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1.3    Queen Margaret University’s Approach 

The data referred to within this report reflects salary data on 31st March 2022. This 

report, published alongside our 2023 Mainstreaming Report and Equality Outcomes, 

fulfils the Public Sector Equality Duty which requires data to be published biennially. 

However, in order to demonstrate the University’s continued commitment towards 

equal pay, it has been agreed to undertake an Equal Pay Review annually in order to 

review the University’s progress and identify if further actions are required. This 

commitment to annual reporting has allowed data from this report to be analysed 

both in terms of trends from the last 5 years, but also in terms of any significant 

changes that may have occurred in the last year. 

This data is broken down by the relevant areas (Academic/Professional Services), 

Grades, Gender, Ethnicity, Disability and Sexual Orientation, for which reliable data 

is available, in order to allow a detailed analysis to take place. It is recognised that 

the organisation has less information available in relation to some of the protected 

characteristics, resulting in less analysis being able to take place in some areas.  In 

order to protect the confidentiality of staff salary information, in cases where there 

are relatively small numbers of staff recorded under a particular characteristic, it has 

not been possible to publish data. In the appendices, instances where particular data 

sets have not been able to be published for this reason have been indicated with 

three dashes ‘---‘. 

1.4    Methods of Calculation 

Any difference between the mean and median pay of male and female employees is 

referred to as a gender ‘pay gap’ and has been calculated following the formula 

provided in the public sector equality duty guidelines.  

The gender pay gap has been calculated using the mean and median salaries and 

hourly pay of female employees, expressed as a percentage of the mean and 

median salaries of male employees doing work of equal value (same Grade). The 

salary data has been expressed as a full-time equivalent salary and includes those 

individuals who work part time hours to allow for comparison.  

A positive percentage demonstrates a pay gap in favour of women and a negative 

percentage pay gap demonstrates a pay gap in favour of males.  

The pay gap columns within each of the tables provided in Section 3 have been 

colour coded to highlight significant gaps as follows: 
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2. Section 2 - Gender 

  Gender Pay Gap          
(Including SLT) 

Gender Pay Gap         
(Excluding SLT) 
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year until 2021 which saw the gap narrow to 0.00%. It is important to contextualise 

this year’s gap in favour of female employees to last year’s audit, which noted a 

potential concern that future figures could have started favouring male employees 

given the tread in a continuing decrease in the gap favouring female employees 

since 2016. The 2022 data thus demonstrates a break in this trend, suggesting that 

there is no cause for concern this year.  
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2.3    Gender Pay Gap Benchmarking 

By way of context, the Advance HE report titled ‘Equality and Higher Education Staff 

Statistical Report 2022’, 







11 
 

It is noted that looking at overall population data, there are no significant gender pay 

gaps between Grades 2 – 9. Splitting the data into Academic and Professional 

Services categories reveals a significant mean gender pay gap in favour of male 

employees within academic staff at Grade 10 (Professor), and a significant median 

gender pay gap in favour of female employees within the Professional Services at 

Grade 8. 

It is noted that the median pay gap at Grade 5 in the 2021 audit is no longer of 

concern, reducing from 6.01% (2021) to 0.00% (2022). The median pay gap of male 

employees reported in Grade 9 of Professional Services staff in 2021 is also no 

longer of concern, reducing from -6.96% (2021) to -2.86% (2022). Given that these 

gaps were at a significant level in last year’s audit, it is positive to see a reduction to 

an insignificant level, although we will continue to monitor these gaps in future 

audits. 

Pay gaps by grade which are considered significant are highlighted within the 

following sections. 

2.5.1 Grade 10 (Professor) 

As noted in the appendices to this report, Professors are attached to a separate 

Professorial scale and have separate pay progression arrangements. For the 

purposes of reporting, staff members on the Professorial scale have been reported 

under ‘Grade 10 (Professor)’. 

A mean pay gap of -13.53% exists along with a median pay gap of -17.43% within 

Grade 10 (Professor) of the Academic staff category. Both pay gaps, which are in 

favour of male employees, are considered to be significant. Benchmarking with the 

HEI sector, the Advanced HE ‘Equality and Higher Education Staff Statistical Report 

2022’ reported significant professorial pay gaps in favour of male employees at both a 

Scotland and UK-wide level. However, it is noted that overall Scottish HEI’s reported 

a smaller Professorial gender pay gap of 6.9% in favour of male employees compared 

to QMU. It is also noted that due to the size of the university, at Professorial level, we 

are working with a small number of staff 

Analysis of the data suggests that placement on the University’s Professorial pay scale 

is influencing this pay gap. Professors are paid according to three salary bands with 

an exceptional top category, the salary of which is reviewed individually, on an annual 

basis, with the Professorial Review Panel. Investigation of our data indicates that the 

majority of male Professors tend to be at the top of Band 2 and Band 3 of the 

professorial scale, whilst the majority of female professors fall into Band 1.  

Rather than automatically progressing through the
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Remuneration Review form for each eligible Professor within their School. This form 

will provide an overview of the Professor’s contribution to QMU over the past twelve 

months, particularly with regards to their contribution to the overall QMU strategy, QMU 

values and income generation. 

All Professors with over 12 months service are required to submit a PER annually, 

suggesting that there is not any inequality of process. It is important to note the 

organisation’s commitment to fair and equal recruitment and selection processes and 

the robust processes in place including selection panels and selection decisions being 

based on evidence provided in interviews rather than gender.   

Analysis of the data also indicates that more of our female Professors tend to be at 

earlier stages of their career in comparison to their male counterparts, which may 

explain their placement within the lower bands of the pay scale. Nonetheless, QMU 

recognises that the pay gap amongst Professors is significant and is committed to 

investigating and monitoring this further i
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is evidence of reducing gaps compared to 2021.  Upon reviewing the ethnicity data for 

the entire University employee population, it is evident that BAME employees make 

up a very small percentage of the overall employee composition (approximately 5%).  

Although there are BAME employees employed across the majority of grades within 

the University, there is a much stronger presence of non-BAME employees within the 

higher grades
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3.4.2 Grade 4 

Within Grade 4, a mean pay gap of -2.76% and a median pay gap of -2.55% was 

recorded. These pay gaps are not considered to be significant. However, it is 

acknowledged that when compared with non-BAME employees, there are relatively 

small numbers of employees appointed at Grade 4 and thus comparative analysis is 

limited
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5. Section 5 – Sexual Orientation 

  
Sexuality Pay Gap 

Mean Sexuality 
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6. Section 6: Occupation Segregation Analysis 

Occupational segregation is a term used to describe employment patterns where 

employees with certain characteristics are grouped either in certain grades of within 

certain job roles. 

There are two dimensions to occupational segregation: 

Vertical segregation – employees with certain characteristics clustered at certain 

levels of jobs within an organisation’s hierarchy 

Horizontal segregation – employees with certain characteristics are clusters in 

certain types of jobs across the organisation 

6.1 Gender 

6.1.1 QMU / Scottish HEI Benchmark 

The Advance HE report titled ‘Equality and Higher Education Staff Statistical Report 

2022’ reported that within Scottish HEI’s, staff population is 54.6% female. As of 31st 

March 2022, female staff at Queen Margaret University represent 68.38% of staff 

overall. Although the underrepresentation of male staff is consistent with this 

benchmark, it is recognised that the proportion of female employees at QMU is 

notably higher than other Scottish HEIs. 

6.1.2 Vertical Segregation 
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Throughout Grades 2 – 10 for professional services staff, female headcount is also 

higher than male headcount at all grades except Grade 9, where there is a split 

gender balance. It is noted that the biggest gaps occur at Grades 4 and 7, and that 

the gap is noticeably narrower in Grades 8 – 10. 
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6.1.3 Horizontal Segregation
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6.4.2 Vertical Segregation 

The below diagram shows the distribution of LGBTQ+ employees by grade. This 

demonstrates clusters of LGTBQ+ employees at Grades 7, 8 and 9
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7. Section 7 – Action Plan 

Action Protected 

Characteristic 

addressed 

 

Target 

Completion 

Date  

Responsibility 

Continue to female career development through established programmes, including Aurora, Athena 
SWAN and ensure equal access by all staff to promotion opportunities through the management of 
PER and Reward and Recognition. 
 

Gender 

All 

Ongoing 

To be 

reviewed at 

regular 

intervals. 

HR Department 

Ensure that our Professorial Review Procedure provides transparent process for reward and 
promotion of Professors by conducting an Equality Impact Assessment of the Professorial Review 
Policy  

Gender 2024 HR Department 

Ensure that our revised Reward and Recognition Policy and Procedure provides transparent process 

for reward and promotion of all staff by conducting an annual Equality Impact Assessment of the 

Reward and Recognition process. 

All  September 

2023 

HR Department 

We will investigate the root causes of the negative change in the identified gaps of this report and 

we will discuss options for resolving these causes with the Senior Leadership Team and our 
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Maintain our commitment to HR related policy reviews, every 3 years, as agreed with Trade Unions 
and ensure that our commitment to supporting equality and diversity is embedded across all policies 
and procedures.   

All Ongoing 

 

HR Department 

Address the ethnicity pay gap by engaging with Advance HE’s Race Equality Project Lead in respect 
of the ‘Investing in a Diverse Workforce’ theme for advice and guidance.  In addition, we will use new 
joiner and leaver surveys, as well as other means, to enhance our knowledge on the experience of 
all staff in applying and working at QMU in order to inform the university’s future actions. 

Race Ongoing HR Department 

We will implement changes identified as a result of benchmarking each of the key stages of our 
recruitment process against the findings of our EDI Culture Report and Action Plan (expected in 

Summer 2023) and the Scottish Government’s Minority Ethnic Recruitment Toolkit 

Race From 

Summer 

2023 

HR Department 

Through the Race Equality Steering Group, chaired by the Principal, we will progress work-

https://www.gov.scot/publications/minority-ethnic-recruitment-toolkit/
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Appendix C - Gender Pay Gap Analysis – Professional Services Staff 

Grade 

Mean 
Salary: 
Male 

 

Mean 
Salary: 
Female 

Mean 
Hourly 
Rate: 
Male 

Mean 
Hourly 
Rate:  

Female 

Median 
Salary: 
Male 

Median 
Salary: 
Female 

Median 
Hourly 
Rate:  
Male 

Median 
Hourly 
Rate: 

Female 

Mean 
Pay 
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Appendix G – Gender Pay Gap – Age 

AGE 


