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1 Introduction 

This report summarises some of the activities New College Lanarkshire and its legacy colleges have 

undertaken to progress our equality outcomes since these were developed and published in April 

2013.  It also contains updated information on our student and staff profile and provides detail on 

our pay policies and any pay gaps in relation to gender, disability and ethnicity, which we are 

required to publish to meet our obligations under the Equality Act 2010. 

While this report provides detail on New College Lanarkshire, when public bodies were initially 

required to publish mainstreaming reports in 2013, New College Lanarkshire did not exist and each 

of our legacy colleges published this information separately.  This means that some planned 

activities have been overtaken by the merger and, in some areas, our approach is now different as 

we are now a much larger organisation than was previously the case. 

2 About Us 

New College Lanarkshire was formed in November 2013 when the former colleges of 

Cumbernauld and Motherwell came together to form New College Lanarkshire. Further merger 

took place when Coatbridge joined New College Lanarkshire in April 2014. 

Our strategic priorities focus on: 

 Promoting learner ownership of their college, optimising learner success for jobs, life and 

future aspirations. 

 Delivering learning and teaching which is relevant, responsive and the best. 

 Building a college which is strong, sustainable and here to stay. 

We are a leading provider of further and higher education and one of the largest Colleges in 

Scotland, supporting over 1,100 staff and 25,000 students. We are World Skills UK Winners: Best in 

the UK, maintaining the top position in the medals league table two years in a row, in 2013 and 

2014. Education Scotland core reviews report total confidence in learning, teaching and 

management, without caveat and with multiple examples of cutting-edge practice. We are a 

vibrant, innovative and responsible organisation acknowledged for achieving excellence, 

empowering people and enriching lives through learning.  

Following the Scottish Government’s regionalisation programme for further education in Scotland, 

which grouped colleges into 13 regions, New College Lanarkshire operates within the Scottish 

Funding Council (SFC) defined region of Lanarkshire.  This is the largest Region in Scotland for the 

purposes of college funding, comprising the Local Authority areas of East Dunbartonshire, North 

Lanarkshire and South Lanarkshire.  We are a multi-college region, which operates under the 

auspices of The Lanarkshire Board, which is also our own Board of Management.  Our regional 

partner, South Lanarkshire College is an assigned college of New College Lanarkshire, and retains a 

Local College Board responsible for its own governance.  Both colleges maintain and improve the 

quality of outcomes for students within financial budgets set by SFC. 

In its most recent published statistics the National Records of Scotland data shows a population in 

North and South Lanarkshire totalling 652,080. With a further 105,880 residents in East 

Dunbartonshire, this gives a total population of 757,960 for the region across all three local 
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authority areas. This represents 14.3% of the Scottish population and is significantly greater than 

the population of either Glasgow or Edinburgh. Both the overall population and the working age 

population within our region are predicted to continue to grow in Lanarkshire broadly in line with 

overall Scottish population growth.   

To meet the needs of our local communities, we operate from three main campuses in Coatbridge, 

Cumbernauld and Motherwell, with satellite campuses in Bellshill, Hamilton and Kirkintilloch.  We 

deliver some of our sports provision within Broadwood Stadium in Cumbernauld and we are also 

one of two providers of education provision under contract to the Scottish Prison Service, 

operating Learning Centres within seven prisons across the West of Scotland, stretching from 

Dumfries to Stirling.  Within this contract, one of our learning centres is HMP YOI Cornton Vale, 

which is the national women’s prison and Young Offenders’ Institute. 

3 Our Equality Duties – The Legal Framework 

There has been legislation in place now for some ten years or more placing particular obligations 

on public bodies to address areas of equality and diversity in their actions and activities.  This 

recognises the important role public bodies have in influencing society and the opportunity that 

public bodies have to interact with people at all stages of their lives.  As many separate pieces of 

legislation and different regulations were passed to address a number of different areas, in an 

attempt to harmonise the legal context for equality and diversity, the Equality Act 2010 was 

introduced, which brought together various equality duties into a single piece of legislation. 

3.1 The Equality Act 2010 

The Equality Act 2010 stated that listed public bodies (which includes Colleges) had a general duty 

to consider the following in their everyday actions and activities and to take into account the need 

to: 

 Eliminate unlawful discrimination, harassment, victimisation and other prohibited conduct; 

 Advance equality of opportunity between people who share a relevant protected 

characteristic and those who do not; 

 Foster good relations between people who share a protected characteristic and those who 

do not. 

Clearly, given the role that the College plays in the lives of our students, staff and the wider 

community, these duties touch on all that we do. 

3.2 The Scottish Specific Duties 

In addition to the general duty placed on us by the Equality Act 2010, the Scottish Government 

introduced specific duties for public bodies in Scotland, aimed at ensuring that actions taken were 

considered against a base of evidence and that plans were accessible publicly.  The Equality Act 

(Specific Duties) (Scotland) Regulations 2012 required public bodies in Scotland to: 

 Report on mainstreaming the equality duty and publish against progress every two years; 

 Publish equality outcomes every four years and report progress toward achieving these 

every two years; 
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 Assess and review policies and practices; 

 Gather and use employee information; 

 Publish statements on equal pay; 

 Publish gender pay gap information; 

 Consider award criteria and conditions in relation to public procurement; 

 Publish in a manner that is accessible. 

As New College Lanarkshire was not in existence in April 2013, each of our predecessor institutions 

published individual mainstreaming reports and the associated equality data to meet the Scottish 

Specific Duties.  These reports are currently available under the Equalities tab of the New College 

Lanarkshire website (www.nclanarkshire.ac.uk) and will remain available on request once 

comparative year on year data is available for New College Lanarkshire. 

4 Our Equality Outcomes 

In preparation for the publication of the statutory equality data in April 2013 and recognising the 
impact and significance of the broader regionalisation agenda and proposed federal arrangement 
within Lanarkshire, Coatbridge, Cumbernauld, Motherwell and South Lanarkshire Colleges agreed 
to work collaboratively on the development of regional equality outcomes.  This was underpinned 
by specific project support available from the Equality Challenge Unit (ECU), which had received 
funding from SFC to support this type of approach. 

Between December 2012 and April 2013, equality representatives from the four colleges held a 
series of planning meetings facilitated by ECU to develop a set of regional equality outcomes. 

Taking the themes and objectives of the Regional Outcome Agreement between the Colleges and 
SFC as a starting point, six regional equality outcomes were developed.  To a large extent, these 
remain appropriate and relevant today, with minor adjustments to reflect the new governance 
arrangements for the Lanarkshire Region: 

 

Original 

April 2013 

Revised 

April 2015 

Regional Equality Outcome 1: 
Colleges demonstrate leadership and 
commitment to eliminate discrimination, 
advance equality and foster good relations. 

Regional Equality Outcome 1: 
Colleges demonstrate leadership and 
commitment to eliminate discrimination, 
advance equality and foster good relations 

Regional Equality Outcome 2: 
Colleges offer a breadth of curriculum choice 
that meets the needs and aspirations of all 
learners including those from under-
represented groups. 

Regional Equality Outcome 2: 
Colleges in the Lanarkshire region offer a 
breadth of curriculum choice that meets the 
needs and aspirations of all learners, including 
those from under-represented groups 

Regional Equality Outcome 3: 
All Learners have an equal opportunity to 
come to college and achieve positive 
outcomes. 

Regional Equality Outcome 3: 
All learners have an equal opportunity to come 
to College and achieve positive outcomes 

http://www.nclanarkshire.ac.uk/
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Regional Equality Outcome 4.1: 
Learners have increased opportunity for 
progression into organisations that value 
equality and diversity. 

Regional Equality Outcome 4: 
Learners have increased opportunity for 
progression into organisations that value 
equality and diversity 

Regional Equality Outcome 4.2: 
Increased engagement with stakeholders to 
develop an increased awareness of equality of 
opportunity for a developed workforce. 

Regional Equality Outcome 5: 
Increased engagement with stakeholders to 
develop an increased awareness of equality of 
opportunity for a developed workforce 

Regional Equality Outcome 5: 
Colleges ensure that equality and diversity is 
embedded in all that we do and is supported 
by the appropriate allocation of Federal 
resources. 

Regional Equality Outcome 6: 
Colleges within the Lanarkshire Region ensure 
that equality and diversity is embedded in all 
that we do and is supported by the 
appropriate allocation of regional resources 

 

The original outcomes were then taken forward at a local level through appropriate actions as 
outlined in the individual action plans produced by each College. 

5 Progress since 2013 

Since merger, much work has been done in building on the work of the three legacy Colleges.  It is 
perhaps inevitable that the implementation of new organisational structures and working 
arrangements have led to some identified actions being overtaken by the merger process and the 
changed dynamics of being a much larger organisation.  As we restructure and define new working 
arrangements, policies and practices, some significant discussions and changes have taken plan in 
the wider College that will also influence the College’s approach to equality and diversity and 
some of these are outlined below. 

5.1 Systems and Data Gathering 

An important aspect of the College’s response to many of the equality and diversity challenges we 
face is to ensure that actions and grounded in evidence, which means that having accurate data is 
a key underpinning element.  The position in the legacy Colleges is that different data was 
collected in different ways and was not always readily accessible at the point of merger.  We have 
worked hard to ensure that as we move forward, our data is reliable, consistent and allows us to 
identify key trends and areas for action.  This relates to both staff and student information. 

 Student Records 

Since merger (and as part of the workstream planning leading up to this point), discussions have 
been ongoing in relation to implementing a new student records system.  This is currently in the 
process live implementation and all student information relating to AY 2015/2016 will be 
contained in the new system.  While legacy colleges all collected a minimum level of equalities 
data to fulfil the requirements of the annual returns to SFC, this did not reflect all protected 
characteristics for all campuses.  The new system ensures that we have accurate data for our 
student population and discussions are currently ongoing in relation to how we can ensure a high 
level of useful and consistent equalities information is provided, particularly relation to groups 
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where we have an additional specific responsibility, such as care leavers or students who may 
require extended learning support. 

As AY 2014/2015 is our first full academic year as a merged institution, our intention is to publish a 
detailed equality profile of our student population at the end of the session once audited figures 
are available and to continue to do so on an annual basis as a means of tracking the effect of our 
equality and diversity activity. 

 HR Data 

Following the merger of Cumbernauld and Motherwell Colleges in November 2013, the decision 
was taken to run parallel HR and payroll systems until the beginning of the new financial year in 
April 2014.  Once Coatbridge College then confirmed their intention to join the merger, this 
enabled the HR team to work together towards harmonising HR data in preparation for our Stage 
2 merger. 

The College has been operating a single HR system since April 2014 and this has allowed us to 
ensure that the staff equality data collected is consistent and reportable across the whole College, 
where data exists.  Prior to merger, HR staff at each legacy College worked hard to ensure that 
where equalities data existed, it was transferred to the new system and that for all new starts 
since April 2014, to ensure that the data collected is common across all campuses. Given the 
legacy position where some equalities data was not consistently available for all staff across all 
protected characteristics, one of our ongoing actions is to ensure that staff are given the 
opportunity to update their data.  This is a key action for Academic Year 2015/16. 

5.2 Structures & Job Descriptions 

At each legacy College, designated responsibility lay with a member of each College’s senior 
management team, rather than having a standalone equality focused post, as each management 
team considered that it was important that a mainstreaming approach was embedded, rather 
than creating an equality and diversity ‘silo’, which has clear disadvantages.  NCL has continued 
this approach and, while the Assistant Principal: Organisational Development has defined senior 
management responsibility, we see the need to support equality and diversity activity as the 
responsibility of all staff.  With this in mind, we have taken the opportunity presented by the new 
structures and the need to update or create job descriptions to include a specific reference to 
equality and diversity and, for managers, to make it an explicit part of their role and the College’s 
expectations of their leadership. 

5.3 Policies and Procedures 

In a number of areas, NCL has retained legacy policies and procedures, particularly in relation to 
HR activity, due to the transition from legacy structures to new NCL arrangements.  We have 
established a single format for equality and diversity impact assessments and the template on 
which all college policies will be based makes reference to ensuring that each policy is consistent 
with an approach that values and encourages a positive ethos in relation to equality and diversity, 
rather than focusing on a legalistic and minimalistic approach.  Many of the actions we take to 
support learners or staff with a particular protected characteristic are of benefit to the wider 
learner and staff population and senior management encourage this mainstreaming approach to 
policy development within their areas of responsibility. 
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5.4 Advancing Equality and Diversity Team 

As part of the College’s overall committee structure, we are in the process of re-establishing a 
cross-College equality and diversity group.  To be called the Advancing Equality and Diversity 
Team, this group will have a remit to: 

To support College wide activity to advance equality and diversity, in line with 

good practice and our legal responsibilities, to create a culture that values 

each individual and recognises the benefits of a diverse community. 

The team will have a specific remit to: 

Enhance the experience of all learners, staff and other College users through 

effective promotion of an inclusive ethos; 

Assist in the development of the NCL Equality and Diversity Action Plan, 

taking account of legacy arrangements and regional equality outcomes; 

Undertake specific activity in relation to the NCL Equality and Diversity Action 

Plan, as appropriate; 

Arrange an annual programme of equality and diversity training, as part of 

the overall College CPD plan; 

Facilitate the sharing of good practice; 

Support the creation of a culture that supports and values equality and 

diversity; 

Review and advise on equality impact assessments; 

Assist in the preparation of an NCL response to formal external consultations, 

as required. 

The group will be chaired by the Assistant Principal: Organisational Development and will involve 
representatives from Quality, Estates, Marketing, Student Guidance and Counselling, Learner 
Engagement, HR, MIS, Teaching Staff, Support Staff, the Students’ Association and Trade Union 
Equality Nominees.  A small sub-group met in February 2014 to consider the draft remit and 
proposed membership for the group and to consider some initial priorities.  It is envisaged that the 
full group will meet before the end of the current academic session will meet bi-monthly 
thereafter, with thematic groups as required. 

The establishment of this group enables us to ensure that there is a formal means of engaging a 
range of staff and learners in taking equality and diversity issues forward and will complement the 
informal discussions that have taken place since merger.  The Chair of the group will provide 
feedback to two committees of the Board of Management, these being the Curriculum and 
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Student Affairs Committee and the Resources and General Purposes Committee, the latter being 
the committee that is concerned with HR and staffing issues. 

5.5 Learner Representation on College Committees 

One of the challenges experienced by our legacy Colleges was how to ensure that learners were 
represented and had their voice heard across a number of areas of the College’s activity.  Although 
each legacy college had learner representation on the College Board of Management, as New 
College Lanarkshire, we have extended this to the following groups and teams: 

 

 Learning & Teaching Team; 

 Learner Engagement Team; 

 Advancing Equality and Diversity Team; 

 Corporate Parenting Group; 

 Positive Change Team. 

 

This ensures that learners have the opportunity to share their experiences and influence college 
practice in those areas that affect the learner experience at New College Lanarkshire.  In addition, 
we employ two learner engagement officers to supplement the work of the Students’ Association 
and to work with class representatives.  The learner engagement team and/or Students’ 
Association staff are also represented on the following groups: 

 

 Positive Change Team; 

 Learner Engagement Team. 

 

In addition to their membership of the Board of Management, the Student President and Vice 
President are invited to attend the Senior Management Team meeting approximately every six 
weeks to address topics of mutual interest and to ensure effective communication and senior 
support for the Students’ Association. 

5.6 Corporate Parenting Group 

In addition to the statutory duties under the Equality Act, the Children and Young People 
(Scotland) Act 2014, which comes into force in April 2015, requires the College to take action to 
enhance the wellbeing of young people who are care leavers or care experienced, including 
assessing their needs for services and support.  This is a crucial area of work that builds on work at 
our legacy Colleges to address the fact that within colleges in Scotland, 40% of care experienced 
learners leave college without completing their course.  We need to address this and improve the 
outcomes for these students. 

To assist us in this process, the College has established a Corporate Parenting Group, chaired by 
the Assistant Principal: Learning and Teaching and including staff with relevant expertise and 
learner representation from both the Students’ Association and a learner who has herself 
experienced a range of care placements.  The group has already met and will be responsible for 
developing the organisation as a Corporate Parent and supporting the development of a positive 
culture in relation to care experienced learners. 
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5.7 Extension to Support Services – Students and Staff 

One of the first contacts within the College for students who need support are the Guidance and 

Counselling Team and the Extended Learning Support Team.  As part of our plans to ensure a 

consistent experience for students across our campuses, we have increased the Student Advice 

role at Cumbernauld campus and have introduced this role at Coatbridge campus.  This ensures 

that high quality and accessible advice is available from specialist to support learners and signpost 

them to other sources of assistance.  Similarly, models of delivering extended learning support – 

such as classroom based support, assistive technology and communication support were different 

in our legacy colleges.  As part of our new arrangements, we have brought all of these services 

together within the Faculty of Supported Learning and, through the redeployment of some staff 

and the consolidation of a number of similar roles, we are better placed to respond to students’ 

needs across the whole of the College. 

With staff too, we have also extended the support available.  Our Motherwell campus has had an 

onsite occupational health service provided by a directly employed specialist member of staff, at 

Coatbridge an external and independent telephone counselling service has been in place for staff 

over many years and, at Cumbernauld, staff were supported by a mixture of HR, line management 

and senior management support.  We have extended the model of occupational health support at 

Motherwell across Coatbridge and Cumbernauld and, while this service establishes itself, we have 

extended the independent telephone counselling service across both Cumbernauld and 

Coatbridge campuses.  At all campuses, we also continue to access additional specialist support 

from an external occupational health physician when necessary and now use the same external 

service across all campuses. 

5.8 DisabledGo 

Several of our legacy colleges had participated in a survey of our estate via DisabledGo, which is a 

service providing online information regarding the facilities, layout and services available within 

publicly accessible buildings.  This enables individuals with disabilities or mobility issues to plan 

their visit and to use the buildings more independently than perhaps would otherwise be the case. 

We have extended this to all of our main campuses and the information is currently being finalised 

before it is published on the Disabled Go website.  For further information, please visit 

http://www.disabledgo.com/  

5.9 Primary Engineering - August 2014 

Primary Engineering education establishments offer a way to deliver practical Mathematics and 

Science to Design Technology activities. The class projects are aimed at each year group, mapped 

to the curriculum, and designed to inspire and enthuse. Programmes include teacher training, 

interactive and paper-based resources, and regional and national competitions. All projects are 

linked to practicing engineers to provide a real-world context to the project.   

The ‘led’ session aimed to support and guide STEM engagement to create partnership with schools 

and to help children and young people engage with competencies that link towards the 

http://www.disabledgo.com/
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Engineering subjects. Activities leading on from this, to promote STEM subjects to all age group 

and to address the gender inequalities. 

5.10 Fairtrade Zone 

Learners on our ‘New Direction’ programme offer Fair Trade products for sale, and are actively 

pursuing the College becoming a Fair Trade College.  They were also members of the team which 

successfully achieved Fair Trade status for the town of Motherwell. 

Prospects Network students based within the Faculty of Supported Learning, as part of citizenship 

activities, organise and support Fairtrade events on the campus and raffled a Fairtrade 

autographed football.  Approximately £200 was raised and donated to Teenage Cancer Trust. 

These valuable and rewarding activities promote citizenship; confidence; working with others; 

communication and numeracy skills. Activity provides experience and evidence for 4 capacities for 

Curriculum for Excellence.  It also raises the profile of the Faculty’s learners within the college and 

presents a positive image. Profits are a by-product of this effective learning process. 

5.11 Website Accessibility 

In the next academic year, the College will be redeveloping its website and intranet portals.  This is 

a significant activity and will involve a complete redesign of the site and the migration of legacy 

intranet arrangements to a single platform.  We have a real opportunity to use this process as a 

means of showcasing our equality and diversity activity and ensuring that the college and its 

activities are as accessible as possible.  In the interim, to improve the accessibility of the current 

site, the College has invested in Recite Me, which is a software solution designed to enable users 

to read documents aloud and access a range of options customisable to their own needs, whether 

this be dyslexia, visual impairment or language options.  This has been received positively, as it 

provides a number of accessibility tools without the need for website users to download or 

purchase particular software or equipment. 

5.12 Campaigns and Communication - Fostering Good Relations 

As well as specific action at 

a corporate level to 

improve our ability to 

gather, monitor and 

evaluate data as a means of 

supporting particular 

activities, we have 

continued to run or support 

a number of campaigns and 

focused events and our 

learners have continued to 

demonstrate their 

commitment to good 

causes and using the skills 

they are developing at NCL 
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for the benefit of the themselves, the College and the wider community.  The next few paragraphs 

highlight a couple of recent examples of this type of work. 

 Fundraising - Teenage Cancer Trust & Save Matt’s Sight 

The College has had a connection to the Teenage Cancer Trust for around 5 years, stemming from 

it being the chosen charity supported at our Motherwell Campus.  The work of TCT is close to the 

hearts of a number of our students and staff, as it directly supports young people at an age when 

they form the largest proportion of our learner population. 

Although a number of events are held each year, learners studying HNC in Hairdressing at the 

Motherwell Campus held a Christmas Fundraiser that resulted in £2,500 being raised for TCT.  In 

addition, the learners also raised £1,500 to support the DreamMaker Foundation and £300 

towards sensory equipment for a former student. 

 

Many of the fundraising activities 

supported by students arise from 

elements of their course or from 

personal experience.  In the fundraising 

for ‘Saving Matt’s Sight’, a group of 

learners from Automotive Studies 

successfully combined both.  The 

students wished to do something to 

support a friend and fellow student who 

had been diagnosed with a rare type of 

tumour, who had been recommended for 

pioneering treatment in the USA.  The 

students raised £410 through charging 

staff and other students to undertake a 

virtual lap of Knockhill racing circuit in a 

race car simulator.  This was a good 

example of raising awareness of disability related issues. 

 

 Supporting Older People 

The College has also supported 

older people in our community and 

examples of this include the College 

offering its training restaurant 

facilities at Motherwell Campus to 

host a lunch aimed at tackling 

loneliness and isolation amongst 

older people in the community.  The 

event was arranged by some of our 

external partners and the 

participants were treated to a three 

course lunch prepared and served 
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by learners from the Faculty of Service Industries and apprentices at Mears, who acted as escorts, 

a number of whom also study at the College. 

 

 Diversity Week 

A regular feature on the calendar at our Cumbernauld Campus for a number of years, we 

extended this to our other main campuses at Coatbridge and Motherwell in early 2014.  Offering a 

range of equality focused activities, awareness raising and stalls, Diversity Week returned in March 

2015.  With the establishment of our new marketing team, this event was actively promoted 

across the College and we experienced a good level of participation over the course of the week. 

 

 Caring for Carers Project 

This is a pilot project that builds on the continued work of the My Hair 

and Me initiative at our Coatbridge campus.  Caring for Carers is a 

pilot project which seeks to support carers of all ages across 

Lanarkshire to manage and cope better with their caring role by 

offering a unique programme of activities designed to improve their health and well-being.   

An example of the work undertaken by the project is the programme of activities at Mavisbank 

School in Airdrie, where carers and pupils received a pampering day delivered by Beauty Therapy 

students who offered a range of relaxation and holistic treatments.  For more information, see 

http://www.caringforcarers.org.uk/ 

 Stonewall Diversity Champions 

The College continues to be a member of the Stonewall Diversity Champions initiative, through 

which we have been able to access high quality training to raise awareness of LGBT issues within 

the education environment.  Training to date includes a number of sessions on unconscious bias 

and further training is planned between now and the end of the academic year.  Data on sexual 

orientation is one of the most difficult categories of data to collect as not everyone is comfortable 

sharing this at the point of recruitment or enrolment.  For staff in particular, this is an area where 

our data is significantly incomplete.  To help counterbalance this and provide an evidence base for 

activity and developing staff knowledge, Stonewall’s Diversity Champions programme provides us 

with access to a range of supportive information.  This is an area of work we wish to develop in the 

coming session, to make most use of our participation in this initiative. 

 

 East Dunbartonshire Council Equality Engagement Group 

The College continues to be represented on the EDC Equality Engagement Group, which is a formal 

group within the Council bringing together councillors, council officials and representatives of 

stakeholders and community groups.  The current College representative is the Assistant Principal: 

Organisational Development. 

 

During the current academic year, an opportunity arose to use the College’s resources and learner 

population to provide feedback to Police Scotland on the issue of their relationship with young 

people within the community.  The College facilitated distribution of an online survey and around 

800 young people responded.  At the recent meeting of the EEG in February, the divisional 

http://www.caringforcarers.org.uk/
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commander for Police Scotland welcomed the College’s support, which was seen as invaluable in 

gathering evidence to support changes in practice. 

 

 Poetry in Prisons – Burns’ Night at HMP Greenock 

The College is one of two providers of education services 

to the Scottish Prison Service and operates seven learning 

centres across the West of Scotland.  As well as delivering a 

curriculum focused on numeracy, literacy, ICT and 

expressive arts, the College also uses its resources to 

promote prisoner education and raise the profile of 

challenges that can be faced by this group of learners. 

 

For Burns’ Night 2014, the College’s team at HMP 

Greenock hosted two Burns’ Suppers, with a strong cross-curricular involvement, as students were 

involved in preparing the food and delivered presentations on Burns’ life and renditions of his 

poetry.  The power of poetry to change lives is summed up by one of the participants who said: 

“We are able to express ourselves in ways in which we’ve never been able to 

before.  Many folk are releasing things that needed freeing long ago.  It’s 

through this practice that we’re finally finding our voices” 

Although not a protected characteristic under the Equality Act 2010, the College recognises that 

offenders and ex-offenders are a group that is often marginalised in society and who can 

experience particular challenges due to the educational and personal backgrounds.  Through the 

publicity generated by events like this and the work of the STIR magazine, the College seeks to 

highlight the positive work being done by our prison learners and the powerful contribution that 

education can make to offering alternative life path. 

 

 ‘Inspiring Women’ – Kirkintilloch Campus 

On 6 October 2014, the College’s Kirkintilloch Campus hosted an event as part of the ‘Inspiring 

Women’ campaign.  This is a national initiative that aims to see 15,000 women from a range of 

occupations visiting schools in the state sector to discuss 

their career paths and the roles that they hold to 

provide both positive role 

models and a broader 

vision of possible career 

routes.  At the event in 

Kirkintilloch, which was 

attended by 100 girls 

from 7 local schools, as 

well as Jo Swinson MP, participants heard from renowned lawyer Miriam González Durántez, one 

of the champions of the initiative.  For further information see 
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www.inspiringthefuture.org/inspiring-women/ or www.news.stv.tv/scotland/294866-inspiring-

women-campaign-aims-to-set-schoolgirls-sights-higher/   

 

 All Equal.  All Individual 

This is our flagship campaign for academic year 2014 / 
2015 and is aimed at highlighting the contribution and 
value of each of our learners.  The campaign has been 
developed in stages, with an initial 
photoshoot casting call publicised 
across all campuses, which 
resulted in 200 learners coming 
forward to express a desire to take 
part.  The next stage was selection 
of a number of students to feature 
in publicity materials which 
displayed their photos and their 
own words to capture what 
equality and diversity meant to them.  This is a powerful 
campaign, as it has generated significant interest and 
features our own students.  The photography for the 
campaign visuals was also undertaken by some of our 
HN photography students and offered valuable practical 
experience in being part of wide marketing campaign. 

The campaign itself went live in March 2015 to coincide with Diversity Week across the campuses 
and is already generating a lot of positive discussion. 

6 Employment Information 

6.1 Continuing Professional Development 

The College has continued to support CPD relevant to equality and diversity issues and this has 
ranged from the unconscious bias training provided by Stonewall Scotland, as well as specific 
training on dyslexia, autism and supporting care leavers.  We have also been fortunate to have the 
opportunity to access on campus delivery of Equalities Update training from College Development 
Network, which was delivered to 187 staff across the College over six sessions in early February. 

Dedicated input is also delivered to cohorts of curriculum staff undertaking the PDA Teaching 
Practice, to raise awareness of the College’s wider obligations and responsibilities and how all staff 
can support this area of work. 

6.2 Equal Pay Statement 

Following the merger that created New College Lanarkshire, we are nearing the end of the process 

of restructuring teams and redefining a number of roles to reflect our new circumstances.  

Although some legacy arrangements exist and are maintained under TUPE, the College is 

committed to ensuring that all staff receive equal pay for equal work. 

As a general principle, where two or more staff perform the same role within the College or hold a 

role with the same level of responsibility and accountability, they are paid at the same salary 

http://www.inspiringthefuture.org/inspiring-women/
http://news.stv.tv/scotland/294866-inspiring-women-campaign-aims-to-set-schoolgirls-sights-higher/
http://news.stv.tv/scotland/294866-inspiring-women-campaign-aims-to-set-schoolgirls-sights-higher/
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point, irrespective of tenure of post, part-time or full-time status or any protected characteristic(s) 

that they may or may not share.  The only exception to this relates to the post of Lecturer and 

Offender Learning Lecturer, where salaries may be subject to limited differentiation in relation to 

possession of the Teaching Qualification (Further Education) or equivalent.  The salary scale for the 

post of Lecturer also offers limited incremental progression of one salary point based on service. 

6.3 Employee Profile 

The College holds all of our staff information in a single system and since merger we have 

concentrated on transferring existing data into this system, which is accessible by HR staff in all 

main campuses.  HR staff are working to standardise our methods of collecting data and a 

particular piece of work in the coming months will be to gather additional data where this is not 

currently available.  All legacy colleges have data on sex, disability, ethnicity, but this is not always 

available in relation to ‘newer’ protected characteristics of sexual orientation or religion and 

belief, where a significant number of staff were in post prior to this data being gathered during our 

recruitment processes. 

The following sections outline our staff profile in terms of the data held and identifies where 

further work is required to ensure that robust data is available to support effective delivery of 

support to our staff group. 

Total Staff Numbers 

In a snapshot of our staffing profile in April 2015, New College Lanarkshire employed 1,029 

members of staff.  Of these, 622 are teaching staff and 407 are support staff.  Our teaching staff 

are arranged within six teaching faculties and our support staff are employed within specific 

corporate services or embedded within faculties to directly support teaching and learning, 

depending on their specific role. 

Gender 

Of the 1,029 staff employed, 634 (61.6%) are female and 395 (38.4%) are male.  While this shows 

an imbalance in terms of the wider population, there are a number of factors that explain this, 

which are evident when the gender breakdown between teaching and support is considered: 

 

Gender – Support Staff 

 

Female
72%

Male
28%
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Gender – Teaching Staff 

Within the Lanarkshire and Scottish population, 52% of the population are female and 48% are 

male.  This means that our teaching staff are closer to the wider gender balance in society than 

our support staff.  The reason for this is that our support staff are overwhelming female, which the 

College believes is the result of occupational segregation, which is the concentration within society 

of one gender within particular types of work.  As a significant number of our support staff are 

employed in administrative roles or roles in which they are required to provide pastoral or 

personal support, both of which are roles where there are a higher proportion of women in 

society as a whole, our gender balance within support staff is skewed towards a significantly 

female workforce. 

However, although the gender profile of our teaching staff is more balanced, it is evident within 

some curricular areas that there is a gender imbalance reflecting the gender profiles of the 

industries from which we draw our lecturing staff, although this is improving. 

Disability 

We are aware that disability is an area which is under-reported in our staffing information, as 

prospective staff may be reluctant to disclose this information and existing staff who develop 

health conditions or disabilities after joining the college may choose not to update this 

information formally.  The College also uses the social definition of disability, under which staff 

who have a disability may not disclose this if they do not consider that it has an impact on their 

role or where they do not require specific support. 

In terms of the data available, there are 30 staff who have formally disclosed a disability.  This 

represents 2.91% of the overall staff total.  We have 127 staff who have stated that they do not 

have a disability, but there are currently 872 staff who have not provided this information, or for 

whom this information is unknown. 

Of the 30 staff who have disclosed a disability, 18 were members of the support staff and 12 were 

teaching staff.  Given the lower number of support staff employed, this means that a higher 

percentage of support staff have disclosed a disability (4.4% of total support staff) than teaching 

staff (1.92% of total teaching staff). 

Within the two groups, there are 3 managers within the support staff who have disclosed a 

disability and 2 members of the faculty management teams who have disclosed a disability.  This is 

encouraging as within at least one of our legacy colleges, no promoted member of the support 

staff had previously disclosed a disability. 

Female
54.8%

Male
45.2%
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The College remains committed to support staff with disabilities, or staff who require support with 

managing the impact of a long-term condition.  This is delivered through partnership working 

between HR, occupational health, line managers and the member(s) of staff themselves. 

Ethnicity 

As a region, Lanarkshire is not as ethnically diverse as the more urban areas of Glasgow and 

Edinburgh, although these are relatively close to us in terms of geographical proximity.  Across the 

legacy colleges, we have had relatively few staff who identify as having a Black or Ethnic Minority 

Background, as shown below: 

 Black or Ethnic 
Minority Background 

Other Ethnic 
Background 

Unknown or Prefer 
Not to Say 

ALL STAFF 7 
[0.7%] 

663 
[64.4%] 

359 
[34.9%] 

SUPPORT STAFF 1 
[0.2%] 

256 
[62.9%] 

150 
[36.9%] 

TEACHING STAFF 6 
[1.0%] 

407 
[65.4%] 

209 
[33.6%] 

Again, one of the areas of work we will be undertaking at an early stage is to address gathering 

this data as far as possible from the third of staff for whom this information is unknown. 

Age 

The average age of a member of College staff is 46.6 years.  This is consistent across support staff 

(46.1 years) and teaching staff (47 years) and also across genders.  This reflects the significant 

length of service and relatively low levels of staff turnover at the College – particularly at our 

Coatbridge and Cumbernauld campuses. 

In terms of the wider age profile, the College reports this information to SFC across 4 age bands, as 

shown below: 

ALL STAFF % <35 36 - 50 51 - 60 60+ 

Male 20.2 39.6 31.1 9.1 

Female 19.4 47.4 27.1 6.0 

ALL 19.7 44.6 28.6 7.2 

 

ALL STAFF (HEADCOUNT) <35 36 - 50 51 - 60 60+ 

Male 80.0 157.0 123.0 36.0 

Female 132.0 322.0 184.0 41.0 

ALL 212.0 479.0 307.0 77.0 

Given the profile of the staff group, Human Resources work closely with senior management, 

faculty management teams and support managers to work on succession planning and this is an 

area that will require further work in the coming years, due to wider demographics changes within 

society as a whole. 
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Religion and Belief 

The College employs staff who identify with a number of the major religions and faiths, and a 

significant number of staff who have indicated that they have no religious or faith based beliefs.  

The full data is shown below 

 ALL Support Teaching 

Muslim 0.10% 0 0.16% 

Shinto 0.10% 0 0.16% 

Sikh 0.10% 0 0.16% 

Unitarianism 0.10% 0.25% 0 

Buddhist 0.19% 0 0.32% 

Christian (Other) 0.39% 0.49% 0.32% 

Other 3.61% 2.95% 4.02% 

Prefer Not To Say 3.80% 2.21% 4.82% 

None 15.11% 13.51% 16.08% 

Christian (Roman Catholic) 15.59% 18.92% 13.34% 

Christian (Church of Scotland) 15.69% 16.46% 15.11% 

Not Known 45.52% 45.21% 45.50% 

The level of ‘Not Known’ reflects the fact that this information was not routinely collected across 

our legacy colleges and additional information in this area may have an influence on the overall 

picture.  There are two major faiths, Judaism and Hinduism that are represented within the census 

data for Lanarkshire, but are not represented within the College, however, there is no evidence 

that this is the result of discrimination and may simply reflect the relatively low numbers of 

followers of these faiths within Lanarkshire as a whole. 

Sexual Orientation 

The level of disclosure in relation to sexual orientation remains low and the College recognises 

that this may be one of the most sensitive areas of information for staff to consider sharing with 

us, particularly at an early stage in their employment with us.  

We currently have 10 staff who have disclosed that they are bisexual or gay.  This represents 

approximately 1% of the total staffing complement.  This percentage is maintained across the 

College, with 4 support staff and 6 teaching staff comprising the total, which these figures 

representing around 1% of each group.  In addition to staff who have disclosed these sexual 

orientations, 537 staff (approximately half of the overall total, have stated that they are 

heterosexual and 27 staff have indicated that they prefer not to disclose information on their 

sexual orientation. 
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There are 455 staff (182 support; 273 teaching) for whom the College does not hold any 

information regarding their sexual orientation.  This is a result of at least one of our legacy colleges 

not collecting this data. 

Pregnancy and Maternity 

Since April 2014, when the second stage of our merger took place, there have been 24 members 

of staff who have taken maternity leave.  Of these 12 were teaching staff and 12 were support 

staff.  At the date of this report, 10 members of staff (6 support staff, 4 teaching staff) remain on 

maternity leave. 

Of the 14 staff who reached the end of their maternity leave in this period, 13 returned to work, 

with one support staff member choosing not to return.  The number of staff returning is positive, 

as it demonstrates the support that is available to staff to sustain a return to work.  This is further 

evidence by the fact that the College received 8 requests for flexible working in connection with a 

return from maternity leave and all 8 requests were accommodated. 

Marriage and Civil Partnership 

The collection of data in relation to this protected characteristics is not yet embedded within our 

data collection and equalities reporting processes.  This will be addressed within the coming 

session. 

Gender Reassignment 

There is no member of staff within the college who identifies as transgender, although there have 

been several students who have identified as trans and who have been provided with support 

personalised to their needs.  By including issues related to the needs of trans staff and learners in 

equalities training and awareness raising activity, the College seeks to ensure a positive working 

environment for all staff and learners. 

 

6.4 Pay Gap Data 

Despite the fact that there has been equal pay legislation in the UK for over 40 years, there is still a 

gap between average earnings for men and average earnings for women.  While research shows 

that this gap has decreased significantly in the last 20 years, recent data from the Annual Survey of 

Hours and Earnings 2014 indicates that, for Scotland, there is still a pay gap of 11.5% between full-

time male hourly earnings and full-time female hourly earnings.  This means that, on average, 

women working full-time are paid 11.5% less than men working full-time. 

Under the Equality Act 2010 and the Scottish Specific Duties, the College is required to report its 

gender pay gap and, from 2015, public bodies must also report any pay gap in relation to disability 

and ethnicity.  Information for all three characteristics is provided below. 
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6.4.1 Gender 

Using the calculation recommended by Close the Gap to calculate the gender pay gap for College 

employees, our gender pay gap is shown below: 

(£17.10 ÷ £19.55) x 100 = 87.5% 
Female Average Hourly Rate ÷ Male Average Hourly Rate x 100 = TOTAL 

100% - 87.5% = 12.5% 
100% - TOTAL = Pay Gap 

This indicates that within New College Lanarkshire, across all employees, there is a gap of 12.5% 

between average female earnings and average male earnings.  We believe that there are a 

number of reasons for this, which is demonstrated by some figures from Close the Gap. 

 Around 80% of administrative and secretarial workers and those in personal service jobs 
are women; 

 Women are more likely to work in the public sector; 

 97% of childcare and early years education staff are women and 98% of classroom 

assistants are women. 

This would appear to be confirmed if a more detailed breakdown of our staff is considered.  For 

teaching staff, the gender pay gap is 1.11%, which amounts to a difference between male and 

female average hourly rates of 24 pence.   

Our Heads of Faculty are all paid the same salary, as are our Assistant Heads of Faculty and our 

Curriculum and Quality Leaders.  Considering each of these levels, gives the following information: 

 Male Female 

Head of Faculty 3 3 

Assistant Head of Faculty 4 5 

Curriculum and Quality Leader 18 22 

Lecturer 242 298 

This would indicate that there is no barrier to female staff being appointed to these promoted 

posts. The small gender pay gap is therefore due to the operation of a qualification bar for 

lecturing staff and the slightly different numbers of staff with teaching qualifications and the 

corresponding salary levels. 

However, for support staff, the picture is very different.  For all support staff, the gender pay gap is 

16.77%.  This is due to the fact that several of our lowest paid groups of staff are predominantly 

female and there are clusters of female staff within a number of administrative areas and in areas 

such as our nurseries, where all of the staff are female.  In contrast, we also have a number of 

areas that are predominantly male, where salaries have traditionally been higher, such as ICT and 

we also have a higher percentage of male managers in a number of support areas as a proportion 

of the overall number of male support staff. 

Considering the salary levels for the 38 highest paid posts with the support team (excluding the 

senior management team), it is interesting to compare the gender breakdown of these posts: 

 Male Female Gender Pay Gap 
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Senior Support Staff  17 21 3.4% 

This would appear to demonstrate that there is no barrier to women being appointed to promoted 

posts and that the higher pay gap for support staff generally is due to the skewed gender balance 

at lower levels and the higher concentration of female staff in traditionally gendered occupations 

such as administration, child care and catering and cleaning.  Although a pay gap still exists at 

Head of Service / Support Manager level, the College is confident that this is due to differences in 

the levels of responsibility, remit and accountability for support managers at this level. 

6.4.2 Disability 

In terms of disability, the average hourly rate for 30 staff who have disclosed a disability is £15.79.  

This is slightly higher than for the 127 staff who have confirmed that they do not consider 

themselves to have a disability, where the average hourly rate is £15.50.  This excludes 869 staff 

for whom this information is unknown, as they have not provided information on their disability 

status. 

Translating this into a pay gap using the methodology as the gender calculation above: 

(£15.79 ÷ £15.50) x 100 = 101.87% 
Average Hourly Rate (Disclosed Disability) ÷ Average Hourly Rate (No Disclosed Disability) x 100 = TOTAL 

100% - 101.87% = -1.87% 
100% - TOTAL = Pay Gap 

This means that the average hourly rate for staff disclosing a disability is 1.87% higher than for 

staff who have not disclosed a disability.  This is equivalent to 29 pence per hour and 

demonstrates that staff with a disability are not disadvantaged by our pay policies.  For both 

teaching and support, this positive differential is maintained, with the average hourly rate for 

support staff with a disability being 2.12% and for teaching staff, it is 3.5%. 

6.4.3 Ethnicity 

Considering ethnicity, there are 7 staff who have identified as having a Black or Ethnic Minority 

(BEM) Background.  For these staff the average hourly rate is £19.43.  For 663 staff who have 

identified as having a White or other Ethnic Background, the average hourly rate is £18.26.  This 

represents a pay gap of 6.63% in favour of staff from BEM backgrounds.  However, these figures 

should be treated with a degree of caution, as the low number of BEM staff (0.68%) of the 

College’s total staff complement means that the calculation is susceptible to skew as a result of 

the movement of one or two staff. 

7 Further Information 

General information on equality and diversity related topics is available from the Equality and 

Human Rights Commission at www.ehrc.org.uk.  

If you have any questions on any aspect of New College Lanarkshire’s equality and diversity 

activity, please contact Brian Gilchrist, Assistant Principal:  Organisational Development on 0300 

555 8080 or email humanresources@nclan.ac.uk 

 

http://www.ehrc.org.uk/
mailto:humanresources@nclan.ac.uk

