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ECONOMY, JOBS AND FAIR WORK COMMITTEE 
 

AGENDA 
 

11th Meeting, 2017 (Session 5) 
 

Tuesday 28 March 2017 
 
The Committee will meet at 9.30 am in the David Livingstone Room (CR6). 
 
1. Decision on taking business in private: The Committee will decide whether 

to take item 3 in private. 
 
2. Gender Pay Gap: The Committee will take evidence from— 
 

Shirley Campbell, Director for People, Scottish Water; 
 
Rosie MacRae, Head of Inclusion and Diversity, SSE; 
 
Megan Horsburgh, Head of Diversity and Inclusion, Sodexo UK & Ireland; 
 
Catriona Mackie, HR Director, Diageo Global Supply, Diageo; 
 

and then from— 
 

Katy Miller, Head of Human Resources, City of Edinburgh Council, 
COSLA; 
 
Peter Reekie, Deputy Chief Executive and Director of Investments, 
Scottish Futures Trust; 
 
Nicky Page, Head of People Management, Police Scotland; 
 
Ian Reid, Management Side Secretary, NHS Scotland Terms and 
Conditions Committee (STAC); 
 
Diane Vincent, Director of People and Organisational Development, 
Scottish Fire and Rescue Service. 
 

3. Gender Pay Gap: The Committee will consider evidence heard at today's 
meeting. 
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Gender Pay Gap 

Scottish Police Authority/Police Scotland 

Are there specific issues with gender pay within the Scottish public and 

private sectors? 

 

Despite the introduction of the Equal Pay Act in 1970 women continue to have 

a different experience of the labour market to men, "Scotland’s gender pay 

gap is persistent at 15%, employer action on addressing women’s inequality 

at work has been very slow. (Scottish Parliament debate on gender and the 

workplace June 2016 Close the Gap Briefing). 

 

There have been different requirements on the Public and private sectors in 

relation to gender pay. 

 

Public authorities are required to proactively address gender inequality, 

Section 149 of the Equality Act 2010 imposed a general duty on 'public 

authorities' and other bodies when exercising public functions to have due 

regard to the need to:  

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

 Advance equality of opportunity between people who share a relevant 
protected characteristic and those who do not; and 

 Foster good relations between people who share a protected 
characteristic and those who do not. 
 

The specific duties in Scotland were created by secondary legislation in the 

Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012 as amended. 

The purpose of the specific duties is to support the delivery of the general 

equality duty. Public authorities in Scotland who are covered by the specific 

public sector duty are required to publish statements on equal 

pay,  information on the gender pay gap, and occupational segregation within 

their organisation. They are also required to report the steps that they are 

taking to proactively address any inequalities.  Further regulations were 

introduced in 2015 and 2016 including a requirement to publish the gender 

composition of their boards and succession plans to increase board diversity. 

 

Close the Gap has undertaken 2 assessments of public sector employer's 

compliance with the public sector Equality duty and reports that "Public 

authorities’ performance on the gender and employment requirements of the 

public sector equality duty has been poor, with few taking actions to address 

inequalities". 

 

Private and third sector employers with 250 or more employees in the UK are 

now required to undertake and publish mandatory gender pay gap information 

with their first pay gap reports being due by the 4th April 2018. 
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Whilst these mandatory reporting requirements are welcome they will not in 

themselves lead to gender equality in the workplace. There is no single cause 

for the pay gap; factors include - discrimination, undervaluing of roles 

predominately done by women, disproportionality of men in best paid 

positions, motherhood, caring responsibilities continuing to be primarily 

undertaken by women, costs of childcare.  

Further awareness and understanding of the links between the economic case 

for addressing women's labour market inequality need to be actioned i.e. 

closing the gender gap in employment could add £17bn to Scotland’s 

economy. 

 

Specifically within Policing most members of SPA/police staff retain 

remuneration outcomes that were derived from a number of differing 

analytical job evaluation schemes and associated pay structures. This is due 

to staff being transferred from predecessor forces and agencies across 

Scotland on 1 April 2013 with protected terms and conditions.  We continue to 

use an interim job evaluation scheme and pay structure in order to ensure a 

consistency of analytical approach to pay and grading. We have developed a 

national Job Evaluation Scheme as part of wider modernisation strategy that 

will allow us to implement a single pay and grading structure as soon as 

practically possible. 

 

Gender Pay Gap - SPA/Police Staff  

The gender pay gap for staff base pay (excluding allowances and overtime) is 

12.0%. This increases to 13.0% when calculated including shift allowance + 

weekend working allowance.   

This is a decrease in the SPA/Police Staff gender pay gap since 2015 when 

the gender pay gap for staff base pay (excluding allowances and overtime) 

was12.9%.  

 

Gender Pay Gap - Police Officers   

The gender pay gap for police officer base pay (excluding allowances and 

overtime) is 4.1%. This increases to 5.8% when calculated to include all 

allowances. 

This is a decrease in the figure of 4.3% published in 2015.  

There is no comparison for the gender pay gap including all allowances for 

2015. 

 

What are some examples of gender pay policies leading to more 

effective and successful businesses? 

 

Implementation of the 2015-16 pay policy (the Scottish Government’s 

commitment to a living wage for staff under its direct control benefits and a 

minimum £300 pay uplift for those earning £21,000 or less) can be seen to 

benefit both men and women at the lower end of the salary scale. As many of 

those employees are women, the targeted measures protects them from pay 

restraint and in many cases provides a positive benefit.  
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The policy has helped in reducing the gender pay gap as it has increased the 

overall base levels of pay for those at the lower end where there is a higher 

concentration of women.  

  

What are some examples of good or bad practice within Scotland or 

internationally? 

 

Guidance and expertise in women's participation in the labour market in 

Scotland is provided by Close the Gap a partnership working in Scotland to 

support employers, employees and policymakers to enable and encourage 

action to address the causes of women's inequality at work. They are a key 

stakeholder for Police Scotland and SPA. 

 

Challenging gender stereotypes in early years e.g. Close the Gap work to 

address occupational segregation in schools “Be What you want" 

 

Scottish National Equality Improvement Project (SNEIP) was established by 

the Scottish Government, EHRC and Close the Gap to provide the collective 

leadership, partnership and collaboration necessary to help drive improved 

performance on the public sector equality duty. SNEIP is a collaborative 

project which tests ideas and shapes improvement activity, with a Sounding 

Board comprising equality networks including the Equality Challenge Unit, 

Health Board Network, Scottish Councils Equality Network (SCEN), COSLA, 

Police Scotland and Scottish Fire and Rescue Service. 

 

Police Scotland and SPA have a number of diversity staff associations 

including the Scottish Women's Development Forum (SWDF) who advise 

Police Scotland, Scottish Police Authority and Scottish Government about 

gender equality within the Scottish police service. 

 

SWDF Specialisms Committee has been created to review and promote 

equality, accessibility and opportunity in specialist roles for all police officers 

and police staff and will with make recommendations to Police Scotland on 

the recruitment, training and retention of staff in specialist roles. 

 

Flexible working, work-life balance or family friendly are all terms for policies 

that enhance the ability of employees to manage paid work with the 

responsibilities of caring for their families. 

 

Equal Pay Day The current gender pay gap means that women effectively 

stop earning relative to men on a day in November. The day is referred to as 

Equal Pay Day and varies according to the actual pay gap each year – in 

2016 Equal Pay Day was the 10th of November. 

 

The Pay and Grading Team of Police Scotland/SPA are also currently 

undertaking a complex data gathering exercise relating to SPA/police to 

identify issues in terms of the gender pay gap.  Gender pay gap data will 

continue to be used to inform the development of a new pay and grading 
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structure for SPA/police staff, so that Police Scotland/SPA can reinforce and 

improve their committed position on equal pay.  

  

Police officer pay is established by the Police Negotiating Board (PNB). 

Although we do not determine the pay systems for police officers, we are 

committed to identifying and taking appropriate actions within our control to 

support pay equality. Any findings out with our control will be notified to PNB.   

 

In support of this commitment to equal pay, we will:    

  

 Continue to progress our Staff Pay and Reward Modernisation Project 

to ensure that we are an organisation that has a fair, equitable and 

affordable pay policy and appropriate terms and conditions that support 

policing priorities. 

 Evaluate each role using a single analytical job evaluation scheme in 

establishing pay for members of staff.   

 Identify, examine and address occupational segregation where it is 

found. 

 Provide training and guidance for those involved in determining pay 

and the job evaluation process.   

 Continue to engage with ‘Close the Gap’, a partnership initiative 

working in Scotland on gender equality. 

 Continue to improve communications through the use of the intranet 

and roadshows, informing police officers and SPA/police staff of how 

reward practices work and how their own reward is determined.   

 Respond to grievances and other concerns on equal pay.   

 Continue to consult with trade union representatives to discuss and 

agree changes to reward policy, where appropriate.  

 

 

What are the wider economic and social benefits of closing the gender 

pay gap? 

 

These have been addressed in a number of papers Gender Equality Pays 

Close the Gap and Glasgow Caledonian University April 2016, Fawcett 

Society publications 

The Scottish Government voluntary initiative, the Scottish Business Pledge, 

and the Partnership for Change 50/50 by 2020 campaign are representative 

of the Government's understanding of gender equality as an economic 

advantage. 

 

We are interested in responses from individuals, SMEs and other 

businesses, and interest groups to the following questions: 

 

What role can procurement policy play in promoting equal pay? 

 

The specific public sector duty places a requirement on listed public 

authorities to consider award criteria and conditions in relation to public 
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procurement. Consideration could be given to ensuring that public 

procurement contracts are given to organisations who report their Equality 

Pay statement, gender pay gap and action plan to reduce the gap. 

 

 

Scottish Police Authority/Police Scotland
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Gender Pay Gap 
 

COSLA 
 

Background 
 
To inform its inquiry in 2017, the Scottish Parliament’s Economy, Jobs and 
Fair Work Committee is seeking views on the gender pay gap in Scotland.  
 
The inquiry will focus on three key areas: 
 

 Defining the gender pay gap and looking at how it is measured 

 The gender profiles of Scotland’s public and private sectors, looking 
and good and bad practice in these areas and the benefits to 
businesses of closing the pay gap 

 What action the Scottish Government is taking and could take, to 
reduce the gender pay gap. 

 
To assist the committee, CoSLA/SPDS have been asked to submit a 
response to a number of questions. 
 
Approach 
 
The returns have been received and as common themes have emerged, the 
returns have been captured in one complete response for the committee. 
 
The common themes include: 
 

 There are strengths and weaknesses in the various definitions of the 
gender pay gap 

 There are wider social and cultural issues the contribute to the gender 
pay gap and these matters need to be considered when developing 
policy 

 Median hourly pay is a reasonable measure, but other characteristics 
could provide further explanation of the gender pay gap 

 There are many reasons for the gender pay gap, including those 
outlined above, occupational segregation, workforce participation, 
caring responsibilities, access to training and so on 

 Following implementation of single status, good practice in local 
government in Scotland 

 Economic and social benefits of reducing the gender pay gap 

 The impact of procurement practices on reducing the gender pay gap 
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From academics and interests groups in particular 
 
What are the strengths and limitation of the different definitions of the 
gender pay gap? 
 
All of the definitions of the gender pay gap have both strengths and 
weaknesses.  A simple comparison of basic hourly rates gives a clear and 
easily understood figure which can be produced by most employers.  It does 
not however highlight differences in overall earnings, which may encompass a 
range of pay elements.  Using a more complex comparison would highlight 
more clearly where a gender pay gap exists, however calculations are more 
likely to be subject to misinterpretation of any guidance, leading to figures 
which are not directly comparable.  
 
For the definition of the gender pay gap to be accurate it needs to control for 
many male female characteristics such as hours worked, higher wage 
distortions (median wage), probability of overtime work, age, and occupation 
sector etc. All of these can to various degrees be taken into account.  It is 
commonly reported that women are under-represented in upper management 
or senior positions and are more likely to work in low paid occupations 
(vertical and horizontal segregation). Understanding and addressing these 
reasons includes understanding the preferences towards male and females 
engaging in the labour market in addition to employer practices and 
perceptions.  
 
Focus may also be given to non-monetary compensations, such as: flexible 
working hours, holiday allowance, commuting durations.  So while achieving 
improvements in the gender pay gap are welcomed, there needs to be an 
appreciation beyond pay towards the non-monetary benefits of work. 
 
Are current Scottish Government and Office for National Statistics (ONS) 
statistics adequate for policy making and scrutiny in this area? 
 
It is advisable that gender pay gaps are not used in isolation to base policy 
and scrutiny of improvements. An understanding of the structural differences 
in the  labour market is needed to understand why gender pay gaps can 
persist. Differences in social norms for caring responsibilities between male 
and females are a factor and there is evidence of this persisting, despite 
trends that show more women entering the labour market over time. Attitudes 
towards flexible working practices, allowing equal access to training, and 
progressing more gender equality towards paternity/maternity leave would 
address some of the other contributions to the gender pay gap.         
 
The statistics are adequate for reminding everybody that gender pay gap 
remains a challenge; however,  it is felt that information is not readily available 
when determining goals and objectives, or showing progress on closing the 
gender pay gap. 
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Is the Scottish Government's National Performance Framework indicator 
based on the most appropriate measurement of gender pay? 
 
The measure for the gender pay gap is the median hourly earnings (excluding 
overtime) between men and women working full-time. This is appropriate for 
controlling some of the differences from low/high wage distortions, choice of 
full-time and part-time work, and the differences in gender probabilities of 
working overtime. It does not however, address the obvious occupation 
differences between male and female, and length of service (e.g. age), which 
could be controlled for and give a richer understanding of the hidden gender 
characteristics. As a single measure it is reasonable but will still mask some 
other measurable characteristics that can further explain part of the gender 
pay gap. 
 
However, there needs to be some consistency across councils in using the 
same measure. In some areas the gender pay gap calculation being used is 
that defined by the EHRC and more recently Close the Gap.  The definition 
and calculation that they specify is different from the calculation on the SPI 
documentation relating to this specific indicator. This can cause issues with 
councils if the calculation defined by national Equalities groups/organisations 
differ from those defined by SOLACE. 
 
What reasons are there for the existence of the gender pay gap? 
 
There are many factors influencing the gender pay gap, such as Gender 
stereotypes in the home and society; and lack of information and options open 
early enough to influence further education and career choices.  But its also 
important is understanding decision to participate in the labour market and the 
value of the non-monetary work benefits also affect both vertical and 
horizontal segregation.  
 
Access to good quality and affordable childcare for the required number of 
working hours.  Traditional gender roles within families - i.e. the male in full 
time employment with the female being the main carer and more likely to be in 
lower paid part time employment or not employed.   Gender stereotyping at 
school - i.e. girls studying caring and admin and boys studying engineering 
and science.  Traditional low value of female dominated sectors and 
professions. 
 
Many senior jobs are not compatible with childcare and a balanced family life 
e.g. travel; social events; long hours; lack of flexibility. Unless roles in the 
home and society are evenly split between men and women, it will continue to 
be challenging for many women to pursue senior positions. 
 

From businesses and organisations, particularly SMEs 
 
Are there specific issues with gender pay within the Scottish public and 
private sectors? 
Single Status made a significant impact on the gender pay gap in Scottish 
Councils and addressed historical pay inequality relating to bonus schemes. 
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The primary factor in the current gender pay gap in local government is 
occupational segregation. Many lower paid jobs still tend to be predominantly 
occupied by females ie care, clerical, cleaning, catering etc.  Although various 
initiatives have been introduced to counter this there is still an aging workforce 
profile within Scottish Councils and addressing occupational segregation must 
be seen as a longer term objective. 
 
There is little consistency in pay approaches between the public and private 
sectors.  The public sector has had to publish gender pay information, along 
with outcomes to address pay gaps since 2013 (under the Public Sector 
Equality Duty legislation.   A large proportion of the workforce is female 
(approx 70%), occupying front line service posts, being paid the living wage or 
slightly above.  There are challenges in terms of offering suitable, appropriate 
career paths to traditionally lower paid front line females which contributes to 
the gender pay gap.  Within the public sector, there are different national 
conditions of service, i.e., Local Government Employees, Teachers, Craft and 
Chief Officers, some of which contribute to the overall gender pay gap. 
 
What are some examples of good or bad practice within Scotland or 
internationally? 
 
Scottish Councils' "Single status" agenda - applied an analytical job evaluation 
scheme across different staff groups. This made a significant impact on the 
gender pay gap.   
 
Other good examples include:   implementation of the Scottish local 
government living wage, settling equal pay claims, developing strategies to 
address the attainment gap, compliance with the equality duty and culture and 
benchmarking pay and grading with market forces.   
 
Equal Pay Audits have been required in local authorities for a number of years 
and there is data to show that the gender pay gap is decreasing.  
Implementation of the Living Wage - more women work below the Living 
Wage than men.  Shared parental leave. 
 
In the wider world limited working week ( 35 hours in France for example ) and 
positive discrimination ( certain % females on board for example ) are good 
examples.   
 
What are some examples of gender pay policies leading to more 
effective and successful businesses? 
 
As part of its equal pay audits, regular reviews of access to various pay 
related policies such as market supplements, temporary higher duties, 
accelerated increments, overtime etc. to ensure there are no discriminatory 
practices. 
 
Review of terms and conditions of employment, introduction of Equal pay 
policies and associated equal pay audit, review of accelerated pay increments 
related to service / entry points to minimise pay gaps.   Development of career 
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paths, flexible contracts and family friendly policies which support and 
encourage females in the work place and enable social mobility and potential 
to earn more. 
 
What are the wider economic and social benefits of closing the gender 
pay gap? 
 
Wider economic and social benefits of closing the gender pay gap are 
creation of a fairer society, where our population has greater opportunity 
reaching their full potential, utilising diverse skill sets. 
 
Reducing the gender pay gap directly supports the Fair Work Framework and 
Principles. It should provide an incentive for work and consequently reduce an 
individual's dependency on benefits. This also provides a stimulus to the local 
economy. 
 

From individuals, SMEs and other businesses, interest groups 
 

Can more be done to promote equal pay through the Scottish Business 
Pledge and the Fair Work Convention? 
 
The SBP has a good record on ensuring that its participants pay the living 
wage, though this is perhaps in part due to the fact that being a living wage 
employer is a precondition to taking the pledge to begin with. The majority of 
accredited living wage employers in Scotland have still not taken the pledge. It 
may be beneficial to put more emphasis on the other elements of the pledge 
which could promote equal pay. Based on the SBP statistics from November 
2016, making progress on diversity and gender balance has been the least 
successful element of the pledge.  
 
Since workforce segregation, both in terms of sectors and within 
organisations, remains a key cause of any gender pay gap, a greater focus on 
this element could be beneficial. It may be useful if the Scottish Government 
were able to provide more active support, such as clearer guidelines in the 
pledge elements with more specific objectives, and engagement with 
organisations who might struggle to implement good practices. 
 
To what extent has the Scottish Business Pledge changed employment 
practices as regards gender pay? 
 
Any potential impact of the SBP on the gender pay gap is perhaps 
unfortunately undermined by the low levels of participation in the programme.  
 
As at 9 February 2017, 333 businesses have signed up to the SBP, 
representing less than 0.5% of employers. All of these employers pay the 
living wage, which disproportionally benefits women as the majority of workers 
in the lowest paid jobs are female. However, based on their own statistics 
from November 2016, only around a third of participating businesses are 
making progress on diversity and gender balance. Furthermore, to the extent 
that participants in the SBP are adopting good practices as regards the 
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gender pay gap, it is unclear whether this is due to the SBP itself as opposed 
to other incentives, and more data would presumably be needed in order to 
assess this.  
 
Ultimately, it seems that the SBP has thus far not had enough reach to 
influence employment practices across Scotland. 
 
What are the enterprise agencies and local authorities doing to support 
gender pay equality and can more be done? 
Local Authorities have implemented job evaluation schemes to satisfy the 
principle of equal pay for work of equal value and to ensure arrangements are 
transparent. Most notably, such policies have eliminated payment of bonuses 
(which tend to disproportionately favour men and male-dominated positions 
on the whole) in favour of contribution-based pay progression systems. 
 
Job ratings under such policies have been subject to equality impact 
assessments to reduce bias. 
 
What role can procurement policy play in promoting equal pay? 
In areas of the private sector which rely heavily on public contracts, a 
procurement policy which gives preference to good practice with respect to 
gender pay, e.g. [private] companies with lower levels of vertical segregation 
or those with good flexible working and maternity arrangements, could have 
an influence on industry practice as businesses compete for public contracts.  
 
Implementing this could involve requiring pay gap data to be included in 
tender documents.  
 
Similar affirmative action arrangements have been introduced in local 
authorities concerning workforce questions, seeking details from bidders 
which will impact on contract award(s). For example: do they support the 
living wage, offer a wide range of staff training and development opportunities, 
offer flexible working and flexi time, offer an employee assistance scheme; 
have a strong commitment to Modern Apprenticeships, and have  no 
inappropriate use of zero hours contracts. 
 
Are the devolved public sector bodies (including the Scottish 
Government, National Health Service and local authorities) examples of 
good practice? 
 
Local authorities do provide examples of good practice, but this is a process 
of continuous improvement and there is no place for complacency.  There is 
work to be done in terms of - work life balance, additional payments, jobs 
dominated by one gender. 
 
COSLA 
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Gender Pay Gap 
 

Scottish Water 
 
As a public corporation, Scottish Water is fully supportive of the range of reporting 
and action planning for equality that is required under the Public Sector Equality 
Duties (PSED), which apply to the Scottish public sector. 
 
We are also very aware of the need for all businesses to understand their workforce 
demographics in order to best be able to provide a fair work environment that 
considers the needs of all employees. We believe that this is not only the right thing 
to do, but that it can provide a competitive advantage in seeking and securing the 
best talent together with helping an organisation to become an employer of choice.  
 
Scottish Water’s gender pay gap 
Through PSED reporting every two years, Scottish Water has reported on the 
gender pay gap in basic salary between male and female employees. Despite 
operating in a utilities sector that is traditionally over-representative of male 
employees, Scottish Water has no basic salary gender pay gap. This was the case in 
our last report in 2015 and remains so in our soon to be published 2017 report. The 
key reason is that although women make up only 27% of the workforce, they are 
employed on average in higher graded roles than men. 
 
This year Scottish Water also intends to publish gender pay gap information 
calculated in line with the new UK private sector legislation that comes into effect 
from April 2017. Although we are not a private sector organisation, our performance 
is benchmarked against private sector water companies, while our customer service 
ambitions are driven by cross-sector comparisons. We also believe that expanding 
the information we publish displays further transparency on this subject. 
 
Standardising the pay gap calculation 
The PSED focus on basic salary allows for a clear comparison of pay gaps across 
different organisations and sectors. However, basic salaries are only part of take 
home pay for many employees. The new private sector legislation tries to address 
this by including other pay elements in a definition of “normal pay”. This is a useful 
tool as it negates any temptation for complacency and allows focussed activities to 
help promote closing of the gap.  
 
Closing the gender pay gap 
The causes of any “normal pay” gap are complex, with the greatest driver being 
occupational segregation followed by length of service and age, both of which are 
greater for male compared to female employees within our business. This leads to 
three compounding effects:  
 

 higher paid roles in technical or engineering occupations are male dominated;  
 

 roles in front line operations that require out of hours work and which 
therefore attract shift pay or standby and call out payments, are almost 100% 
male; and  
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 men have had more time to move further up their pay scales than women.  
 
We believe that tackling the gender pay gap would be aided by a national strategy 
on communicating and making as accessible as possible a full range of career 
options and opportunities to women. This includes encouraging women to train 
and/or re-train in STEM subjects early in their careers, but also at times of career 
transition or when returning to work after a break. Scottish Water has worked with 
Energy & Utilities Skills in developing their workforce renewal and skills strategy to 
2020, much of which is focussed in these areas. 
 
A more general review of the types of work available (full time / part time / contract 
types, etc.) would be useful to understand how employment opportunities could be 
made more attractive to a wider range of people.  
 
Actions already happening at Scottish Water 
We has taken steps to encourage greater female participation in our Modern 
Apprenticeship and Graduate programmes; our internal future leadership 
programmes; our establishing of a Women in Scottish Water equality group; and 
recently a scheme to reward employees for referring female candidates for front line 
operational jobs that are male dominated. We also work with schools to encourage 
more young people, particularly women, into STEM careers.  
 
Gender pay gap in the supply chain 
Larger employers have the ability to influence the terms and conditions of 
employment adopted by companies in their supply chain. Where there is a legal 
requirement, such as paying minimum wage, compliance with working time 
regulations, health and safety law, anti-slavery legislation, etc. then Scottish Water 
builds these into procurement contracts.  
 
In 2015 we became an accredited Scottish Living Wage employer and the Scottish 
Government’s procurement guidelines have been helpful in reinforcing this through 
our procurement agreements. In 2016 we were also the winners of the Fair Work 
Employer of the Year, sponsored by the Scottish Government at the Scottish 
Business Awards. We are pleased to be able to show leadership in these areas and 
influence the wider water industry. 
 
We hope that the thoughts above will prove useful and we look forward to the 
opportunity to discuss these matters during the Committee’s call for evidence on the 
gender pay gap. 

 

Scottish Water 
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Agenda item  

 

28 March 2017  
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/3 

 

Economy, Jobs and Fair Work Committee 

The committee has shown an interest in the gender pay gap by age, with 
particular interest in the 30-39 age bracket. This paper looks to provide further 
information on the issue. The data in ‘The gender pay gap – facts and figures 
2016’ SPICe briefing presents pay gap figures by age based on full-time 
median earnings. This is to be consistent with the Scottish Government’s 
definition, as outlined in Scotland Performs.   
 
Figure 1: Pay gap for full-time earnings by age group in Scotland and 
the UK (median hourly pay excluding overtime) – 2016 

 

A number of witnesses have highlighted that it is important to look at the pay 
gap for all employees, not just full-time workers. Many more women than men 
choose to work part-time in their thirties and forties. Therefore, Figure 2 has 
also been included to show the pay gap for all employees by age group. 

 

  

http://www.scottish.parliament.uk/ResearchBriefingsAndFactsheets/S5/SB_17-06_The_gender_pay_gap_fact_and_figures_2016.pdf
http://www.scottish.parliament.uk/ResearchBriefingsAndFactsheets/S5/SB_17-06_The_gender_pay_gap_fact_and_figures_2016.pdf
http://www.gov.scot/About/Performance/scotPerforms/indicator/paygap
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Figure 2: Pay gap for all employees by age group in Scotland and the UK 
(median hourly pay excluding overtime) – 2016 

  

When all employees are included it is clear that men, over-all, still earn more 
than women when comparing median hourly pay (excluding overtime) across 
all age groups. The pay gap for employees in their thirties is 6.3%, compared 
to an 'all-age' gap of 15.6%.  

 

Figure 3 looks at the full-time, part time split by age and gender. In the 22-29 
age group 70% of women work full-time which is the highest of any age group 
for women. In the 30-39 age group only 56% of women work full-time while 
94% of men work full-time. 

Figure 3: Proportion of people in full time and part time employment by 
gender and age in Scotland - 2015 

 

Source: ONS 

Figure 4 shows the gender pay gap for all employees, those working full-time 
and those working part-time. It shows that while there is a negative pay gap 

https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/adhocs/006126annualsurveyofhoursandearningsashewgorbyagefrom1999to2015provisional
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for full-time workers in the 30-39 age group the pay gap for all employees is 
6.3% while the part-time pay gap is -18.8%.  

Figure 4: Median gender pay gap by age group in Scotland by age group 
(median hourly pay excluding overtime) - 2016 

 

 

Source: SPICe analysis of the 2015 APS 

Why is there such a large negative pay gap for part-time workers aged 
30-39? 

Within this age group 88% of those who work part-time are women, with 
women more likely to work part-time in higher paid professional jobs. 

How can the pay gap for all employees aged 30-39 be positive if both the 
full-time and part-time pay gaps are negative? 

There are two main contributing factors –  

 Full-time pay is higher than part-time.  

 Women are far more likely to work part time. 
As shown in figure 3 there is a significantly higher proportion of men who work 
full-time compared to women within the 30-39 age bracket. With full-time pay 
being on average higher than part-time pay, see table 1, this means that the 
average pay of all men in employment, full-time and part-time, is higher than 
for all women in employment, full-time and part-time. 
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Table 1: Median hourly pay excluding overtime for 30-39 year olds - 2016 

 Full-time Part-time All 

Men £14.25 £8.72 £13.75 

Women £14.30 £10.36 £12.89 
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