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Gender Pay Gap and Equal Pay Report 2016 

Context 
Since the SPCB last reported on Equal Pay in 2014 there has been a change in the 
way the Scottish Parliament is expected to report on pay for men and women within 
the organisation. 
 
Under the Equality Act 2010 (Gender Pay Gap information) Regulations 2017, the 
SPCB is required to report on its Gender Pay Gap using data at the snapshot date of 
31 March 2017 and to publish the information before the end of March 20181. Apart 
from this legislative requirement, this data will support the work being carried out to 
promote gender diversity and provide baseline data for the Scottish Parliament’s new 
Diversity and Inclusion Board to review as part of its commitment to deliver on the 
Parliament’s new Diversity and Inclusion strategy. Therefore, the SPCB has agreed 
to publish its report now rather than wait until March 2018. 
 
This report looks at the gender pay gap in the Scottish Parliament using comparative 
data taken from the Office for National Statistics (ONS). ONS data is based on a 1% 
sample of employee jobs taken from the HMRC and provides a wide variety of 
earning statistics for employees across the UK including a breakdown for Scotland 
and public/private sector data. The Scottish Parliament figures are based on the total 
workforce and this should be factored in when interpreting the results and where 
there might be significant contrasting pay differences. 
 
The SPCB is committed to addressing the issues raised by the data we have 
collected and we have included in this report information on work that is already 
underway and also an action plan for the future. 

Gender Pay Gap  
What is the Gender Pay Gap? 
The gender pay gap is a measure of the difference between men’s and women’s 
average earnings across an organisation or the labour market. It is expressed as a 
percentage of men’s earnings. A negative gender pay gap occurs where women’s 
average earnings are more than men’s. 
 
Why report on the Gender Pay Gap? 
An equal pay audit will demonstrate if pay is equal based on all circumstances being 
equal, it will not provide insight into the different working practices across an 
organisation and if there is a greater detrimental effect on one group. 
 
The gender pay gap is an important measure because it describes the actual pay 
women earn rather than describing a situation in which all staff have equal 
circumstances. 
 

                                            
1 The SPCB is not included in the list of authorities to whom the specific public sector equality duties in Scotland apply. 

http://www.legislation.gov.uk/ssi/2012/162/schedule/made
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Reporting on the gender pay gap in addition to conducting an equal pay report will 
allow the organisation to analyse whether existing policies and practices promote 
gender equality. The organisation can plan to take remedial action once it knows if a 
gender pay gap exists and if its practices will close the gap. 
 
Reporting on the gender pay gap also provides the opportunity to benchmark the 
Scottish Parliament against other organisations in the public and private sectors. 
 
Method of Calculation 
For the measures in this report the median and mean hourly rates of pay were 
calculated. The median pay is the middle point of the population and the mean pay, 
the arithmetic average of a population. 
 
The hourly pay rate is recommended because this enables the pay of part-time staff 
to be compared with full-time staff. The Gender Pay Gap is calculated from the 
difference between men’s and women’s hourly earnings as a percentage of men’s 
earnings. 
 
Reasons to calculate Mean and Median 
The median rate is used because it won’t be so affected by people at the extremes 
of salary, for example, a small number of people at Leadership Group level. It is 
considered to be a representative measure of the experience of the majority of staff. 
However, a number of organisations advocate for the use of the mean 
measurement, arguing that an important part of the gender pay gap is that women 
are less likely to be in the highest paid and most senior positions2. 

The National Picture in Scotland 
The Scottish Government reports the gender pay gap using the median figure for the 
overall workforce (full-time and part-time workers) produced by the Office for 
National Statistics (ONS). 
 

• The most recent figure (2016) reports the gender pay gap for all employees in 
Scotland at 15.6%3 The UK figure is 18.1%. The respective figures in 2015 
were Scotland’s gap at 17.1% and all UK at 19.3%.  

• The larger public sector in Scotland in comparison to the UK as whole (21.0% 
of total employment compared to 17.2% in the UK), contributes to Scotland’s 
lower total pay gap. The pay gap for all public sector employees in Scotland 
(2016) is 9.5% - for full-time public sector employees it is 0.3%4  

• Women in full-time employment in Scotland are paid 6.2% less than men in 
full-time employment. The UK gender pay gap for full-time employees is 9.4%. 

                                            
2 http://www.fawcettsociety.org.uk/blog/calculating-the-gender-pay-gap/ 
3https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/adhocs/006269annualsurveyofh
oursandearningsashegenderpaygapbycountryapril1997to2016 
4 http://www.gov.scot/Topics/Statistics/Browse/Labour-Market/Earnings/ASHE-SGTables 

http://www.fawcettsociety.org.uk/blog/calculating-the-gender-pay-gap/
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/adhocs/006269annualsurveyofhoursandearningsashegenderpaygapbycountryapril1997to2016
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/adhocs/006269annualsurveyofhoursandearningsashegenderpaygapbycountryapril1997to2016
http://www.gov.scot/Topics/Statistics/Browse/Labour-Market/Earnings/ASHE-SGTables
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• Women account for 49% of the labour market in Scotland.5 There is a higher 
incidence of women in the labour market employed in low wage jobs 
compared to men. 

• 42% of women employed in Scotland work part-time compared to 11% of men 
employed in Scotland.6 

• Women account for 78% of all part-time workers in Scotland. 
• Women in part-time employment in Scotland earn 33.1% less than men in full-

time employment. 
• Women in part time employment in the Scottish public sector earn 14% less 

than men in part-time employment. 
• Men in part-time employment in Scotland earn 9.6% less than women working 

part-time hours. 

The Scottish Parliament Picture 
This report provides a summary of the Scottish Parliamentary Service staff at 31 
March 2016. 
Gender Breakdown - Male/Female Employees 

 
Working Pattern  
Contract Male Female Total 
Full-time 203 (90%) 207 (77%) 410 
Part-time 22 (10%) 63 (23%) 85 
Total 225 270 495 

(% of staff by gender) 
 
Part-time employees account for 17% of all employees. Part time working is defined 
as employees working 30 paid hours or less a week in line with the definitions used 
by ONS.  
 

• Female part time employees account for 23% of all female employees. 
• Male part-time employees account for 10% of all male employees. 
• At Leadership Group level, all staff work full-time hours. 

 

                                            
5 https://www.closethegap.org.uk/content/gap-statistics/ 
6 http://www.parliament.scot/ResearchBriefingsAndFactsheets/S5/SB_17-
06_The_gender_pay_gap_fact_and_figures_2016.pdf 
 

Male  
225 

(45%) 

Female  
270 

(55%) 

https://www.closethegap.org.uk/content/gap-statistics/
http://www.parliament.scot/ResearchBriefingsAndFactsheets/S5/SB_17-06_The_gender_pay_gap_fact_and_figures_2016.pdf
http://www.parliament.scot/ResearchBriefingsAndFactsheets/S5/SB_17-06_The_gender_pay_gap_fact_and_figures_2016.pdf
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Equal Pay Analysis: Full Time Equivalent (FTE) Salary 
This measure demonstrates whether men and women in similar roles at similar 
grade levels are being paid equally on a FTE salary. 
Annual FTE salary by grade and gender 
Grade Male 

Median FTE 
Salary Rate 

Female 
Median FTE 
Salary Rate 

Difference 

1 £16,149 £16,149 £0.00 
2 £23,923 £23,923 £0.00 
3 £30,536 £30,536 £0.00 
4 £38,984 £38,984 £0.00 
5 £49,157 £49,157 £0.00 
6 £62,199 £62,199 £0.00 
7 £76,460 £70,418 £6,042 
AC/CE £105,429 £89,784 £15,645 

Hourly pay breakdown by grade and gender (grade 7 and above combined)  
Median 
Grade Male Female  Difference 
1 £8.39 £8.39 £0.00 
2 £12.43 £12.43 £0.00 
3 £15.87 £15.87 £0.00 
4 £20.26 £20.26 £0.00 
5 £25.55 £25.55 £0.00 
6 £32.33 £32.33 £0.00 
7 and above £39.74 £37.38 £2.36 
 
Mean 
Grade Male Female  Difference 
1 £8.39 £8.39 £0.00 
2 £12.15 £12.13 £0.02 
3 £15.23 £15.64 -£0.41 
4 £19.77 £19.46 £0.31 
5 £25.28 £24.80 £0.48 
6 £32.33 £31.25 £1.08 
7 and above £44.45 £38.72 £5.73 

SPCB’s pay progression rules allow for staff in Grades 1, 2 and 3 to move to the top 
of the salary scale within two years. Grades 4 and 5 will progress to the maximum 
within three years, Grades 6 and 7 within four years. Grades 8 and AC/CE will 
progress to the maximum within five years. 
 
As demonstrated in the tables above the median FTE salary and median hourly rate 
for male and female staff is equal until grade 7. The difference is explained by the 
longer level of service for men. 
 
The FTE salary difference has narrowed from when the equal pay audit was last 
conducted in 2014. The difference at Grade 7 has decreased by £3,501 from £9,543 
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to £6,042. The difference at AC/CE level has decreased by £8,393 from £24,038 to 
£15,645.  
Gender Pay Gap (GPG) Analysis 
 
GPG Measure 1: Single figure - Gross (excluding overtime, bonuses) hourly 
rate of pay for each employee (full-time and part-time combined) 
Median 
Male Employees Female Employees Difference % difference 
£17.86 
 

£15.87 
 

£1.99 
 

11.1% 

 
Mean 
Male Employees Female Employees Difference % difference 
£19.26 
 

£18.23 
 

£1.12 
 

5.8% 

This figure looks at the gross hourly rate of pay for all employees (full-time and part-
time) by gender, it is the high-level indicator of earning power. The median overall 
gender pay gap at the Scottish Parliament is 11.1%, the figure for all Scotland as 
reported by the Office for National Statistics (ONS) and the Scottish Government 
(2016) is 15.6%.7 The mean pay gap at the Scottish Parliament is 5.8%. The 
Scottish mean pay gap for all employees is 14.9%.8 
 
This figure may be lower than would be expected in other organisations due to the 
lower proportion of women on part-time contracts at the Scottish Parliament as 
compared to whole of Scotland. As previously described 23% of women at the 
Scottish Parliament work on part-time contracts, the corresponding national figure is 
42%. The work life balance policies at the Scottish Parliament which facilitate staff 
having different working patterns across the grade structure may contribute to this 
difference. The types of role at the Scottish Parliament could also be a contributory 
factor. There are no roles which have a very low pay rate, roles which are often filled 
by women in the general population. 
  

                                            
7 
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/adhocs/006269annualsurveyofh
oursandearningsashegenderpaygapbycountryapril1997to2016 
8 https://www.closethegap.org.uk/news/blog/new-gender-pay-gap-remains-stubbornly-high/ 
 

https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/adhocs/006269annualsurveyofhoursandearningsashegenderpaygapbycountryapril1997to2016
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/adhocs/006269annualsurveyofhoursandearningsashegenderpaygapbycountryapril1997to2016
https://www.closethegap.org.uk/news/blog/new-gender-pay-gap-remains-stubbornly-high/
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Figure 1: Gender Pay Gap for all employees in Scotland and the Scottish Parliament, 
2016 

For every £1.00 a man earns a woman earns 84p in Scotland and 89p in the Scottish 
Parliament.

 
GPG Measure 2: Single figure – Gross hourly rate (including bonuses, 
allowances, overtime) of pay for each employee (full-time and part-time) 
 
Median 
Male Employees Female Employees Difference % difference 
£19.06 
 

£16.21 
 

£2.85 
 

15% 
 

 
Mean 
Male Employees Female Employees Difference % difference 
£19.94 
 

£18.46 
 

£1.48 
 

7% 
 

This figure looks at the gross hourly rate of pay including bonuses, allowances and 
overtime for all employees (full-time and part-time) by gender. Organisations have to 
date not been required to report on this data and a comparator is not available. 
 
The median gap for this measure is 15% and the mean 7%. The median difference 
between men’s and women’s pay is £2.85 in favour of the male employees. 
 
This measure allows the organisation to analyse whether one group is able to earn 
more from their availability to work longer hours and to work unsocial hours. The 
Scottish Parliament doesn’t have a ‘bonus culture’, the Exceptional Contribution 
Awards given out in the reporting year, were so low as to not be significant.  
 
In the reporting year 56% of the total overtime costs were paid to men compared to 
44% of the total costs paid to women, however, overall there are an equal number of 
men and women receiving overtime payments. 
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GPG Measure 3: Working pattern by grade and gender 
  2016 2015 2014 

  Male Female Male Female Male Female 

Grade F/T P/T F/T P/T F/T P/T F/T P/T F/T P/T F/T P/T 
1 6 0 4 0 0 0 0 0 0 0 0 0 
2 59 9 63 28 61 9 51 30 53 10 52 34 
3 32 1 46 9 30 1 36 14 30 2 36 16 
4 48 6 37 11 49 9 28 14 45 9 26 13 
5 33 5 41 11 31 7 42 12 35 7 40 12 
6 18 1 12 4 17 4 11 4 17 4 12 4 
7 and above 7 0 4 0 10 0 3 0 10 0 3 0 
  203 22 207 63 198 30 171 74 190 32 169 79 

The working pattern breakdown at the Scottish Parliament is 83% of all staff work 
full-time to 17 % who work part-time. 
 
Looking at the distribution of part-time working patterns by gender; female part-time 
employees account for 23% of all female employees. Male part-time employees 
account for 10% of all male employees. 
 
When looking at the distribution of part-time workers within a grade, for grade 2 and 
grade 3 the gender ratio is significantly skewed to women working part-time. The 
combined ratio for grades 2 and 3 is 21:79 (10 men to 37 women). For grades 4, 5 
and 6 the ratio averages out to one third men to two thirds women. There are no 
part-time workers at grade 7 and above. 
 
GPG Measure 4: Gross pay for full time employees by gender 
Median 

Male (M) Female (F) Difference 
£17.86 £15.87 £1.99 (11.1%) 

 
Mean 

Male (M) Female (F) Difference 
£19.35 £18.23 £1.12 (5.8%) 

The gender pay difference for all full-time staff is £1.99. This equates to an 11.1% 
pay gap, which is the same gap as for all staff (full and part-time). The ratio of full-
time male to female staff across the SPS is 50:50 (203 men:207 women), however, 
at grades 6 and above this split changes to 61:39 (25 men to 16 women). At grades 
1 to 3 the split is 46:54 (95 men to 107 women). 
 
With more men represented at the higher grades, this may be one factor contributing 
towards the gender pay gap (see table for measure 3). 
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GPG Measure 5: Gross pay for part –time employees 
Median 

Male (M) Female (F) Difference 
£20.26 £15.87 £4.39 (21.7%) 

 
Mean 

Male (M) Female (F) Difference 
£18.40 £17.51 £0.89 (4.8%) 

The gender pay gap for part-time male employees to female part-time employees is 
21.7%. There is £4.39 difference in average median hourly pay. 
 
Men on part-time contracts are more likely than women on part-time contracts to be 
represented at higher grades, 55% of men and 41% of women working part-time are 
grade 4 and above (see table for measure 3). This could be a contributory reason 
why the part-time gender pay gap is higher than for all staff (all staff gender pay gap 
is 11.1%). 
 
This gender pay gap is in contrast to the Scottish picture where on average women 
working part-time hours have higher wages than men working part-time. In Scotland 
as a whole it is -9.6%.  This measure for the Scottish Public Sector is 14%. We know 
that in the Scottish Parliament men who work part time earn more than women 
working part time. In addition there is at the Scottish Parliament a smaller proportion 
of women working part time compared to the overall number of women working part 
time in Scotland which may explain the contrasting pay differences. 
GPG Measure 6: Full-time/part-time gross pay by gender 
Median 

Male Full -time Female Part -time Difference 
£17.86 £15.87 £1.99 (11.1%) 

 
Mean 

Male Full -time Female Part -time Difference 
£19.35 £17.51 £1.84 (9.5%)% 

This measure is used to demonstrate the full impact of the different working patterns 
between men and women across the labour market. 
 
The median and mean gender pay gap for full-time male employees to part-time 
female employees at the Scottish Parliament is 11.1%. 
 
It would be expected that the gap between the full-time male staff to part-time female 
staff would be a greater percentage than the pay gap between all male employees 
and all female employees. For Scotland, the gender pay gap for this measure is 
33.1%.  
 
This deviation from the national picture could be attributed to the smaller percentage 
of women working part-time at the Scottish Parliament (23% of female employees) 
compared to 42% of women working part-time in the Scottish population. Additionally 
the median hourly rate for women on part-time contracts at the Scottish Parliament is 
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the same as women on full-time contracts. In other organisations there will be a 
higher incidence of part-time female workers in roles with a lower hourly rate than 
colleagues of either gender in full-time roles. 
GPG Measure 7: Part Time Working Arrangements 
 Male Female 
Partial Retirement 4 2 
Other 18 61 
Total 22 63 
This measure was used to determine whether partial retirement part-time working 
arrangements, are having an impact on the gender pay gap. 
As previously described in Measure 3 women are significantly more likely to work 
part-time than men by a ratio of 26:74 (male to female). 
 
The numbers for partial retirement are so low as to not have a significant contribution 
to the gap. 
 
GPG Measure 8: Pay by Age Group 
For the analysis of staff by age group, see the tables below for median and mean 
hourly rate (excluding overtime, bonuses)  
 
Median 
Age Band  

Male 
 

Female 
No 
of 
staff 

All F/T P/T No 
of 
staff 

All F/T P/T 

19 and 
under 

2 £8.39 £8.39 £0.00 3 £8.39 £8.39 £0.00 

20-24 6 £8.39 £8.39 £0.00 6 £10.54 £10.54 £0.00 
25-29 6 £11.44 £11.44 £0.00 10 £12.43 £12.43 £21.22 
30-34  17 £13.06 £13.06 £14.15 26 £15.87 £14.15 £15.87 
35-39 36 £19.06 £19.06 £16.66 42 £16.27 £16.67 £15.87 
40-44 42 £20.26 £20.26 £20.26 45 £15.87 £16.67 £15.87 
45-49 38 £20.26 £20.26 £20.71 51 £20.26 £20.74 £20.26 
50-54 34 £20.26 £20.26 £25.55 35 £20.26 £20.26 £25.55 
55-59 22 £15.87 £15.87 £22.38 29 £15.87 £15.87 £12.43 
60-64 17 £15.87 £15.87 £16.35 19 £12.43 £12.43 £12.43 
65+ 5 £12.43 £12.43 £12.43 4 £12.43 £12.43 £12.43 
 
Mean 
Age Band  

Male 
 

Female 
No of 
staff 

All F/T P/T No of 
staff 

All F/T P/T 

19 and 
under 

2 £8.39 £8.39 £0.00 3 £9.11 £9.11 £0.00 

20-24 6 £9.11 £9.11 £0.00 6 £10.29 £10.29 £0.00 
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Age Band  
Male 

 
Female 

No of 
staff 

All F/T P/T No of 
staff 

All F/T P/T 

25-29 6 £12.53 £12.53 £0.00 10 £13.35 £12.48 £21.22 
30-34 17 £14.05 £14.15 £12.43 26 £15.19 £15.30 £14.86 
35-39 36 £18.26 £18.36 £17.73 42 £17.38 £17.83 £16.48 
40-44 42 £21.80 £21.70 £22.24 45 £18.43 £18.86 £17.79 
45-49 38 £21.56 £21.76 £19.85 51 £20.84 £21.04 £20.25 
50-54 34 £21.19 £21.03 £22.81 35 £21.76 £21.29 £24.58 
55-59 22 £20.92 £20.77 £22.38 29 £17.29 £17.48 £16.67 
60-64 17 £18.39 £18.67 £16.35 19 £17.05 £18.15 £15.16 
65+ 5 £12.43 £12.43 £12.43 4 £12.43 £12.43 £12.43 
 
There is a negative gender pay gap for the 20-24 age group at the Scottish 
Parliament. In all Scotland the GPG for this group is 4%, the Parliament’s pay gap 
for the age group is opposite to the general population. This pay gap is considered to 
be attributable to the Apprenticeship Programme which commenced in April 2015. 
Apprentices commenced in either April or August, this therefore affected the timing 
at which different apprentices completed their SVQ qualification. Attaining the 
qualification then promoted some apprentices to a higher grade level by the date of 
this report. It is expected that this gap will significantly reduce at the next reporting 
date because all apprentices will have attained their SVQ qualification.  
 
The data shows that female staff have a slightly higher median average salary than 
male staff between the ages of 25 and 34. Between the ages of 35 to 44 this trend 
reverses at the Scottish Parliament as men’s average salary is higher than women’s. 
This levels out but starts to increases again at the age of 60. This may be 
attributable to women taking time off for caring responsibilities. Women are more 
likely to be the primary carer in a family9. 
  

                                            
9 https://www.nrscotland.gov.uk/files//statistics/rgar2014/figures-chaper-10/rgar2014-figure10-7.pdf 
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Summary 
• The Scottish Parliament pays men and women at the same grade level at 

Full-Time Equivalent (FTE) rate equally. 
• The high level median Gender Pay Gap (GPG) for all Scottish Parliament 

employees is 11.1%. The GPG for all employees in Scotland is 15.6%. 
• The Gender Pay Gap for full-time staff only at the Scottish Parliament is 

11.1%. In Scotland the GPG for full time staff is 6.2% and in the public sector 
it is 0.3% 

• The Gender Pay Gap for part time staff only at the Scottish Parliament is 
21.7%. In Scotland the GPG is -9.6% 
 

  UK Scotland Scottish 
Public 
Sector 

Scottish 
Parliament 

GPG - All Employees  18.1% 15.6% 9.5% 11.1% 
GPG - Full-time 
Employees 

9.4% 6.2% 0.3% 11.1% 

GPG - Part-time 
Employees 

-6.0% -9.6% 14.0% 21.7% 

GPG - Full-time men to 
Part-time women 

36.5% 33.1% 27.0% 11.1% 
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Addressing the Gender Pay Gap 
Our Findings  
What do the results tell us? 
 
The Scottish Parliament produced this report to look at data on pay by gender and 
establish if there is any gender pay differentiation between men and women working 
in the Scottish Parliament.  We have a lower overall gender pay gap than in Scotland  
and we are satisfied as an employer that we have robust pay and reward policies 
that ensure equal pay for men and women. However, we recognise that we do have 
a gender pay gap. For the reporting year to 31 March 2016, this is a median rate of 
11.1%, compared to 15.6% for all Scotland. 
 
Our figures also reveal that: 
 

• When looking at the pay difference between full time men to part time women, 
women working part time earn 11.1 % less than men working full time which is 
a difference of 15.9% compared to the public sector (27% gender pay gap) 
and a difference of 22% to all Scotland (33.1% gender pay gap).  The 
difference in the Scottish Parliament is that we have fewer women working in 
part time roles. The types of role at the Scottish Parliament could also be a 
contributory factor.  There are no roles which have a very low pay rate, roles 
which are often filled by women in the general population. The Scottish 
Parliament does not have the occupational segregation as in other 
organisations.  
 

• Looking at our part time staff, our gender pay gap is 21.7% in contrast to a 
14% gender pay gap in the public sector. The reason for this might be related 
to more men working part time being represented in the higher grades, 
therefore earning more. 
 

• We have a gender pay gap where women working full time earn 11.1% less 
than men. This is in contrast to the 0.3% pay gap that exists in the public 
sector. It would be expected that this figure would be similar, and it is difficult 
to explain why there is a significant contrast. This is an area that we intend to 
investigate further.  

 
Overall, like other public sector organisations, women have a higher representation 
than men in the lower grades which is why we have a gender pay gap i.e. the 
average income for women is lower.  We also know that there are more women than 
men in part time working roles which means women are earning less overall on 
average.  
 
At this time it is unclear why women choose to work part time but we do know that 
women tend to take on caring responsibilities which is often why they may decide to 
work fewer hours although this might not always be by choice. 
 
Statutory maternity and paternity pay policies make it challenging for men to have an 
equal role in parenting. Men have access to two weeks paternity leave and will take 
additional annual leave to cover the first few weeks when a new child is born 
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whereas women can take up to a year or longer.  There is also a stigma and attitude 
in society towards men taking on the primary carer role. To address this, shared 
parental leave was introduced in 2015 to allow parents to share their caring 
responsibilities in the first year when a child is born or adopted.  There has been one 
father who has taken up shared parental leave in the Scottish Parliament. 
 
Having said that, we are seeing a shift in working patterns where more women 
returning from maternity leave come back to work full time or are reducing their 
hours to a lesser degree than women returning in previous years. There are many 
reasons why this could be the case.  We have progressive family friendly policies 
which give women the choice to work compressed hours or to work from home but it 
could also be related to personal or economic circumstances, changes in who is the 
primary carer, or having grandparents to take on some of the responsibility for 
childcare.  There may also be a pressure to return to work full time/ more part time 
hours because of limited career options and promotion opportunities. For example 
we know there are no part-time staff in grades 7 and above.  It is not clear why the 
working pattern for women is changing after maternity leave.  We will investigate 
further, to find out why it is shifting, whether it is a personal choice, or whether it 
related to work and career. 
 
What are we doing about the gender pay gap? 
At the Scottish Parliament we are committed to tackling any barriers that impact on 
women in the workplace. Our efforts to promote more women into senior positions 
and develop our female talent pool included a ‘Women in Leadership’ programme 
which attracted women across all grades to help them realise their full potential.  As 
we were inundated with women applying from the programme, we set up a Women’s 
network that is run by women to support professional and personal development of 
women, for example by promoting female role models and encouraging women to 
develop themselves as well as looking at what changes need to be made to remove 
barriers for women.  
 
The Scottish Parliament is also very proud of its working practices and has a range 
of family friendly policies in place to support staff with caring responsibilities. There 
are over 175 different working patterns across the organisation which clearly shows 
the effectiveness of our family friendly policies. In addition, the organisation provides 
childcare vouchers and offers a parent mentoring scheme to parents (women and 
men) to give support and guidance when someone returns to work. We know this 
can be a difficult time for women particularly if they have been off for the full 
maternity period. 
 
Our work in promoting diversity in the workplace extends much wider than just 
tackling gender diversity. We recognise that it is important to have a workforce that 
reflects society and that the Scottish Parliament will benefit from having people with 
a wider range of views and perspectives. As part of our commitment to diversity and 
inclusion we launched our new Diversity and Inclusion Strategy this year which aims 
to give everyone the opportunity to flourish and to compete on a level playing field 
without barriers to their success. A new Diversity and Inclusion Board has been set 
up to oversee the implementation of this strategy. Two members of the Leadership 
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Group will co- chair the board which will have representatives from diversity staff 
networks, the trade unions and external diversity partners on the board. 
 
Part of this strategy is to review our recruitment practices to ensure that we can draw 
from a wider range of people when recruiting to enable us to get the best people for 
our organisation. As an organisation we believe that if we have a broader range of 
views and perspectives then it will enable us to engage more effectively with the 
communities we serve. Our plan is to therefore look at potential and aptitude rather 
than focus on past experiences and focus on what the candidate can do and what 
they can bring to the job. To support this we will be updating our recruitment 
selection procedures and considering the use of values based questions to remove 
bias that can favour some candidates in competence based questions. We also plan 
to introduce training for recruiting managers to help remove any other biases from 
the process. 
 
We are also looking at our values again and defining what leadership and 
management means to the organisations - bringing into this the importance of 
diversity and leading by example. 
 
What do we plan to do next? 
The Parliament has made a strong commitment to diversity and inclusion and will 
consider in more detail the issues highlighted in this report to help us address the 
gender pay gap. The report will be considered by the new Diversity and Inclusion 
Board to identify where further action is required. 

1. Part time staff 
Further analysis is required around part time staff - what are the reasons for staff 
working part time and whether their working patterns impact on their career in the 
Parliament. As part of this we will look at the working patterns of women returning 
from maternity leave and what choices they make when balancing their home and 
work life. Following any feedback we receive, we will review our maternity policies 
and the options/support that exists for women returning to work. 

2. Carers 
We also intend to look at why the gender pay gap increases again for women in their 
50s and whether this is attributable to caring responsibilities or other reasons. In 
addition, our policies to support carers will be reviewed to consider what other forms 
of support we can offer to carers looking after older parents. 

3.  Shared parental leave 
Another area to consider is shared parental leave and highlighting the benefits of this 
policy to staff, and that it goes beyond the statutory requirement with regards pay. 

4. Women at senior levels  
The Scottish Parliament has signed up to the 5050 by 2020 campaign and we intend 
to continue focusing on supporting and helping women to realise their full potential in 
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the workplace. We will also work with the Women’s network to continue supporting 
women in their professional development. 

5.  Difference between the Scottish Parliament and Scottish public sector full 
time staff 

There is also a concern over the figures shown for the public sector pay gap and the 
Scottish Parliament’s pay gap between men and women working full time. We plan 
to look at this in more detail and find out why this stark contrast exists.  
 

6. Best practice from other employers 
There have been some positive examples of what employers are doing to address 
the gender pay gap as highlighted through the Gender pay Gap inquiry led by the 
Economy, Jobs and Fair Work Committee. We will work with other employers in 
sharing best practice. 
 
Gender Pay Gap Action Plan 
We have pulled these themes into a Gender Pay Gap Action Plan (see Annex 1). 
This will be built into the overall planning for the annual Diversity and Inclusion 
Delivery Plans. Delivery against the plan will be reported to the Diversity and 
Inclusion Board and Leadership Group on an annual basis. 
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ANNEX 1 

GENDER PAY GAP – ACTION PLAN 
The Scottish Parliament’s first Gender Pay Gap (GPG) report for data at 31 March 2016 revealed that the gap for all staff was 
11.1%. The gap for full-time staff was also 11.1% and for part-time staff it was 21.7%. The following outlines the actions the 
Scottish Parliamentary Corporate Body will undertake to reduce this pay gap. 
 
The action plan sets out activities for the organisation across a number of key areas: leadership, staff consultation, training, policy 
review, recruitment practices and target setting. 
 
Issue What are the actions required 

to achieve the outcomes? 
Who is the lead 
responsible for 
delivery? 

What is the 
timescale for 
delivery? 

What are the 
measurements for 
achieving the outcomes? 

GPG of 11.1% Recruitment Process: The 
recruitment review is being 
conducted to ensure that we can 
draw from a wider range of 
people when recruiting to enable 
us to get the best people for our 
organisation. Rather than focus 
solely on competency based 
selection, we will broaden this 
out to ensure, where 
appropriate, we consider 
applicants’ potential and 
strengths.  To support this we 
will be updating our recruitment 
selection procedures and 
considering the use of values 
based questions to remove bias 
that can favour some candidates 
in competence based questions. 

SRO for 
Recruitment 
Review 
 
HR Lead 

New 
recruitment 
approach to be 
considered by 
LG in 
September 
2017. 

Demographics through 
annual reporting - % of 
population by protected 
characteristic. Reviewing 
application and success 
rates. 
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Issue What are the actions required 
to achieve the outcomes? 

Who is the lead 
responsible for 
delivery? 

What is the 
timescale for 
delivery? 

What are the 
measurements for 
achieving the outcomes? 

GPG 11.1% Role design: Review of role 
advertisements to ensure that 
flexible working is specified 
unless there is a business 
reason not to do so. (as per 
recommendation of the 
Economy, Jobs and Fair Work 
Committee). 

HR Lead In line with 
recruitment 
timescale  

Advertisements include 
flexible working arrangements 

GPG 11.1% 
 

Leadership: We are also 
looking at our values again and 
defining what leadership and 
management means to the 
organisations - bringing into this 
the importance of diversity and 
leading by example. 
 

SRO, David 
McGill  

April 2018 
 

Workshops completed with all 
staff groups and 
recommendations made for 
LG agreement.  
 

We have engaged with an 
external development provider 
to develop our leaders on an 
individual and collective basis. 
This will cover personal and 
organisation values and both 
pieces of work will feed into 
each other 

SRO, David 
McGill 

April 2018 Leadership group take part in 
development programme 
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Issue What are the actions required 
to achieve the outcomes? 

Who is the lead 
responsible for 
delivery? 

What is the 
timescale for 
delivery? 

What are the 
measurements for 
achieving the outcomes? 

GPG 11.1% Targets: The Scottish 
Parliament has signed up to the 
50:50 by 2020 campaign. 
 
Setting a target that the gender 
pay gap will be within a 
tolerance level of either plus or 
minus 5% each year. This target 
is aspirational for the 
organization but also deviation 
from it acts as a trigger for 
action. 
 

Diversity Board Ongoing  GPG within 5% of zero each 
reporting year. 

Women at senior levels 
under represented 

Leadership: Review of the 
diversity on our high level 
boards to ensure that we have a 
broad range of views that are 
feeding into high level decisions 
for the organisation. We will also 
review the composition of 
project teams, to encourage 
opportunities for more and 
different staff. 
 

Diversity Board March 2018  Established baseline data on 
boards available for review 
and use. 
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Issue What are the actions required 
to achieve the outcomes? 

Who is the lead 
responsible for 
delivery? 

What is the 
timescale for 
delivery? 

What are the 
measurements for 
achieving the outcomes? 

Higher number of full-
time working women at 
the Scottish Parliament 
compared to national 
figures 
 

Induction Process: We are 
reviewing our induction which 
will also cover movers and 
returners. This will help ensure a 
smoother transition back into the 
work place with additional 
support for the individuals and 
their managers. 
 

Jess Dall  
 

December 2017  
 

All returners receive 
information online and 
workshops prior to and on 
return to support their 
transition  
 

Staff consultation:  We need to 
find out why there are lower 
numbers of part-time workers in 
SP.  We will do this by 
conducting a survey of women 
who have returned from 
maternity leave.  In conducting 
the survey we will ask returning 
mothers about the reasons for 
their choice of working patterns 
and hours. 
 

D&I lead April 2018 Response rate to survey of 
50% to allow for analysis and 
to identify future actions. 

Men and parental leave 
There has been a low 
uptake of Shared 
Parental Leave by men in 
the organisation  

Staff consultation: A survey of 
men who have taken paternity 
leave since Shared Parental 
Leave was introduced will be 
conducted. 
 

D&I lead April 2018 Response rate to survey of 
50% to allow for analysis and 
to identify future actions.  
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Issue What are the actions required 
to achieve the outcomes? 

Who is the lead 
responsible for 
delivery? 

What is the 
timescale for 
delivery? 

What are the 
measurements for 
achieving the outcomes? 

GPG increases for 
women over 50 years of 
age 

Policy Review: We will ask the 
Parents and Carers Network to 
assist with a review of our 
policies used by those with 
caring responsibilities. We would 
like to determine if there are 
barriers and if there is more we 
should be doing. 
Recommendations will be 
considered by the Diversity and 
Inclusion Board. 

Parents and 
Carers Network 
 
D&I lead 

September 
2018 

Policy review completed and 
recommendations made. 

Scottish Parliament’s 
full-time GPG compared 
to Scottish Public 
Sector 
 
The Scottish Parliament’s 
full-time gap is 11.1% 
compared to 0.3% in the 
Scottish Public Sector 
 

Analysis of the GPG reports 
from the public sector following 
the publication deadline in 
March 2018 as these will more 
likely reflect the actual picture.  
ONS statistics based on a very 
small dataset. 

D&I lead After March 
2018 

Data to facilitate 
understanding the low full-
time GPG in the Scottish 
Public Sector workforce 
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