
GENDER PAY GAP REPORT 2018/2019 

1 Introduction 
As a public body, the College is required to publish Gender Pay Gap information on an annual basis to meet our 

obligations under the Equality Act 2010, Equality Act 2010 (Specific Duties) (Scotland) regulations 2012 and the 

Equality Act 2010 (Gender Pay Gap Information) Regulations 2017.  This report presents the data for the 2018/2019 

year, based on a ‘snapshot’ date of 31 March 2018. 

2 Operating Context 
Since 2015, pay and conditions for all College staff have been subject to collective bargaining at a national level.  The 

only exception is that senior salaries and terms and conditions of employment i.e. those for the roles of Principal, 

Vice Principal and Assistant Principal are not currently subject to collective bargaining and remain the responsibility 

of the Remuneration Committee of The Lanarkshire Board. 

We have two distinct staff groups – teaching staff and support staff.  Our teaching staffing account for between 

55% and 60% of our total staff group and support staff account for between 40% and 45% of our total staff 

complement. The terms and conditions for both groups are subject to separate negotiations and this includes pay. 

Since 2017, the College has been migrating teaching staff onto a nationally agreed scale for lecturing staff, which 

will be fully implemented on 1 April 2019.  The migration process means that as at 1 April 2019, every 

unpromoted lecturer at New College Lanarkshire will receive an annual salary of £40,026.  This migration process 

(which does not reflect any cost of living increases) has resulted in salary increases for all unpromoted teaching 

staff and has widened the gap between average teaching staff pay and average support staff pay.  Pay awards (i.e. 

costs of living increases) remain subject to negotiation for the 2017/2018, 2018/2019 and 2019/2020 pay 

settlement years. 

Of our teaching staff complement, 55% are female and 45% are male.  As we draw teaching staff from a range of 

industries, our gender profile with our six teaching faculties largely reflects the gender profile of the industries from 

which our staff come to us.  For example, our Faculty of Care and Science has a gender profile where 83% of its staff 

are female, versus the Faculty of Engineering and Automotive has a gender profile where 9% of its staff are female.  

Our Faculty of Business, Social Science and Sport sits in the middle, with a 60% female workforce. 

Agreement has been reached on support staff pay up to and including 1 April 2020, based primarily on Scottish Public 

Sector Pay Policy.  A national job evaluation exercise will take place towards the end of academic year 2018/2019. 

As with teaching staff, our support staff profile also varies between services.  However, rather than being 

representative of particular industries, it remains subject to high levels of occupational segregation, with more 

women represented in lower paid manual and administrative posts, with more men represented at higher level 

technical roles.  Our support staff gender profile is such that 73% of all support staff are female. 

We believe that to a very significant extent, our overall gender pay gap is the result of the overwhelmingly female 

profile of our support staff and the concentration of these posts in the lower salary quartiles and the significant 

salary differentials now emerging between lecturing roles and support staff roles, illustrated by an average female 

teaching salary at the 31 March 2018 snapshot date of £39,839.80 and an average female support staff salary of 

£23,186.80, representing a salary differential of 42%. 

The elements of national pay agreements agreed as at 31 March 2018 for both teaching and support staff are 

reflected in the College’s gender pay gap calculations. 



 

3 Our Gender Pay Gap 
The data that the College is required to report on falls into four categories: 

1. Mean (average) hourly rates for male and female staff; 

2. Median (midpoint) hourly rates for male and female staff; 

3. Bonus Payments 

4. The number of staff falling within each pay quartile (by gender) 

 

The following sections present the relevant data for each of these areas in turn. 

 

3.1 Mean (Average) Hourly Rates 
Comparing the average hourly rates for our male and female staff shows that New College Lanarkshire has an overall 

pay gap of 14.5%.  This represents a slight increase from our 2017/2018 reported figure of 14.03%. 

Within the College, we have two distinct groups of staff.  Of the total of 989 people included in the 2018/2019 

submission, 542 (54.8%) are counted as teaching staff and 447 (45.2%) are counted as support staff.  Members of 

the College’s senior management team are included as teaching staff if they have a background in teaching and hold 

a recognised teaching qualification, or support staff if they have a background in support staff services, rather than 

teaching. 

For teaching staff, our Gender Pay Gap is 1.9%.  As at 31 March 2018, female staff are represented at all levels of 

the organisation up to and including Vice Principal.  The current Principal, who is also considered as a member of 

teaching staff for the purposes of this analysis is male.  The gender pay gap for teaching staff exists due to a slight 

effect due to the highest paid member of teaching staff (the Principal) being male and the effects of differing numbers 

of staff within the College holding a teaching qualification, as the College currently operates a qualification bar with 

staff holding a teaching qualification paid a higher rate that staff who do not hold such a qualification.   

For example, one of our growth curriculum areas over the past two years has been early education and childcare, 

which has led to the recruitment of additional staff in the Faculty of Care and Science.  As most staff who join Colleges 

from industry do not have a teaching qualification, this means that more staff within this faculty do not have a 

teaching qualification compared with other faculties where staffing has been more stable.  As most of the staff in this 

faculty are female, the effect of this growth is that more female teaching staff in this faculty do not hold a teaching 

qualification compared to other areas of the College.  However, the College offers twenty places on the Teaching 

Qualification in Further Education (TQFE) each year and in the past two years, the Faculty of Care and Science has 

been allocated the most places. 

For support staff, our Gender Pay Gap is 16.7%.  Scrutinising this further, the gap varies at different levels of the 

support staff structure.  While sizes of teams and number of management posts varies within each support staff area, 

we have six support staff roles at Heads of Service and, for these posts where the gender split is 50:50, the gender 

pay gap is 1.3%.  This is due to two posts at this level having a salary protected under TUPE from our merger.  The 

gender pay gap at manager level is 6.2% and for staff who do not hold management posts, the gap is 8.2%.  At 

manager level, there are both male and female staff paid at the maximum hourly rate for this group of staff and the 

gender pay gap is attributable to the varying nature of structures and responsibilities at this level of post, rather than 

salary placings being made on the basis of gender. 

 



 

3.2 Median (midpoint) Hourly Rates 
Taking the whole of the College’s staff complement together, our Gender Pay Gap based on median hourly rates 

reduces to 8.4%.  This is based on a median hourly rate for female staff of £19.62 and a median hourly rate for male 

staff of £21.42.  As with average hourly rates, there is again a significant difference between our teaching staff and 

our support staff in terms of median hourly rates and the associated gender pay gap. 

Our teaching staff structure includes the following roles: 

Post Female Male Total 

Head of Faculty 3 (50%) 3 (50%) 6 

Assistant Head of Faculty 5 (55.56%) 4 (44.44%) 9 

Curriculum and Quality Leader 21 (52.50%) 19 (47.50%) 40 

Extended Lecturer 2 (66.67%) 1 (33.33%) 3 

Permanent Lecturer * 210 (56.60%) 161 (43.40%) 371 

Temporary Lecturer * 49 (51.04%) 47 (48.96%) 96 

TOTAL 290 (55.24%) 235 (44.76%)  

* Note that the salary scales and terms and conditions of employment for permanent and temporary lecturers are 

the same.  They are shown separately here to show the gender pattern for all types of teaching post 

As can be seen, there are more female teaching staff than male teaching staff at all levels within our faculty structure.  

This gender split across the levels means that, in terms of median hourly rates, the median salary for both male and 

female teaching staff is £21.42 per hour, which is the top point on our unpromoted teaching staff scale and (at 31 

March 2018) equivalent to an annual salary of £38,981.  As the median hourly rate for both men and women is 

identical, the gender pay gap on median teaching staff hourly rates is 0%. 

However, for support staff the position is markedly different.  Due to the high levels of concentration of female staff 

in lower paid support staff roles, the median female support staff hourly rate is £11.20, equivalent (as at 31 March 

2018) to an annual salary of £20,387, compared to a median male support staff hourly rate of £13.34, equivalent as 

at 31 March 2018) to an annual salary of £24,271.  This gives a median gender pay gap on support staff rates of 

16.04% 

 

3.3 Bonus Payments 
The College does not operate a bonus scheme and no member of staff at New College Lanarkshire has received any 

form of bonus payment since the organisation was created in 2013/2014 through the merger of Motherwell College, 

Cumbernauld College and Coatbridge College. 

 

3.4 Pay Quartiles 
In presenting pay quartile data, it should be noted that Quartile 1 is the lower pay quartile and Quartile 4 is the higher 

pay quartile.  The graph below shows the split in each quartile between male and female staff. 



 

 

This shows that there are more female staff than male staff in each pay quartile, except Quartile 4.  The difference in 

Quartile 4 is due to a greater number of male staff within the College’s senior management team, with males 

accounting for 7 out of 11 posts at 31 March 2018 and the split between the number of females and males in support 

staff management posts. 

As with other data presented, there is a difference between teaching staff and support staff.  For teaching staff, there 

are no staff at all in Quartile 1, more women than men in Quartiles 2 and 3, with a 50:50 split between men and 

women in Quartile 4. 

Considering the spread of female teaching staff across the three quartiles where they are represented shows that 

66% of all female teaching staff are in Quartile 3, earning an annual FTE salary of £37,723 or more.  Quartiles 3 and 

4, the two highest pay quartiles account for 77% of all female teaching staff, versus 76% for male teaching staff. 

For support staff, 59.45% of all female support staff are in Quartile 1 and, combining this with female support staff 

in Quartile 2 means that 94.21% of all female support staff are in included in the first two quartiles.  For male support 

staff too, although a smaller figure of 25.21% of this group of staff are in Quartile 1, a further 60.5% are in Quartile 

2, giving a total of 85.71% of male support staff in the first two pay quartiles. 

 

4 ACTIONS TO ADDRESS GENDER PAY GAP 
The College will continue to monitor our gender pay gap in terms for teaching staff and continues to offer a range of 

development roles and secondments to facilitate succession planning and the internal career development of all 

staff, with a particular focus on creating opportunities at levels where women are under-represented; 

For Support Staff, the College has paid the Living Wage since merger in 2013/2014 and in November 2019 we were 

formally accredited as a Living Wage Employer, recognising the work that had been undertaken with a key contractor 

and the College’s nursery subsidiary to ensure that staff working for those organisations also received the Living 

Wage from December 2019.  However, despite the introduction of the Living Wage, given the differential between 
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teaching salaries and support salaries, this alone will not reduce our gender pay gap to a significant extent.  In fact, 

our gender pay gap increased between 2015 and 2018 due to a decision to bring an outsourced catering contract in-

house.  Although this predominantly female workforce receiving a salary increase from the National Minimum Wage 

to the Living Wage, it had the effect of increasing the number of women paid in the first Pay Quartile. 

For this reason, we are continuing to support secondments, acting appointments and additional responsibilities to 

increase opportunities within areas of the College support staff that are predominantly female and there are 

currently such arrangements running in Catering Services, Marketing and Communications, Student Funding and 

Customer Services.  We have also supported internal recruitment to promoted posts in HR and Management 

Information Systems, which has increased the number of female staff in higher paid roles.  We have also supported 

and encouraged a number of female staff to undertake management training to enhance career development 

opportunities in future, with some success. 

Given the overall gender imbalance in our support services and the differing nationally agreed salary arrangements, 

the options open to the College to take direct action to address the overall gender pay gap are limited.  However, we 

continue to seek opportunities for salary progression and succession planning. 

It is also possible that the imminent national job evaluation process may have a positive outcome for some support 

roles within the College.  However, based on previous job evaluation activity undertaken by our legacy colleges, we 

do not expect that there will be significant or unexpected changes to the majority of staff roles. 

5 DECLARATION 
I confirm that the information presented in this report is accurate and has been prepared from salaries payable at 

the snapshot date.  I can also confirm that the information required to be published under statute on a designated 

website has been submitted to the UK Government’s Gender Pay Gap Service, which is searchable at 

https://gender-pay-gap.service.gov.uk/ 

 

 

Brian Gilchrist 

Assistant Principal: Organisational Development 

[on behalf of New College Lanarkshire] 

 

3 April 2019 
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