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

e Average gender pay gap as a mean average.
eéseniial hﬂi’ we attract e Average gender pay gap as a median average.

2S and‘an important part e Average bonus gender pay gap as a mean average.
a way that is attractive,

e Average bonus gender pay gap as a median average.

J

r the same for the work: e Proportion of males receiving a bonus payment and proportion of females
receiving a bonus payment.

en the average hourly earnings

;s for all women. e Proportion of males and females divided into four groups ordered from

lowest to highest pay.

Nottingham College Gender Pay Gap results at 31 March 2024
e The mean gender pay gap was 7.06%.

e The median gender pay gap was 10.48%.

e The mean bonus gender pay was 12.56%.

e The median bonus gender pay was 12.73%.

e The proportion of men receiving a bonus was 90.57%.

e The proportion of women receiving a bonus was 88.93%.



Our analysis shows a mean gap of 7.06%, this is 1.14% lower than the last reporting period (8.2%)
to 31 March 2023.

The median gender pay has also decreased by 2.62% from 13.1% to 10.48%.
(Comparison to previous years):

Mean gender
SEVACE]Y

Median gender
SEVACE]Y

The median gender pay gap has decreased by 2.62% to 10.48% from the last report.

This is a small decrease, and is attributed to the change in quartile three, where there have been an increase
in females of 8%.

The mean gender pay gap has decreased by 1.14%, this can be attributed to the change in profile for all the
quartiles, as whilst there has been a larger increase of females in quartile three, there has been an increase
in females in quartile one and decreases in quartile two and four.

Whilst females are in the majority in each quartile, as the pay increases the proportion of females decreases,
and females are predominantly in the lower pay quartiles. There have been some small changes in quartiles
one and two, with a more significant change in quartile 3.

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.




Quartile m Description

Includes all employees whose standard hourly
(lowest] rate places them at or below the lower quartile.

Includes all employees whose standard hourly
30% rate places them above the lower quartile but
at or below the median.

Includes all employees whose standard hourly
37% rate places them above the median but at or
below the upper quartile.
Includes all employees whose standard hourly
(highest] rate places them above the upper quartile.

Table 1: percentage of males and females by pay quartile at Nottingham College
as at 31 March 2024

We are committed to doing everything we can to reduce
the gap. However, we also know this is a difficult task. The
College continues to have in place a number of measures
to help address the gender pay gap, including:

e Leadership Programme Development.

e Coaching and mentoring support for leaders.

e  Mentoring for ELT.

e  Flexible Working - part time, term time only, hybrid working.

e Café Connections - including menopause, carers and new parents.

e Enhanced Maternity / Paternity / Adoption / Shared Parental Leave Pay.
e Annual review of job evaluation framework.

e Job evaluation for all roles.




A number of considerations were committed
to in the last report, these are below along
with a progress update.

Undertake a full review of the College
approach to recruitment; including
how we have better monitoring in place
around gender and using this data

Conduct the annual equal pay audit

Launch EVOLVE leadership programme
and continue with our entry level
leadership development programmes

Review pay bands

Developing career pathways

A full review of the approach recruitment has
been completed.

We have increased in the variety of job boards
where posts are advert, including from

minority groups, and focussed campaigns, e.g.

to attract more females in to engineering.

This is complete and has not identified any
areas of concern.

The EVOLVE programme was launched and
43 colleagues have participated, 60% were
female. 17 colleagues have participated in our
entry level leadership programmes, of these
59% were female.

The annual pay award review has been
undertaken.

Early stage work has commenced to identify
pathways through various areas of the
College, further work is required to progress
and complete this piece of work.

There are further commitments made out of this years
report, including:

Continue to develop career pathways.
Conduct the annual equal pay audit.

Expand pay gap reporting to include ethnicity and disability, ahead of any
anticipated legislative requirements from the government.

Commit to produce a gender pay gap report for Nottingham College services.
Monitor promotions by gender.

Tender for a new applicant tracking system which incorporates improved
reporting and monitoring functionality.
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