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NOTTINGHAM COLLEGE 
 

WORKFORCE & DEVELOPMENT COMMITTEE – 21st FEBRUARY 2022 
 

GENDER PAY GAP REPORT 
 
 

1. GENDER PAY GAP REPORTING 

 
 

2. STATUS 

This report is not deemed to be confidential due to the legal obligation placed on the College 
to publish the findings of the report.  
 

3. PURPOSE 

The purpose of this report is to advise the Board of the findings resulting from the Gender 
Pay Gap analysis. The College is legally obliged to publish the pay gap figures for the year 
ending 31 March 2021 by the 30 March 2022.  
 

4. SCOPE AND CONTEXT 
 

4.1  The Equality Act (Gender Pay Gap Information) Regulations 2017 requires organisations with 
250 or more employees to publish statutory calculations every year showing how large the 
pay gap is between their male and female employees for the preceding 12-month period.  

 
4..2  It is important to note that gender pay gap reporting is not the same as an equal pay audit 

rather it reflects the roles that men and women are employed in and their density across the 
workforce. Equal pay is the legal right of men and women to be paid at the same rate for like 
work, work rated as equivalent, and work of equal value Gender pay gap analysis compares 
the average earnings (mean and median) of all women and all men across the College’s 
workforce. A negative percentage indicates that the average pay for women is higher than 
for men. A positive percentage indicates that the average pay for men is higher than for 
women. 
 

4.3   This report outlines Nottingham College’s gender pay gap at the snapshot date of 31 March 
2021. Nottingham College Services did not have 250 employees on 31 March 2021 and 
therefore no report is required for this organisation.  

 
4.4  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  
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 Proportion of males and females divided into four groups ordered from lowest to 
highest pay 
 

4.5 The College is required to publish the data on its own website and the Government website 
by 30 March 2022 based on the calculation date of 31 March 2021. The figures have to be 
calculated using the standard methodologies set out in the Equality Act (Gender Pay Gap 
Information) Regulations 2017.   

 

5. Nottingham College Gender Pay Gap results at 31 March 2021 

 The mean gender pay gap was 10.6%. 
 The median gender pay gap was 0.1%. 
 There were no bonus payments  

Pay Quartiles 

Quartile Males Females Description 

1 (lowest) 29% 71% Includes all employees whose standard hourly rate 
places them at or below the lower quartile 

2 33% 67% Includes all employees whose standard hourly rate 
places them above the lower quartile but at or below the 
median 

3 37% 63% Includes all employees whose standard hourly rate 
places them above the median but at or below the upper 
quartile 

4 (highest) 48% 52% 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 31st March 2021 
 
6. PRIOR CONSULTATION & KEY ISSUES FOR DISCUSSION/ANALYSIS 
 
6.1.  The majority of organisations report having a gender pay gap.  In terms of the college, our 

analysis shows a mean gap of 10.6%, this is 2.5% higher than the last reporting period 
(8.1%) to 31 March 2020.  Conversely the median gender pay has decreased by 7.5% from 
8.6% to 0.1% (see Table 2 below): 

 

         
Table 2: Comparison of 2018, 2019, 2020 and 2021 reporting period GPG data for Nottingham College 
 

6.2.  The median gender pay gap has decreased by 8.5% to 0.1% from the last report. This is a 
significant positive change, from further analysis of the data this is attributable to the data at 
the reporting period having less women overall, compared to the previous year, with 
decreases in both the lower two quartiles and an increase in the third quartile, leading to the 
median pay for female being at a higher hourly rate. 

 
6.3 The median rate for men straddles quartile two and three and for women it remains quartile 

two, albeit near the top end of the quartile. 
 
6.4  The mean gender pay gap has increased by 1.2%, this can be attributed to the change in 

profile of the top quartile, and there has been a decrease of 8% of females in this quartile, 
which will have resulted in less females on higher hourly rates. Whilst there has been an 

  31 March 
2018 

31 March 2019 31 March 2020 31 March 2021 

Mean gender pay gap 8.2 6.9 8.1 10.6 

Median gender pay 
gap 

12.5 14.5 8.6 0.1 
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increase of 6% in females in the third quartile, this has not compensated for the change in 
the top quartile.  

 
Although females make up 63% of the workforce at the College, they are predominantly in 
the lower pay quartiles, notably quartile one has 71% females to 29% males. The 
percentage of females decreases from quartile one at 71% down to 52% in quartile four, 
while males increase from 29% in quartile one to 48% in quartile four. Therefore, we have 
55% of all females in the lower quartiles and 45% in the upper quartiles, compared to 42% 
of males in the lower quartiles and 58% of males in the upper two quartiles. 
 
This has a direct impact on the hourly rate for females who dominate in the lower quartiles 
versus males who have a stronger profile in the higher quartiles. The lower quartiles contain 
lower paid jobs with larger numbers of females employed in roles such as Catering, 
Learning Support Assistants, Administration and Nursey. 

 
 
 
6.5  The College has in place a number of measures to help address the gender pay gap, 

including: 
 

 Flexible Working – part time, term time only, hybrid working 

 Café Connections  - including menopause, carers and new parents 

 Leadership Programme Development 

 Coaching and mentoring support for leaders 

 Mentoring for ELT  

 Enhanced Maternity / Paternity / Adoption Pay 
 
The College continues to employ a large number of part time staff, around 47% of the 
workforce is part time, and currently around 77% 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. The College has an ageing workforce and employees may consider their 
options regarding working towards retirement and look for opportunities to work more flexibly, 
in particular if they have caring responsibilities. Around 34% of part time staff are aged over 
55, a decrease of around 2% from last year’s report.  
 
The college sees flexible working as an enabler to retaining skills in the workplace, and the 
Covid pandemic has given rise to further opportunities for this, there has been a hybrid model 
of working implemented, and consideration given to how jobs can be undertaken flexibly. 
 
The café connections programme particularly promote areas where individuals do not always 
traditionally have a voice, including areas such as carers, menopause and new parents, 
which predominantly impact females. There is research relating to menopause, which 
includes 900,000 women have quit work due to the menopause 
(www.wellbeingofwomen.org.uk). A further study from prominent menopause expert Dr 
Louise Newsome, in a survey of 3,800 women, 99% of women felt their perimenopausal or 
menopausal symptoms led to a negative impact on their careers, with more than a third 
describing the impact as significant. Given the workforce is predominantly female, the 
menopause is significant for the College as it may result in females leaving work early or not 
pursuing higher paid roles. 
 
In 2021/22 there are a number of leadership development programmes running, on the 
stepping on programme 76% of participants are female, compared to 65% in 2020/21. For 
2021/22, one of the cohort has already been promoted and another has development 
opportunities to aid progression to a leadership role. From the group in 2020/21, four secured 
promotion.  In the ‘Excellence in Leadership’, 52% of the cohort are female. This 

http://www.wellbeingofwomen.org.uk/


Page 4 of 7 

 

demonstrates the College’s commitment to developing females, and to provide opportunities 
to move in to higher paid leadership and management roles. 
 

6.6 The College’s workforce is predominantly female, on the snapshot date of 31st March 2021 
used for gender pay gap reporting, 63% of staff were female. At Nottingham College 
females are in the majority across all quartiles. There have been changes in the top two 
quartiles, of 6% in quartile three and 8% in quartile four. The comparisons of the quartiles 
over the last four years are shown in table 3 below: 

 
 
 

 Quartile 1 Quartile 2 Quartile 3 Quartile 4 

Male Female Male Female Male Female Male Female 

31 March 
2021 

29% 71% 33% 67% 37% 63% 48% 52% 

31 March 
2020 

26% 74% 33% 67% 43% 57% 40% 60% 

31 March 
2019 

28% 72% 33% 67% 47% 53% 36% 64% 

31 March 
2018 

28% 71% 34% 66% 43% 57% 44% 56% 

 
Table 3: Comparison of 2018, 2019, 2020 and 2021 quartile percentage split by Male/Female 

 
6.7 The data on the Government website shows that the picture in Further Education Colleges 

is mixed. Data from other Colleges that are typically used by Nottingham College for 
benchmarking purposes is shown below:   

 

 2018 2019 2020 2021 

College Mean Median Mean Median Mean Median Mean Median 

Derby  
 

5.3 11.4 6. 16.6 6.3 17 Not yet 
reported 

Nottingham 
 

8.2 12.5 6.9 14.5 8.1 8.6 10.6 0.1 

Loughborough 
 

15.1 20.3 14.4 18.3 13.5 18.3 Not yet 
reported 

Warwickshire 
 

14 24 11.6 15.8 11.6 15.8 11.6 15.8 

Leicester 
 

12.4 19.1 11.8 18.5 10.6 11.7 Not yet 
reported 

The Trafford 
College Group 

10.7 11.6 Did not report 9.7 5.5 4.3 3.4 

The City of 
Liverpool 
College 

4.8 5.7 4.0 5.7 5 4.9 4.6 5.7 

Birmingham 
Metropolitan  

4.6 12.2 4.0 12.3 2.3 8.1 Not yet 
reported 

The Sheffield 
College 

9.6 11.6 13 11.6 14.7 15.5 Not yet 
reported 

Capital City 
College Group 

9.9 11.1 Did not report 7.9 8.5 Not yet 
reported 
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  NB The figures reported above shows the comparative position for Nottingham College over the last four 
reporting years. NB due to the coronavirus pandemic the reporting requirement was lifted for 2019 data. Where 
Colleges have reported for 31st March 2021 these are indicated above. 

 
6.8 No bonus payments were paid by Nottingham College and therefore this is not reported on.  

 
6.9  The Gender Pay Gap figures will be reported to the next EDI committee and discussions 

held about suggested actions to reduce the gap. Any agreed actions will be incorporated 
within the EDI action plan for on-going monitoring.  

 
 
7. STUDENT LEADERSHIP QUESTIONS 

 Student learners may be interested in the different jobs men and women are employed in 
across the College.  

 
8. CONSIDERATIONS 
 

8.1  The College will need to consider what steps it may take to further erode and ultimately 
eradicate the gender pay gap.  

 
8.2 Nationally, there has been limited progress on gender pay. The Mercer report in January 

2022 ‘A gap between intention and action’, which was a sample of 130 employers with a 
combined workforce of one million employees, notes that 49% of these employers had made 
little or no progress in closing their gap and 1 in 3 had closed their gap by more than 2%.  

 
 Other key findings in this report included: 
 

 Employers need to better understand what’s driving their own pay gaps 

 Employers also need to make progress beyond gender pay. 

 Employers need to be more transparent. 
 
Further analysis of the College’s pay gap data will help to give greater understanding of the 
gaps and a more targeted approach to implementing steps to help close the gap can be 
taken. 
 
Whilst not a statutory requirement the College has  completed a ‘dry run’ of pay gap data for 
ethnicity and disability characteristics and will  continue to produce this, and where possible 
expand, should the data allow for this to produce meaningful information. For the purposes 
of transparency, the College will need to consider the communication and reporting of this 
further pay gap reporting, to ensure this is explained and fully understood, and appropriate 
action can be taken. 
 

8.3 The EDI committee are currently in the early stages of developing a new action plan, and 
thought needs to be given in appropriate actions in this, not only for gender pay gap reporting, 
but for also the widening of the reporting to other protected characteristics. 

 
8.4 A review recruitment  processes to ensure full opportunity is made to counteract 

underrepresentation, for example, attracting females in to traditional male roles/areas and 
males in to female dominated areas. This should also be an opportunity to look at this more 
broadly for all of the protected characteristics to improve representation. 

  
8.5 The College has already made progress with the leadership development programmes, 

flexible working and pay with the implementation of pay and grading. Further work on pay 
and recognition is ongoing, it is important that from this there is a robust pay strategy which 
is fair, and that the pay policies and procedures limit any potential bias the increases the pay 
gap. 
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8.6 The development of a framework for career development pathways is in its early stages. This 
will aid individuals, women in particular, to see a clear path for their progression in to higher 
paid roles. It is key in the development of this that the career experiences of colleagues is 
equitable. 

 
8.7 It is to be noted that as this data is based on the snapshot date of 31 March 2021, it does 

show some further impact of the pay and grading changes, most notably the decrease in 
the median gender pay gap, as it will reflect staff who received an increase in pay following 
pay and grading. There is still some impact remaining to be seen as salary protection and 
red circling of pay of some groups of staff remained in place until 31 July 2021. 

  
8.8 The College can continue to compare and utilise the data to develop more meaningful plans 

to consider how the gender pay gap may be reduced. It remains important that there is ‘buy 
in’ from senior managers in the College and to look at stakeholders the College may want 
to involve in how it delivers on any agreed actions to reduce the gender pay gap. Further 
analysis of the gender pay gap data can help inform other actions and enable actions to 
close the gender pay gap become part of business as usual rather than a once a year 
exercise.  

 
8.9 There may be further legislation to widen the scope to include organisations with more than 

50 employees, if this is enacted then the College would be legally obliged to report on the 
gender pay gap in Nottingham College Services. 

 
9. KEY RISKS 

 The communication of this data needs to be carefully handled to ensure that it is not 
confused with equal pay. 

  
10. CONCLUSION/RECOMMENDATION 
 

We are confident that men and women are paid equally for doing equivalent jobs across our 
business. We continue to take action to address any gaps and to make sure our policies 
and practices are fair.  

 
  It is recommended that the Governors note the contents of this report and approve the 

statement at Appendix One to enable publication of the results within the legal timeframe.  
  
11. COMMS 

 A statement to be used for uploading onto the Government and College websites is 
attached to this report (see Appendix One). 
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Appendix One 

 
Statement accompanying the College’s published data on gender pay gap 
 

Nottingham College has a greater proportion of female staff compared to male staff in the lower 
quartiles. Many of these roles are part time and are traditionally occupied by women. It is for this 
reason that the average pay for male employees is higher than the average pay for female 
employees. 
 
Nottingham College has more female staff employed across all quartiles which illustrates that 
opportunities are available to both males and females. 
 
Nottingham College is committed to monitoring the profile of males and females within the lower 
quartile and the College’s Equality, Diversity & Inclusion Committee will look for opportunities to 
address the gender pay gap on an on-going basis.  
 
We are confident that men and women are paid equally for doing equivalent jobs across our 
business. We continue to take action to address any gaps and to make sure our policies and 
practices are fair.  
 
 
 
 
 
 


