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Legal Context

The Equality Act 2010 (the Act) requires that individuals are not discriminated against
on the basis of a protected characteristic (noted above). This discrimination can be
evidenced in pay disparity if there is no other justification for difference.

In addition,
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Our 2021 Gender Pay Gap information is noted below. The information required by the
Equality Act 2010 and more detail on the position relating to our gender pay gap is
available in our Gender Pay Gap Report 2021

Mean Hourly Rate (Male) £20.65
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Employee Disability Profile 2021

3100 6.50% 6.60%
.10%

m Disabled 83
m Non-Disabled 1053
m Prefer not to say 39

No response 82

83.80%

Employee Disability Profile by Gender
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The number of employees declaring a disability (83) is low at only 6.6%, women make up
the majority of those who have indicated they have a disability and at 61% this rate is
higher than the overall percentage of women employed (57%).

As can be seen below there is a Disability Pay Gap in 2021, in both mean and median the
figure is smaller than the gender gap but it should be noted that this excludes the salary
information of those who chose not to respond or indicated “prefer not to say” so there
is potential for it to change as our data collection becomes more comprehensive.
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This is replicated across all grades :

Prefer
Non-
Grade Disabled disabled
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Ethnicity Balance at Grade 3 & above

0% 3% 2%
291

20, 4%

= UK White = Other White
= BAME Other ethnic background
= Not known = Prefer not to say

= No response

The distribution of our white employees is more even across the grades whereas BEM
and employees from other ethnic backgrounds are skewed more towards the higher
grades with the highest representation being in the middle grades 4 and 5.

Distribution of ethnicity across grades
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There would appear therefore not to be any vertical segregation relating to ethnicity and
the ethnicity pay gap information would support this. However, the small numbers of
non-white employees involved as a percentage of the overall workforce and the number
of prefer not to say and no responses mean that this cannot be assured and further
data gathering, analysis and action should be considered.

10
Equal Pay Statement April 2021






12

Equal Pay Statement April 2021



13

Equal Pay Statement April 2021



Our reporting will develop to consider the intersectionality of these protected
characteristics to allow identification of specific actions to support employees who
identify with more than one under-represented protected characteristic.

To maximise the benefit of these reports we will continue to take action to reduce
the number of “no returns” in respect of equality information held in the Human
Resources Information System, including through the period of developing and
implementing of a new system in the period 2021/22. We will highlight to staff the
benefits of holding this information and the confidentiality of the data.

We will carry out more detailed Equal Pay Audits. The Equality and Human Rights
Commission recommends that all employers regularly review and monitor their pay
practices. SRUC will put in place a programme of regular auditing and include
recommendations arising from these audits in our Equality Outcomes Action Plan,
Athena Swan Action Plan and other relevant mechanisms for change.

We will work through our Athena Swan Action Plan activities to develop a more
diverse pool of applicants to advertised vacancies at all levels and in all functional
areas of the organisation. Reviews will be undertaken on applicant, shortlisting and
offer data to determine trends and further positive action which may be required.
Specifically we will look at the job profiles and advertising practice in relation to
opportunities within our Commercial Division in order to ensure that potential
applicants who have a disability are encouraged to apply and are supported through
the recruitment process.

We will further embed our Equality Impact Assessment process to ensure that all
policies, processes and practices will not adversely impact any group of employees
including in respect of their pay.

We will continue to work with the recognised trade unions —our regular pay
discussions and negotiation with the trade unions provide the opportunity to review
and revise our pay practices. Equality Impact Assessments
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Copies in alternative formats and community languages will be made available on request.
Contact; Human Resources (sidHR@sruc.ac.uk)

Postal Address: Scotland’s Rural College,

Peter Wilson Building,

Kings Building,

West Mains Road,

Edinburgh

EH9 3JG,
Telephone: 0131 535 4420

Website: Equality, diversity & inclusion | SRUC
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https://ww1.sruc.ac.uk/connect/about-sruc/policies-compliance/equality-diversity-inclusion/

