
 
 

CONFIDENTIAL 
Gender Pay Gap Reporting 

 
27 March 2018 

 
1 Introduction 
 
The Equality Act 2010 (Specific Duties and Public Authorities) Regulations 2017 apply to 
Colleges with 250 or more employees.  For the purposes of gender pay reporting, the 
definition of who counts as an employee is the ‘extended’ definition which includes: 
 

• employees (those with a contract of employment)  
• workers and agency workers (those with a contract to do work or provide services) 
• some self-employed people (where they have to personally perform the work)  

  
The effective date is 31 March and the first report must be made by 30 March 2018. 
 
2 The Gender Pay Gap 
 
The calculations which must be published and the initial calculations for Bishop Burton 
College are as follows: 
 
No Calculation Bishop Burton 

College 
1 Average gender pay gap as a mean average 10.21 

2 Average gender pay gap as a median average 10.83 

3 Average bonus gender pay gap as a mean average 0 

4 Average bonus gender pay gap as a median average 0 

5 Proportion of males receiving a bonus payment and proportion 
of females receiving a bonus payment 

0 

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

See below 

 
 
Quartile No of staff % Female % Male 
1 104 71 29 
2 105 77 23 
3 104 68 32 
4 106 57 43 

 
  



3 Supporting Statement and Narrative 
 
Public Authorities do not need to prepare a written statement but can do so if they wish. 
 
Our Gender pay gap is 10.21% on the mean average of salaries.  This is substantially lower 
than the current UK pay gap of 18.1%.  There gap on the median average of salaries is 
10.83%.   
 
The above analysis tells us that the predominance of women in our lower/middle grades and 
under-representation of women in higher paid roles is the main driver for our gender pay 
gap. There are no quick wins to closing the gap. We are focussing on improving our 
retention rates and investing more in supporting and progressing our most talented women 
so that they are able to compete successfully for our most senior roles. 
 
We know that flexible working and shared parental leave policies are critical for improving 
retention, especially after maternity leave. We already have robust flexible working and 
shared parental leave policies in place but we’ll be doing more to promote them amongst 
women and men to improve take-up. We don’t want flexible working to be seen as an 
exclusively female domain but something that anyone can do to achieve the best work/life 
balance for them. 
 
Women are proportionately under-represented at the most senior levels. Successful 
implementation of our plans to retain more females will increase our talent pool of women 
ready for progression but we recognise that it is not enough to retain our female workforce, 
we need to identify talent and nurture it. 
 
Last year, women made up 30% of those promoted. To increase this proportion, we will 
establish and embed a robust talent and succession planning strategy to ensure we are 
focussed on growing our own pipeline of future leaders, which will involve tracking the 
progression of our employees at critical career points. 
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