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2021 Combined 
Gap 

Full Time 
Gap 

Part Time 
Gap 

All employees +5.0% -18.0% +23.2% 
Non-Teaching 
employees +11.1% -9.6% +22.5% 

Teaching employees +4.2% +3.3% +9.3% 
SJC employees +13.0% -7.0% +23.7% 

 
 
   

 Combined Gap Full Time Gap Part Time Gap 

Average Hourly Rates 2019 Male Female Male Female Male Female 
All Employees £17.96 £17.06 £18.54 £21.87 £15.23 £14.24 
Non-Teaching Employees £14.79 £13.15 £15.33 £16.80 £12.31 £11.88 
Teaching Employees £27.22 £26.08 £27.62 £26.70 £25.06 £25.04 
SJC Employees £14.72 £12.80 £15.25 £16.31 £12.30 £11.64 

 
 
 

1. Context 
 

1.1 The main provisions of the Equality Act came into force on 1 October 2010. 
The Act brings together the previous strands of equality and 
discrimination legislation and aims to simplify and strengthen the law. 

 
1.2 The Act also introduces a general duty on public bodies to give due regard 

in all their work to the need to: 
 

• Eliminate unlawful discrimination, harassment and victimisation 
and other conduct that is prohibited by the Equality Act. 

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

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

 
In addition, specific duties introduced in Scotland in 2012 by Regulations 
require the Council to publish information on the Council’s equal pay gap. 

 
1.3 Guidance on meeting the requirements of the various duties is provided by the 

Equalities and Human Rights Commission (EHRC) and supported by 
Close the Gap. Close the Gap is an organisation, funded by the Scottish 
Government, working in partnership with the EHRC and the Scottish Trades 
Union Congress to guide and assist employers. All pay gap calculations 



are based on their guidance. 
 

1.4 An organisation’s gender pay gap is the difference between the average 
male and female pay rates. It is calculated by dividing the average female 
hourly pay rate by the average male hourly pay rate. The full time gender 
pay gap is the gap between the average hourly pay rate of female 
employees who work full time and male employees who work full time. The 
part time gender pay gap is the gap between the average hourly pay rate of 
female employees who work part time and male employees who work full 
time. 

 
1.5 The Council is required to publish the gender pay gap between male and 

female employees. It is also required to publish this data separately on 
employees in Education (Teaching employees) The EHRC and Close the Gap 
also strongly advise publishing separate full time and part time gender pay 
gaps. It is considered that any pay gap of 5% or more is considered significant 
and in need on further analysis. 

 
2. Gender Pay Gap 

 
2.1 Background: 
 The 2019 Gender Pay Gap analysis has identified the following equal Pay 

Gaps: 
 

2019 Combined 
Gap 

Full Time 
Gap 

Part Time 
Gap 

All employees +5.8% -17.4% +23.2% 
Non-Teaching 
employees +12.0% -8.3% +22.3% 

Teaching employees +4.5% +4.6% +8.6% 
SJC employees +13.5% -6.8% +23.1% 

 
 

(A positive figure denotes a gap to the advantage of male employees. A 
negative figure denotes a gap to the advantage of female employees.) 

 
2.2 Analysis of this data suggested that: 

 
a.  The Teacher pay and grading structure is robust and supports 

equal pay.  As agreed with the Unions the SJC pay and grading 
structure is to be reviewed due to the impact of the increase in 
the Scottish Living Wage. 

 
b.  Significant workforce gender segregation in SJC Job Families 

(Business Support, Personal Care, Technical and Practical), Craft and 
Teaching posts coincide with significant part time pay gaps. 

 
c.  Lower availability of part time working in SJC grades HC6 and above 

coincides with a significant SJC Part Time pay gap. 
 

d.  Lower availability of part time working in promoted teaching grades 
coincides with a Teaching Part Time pay gap. 

 
 
 



 
2.3 Previous reports found that the following issues could contribute to pay gaps. 

 
a.  Vertical gender segregation (disproportionately low number of women in 

senior posts) in Teaching posts and in SJC Business Support and 
Management posts. 

 
b.  Horizontal gender segregation in teaching posts (disproportionately low 

number of women Head Teachers in Secondary Schools). 
 

c.  Lower uptake of part time working opportunities in senior teaching posts 
and in SJC posts graded HC06 and above. 

 
d.  Horizontal gender segregation (males in Community Works and females 

in Catering, Cleaning and Caring posts) within Technical & Practical 
posts. 

 
2.4 A number of actions continue to been taken to address gender segregation 

and the availability of part time work in senior grades. For example: 
 

a.  Female role models in male dominated job groups have been identified 
and achievements publicised in corporate communications. 

 

b.  Where service delivery allows vacancies will be advertised as "suitable 
for flexible working hours up to 35 per week" to encourage applications 
from candidates who wish to work on a part time basis part time 
applications. 

 
c.  Job Descriptions and Person Specifications continue to be 

reviewed to ensure that they contain no gender bias. 
 

d.  Services have reviewed workplace facilities to ensure that both genders 
are adequately catered for 

 
e.  Significant areas of gender segregation are monitored and reviewed to 

identify and address any barriers to employment. 
 

f. Strategic workforce planning to address and further promote 
flexible working arrangements that support women to progress 
their careers. 

 
g.  Working with Close the Gap (working towards Equally Safe at 

Work accreditation) 
 
h.  Accreditation as a Living Wage Employer (2019) 
 
 
 
 
 
 
 
 
 



2.5 These actions coincide with a significant general improvement in the Highland 
Council’s gender equal pay gaps in the 2 years since the last report. Going into 
2021 the gaps are as follows: 

 
  

2021 Combined 
Gap 

Full Time 
Gap 

Part Time 
Gap 

All employees +5.0% -18.0% +23.2% 
Non-Teaching 
employees +11.1% -9.6% +22.5% 

Teaching employees +4.2% +3.3% +9.3% 
SJC employees +13.0% -7.0% +23.7% 

 
 

(A positive figure denotes a gap to the advantage of male employees. A 
negative figure denotes a gap to the advantage of female employees.) 

 
2.6 Improvements in these pay gaps over the period 2019-2021 are as follows. 

 
 
 

Improvements 2019 - 2021 Combined 
Gap 

Full Time 
Gap 

Part Time 
Gap 

All employees 0.8% -0.6% 0.0% 
Non-Teaching employees 0.9% -1.3% -0.2% 
Teaching employees 0.3% 1.3% -0.7% 
SJC employees 0.5% 0.2% -0.6% 

 

 
Trends in the Council’s gender pay gaps, since these were first recorded in 2013 
are set out below. 
 

  

 
 



 

 
 
2.7 The Council’s pay gaps are interesting in that the full time pay gaps are 

generally to the benefit of women. The part time pay gaps for all employees 
are more in line with what would be expected given the make-up of our 
workforce. This marked difference between the full time and part time gaps 
suggest that one of the underlying reasons for the combined gap is the greater 
availability of part time and term time work in the lower pay grades. 

 
2.8 As part of the Council’s commitment to Equally Safe at Work accreditation we 

also analyse our median pay gaps.  We are currently working with Close the 
Gap to understand these and how they can assist us in informing future action.  

 
  

2021 Median Female Male Gap 
Combined Gap £13.48 £15.35 +12.2% 
Full Time Gap £22.43 £16.03 -46.1% 
Part Time Gap £11.78 £11.78 +23.3% 



 Highland Council do not pay bonus at all.  Allowances are based on hourly rates 
already analysed in the hourly pay gaps. 

 
The proportion of men and women in each pay quartile is as follows: 

   
Quartile Male Female 
Q1 25.1% 74.9% 
Q2 30.7% 69.3% 
Q3 24.7% 75.3% 
Q4 22.3% 77.7% 

 
Pay gap data for our ALEO Highlife Highland are at Appendix 1. 

  
3. Women in Management 

 
3.1 The combined pay gap relating to SJC Management employees has reduced 

year on year from 2013 to 2017.  There has been a change in the figures with 
the pay gap increasing from 3.5% in 2017 to 8.7% in 2019 and to 10.4% in 
2021.  The increase has been directly impacted by the number of women in 
management grades on entry point to the grade.   

 
 
 

 
 

 
 
3.2 In 2019 50% of the managers employed in SJC Management posts were 

women. This has now increased to 53.2%.  However, there is still a significant 
difference in the distribution of male versus female managers with female 
managers being more concentrated in the lower graded management grades.  



  
 
3.3 Senior Leadership Team 
 
 In 2019 37.8% of the Senior Leadership team were female.  There have been 

significant improvements in this and 50% of the Senior Leadership Team are now 
female.   

 

  
 
4. Next Steps 

 
4.1 Although significant improvement have been made since the first Equal Pay 

Report in 2013 it is important to maintain momentum. This will be particularly 
important in the coming years exacerbated by the difficult financial situation and 
the continued need for a reducing workforce.  

  
 The impact of the pandemic has driven a review of strategic workforce planning.  

Recommended actions will drive change in how the organisation designs roles 
to meet future service requirements. The distributed nature of the workforce is 
significant, with more than 95% of employees’ working out with the Council’s 
Inverness Headquarters. Remote ways of working will increase opportunities 
through flexibility and supported transition with the potential to effect gender 
segregation within roles. 
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Appendix 1 – Highlife Highland (ALEO) Gender Pay Gap Report 
 

 

 

 

Gender Pay Gap Report 2020 
 

 

High Life Highland is a charity registered in Scotland, formed on the 1st October 2011 by The 
Highland Council to develop and promote opportunities in culture, learning, sport, leisure, health 
and wellbeing across 10 services throughout the whole of the Highlands, for both residents and 
visitors. 

The Gender Pay Gap data supplied is correct for all employees in post with High Life Highland on 
31 March 2020.  

On that date there were 971 relevant and full-pay relevant employees, 341 (35%) males and 630 
females (65%).  

The figures set out below have been calculated using the standard calculations used in the Equality 
Act 2010 (Gender Pay Gap Information) Regulations 2017. 

Pay and Bonus Gap 

Difference between male and female 
 Mean Median 
Hourly fixed pay 9% 12.5% 
Bonus paid 0% 0% 

 

 

 

• The table above shows High Life Highland’s mean and median gender pay gap based on hourly 
rates of pay.   

• There were no bonuses paid to any staff in the year up to 31 March 2019. 

• Of the 5,741 employers reporting in 2019/20 the mean gender pay gap for all employees was 
14.1% and the median gender pay gap 12.8%1 

• High Life Highland’s mean pay gap of 9% is less than the national average by 5.1%.  

• With a 12.5% median pay gap, High Life Highland is just 0.3% below the national average for 
2019/20. 

1 https://gender-pay-gap.service.gov.uk  Employers with 250 or more employees who have published their figures 
comparing men and women’s average pay across the organisation. 

Pay Quartiles by Gender 

https://gender-pay-gap.service.gov.uk/


Quartile Males Females Description 

1 23% 77% Includes all High Life Highland employees whose standard 
hourly rate places them in the 1st and lowest pay quartile. 

2 39% 61% 
Includes all High Life Highland employees whose standard 
hourly rate places them below the median pay in the 2nd pay 
quartile.  

3 39% 61% 
Includes all High Life Highland employees whose standard 
hourly rate places them above the median pay in the 3rd pay 
quartile. 

4 40% 60% 
Includes all High Life Highland employees whose standard 
hourly rate places them in the 4th and therefore highest pay 
quartile. 

• The table above sets out the gender distribution at High Life Highland across four equally sized 
quartiles, each containing as follows Q1 243 employees; Q2 243 employees; Q3 243 employees; 
Q4 242 employees. 

• With an overall gender split of 35% male to 65% female within High Life Highland, Quartiles 
2,3,4 reflect this gender split fairly closely.  However Quartile 1 shows the greatest disparity in 
gender distribution with a much higher percentage of females employed in the lowest pay 
quartile.   

High Life Highland is committed to the promotion of equality of opportunity in its employment 
practices.  It is committed to offering roles on flexible working patterns, with a range of options such 
as part-time working, alternative working hours, home working and shared parental leave. 

The Charity’s Equal Opportunities policy states that it intends that no job applicant or employee 
shall receive less favourable treatment because of sex, marital or family status, age, ethnic origin, 
disability, race, colour, nationality, religion, belief, sexual orientation, gender reassignment or any 
other non job related factor.   

High Life Highland is also confident that males and females are paid the same rate for the job 
regardless of gender (or any other difference).  Employees are remunerated according to set pay 
scales and terms and conditions which are negotiated nationally, through The Highland Council, by 
the Scottish Joint Council for Local Government Employees.  

High Life Highland’s gender pay gap compares favourably to national statistics but it is committed 
to monitoring and reducing the gap wherever possible, whilst also recognising that it has no direct 
control over the gender of applicants for particular job types or an individual’s career choices.  

I confirm the data reported is accurate. 



 

Steve Walsh 

Chief Executive 

 


