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Dear Gordon, 
 
Thank you for your letter of 6 February 2020 where you request an update from the 
Scottish Government on its ongoing work to reduce the gender pay gap in Scotland. 
Annex A to this letter provides an update on the work being undertaken in each of the 
areas you highlighted.   
 

With regard to your question on the reason why the Gender Pay Gap for full-time 
employees in Scotland has increased from 5.6% in 2018 to 7.1% in 2019.  I would like 
to point out that both Scotland and the UK experienced a rise in this measurement 
over the year.  
 
Statistics show that, between 2018 and 2019 median hourly earnings (excluding 
overtime) for full-time men increased at a faster rate than for women.  In Scotland, the 
median hourly earnings for full-time men increased by 3.9 per cent (from £14.7 in 2018 
to £15.3 in 2019), while for women the increase was 2.2 per cent (from £13.9 in 2018 
to £14.2 in 2019).  
 
The gender pay gap for full-time employees is calculated as the difference between 
average hourly earnings (excluding overtime) of full-time men and full-time women as 
a proportion of average hourly earnings (excluding overtime) of full-time men’s 
earnings. It is a measure across all full-time jobs in the UK, not of the difference in pay 
between men and women for doing the same job. 
 
As we know many factors drive and underlie the gender pay gap and it is difficult to 
establish with any certainty the one or two factors that drove the increase in the full 
time gap over the year 2018-2019.  As you are aware the Scottish Government 
monitors changes in the gender pay gap over the year and longer term through the 
National Performance Framework and it has also published various breakdowns and 
further analysis on the gender pay gap for Scotland in November 2019. 
https://www.gov.scot/publications/annual-survey-of-hours-and-earnings-2019/ 
 

https://www.gov.scot/publications/annual-survey-of-hours-and-earnings-2019/
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Further statistics are also contained in Annex B on earnings by occupation for full-time 
men and full-time women and the change over the year. 
 
Key points to note are; 

 the increase in earnings for full-time men was greatest for managers, directors and 
senior officials (increasing by 6.7 per cent) and also process, plant and machine 
operatives (increasing by 4.7 per cent).  These occupations account for 23.3 per 
cent of men in full-time employment.  Managers, directors and senior officials roles 
are also the most well paid.  

 for full-time women, the annual increase was greatest for; skilled trades (6.6 per 
cent), managers, director and senior officials  (increasing by 4.5 per cent), although 
one of the highest paid roles for women this was a slower increase than their male 
counterparts in the same role.  Elementary occupations also increased by 4.6 per 
cent, however are the least well paid occupational role for both men and women . 
These occupations account for 17.2 per cent of all women in full-time employment. 

 Women are also under-represented in roles where the pay increase over the year 
was highest. For both full-time men and women in employment, the largest increase 
in median pay for full-time employees was for; managers, director and senior 
officials at 7.2 per cent where women account for 38.5 per cent of the full-time 
workforce, followed by process, plant and machine operatives (4.3 per cent), where 
women account for just 10.1 per cent of the full-time workforce. 

 When comparing full-time hourly pay gaps, the largest full-time pay gaps are in; 
skilled trades (24.7 per cent), managers and senior officials (22.7 per cent), and 
process, plant and machine operatives occupations (17.3 per cent).  

 
 
Finally, Scottish Government did indeed commit to provide a report to the Committee 
one year on from the publication of its Gender Pay Gap Action Plan in March 2019. I 
expect to write to the committee with the report in April 2020 setting out actions taken 
within the first year of the plan to address the gender pay gap.   
 
                            
 
 
 
 

JAMIE HEPBURN 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

ANNEX A 
Progress on the work the Committee seeks an update on: 
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1. National Performance Framework   

 The Committee asked the Scottish Government to explore the feasibility of comparing 
Scotland’s pay gap performance with other European countries and reporting progress 
through the NPF. The SG responded that future work on developing and improving the 
National Performance Framework indicator set as a whole will consider additional 
comparators where this is appropriate, including exploring the feasibility of comparing 
Scotland pay gap performance with other European countries.  
 
SG Response  

National Performance Framework Indicators are selected as broad measures to track 
progress towards Scotland’s eleven national outcomes. The design of the NPF 
indicators is to see if we are getting closer to the broad statements in the outcomes in 
an absolute sense, not necessarily if we are better/worse than others via relative 
comparison. 
 
The Annual Survey of Hours and Earnings, produced by the Office for National 
Statistics and  used to measure the gender pay gap is produced for the UK and 
countries and regions of the UK.  International measures used of the gender pay gap 
can differ and therefore it is necessary to apply caution when drawing comparisons. 
 
However, we are collating and comparing data in several ways. We are developing a 
measurement framework that will accompany the Gender Pay Gap Action Plan year 
one update to be published in April.  These indicators are being developed in 
collaboration with a sub group of the gender pay gap action plan working group which 
includes members such as Close the Gap, and the Women in Scottish Economy 
Research Centre.  The measures to be included are still being developed but we aim 
in future to measure progress against the gender pay gap (full-time and overall) 
relative to the UK as a whole, and the full-time gender pay gap relative relative to the 
other International countries  The measurement framework will be published alongside 
the year one update.  
 
 
Gender Equality Index 

 Scottish Government is leading on the development of a new Gender Equality Index 
aimed at measuring Scotland’s progress over time on gender equality, using statistical 
indicators to inform a number of domains covering a range of policy areas.   

 The domains to be developed are: work, money, time, knowledge, justice, health and 
power, and each of these domains is expected to be comprised of 6-8 statistical 
indicators.     

 The Scottish Government is working with prominent women’s organisations on this 
project to ensure the output meets the requirements of stakeholders.  A working group 
has been formed and is meeting quarterly to discuss the development of the seven 
domains which will comprise the overall index.  Scottish Government expects to 
publish a baseline index in late 2020.     

 The Scottish Gender Equality Index will be made accessible to a wide range of users 
who have an interest in gender equality, including policy makers, the media and the 
public.  It will show an up-to-date picture of the many facets of gender equality and will 
be designed to clearly demonstrate change over time.  
 

2. Research on economic benefits of closing pay gap 
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 The Committee recommended that further analysis of the economic benefits of 
reducing the gender pay gap is needed. The SG responded that it firmly values the 
expertise of stakeholders, including Close the Gap, and their enterprise partners, and 
will work with them in scoping this research and taking it forward.  
 
SG Response  
We have consulted with stakeholders such as Close the Gap and the enterprise 
bodies through the Gender pay gap working group, the development of the renewed 
Scottish Business Pledge and the  Fair Work First initiative.  
 

Following discussions it was agreed that it would be of most benefit to develop 
research that provided insights into the experiences of a range of Scottish employers 
on how addressing the gender pay gap benefitted their business. This type of case 
study information was deemed to be of more use to employers, policy officials and 
business advisors by providing practical support to employers.  
As such the Employer Methods for Addressing the Gender Pay Gap was published on 
3 April 2019. https://www.gov.scot/publications/employer-methods-addressing-gender-
pay-gap/  
 
The paper provides some detailed insights into the experiences and challenges 
associated with employer efforts to close the pay gap, while demonstrating a range of 
methods they developed in order to do this. As a result, it may help to encourage 
further action across the economy. 
 
3. Data on Flexible Working Requests 

 The Committee recommended that the SG should collect data on flexible working 
requests. In its response the SG said it would explore whether conducting a wide-
ranging survey of employees in Scotland, to ascertain how many want/need flexible 
working and how many have it, would be useful. 
 
SG Response  
The Fair Work Convention has developed an online self-assessment tool for 
employees which will help employees reflect on practices at their workplace. The tool 
collects data and includes access to flexible working options (as well as 
demographics). 
 
The Fair Work Framework Benchmarking Tool, identified as part of the Fair Work 
Action Plan, will be designed to provide employers with a better understand of what 
Fair Work is and why it’s important to them and their workers. It will consider existing 
workplace practices and recommend actions that might bring their business and 
workers benefits, such as providing flexible working options. It will also signpost to 
further support and resources. 
 

Timewise flexible work index.  

In 2017 Scottish Government in partnership with Family Friendly Working Scotland 
commissioned Timewise to conduct the first ever Timewise Flexible Jobs Index for 
Scotland, as a commitment in the Fairer Scotland Action Plan, to shine a light for the 
first time ever on the state of the flexible hiring market in Scotland. It highlights the 
ratio of quality jobs advertised as open to flexibility, identifies the level of demand for 
flexibility in Scotland and the number of people who could raise their living standards if 
they could get a quality flexible job.  

https://www.gov.scot/publications/employer-methods-addressing-gender-pay-gap/
https://www.gov.scot/publications/employer-methods-addressing-gender-pay-gap/
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In 2019 we funded Timewise to undertake a feasibility study into the creation of a 
prototype  for a ‘Fair Flexible Change Agent Network for Scotland” over the next three 
years. It will design, test, embed and scale new approaches to increase the availability 
of quality flexible work in Scotland, and ensure that those who have the most to gain – 
low income parents – are supported to access this work and raise their living 
standards. The final feasibility study is currently being assessed and funding for future 
phase of the initiative being considered.  
 
As part of a future workplan we are also considering conducting another Flexible Jobs 
Index for Scotland to provide an up to date look at the current market for flexible 
working, identify changes in the market since the first publication and provide 
recommendations on how to continue to increase employer uptake in flexible working 
practices.      
 

Information on the  % of those in employment in flexible employment can be available 
from the Annual Population Survey, As ONS have recently stated.  
https://www.ons.gov.uk/economy/governmentpublicsectorandtaxes/publicspending/arti
cles/workingflexiblyinthepublicsector/2019-09-20  
 
4. Returner Programme 

 The Committee recognised that different approaches to returners’ programmes were 
required for different sectors and best practice examples should be used to tailor these 
programmes. In its response the SG noted it would conduct an evaluation of the 
returner programme in partnership with the approved projects to assess the success 
or otherwise of the various approaches taken by projects when reaching out and 
supporting different client groups, employers and industrial sectors.  We will therefore 
be able to work with partner projects and their wider network to identify and learn from 
best practice. The Committee notes the Scottish Government’s subsequent plans to 
invest £5 million in a three-year women’s returner programme and requests an update 
on this work.  
 
SG Response 
Since the 2019-20 Scottish Budget was approved by the Scottish Parliament in 
February, the financial landscape for Scotland is facing an increasing amount of 
uncertainty. 
The implications of the UK’s exit from the EU requires careful prioritisation of budgets 
and identification of potential savings and efficiencies. In light of this the Fund was put 
on hold. 
 
However in 2020/21 we expect to invest up to £1 million in the first phase of the 
Women Returners’ Programme – as part of a broad package of measures set out in 
the Gender Pay Gap Action Plan last year – to continue to tackle the Gender Pay Gap 
in Scotland.  
 
We have undertaken an evaluation of the 2017 returners’ programme in partnership 
with the approved projects, their clients and participating employers. We are identifying 
the reasons why women have difficulty returning to work following a career break and 
what type of intervention helps them to successfully return to work. It will help us to 
develop and refine policy approaches to women’s equality in the workplace and enable 
us to ascertain whether initiatives like these work for returners as well as the 
businesses involved and help to grow the Scottish economy by reducing the gender 
pay gap and help us learn from best practice. The final evaluation will be completed by 
April 2020 and will inform the development of the new returners commitment. 

https://www.ons.gov.uk/economy/governmentpublicsectorandtaxes/publicspending/articles/workingflexiblyinthepublicsector/2019-09-20
https://www.ons.gov.uk/economy/governmentpublicsectorandtaxes/publicspending/articles/workingflexiblyinthepublicsector/2019-09-20
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5. Scottish Business Pledge Refresh 

 The Committee recommended that the gender element of the Scottish Business 
Pledge be redesigned. In its response the SG said that it broadly accepted this 
proposal. The SG refreshed the Scottish Business Pledge in October 2019 and the 
Committee seeks an update on how this new pledge addresses the Committee’s 
concerns.  
 
SG Response  
The updated Scottish Business Pledge introduced a new core element to address the 
Gender Pay Gap. Mandating this ensures relevant businesses take appropriate action 
to identify, understand and effectively tackle any gender pay gap within their 
organisation.  The new criteria is set in the context of current legislative requirements 
(for companies with 250 or more employees), the light touch/trust based Business 
Pledge compliance model that businesses value and, of course, the National 
Performance Framework. Having consulted with businesses and their representative 
organisations, the Fair Work Convention, and members of the Gender Pay Gap 
Working Group, consistent, achievable and stretching criteria were adopted, and tiered 
according to the size of the business ensuring that small business are also able to 
engage.   In addition, the introduction of both a Business Leadership Group to drive 
increased scale of engagement and Business to Business learning network to build 
capacity will help to build on the impact across all sizes of companies.  
To support employers we have held two Business to Business events and a webinar 
focussing on addressing the gender pay gap and will continue this investment in 
capacity across the Business Pledge community. 
 

 

6. Regional Selective Assistance and account management  

 The Committee recommended that the enterprise agencies require all account 
managed businesses to have or produce gender pay gap reports and action plans. 
The Committee also recommended that those who receive significant support, such as 
Regional Selective Assistance grants, should also be asked to have or produce 
gender pay gap reports and action plans for their Scottish operations. The SG said it 
would continue to explore with enterprise agencies how we can increase the number 
of businesses who produce pay gap reports and action plans and continue to signpost 
businesses to the relevant guidance available, mentioned elsewhere in this response. 
 

SG Response  

Through the Scottish Government’s flagship Fair Work First policy, Fair Work criteria is 
being attached to grants, other funding and contracts awarded by and across the 
public sector.  As an early adopter of Fair Work First, Scottish Enterprise is attaching 
Fair Work criteria to business support grants, such as Regional Selective Assistance.  
One element of the criteria asks employers to take action to address the gender pay 
gap, specifically applicants with over 250 employees are required to meet the legal 
requirement to report on their gender pay gap; and smaller applicants are signposted 
to supported from Close the Gap by Scottish Enterprise to help calculate their gender 
pay gap.  All grant applicants are encouraged to develop an action plan on steps they 
will take to narrow their gender pay gap. 
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7.  Mentoring of Female Entrepreneurs 
The Committee recommended that the SG reviews mentoring opportunities available 
to female entrepreneurs. The SG said SE is currently assessing the existing provision 
via the Scottish Chambers of Commerce and Women’s Enterprise Scotland before 
developing further. 
 
 
SG Response  
 
Principally Women is a programme targeted at senior women business leaders in 
growth companies (including social enterprises) who have leadership potential to 
support the company to scale up.  Emerging leaders currently in, or bound for, senior 
leadership positions could also benefit from the programme.  It provides tailored 
support to female leaders through skills development workshops, individualised 
mentoring and networking events to share, learn and give back to peers. It is designed 
to address specific gender challenges faced by women founders and principals in 
businesses at different stages in life. 
 
The pilot programme was delivered in 2018, with 9 female leaders.  In this second 
year, SE is running four different cohorts from across Scotland (Glasgow, Edinburgh, 
Aberdeen and Dumfries), and will support around 70 female leaders. 
 
The Business Mentoring service, delivered by Scottish Chamber of Commerce, 
funded by SE, was reviewed in late 2018 after 8 years of activity.  This review found 
that the rationale for this service had reduced due to the greater availability of 
mentoring services – for example, Scottish Government provided funding to SCC in 
2018/19 for mentoring to support 75 female entrepreneurs, CBI have an export-
focused mentoring scheme, Entrepreneurial Spark and Rockstar Start-up Loans 
provide mentoring support under their wider umbrellas, as do Purpose Pioneers.  In 
light of this, SE did not re-procure this service and is working with SCC to support 
them in developing a more self-sustaining model across the Chamber network. 
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Annex B 
 

Gender pay gap median hourly earnings (excluding over time) 
 
The median gender pay gap for full-time employees in Scotland has increased from 
5.6 per cent in 2018 to 7.1 per cent in 2019 while in the UK it has increased from 8.6 
per cent to 8.9 per cent. 
 
In both Scotland and the UK the annual increase is due to median hourly 
earnings (excluding overtime) for full-time men increasing at a faster rate than 
for women.   
 
In Scotland, the median hourly earnings for full-time men increased by 3.9 per cent 
(from £14.7 in 2018 to £15.3 in 2019), while for women the increase was 2.2 per cent 
from £13.9 in 2018 to £14.2 in 2019.  
 
Figure 1: Median hourly earnings ( excluding over time) Full-time and part-time 
Scotland  

 
Source: Annual Survey of Hours and Earnings, 2019, ONS 
 
In the UK, the median hourly earnings for full-time men increased by 3.7 per cent (from 
£14.8 in 2018 to £15.3 in 2019), while for women the increase was 3.3 per cent (an 
increase from £13.5 in 2018 to £14.0 in 2019). 
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Earnings for male employees by occupation  
 
The increase in earnings for full-time men was greatest for managers, directors and 
senior officials (increasing by 6.7 per cent) and also process, plant and machine 
operatives (increasing by 4.7 per cent).  These occupations account for 23.3 per cent 
of men in employment.  
 
Nominal earnings for full-time men marginally decreased for caring, leisure and other 
services (decreasing by 0.2 per cent).  This occupation account for 3.1 per cent of men 
in full-time employment. 
 
Figure 2: Hourly pay (excluding overtime) (£) for male employees by occupation, 
Annual % growth  

 

 
Source: Annual Survey of Hours and Earnings, 2019, ONS 
 
Earnings for women employees by occupation  
 
The increase in earnings for full-time women was also greatest for skilled trade (6.6 
per cent), elementary occupation (increasing by 4.6 per cent) and also Managers 
Director and Senior Official  (increasing by 4.5 per cent).  These occupations account 
17.2 per cent of all women in full-time employment. 
 
Nominal earnings for full-time women marginally decreased for caring, leisure and 
other services and sales and customer services (decreasing by 0.3 per cent).  These 
occupation account for 18.5 per cent of all women in full-time employment. 
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Figure 3: Hourly pay (excluding overtime) (£) for women employees by 
occupation , Annual % growth 

 
 

 
Source: Annual Survey of Hours and Earnings, 2019, ONS 
 
Background 
 
The gender pay gap is calculated as the (median men’s hourly pay excluding 
overtime- median women’s hourly pay excluding overtime)/ median men’s hourly pay 
excluding overtime  
 
Estimates from the annual Survey of Hours and Earnings: 
1. Covers employees age 16+ on the PAYE system on adult rates and whose pay was 
not affected by absence 
2. Full-time is defined as employees working more than 30 paid hours per week (or 25 
or more hours for teaching professions). Part-time is defined as employees working 
less than or equal to 30 paid hours per week (or less than 25 hours for the teaching 
professions). 
 
Additional Information on earning for Scotland can be located at 
https://www.gov.scot/publications/annual-survey-of-hours-and-earnings-2019/ 
 

 

https://www.gov.scot/publications/annual-survey-of-hours-and-earnings-2019/

