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EQUAL PAY STATEMENT 

 
As an equal opportunities employer, Glasgow Clyde College recognises the 
importance of equality and valuing diversity and as such is committed to 
ensuring that all staff are treated equitably regardless of their age, race 
(including nationality, ethnic or national origin), disability, sexual orientation, 
gender (including staff who have undergone gender re-assignment), 
marital/civil partnership status, parental status, religion or belief (or lack of 
religion or belief).  

In line with our commitment to achieve equal opportunities for all staff, the College 
supports the principle that all employees should receive equal pay for work of equal 
value and aims to eliminate any bias in our reward systems. 
 
The College recognises that in order to achieve equal pay for employees 
carrying out equal work we should operate a pay system which is transparent, 
based on objective criteria and free from unlawful bias on any grounds, 
including gender. This is a fundamental principle which is central to College 
policy on equality and diversity and pay related policies and practices. We use 
an analytical job evaluation system to assess the relative value of all jobs 
across our organisation which provides evidence in support of the allocation 
of each job within our pay grading structure.  
 
Our Objectives 
 
• To ensure there are no unfair, unjust or unlawful practices that impact on 

reward 
• Where any inequality may arise, investigate promptly and take appropriate 

remedial action where required. 
 
Action to Implement Policy 
 
In order to put our commitment to equal pay into practice we will: 
 
• Regularly review our reward policy and practice to identify any trends or 

anomalies which will be investigated and resolved 
• Carry out regular monitoring of the impact of the College’s pay practices 
• Provide training and guidance for those involved in making decisions 

about pay 
• Respond to grievances on equal pay as a priority 
• Continue to work in partnership with the recognised Trade Unions on the 

actions and implementation of this policy.  
 

It is the Colleges intention, through implementing the above actions, to avoid 
unfair discrimination and to reward fairly the skills, experience and potential of 
all staff. 
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The Gender Pay Gap Duty requires public authorities with 20 or more 
employees to publish a Gender Pay gap figure - which is the percentage 
difference between men’s and women’s average hourly pay, excluding 
overtime. The new duties as of April 2017 require public bodies to include 
race and disability considerations alongside gender in their equal pay 
statement along with Occupational Segregation evidence. The College 
acknowledge that whilst it is our specific duty to include this information, we 
are unable to anonymously and meaningfully report on the protected 
characteristics of race and disability due to the lack of data we currently hold 
in relation to each of them.  
 
The College recognises that the collection and analysis of equality data is 
central to understanding and subsequently developing action plans to tackle 
occupational segregation and are taking steps to ensure that we are in a 
position to be able to do this going forward. An action plan has been included 
within our Equal Pay Report and the data in relation to race and disability will 
be published in April 2018. 
 
The gender profile of staff is shown below.
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