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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 workers1 (those with a contract to do work or provide services) 
• some self-employed people (where they have to personally perform the work) 

 
This is the second year of gender pay gap reporting with the effective date for reporting 
being 31 March 2018. 
 

2 The Gender Pay Gap 
  
The calculations which must be published for the second year of gender pay gap reporting 
for Bishop Burton College are as follows (the figures for 2017 have been left in for 
comparison): 
 

No Calculation Bishop Burton 
College 2017 

Bishop Burton 
College 2018 

1 Average gender pay gap as a mean 
average 

10.21% 9.89% 

2 Average gender pay gap as a median 
average 

10.83% 9.05% 

3 Average bonus gender pay gap as a 
mean average 

0 0 

4 Average bonus gender pay gap as a 
median average 

0 0 

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

0 0 

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

See below See below 

 

  No of Staff 
2017 

No of staff 
2018 

% Female 
2017 

% Female 
2018 

% Male 
2017 

% Male 
2018 

Lower Quartile 104 102 71 69 29 31 

Lower Middle 
Quartile 

105 101 77 72 23 28 

Upper Middle 
Quartile 

104 102 68 61 32 39 

Upper Quartile 106 101 57 60 43 40 

                                                           
1 Whilst agency workers are counted, they are included as part of their agency’s gender pay report 



 

 

 
 
 

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 9.89% on the mean average of salaries. This shows an improvement 
on the College’s figure from last year of 10.21%. This is also substantially lower than the 
current mean UK gender pay gap of 17.1%2. The gap on the median average of salaries is 
9.05%. This shows an improvement against the College’s figure for last year of 10.83%. 
Again this is substantially lower than the current median UK gender pay gap of 17.9%3. 
 
As was noted last year, the above analysis tells us that the prevalence 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. However we can see that this year there has been an 
increase in the proportion of males in the Lower, Lower Middle and Upper Middle quartiles 
coupled with an increase in the number of females in the Upper quartile, all of which has 
contributed to the College beginning to close its gender pay gap. 
 
Whilst it is difficult to attribute this improvement to any one part of the College’s initiative to 
close its gender pay gap, it is clear from the data that more women have either been 
promoted or appointed externally to posts that fall into the highest pay quartile.  
 
An improvement in the gender pay gap at the College this year is certainly a sign that we are 
moving in the right direction, however women remain proportionately under-represented at 
the most senior levels. It was discussed in last year’s report that flexible working and shared 
parental leave were important parts of the Colleges retention strategy. 
 

                                                           
2https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/datasets/an
nualsurveyofhoursandearningsashegenderpaygaptables  
3 ibid 
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The College has seen a slight increase in the number of flexible working requests that have 
been accepted in the academic years that overlap with the gender pay reporting reference 
periods. Moreover roles are increasingly being advertised which are inherently more flexible 
so as to attract a wider pool of candidates. The College will of course remain receptive to, 
and actively promote, flexible working arrangements to its current employees alongside its 
commitment to offering roles that are more flexible by default. 
 
Shared parental leave remains an underutilised option for staff, both within the college and 
nationally. Whilst the reasons for this fall outside the scope of this report, the College will 
continue to promote shared parental leave for both male and female members of staff so 
that staff are able to take this into consideration as part of their work life balance. 
 
In addition to retaining our female workforce the College has recently run a number of 
training programmes, such as the accredited ILM Level 4 qualification and the Cultiva 
Managers to Leaders programme, to help prepare staff for leadership and management 
roles. Active steps have been taken to ensure the proportion of women participating in these 
programmes reflects the gender profile of the College as a whole. Attendance at these 
programmes is often the precursor to promotion. 
 
Closing the gap is an ongoing process and is not something that can be achieved quickly. In 
addition to the examples given above we are continuing to look at ways we can improve our 
retention rates and are exploring ways in which we can support and nurture our most 
talented women. The overall aim continues to be the creation of a talent pool which is able to 
take on more senior roles when they become available. Where necessary we will review and 
improve our robust talent and succession planning strategy to ensure that it remains fit for 
purpose in growing our own pipeline of future leaders, and we will continue to track the 
progression of our employees at critical career points. 
 
Kate Calvert 
Deputy Principal 
HR & Organisational Services 
5 March 2019 


