EQUALITY MAINSTREAMING
REPORT 2017
1. Introduction
Welcome to this second Equality Mainstreaming report, which covers the period April 2015 – April
2017. This is our first full reporting period as New College Lanarkshire following our merger in
2013/2014 and we are excited to share some of our highlights with you. In some areas, there is still
work to do and, throughout this report, we underline our commitment to an inclusive culture that
supports equality and values diversity, across all of our activity.
The period after merger brought significant change to the College, due to the complexity of being the
only two stage merger in the sector, and our staff structures, for example, were not fully in place until
early 2015. However, many of these changes to systems, structures and working arrangements have
now settled and we are in a good position to respond to the continued challenges of operating one of
Scotland’s largest colleges in one of the most diverse regions in the country.

2. About Us
Formed in November 2013 through the merger of Cumbernauld College and Motherwell College, with
Coatbridge College joining the merger in April 2014, we are the Regional College for Lanarkshire and
East Dunbartonshire.
As the Regional College for Lanarkshire and East Dunbartonshire, our vision, mission and values
mirror those set out in the Lanarkshire Regional Strategy 2016 – 2019:
Vision
Lanarkshire Colleges aim to be Scotland’s leading provider of college education and training,
recognised for their achievements in empowering people and enriching lives through learning.
Mission
To ensure learners are well prepared for the future by providing innovative, high quality, relevant
learning for careers, life and success. Supporting the people, business, economy and sustainable
development of Scotland.
Values
• Providing equality of opportunity and a culture which celebrates diversity.
• Respecting and valuing the needs, opinions, experiences and approaches of individuals.
• Listening and acting on feedback, making learners the focus of everything we do.
• Being passionate about our work, supporting and empowering our staff and learners in the
realisation of their goals and achievement of the highest standards.
• Encouraging innovation in an environment which delivers creative and constructive solutions.
• Delivering continual improvement through effective leadership, ownership and a readiness to
embrace change.
• Ensuring public value and delivering community and social impact.
• Promoting health and safety.
• Upholding the sustainability of our institutions, communities and planet.
• Being responsible, honest and accountable for our actions and results.
Our ‘Skillset for Life’ brand positioning highlights the importance of skills development to
New College Lanarkshire, related to creating opportunities for our students to use their college
experiences to gain the skills required for the job they want, but also to demonstrate our commitment
to skills development more widely, for our staff, our students and to benefit the communities we serve.
This has been recognised through the achievement of our learners at WorldSkills UK, where we have
been recognised as being the ‘Best in the UK’ in three of the last four years.
To meet the needs of our local communities, we operate from three main campuses n Coatbridge,
Cumbernauld and Motherwell, with satellite campuses in Bellshill, Hamilton and Kirkintilloch. We
deliver some of our sports provision at Broadwood Stadium in Cumbernauld and at the Regional
Sports Facility at Ravenscraig. We are also currently one of two providers of education provision
under contract to the Scottish Prison Service, operating seven learning centres across the West of
Scotland, including HMP YOI Cornton Vale, the national women’s prison.
Details of our full curricular provision is available from our website, www.nclanarkshire.ac.uk.

3. Our Equality Duties – The Legal Framework
The Equality Act 2010 placed a general duty on listed public bodies (including New College
Lanarkshire), in the exercise of their functions, to have due regard to the need to:
• Eliminate unlawful discrimination, harassment, victimisation and other conduct prohibited
by the Act;
• Advance equality of opportunity between people from different protected characteristic groups;
• Foster good relations between people from different protected characteristic groups, tackling
prejudice and promoting understanding between people from different groups.
These points should be taken account of by public bodies in relation to developing and revising
policies, designing and delivering services and in the procurement and contracting for services.
In addition to this general duty under the Equality Act 2010, further specific duties were placed on
Scottish public bodies by the Scottish Parliament. These duties have been in place since 2012 and,
having been revised for the current reporting period, require the College to:
1. report on progress of mainstreaming the general duty into all functions every two years,
starting in 2013
2. publish and deliver a set of equality outcomes that cover all protected characteristics (or
explain why not all protected characteristics are covered) every four years, starting in 2013
3. assess the impact of new and revised policies and practices against the needs of the general
duty on an ongoing basis
4. gather information on the protected characteristics of employees and publish every two years,
starting in 2013, as part of mainstreaming reports if not published elsewhere
5. publish board diversity information as part of mainstreaming reports from 2017, including the
gender breakdown of governing body or board members and how this information has/will be
used to improve diversity amongst members
6. publish gender pay gap information every two years, and publish statements on equal pay and
occupational segregation for gender, race and disability every four years, starting in 2013
7. have due regard to the general duty in specified procurement practices on an ongoing basis
8. publish the above information in a manner that is accessible
This report contains information on how we continue to meet both the general and specific duties.

4. Our Equality Outcomes
Our first set of equality outcomes in 2013 was developed on a regional basis, following a collaborative
project between the (then) four Lanarkshire Colleges. In 2015, we reviewed these objectives in
partnership with our colleagues at South Lanarkshire College and, in preparation for this report, we
have again taken a collaborative, regional approach.
After much discussion, we have decided to retain the outcomes published in 2015, with some minor
adjustment to phrasing. We believe that these continue to give a strong focus to our work although
the underpinning actions will be different as we move forward. We will, however, review this approach
at the mid-point of the next reporting period in 2019.
Our outcomes for 2017 – 2021 (subject to review in 2019) will be:
Regional Equality Outcome 1:
Colleges will demonstrate leadership and commitment and strive to eliminate discrimination,
advance equality and foster good relations.
Regional Equality Outcome 2:
Colleges in the Lanarkshire region will 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 will have an equal opportunity to come to college and achieve positive outcomes.
Regional Equality Outcome 4:
Colleges will increase engagement with stakeholders to develop a better awareness of equality of
opportunity for a developed workforce.
Regional Equality Outcome 5:
Learners will have increased opportunity for progression into organisations that value equality and
diversity.
Regional Equality Outcome 6:
Colleges within the Lanarkshire region will ensure that equality is embedded in all that we do and is
supported by the appropriate regional resources.
The next section reviews the overall progress made in relation to our equality outcomes since 2015
and outlines some highlights of the last two years’ activity.

5. Progress since 2015
The period since our merger in 2013/2014 has brought significant change for the College, but
has also brought opportunities to review our approach to delivering services and governance
arrangements. Tracking some of these developments against our 2015 equality outcomes gives a
good summary of our activity over this period.
Regional Equality Outcome 1:
Colleges demonstrate leadership and commitment to eliminate discrimination, advance equality and
foster good relations.
Replacing transitional governance arrangements, The Lanarkshire Board took office in October 2015.
The Board is committed to ensuring the College’s equality and diversity responsibilities are given
prominence and the Board regularly receives updates on equality and diversity activity. Equality
and diversity is a standing agenda item for two board committees, the Curriculum, Student Affairs
and Outcomes Committee and the Resources and General Purposes Committee.
NCL has also further extended support services for students to all campuses and, following
enhancement of the student guidance and key support functions at merger, as part of the 2015
restructure of support staff, a range of consistent educational and extended learning support is
available at all campuses via the Educational Support Team based within the Faculty of Supported
Learning.
We continue to use the College’s activity as a vehicle for promoting equality and fostering good
relations and this is supported by senior management and faculty / corporate service management
teams. Some examples of this are given below.
We are also committed to continued improvement of our services to learners, working on the basis that
while some learners may require specific support, our key processes should, by design, be accessible
to all students. Targeted work, sponsored by senior management, is currently underway to review
our student recruitment, admissions and student funding processes to increase accessibility and
streamline processes. This project draws on a multi-disciplinary team and has made good progress.
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.
Via our Regional Outcome Agreement with the Scottish Funding Council, offering a curriculum that
meets the needs and aspirations of all learners is one of our strategic priorities. Specific priority
groups include:
• Young people with potentially negative destinations upon leaving school;
• The young unemployed;
• The long-term unemployed;
• Members of the workforce requiring up skilling;
• Areas where there is gender imbalance;
• Care leavers;
• Under-represented groups;
• School pupils wishing to engage in college-based vocational qualifications;
• Those undergoing transition from school through education to the workplace.
Further detail on our Regional Outcome Agreement is available here:
http://www.sfc.ac.uk/funding/OutcomeAgreements/OutcomeAgreementsOverview.aspx

Regional Equality Outcome 3:
All learners have an equal opportunity to come to college and achieve positive outcomes.
Our approach to achieving this outcome has several main strands - Systems and Data Gathering;
Targeted Support and CPD for staff.
Prior to merger, the student information gathered (or recorded) by our legacy Colleges did not cover
the full number of protected characteristics in a way that was directly comparable. From the
2015/2016 academic year all student information gathered at application and admission has been
consistent. This allows us to better understand our student profile and we have seen a marked
increase in students disclosing information at enrolment, particularly regarding religion and belief
(which has reduced from a non-disclosure rate of 11.75% in 2014/2015 to 1.57% in 2016/2017) and in
relation to sexual orientation (where non-disclosure rates have dropped from 9.4% in 2014/2015 to
0.52% in 2016/2017). This means that we are much better placed to identify trends and
potential issues.
Our information systems team have also introduced dashboards for key student information which,
taking account of data protection principles, allows senior faculty staff to access aggregated
information to identify trends and potential resolutions as part of the curriculum planning and
evaluation process.
The College continues to undertake specific work in relation to care-experienced learners and, while
not itself a protected characteristic, care experienced learners often share a range of protected
characteristics covered by the Act so support offered to this group is often of wider benefit to the
student body as a whole. The Children and Young People (Scotland) Act 2014 identifies the College
as a Corporate Parent and requires us to produce a Corporate Parenting Plan. NCL’s plan was
published in August 2016 and was the first plan produced by any college in Scotland. It can be
accessed here http://www.nclanarkshire.ac.uk/us/corporate-parenting
Mental Health is becoming an increasing area of focus for the College, and is often a significant
factor in issues experienced by students during their time at college. The mental health of young
people is a wider concern within society, but the college more and more finds itself as the point of
first contact for students disclosing the need for support. For this reason, this area of work has been
a focus for both the College itself and for our Students’ Association in the past year. The College
has continued to deliver the Mental Health First Aid (MHFA) course to staff at regular intervals and,
in January 2017, 20 staff were supported to attend the Applied Suicide Intervention Skills Training
(ASIST) course.
We have also supported guidance staff to attend trans awareness sessions and have provided access
to a range of training on specific equality and diversity topics, in addition to general awareness/
update sessions delivered to all staff during our annual CPD Week.
Regional Equality Outcome 4:
Learners have increased opportunity for progression into organisations that value equality
and diversity.
As an organisation focused on skills, we support work placements across a wide range of our
curriculum provision. In this activity, we take the opportunity this presents to engage positively with
employers and to influence practice.
An area of particular activity in the last two years has been to increase opportunities for work
placements and employment opportunities for our students who have complex additional support
needs. Via our Faculty of Supported Learning, we have successfully run a Lanarkshire based Project
Search programme for several years where we work with local partners to offer work placements
to students from the faculty. While Project Search was a legacy project based at our Motherwell
campus, as part of the redesign of support services in 2015, we introduced employability posts within
the Faculty of Supported Learning across all three main campuses. This has already borne fruit and
we continue to highlight examples of successful work placements undertaken by our students with
disabilities or complex additional needs to provide an evidence base for future employer engagement.

Regional Equality Outcome 5:
Increased engagement with stakeholders to develop an increased awareness of equality of
opportunity for a developed workforce.
Building on our engagement with employers, we have engaged with schools, career advisers,
teachers and wider stakeholders to promote positive education and career options, emphasizing the
opportunities and benefits arising from embracing and encouraging equality and diversity. This
includes challenging gender and other stereotypes based on protected characteristics through our
marketing activity and raising awareness of potential careers in a way that breaks down outdated
concepts such as what should be considered ‘men’s work’ or ‘women’s work.’
Using our success at WorldSkillsUK, we continue to highlight the journey of achievement undertaken
by our medal winners and recent branding around WorldSkillsUK focuses on a strapline of ‘I’m from
X and I’m the Best in the UK.’
This is especially important given that over a fifth of our student intake comes from areas identified
as the most deprived and disadvantaged through the Scottish Index of Multiple Deprivation.
Regional Equality Outcome 6:
Colleges within the Lanarkshire region ensure that equality is embedded in all that we do and is
supported by the appropriate regional resources.
NCL is working to achieve a culture where support for equality and diversity is simply part of how
we deliver effective services and high quality learning and teaching. We continue to fund specific
projects and activities at a corporate level and provide support to individual faculties and services
either on a budgetary basis or in terms of time allocated to specific activity.
A major project over the past 18 months has been our new website and staff portal. These enable us
to share information widely in an accessible way and, our staff portal in particular has made it much
easier for staff to access and share equality and diversity related information and to locate other
members of staff who may hold particular expertise and who may be able to offer support. In March
2017, our website was awarded the NUS award for best sector website at the College Development
Network Marketing Awards, recognizing the significant benefits and ease of use that our new site
offers to our main audiences.

Campaigns & Communications – Fostering Good Relations
While some of our equality and diversity activity is inevitably focused internally, as we provide
support to our students and staff, we also recognise that there is an opportunity for us to use our
regional profile to externally highlight positive activity and to use ‘good news’ stories to promote the
benefits of equality and diversity to a much wider audience.
ASDAN Centre of Excellence
In December 2016, NCL was acknowledged as a
Centre of Excellence by pioneering curriculum
development organisation and awarding body
ASDAN. The award was given in recognition
of NCL’s outstanding practice in running
programmes that explicitly grow skills for
learning, skills for employment and for life
during 2015-16 - specifically in relation to
inclusive curriculum. David McShane, Head of
Faculty for Supported Learning, said: “We are delighted at being recognised for this award as it is a
fantastic accolade for the College and its students and staff, particularly in the Faculty of Supported
Learning. “We aim to be inclusive and equal in all aspects of college life, so to be recognised for this
award makes it all worthwhile.” “I’d like to congratulate all the staff members who helped achieve
this recognition.”
The photo shows students and staff from the Faculty of Supported Learning outside our Motherwell
Campus with the certificate awarded by ASDAN.
Corporate Parenting
In September 2016, one of our Make-Up Artistry
students, Shaddelle Brown was featured in an
STV documentary focusing on the work of the
Who Cares? Scotland charity. Although this was
arranged via Who Cares?, Shaddelle agreed to
the College promoting her story to support our
activity in promoting positive examples of the
achievements of care experienced learners.

Promoting Equality of Opportunity
Again in September 2016, a group of learners from
the Faculty of Supported Learning were featured in
the local press in the revamped teaching kitchen
used within the faculty to support the development
of independent living skills. This story promoted
the work of the College’s Enterprise and
Employability course provision and also provided
a positive example of students with additional
support needs or disabilities gaining important life
skills.
The clipping on the left featured in the
Cumbernauld News on 28 September 2016
and features some of the students who use the
refurbished kitchen as part of their studies.

Developing the Beatson cancer Charity Logo
One of the strengths of the College is seeking opportunities for our course
provision to tie in with our local communities and real life projects. An
example of this is the involvement of our design students at our Motherwell
campus in the production of the new mascot for the Beatson Cancer Charity.
The new mascot, Bella Beatson, will be used by the charity to raise
awareness of the effects of cancer and, following the winning design being
chosen, our students worked to bring the mascot to life.
This type of activity has the benefit of encouraging involvement and
discussion around equality and diversity related issues across the
curriculum, rather than only featuring in curricular areas where these topics
form part of the teaching syllabus.
The clipping shown is from the Wishaw Press in October 2016 and shows
Emma, the chosen winner of the Beatson’s design competition with the
finished mascot.
Challenging Stereotypes
One of the key challenges facing colleges is the gender
imbalance in particular curricular areas, with this being
most pronounced in the provision offered by our Faculty
of Care and Science and our Faculty of Engineering and
Automotive. Although symptomatic of wider societal
issues, the College has always sought opportunities to
challenge gender stereotypes and, for the last few years,
has sought to do so by challenging specific industries
through a dedicated marketing campaign in Scottish
Apprenticeship Week.
During this campaign, we have highlighted female
students in traditionally male dominated industry areas,
with two of our cases studies featuring Corrie Stewart,
a Modern Apprentice in Fire and Security Systems and
Ursula Manning, a Modern Apprentice in Computing.
Through imagery and an accompanying case study, we
sought to challenge stereotyping through the inclusion of these two positive role models, highlighting
why they chose the apprenticeship route and how they have benefited from this. By using these
real examples of female students achieving in STEM subjects, we are aiming to encourage others to
consider these areas as a positive career choice.
Using our WorldSkills UK recognition, we have also
championed the achievement of Betsy Crosbie,
an HNC Mechanical Engineering student who
has gained place in Team UK for WorldSkills Abu
Dhabi 2017, which will take place from 14 to 19
October 2017. This follows her winning a silver
medal in Mechanical Engineering: CAD from the
WorldSkills UK final in Birmingham in November
2015, and a Medallion of Excellence at EuroSkills in
Gothenburg, Sweden in December 2016. Her story
was also picked up and promoted by the Scottish
Funding Council on International Women’s Day
in March 2017. The photo above shows Betsy
celebrating her achievements with Barry Skea,
Training Manager for WorldSkills UK and Acting Head of Faculty: Engineering and Automotive at
New College Lanarkshire.

One of the challenges in addressing imbalances
and stereotypes is that these discussions need
to start much earlier to be truly effective. An
interesting example of an opportunity to work
with a very young age group arose when HNC
students from the Faculty of Care and Science
delivered life saving skills to nursery children at
the Coatbridge campus, under the guidance of
lecturer and trained nurse, Tony Brady.
This opportunity recognized that caring
responsibilities for young children is often shared between parents and other family members such
as grandparents and it is important that even young children know how to react in an emergency.
While it may be too early to predict if any of the children will take up a career in the nursing or care
profession, this session provided a good opportunity for our students to engage and develop their
skills across the age spectrum. The picture shows one of our budding first aiders testing their skills
on one of the HNC students.

6 Employment Information
6.1 Equal Pay Statement
At the date of publishing our 2015 mainstreaming report, we had almost completed the process
of restructuring teams and redefining roles. Our faculty structure was complete by October 2014
and our support services restructuring was completed in June 2015, through a combination of job
matching and competitive recruitment.
During this process, we harmonised contracts in partnership with trade union representatives and
took the opportunity to harmonise salaries and responsibilities across roles. A small number of posts
continue to be protected under TUPE, two posts were allocated additional responsibilities to maintain
existing salary level and two salaries were conserved. The College is committed to ensuring that all
staff receive equal pay for equal work and, 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.
The College operates pay scales for all posts and, with the exception of lecturing staff, these are
based around spot points with no incremental salary progression. For lecturing staff, we operate
a short incremental scale that provides for differential salary placing depending on whether
an individual holds a recognized teaching qualification and provides for limited incremental
progression. Salaries for any new posts are subject to approval by the Assistant Principal:
Organisational Development in discussion with the relevant member of the senior management
team. Salaries for the senior management team (covering the roles of assistant principal, vice
principal and the principal) are set by the Board of Management on the recommendation of the
Remuneration Committee.
The College also pays the Living Wage to all staff, which ensures a minimum hourly rate of £8.45 per
hour (as at 31 March 2017).
Since 2015, national bargaining has been reintroduced into the College sector for the first time in
20 years. This brings a number of challenges, as we move towards national terms and conditions of
service and limits the scope for Colleges to negotiate contractual amendments at a local level. New
College Lanarkshire believes that the work done during the merger process and early discussions
regarding harmonisation of our teaching and support contracts prior to the introduction of national
bargaining has addressed any potential equal pay issues that may have arisen through a complex,
three way merger process. While we will continue to consider any issues as they arise to the
extent that they can be addressed locally, the College believes that issues of equal pay and any
implementation of job sizing or job evaluation must now be progressed within the context of national
bargaining.

7 Staff Profile
Since merger in 2013, we have collected information from new staff on all protected characteristics
on a voluntary basis via an equality and diversity monitoring form used in the recruitment process.
As not all of our legacy colleges collected a consistent set of equality data, there continue to be some
gaps in information held for existing staff in post prior to merger. However, following an upgrade
of our HR system, we plan to implement self-service functionality, which will enable staff to review
and update existing information and to consider providing information not currently held. This was
an action proposed for the 2015/2016 session, but was put on hold due to a delay to the HR system
upgrade.
As at 31 March 2017, our staff profile was as follows:
ALL

TEACHING

SUPPORT

1094

624

470

Female (headcount)

694 (63.4%)

348 (55.8%)

346 (73.6%)

Male (headcount)

400 (36.6%)

276 (44.2%)

124 (26.4%)

Total Staff (headcount)
GENDER

Our total staff numbers and the percentage split between teaching and support staff has
remained fairly stable, with only a small fluctuation. However, where there is a change, this is in
favour of the number of female staff employed in all cases
DISABILITY
Have disclosed a disability

30 (2.7%)

12 (1.9%)

18 (3.8%)

The number of staff disclosing a disability and the split between teaching and support staff has
remained exactly the same since 2015. We are aware that this is an area that is under-reported
and we anticipate that imminent system changes that will allow staff to update this information
electronically will see this figure rise.
ETHNICITY
Black or Minority Ethnicity (BME)

9 (0.8%)

6 (1.0%)

3 (0.64%)

The percentage of staff who have provided information relation to a BME background remains
small, which reflects the wider ethnicity profile of Lanarkshire as a whole. However, this has risen
since 2015, with a further 2 staff confirming that they come from a BME background. There is
still a significant percentage of staff for whom we hold no details of their ethnicity and we are
working to address this.
SEXUAL ORIENTATION
Bisexual

6 (0.5%)

-

-

Gay Man

6 (0.5%)

-

-

Gay Woman / Lesbian

3 (0.3%)

-

-

556 (50.8%)

-

-

26 (2.4%)

-

-

497 (45.4%)

-

-

Heterosexual
Prefer Not to Say
Unknown

The number of staff disclosing their LGBT status has risen from 10 in 2015 to 15. This is a
welcome trend and we hope that we will increase this further as we provide further opportunities
for staff to share this securely via the updated HR system. However, due to the small numbers
involved, we are not splitting this across the teaching / support categories.

ALL

TEACHING

SUPPORT

None

184 (16.8%)

110 (17.6%)

74 (15.7%)

Roman Catholic

167 (15.3%)

83 (13.3%)

84 (17.9%)

Church of Scotland

145 (13.3%)

84 (13.5%)

61 (13.0%)

Prefer not to say

39 (3.6%)

26 (4.2%)

13 (2.8%)

Other

36 (3.3%)

26 (4.2%)

10 (2.1%)

Christian (Other)

11 (1.0%)

10 (1.6%)

1 (0.2%)

Muslim

2 (0.2%)

1 (0.2%)

1(0.2%)

Buddhist

2 (0.2%)

2 (0.3%)

0 (0.0%)

Sikh

1 (0.1%)

1 (0.2%)

0 (0.0%)

Shinto

1 (0.1%)

1 (0.2%)

0 (0.0%)

RELIGION & BELIEF

Most of the data on religion and belief remains relatively unchanged since 2015, although we have
seen a small rise in the number of Muslim staff and an increase in the percentage of staff stating
that they hold no religious beliefs. While we are making progress on disclosure, there remains
around 45% of staff for whom we do not hold this data.
AGE
< 35 years

171 (15.6%)

106 (15.3%)

65 (16.3%)

36 – 50 years

467 (42.7%)

319 (46.0%)

148 (37.0%

51 – 60 years

339 (31.0%)

207 (29.8%)

132 (33.0%)

60 + years

117 (10.7%)

62 (8.9%)

55 (13.8%)

Across the College, we have seen an ageing of our workforce and an increased number of staff
falling into the higher age groups. We have the same number of support staff (85) and teaching
staff (86) in the under 35 band, although this is a higher percentage of support staff. In terms of
the other end of the spectrum, we have more teaching staff (65) working beyond 60, compared
with support staff (52). While the increase is evident for both male and female staff, the difference
is most pronounced for male staff where there has been a rise in staff working beyond 60 of
almost 5%. We are seeking to address this upward trend through development opportunities,
apprenticeships and secondment opportunities as part of our succession planning activities.
PREGNANCY / MATERNITY
For the year April 2015 to March 2016, we had 16 staff who were pregnant and who took a period
of maternity leave. Of these 16 staff, all returned to work at the end of their maternity leave in
their substantive roles and 6 staff made a flexible working request that was agreed to by the
College. In the same period, we also had three partners taking a period of paternity leave and 1
partner who used the shared parental leave provisions.
Between 1 April 2016 and 31 March 2017, we have had 11 pregnant staff who have taken maternity
leave. We have not received any flexible working requests from this group, although several are
still on maternity leave and may still wish to make a request in anticipation of their return. We
have had five partners taking paternity leave and no shared parental leave requests.

MARITAL STATUS / CIVIL PARTNERSHIP
Following the upgrade to our HR system in March 2017, we now expect that we will be able to
report on this protected characteristic. However, this information is not yet held for the majority
of staff so is not included at this time. It will feature in future workforce profile reports.
GENDER REASSIGNMENT
The College has no information regarding any member of staff who may have undergone gender
reassignment or who has disclosed their transgender or gender transition status. Over this
reporting period, we have supported several students in this area, although this remains a very
small percentage of the student population. However, at a recent Be Heard learner feedback event
with the senior management team, one of our lecturers was commended by a class group for the
support he had provided to a particular student.

8 Our Board of Management
As the regional college for Lanarkshire, the Lanarkshire Regional Board operates as the Board of
Management for New College Lanarkshire and has responsibility for ensuring good governance. The
Lanarkshire Board also has responsibility for ensuring the delivery of high quality further education,
as set out in the Regional Outcome Agreement with the Scottish Funding Council. It consists of
representatives from both New College Lanarkshire and South Lanarkshire College, alongside
additional board members from the local community.
The Lanarkshire Board is chaired by Dr Linda J McTavish CBE and has a total of 22 members.
The post of Board Chair is a ministerial appointment made by the Scottish Ministers under the
Post-16 Education (Scotland) Act 2013 and the Lanarkshire Colleges Order 2014. The principals
of New College Lanarkshire and the chair of the board of South Lanarkshire College are members
of The Lanarkshire Board ex officio, with elected student and staff representatives from both
colleges appointed as full board members. In addition to the Board Chair, 11 members are external
appointments and have been appointed following an open and competitive recruitment process.
As at 1 April 2017, and including the Chair of the Board, there are 10 female board members (45.5%)
and 12 male board members (54.5%). They are supported by the Secretary to the Board, who is
also female.
The College does not publish wider equality data in relation to Board membership in line with advice
from the Equality and Human Rights Commission, on the basis that to do so may compromise the
privacy of individual Board Members.
Further detail on who is a member of The Lanarkshire Board is available on our website or on request
from New College Lanarkshire.

9 Pay Gap Data
At the time of publishing our 2015 Mainstreaming Report, we reported that our gender pay gap
(based on male and female average hourly rates) was 12.5%. However, there was a marked difference
between teaching staff, with a gender pay gap of 1.11% and our corporate services staff, where the
pay gap was 16.77%. At that time, we concluded that the small gap in teaching staff was due to a
small difference in the number of staff holding a recognized teaching qualification, which attracts a
higher salary, with the support staff discrepancy being the result of several groups of lower paid staff
being almost exclusively female, which skewed the distribution of support staff roles.
Using the national gender pay gap reporting guidance, we have recalculated our pay gap data
as at 31 March 2017 on the basis of mean (average) and median (midpoint) hourly rates. We
have also calculated our pay gap based on the most commonly occurring pay rates i.e. the hourly
rates that most of our staff receive. Although the guidance requires us to report on pay gaps in
relation to bonuses, we have not included any bonus related information as no member of New
College Lanarkshire staff has received any bonus payment. As required, we have also reported the
proportion of staff in each quartile band.
Gender
FEMALE

MALE

DIFFERENCE

PERCENTAGE
PAY GAP

MEAN

£17.25

£20.06

-£2.81

14.03%

MEDIAN

£19.64

£21.23

-£1.59

7.49%

MODE

£21.23

£21.23

£0.00

0.00%

The mode hourly rate refers to the most commonly occurring salary point for male and female staff.
In both cases this is £21.23, which is equivalent to the current top salary scale point of the lecturer
salary scale. This makes an analysis of the distribution of actual salary rates over salary quartiles
interesting.

QUARTILE

DISTRIBUTION
OF ALL STAFF

DISTRIBUTION OF
FEMALE STAFF

DISTRIBUTION
OF MALE STAFF

1ST QUARTILE
[LOWEST]

280 (25.6%)

220 (31.7%)

60 (15.0%)

2ND QUARTILE

128 (11.7%)

93 (13.4%)

35 (8.8%)

3RD QUARTILE

537 (49.2%)

301 (43.4%)

236 (59.1%)

4TH QUARTILE
[HIGHEST]

147 (13.5%)

79 (11.4%)

68 (17.0%)

Numerically, there are more women than men in every quartile, which indicates that there is no
barrier preventing women from attaining higher level posts. Women are, for example, represented
at Vice Principal, Assistant Principal, Head / Assistant Head of Faculty, Heads of Support Service
/ Support Manager and Curriculum and Quality Leader levels. However, it is clear that there is a
disproportionate number of women in the first two quartiles, which the College considers is due
to occupational segregation, rather than any conscious or unconscious action on the part of the
College or the application of any College pay policy.
The effects of occupational segregation on female pay remains a challenge and has been
compounded over the reporting period of this report by the transfer of previously outsourced catering
staff into the Colleges employment, where these staff were predominantly female and fell into the
lowest salary bandings. Due to the College’s pay policy of ensuring that all staff are paid the Living
Wage (currently £8.45 per hour), many of this group of staff saw their hourly rate rise by £2 between
August 2015 and March 2017, equivalent to a percentage rise of just over 30%.

We are aware of the issue of occupational segregation, which often reflects the wider position in
society as a whole and the profile of the industries from which we draw our staff. Through internal
secondments and project based innovation roles, we have sought to offer opportunities for staff to
consider routes for career progression. However, given the service profile of our staff teams and the
low level of staff turnover, resolving this issue is likely to be a longer term activity.
Disability
DISCLOSED
DISABILITY

NO DISCLOSED
DISABILITY

DIFFERENCE

PERCENTAGE
PAY GAP

MEAN

£17.25

£20.06

-£2.81

14.03%

MEDIAN

£19.64

£21.23

-£1.59

7.49%

MODE

£21.23

£21.23

£0.00

0.00%

The mode hourly rate refers to the most commonly occurring salary point for staff who have
disclosed a disability and those who have not. As with the gender data, in both cases this is £21.23,
which is equivalent to the current top salary scale point of the lecturer salary scale. This makes an
analysis of the distribution of actual salary rates over salary quartiles.
QUARTILE

DISTRIBUTION
OF ALL STAFF

DISTRIBUTION OF
FEMALE STAFF

DISTRIBUTION
OF MALE STAFF

1ST QUARTILE
[LOWEST]

280 (25.6%)

12 (40.0%)

268 (25.2%)

2ND QUARTILE

128 (11.7%)

2 (6.7%)

126 (11.9%)

3RD QUARTILE

537 (49.2%)

13 (43.3%)

524 (49.3%)

4TH QUARTILE
[HIGHEST]

147 (13.5%)

3 (10.00%)

144 (13.6%)

The College is aware that the level of disability remains low and the number of staff disclosing a
disability has remained constant since 2015. For some time, the College has used a social, rather
than medical model of disability, which asks staff to confirm whether they consider themselves to
have a disability. Through HR activity and referrals to occupational health, it is clear that a number
of staff do experience health conditions that would meet the criteria of being considered a disability,
but have not formally disclosed this.
Staff who have disclosed a disability are represented in all salary quartiles. As can be seen, however,
there is a disproportionate number of staff who have disclosed a disability within the 1st quartile.
Looking at this in more detail offers some explanation.
Of the 12 staff falling within the 1st quartile, 11 are female and, as we have already covered, there
is a disproportionate number of women falling into the lower quartiles. In addition, 6 of the staff
within this who have disclosed a disability are within the catering / cleaning team, which is a
predominately female area of work. In addition, 8 of the total of 12 are part-time, which suggests
that their disability and its potential effects on day to day activities makes part-time work an
attractive option to achieve work life balance. These roles are more likely to be part-time.

Ethnicity
The number of staff who have disclosed a black or ethnic minority background is a very small
proportion of the total staff complement. This means that the data for these staff is subject to
significant skew with the turnover of a single member of staff.
BME
BACKGROUND

NO BME
BACKGROUND

DIFFERENCE

PERCENTAGE
PAY GAP

MEAN

£17.25

£20.06

-£2.81

14.03%

MEDIAN

£19.64

£21.23

-£1.59

7.49%

MODE

£21.23

£21.23

£0.00

0.00%

In relation to distribution of ethnicity across salary quartiles:

QUARTILE

DISTRIBUTION
OF ALL STAFF

DISTRIBUTION OF
FEMALE STAFF

DISTRIBUTION
OF MALE STAFF

1ST QUARTILE
[LOWEST]

280 (25.6%)

3 (33%)

277 (25.6%)

2ND QUARTILE

128 (11.7%)

0

128 (11.8%)

3RD QUARTILE

537 (49.2%)

6 (67%)

531 (49.0%)

4TH QUARTILE
[HIGHEST]

147 (13.5%)

0

147 (13.6%)

The concentration of staff with a BME background in two quartiles means that there is a distinct
gap between the highest and lowest hourly rate for this group of staff, which has drawn the mean
hourly rate downwards. There is also a distinction between BME teaching staff, clustered in the 3rd
quartile and BME support staff, clustered in the 1st Quartile.

10 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 regarding any aspect of
New College Lanarkshire’s equality and diversity activity, please contact Brian Gilchrist, Assistant
Principal: Organisational Development on 0300 555 8080 by email to humanresources@nclan.ac.uk.
Alternatively, please check our website at www.nclanarkshire.ac.uk.

