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ECONOMY, JOBS AND FAIR WORK COMMITTEE 
 

AGENDA 
 

14th Meeting, 2017 (Session 5) 
 

Tuesday 2 May 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. The Committee will also decide whether its 
consideration of draft Report on the Gender Pay Gap and its approach to the 
Data Inquiry should be taken in private at future meetings. 

 
2. Gender Pay Gap: The Committee will take evidence from— 
 

Linda Murray, Head of Strategy, Scottish Enterprise; 
 
Carroll Buxton, Director of Regional Development, Highlands and Islands 
Enterprise; 
 
Lynne Cadenhead, Chairman, Women's Enterprise Scotland; 
 
Elma Murray, Chief Executive of North Ayrshire Council, Member, Scottish 
Local Authorities Economic Development Group; 
 

and then from— 
 

Jamie Hepburn, Minister for Employability and Training, Lorraine Lee, 
Senior Policy Executive, Fair Work Directorate, and Emma Congreve, 
Economic Adviser, Housing and Social Justice Directorate, Scottish 
Government. 
 

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

Highlands and Islands Enterprise (HIE) 
 
HIE is the Scottish Government's economic and community development 
agency for the north and west of Scotland. Our purpose is to generate 
sustainable economic growth across the Highlands and Islands, ensuring that 
it is a highly successful and competitive region in which increasing numbers of 
people choose to live, work, study and invest. Through our account 
management approach we provide bespoke solutions and a wide range of 
support, including access to national and international services and expertise. 
Building on this holistic approach we promote and encourage adoption of 
the Scottish Business Pledge, articulating the benefits to both businesses and 
to the wider society. 
 
We welcome this opportunity to respond to the Scottish Parliament’s 
Economy, Jobs and Fair Work Committee inquiry. Our response addresses 
the effect of the gender pay gap on the Scottish economy with a particular 
focus on business performance, our contribution as a public sector body and 
employer and Scottish Government action which could help address the 
issue. We also provide comment on the causes, definition and measurement 
of the gender pay gap. 
 
The causes of the gender pay gap  
The gender pay gap is symptomatic of inequalities in women’s contribution to 
economic growth which impact negatively on business performance and 
productivity. While some pay differences may be due to unlawful application 
of pay and grading structures, two major factors result in penalties which 
derive from low earnings.  These are: occupational segregation and 
underemployment. 
 
HIE’s research (ekosgen, 2017) indicates that, while patterns of occupational 
segregation (the clustering of men and women in different job types and pay 
grades) are present across Scotland, they are more pronounced in the 
Highlands and Islands. This is also evidenced by a higher gender pay gap 
across the region. Key determinants of occupational segregation include 
gender stereotyping; gendered roles around caring responsibility; lack of 
flexible, affordable and accessible childcare; lack of routine flexible working or 
inclusive working practices; and under-representation of women in leadership 
and Board roles.  
 
Women tend to become disengaged from the labour market in their 30s, or 
their earnings plateau at this age, decreasing by half by the time their first 
child reaches the age of 12 (Olsen & Walby, 2004). The same pattern is not 
evident for fathers, with men earning more than women from their 30s 
onwards. Olsen and Walby attribute 36% of the gender pay gap to gender 
differences in lifetime working patterns. 
 
While the Scottish Government’s Early Years Strategy aims to meet a child’s 
developmental needs more could be done to meet the needs of working 
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parents. Current statutory provision for free part-time childcare places, whilst 
welcome, provides financial support for parents but does not enable full-time 
working, particularly for those on lower earnings. Lack of flexible, affordable, 
all year, wraparound care for children up to and including school age acts as a 
barrier to female full-time workforce participation. Current parental leave 
provisions also continue to reinforce women as secondary earners. 
Supporting fathers to share caring responsibility on an equal basis would help 
normalise part-time working in higher value roles, benefiting both men and 
women. Childcare provision impacts not only on parental working patterns. 
The Joseph Rowntree Foundation (2016) found that working parents had hit a 
living standards ceiling due to high childcare costs. They suggest an overhaul 
of the UK’s childcare system to help parents balance earning and caring, and 
improve affordability. 
 
Under-employment also impacts negatively on inclusive economic growth. 
Families in many parts of the Highlands and Islands have traditionally adopted 
a multi-occupational way of life which enables the family unit to remain viable 
and sustains local services employing part-time, seasonal or casual staff. 
Under-employment is associated with this working pattern and individuals will 
often opt for relatively well-paid, full-time employment when it becomes 
available.  
 
More recently there has been an increase in individuals moving to part-time 
working, accepting under-employment as an alternative to unemployment. 
Under-utilisation of skills and availability to work carries significant economic 
consequences for sustaining inclusive economic growth and has a detrimental 
impact on business performance and productivity. The recent economic 
downturn also impacted on those in self-employment, with intermittent 
demand on services affecting individual earnings.  
 
This has significant consequences not only for businesses but also for young 
people’s prospects. Where job opportunities are limited and poorly paid, 
young people have tended to leave their home areas, or the Highlands and 
Islands as a whole. HIE’s research (2015) indicates that, while young women 
are more likely to want to work locally, they are less likely to think they will be 
able to do so: “This requires promoting good quality employment opportunities 
(with good pay, progression), including higher quality opportunities in a wider 
range of sectors (females are still more aware of sectors which are perceived 
to be lower paid).” 
 
HIE’s contribution through business support 
HIE plays a significant role in addressing factors which can help narrow the 
gender pay gap. HIE is a steering group member of Close the Gap, the 
project which aims to close the gender pay gap in Scotland. We support 
project interventions, such as “Think Business, Think Equality” which enables 
SMEs to understand and implement the business and economic benefits of 
addressing gender equality.  
 
HIE promotes adoption of the Scottish Business Pledge to all clients, 
articulating the business benefits which they can achieve in terms of 

https://www.closethegap.org.uk/
http://www.thinkbusinessthinkequality.org.uk/
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profitability and productivity through commitment to fair and progressive 
business practices. Many of these will help narrow the gender pay gap. Case 
studies of two of HIE’s account managed businesses that have adopted all 
nine elements of the business pledge can be found on HIE’s website. Douglas 
McKenzie, managing director of Xanthella believes that “Lots of things in the 
pledge are the minimum that a company should be doing: innovation, attract 
and retain good people, and valuing your staff.”  For LifeScan Scotland, 
becoming a Living Wage Foundation accredited employer was the biggest 
change for the company in meeting all nine components of the pledge, 
affecting over 40 employees.  
 
We believe that adoption of the Scottish National Living Wage is a key 
component in addressing the gender pay gap. This is more likely to benefit 
female workers who are more highly represented in low paid roles or industry 
sectors (Training and Employment Research Unit, 2015). As well as 
promoting this to our account managed businesses HIE encourages adoption 
of fair work practices, including the Living Wage, in our procurement activity 
where relevant and proportionate to the contract. Applying the Scottish 
National Living Wage is also likely to help address the current increase in 
rates of in-work poverty, whereby many of those experiencing poverty are in 
households with at least one earner (Joseph Rowntree Foundation, 2016). 
Poverty is increasingly becoming a problem of low pay rather than of a lack of 
employment.  
 
In 2016, HIE, Scottish Enterprise and the Rural and Islands Housing 
Association Forum commissioned an update of figures in the 2013 Minimum 
Income Standard for Remote Rural Scotland (Centre for Research in Social 
Policy, 2016). This showed that, in 2016, a minimum acceptable standard of 
living in remote rural Scotland typically required between a tenth and a third 
more household spending than in urban parts of the UK. The research 
considered living costs in remote rural Scotland in the context of the fragility 
and sustainability of local communities, and the desirability of pensioners, 
working-age adults and families with children, on a range of incomes, to be 
able to live satisfactory lives there. 
 
Addressing the pipeline of women for senior leadership and board roles is 
another of HIE’s priority activities. HIE’s business support includes the 
provision of leadership and entrepreneurship programmes to increase 
business capability to develop innovative workplaces. On 1st February 2017, 
HIE and Scottish Enterprise, in collaboration with the Scottish Government, 
delivered a conference for private sector companies to raise awareness of the 
business benefits of diverse boards and to support companies to consider 
action they can take to improve the gender balance and wider diversity of their 
boards. Our work with Scottish Government and Changing the Chemistry also 
increased women’s representation on HIE’s Board. 
 
HIE’s contribution as an employer 
HIE also makes a significant contribution as an employer. HIE is a Scottish 
Living Wage accredited employer, providing well-paid employment and acting 
as an exemplar employer in the region.  Since 2003, HIE’s equal pay reviews 

http://www.hie.co.uk/business-support/scottish-business-pledge/default.html
http://www.hie.co.uk/about-hie/equality-and-diversity/default.html
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have fed into pay policy and the review and application of HIE’s pay and 
grading structure. Our gender pay gap has narrowed year-on-year (Figure 1) 
and we publish both mean and median data for full-time and part-time 
employees, to enable appropriate benchmarking (Figure 2). 
 
Figure 1: HIE gender pay gap 2007-14 
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Figure 2: HIE gender pay gap 2014 - mean and median 
 
2014 

Mean Median 

Full-time 14.72% 14.62% 

Part-time 23.73% 23.33% 

All staff 15.94% 23.33% 
 
To develop a pipeline of senior women, HIE ensures that both men and 
women are represented on HIE’s leadership development programme. 
Representation of female employees increased from 66% in 2015 
(representative of the gender balance of HIE’s workforce) to 80% in 2016. 
 
Part-time working is often viewed as a means of women combining caring 
responsibilities with career aspiration, but is not always available at senior 
levels. HIE explored how working full-time compressed hours can achieve this 
aim. Analysis of part-time and compressed hours working within HIE indicates 
that 34% of female part-time workers are in grades E or above, while 84% of 
those working full-time compressed hours are in higher grades. This indicates 
that flexibility of full-time hours supports women in full-time employment. A 
senior HIE manager, Rachel, has been an advocate for flexible, family-friendly 
working, ensuring support is available for staff with a range of challenging 
caring demands:  “I have found HIE’s positive culture in promoting gender 
equality, delivered through a range of progressive workplace policies, 
extremely empowering, enabling and motivating. HIE has enabled me to 
develop a very fulfilling career and break through that proverbial “glass 
ceiling” that exists for many women in Scotland. I am pleased that this has 
also demonstrated to others, both inside and outside the organisation, that 
working part-time or flexibly from a remote location has not been a barrier to 
promotion.” 
 
Gender pay and the Scottish public and private sector 
The Public Sector Equality Duty (PSED) is an effective driver of pay 
transparency.  Listed public bodies must publish their gender pay gap and 
patterns of occupational segregation every two years. The public sector is 
also more likely than the private sector to pay the Scottish Living Wage. As 
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women are more likely than men to be in low paid roles, this is an effective 
way to address the gender pay gap at the lower end of the earnings profile. 
Larger private sector bodies are now also required to publish their gender pay 
gap, which may lead to greater transparency of pay.  
 
Tackling the Technology Gender Gap Together (Skills Development Scotland, 
2017) is indicative of a range of collaborative initiatives between the public 
and private sectors which aim to address occupational segregation, one of the 
main causes of the gender pay gap. HIE is a member of the gender 
workstream, reviewing projects which will increase the pipeline of women in 
the technology sector, from early years’ activity through education and into 
employment.   
 
The public sector influences private sector pay practices through its 
procurement function. Legislation prevents making award of contracts 
conditional on payment of the Living Wage. Legal clarification would be 
welcome to facilitate positive action in promoting progressive working 
practices more effectively.  
 
Definition and measurement of the gender pay gap 
Analysing a range of gender pay gap calculations provides a comprehensive 
overview of gender differences in pay in Scotland to inform policy 
development to promote and support gender equality. This helps drive 
business productivity. However, capturing average earnings is not sufficient 
on its own.  
The pay gap must be considered in conjunction with the factors discussed 
above – differences in the working patterns of men and women and the 
impact of occupational segregation. As women tend to be concentrated in 
low-paid sectors and roles and are more likely than men to work part-time, 
this impacts disproportionately on both women’s average and lifetime 
earnings. Women are not only more likely than men to be disadvantaged 
financially, but also in terms of career progression and skills utilisation, which 
impacts negatively on Scotland’s economic performance. 
 
Current Scottish Government and Office for National Statistics (ONS) gender 
pay gap calculations exclude many workers such as those who are self-
employed, omitting an increasing number of both male and female workers 
from analysis. This is particularly important as many women seek self-
employment as a means of balancing career with family responsibilities. 
Gender pay gap figures also exclude the increasing number of people working 
on zero-hours contracts, which impact disproportionately on women and 
young people, who are more likely to work in sectors applying these contracts 
(Training and Employment Research Unit, 2015).  
Excluding payments such as overtime from both the Scottish Government and 
ONS calculations also results in an incomplete picture as men are traditionally 
more likely than women to be paid overtime. 
 
The Scottish Government’s National Performance Framework indicator is 
measured in median hourly earnings excluding overtime for those working full-
time. As such this is not based on the most appropriate measurement of 

http://www.skillsdevelopmentscotland.co.uk/media/42478/tackling-the-technology-gender-gap-together-2.pdf
http://www.gov.scot/About/Performance/scotPerforms/indicator/paygap
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gender pay. Excluding earnings for part-time workers and those earning 
overtime payments overlooks the earnings of a significant proportion of the 
workforce. For example in the Highlands and Islands (ekosgen, 2017): 

 women represent 50% of the working age population (age 16-65) 

 54% of the female workforce works full-time (87% of men) and 46% 

work part-time (13% of men) 

 

Consequently almost half of the female workforce of the Highlands and 
Islands is excluded from the performance indicator. Excluding the gender pay 
gap for part-time workers significantly under-estimates the impact of gender 
pay differences on the economy. Narrowing of the part-time gender pay gap is 
a measure of progress in addressing occupational segregation, a key factor in 
policy development to address the gender pay gap. Clarity is therefore 
essential on the composition and use of the differing methods used to 
calculate the gender pay gap in order to provide meaningful data to 
benchmark gender pay differences in the Scottish economy. Comprehensive 
use of full-time equivalent hourly earnings for both part-time and full-time 
workers and analysis of the application of overtime payments are essential 
components of definition and measurement. 
 
Income data used to inform policy development to tackle income inequalities 
and deprivation is an important indicator of progress against key priorities 
within Scotland’s Economic Strategy. Improving sources of income data would 
enhance applicability across more sparsely populated areas of Scotland.  HIE 
utilise the Annual Survey of Hours and Earnings (ASHE) data at the Scotland 
and regional level. Over reliance on survey responses from large companies 
(less dominant in the Highlands & Islands) and very small sample sizes mean 
sub-regional analysis is not robust or meaningful. Earnings are a proxy for 
productivity – improved data and the potential to utilise HMRC data on pay 
would be hugely beneficial in providing a clearer indication of the productivity 
deficiencies and the gender pay gap experienced in the region. 
 
There is no definitive average calculation for the gender pay gap. Headline 
figures vary depending on the calculation used; the mean or median. The 
median (the mid-point of all employee hourly rates of pay) is most often used 
to report income and is often felt to be a better indicator of the amount earned 
by the ‘typical’ individual as it is not skewed by very high or very low earners. 
However, as research shows that high earners tend to be men, while lower 
earners tend to be women, the median can mask gender differences.  
 
The mean (adding all employees’ pay together divided by the total number of 
employees, including the very high and very low earners) is an important 
measure of women’s experience of labour market disadvantage compared to 
men’s. Consequently both mean and the median calculations are relevant and 
should be adopted, enabling analysis which highlights a range of policy 
issues. 
 
 
Highlands and Islands Enterprise (HIE) 
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Gender Pay Gap Inquiry 
Women’s Enterprise Scotland 

Introduction 
Women’s Enterprise Scotland welcomes the opportunity to contribute to the 
debate on the gender pay gap in Scotland.  While little research has been 
done on the gender pay gap with the self-employed and in business in 
Scotland, the gender pay gap does exist amongst these groups and our 
response below highlights some of the key issues. 
Women’s Enterprise Scotland works to create an entrepreneurial environment 
where women-led businesses can flourish and grow. To make the most of this 
opportunity for economic growth, and to improve the gender gap in Scottish 
entrepreneurial activity, Women’s Enterprise Scotland works to a new norm 
for women in business. 
It is over 45 years since the Equal Pay Act came into force, but there is still 
inequality between men’s and women’s pay in Scotland. The current estimate 
is that there is a 14.9% gap between men’s and women’s combined hourly 
rates, and a 32.2% gap when you compare women’s part time hourly rate to 
men’s full time hourly rate. Also women are more likely to be –  

 working for lower rates of pay, and on a part-time basis, than men, 

 underemployed relative to their skill and qualification level. 

The gender pay gap is one indicator of the women’s economic inequality, and 
illustrates the undervaluing of the work that is done by women.  Recent 
studies have shown the economic importance of women’s entrepreneurship to 
the UK and Scottish economy –  

 Scotland’s women-led businesses contributed £268m to the UK’s 

economy in 2015 with Glasgow generating £67million  

 Female entrepreneurs across Glasgow and Edinburgh set up 3,300 

businesses in 2015, with 7100 launched across all of Scotland.1 

Evidence shows that while currently only 21 per cent of SME business are led 
by women, women-led businesses contribute more than £5 billion towards the 
Scottish economy, and if rates of women-led businesses equalled that of men, 
the contribution to Scotland’s GVA would increase to £13 billion. Women 
entrepreneurs are central to the UK economy, setting up 1.2 million 
businesses between 2002 and 2015. 
 
Overview 
The latest report from the World Economic Forum forecast that it could take 
170 years to eradicate the disparity in pay and employment opportunities for 
women.2 
In terms of the gender pay gap, the situation for women who are self- 
employed3 or who have their own business is not so different from the 
mainstream labour market.  Studies in the USA have shown that even when 

                                                        
1
 https://www.sbnn.co.uk/2017/03/02/scotlands-female-entrepreneurs-boost-uk-economy-

268million/  
2
 https://www.weforum.org/reports/the-global-gender-gap-report-2016  

3
 In this paper, self-employed women are defined as those who at any given time have a 

contractual relationship with a company. This is different from women who own a business. 
They are defined in this paper as women business owners. 

https://www.sbnn.co.uk/2017/03/02/scotlands-female-entrepreneurs-boost-uk-economy-268million/
https://www.sbnn.co.uk/2017/03/02/scotlands-female-entrepreneurs-boost-uk-economy-268million/
https://www.weforum.org/reports/the-global-gender-gap-report-2016
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women are issuing their own pay, they pay themselves less, with priority 
going to pay staff and / or reinvesting in the business. 4 It is difficult to find 
data on the gender pay gap for self-employed and business owners.  This is 
largely due to the methods of collecting this data at HMRC.  However, the 
OECD report that self-employed women earn between 10% and 60% less 
than men across all countries5 and in the UK, it is reported that self-employed 
women earned 40% less than self-employed men in 2012. While the average 
income for a self-employed man in the UK was £17,000, the equivalent for 
women was £9,800.6  
What is the pay gap and how should it be measured? 
The gender pay gap is the difference in women’s and men’s average hourly 
pay, usually expressed as a percentage. Although the pay gap is expressed 
as a single indicator, it in fact represents a number of interrelated areas in 
which women’s and girls’ experience of education, training, employment, 
domestic labour, and care are different from boys’ and men’s.  
What are the strengths and limitations of the different definitions of the 
gender pay gap?  
WES preference would be to use the mean average, which better captures 
the gendered aspects of wages. The mean average is also the international 
standard, enabling comparisons globally. By definition, the median does not 
capture the extremes: however, extremes in pay are of integral importance to 
an analysis of the gender gap as it is almost exclusively men who have the 
exceptionally high earnings, while those on very low earnings are 
predominantly female.   
Are current Scottish Government and Office for National Statistics 
(ONS) statistics adequate for policy making and scrutiny in this area? 
The current data available through the Scottish Government and the Office for 
National Statistics are not adequate for properly analysing the pay gap in 
Scotland. It is difficult to find gender disaggregated data on pay for self-
employed and / or business owners in Scotland.  
Is the Scottish Government’s National Performance Framework indicator 
based on the most appropriate measurement of gender pay? 
WES believes that this NPF indicator is flawed, as it excludes part-time 
workers.  Self-employed women and women who have their own business are 
also excluded.  
Causes and consequences of the pay gap: What reasons are there for 
the existence of the gender pay gap? 
There are multiple and overlapping factors causing the gender pay gap that 
vary in scope and intensity, but usually reflect a combination of discrimination, 
underemployment, occupational segregation and unpaid work experienced by 
women. However, some key drivers behind the pay gap in Scotland include : 
Employment practices - Women lose out in the workplace through biased 
and non-transparent recruitment and promotion practices; discrimination 
embedded in the design of pay and grading systems; and lack of access to 
training, promotion and development and opportunities for skills acquisition. 

                                                        
4
 https://www.forbes.com/sites/meghancasserly/2012/10/26/women-entreprensurship-gender-

pay-gap-persists/#7a99c0ab67ca  
5
 Entrepreneurship at a Glance, OECD (2015) 

6
 The Guardian, 8 March 2014 

https://www.forbes.com/sites/meghancasserly/2012/10/26/women-entreprensurship-gender-pay-gap-persists/#7a99c0ab67ca
https://www.forbes.com/sites/meghancasserly/2012/10/26/women-entreprensurship-gender-pay-gap-persists/#7a99c0ab67ca
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Research by Close the Gap7 into employer action on equal pay found that 
while 94% of those employers surveyed had an equal pay policy in place, less 
than a third had undertaken an equal pay review, and only 3% had taken any 
action to address pay gaps. 
Occupational segregation -  Widely held gender norms and stereotypes 
based on assumptions about women’s and men’s capabilities, skills and 
interests results in occupational segregation.  Women are therefore more 
likely to be concentrated in female-dominated, low-paid, lower skilled and 
undervalued jobs.  Occupational segregation is also illustrated in the business 
sector, with women’s businesses underrepresented in the growth sectors as 
defined by Scottish Government. Research from the University of Glasgow 
showed that women account for 49% of the self-employed in the creative 
industries and 51% in tourism.  In all other growth sectors, they are under-
represented. There are particularly low levels of women’s self-employment in 
energy (9%), construction (5%), engineering (15%) and ICT and digital 
technologies (11%)8   Women owned businesses are more likely to be 
concentrated in certain sectors (health; social work and community; personal 
services) with few in sectors such as construction, transport, communications.  
Sectors where there are more women owned businesses tend to have lower 
levels of business growth and smaller turnover, leading to smaller pay. 9 
Another consequence of earning less in employment is that women have less 
financial capital with which to start up in business. There is evidence that such 
undercapitalisation at start-up stages restricts future business growth.10  
Women’s roles as carers: Many women start up their own business because 
of the lack of opportunities available to them in the labour market to best 
balance work and family life.  Studies suggest that self-employment and 
starting a business is attractive to women on the basis that it may help create 
a better work-life balance11 and creating more control over working hours and 
location.   
What are the wider economic and social benefits of closing the gender 
pay gap? 
WES believes that gender equality is a driver for economic growth and 
addressing the gender pay gap will have wider economic benefits.   
Many people enter self-employment not by choice but often by necessity, with 
different levels of male and female self-employment largely attributable to 
gendered divisions within the labour market. For example, many women set 
up their own business to escape issues of discrimination in the wider labour 
market such as the gender pay gap, unequal employment opportunities 
(‘glass ceiling’) and work-life balance issues.  
Analysis by the Resolution Foundation revealed that self-employed weekly 
earnings are 20 per cent lower than they were in 2006-07, while employee 
earnings have fallen by just 6 per cent. The drop has been seen across 

                                                        
7
 https://www.closethegap.org.uk/content/resources/?cat=7  

8
 ‘Equalities in Scotland’s Growth Economic Sectors’. Training and Employment Research 

Unit (TERU) University of Glasgow (July 2015) 
9
 Women’s Enterprise: The Untapped Potential, Federation of Small Businesses (2015) 

10
 Carter, S. and Shaw, E. (2006) Women’s Business Ownership: Recent Research and 

Policy Developments, Report to the Small Business Service 
11

 Organisation for Economic Cooperation and Development ‘Closing the Gender Gap: Act 
Now’. OECD (2012) 

https://www.closethegap.org.uk/content/resources/?cat=7
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genders and industries but is particularly notable among people of prime 
earning age (35 to 50 years old) whose earnings are 26 per cent lower. The 
report suggests that part of the pay drop for the self-employed is down to a 
reduction in the hours worked and another part is likely to be due to a shift in 
the composition of the self-employed such as a rise in the proportion of the 
self-employed who are women.12  Self-employed adults and those who have 
their own businesses are more likely to fall into poverty in later life as less 
than half are likely to have any form of pension.  This will hit women harder as 
due to smaller earnings capacity, they are less likely to have a pension than 
men13 The European Commission has pointed to the far-reaching effects of 
the gender pay gap regarding pensions with the disparity in women's earnings 
compared to men’s earnings over a lifetime result in lower pensions. As a 
result, elderly women are more likely to face poverty: 22% of women aged 65 
and over are at risk of poverty compared to 16% of men. This is a significant 
issue for women led businesses and the self-employed as they are directly 
responsible for establishing and funding pension provision from business 
cashflow.14 
A gender pay gap also exists in the social enterprise sector. Women starting 
their own not-for-profit enterprise pay themselves less than their male peers. 
A UK based study showed an adjusted pay gap between the sexes of about 
23 per cent.15 
There is evidence to suggest that women tend to have businesses that are 
part-time and often in price sensitive markets which can mean that women will 
earn less from business ownership.  Women’s businesses are often reported 
to be of lower value which can usually be attributed to undercapitalisation at 
the start of the business – often because of a lack of opportunities for 
finance.16  
Scottish responses to the pay gap – WES recommends 
Although the pay gap is frequently raised in the Scottish Parliament as an 
area of concern, and is regularly mentioned in discussions of gender equality 
produced by Scottish Government, there has been limited efforts to tackle its 
causes.  WES recommends that there should be –  

 A greater integration of gender analysis across Scottish Government 

policy areas – in particular, economic growth analysis and economic 

development policy; 

 A more strategic and joined-up approach to tackling the multiple 

causes of the pay gap.  This would include efforts across current 

initiatives such as the Fair Work agenda; Scottish Business Pledge; 

recommendations from the Enterprise and Skills Review; refresh of the 

indicators across the National Performance Framework; 

                                                        
12

 Just the job – or a working compromise? The changing nature of self-employment in the 
UK. Conor D’Arcy and Laura Gardiner. Resolution Foundation (2014) 
13

  ‘Who are the self-employed?’ (2015)  www.citizensadvice.org.uk  
14

  European Commission (March 4, 2011). "Closing the gender pay gap". Archived from the 
original on March 6, 2011. 
15

 Do Women Earn Less Even as Social Entrepreneurs? Centre for Economic Performance 
Discussion Paper No 1313 November 2014 Saul Estrin, Ute Stephan and Sunčica Vujić  
16

 Carter, S. and Shaw, E. (2006) Women’s Business Ownership: Recent Research and 
Policy Developments, Report to the Small Business Service 

http://www.citizensadvice.org.uk/
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 Improvements in the gathering and analysis of gender-disaggregated 

data across all areas of the enterprise agencies and Scottish 

Government departments. Business advice agencies and the 

enterprise agencies could make a contribution to the investigation and 

understanding of the gender pay gap in business ownership. 

 Research undertaken into understanding the gender pay gap in self-

employment as there is a trend towards this key labour market change.  

Also, research into the gender pay gap in enterprise is essential to 

understand the full extent of the issue in Scotland. 

 
Women’s Enterprise Scotland
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Gender Pay Gap 
North Ayrshire Council 

 
North Ayrshire Council welcome this inquiry into the Gender Pay Gap in Scotland. 
North Ayrshire Council believes that increasing female participation will have a 
positive impact on the productivity of the local and national economy and contribute 
to realising the goal of inclusive growth. 
This inquiry is particularly timely due to the expansion of early years and childcare 
provision in 2020. A successful uptake of the expansion of childcare places has the 
potential to unleash an untapped labour potential into the economy, widening the 
talent and skills available to businesses across the Scottish economy.  
Consultation Questions  
1. What are the strengths and limitations of the different definitions of the 

gender pay gap?  

The mean is calculated by adding up the hourly pay of all men or women and 
dividing it by the number of men or women included in the data. This is the measure 
used by the Equality and Human Rights Commission, the Trades Union Congress 
and organisations such as Close the Gap and the Fawcett Society. 
However, UK government and the Office for National Statistics use a different 
measure – the median. This takes the data on all men and all women, places it in 
order from lowest to highest, and uses the hourly pay of the person in the middle as 
the median average. 
The median is less affected by having a small number of people at the extremes with 
very high hourly rates of pay. Those who use the mean average argue that this 
better reflects the fact that women are less likely to be in the highest paid and most 
senior positions.  
Figures in recent reports for the gender pay gap for all employees in Scotland and 
the UK were calculated using mean (Scotland) and median (UK) averages. 
Whilst both have merits as ways to compare pay, the use of different methods leads 
to inconsistency and confusion. 
2. Are current Scottish Government and Office for National Statistics (ONS) 

statistics adequate for policy making and scrutiny in this area? 

No response. 
3. Is the Scottish Government’s National Performance Framework indicator 

based on the most appropriate measurement of gender pay? 

No response. 
 
4. What reasons are there for the existence of the gender pay gap? 

A recent PwC report17 highlights that existing evidence shows two key factors which 
lie behind the gender pay gap in the UK: 
Differences in work life patterns: 

 Women tend to spend more time out of the workforce than men in order to 

care for children or family members, meaning that they lose out on pay 

progression over the long term. Studies suggest that the pay gap widens with 

                                                        
17

 http://www.pwc.co.uk/who-we-are/regional-sites/scotland/press-releases/scotland-pay-gap-
2017.html 
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the arrival of children. This is exacerbated by the cost of childcare. Increasing 

availability of affordable childcare could reduce the need for women to make 

the trade-off between work and childcare, thus enabling greater participation 

in the workforce. 

Incidence of occupational segregation: 

 Women are more likely to work in sectors and occupations that are lower 

paying, partly because these offer greater job flexibility.  

 Increasing the quality of part time or flexible roles can help address the gap. 

This would help to mitigate the risk of occupational downgrading while helping 

widen the pool of talent businesses can access. 

 A survey conducted by Timewise in 2015 showed that only 6% of advertised 

roles with a salary of £20,000 are available on a flexible basis, which shrinks 

to 2% for roles with a salary over £100,000. 

Looking at the evidence in the North Ayrshire economy of pay disparity in the private 
sector and, at a lower level, in the public sector, the challenges are clearly 
significant. The two above factors are evident when examining female participation in 
North Ayrshire:  

 North Ayrshire’s female employment rate is 59.3% compared to 69.1% in 

Scotland18. 

 Women continue to lag men in terms of full time employment opportunities in 

North Ayrshire. 

 Women are four times more likely to be in part-time work compared to men in 

North Ayrshire. 

 Gender pay gap in North Ayrshire for female FT as % of male FT (median 

measure) in 2013 was 76% and increased in 2016 was 80%. 

 Women in North Ayrshire are above the Scottish average for citing looking 

after home as a reason for economic inactivity: 34% of economically inactive 

women in North Ayrshire compared to 30% of Scottish women. Latest data 

show this reason has increased in North Ayrshire by 6% between 2013 and 

2016 whereas the Scottish figure has increased only 1%. 

 32% of working women in North Ayrshire work in the public sector compared 

to the Scottish average of 35%.  The figures for men are 18% and 19%, 

respectively. 

 42% of males working in North Ayrshire are employed in the Energy, 

Manufacturing, Construction and Banking sectors compared to 23% of women 

– sectors where salaries tend to be higher. 

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

private sectors? 

As highlighted above, occupational segregation is a major factor in producing the 
gender pay gap.  

                                                        
18

 Annual population survey, Oct 2015-Sep 2016, ONS from Nomis on 7 March 2017  
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Men are more likely to be found in higher paid professional jobs, including in 
Science, Technology, Engineering and Maths (STEM) occupations, whereas women 
are likely to be in lower paid roles19.  
This is evident at a North Ayrshire level as illustrated above. 
6. What are some examples of good or bad practice within Scotland or 

internationally? 

Despite improvements in recent years, Scotland is behind the UK gender pay gap 
average, The UK falls behind on the number of women workers in full time 
employment and ranks 30 out of 33 on this indicator, far below the OECD average20. 
7. What are some examples of gender pay policies leading to more effective 

and successful businesses? 

No response. 
8. What are the wider economic and social benefits of closing the gender pay 

gap? 

Enhancing North Ayrshire’s female participation rate and reducing the gender pay 
gap will allow us to enhance our productivity and contribution to the Scottish 
economy. 
In Scotland, the pay gap is 15% between male and female workers. PwC estimate 
that if gap was closed, female earnings would increase by 18% - an extra £5,300 per 
year. In total, this figure would be £6.5 billion for Scotland (total increase across all 
women based on current employment)21. 
Research by the University of Strathclyde and Women’s Enterprise Scotland 
estimates that Scotland would have an additional 108,480 businesses if women’s 
business ownership rates equalled those of men. This would equate to a 32% 
increase in Scotland’s business base. Estimates suggest that women-led businesses 
contribute (at a minimum) £5 billion GVA. If rates of women- led businesses equalled 
those of men, the contribution to Scotland’s GVA would increase by £7.6 billion to 
nearly £13 billion. This equates to a 5.3% growth in the size of the Scottish 
economy22. 
Improving female participation is crucial to achieving our aim of inclusive growth. By 
enhancing female participation, it is hoped we will improve the prosperity of lone 
parents and help tackle child poverty. Currently in North Ayrshire: 

 30% of our children are in poverty  (after housing costs, data relate to 2015) 

 1210 lone parents are on out-of-work benefits (Aug 2016) 

Implementing measures to improve North Ayrshire’s female employment rate of 
59.3% could have a positive impact on the above. 
9. To what extent has the Scottish Business Pledge changed employment 

practices as regards gender pay? 

No response. 

                                                        
19

 SPICe Briefing – Gender Pay Gap – January 2017  
20

 http://www.pwc.co.uk/who-we-are/regional-sites/scotland/press-releases/scotland-pay-gap-
2017.html 
21

 http://www.pwc.co.uk/who-we-are/regional-sites/scotland/press-releases/scotland-pay-gap-
2017.html 
22

 http://strathprints.strath.ac.uk/47878/1/WES_Action_Framework.pdf 
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10. Can more be done to promote equal pay through the Scottish Business 

Pledge and the Fair Work Convention? 

No response. 
11. What are the enterprise agencies and local authorities doing to support 

gender pay equality and can more be done? 

Working  in  partnership  with  the  Scottish  Government,  North  Ayrshire  Council is  
piloting  an Inclusive  Growth  Diagnostic  which  will  seek  to  identify  the  key  
factors  that  prevent  many  individuals  within  the  local  authority  area  from  
benefitting  from  economic  growth.   
As  part of this Pilot,   the   Council   has  recognised  the  role  and  opportunity  for  
women  within  the  local  population  to  support  the  economic  growth  agenda. 
Female participation has emerged as a key opportunity for North Ayrshire to promote 
inclusive growth. The next stage of the Pilot will help to prioritise constraints 
identified and will explore which constraints are best tackled at a local, regional or 
national level. 
Linked to the planned expansion of Early Years provision across Scotland, and to  
better  understand  the  impact  and  opportunity  this  potential  growth  in  the  local  
female  labour  force  will  provide,  the  Council have worked with GenAnalytics to 
undertake a three-stage research and analysis process: 

1. Detailed desk based analysis and profiling of existing gender economic 

information and data, supplied by North Ayrshire Council Economic Growth 

Service 

2. Online Business Survey of account managed companies within the North 

Ayrshire area 

3. Self-Completion childcare provision awareness survey of parents and carers, 

undertaken via nurseries selected by North Ayrshire Council 

GenAnalytics are scheduled to finalise this report in Spring 2017.  North Ayrshire 
Council will be happy to engage further with the Committee on lessons learned and 
actions which arise from local partners’ consideration of the findings of the report and 
on the Inclusive Growth Pilot. 
Findings from the GenAnalytics report will inform ongoing work on the Inclusive 
Growth Diagnostic Pilot (including a pan-Ayrshire roll out of the Diagnostic), the 
Ayrshire Growth Deal and the Regional Partnership Pilot (in partnership with East 
and South Ayrshire Councils). 
Fair for All 
North Ayrshire CPP is committed to working together to ensure that North Ayrshire is 
Fair for All. This means that we will undertake a shared commitment to reduce the 
impact of inequalities for all through building on our Summary of Key Activities and 
through delivering the pledges under the themes of children, health, economy, 
environment and food set out for the next 15 years.  
The Fair for All Advisory Panel includes experts in poverty and inequality from across 
Scotland and will make sure that the work that needs to be done is carried out in the 
best way possible to have the biggest impact on the areas that need it most. The 
Panel will provide governance and direction to the Partnership, driving the changes 
needed to achieve the pledges and providing expert guidance on innovative practice. 
Economic Growth pledges within Fair for All include a pledges to enhance North 
Ayrshire’s relative employment rate for females aged 16-64 and to enhance North 



North Ayrshire Council   EJFW/S5/17/14/1 

17 

 

Ayrshire’s relative performance on women’s median gross weekly pay. These 
pledges and the associated measures will be reviewed in partnership with the Fair 
for All Advisory Panel. 
STEM 
Investment in training on Science, Technology, Engineering and Mathematics has 
been identified nationally as a key means to delivering strong economic growth. 
Scottish Government’s recent consultation on a new approach to delivering STEM 
education and training will hopefully contribute to the establishment of a strong, 
effective framework for enhancing Scotland’s role in these subjects, Properly 
applied, this has the potential to deliver high dividends when it comes to gender pay 
equality, through the development of a highly skilled, highly paid workforce.   
STEM is an important consideration for partners when developing proposals for the 
Ayrshire Growth Deal and the establishment of a Regional Partnership to deliver 
inclusive regional economic growth.    
Many have a role to play in delivering on the STEM agenda including employers, 
universities, colleges, science engagement providers.  In North Ayrshire’s STEM 
consultation response, we argued for the establishment of a central development 
team to offer support to local authorities and schools to help to ensure a more 
coherent approach, maximise impact, and to make sure that there is equity in all 
areas at all levels.   
Councils should consider how they can enhance levels of engagement with parents, 
schools and employers to work to encourage STEM careers and information for local 
employment opportunities. In North Ayrshire this would build on an already broad 
range of interventions, including: 

 Specialised STEM days for secondary pupils with a focus on careers 

 STEM ambassadors networking events with schools 

 Gender balance work with Institute of Physics and University of the West of 

Scotland 

 A wide range of options for young people within the STEM subjects including 

vocational pathways 

 STEM transition days & projects between P7 & S1 

 School-College partnerships within STEM subjects including Foundation 

Apprenticeships 

 STEM days and weeks at primary schools 

 STEM & coding clubs in schools, including SCDI Young Engineers and 

Science Clubs (YESC) 

 Senior pupils becoming STEM ambassadors 

 Employer partnerships with a STEM focus developed 

 Partnership work with Industrial Biotechnology Innovation Centre for National 

5 pupils 

 Partnership work with Ayrshire Chamber of Commerce and their DYW team 

 
12. What role can procurement policy play in promoting equal pay? 

No response. 
13. Are the devolved public sector bodies (including the Scottish Government, 

National Health Service, and local authorities) examples of good practice? 
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The ‘#ThisAyrshireGirlCan’ campaign was created by the Ayrshire College Student 
Association to encourage more women to think about careers in sport and STEM 
areas where female participation is traditionally low. 
The First Minister visited the College’s Kilwinning campus on International Women’s 
Day in 2016 for the premiere of a specially created film to mark the campaign’s one 
year anniversary. The DVD celebrates 22 women studying STEM courses at 
Ayrshire College, including Modern Apprentices working in companies like GSK, 
Hyspec Engineering and Spirit Aerosystems. 
Ayrshire College organises events throughout the year to encourage young women 
to consider a career in traditionally male-dominated sectors, these include: 

• Ayrshire Connects – a mentoring network for female STEM (science, 

technology, engineering and maths) and construction students across the 

college to connect to each other, to students in other colleges and 

universities, to employers and women in the industry sectors they aspire to 

enter, and to senior pupils in secondary schools across Ayrshire. 

• CoderDojo – clubs hosted by Ayrshire College and is run by dedicated staff 

from the Business and IT department. The club promotes computer science 

and technology in a fun, thought-provoking and inspiring way, and 

encourages seven to seventeen year olds to consider studying computing at 

school, college or university. The clubs raise awareness of the rewarding 

opportunities available in the rapidly expanding ICT and digital technologies 

sector. 

Recommendations 
North Ayrshire Council believes, whilst there is good work underway, more can be 
done to enhance female participation and reduce the gender pay gap: 
Affordable Childcare 

 Government has a key role to build on the extension of free childcare by 

investing in our childcare infrastructure so that we have affordable, flexible 

and high quality care for children, enabling more families to balance work and 

care.  

 The proposal in Scotland to extend free entitlement to 1140 hours per year for 

all 3 and 4 year olds, plus eligible 2 year olds, will create opportunities but will 

also present challenges. Government needs to ensure that all areas have 

plans in place, and are supported to deliver, this provision by 2020. 

 Increase awareness among parents and businesses on planned increase by 

the Scottish Government of assisted childcare provision. 

Pay 

 Court cases continue to be fought on the varied ways in which different levels 

of pay are paid to men and women performing exactly the same role, or 

where work of equivalent value carried out by women is underpaid. 54,000 UK 

women leave jobs early every year as a result of unfair treatment during or 

after pregnancy.  

 High employment tribunal fees, which have resulted in an 80% drop in tribunal 

discrimination claims, need to be reviewed as they are acting as a barrier to 

legitimate equal pay claims.  

 Regulations requiring public sector and large private sector employers to 

publish their organisation’s gender pay gap come into effect shortly.  

http://www1.ayrshire.ac.uk/news/news/2016/first-minister-shows-that-thisayrshiregirlcan/
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Enforcement action to address any non- compliance needs to be fair and 

effective. 

 The effectiveness of Equal Pay Audits, both as a mechanism to identify areas 

for improvement in an organisation and as a legislative sanction, should be 

the subject of continuous review. 

 
Progression 

 Encourage women to take up progression and training opportunitites in 

growth sectors, including STEM and digital technologies. Female uptake of 

modern apprenticeships in these sectors is also critical. 

 Build on the STEM work underway at a local, regional and national level to 

promote STEM opportunities, particularly those arising from City Deals and 

Growth Deals across Scotland.  

 Requirement under the gender pay gap regulations to report on the 

distribution of men and women in each quartile of a workforce will help 

employers understand female distribution in their workforce. 

 A low number of women at the top of the organisation merits further 

investigation. A number of steps can be put in place to address this including 

‘returnships’ (designed to increase the number of women coming back into 

roles after career breaks or maternity leave) and mentoring schemes to 

increase the numbers of women in senior roles. 

 Prudent organisations which are covered by regulatory requirements on 

reporting their performance on the issue of gender pay equality will wish to 

reflect on whether their pay policy, and other measures they have in place, 

are adequate to address any identified shortcomings. 

 It is anticipated that government will wish to monitor progress to gauge the 

effectiveness of regulations and guidance to ascertain if further action is 

required. 

 
Recruitment 

 Increase the availability of mobile working, part-time or flexible arrangements. 

 When possible, ensure that positions are advertised with a flexible working or 

mobile working option. 

 Unconscious bias training is a positive tool for those involved in recruitment. 

Measures to increase the use of such tools should be considered.  

 Government may wish to consider how best to promote the use of positive 

action provisions contained in the Equality Act 2010 where there is evidence 

of significant under-representation. 

 Many apprenticeships are publically funded but those in the highest paid 

sectors remain dominated by men. There is a £2,000 gender pay gap at 

apprenticeship level. Government may wish to consult on the potential 

effectiveness of introducing targets for apprenticeships and for 50:50 

recruitment.  
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Procurement 

 Scottish Government should explore the opportunity to use procurement 

regulation, which allow for contracts to be reserved for Supported Businesses, 

to increase the opportunities for women-based enterprises. Regulations 

currently stipulate that 30% of employees need to be disadvantaged. There 

may be potential, in areas of low levels of female participation, to explore a 

protected status for businesses with a predominantly female workforce, 

allowing organisations to create anchor contracts for women-based 

enterprises. North Ayrshire Council would be interested in exploring the 

potential of this further. Until the UK’s exit from the European Union, any 

change would need to align with European Directives. 

Ensuring Support for All with Caring Responsibilities 

 Shared parental leave is a positive measure but at the moment too few 

fathers feel able to take it. Dedicated periods of leave for fathers and mothers 

need to be paid at levels which allow parents to share caring responsibilities. 

 Caring for sick or elderly relatives leads many people, predominantly women, 

to give up paid work or to work part-time. Their contribution needs to be 

recognised, valued and supported.  Effective policies on social care and on 

financial and other support to carers are required. 

 

North Ayrshire Council 
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Gender Pay Gap 

Scottish Enterprise 

 

1. Introduction 

 

Scottish Enterprise welcomes the Committee’s inquiry into this important issue 

for inclusive growth in Scotland and the opportunity to contribute written 

evidence.  As Scotland’s main economic development agency, we work with 

partners across the public and private sectors to identify and exploit the best 

opportunities to deliver sustainable inclusive growth for the Scottish economy.   

 

As outlined in Scotland’s Economic Strategy, everyone has a right to 

participate in, and benefit from, economic opportunities. This is not, however, 

just a question of fairness.  There are real productivity gains to be made from 

efforts to reduce the gender pay gap.   

 

As part of our contribution to the Economic Strategy, we work with companies 

and Scotland’s growth sectors to develop fair and more productive business 

practices which deliver real benefits for both the employees and the bottom 

line. A recent example of this is where we worked with partners to help shape 

the new Food & Drink Strategy launched on 23 March 2017 which has a 

specific measure included on “diversity of workforce including age and 

gender”.  Evidence on gender pay can help us better understand how 

inclusive Scotland’s economic growth is, informing the Scottish Government’s 

wider Inclusive Growth Diagnostic work. 

Our submission is shaped around the causes and measurement of the pay 

gap, SE’s work with growth companies, how this impacts on the gender pay 

gap, and our role as an employer. 

 

2.  Measurement, Causes and Impact 

 

2.1 Measuring the Pay Gap 

 

The Office of National Statistics (ONS) calculates the gender pay gap as the 

difference between the median full-time hourly earnings of men and women 

as a proportion of the median full-time hourly earnings of men. 

 

This focus on full time earnings excludes a large proportion of women in the 

workforce.  Women represent 52% of the Scottish workforce but only 57% of 

women workers are in full time employment.  78% of all part time jobs in 

Scotland in 2016 were held by women. 
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As well as being absent from the ONS measure of the pay gap, the 

concentration in part time work also leads to vertical segregation, as these 

jobs are, to a large extent, clustered in lower grade jobs. 

 

2.2  Causes of the Pay Gap 

 

The causes of the gender pay gap are complex, interconnected and often 

reinforce each other, for example: 

 

 Occupational segregation (men and women clustered in different 

roles).  This can be: 

o Horizontal segregation, where men and women are clustered in 

different kinds of roles, or 

o Vertical segregation, where men and women cluster at different 

levels of seniority in the same kind of role. 

 gendered roles in caring and childcare responsibilities (which leads to 

women being clustered in roles where part time or flexible working is 

available),  

 and unconscious bias (assumptions about women not wanting 

promotion or not being able to apply due to caring responsibilities) 

(source: Equality and Human Rights Commission) 

 

Horizontal segregation in Scotland can be seen in the fact that women are 

concentrated in particular industry sectors, representing at least half the 

workforce in only 30% of sectors by SIC code.  Those sectors where women 

dominate, such as childcare, are lower paid while sectors dominated by men, 

especially STEM professions, are relatively higher paid.   

 

In Scotland, approximately 80% of administrative and secretarial workers, 

97% of childcare and early years education, and 98% of classroom assistants 

are women.  Women are also more likely to work in the public sector (67% 

local government staff and 81% of NHS staff).  Conversely, less than 3% of 

chartered civil engineers, 10% of senior managers in STEM professions, and 

only a third of public sector chief executives are women (source: Close the 

Gap). 

 

2.3  Impact of Gender Inequality on the Economy 

 

The Women and Work Commission Report “Shaping a Fairer Future” 

estimated that the under utilisiation of women’s skills costs the UK economy 

between 1.3% and 2% of GDP each year.  According to McKinsey research, 

companies which are in the top quartile for gender diversity are 15% more 

likely to have financial returns above their industry median (McKinsey, 
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January 2015).  McKinsey also estimates that if women played an equal role 

to men in labour markets, 26% could be added to global GDP by 2025 

(McKinsey, September 2015).     

 

3. SE’s Approach to Equalities 

 

All SE projects, policies and programmes are subject to a rigorous equality 

impact assessment (EIA) as required by the Public Sector Equality Duty which 

came into force in 2011.  The EIA ensures that our activities do not 

inadvertedly discriminate, either in who can access services or in their 

delivery.  EIAs take account of human rights and all protected characteristics, 

including women.  A full list of protected characteristics, and a link to recent 

assessments, is available on the Equality and Diversity section of our website. 

 

3.1 Close the Gap 

 

 SE is a long-standing advisory group member of Close the Gap, the 

partnership project focused on female participation in the Scottish 

labour market, and Close the Gap are a member of SE’s Equal 

Opportunity External Advisory Group.  Awareness of Close the Gap 

and the services they provide has been promoted among SE customer 

facing staff to enable them to advise companies of the support 

available.   

 

 We support Close the Gap objectives in several ways.  For example, 

we supported them in producing guidance for public sector 

organisations in addressing their pay gap, we have supported their 

research into women in the economy (most notably their work on 

gender segregation in the renewables sector ), and supported them in 

designing the “Think Business, Think Equality” diagnostic tool for 

business which is promoted on the Scottish Business Pledge website. 

 

3.2 Scottish Business Pledge 

 

 The Scottish Business Pledge has a dual focus on boosting productivity 

and promoting fairness and workforce engagement.  SE promotes the 

Pledge to the companies with which we work and SE account managed 

companies are well represented among pledge signatories – 34% of 

the 349 signatories as at April 2017.   

 

 The living wage is the only mandatory element of the Pledge.  

Encouraging more companies to pay a greater proportion of their staff 

the living wage will have a positive impact on the gender pay gap.  
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Women make up approximately 65% of employees paid less than the 

living wage in Scotland (source: Scottish Government, June 2016). 

 

 Another element of the Pledge is the consideration of gender balance 

and diversity within a businesses workforce and their board.  Driving 

change in this area is supported by the “Think Business, Think 

Equality” tool mentioned above and the Partnership for Change, which 

is a voluntary commitment to work towards 50:50 gender balance on 

your board by 2020. 

 

3.3 Board Diversity 

 

 A report by Credit Suisse shows that more diverse boards deliver better 

returns – a board with one female member on average outperforms an 

all male board in return on equity (investment), 14.1% to 11.2% 

(source: Credit Suisse, June 2015).   

 

 In February 2017, SE, HIE and the Scottish Government hosted a 

conference on the diversity of private sector boards.  Over seventy 

business delegates heard from the First Minister about the importance 

of board diversity and received practical advice from leading 

practitioners, including Changing the Chemistry, on good practice in 

diversity and how to attract the right talent.  Changing the Chemistry 

has also provided training to SE customer facing staff to enable them to 

encourage more businesses to consider the benefits of a more diverse 

board. 

 Since the launch of Partnership for Change in 2015, 191 public, private 

and third sector bodies have committed to improving the gender 

diversity of their board by 2020. 

 

3.4 Improving Equality Monitoring 

 

 Data on leadership from particular groups is limited and challenging to 

gather but it is estimated that approximately 21% of Scotland’s SMEs 

(including sole traders and micro businesses) are female led and a 

further 22% are equally led by men and women (source: WES 

Framework for Action). 

 

 Since 2011, we have carried out equality monitoring of businesses 

accessing any of our services for the first time.  In 2015 the proportion 

of those businesses led by a woman, where an answer was provided, 

was 48%.  This is a significant improvement from the 21% recorded 

when we started monitoring in 2011. 
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 To establish a baseline figure across all Account Managed companies, 

we conducted research in 2016.  This looked at who our principal 

contact was in the company, which is usually a senior member of staff.  

In 15% of account managed companies our principal contact was a 

woman.  We will continue, and enhance, the collection of data 

regarding female leadership of businesses we work with, while 

ensuring full compliance with data protection and equality legislation.  

 

3.5 Supporting Female Business Leaders 

 

 Our customer facing teams ensure that services available to women-

led businesses are fit for purpose.  This includes the development of a 

pilot leadership programme, Principally Women.  In addition to the 

support this will provide for leaders to grow and develop their 

companies, it will also help us understand whether we need different 

approaches to realise the economic value associated with having a 

greater number of female entrepreneurs and business leaders. 

 

 SE is working with Women’s Enterprise Scotland to deliver on the 

action plan responding to the Women in Enterprise Framework for 

Action, which aims to reduce the gender gap in entrepreneurial activity 

in Scotland. 

 

4. Scottish Enterprise’s Contribution as an Employer 

 

 SE takes its responsibility seriously in being a practical example.  We 

are an accredited living wage employer and have significantly improved 

our gender pay gap position.  We continue to identify and work on 

areas that will contribute to reducing the gap.  A full analysis of our 

gender pay gap, and the action taken to address it, is included in our 

Equality Mainstreaming Report 2017. 

 

 SE’s gender pay gap analysis is based on a comparison of mean 

salaries for all staff (full and part time). 

 Our pay gap is on a downward trajectory, being 14.67% in 2017, down 

from, 17.58% in 2015 and 18.75% in 2013.   
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 We recently redesigned our pay and grading policy, introducing a 

progression-pay model and career families, and we expect to make 

further progress towards reducing our gender pay gap.  The distribution 

of men and women across functional roles is generally reflective of staff 

overall.  Further, with one exception, the pay gaps by grade are less 

than 5%, which is below the level that the Equality and Human Rights 

Commission identified as the threshold for further investigation.  We 

expect the new pay and grading structure to reduce this further.   

 

 We believe that the principal way in which we can make further 

significant reductions in our gender pay gap is improving the gender 

profile by grade.  As it currently stands, women make up a higher 

proportion of our administrative and professional grades and men make 

up a higher proportion of managerial and leadership grades.  Action to 

address this has already started, through a programme of activity to 

help develop women for leadership roles, and encourage them to 

apply. 

 

 At Board level, SE was one of the first organisations to sign up to the 

Partnership for Change initiative and, following recent appointments, 

we have achieved a 50:50 Board gender balance three years ahead of 

the 2020 target.  This 50:50 balance has also been achieved in our 

Executive Leadership Group. 

 

 SE is committed to carrying out a full equal pay review with our 

recognised trade unions this year.  This will provide a deeper 

understanding of any underlying issues and prompt further action.  The 

last equal pay review found no evidence of systemic gender based 

discrimination. 

 

We trust that the information provided in this submission is helpful for the 

Committee in their deliberations on this important issue.  We look forward to 

discussing this further at the session on 2 May.  
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