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1 Introduction 
 
This is our first Equal Pay Review report. It helps us meet the requirements of the Equality 
Act 2010 and the Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012. Our 
general approach is to compare average hourly rates for women and men in each salary 
grade and identify any significant salary gaps. Where needed, we look in more detail at 
what causes these gaps. We use the term ‘significant’ to mean where salary gaps are in 
excess of 5%.  
 
Two hundred and ninety-two1 members of staff under Agenda for Change terms and 
conditions along with nine executive and medical staff are considered within this Equal 
Pay Review and it captures data from the workforce profile as at 1 February 2013. 
Healthcare Improvement Scotland’s gender mix at this point in time was 74% women and 
26% men.  
 
We have used plus (+) and minus (-) symbols within the tables in this report to indicate the 
direction of any salary gaps as follows: 

 
 + where female staff are paid on average more than male staff, and 
 - where they are paid less. 

 
 
 
 
 
 

Kathlyn McKellar 
Head of Human Resources 

                                                 
1 The 292 Agenda for Change staff are covered in detail by this Review. The other nine staff are covered by 
footnote 3 on page 6. 
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2 Summary 
 
Gender and equal pay 
 
In our first Equal Pay Review we identify whether there are any differences between the 
average hourly salary rates of the women and the men in our workforce. We use the 
NHSScotland Agenda for Change salary bands to conduct our analysis. This first report is 
based on an analysis of payroll information as at 1 February 2013. 
 

Table 1 - Equal pay analysis of all staff in February 2013 – by gender and 
grade and average hourly rate 

Grade Male Female diff % differential 

2 See footnote 2 on page 6 

3 See footnote 2 on page 6 

4 £9.80 £11.23 +£1.43 +14.59% 

5 £13.07 £14.30 +£1.23 +9.41% 

6 £16.93 £19.28 +£2.35 +13.91% 

7 £18.84 £21.42 +£2.58 +13.72% 

8a £22.09 £23.01 +£0.92 +4.16% 

8b £27.19 £27.00 -£0.19 -0.69% 

8c See footnote 2 on page 6 

8d See footnote+2 on page 6 

All Agenda for Change staff £16.95 £17.34 +0.38 +2.26% 
 

Senior managerial £39.77 £38.35 -£1.42 -3.55% 

Medical and Dental £45.09 n/a n/a n/a 

All Healthcare Improvement 
Scotland Staff £18.24 £17.81. -£0.43 -2.37% 

 
An initial examination of our workforce across all salary bands reveals that the overall 
differential between the average hourly rates of men and women is -2.37% (see Table 1).  
 
A contributory factor in the differential between men and woman is the significant number 
of women employed in Healthcare Improvement Scotland (74% women and 26% men) 
which is consistent with the gender split within the wider NHSScotland. It should also be 
noted that only 14.9% of female staff are located within bands 8a and above, whereas 
26.6% of all men working within Healthcare Improvement Scotland are in these salary 
bands. This in turn can reduce the average overall hourly rate for women. 
 
We are comfortable that the overall differential in salary between men and women remains 
within the 5% margin.  
 
Within this current analysis, the differential between the average hourly rate of men and 
women exceeds 5% in favour of women in four salary bands. As mentioned previously, 
this reflects the gender split within Healthcare Improvement Scotland. Reasons other than 
the basis of gender also explains the differential in these cases. Due to the small number 
of staff who are located within these salary bands, there are occasions where there are 
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100% variances between some of the bands as there is only one gender to compare or 
there is a small number of staff to compare, which in turn has a direct impact on the overall 
average hourly rate. 
 
We find that there are no emerging patterns or trends in this year which suggest our 
systems and practices do anything other than continue to deliver equal pay for the men 
and women who work for us. 
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3 Detailed analysis and findings 
 
Gender 
 
As explained in the ‘Summary’ section, we conducted an equal pay analysis of the entire 
workforce2. We also undertook a deeper examination of pay patterns within the Agenda for 
Change salary bands used by Healthcare Improvement Scotland where there were 
sufficient gender numbers to allow analysis to take place3.  
 
The following tables provide the data on what our deeper analysis found. 
 
Table 2 - Salary Band 2 at February 2013 

  Headcount % 
Ave 
Earnings

Ave Hours 
per week 

Average 
Hourly 
rate Differential 

Ave 
length of 
service 

Male 0 0% - - - n/a  - 
Female 1 100% - - - n/a - 
Total 1 100% - - - - - 

 
Note: 
As there is only 1 member of staff in salary band 2, comparison by gender is not 
applicable. 
 
 
Table 3 - Salary Band 3 at February 2013  

  Headcount % 
Ave 
Earnings 

Ave Hours 
per week 

Average 
Hourly 
rate Differential 

Ave 
length of 
service 

Male 1 17% - - - n/a  - 
Female 5 83% - - - n/a - 
Total 6 100% - - - - - 

 
Note:  
Due to the number of staff we have in salary band 3, under the Data Protection Act, we are 
unable to disclose analysis information for staff in this band. 
 

                                                 
2 Executive and medical pay bands are omitted from the scope of this review as the number of staff we have 
on executive and medical pay bands are too small to allow meaningful analysis and would not represent 
statistically significant data. 
3 Due to the number of staff we have in the salary bands 2, 3, 8c and 8d, under the Data Protection Act, we 
are unable to disclose analysis information for staff in this band. 



Healthcare Improvement Scotland Equal Pay Review – February 2013 

 

 7

 
Table 4 - Salary Band 4 at February 2013  

  Headcount % 
Ave 
Earnings 

Ave 
Hours 
per 
week 

Average 
Hourly 
rate Differential 

Ave 
length of 
service 

Male 11 18% £19,170.73 37.50 £9.80  2.10 
Female 51 82% £20,504.20 35.74 £11.23 +14.59% 3.78 
Total 62 100% £20,267.61 36.05 £10.98 +£1.43 3.48. 

 
Notes: 
In 2012, women within this salary band earned +£1.43 more an hour, on average, than 
men, equating to a differential rate of 14.59%. This is attributable to women within salary 
band 4 having a longer average length of service (+1.65 years). In addition, the number of 
men (18%) within this salary band is significantly smaller than women (82%). 
 
 
Table 5 - Salary Band 5 at  February 2013  

  Headcount % 
Ave 
Earnings 

Ave 
Hours 
per 
week 

Average 
Hourly 
rate Differential 

Ave 
length of 
service 

Male 16 24% £25,554.69 37.50 £13.07  5.65 
Female 52 76% £25,203.15 34.98 £14.30 +9.41% 5.68 
Total 68 100% £25,285.87 35.57 £14.01 +£1.23 5.67 

 
Notes: 
 
In salary band 5, women are earning more than men in average, with the differential rate 
being +9.41%. This, again, is explained by the majority of staff within salary band 5 being 
women (76%). It should also be noted that whilst the average length of service for males is 
lower than females, this is due to the relatively small amount of males within this salary 
band, which in turn affects the average hourly rate of men and women. 
 
 
Table 6 - Salary Band 6 at February 2013  

  Headcount % 
Ave 
Earnings 

Ave 
Hours 
per 
week 

Average 
Hourly 
rate Differential 

Ave 
length of 
service 

Male 17 28% £30,921.06 35.96 £16.93  5.35 
Female 44 72% £30,861.75 32.94 £19.28 +13.91% 6.08 
Total 61 100% £30,878.28 33.78 £18.63 +£2.35 5.87 

 
Notes: 
 
In salary band 6, the higher average hourly rate amongst women is higher (+£2.35), with a 
higher differential rate of +13.91% in favour of women. The higher average hourly rate can 
again be explained by the significantly higher number of women (72%) than men (28%) 
within this salary band having a higher average length of service (+0.73 years) than men. 
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Table 7 - Salary Band 7 at February 2013  

  Headcount % 
Ave 
Earnings 

Ave 
Hours 
per 
week 

Average 
Hourly 
rate Differential 

Ave 
length of 
service 

Male 13 27% £36,714.08 37.38 £18.84  4.23 
Female 36 73% £37,480.17 34.96 £21.42 +13.72% 5.60 
Total 49 100% £37,276.92 35.60 £20.73 +£2.58 5.24 

 
Notes: 
 
In 2012, the higher average hourly rate amongst women trend continues, with a higher 
differential rate of +13.72 % in favour of women. The higher average hourly rate can be 
explained by the longer average time in grade associated with women in this salary band 
(+1.37 years). A number of men have not been in this salary band for as long as the 
women on average, resulting in them being on a lower point of the scale. 
 
 
Table 8 - Salary Band 8a at February 2013  

  Headcount % 
Ave 
Earnings 

Ave 
Hours 
per 
week 

Average 
Hourly 
rate Differential 

Ave 
length of 
service 

Male 11 46% £43,196.45 37.50 £22.09  2.65 
Female 13 54% £44,096.31 36.92 £23.01 +4.16% 6.11 
Total 24 100% £43,683.88 37.19 £22.59 +£0.92 4.53 

 
Note: 
 
In salary band 8a, the differential in the average hourly rate is +4.16% in favour of women 
with the average length of service being higher amongst women (+3.46 years). 
 
 
Table 9 - Salary Band 8b at February 2013  

  Headcount % 
Ave 
Earnings 

Ave 
Hours 
per 
week 

Average 
Hourly 
rate Differential 

Ave 
length of 
service 

Male 4 36% £53,159.75 37.50 £27.19  6.72 
Female 7 64% £52,796.38 37.50 £27.00 -0.69% 5.82 
Total 11 100% £52,683.18 37.50 £26.94 -£0.19 6.67 

 
Note: 
 
Men within salary band 8b have, on average, a marginally higher hourly rate +£0.19 with 
a differential of -0.69%. This can be explained by men having a slightly longer average 
length of service than women within this salary band (+0.90 years service).  
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Table 10 - Salary Band 8c at February 2013  

  Headcount % 
Ave 
Earnings 

Ave 
Hours 
per 
week 

Average 
Hourly 
rate Differential 

Ave 
length of 
service 

Male 1 17% - - - n/a - 
Female 5 83% - - - n/a - 

Total 6 100% - - - - - 
 
Note: 
 
Due to the number of staff we have in salary band 8c, under the Data Protection Act, we 
are unable to disclose analysis information for staff in this band. 
 
 
Table 11 - Salary Band 8d at February 2013  

  Headcount % 
Ave 
Earnings 

Ave 
Hours 
per 
week 

Average 
Hourly 
rate Differential 

Ave 
length of 
service 

Male 1 25% - - - n/a - 
Female 3 75% - - - n/a - 
Total 4 100% - - - - - 

 
Note: 
 
Due to the number of staff we have in salary band 8d, under the Data Protection Act, we 
are unable to disclose analysis information for staff in this band. 
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4 Feedback 
 
We appreciate that this Equal Pay Review 2012 will not necessarily provide a complete 
understanding of how well we are meeting our duty on delivering equal pay. If you have 
any questions which would help you gain a better understanding, please contact either of 
the following staff: 
 
Jeniffer Kibagendi  
Equality and Diversity Advisor  
Healthcare Improvement Scotland 
Delta House 
50 West Nile Street 
Glasgow 
G1 2NP   
 
Email: jeniffer.kibagendi@nhs.net 
 
 
Kathlyn McKellar 
Head of Human Resources 
Healthcare Improvement Scotland  
Gyle Square 
1 South Gyle Crescent 
Edinburgh  
EH12 9EB    
 
Email: kathlyn.mckellar@nhs.net 
 
 
We can provide this publication in different formats. If you would like a copy in another 
language, in large print, on audio tape, on CD or in Braille, please ask our Equality and 
Diversity Advisor: 
  
Phone: 0141 225 8671 
Email: jeniffer.kibagendi@nhs.net 
  
You can also download this document in text from our website 
www.healthcareimprovementscotland.org 


