation.gov.uk/ukpga/2010/15/section/149
https://www.legislation.gov.uk/ssi/2012/162/contents/made
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Note: n/p = not published, due to small numbers 
 
This clearly shows that the overwhelming majority of employees in the College are in a White – Scottish 
category (404; 66.9% of headcount). 
 
It should be noted that 45 employees (7.5% of headcount) were in a “not indicated/prefer not to say” category. 
Overall, of the employees who disclosed their ethnicity, as illustrated in the chart below, there are a total of 
539 (89.2% of headcount) who are in a White ethnicity category and a total of 18 who are in 
Black/Asian/Minority Ethnic/Mixed (BAME) categories (3.0% of headcount). Of the College’s 18 BAME 
employees, 10 (1.7%) are in an Asian/Asian British ethnicity category. 
 

 
 
 
Regional/Scottish Ethnicity Profile 
 
In 2018, the largest ethnic group (as a percentage of the adult population) in Scotland was 'White Scottish' at 
76.7%, and minority ethnic adults represented 4.6%. The following chart indicates that 95.4% were of a White 
ethnicity. 
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Source: Scottish Government Equality Evidence Finder: Demographics - Ethnicity - Population Estimates 
https://scotland.shinyapps.io/sg-equality-evidence-finder/ 
Accessed: 8 October 2020 
 
According to Scotland’s Census,  
“In 2011, 84% of Scotland’s population reported their ethnicity as ‘White: Scottish’ and a further 8% as ‘White: 
Other British’. Together, minority ethnic groups and white non-British groups (which include ‘White: Irish’, 
‘White: Polish’, ‘White: Gypsy/ Traveller’ and ‘White: Other white’) made up 8% of the total population. 
 
The Asian population is the largest minority ethnic group (3% of the population or 141,000 people), 
representing an increase of one percentage point (69,000) since 2001. Within this, Pakistani is the largest 
individual category, accounting for 1% of the total population. The African, Caribbean or Black groups made 
up 1% of the population of Scotland in 2011, an increase of 28,000 people since 2001. Mixed or multiple ethnic 
groups represented 0.4% (20,000) and other ethnic groups 0.3% (14,000) of the total population.  
 
The proportion of the population reported as belonging to a minority ethnic group varied by council area. The 
highest figures were in the four council areas containing the large cities: in Glasgow City it was 12%, in the City 
of Edinburgh and in Aberdeen City it was 8%, and in Dundee City it was 6%.” 
Source: 
https://www.scotlandscensus.gov.uk/ethnicity-identity-language-and-religion 
Accessed: 8 October 2020 
 
With regards to a breakdown for Aberdeen City and Aberdeenshire, the following charts illustrate, although 
the overall numbers are small, that Aberdeen City has a greater percentage of minority ethnic people than 
Aberdeenshire. 
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Minority ethnic groups by council area, Scotland, 2011  
 

 
 
In Glasgow City, 12% of the population were from a minority ethnic group. In City of Edinburgh and Aberdeen 
City it was 8% and Dundee City it was 6%. 
Source: Scottish Government Equality Evidence Finder: Demographics - Ethnicity - Geographical Comparisons 
– Council Comparisons 
https://scotland.shinyapps.io/sg-equality-evidence-finder/ 
Accessed: 8 October 2020 
 
  

https://scotland.shinyapps.io/sg-equality-evidence-finder/
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Minority ethnic group population by council area, Scotland, 2011 
 

 
Source: Census 2011, National Records of Scotland 
https://www.webarchive.org.uk/wayback/archive/20170119124719/http://www.gov.scot/Publications/201
4/03/7340/11#c1.12 
Accessed: 8 October 2020 
 
More detailed and up-to-date information on ethnicity at a national and regional level will be available after 
the next census. 
 
 
Gender Breakdown 
 
At NESCol, there are more male employees in the Black/Asian/Minority Ethnic/Mixed (BAME) categories (11; 
61.1% of BAME staff) than female staff (7; 38.9% of BAME staff).  Of the 18 BAME employees, 15 (83.3%) work 
on a full-time basis: 10 male staff (55.6%); 5 female staff (27.8%). No further information is detailed given the 
small numbers involved and given that the total number of BAME staff is small, care should be exercised when 
making inferences from these figures. 
 
The College’s Occupational Segregation Report: Gender: 2020 provides detailed information on the College’s 
overall gender profile, including full-time and part-time, and so no other information is detailed in this report. 
 
  

https://www.webarchive.org.uk/wayback/archive/20170119124719/http:/www.gov.scot/Publications/2014/03/7340/11#c1.12
https://www.webarchive.org.uk/wayback/archive/20170119124719/http:/www.gov.scot/Publications/2014/03/7340/11#c1.12
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Occupational segregation 
 
There are two main dimensions to occupational segregation:  horizontal (i.e. the types of jobs in which workers 
with certain characteristics are clustered); and vertical (i.e. the levels at which workers with certain 
characteristics are clustered). 
 
In view of the small number of staff who disclosed their ethnicity as being in a Black, Asian, Minority Ethnic, 
Mixed (BAME) category, the occupational segregation data – both horizontal and vertical- that can be 
published is very limited, as individual members of staff could otherwise be identified.  
 

BAME staff, by staff category Number of staff % of overall staff headcount 
 

Un-promoted lecturer terms 
& conditions 

14 2.3% 

Promoted lecturer terms & 
conditions 

n/p n/p 

Support staff terms & 
conditions 

n/p n/p 

         n/p = not published, due to small numbers 
 
From this, is apparent that the vast majority of staff in a BAME ethnicity category (14 out 18; 77.8%) are un-
promoted lecturers.  It should be noted that all of these un-promoted lecturers are at the top of the un-
promoted lecturing scale (Grade 505; Scale point 5).  
 
Of the 14 un-promoted lecturers, 8 (57.1%) are male and 6 (42.9%) are female.  In view of the small numbers, 
no further vertical occupational segregation details are given. 
 
In terms of horizontal occupational segregation, of the BAME staff who are on un-promoted lecturing terms 
and conditions, 100% of the male staff lecture in STEM-related areas.  Due to the small numbers involved, no 
breakdown is detailed for female staff in a BAME ethnicity category. 
 
The College’s Occupational Segregation Report: Gender: 2020 provides detailed information on the College’s 
overall occupational segregation by gender, including full-time and part-time roles, and so no further 
information is included in this report. 
 
 
Comparison with NESCol’s 2016 Report 
 
In July 2016, the College published a Race/Ethnicity Occupational Segregation Report detailing that 84.1% of 
the College’s staff were in a White ethnicity category, with 65.5% being in a White Scottish ethnicity category. 
This compares with 89.2% being in a White ethnicity category and 66.9% being in a White-Scottish category in 
2020. 
 
In 2016, 3.2% of the College’s staff were BAME ethnicity category and 12.7% of staff did not declare any 
ethnicity category. This compares with 3.0% being in a BAME ethnicity category in 2020 and 7.6% not declaring 
their ethnicity.  
 
The fall in the non-declaration rate from 12.7% to 7.6% can be attributed to the progress made by the College, 
which undertook the following actions: 
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• Worked with the Staff Equality Group (included Trade Union Equality representative) to produce a 
document for staff outlining why it is important for staff to declare their protected characteristics and 
how the information would be stored and used 

• Staff were given contact details for HR/Staff Equality Group members who could speak to them 
individually if the member of staff had concerns/wanted more information 

• Re-issued Equal Opportunity Monitoring forms to all staff (along with documents on why disclosure 
was important).   

 
Given that the BAME figures are very similar in 2016 and 2020 (3.2% and 3.0%), that there is a reduction in the 
non-declaration rates (12.7% to 7.6%) and a rise in the percentage of staff in a White ethnicity category in 
2020 (84.1% to 89.2%), it could be assumed that this rise is because more staff have declared that they are in 
a White ethnicity category. 
 
In 2016, 13 of the 19 (68.4% of BAME staff) staff in a BAME ethnicity category were male and 6 (31.6%) were 
female. This compares with 11 male staff (61.1% of BAME staff) and 7 female staff (38.9% of BAME staff) in 
2020.   
 
In 2016, 79.0% of BAME employees worked full-time, compared with 83.3% in 2020. 
 
With regards to vertical segregation, in 2016, 11 of the 19 (57.9%) staff in a BAME ethnicity category were on 
un-promoted lecturer terms and conditions (at the top of the un-promoted lecturing scale).  This compares 
with 14 out of the 18 (77.8%) BAME staff being at the top of the un-promoted lecturing scale in 2020.   
 
In 2016, 5 staff in a BAME ethnicity category were support staff.  In 2020, there were fewer than 5 staff, so the 
actual figure is not published in case individual staff can be identified. 
 
With regards to horizontal segregation, in 2016, 9 of the un-promoted lecturers taught in STEM-related areas.  
In 2020, 8 of the un-promoted male lecturers teach in STEM-related areas, but due to the small numbers 
involved, the information for female lecturers is not published. 
 
Although there has been little change in the overall number of BAME staff employed in the College, in 2020, 
the College employs more BAME staff in a lecturing capacity than in 2016 and fewer in a support capacity than 
in 2016. Otherwise, the College profile is very similar in 2016 and 2020 in terms of there being more male than 
female BAME employees and with more employees working full-time than part-time. 
 
However, given the small numbers involved, care should be taken when interpreting the figures. 
 
In 2016, the College identified that it should: 

• examine its recruitment processes and procedures to see how any recruitment could be made more 
attractive and inclusive to potential BAME candidates 

• analyse number of BAME appointments compared with the number of applications and look at 
retention/progression patterns for staff to see if any action needs to be taken 

• work with the Staff Equality Group (now the Equality Committee) to examine why there are so few – 
in particular female - BAME staff and to identify if there are any particular issues preventing this group 
of people from working at NESCol 

• Consult with wider race equality organisations with a view to encouraging a more diverse workforce 
and to foster better relations with regards to race equality 

 
The College does analyse the number BAME appointments compared with applications and actions are taken 
if inconsistencies are identified.  Further information is detailed in the Staff Data section of the College’s 
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Mainstreaming report.  However, the College still needs to make progress with regards to the other points 
and these are carried forward as next steps.  
 
 
Summary/Conclusions 
 
As at 31 July 2020, the College had 604 employees (521.4 FTE), with the overwhelming majority of employees 
being in a White – Scottish ethnicity category (404; 66.9% of headcount). 
 
Overall, there are a total of 539 (89.2% of headcount) employees who are in a White ethnicity category and a 
total of 18 who are in Black/Asian/Minority Ethnic/Mixed (BAME) categories (3.0% of headcount). Of the 
College’s 18 BAME employees, 10 (1.7%) are in an Asian/Asian British ethnicity category. 
 
It should be noted that 45 employees (7.5% of headcount) were in a “not indicated/prefer not to say” category. 
There was also a similar picture in July 2016, when the College last produced its Occupational Segregation: 
Race/Ethnicity report: 84.1% of employees were in a White ethnicity category (89.2% in 2020); 65.5% in a 
White Scottish category (66.9% in 2020) and 3.2% in a BAME ethnicity category (3.0% in 2020). In 2016, 12.7% 
of employees did not declare their ethnicity, with this falling to 7.6% in 2020, as a consequence of action taken 
by the College to address the non-declaration rate. The rise in the percentage of employees in a White 
ethnicity category, could, therefore, be due to more employees declaring their ethnicity. 
 
In 2018, in Scotland, the largest ethnic group (as a percentage of the adult population) was 'White Scottish' at 
76.7%. Overall, 95.4% of the adult population were of a White ethnicity.  Minority ethnic adults represented 
4.6%.   
Source: Scottish Government Equality Evidence Finder: Demographics - Ethnicity - Population Estimates# 
https://scotland.shinyapps.io/sg-equality-evidence-finder/ 
Accessed: 8 October 2020 
 
In 2011, 84% of Scotland’s population reported their ethnicity as ‘White: Scottish’ and a further 8% as ‘White: 
Other British (Source: Scotland’s Census 2011). The Asian population is the largest minority ethnic group (3% 
of the population or 141,000 people) (Source: Scotland’s Census 2011). 
 
These figures illustrate that Scotland is predominantly of White ethnicity and this ethnicity is reflected within 
the College. The largest minority ethnic group in Scotland is Asian and this is also reflected in the College. 
However, in 2018, as identified above, 4.6% of the Scottish adult population was in a minority ethnic category, 
whereas in the College (of the employees who declared their ethnicity), 3.0% are in a BAME category. 
 
According to data from the 2011 census, in Aberdeen City, 8% of the population was in a minority ethnic 
category, with the figure being lower in Aberdeenshire.  More up-to-date figures will be available at the next 
census. 
 
However, from these statistics, it would appear that College should do more to attract staff from a BAME 
ethnicity, in line with wider figures and in line with recommendations made in its 2016 report and this is 
incorporated into the next steps. 
 
In terms of a gender split at the College, in 2020, there are more male employees in the Black/Asian/Minority 
Ethnic/Mixed (BAME) categories (11; 61.1% of BAME staff) than female staff (7; 38.9% of BAME staff).  This 
was also the case in 2016, when 13 of the 19 (68.4% of BAME staff) staff in a BAME ethnicity category were 
male and 6 (31.6%) were female. 
 

https://scotland.shinyapps.io/sg-equality-evidence-finder/
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In 2020, of the 18 BAME employees, 15 (83.3%) work on a full-time basis: 10 male staff (55.6%); 5 female staff 
(27.8%). This compared with 79.0% of BAME employees working full-time in 2016, but there were no further 
detail given the small numbers involved. 
 
However, overall, it appears that there is a great degree of similarity between 2016 and 2020. 
With regards to vertical segregation, there is also a great degree of similarity between 2016 and 2020.  In 2016, 
11 of the 19 (57.9%) staff in a BAME ethnicity category were on un-promoted lecturer terms and conditions 
(at the top of the un-promoted lecturing scale).  This compares with 14 out of the 18 (77.8%) BAME staff being 
at the top of the un-promoted lecturing scale in 2020. Due to small numbers, no details are published for 
promoted lecturing staff. As regards support staff, 5 staff in a BAME ethnicity category were in support posts 
in 2016, but this number fell in 2020 although the actual number is not published in case individual staff can 
be identified. 
 
This degree of similarity continues with horizontal segregation. In 2016, 9 of the un-promoted lecturers taught 
in STEM-related areas.  In 2020, 8 of the un-promoted male lecturers teach in STEM-related areas, but due to 
the small numbers involved, the information for female lecturers is not published.   
 
From these figures, it appears that staff in a BAME ethnicity category are largely concentrated in un-promoted 
lecturing posts and in particular in STEM subject areas. 
 
It should be noted that, given the small numbers involved, care should be taken when interpreting the figures. 
In 2016, the College identified a number of next steps and progress was made in reducing the non-declaration 
rate, as outlined earlier, and in analysing the number of appointments compared with applications (which is 
detailed in the staff data section of the Mainstreaming Report). 
 
However, some actions remain and these are incorporated into the College’s next steps. 
 
 
Next Steps 
 
This report has identified areas that should be addressed and which will be taken forward via a People Services 
Equalities Action Plan.  These areas are: 
 
Further reduce non-declaration rates 
 
Although there has been a fall in the non-declaration rate from 12.7% in 2016 to 7.6% in 2020, the College 
should still try and reduce this rate further. 
 
Since the 2016 report, the College has introduced a new HR/payroll system, which is still being implemented. 
The College now plans to revise its Equal Opportunities Monitoring Questionnaire and ask staff to 
input/amend/update their protected characteristics data themselves.  The College will use this opportunity to 
further remind staff why it is important to declare their protected characteristics.  The College will then 
monitor to see if this can further reduce the current non-declaration rates. 
 
Examine recruitment processes 
 
The College should examine its recruitment processes and procedures to see how any recruitment could be 
made more attractive and inclusive to potential BAME candidates.  This includes: 

• Adding in a statement to job adverts that the College welcomes applications from ethnic minorities 
• Examining how the College could use the Scottish Government’s minority ethnic recruitment toolkit, 

available online at: https://www.gov.scot/publications/minority-ethnic-recruitment-toolkit/ 

https://www.gov.scot/publications/minority-ethnic-recruitment-toolkit/
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• Examining why there are so few – in particular female - BAME staff and to identify if there are any 
particular issues preventing this group of people from working at NESCol.  

 
In addition, the 2016 report identified that the College could consider consulting with organisations such as 
CRER (Coalition for Racial Equality & Rights); Grampian Racial Equality Council; Aberdeen Multi Cultural Centre 
(http://www.abmc.org.uk/objective.php) to see how the College could: 

• Take action to encourage a more diverse workforce across all grades and occupation-types within the 
College 

• Foster better relations with regards to race equality between the College and the wider community in 
order to position the College as a BAME employer of choice  

 
It is recommended that this should now be taken forward. 
 
Carry out a staff equality, diversity and inclusion survey 
 
The College plans to carry out an all staff equality, diversity and inclusion survey and will use the outcomes 
from this to address any issues that are identified. 
 
These actions have been incorporated into a People Services Equalities Action Plan to ensure that they are 
carried out as a priority, taking into consideration the current restrictions as a consequence of COVID-19. 
The outcomes will be used to advance equality of opportunity and foster good relations. 

http://www.abmc.org.uk/objective.php
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Executive Summary:  
NESCol’s overall mean gender pay gap (i.e. covering all staff) rose to 10.1% in 
December 2020, compared with 6.8% in December 2018 and its median overall 
gender pay gap rose to 9.7% in 2020, compared with 7.5% in 2018. 
 
Although there is an increase in NESCol’s overall figures, they are lower than UK 
and Scottish figures: the (median) UK gender pay gap among all employees in 
April 2020 was 15.5%, down from 17.4% in 2019. 
 
This findings of this reports highlights a number of reasons for the increase in the 
College’s gender pay gap figures, including: 

• The College now has a male Principal (previously, the Principal was 
female). 

• The Executive Team has reduced in numbers since 2018 and is currently all 
male. 

  



• The number of female staff, overall, rose from 332 in 2018 to 338 in 2020, 
but the number of full-time female staff fell from 186 in 2018 to 167 in 2020, 
although the number of part-time female staff rose from 146 in 2018 to 171 
in 2020. This increase in part-time numbers is across both lecturing and 
support staff.  

• Conversely, the number of male staff, overall, fell from 276 in 2018 to 272 in 
2020, but the number of full-time male staff increased from 215 in 2018 to 
219 in 2020, although the number of part-time male staff fell from 61 in 2018 
to 53 in 2020. This decrease in part-time numbers is across both lecturing 
and support staff. 

 
Going forward, the College is committed to reducing the gender pay gap. To 
inform the College on how to begin this process we are going to set up staff 
focus groups to help understand why there is a large number of women in lower 
graded support posts, in part-time posts and if there are any barriers to 
progression.  The outcome from the focus groups will be used to identify any 
actions that the College should be taking. 

 
Recommendation: 
It is recommended that Committee discuss the information provided. 
 
Previous Committee Recommendation/Approval (if applicable):  
None 
 
Equality Impact Assessment: 

Positive Impact ☐ 

Negative Impact ☐ 

No Impact  ☒ 

Evidence:  This report is for information only. 
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Pay Gap Report 2020: Gender & Ethnicity 
 
 
Executive summary 
 
The Equality Act 2010 has a Public Sector Equality Duty (PSED), which is supported by Specific Duties 
for Scotland.  The Specific Duties require the reporting of gender pay gap information. This report 
presents an analysis of the gender pay gap at NESCol as at December 2020 compared with December 
2018 and also provides wider benchmarking information.  Although not required, the College also 
presents its ethnicity pay gap. 
 
NESCol’s overall mean gender pay gap (i.e. covering all staff) rose to 10.1% in December 2020, 
compared with 6.8% in December 2018 and its median overall gender pay gap rose to 9.7% in 2020, 
compared with 7.5% in 2018. 
 
Although there is an increase in NESCol’s overall figures, they are lower than UK and Scottish figures: 
the (median) UK gender pay gap among all employees in April 2020 was 15.5%, down from 17.4% in 
2019 (Source: Office for National Statistics, Statistical Bulletin, Gender Pay Gap in the UK: 2020, release 
date: 3 November 2020).  
 
In Scotland, in 2018, the median gender pay gap for all employees was 15.0% and the median gender 
pay gap for all employees in the public sector in Scotland in 2018 was 14.5%.  
 
NESCol’s mean figure is also lower than the 2018 figure for Scotland (13.9%) and the UK (17.1%) 
(Source: Scottish Parliament, SPICe Briefing, The Gender Pay Gap: Facts and Figures – 2018, published 
4 February 2019). 
 
NESCol’s full-time gender mean pay gap rose to 7.1% in 2020, compared with 5.9% in 2018, although 
the median full-time pay gap remained at 0.0%.   
 
These figures are also lower than in the UK where the median gender pay gap among full-time 
employees was 7.4% in April 2020, down from 9.0% in April 2019 (Source: Office for National Statistics, 
Statistical Bulletin, Gender Pay Gap in the UK: 2020, release date: 3 November 2020) and the median 
full-time gender pay gap in Scotland was 5.7% in 2018.   
 
The mean full-time gender pay gap in Scotland in 2018 was 10.2% and in the UK was 13.7% (Source: 
Scottish Parliament, SPICe Briefing, The Gender Pay Gap: Facts and Figures – 2018, published 4 
February 2019). 
 
There are different ways of calculating the part-time gender pay gap: 
 

• Comparing women’s part-time average figure with the men’s overall figure, as this number 
allows for comparability to the headline figure 

 
• Comparing the women’s part-time average figure with the men’s part-time average figure for 

a like with like comparison.  This figure reflects that a greater number of women work part-
time than men 

 
• 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 
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hourly pay with men’s full-time and is illustrative of the concentration of part-time work in 
lower grade jobs  

 
The College details the mean and median for each of these different methods of calculation for the 
College in this report.  
 
Focussing on the Close the Gap and EHRC methodology, the College’s mean part-time gender pay gap 
rose to 22.9% in 2020, compared with 21.9% in 2018 and its median part-time gender gap rose to 
22.8% in 2020, compared with 20.2% in 2018.  However, these figures are lower than the mean 2018 
figures for Scotland (29.7%) and the UK (32.6%) and the median figures for Scotland at 33.6% and 
36.1% in the UK (Source: Scottish Parliament, SPICe Briefing, The Gender Pay Gap: Facts and Figures – 
2018, published 4 February 2019). 
 
There are a number of reasons for the increase in the College’s gender pay gap figures which are 
presented in this report. These relate to changes in the numbers and gender balance within the 
different grades in the College, but which have a cumulative effect on the mean and median figures 
which are used to calculate the gender pay gap.  
 
To highlight some of the findings in this report, at the most senior levels, the College now has a new 
Principal, who is male (previously, the Principal was female). The Executive Team has reduced in 
numbers since 2018 and is currently all male. 
 
The number of female staff, overall, rose from 332 in 2018 to 338 in 2020, but the number of full-time 
female staff fell from 186 in 2018 to 167 in 2020, although the number of part-time female staff rose 
from 146 in 2018 to 171 in 2020. This increase in part-time numbers is across both lecturing and 
support staff.  
 
Conversely, the number of male staff, overall, fell from 276 in 2018 to 272 in 2020, but the number of 
full-time male staff increased from 215 in 2018 to 219 in 2020, although the number of part-time male 
staff fell from 61 in 2018 to 53 in 2020. This decrease in part-time numbers is across both lecturing 
and support staff. 
 
With regards to lecturing staff, there were 300 lecturing staff (promoted and un-promoted) in 2020, 
compared with 297 in 2018. The total number of female lecturers (139) was the same in 2020 and in 
2018, but there was a reduction in the number of full-time female lecturers from 87 in 2018 to 78 in 
2020 and an increase in the number of part-time female lecturers from 52 to 61.  
 
However, there was an increase in the number of male lecturing staff from 158 in 2018 to 161 in 2020, 
with there being an increase in the number of full-time male lecturers from 135 to 140 and a decrease 
in the number of part-time male lecturers from 23 to 21. 
 
There was an increase in the number of female support staff from 193 in 2018 to 199 in 2020, but a 
reduction in the number of full-time female support staff from 99 to 89 and an increase in the number 
of part-time female support staff from 94 to 110. Conversely, there was a decrease in the number of 
male support staff from 118 in 2018 to 111 in 2020, with there also being decrease in the number of 
full-time male support staff (from 80 to 79) and part-time male support staff (from 38 to 32). 
 
In terms of support staff grades, there have been changes to the numbers and staff profile in most 
grades, but notably, there has been a small increase in the number of female staff in grades 1-5 (from 
89-91), but a decrease in the number of male staff (from 27 to 21).  However, the number of women 
working full-time in these grades has decreased from 34 in 2018, to 30 in 2020, but the number of 
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women working part-time has increased from 55 to 61.  The number of male staff in these grades has 
reduced overall (from 27 in 2018 to 21 in 2020), in full-time posts (from 18 to 16) and in part-time 
posts (from 9 to 5). 
 
These are the lowest - and lowest paid - support staff grades and illustrate a clear predominance of 
female staff overall, as well as across full-time and part-time work. 
 
All of these factors impact on the mean and median figures that are used to calculate the gender pay 
gap – overall, full-time and part-time. 
 
The College is committed to reducing the gender pay gap and had planned to set up focus groups to 
understand why there are such a number of women in lower graded support posts and in part-time 
posts, which impacts on the gender pay gap figures.  These were postponed due to COVID, but will be 
picked up as soon as it is safe to do so.  The outcome from the focus groups will be used to determine 
if there are any actions the College should be taking and will include considering the impact of flexible 
working, particularly in light of the impact of COVID-19. 
 
It should be noted that the College has a median ethnicity pay gap of 0.0% and a mean ethnicity pay 
gap of -7.0% (in favour of those in a “Black/Asian/Minority Ethnic/Mixed” (BAME) ethnicity category). 
This can be explained by the College having small numbers of staff in a BAME ethnicity category, the 
majority of whom are at the top of the un-promoted lecturing scale. 
 
 
Public Sector Equality Duty 
 
The Equality Act 2010 has Public Sector Equality Duty (PSED) which consists of a general duty that is 
underpinned by Specific Duties that are set out in the secondary legislation which accompanies the 
act, namely the Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012 (as amended). 
 
The general duty consists of 3 main needs (set out in section 149 of the Equality Act 2010) which 
require due regard to the need to: 
 

- Eliminate unlawful discrimination, harassment and victimisation and other conduct prohibited 
by the Equality Act 2010 

- Advance equality of opportunity between people from different protected characteristic 
groups, considering the need to: 

o Remove or minimise disadvantages suffered by people due to their protected 
characteristics 

o Meet the needs of people with protected characteristics 
o Encourage people with protected characteristics to participate in public life or in other 

activities where their participation is low 
- Foster good relations between people from different protected characteristic groups, tackling 

prejudice and promoting understanding between people from different groups 
 

The Specific Duties are intended to assist public bodies meet the general duty.  This includes publishing 
gender pay gap information. 
Sources: 
The public sector equality duty: specific duties for Scotland (revised), David Bass, Equality Challenge 
Unit, February 2017, available online at: 
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https://www.advance-he.ac.uk/knowledge-hub/public-sector-equality-duty-specific-duties-scotland-
revised 
Accessed: 16 February 2021 
 
Equality Act 2010 Public Sector Equality Duty (Section 149), available online at: 
https://www.legislation.gov.uk/ukpga/2010/15/section/149 
Accessed 16 February 2021 
 
Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012, available online at: 
https://www.legislation.gov.uk/ssi/2012/162/contents/made 
Accessed: 16 February 2021 
 
 
Notes to the Analysis 
 
The data in this report are based on figures as at December 2020 and are compared with data from 
December 2018, as well as national figures.   
 
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.  Student interns have also been included.  
In December 2020, the College had 610 employees, compared with 608 in December 2018. 
 
Please note that throughout this report, figures are rounded. 
 
 
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 
 
A - B 
   A           X 100 
 
(note: figures are rounded) 
 
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 

https://www.advance-he.ac.uk/knowledge-hub/public-sector-equality-duty-specific-duties-scotland-revised
https://www.advance-he.ac.uk/knowledge-hub/public-sector-equality-duty-specific-duties-scotland-revised
https://www.legislation.gov.uk/ukpga/2010/15/section/149
https://www.legislation.gov.uk/ssi/2012/162/contents/made
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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), available online at: 
https://www.closethegap.org.uk/content/resources/Close-the-Gap-PSED-guidance-on-gender-and-
employment-2016.pdf 
Accessed: 10 December 2020 
 
 
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 
Accessed: 10 December 2020 
 
The College’s overall pay gap figures (for both mean and median) includes all employees, including all 
full-time and part-time employees, and employees on permanent and fixed-term contracts.  Student 
interns are also included. 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 22.07 
All male median hourly rate 23.27 

  
All female mean hourly rate 19.83 
All female median hourly rate  21.02 

 
The combined, or overall, gender pay gap figure for NESCol at December 2020 is as follows and is 
compared with the previously reported gender pay gap as at July 2018 and December 2018: 
 
Overall gender pay gap (%) 
 

 December 2020 December 2018 July 2016 
Mean 10.1 6.8 14 
Median 9.7 7.5 15 

 
Please note that throughout this report, figures are rounded. 
 
 
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). 

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.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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The pay gap percentage figures were calculated on the basis of the following hourly rates: 
 

 
£ 

Male full-time mean hourly rate 23.36 
Male full-time median hourly rate 23.27 
  
Female full-time mean hourly rate 21.70 
Female full-time median hourly rate 23.27 

 
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 2020 is as follows and is compared with 
the previously reported full-time gender pay gap as at December 2018 and July 2016: 
 
Full-time gender pay gap (%) 
 

 December 2020 December 2018 July 2016 
Mean 7.1 5.9 11 
Median 0.0 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: 
Close the Gap, Public Sector Equality Duty, Guidance for reporting on gender and employment, equal 
pay and occupational segregation, August 2016, available online at: 
https://www.closethegap.org.uk/content/resources/Close-the-Gap-PSED-guidance-on-gender-and-
employment-2016.pdf 
accessed: 10 December 2020 
 
Equality and Human Rights Commission, Briefing Paper 2, Gender pay gaps, David Perfect, 2011, 
available online at: 
https://www.equalityhumanrights.com/sites/default/files/briefing-paper-2-gender-pay-gap_0.pdf 
accessed: 10 December 2020 
 
The pay gap percentage figures were calculated on the basis of the following hourly rates: 

 
£ 

Male full-time mean hourly rate 23.36 
Male full-time median hourly rate 23.27 
  
Female part-time mean hourly rate 18.01 

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
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Female part-time median hourly rate 17.96 
 
This calculation gives a part-time gender pay gap figure for NESCol at December 2020 as follows and 
is compared with the previously reported part-time gender pay gap as at December 2018 and July 
2016. 
 
Part-time gender pay gap, women part-time compared with men full-time (%) 
 

 December 2020 December 2018 July 2016 
Mean 22.9 21.9 23 
Median 22.8 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: 10 December 2020  
 
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 22.07 
All male median hourly rate   23.27 

  
Female part-time mean hourly rate 18.01 
Female part-time median hourly rate   17.96 

 
This calculation gives the College a part-time pay gap (women part-time compared with men overall) 
of in December 2020: 
 
Mean:  18.4% 
Median: 22.8% 
 
This compares with December 2018: 
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  16.70 
Male part-time median hourly rate  16.88  

 
Female part-time mean hourly rate   18.01   
Female part-time median hourly rate   17.96   

 
This calculation gives NESCol a part-time pay gap (women part-time compared with men part-time) 
of in December 2020: 
Mean: -7.8% (ie in favour of women) 
Median: -6.4% (ie in favour of women) 
 
This compares with December 2018: 
Mean: -11.4% (ie in favour of women) 
Median: -8.4% (ie 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, 2018 
 
According to the Scottish Parliament, SPICe Briefing, The Gender Pay Gap: Facts and Figures – 2018, 
published 4 February 2019, available online at: 
https://sp-bpr-en-prod-cdnep.azureedge.net/published/2019/2/4/The-gender-pay-gap--facts-
and-figures---2018/SB%2019-08.pdf 
Accessed: 16 November 2020 
 
In Scotland, in 2018, the median gender pay gap for all employees was 15.0%, which compared with 
the UK figure of 17.9% (p10). The median full-time gender pay gap (p8) in Scotland was 5.7%, 
compared with 8.6% in the UK and the median part-time gender pay gap (p12) in Scotland  --7.8%, 
compared with -4.4% in the UK.  
 
The median gender pay gap for all employees in the public sector (p23) in Scotland in 2018 was 14.5%. 
 
On p12, the report says that as women are more likely to make up the majority of people in part-time 
employment, according to Close the Gap, it is relevant to compare women’s part-time earnings with 
men’s full-time earnings. Using this measure, the pay gap for women working part-time, compared 
with men who work full-time, was 33.6% in Scotland, compared with 36.1% in the UK. 
 
P10 of the report details that “41% of women work part-time, compared with 11% of men. Women 
account for 78% of Scottish part-time employment”. 
 
In terms of the mean gender pay gap, the report, p13 outlines the following: 
 
  

https://sp-bpr-en-prod-cdnep.azureedge.net/published/2019/2/4/The-gender-pay-gap--facts-and-figures---2018/SB%2019-08.pdf
https://sp-bpr-en-prod-cdnep.azureedge.net/published/2019/2/4/The-gender-pay-gap--facts-and-figures---2018/SB%2019-08.pdf
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Mean gender pay gaps for Scotland and the UK – 2018 
 

 All employees Full-time Part-time Full-time men & 
part-time women 

Scotland 13.9% 10.2% -2.1% 29.7% 
UK 17.1% 13.7% 7.2% 32.6% 

 
The report, p13, explains a potential reason for the difference between the mean (-2.1%) and median 
(-7.8%) is due to the fact that although women make up the majority of part-time workers, men are 
more likely to work in senior, higher paid roles.  This means that a small number of high earning men 
who work part-time can have a large impact on the mean pay gap. 
 
UK gender pay gap figures, April 2020 
 
According to the Office for National Statistics, Statistical Bulletin, Gender Pay Gap in the UK: 2020, 
release date: 3 November 2020, available online at: 
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours
/bulletins/genderpaygapintheuk/2020 
Accessed: 16 November 2020 
 
the (median) gender pay gap among all employees in April 2020 was 15.5%, down from 17.4% in 2019. 
The gender pay gap among full-time employees was 7.4% in April 2020, down from 9.0% in April 2019.  
The part-time gender pay gap in 2020 was -2.9%, compared with -3.5% in 2019.  
 
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 2020 9.7% 0.0% -6.4% 22.8% 
Scotland 2018 15.0% 5.7% -7.8% 33.6% 
UK 2018 17.9% 8.6% -4.4% 36.1% 
UK April 2020 15.5% 7.4% -2.9% - 
UK April 2019 17.4% 9.0% -3.5% - 

 
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 2020 10.1% 7.1% -7.8% 22.9% 
Scotland 2018 13.9% 10.2% -2.1% 29.7% 
UK 2018 17.1% 13.7% 7.2% 32.6% 
UK April 2020 - - - - 
UK April 2019 - - - - 

https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/bulletins/genderpaygapintheuk/2020
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/bulletins/genderpaygapintheuk/2020
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Commentary on NESCol’s gender pay gap figures 
 
There has been an increase in NESCol’s overall median (9.7% in 2020, compared with 7.5% in 2018) 
and mean (10.1% in 2020, compared with 6.8% in 2018) gender pay gap. 
 
There has been an increase in the College’s mean full-time gender pay gap (7.1% in 2020, compared 
with 5.9% in 2018), although the median remains the same at 0.0%, meaning that there is no median 
gender pay gap. 
 
As the College’s overall gender pay gap figures are higher than the full-time figures, this would indicate 
that part-time work contributes to the overall gender pay gap. 
 
One of the College’s Equality Outcomes 2017-21 (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. However, since 2018, the 
gender pay gap has risen. 
 
There are a number of reasons for this. These relate to changes in the numbers and gender balance 
within the different grades in the College and which have a cumulative impact on the mean and 
median figures which are used to calculate the gender pay gap. 
 
The College now has a new Principal, who is male (previously, the Principal was female). The Executive 
Team has reduced in number since 2018 and is currently all male. 
 
At Professional Officer (PO) level there are 12 female staff and 11 male staff in 2020. This compares 
with 12 female staff and 10 male staff in 2018. 
 
In terms of the College’s support grades, the greatest number of female staff are in support staff 
grades 1-5. 
 
Grades 1-5: 
 

 Female Male Totals 
 Full-time Part-time Total Full-time Part-time Total  
2020 30 61 91 16 5 21 112 
2018 34 55 89 18 9 27 116 

 
This table illustrates that, although the overall number of staff in these grades has decreased from 116 
to 112, the number of female staff in lower graded support posts 1-5 has increased slightly from 89 in 
2018 to 91 in 2020, whereas the number of male staff has reduced from 27 in 2018 to 21 in 2020. 
 
It is also of note that the number of female staff working part-time in these grades has increased from 
55 in 2018 to 61 in 2020 and that the number of women working full-time in these grades has 
decreased from 34 in 2018, to 30 in 2020. The number of male staff in these grades has reduced 
overall, in full-time posts and in part-time posts. 
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Grade 6: 
 

 Female Male Totals 
 Full-time Part-time Total Full-time Part-time Total  
2020 7 16 23 10 10 20 43 
2018 14 11 25 9 11 20 45 

 
This shows a more equal proportion of male and female staff than in grades 1-5 and 7-9.  This can be 
explained by this being the grade for Instructors/Assessors (teaching staff).   
 
This table illustrates that there has been a decrease in the number of female staff from 25 in 2018 to 
23 in 2020, with there being a decrease in the number of full-time female staff from 14 in 2018 to 7 in 
2020 and an increase in the number of part-time female staff from 11 in 2018 to 16 in 2020.  
 
The number of male staff has remained constant at 20 in both 2018 and 2020, although there has 
been a small decrease in the number working full-time and a small increase in the number working 
part-time. 
  
Grades 7-9: 
 

 Female Male Totals 
 Full-time Part-time Total Full-time Part-time Total  
2020 28 25 53 25 4 29 82 
2018 25 23 48 26 4 30 78 

 
This table illustrates that there has been an increase in the number of staff at these grades from 78 in 
2018 to 82 in 2020. 
 
There has been an increase in the number of women (overall, full-time and part-time) from 2018 to 
2020, but a small decrease in the number of male (full-time) staff. 
 
Grades 10-12: 
 

 Female Male Totals 
 Full-time Part-time Total Full-time Part-time Total  
2020 13 3 16 14 0 14 30 
2018 13 1 14 14 0 14 28 

 
This table shows that there has been an increase in the number of staff at these grades from 28 in 
2018 to 30 in 2020, with this increase being attributable to female staff. 
 
The profile for student interns remains the same in 2020 as it was in 2018 i.e. there are 17 student 
interns, with the overwhelming majority being male.  Student interns are included for gender pay gap 
purposes, as they are paid as staff, although they work for short, limited periods of time. However, as 
gender pay gap report is at December 2020 and as they are paid by the College at student internship 
rates (National Minimum Wage) they have been included in this report. However, as these intern 
figures are the same in 2020 as they were in 2018, this will not impact on the reasons for the changes 
in the College’s gender pay gap. 
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With regards to lecturing staff, the tables below illustrate that the number of female (promoted and 
un-promoted) lecturing staff has remained constant, but there has been an increase in the number of 
un-promoted male lecturing staff and a reduction in the number of promoted male lecturing staff. 
 
December 2020: 
 

Category Female Male Total 
LECTURER 125 139 264 
PROMOTED LECTURER 14 22 36 
Totals 139 161 300 

 
December 2018: 
 

Category Female Male Total 
LECTURER 125 134 259 
PROMOTED LECTURER 14 24 38 
Totals 139 158 297 

 
The overall staff profile by lecturing and support and including by full-time and part-time is detailed 
below for 2020: 
 

Category Female Male Totals 
 Full-

time 
Part- 
time 

Total Full- 
time 

Part- 
time 

Total  

Lecturer 
(promoted &  
un-promoted) 

78 61 139 140 21 161 300 

Support 
(inc. Interns & 
Executive 
Team 

89 110 199 79 32 111 310 

Total 167 171 338 219 53 272 610 
 
 
This compares with the overall staff profile by lecturing and support and including by full-time and 
part-time for 2018: 
 

Category Female Male Totals 
 Full-

time 
Part-
time Total Full- 

time 
Part- 
time Total  

Lecturer 
(promoted &  
un-promoted) 

87 52 139 135 23 158 297 

Support 
(inc. Interns & 
Executive 
Team 

99 94 193 80 38 118 311 

Total 186 146 332 215 61 276 608 
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Although the overall staff headcount (which includes student interns and where staff with 2 posts 
have been counted twice) has remained relatively consistent – 610 in 2020, compared with 608 in 
2018, the make-up of the staff profile has changed, which can explain why there has been a change in 
the College’s mean and median overall, full-time and part-time gender pay gap figures. 
 
The number of female staff, overall, rose from 332 in 2018 to 338 in 2020, but the number of full-time 
female staff fell from 186 in 2018 to 167 in 2020, although the number of part-time female staff rose 
from 146 in 2018 to 171 in 2020. 
 
Conversely, the number of male staff, overall, fell from 276 in 2018 to 272 in 2020, but the number of 
full-time male staff increased from 215 in 2018 to 219 in 2020, although the number of part-time male 
staff fell from 61 in 2018 to 53 in 2020. 
 
The total number of female lecturers (139) was the same in 2020 and in 2018, but there was a 
reduction in the number of full-time female lecturers from 87 in 2018, to 78 in 2020 and an increase 
in the number of part-time female lecturers from 52 in 2018 to 61 in 2020.  
 
However, there was an increase in the number of male lecturing staff from 158 in 2018 to 161 in 2020, 
with there being an increase in the number of full-time male lecturers from 135 in 2018 to 140 in 2020 
an a decrease in the number of part-time male lecturers from 23 in 2018 to 21 in 2020. 
 
There was an increase in the number of female support staff from 193 in 2018 to 199 in 2020, but a 
reduction in the number of full-time female support staff from 99 in 2018 to 89 in 2020 and an increase 
in the number of part-time female support staff from 94 in 2018 to 110 in 2020. 
 
Conversely, there was a decrease in the number of male support staff from 118 in 2018 to 111 in 2020, 
with the number of full-time male staff being relatively consistent (80 in 2018; 79 in 2020), but with 
there being a decrease in the number of part-time male staff from 38 in 2018 to 32 in 2020. 
 
In terms of the support staff grades, there has been an increase in the number of female staff in grades 
1-5 (from 89-91), but a decrease in the number of male staff (from 27 to 21).  These are the lowest 
support staff grades and illustrate a clear predominance of female staff. 
 
There has been a decrease in the number of female staff at grade 6 (from 25 to 23), but the number 
of male staff remained the same (20). At grades 7-9, there was an increase in the number of female 
staff (from 48 to 53), but a small decrease in the number of male staff (from 30 to 29). At grades 10-
12, there was an increase in the number of female staff (from 14 to 16), whereas the number of male 
staff remained the same at 14.  At Professional Officer level, the number of women remained the 
same (12) whereas there was a small increase in the number of male staff (from 10 to 11). Since the 
last gender pay gap report, the Executive Team has changed due to the previous Principal leaving, and 
is now all male. 
 
There has been a reduction in the number of full-time female staff from 186 in 2018 to 167 in 2020, 
but an increase in the overall number of part-time female staff from 146 in 2018 to 171 in 2020.  This 
increase in part-time numbers is across both lecturing and support staff.  
 
Conversely, there has been an increase in the number of male full-time staff from 215 in 2018 to 219 
in 2020 and a decrease in the number of part-time male staff from 61 in 2018 to 53 in 2020. This 
decrease in part-time numbers is across both lecturing and support staff. 
 
 



Page | 14  
 

 Female part-time staff Male part-time staff 
 2018 2020 2018 2020 
Lecturing staff 52 61 23 21 
Support Staff 94 110 38 32 
Total 146 171 61 53 

 
 
All of the factors outlined in this section of the report have an impact on the mean and median figures 
that are used to calculate the gender pay gap – overall, full-time and part-time. 
 
A contributing factor to the gender pay gap is occupational segregation and this is explored in the 
College’s Occupational Segregation Report 2020: Gender.  Although the data for the Occupational 
Segregation Report 2020: Gender was at 31 July 2020 and the data in this report is at 1 December 
2020 (to allow time for the various reports to be written), both reports detail a concentration of female 
staff in lower graded and paid support staff posts (grades 1-5) as well as a concentration of female 
staff in part-time posts. 
 
Next Steps 
 
The College is committed to reducing the gender pay gap and had planned to set up focus groups to 
understand why there are such a number of women in lower graded support posts and in part-time 
posts and if there are any barriers to progression.  These were postponed due to COVID, but will be 
picked up as soon as it is safe to do so.  The outcome from the focus groups will be used to determine 
if there are any actions the College should be taking and will include considering the impact of flexible 
working, particularly in light of the impact of COVID-19. 
 
Use of Pay Gap Information 
 
The College’s commitment to deal with the gender pay gap is acknowledged in its Equal Pay Statement 
and Policy. 
 
 
Ethnicity Pay Gap 
 
Although not required, the College also reports its ethnicity pay gap as at December 2020. 
 
The College has used the same methodology as detailed in the gender pay gap report to calculate its 
ethnicity pay gap: 
 
A - B 
   A           X 100 
(note: figures are rounded) 
 
In this case, 
A = (mean) hourly rate of pay of employees in a “White” ethnicity category 
B = (mean) hourly rate of pay of employees in a “Black/Asian/Minority Ethnic/Mixed” (BAME) ethnicity 
category 
 
The same formula was used to calculate the median pay gap. 
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 £ 
White ethnicity mean hourly rate 21.16    
White ethnicity median hourly rate   23.27   
  
BAME mean hourly rate 22.65 
BAME median hourly rate 23.27 

 
This calculation gives NESCol the following ethnicity pay gap: 
Mean: -7.0% (ie in favour of BAME ethnicity) 
Median: 0.0%  
 
These figures can be explained by the College having small numbers of staff in a “Black/Asian/Minority 
Ethnic/Mixed” (BAME) ethnicity category, the majority of whom are at the top of the un-promoted 
lecturing scale. 
 
For further information on the College’s ethnicity profile, please refer to the College’s Occupational 
Segregation: Race/Ethnicity: 2020 Report and the College’s Staff Equality Report. 
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HUMAN RESOURCES COMMITTEE 

Meeting of 10 March 2021 

Title: Equal Pay Statement & Policy 
 
Author: Kimra Donnelly, Director of 
People Services 

Contributor(s):  
 

Type of Agenda Item: 

For Decision   ☐ 

For Discussion  ☒ 

For Information  ☐ 

Reserved Item of Business  ☐ 

Purpose: To enable the Committee to review and reapprove the College’s Equal 
Pay Statement & Policy. 

Linked to Strategic Goal: 

4. Deliver an excellent learning environment and experience leading to 
successful outcomes for all learners. 

Linked to Annual Priority: 

7. Promote talent management, innovative learning and teaching and 
excellence in leadership and business management through the development of 
a new and integrated approach to organisational development. 

Executive Summary:  
Currently there is an Equal Pay Policy and an Equal Pay Statement & Policy.  
There is a significant amount of overlap and repetition in these two documents.  It 
is proposed to combine these into a single document - Equal Pay Statement & 
Policy as attached as Appendix 1. 
 
The proposed Equal Pay Statement & Policy states that the College is committed 
to the principle of equal pay for work of equal value for all its employees.  The 
College believes that staff should receive equal pay for work that is rated as the 
same, similar, equivalent or of equal value regardless of: age; disability; 
ethnicity/race; gender reassignment; marital/civil partnership status; pregnancy; 
religion or belief (including no religion or belief); sex (gender); sexual orientation. 
 
The Trade Unions have been consulted on the proposed Equal Pay Statement & 
Policy and support the recommendation for a single document. 
 
 



Recommendation: 
It is recommended that Committee approve and adopt the Equal Pay Statement 
& Policy as presented. 
 
Previous Committee Recommendation/Approval (if applicable):  
It was agreed at the HR Committee Meeting held in September 2019 that the 
Equal Pay Statement is reviewed annually. 
 
Equality Impact Assessment: 

Positive Impact ☐ 

Negative Impact ☐ 

No Impact  ☒ 

Evidence:  This report is for information only. 
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EQUAL PAY STATEMENT & POLICY  

Introduction 
 
North East Scotland College (the “College”) is committed to the principle of equal pay for 
doing 'equal work' (work that equal pay law classes as the same, similar, equivalent or of 
equal value) for all its employees.  
 
This policy does not form part of any employee's contract of employment and the College 
may amend it at any time. 
 
 
Equal Pay Statement 
 
North East Scotland College is committed to the principle of equal pay for work of equal 
value for all its employees.  The College believes that staff should receive equal pay for work 
that is rated as the same, similar, equivalent or of equal value regardless of: age; disability; 
ethnicity/race; gender reassignment; marital/civil partnership status; pregnancy; religion or 
belief (including no religion or belief); sex (gender); sexual orientation.  
 
 
Legislative Framework and Definitions 
 
The law relating to equal pay is governed by the Equality Act 2010. 
 
The College has implemented a transparent pay and grading system and uses the FEDRA 
job evaluation system (specifically designed for the FE and HE sectors) to ensure that our 
grading and pay outcomes are equitable and free from bias: 
 

• “Work rated as equivalent” is defined as work which has achieved the same/or similar 
number of points under the College job evaluation scheme. 

 
• “Work of equivalent value” is defined as work which is not similar but is broadly of 

equal value under headings such as skills and decision-making when compared using 
an agreed job evaluation scheme. 

 
 
Objectives and Values 
 
To ensure a fair system of pay, the College works in partnership with recognised staff 
representatives and consults with the Local Joint Negotiating Committees. The College has 
signed the National Recognition and Procedures Agreement and as such will abide by the 
outcome of National Collective Bargaining. 
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EQUAL PAY STATEMENT & POLICY  

The College’s objectives relating to equal pay are to: 
 

• Eliminate any unfair, unjust or unlawful practices that impact on pay 
• Operate fair and just remuneration practices for staff, across all protected      

characteristics 
• Take appropriate remedial action should the need arise 
• Review other College policies to ensure consistency with equal pay principles 

 
To achieve these objectives the College will: 
 

• Determine all staff salaries through an agreed national mechanisms 
• Determine pay through National Bargaining 
• Provide training and guidance for staff involved in determining pay 
• Inform staff of how these practices work and how their own pay is determined 
• Respond to grievances on equal pay 
• Monitor pay statistics and gather other relevant information to assess the impact of 

this Policy 
• Ensure that any differential in pay is due to a "material factor" such as, skills and 

qualifications, and levels of responsibility 
• Publish information on the gender pay gap in the College and on occupational 

segregation (in relation to gender, disability and race/ethnicity) 
 
 
Complaints 
 
The College commits to responding promptly to any grievances or complaints on Equal Pay. 
 
 
Responsibilities 
 
The College’s Senior Management and Board have a responsibility to promote an ethos and 
culture that reflects the commitments in this statement and policy.  
 
 
Monitoring and Review 
 
This Equal Pay Statement and Policy will be reviewed and monitored by the Director of 
People Services to ensure that it remains effective. 
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Status:                                          Out for consultation Summary of changes 
Approved by:                             Executive Team January 

2021 
Updated: Equal Pay 
Statement; Legislation; 
Objectives; Responsibilities 
 
Added in: Complaints section; 
Monitoring & Review section 

Date of version:   January 2021 
Date of Consultation: February 2021 (EIS & 

UNISON) 
Responsibility for Policy: Director of People 

Services 
Responsibility for Review:          Director of People 

Services 
Review date:   January 2022 
DPIA date: January 2021 
EIA date: January 2021 
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EQUAL PAY STATEMENT & POLICY  

DATA PROTECTION IMPACT ASSESSMENT (DPIA) 
 

1. Does the activity that this policy or procedure relates to use personal 
data in any way? 

 (Use may refer to collecting and gathering; storing electronically; 
storing by paper; sharing with other parties (internal or external to 
college); use of images as well as written information; retaining and 
archiving; or erasing, deleting and destroying) 

 

Yes 

2. Does the activity that this policy or procedure relates to use special 
category personal data in any way? 

 (Special category data is data about: race; ethnic origin; politics; 
religion; trade union membership; genetics; biometrics (where used for 
ID purposes); health; sex life; or sexual orientation) 

 

No 

3. Does the activity that this policy or procedure relates to involve the use 
of social media or a third-party system? 

 

Yes 

 
If the answer is ‘yes’ to one or more of the above questions, the Data Protection Officer must 
be consulted. 
 

Date of DPO consultation: 
 

19-01-21 

Description of outcome and actions required (if any): 
 

• Activity of Job Evaluation to be added to the People Services Register of 
Processing Activity (RoPA) 

• DPIA to be concluded for HR system 
 
 
DPIA screening/full DPIA required: 
 

No – see 
above 
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EQUAL PAY STATEMENT & POLICY  

EQUALITY IMPACT ASSESSEMENT (EIA) 
 
Part 1. Background Information 
 

Title of Policy: 
 

Equal Pay Policy 

Person Responsible: 
 

Director of People Services 

Date of Assessment: 
 

January 2021 

What are the aims of 
the Policy? 

Please refer to the introduction, equal pay statement and 
objectives detailed in the Equal Pay Policy 

Who will this Policy 
impact upon? 

This policy will impact on all staff, in that it aims to eliminate 
gender bias from the pay that staff receive 

  
 
Part 2. Public Sector Equality Duty Comparison 
 
(Consider the proposed action against each element of the PSED and describe potential 
impact, which may be positive, neutral or negative. Provide details of evidence.) 
 

Need Impact  Evidence 
Eliminating unlawful 
discrimination, 
harassment and 
victimisation 

• This Policy applies to all staff, 
in that it aims to eliminate 
gender bias from pay and 
promote equality of 
opportunity between all staff.  

 
• The policy applies to staff who 

may be on 
maternity/paternity/shared 
parental leave or on sick 
leave.  There is no age limit 
that applies to this policy 

 
• All information is on the 

Intranet – arrangements need 
to be in place for staff unable 
to use these mediums –e.g. 
visually impaired.  

 

Consulted with LJNC.  
 

Advancing Equality 
of Opportunity 

• This Policy applies to all staff, 
in that it aims to eliminate 
gender bias from pay and 
promote equality of 
opportunity between all staff. 

 

Consulted with LJNC.  
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Need Impact  Evidence 
• The policy applies to staff who 

may be on 
maternity/paternity/shared 
parental leave or on sick 
leave.  There is no age limit 
that applies to this policy 

 
Promoting good 
relations 

• This Policy applies to all staff in 
that it aims to eliminate 
gender bias from pay and 
promote equality. This allows 
for all employees to gain 
equal pay for their work which 
promotes a respectful 
relationship between the 
college and it’s employees.  

 

 
   
Part 3. Action & Outcome (Following initial assessment, describe any action that will be taken 
to address impact detected) 
   

People Services will monitor both the data and process to ensure compliance with this 
policy. 
 
Assistance will be given by People Services and Management for any reasonable 
adjustments which may be required in applying this Policy 
 
Some consideration may need to be given regarding equal pay for transgender staff 
or staff who consider themselves not to have a gender as the policy currently focuses 
on equal pay between males and females.  Further data will need to be analysed to 
determine whether this may be an issue. 

 
 
 

Sign-off * 
Name: Alison Kerr 
Position: HR Business Partner 
Date of original EIA: June 2016 
Date EIA last reviewed: January 2021 

 
*Please note that an electronic sign-off is sufficient 
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HUMAN RESOURCES COMMITTEE 

Meeting of 10 March 2021 

Title: Staff Wellbeing Update 
 
Author: Kimra Donnelly, Director of 
People Services 

Contributor(s): Susan Webster, Learning & 
Development Manager, Lynn Laing, 
Learning & Development Advisor 
 

Type of Agenda Item: 

For Decision   ☐ 

For Discussion  ☒ 

For Information  ☐ 

Reserved Item of Business  ☐ 

Purpose: To provide the Committee with an update on the College’s approach 
to staff wellbeing. 

Linked to Strategic Goal: 

2. Develop the skills, talents and potential of all of the people who come to 
college either to learn or to work. 

Linked to Annual Priority: 

7. Promote talent management, innovative learning and teaching and 
excellence in leadership and business management through the development of 
a new and integrated approach to organisational development. 

Executive Summary:  
Appendix I provides details of activity that has been implemented to improve 
staff wellbeing across the College.  Information is also provided on additional 
planned activity to further strengthen the College’s approach to staff wellbeing. 
 
In January 2021, the College underwent its second year Investors In People 
review. Although this was not designed to look specifically at Health and 
Wellbeing, the Report states: 
 

“… you have significantly stepped up the promotion of your 
wellbeing agenda. Many people commented that wellbeing and 
welfare messages were coming from the top down, more training 
was taking place and more information was available”. 

 
Recommendation: 
It is recommended that Committee discuss the information provided. 



Previous Committee Recommendation/Approval (if applicable):  
At the Board Meeting held on 16 December 2020 Members requested a update 
on the College’s approach to staff wellbeing.  It was then agreed by the Board’s 
Governance Steering Group that the report should be discussed on detail by the 
HR Committee and then shared for information with the Regional Board at its 
meeting scheduled for March 2021. 
 
Equality Impact Assessment: 

Positive Impact ☐ 

Negative Impact ☐ 

No Impact  ☒ 

Evidence:  This report is for information only. 
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Learning & Development  

Wellbeing Support Provided for Staff  
 
Prior to College closure in March 2020, work had already begun on improving the 
College approach to wellbeing. We had achieved the Investors in People Health 
and Wellbeing Standard in Spring 2019 but were aware that there were a number of 
actions required to achieve the standard at a higher level. In the winter of 2019-20 IIP 
carried out our first year audit which was entirely focussed on wellbeing. The 
feedback from this enabled us to identify a number of actions for implementation. 
At the time of College closure an action plan was being developed to address 
these actions and we had already started to update and expand the Health and 
Wellbeing section on COLIN and had updated the information held on COLIN about 
our new Occupational Health Provider, Iqarus. In addition, negotiations were 
underway to identify a new benefits provider and establish an Employee Assistance 
Programme. 
 
March 2020 – July 2020 
When it became clear that the College would be closing, work on populating the 
Health and Wellbeing Pages was stepped up so that staff would have links to a wide 
range of organisations providing different types of support. In addition, we 
developed a Training Catalogue, which included links to courses in Wellbeing and 
Mental Health.  
 
Soon after closure, a survey was issued to staff to establish how well staff were 
coping and to try and identify what further actions could be taken to address any 
needs identified. Once the feedback had been analysed, the following actions 
were implemented: 
 

• Survey feedback was provided on COLIN which summarised the findings of 
the survey. Within this feedback was a range of tips and ideas provided by 
staff for managing working from home. 

• Guidelines on setting up a home workstation were created and made 
available on COLIN 

• Online discussion forums were created on a range of wellbeing topics 
• A peer support programme was implemented and those providing support 

offered training in coaching skills. 
• A programme of social and wellbeing activities was implemented. In the 

spring and summer this included opportunities for exercise, a fortnightly quiz 
and Christian Fellowship meetings.  

• A scaled down Wellbeing Day took place online in June. Over 50 members of 
staff took part on this day.  

 
The wider People Services Team provided a wealth of information for staff and 
managers on COLIN in the ‘NESCol at Home ‘pages. Also: 

• An Employee Assistance Programme was launched 
• A new staff benefits package was introduced. 

 
 
 
 
 



August 2020 – February 2021 
From the start of the new academic year, work on Health and Wellbeing has 
continued and expanded. Some early initiatives, such as the peer support 
programme, had not been very popular, but others have been very well received. 
Initiatives implemented this academic year include the following: 
 

• Information sessions have been run to raise awareness of the Health and 
Wellbeing initiatives on offer. 

• Social activities have continued with the current offering including regular 
Mindfulness workshops, Christian Fellowship meetings and a monthly Book 
Club. In addition, “NESCol Natters” was introduced and provides an 
opportunity for staff to meet through Teams for half an hour every Friday 
morning to talk about a range of topics.  

• The introduction of Health and Wellbeing Challenges: 
o A Stop Smoking Campaign was run in October to coincide with the 

move to the Smoke Free Campus. 
o A step and photography challenge was run in November to raise 

money for Movember. 70 members of staff took part in this challenge 
collectively walking a total of 14,774,845 steps and raising £130 for the 
charity. 

o The College took part in Christmas Jumper Day on 11 December 2020 
raising £76 for Save the Children. 

• A further survey was carried out to identify the effectiveness of initiatives 
previously implemented and pinpoint any new actions required. 

• A Health and Wellbeing Bulletin was introduced in December. The content of 
which raises awareness of activities and challenges as well as providing 
general health and wellbeing advice, providing “fun” items such as recipes 
and tutorials, and reminding staff of the sources of help available. 

• Opportunities for staff to meet and talk about mental health on the Time to 
Talk Day on 04 February 2021. 

•  
In addition we have provided a number of training opportunities as follows: 

• Mentally Healthy Workplace Training for Managers (Facilitated by NHS 
Grampian through NELC). 

• Resilience Training for Managers (Facilitated by NHS Grampian through NELC). 
• Gender Based Violence Training for key staff involved in Safeguarding 

(Facilitated by Rape Crisis Scotland). 
 

Current initiatives under development include: 
• The creation of a Health and Wellbeing Strategy. 
• Implementation of a Health and Wellbeing Group. 
• A longer term programme of events and challenges.  

We hope to have these in place by the spring. 
 
Clearly a lot of activity has taken place to improve staff wellbeing across the 
College. This work will continue and we will also continue to review which initiatives 
are working and which not so that we can ensure that the wellbeing initiatives in the 
College have a positive impact upon staff, not just during the current pandemic but 
as we eventually begin our recovery and beyond. Whilst anecdotally, we have 
received some positive feedback from colleagues, we are also delighted to have 
received formal confirmation that the initiatives put in place are having a positive 



effect. In January 2021, we underwent our second year IIP review. Although this was 
not designed to look specifically at Health and Wellbeing, the report comments: 
 

“… you have significantly stepped up the promotion of your wellbeing 
agenda. Many people commented that wellbeing and welfare 
messages were coming from the top down, more training was taking 
place and more information was available” R.Oulton (2021). 

 
 
Susan Webster      Lynn Laing 
Learning & Development Manager   Learning and Development 
        Advisor 
09 February 2021 
 
 
Reference: Oulton, R. 2021, Investors in People, Focus Group Feedback for North East 
Scotland College; Remarkable;  
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