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Equal Pay Audit

Introduction

This paper reports the findings of an Equal Pay Audit that was undertaken for the College’s main grades (grade 1 to 7 on the national pay spine and their clinical equivalents).  Staff above these grades and other staff who have not yet been assimilated to the single pay spine (e.g. hourly paid lecturers) were not included in the audit.

The primary driver for undertaking the audit was to confirm that the implementation of the national pay framework had delivered a pay framework for QMUL that minimises the risk of failure to ensure desired Equal pay outcomes.  Results indicate that it has, in the main, achieved this.  However, the audit has highlighted a small number of areas for further work.  

One significant point to note from the audit is the reducing representation of black and ethnic minority staff across the grades, suggesting that more could be done by the College to understand and address the obstacles hindering their progression being in line with the progression of others.  A second important point is that the length of some of the grades on the single pay spine need to be addressed to bring us in line with best practice.  Other issues raised by the audit relate to the management and reporting of variable pay elements.

Background

Queen Mary completed implementation of the national single pay spine in Spring 2009, following a lengthy project including job evaluation of a large number of jobs across the College, using the Hay job evaluation methodology.  The project included the development and introduction of a suite of generic role profiles for the different job families (Academic, Research, Professional, Technical, Operational) and the matching of all substantive roles in the College to these profiles.  Prior to the single pay spine Queen Mary, in common with other HEIs, had several different job evaluation schemes and different pay spines in place for its various staff groups.  The primary driver behind the national agreement to move to a single pay spine was to ensure equity across staff groupings in terms of reward.

Methodology

In tandem with the negotiation of the pay spine, UCEA and the relevant unions agreed a methodology for the conduct of Equal Pay Audits by HEIs.  It entails taking a snap-shot of one month’s payroll, annualising payments to give full time equivalent salary levels for like for like comparison, and comparing between the chosen diversity groups: looking at basic pay, regular additional pay (e.g. contractual overtime, shift allowances) and total pay (including ad hoc elements).  Where there are differences in terms and conditions and other rewards/benefits, these too should be considered so that that total reward package can be compared.  The UCEA methodology indicates that differences between groups of greater than plus/minus 5% should be deemed significant and investigated.  This methodology was adopted for the Equal Pay Audit at QMUL, with the exception that the HayGroup, who were contracted to conduct the review, use a 3% indicator of significance.

Whilst the groups under consideration can include all those protected in legislation, the focus in the sector has tended to be those where there was an equality duty (i.e. gender, disability and ethnicity).  The audit at Queen Mary focused on these groups, plus full-time: part time as there was concern that, should significant discrepancies be shown between these groups, this might have indirect discrimination implications in respect of gender.

 We used the payroll for April 2010 as the basis for the audit.  The exercise to harmonise benefits, terms and conditions at Queen Mary meant that we have only had to look at pay elements. 

Taking just one month as a snap-shot created a number of problems which necessitated significant cleansing of data in order to reach a point where comparisons could be made.   For example those on unpaid leave (e.g. maternity) had to be individually checked to adjust their payment and prevent skewing of figures and pay for those with multiple jobs had to be disaggregated.  

Results

The findings of the Equal Pay Audit were presented to QMSE in November 2011.  The key findings of the audit, as detailed in the attached presentation, show that 

· There are no significant differences between gender or ethnicities in average basic pay.
· However, access to variable payments is very different by gender, ethnicity and part-time vs. full-time status
· Proportionately more male employees have access to variable payments than female employees
· Male employees are paid higher variable payments on average than female employees
· A number of grades show significant differences in average basic salaries between full time and part time employees, with the difference being mainly in favour of part time staff
· The length of a number of grades on the single pay spine is longer than best practice would suggest is optimal
· There is an uneven distribution of population by gender and ethnicity, suggesting that there may be recruitment and/or progression issues for these groups.
Recommendations

The audit report includes the following recommendations:

· More analysis to understand the drivers behind the differences, particularly in the variable payments and part-time vs. full time analysis
· Amend the pay structure and management to improve compliance with best practice
· Examine the clinical group to see if there are any further issues of deviation from best practice within that population
· Understand if there are any barriers to prevent the distribution of gender and ethnicity becoming more equal in the population.
QMSE agreed all of these recommendations and tasked the HR Dept with developing an action plan to address them.

Next Steps

The following actions have been agreed with QMSE.  They are listed in order of priority.

1. Communications

Following a briefing of union colleagues, the results, recommendations and subsequent action plan will be shared with Heads/Directors before being reported more generally through e-Bulletin and made available on the HR web pages. Target date March 2012.
2. Modelling of Amendments to Pay Spine

Initial proposals for amendments to the pay spine will be developed for consideration in May 2012.

3. Variable Pay

The key elements of variable pay are shift allowances, overtime, market supplements, responsibility allowances and pay protection arrangements.  (For clinical staff these also include Clinical Excellence Awards – see point 5 below).  We need to review all payments to staff who receive each of these to ensure that:

· elements are being correctly applied
· elements are properly recorded to facilitate reporting

· audit trails are available to show on whose authority they have been applied, at what level and for what period.  
We also need to evaluate the mechanisms to ensure they are reviewed periodically.  

4. Distribution of Gender and Ethnicity

The distribution of staff across the grades by gender and by ethnicity are complex matters which have previously been discussed by the College’s Equality and Diversity Steering Group.  Initiatives have been implemented which have seen considerable improvement in the ethnic diversity of staff at Grade 1, achieving a distribution much more representative of our local population.  The College has recently joined a cross-HEI network to support mentoring of BME staff in post-doc and lecturer roles.  It is also committed to enhancing its level of Athena SWAN accreditation from Bronze to Silver.  However, more work is required to understand what real and perceived barriers there may be and to identify ways in which these might be tackled.  The Equality and Diversity Steering Group have been asked to include this item on their next agenda in order to consider how they wish this work to be taken forward.

5. Clinical Academics

Whilst there are some issues which warrant investigation in respect of clinical academics, such as the differences between full and part time pay, the issues surfaced by HayGroup arise primarily from the fact that there is a separate pay scale for clinical academics.  This is nationally determined and not within QMUL’s jurisdiction.  The award of Clinical Excellence Awards, which are currently undergoing a review at national level, is also outside of our control.  Therefore it is recommended that the issues raised by the Equal Pay Review which are particular to clinical academic staff only are picked up once other matters have been addressed.
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