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York College Gender Pay Report: March 2019 
 
1. Introduction 

 
York College is a medium sized Further Education College with an annual turnover 
of £26M. It employs 764 staff, of whom 545 receive a monthly salary. The rest are 
part time variable hours (PTVH) staff, paid via submission of monthly pay claims. 
Some staff undertake a mixture of salaried and PTVH work.   
 
The Equality Act 2010 (Specific Duties and Public Authorities Regulations) require 
employers with over 250 employees to publish an annual Gender Pay Report. The 
report must detail the College’s gender pay gap as at a ‘snapshot date’. As a ‘public 
body’ the College’s snapshot date is 31st March 2018. All of the pay data in this 
report relates to this date.   
 
2. The Mean and Median Gender Pay Gap 
 
The Regulations oblige employers to report the following:  
• The overall mean gender pay gap 
• The overall median gender pay gap  
• The proportion of males and females in each quartile pay band  
 
There are additional reporting obligations relating to the payment of bonuses. York 
College does not pay bonuses to its staff; consequently there is no reference to 
bonuses in this report.  
 
Mean Gender Pay Gap 
 
As at the snapshot date, the average rate of pay for males was £1.44/hour more 
than that of females. This represents a mean pay gap of 9.8%.  
 

 Mean Pay/hour (£) 
Male 14.75 
Female 13.31 
Mean Pay Gap 9.8% 

 
Median Gender Pay Gap 
 
The median rate of pay for males was £1.71/hour more than that of females. This 
represents a median pay gap of 11.9%.   
 

 Median Pay/hour (£) 
Male 14.32 
Female 12.61 
Median Pay Gap 11.9% 
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3. Proportion of Males/Females in Each Quartile Pay Band 
 
The following table sets out the proportion of males and females in each of the 
quartile pay bands:  
 

 

Male Female Number per 
quartile Number % Number % 

1st Quartile 60 27.5% 158 72.5% 218 
2nd Quartile 80 36.7% 138 63.3% 218 
3rd Quartile 95 43.6% 123 56.4% 218 
4th Quartile 105 48.2% 113 51.8% 218 
Overall 340 39.0% 532 61.0% 872* 

*some staff undertake multiple roles paid at different rates of pay – hence this number exceeds the 
number of staff employed reported in 1 above  
 
There is a significantly higher number of women in lower paid roles; 72.5% of staff in 
the lowest pay quartile are women. Although there are more women in each quartile 
than men, the differential is less marked in the top quartile (48.2% males, 51.8% 
females).   
 
4. Data Analysis 
 
Given the mean and median gender pay figures outlined above, the question is 
whether the College has a structural pay bias in favour of males, and hence whether 
there is potential gender discrimination against female employees.    
 
Table 4.1 below sets out the mean hourly rates of pay for staff on management, tutor 
and business support contracts, by gender:  
 
Table 4.1 Mean Hourly Rates by Gender 
 
 All  Male Female Difference 

(M/F)  H/Rate H/Rate Number H/Rate Number 
Management £25.92 £24.83 25 £27.06 24 9.0% 
Tutor £16.20 £16.26 179 £16.15 207 0.7% 
Support £10.46 £10.92 136 £10.26 301 6.0% 
  
The data shows:  
 
• The average hourly rate of business support contracts was £10.46. This is 35% 

less than the average hourly rate for tutors, and 60% less than the average 
management hourly rate. 

• The proportion of females on Business Support contracts (301 out of a total of 
532 – 57%) is significantly higher than the proportion of males on Business 
Support contracts (136 out of a total of 340 – 40%) 

• Management contracts - females were paid on average 9.0% more than their 
male counterparts.  

• Tutor contracts - there was a slight pay differential of 0.7% in favour of male 
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tutors. Given that the males and females are entitled to the same pay and pay 
progression, this small difference is attributed to males having longer service 
than females; hence they are more likely to proceed to the top of the academic 
(tutor) pay scale. Note: the average length of service for male tutors who left 
the College in the year to 31st March 2018 was 14 years, compared to 10 years 
for comparable female tutors.    

• Males on business support contracts were paid on average 6.0% more than 
their female counterparts.  

 
The gender pay gap appears therefore to be solely attributable to the high proportion 
of females employed on Business Support contracts.   
 
Is there any evidence suggestive of a structural gender pay bias in favour of males 
within the Business Support pay structure? To help answer this question, Table 4.2 
below shows the distribution of males and females (salaried and PTVH) on the 
Business Support pay scale:  
 
Table 4.2 Distribution of staff on Business Support contracts by gender  
 

Business Support 
Pay Scale 

Male Female % of all 
staff on BS 
contracts  Number %  Number % 

Apprentice 3 75% 1 25% 1% 
1 0 0% 2* 100% 0% 
2 23 23% 77 77% 23% 
3 41 32% 86 68% 29% 
4 7 10% 61 90% 16% 
5 25 40% 37 60% 14% 
6 31 65% 17 35% 11% 
7 3 20% 12 80% 3% 
8 3 27% 8 73% 3% 
  136 31%  301 69% 100% 

*Internships 
 
If the Business Support pay scale was inherently biased in favour of males, we 
would expect to see mostly females at the bottom end of the Business Support pay 
scale, with males more likely to be at the top end.   
 
Leaving aside the two lowest Business Support pay scales (a small number of 
apprentices and interns), females do indeed predominate at the lower end, at 
Business Support scales 2, 3, 4 and 5. The pattern reverses at scale 6, with 
significantly more males (65%) compared to females (35%). However, there are 
significantly more females than males in scales 7 and 8, albeit there are fewer posts 
at these scales (6% of all business support posts).  
 
We identified the roles which had the largest numbers of staff, and the gender 
distribution of those roles.  
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Table 4.3 below identifies the roles which occur most frequently at the bottom end of 
the Business Support pay scale:  
 
Table 4.3 Gender analysis of the roles with the largest numbers of staff in 
Business Support   
 

Role 
Part 
time 
(Y/N)  

Male Female % of all 
staff on 

pay scale Number % Number % 
Scale 2           
Cleaner Y 12 28% 31 72% 43% 
Catering assistant Y 0 0% 15 100% 15% 
PTVH Invigilator Y 8 40% 12 60% 20% 

  

Scale 3           
PTVH Learning Support Practitioner Y 7 18% 31 82% 30% 
Administrator/Assistant N 8 26% 23 74% 24% 

 

Scale 4       
Salaried Learning Support Practitioner Y 0 0% 15 100% 22% 
Senior Administrator/Secretary N 1 8% 11 92% 18% 
Learning Centre Officer N 0 0% 6 100% 9% 
Resource Coordinator N 0 0% 4 100% 6% 
Work Placement Officer N 0 0% 5 100% 7% 

 

TOTAL 36 19% 153 81% 64% 
 
The table shows that 81% of the ten most frequently occurring roles are staffed by 
women.  
 
Why are there significantly more females than men in these roles?  
 
It is submitted that the roles of Cleaner, Catering Assistant, Clerical/Administrative 
and Learning Support Practitioner are historically and culturally perceived to be 
‘female’ roles.  
 
Part time working is another significant factor in why these post are mostly filled by 
females. The Cleaner, Catering Assistant and Learning Support Practitioner roles 
are all part time, for reasons of efficiency and to meet business need. It is a fact that 
females tend to have more childcare and carer commitments than males, although 
that trend has reduced in recent years.  
 
In the light of both of the factors listed above, many of the lower graded roles within 
Business Support are more likely to be attractive to females, rather than males. 
Hence the greater number of females in those roles.  
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It was considered whether the lower graded roles are fairly graded in job evaluation 
terms. In 2016-17 the College developed an in house points rating job evaluation 
scheme. This enabled the College to objectively assess each job in terms of its ‘job 
size’. The posts of Cleaner, Catering Assistant, Learning Support Practitioner and a 
variety of administrative and clerical roles were evaluated. This showed that those 
posts were fairly graded in relation to other posts. Where jobs have been subject to 
job evaluation and considered to be under-graded, the College has rectified this. 
 
5. Conclusion 
 
The source of the College’s gender pay gap appears to be a combination of the 
following: 
 
(i) Business Support roles are the lowest paid roles in College   
(ii) Females account for 69% of staff in business support roles   
(iii) There are a disproportionately high number of females in business support 

roles, when compared by the total number of females employed by the 
College (301 out of 532; 57%).  

(iv) Conversely, there is a lower proportion of males in business support roles 
(136 out of 340; 40%) 

(v) There is a significantly higher number of females (81%) staffing the most 
numerous roles at the lower end of the Business Support pay scale  

(vi) For historical and cultural reasons, females are more likely to be attracted to 
lower graded Business Support roles than males  

 
In terms of (iii) and (iv) above, a high proportion of employees of either gender at the 
lower end of the pay scales will impact on the overall gender pay gap statistic, even 
if pay differentials at other pay grades are relatively small, or in the case of females 
in management roles, in favour of women.  
 
In this case, the much higher number of females in business support roles, and in 
particular those at the lower end of the Business Support scale, has produced a 
gender pay gap in favour of males of the order of 9.8% (mean gender pay gap).      
 
In considering the magnitude of the gap reported, and whether this is excessive 
compared to similar organisations, it is a fact that some Colleges contract out their 
catering and cleaning functions to third party providers. The effect of this on their 
gender pay report is a lower gender pay differential than would otherwise be the 
case.   
 
We have no intention to contract out our catering and cleaning provision. However, if 
we did, the college’s mean gender pay gap would reduce to 7.7%, and the median 
gender pay gap would reduce to 6.1%:  
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Table 5.1 Mean Gender Pay Gap – Excluding Catering Assistants and Cleaners    
 

 Mean Pay/hour (£) 
 All staff Excluding Catering 

Assistants and Cleaners 
Male 14.75 £14.96 
Female 13.31 £13.81 
Mean Pay Gap 9.8% 7.7% 

 
Table 5.2 Median Gender Pay Gap – Excluding Catering Assistants and 
Cleaners    
 

 Median Pay/hour (£) 
 All staff Excluding Catering 

Assistants and Cleaners 
Male 14.32 £14.32 
Female 12.61 £13.45 
Mean Pay Gap 11.9% 6.1% 

 
Going forward, the College implemented the 2018-19 sector pay increase agreed by 
the Association of Colleges (AoC). This amounts to a 1% uplift across all rates, but a 
differentiated uplift of £250 for lower paid (mostly female) staff. If implemented, the 
pay award will have a positive albeit marginal positive impact on the gender pay gap.   
 
Given funding constraints, there is little scope for directing additional resources 
towards reducing the gender pay gap. However, the College will continue to be 
vigilant on potential gender pay bias, and will of course address any hitherto 
unknown pay discrimination issues as and when they are identified.        
 
To conclude, the data does not indicate an inherent structural basis for the College’s 
gender pay gap. The differentials that exist are not attributable to structural bias 
against females, but are a function of historical and cultural trends that mean that our 
lower paid roles are more likely to be staffed by females.  
 
(end)   
 
 


