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This report outlines Nottingham 
College’s gender pay gap at the 
snapshot date of 31 March 2022.

The following information is required to fulfil the duties 
placed on public sector organisations to report on the 
gender pay gap:

•	 Average gender pay gap as a mean average.

•	 Average gender pay gap as a median average.

•	 Average bonus gender pay gap as a mean average.

•	 Average bonus gender pay gap as a median average.

•	 Proportion of males receiving a bonus payment and proportion of females receiving a bonus 
payment. 

•	 Proportion of males and females divided into four groups ordered from lowest to highest pay.

Here are Nottingham College it is essential that we attract and 
retain the very best colleagues and an important part of that 
is rewarding colleagues in a way that is attractive, fair and 
transparent.

Equal Pay is men and women being paid for the same for the work 

The gender pay gap is the difference between the average hourly 
earnings for all men and the average hourly earnings for all 
women.
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Nottingham College 
Gender Pay Gap results
at 31 March 2022

Pay Quartiles

Quartile Males Females Description

1 
(lowest) 28% 72% Includes all employees whose standard hourly rate 

places them at or below the lower quartile.

2 29% 71%
Includes all employees whose standard hourly 
rate places them above the lower quartile but at or 
below the median.

3 43% 57%
Includes all employees whose standard hourly rate 
places them above the median but at or below the 
upper quartile.

4 
(highest) 45% 55% Includes all employees whose standard hourly rate 

places them above the upper quartile.

Table 1: percentage of males and females by pay quartile at Nottingham College 
as at 31 March 2022.



The median gender pay gap has increased by 0.85% to 0.95% from the 
last report. This is a slight increase, and is attributed to the change in 
the lower two quartiles which have seen in increase in females, and to 
the decrease in females in quartile three.

The mean gender pay gap has decreased by 0.6%, this can be 
attributed to the change in profile of the top quartile, where there 
has been an increase in females of 3%. There has been a decrease 
in females in the third quartile, however the increase in females in 
the lower two quartiles has offset this change and resulted in a slight 
decrease to the mean gender pay gap.

Females are predominantly in the lower pay quartiles, and this has 
increased in this year’s report, quartile one has 72% females to 28% 
males. The percentage of females decreases from quartile one at 
72% down to 55% in quartile four, while males increase from 28% in 
quartile one to 45% in quartile four.

Our analysis shows a mean gap of 10%, this is 0.6% lower than the last reporting 
period (10.6%) to 31 March 2021.
Conversely the median gender pay has increased by 0.85% from 0.1% to 0.95% 
(Comparison to previous years): 

31 March 2018 31 March 2019 31 March 2020 31 March 2021 31 March 2022

Mean gender 
pay gap

8.2 6.9 8.1 10.6 10.0

Median gender 
pay gap

12.5 14.5 8.6 0.1 0.95

The table below shows the mean and median bonus amounts:

As this is the first 
time bonuses have 
been paid further 
comparison, assuming 
the eligibility criteria 
is met, and that a 
College wide bonus 
was paid in December 
2022, will be possible 
in the coming years.

Mean Median

Male £1,175.18 £1,243.82

Female £927.00 £880.48

Table 2: Bonus amounts paid at 
Nottingham College for the period 
to 31 March 2022.

FINDINGS - MORE 
ABOUT OUR NUMBERS



The College continues to employ a large number of part time staff, around 
44% of the workforce is part time, and currently around 76% of these 
part time employees are women. It remains that women in particular 
look for flexibility in their work arrangements and are often drawn to 
organisations offering part-time working. This may be due to caring or other 
responsibilities.

Our café connections programme continues to promote areas where 
individuals do not always traditionally have a voice, including areas such as 
carers, menopause and new parents, which predominantly impact females. 
The College have worked with the organisation Henpicked and colleagues are 
trained to deliver menopause awareness training for leaders. The College are 
also working towards accreditation as a menopause friendly organisation.

In 2022/23 female participation in leadership programmes from entry level to 
senior leadership is 61%.

This demonstrates the College’s commitment to developing females, 
in particular to entry level leadership roles where in the ‘Activate your 
Leadership’ and ‘Stepping On’ programmes female participation is at 80% 
and 75% respectively, all of the programmes have 50% or more female 
participation.

Should the College then be able to offer opportunities to progress these 
individuals in to higher paid leadership and management roles, which in turn 
may aid the a change in the gender pay gap.

The College continues to have in place a number 
of measures to help address the gender pay gap, 
including:

•	 Leadership Programme Development

•	 Coaching and mentoring support for leaders

•	 EDI Survey

•	 EDI 3-year action plan

•	 Mentoring for ELT 

•	 Flexible Working - part time, term time only, hybrid working

•	 Café Connections - including menopause, carers and new parents

•	 Unconscious Bias training

•	 Enhanced Maternity / Paternity / Adoption / Shared Parental Leave Pay

•	 Career and Learning Pathways
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These are not only opportunities 
around gender pay but around 
EDI and under-representation in 
the College.

CONSIDERATIONS

•	 Undertake a full review of the College approach to recruitment.

•	 Ensuring gender pay gap forms a key part of the development of the 
EDI action plan.

•	 Develop clear achievable and measurable aims for the gender pay gap.

•	 Career Pathway development.

•	 Conduct an annual equal pay audit.

•	 Development of a new wellbeing strategy. 

•	 Continuation of leadership development programmes.

As part of the three-year People Strategy there 
are a number of opportunities to manage the 
gender pay gap, this includes:




