
  

Gender Pay Report 
      Based on data from April 2018 

Introduction  

Ardingly College is committed to creating an inclusive workplace culture and supports the 

requirement by law to publish an annual gender pay gap report.  This is the report for the snapshot 

date of 5th April 2018.   

Mean Gender Pay Gap  

The mean gender pay gap for Ardingly College is 9.2%.  This is slightly higher than April 2017 (8.1%), 
but significantly lower than other organisations reporting on their gender pay gap.  

Median Gender Pay Gap  

The median gender pay gap for Ardingly College is 6.9%.  This is an improvement from April 2017 

(8.6%) and also lower than other organisations reporting on their gender pay gap.   

Bonus Payments  

In the year 2017-2018, 100% of men and women received a bonus payment.  There were no bonus 

payments awarded in the previous year.  The mean gender pay gap for bonuses was 30.8%.  The 

median gender pay gap for bonuses was 34.1% 

Pay Quartiles  

Band  Males  Females  Description  

A  36%  64%  
Includes all employees whose standard hourly rate places 
them at or below the lower quartile  

B  43%  57%  

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

C  34%  66%  

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

D  50%  50%  
Includes all employees whose standard hourly rate places 
them above the upper quartile  

  



Underlying Causes of Gender Pay Gap – Ardingly College  

Under the law, men and women must receive equal pay for: 

 the same or broadly similar work; 

 work rated as equivalent under a job evaluation scheme; or 

 work of equal value. 

Ardingly College recognises the benefit of having an inclusive workplace culture.  It is committed to 
the principle of equal opportunities and equal treatment for all employees, regardless of sex, race, 
religion or belief, age, marriage or civil partnership, pregnancy/maternity, sexual orientation, gender 
reassignment or disability.  It has a clear policy of paying employees equally for the same or 
equivalent work, regardless of their sex (or any other characteristic set out above).  

Ardingly College is therefore confident that its gender pay gap does not stem from paying men and 
women differently for the same or equivalent work.  Rather, its gender pay gap is the result of the 
roles in which men and women work within the organisation and the salaries that these roles 
attract. 

Ardingly College employs more women than men - 240 women (59%) and 165 men (41%).  

An analysis of the quartiles shows that, although the Senior Management Team have an equal 

number of male and female staff, which is encouraging, proportionately males are still over-

represented in the top salary band (D).  The position in the lowest band (A) has slightly improved but 

females are still over-represented (64% compared to 68% in 2017).   This can be explained by the 

higher number of females employed in domestic services, cleaning and catering roles.  These roles 

are at the lower end of our pay bands and do not always require a level of qualification, which by 

comparison, many maintenance, grounds and stewards roles (typically found in band B) require.     

It is worth noting that the analysis includes peripatetic staff who are paid an hourly rate (particularly 

visiting music teachers and sports coaches).  As they are only paid for actual hours worked, their 

hourly rate tends to be higher than that of equivalent full-time permanently employed staff, due to 

inclusion of holiday and preparation time included in their hourly rate.  This has meant that more of 

these staff are included in the higher quartiles.   

The mean and median figures also do not take account of pay before salary sacrifice deductions such 

as childcare vouchers, school fees and pension.  The gender pay gap before salary sacrifice 

deductions is reduced to a mean of 8.8%, since more female staff than male staff have salary 

sacrifice arrangements in place, although the median increases slightly to 8.5%.  

It was positive that 100% of male and 100% of female employees were awarded a bonus.  A gender 

pay gap occurred, however, because bonuses are awarded as a percentage of total pay.  This year 

the award was 1%, plus an additional 1% for those working during the holiday letting period, which 

is typically outside term-time.  A minimum bonus threshold of £100 was put in place where 
percentage pay meant a bonus would be less than £100.  Factors which impacted the pay gap 

included the fact that male employees are typically employed in full-time roles requiring a level of 

qualification.  As a result, such roles attract higher annual salaries.  Female employees (irrespective 
of level) are more likely to opt for the flexibility of a part-time / term-time contract.  The type of 

roles they are employed in (particularly band A) and the hours they work have an impact on their 
(pro-rata) annual salary and in turn, bonus award.   



How does Ardingly College’s gender pay gap compare with that of other organisations?  

The majority of organisations have a gender pay gap.  Ardingly College is pleased to report that, 

whilst it is committed to reducing the gender pay gap, it does compare favourably with that of other 

organisations.   

The mean and median gender pay gap for the whole economy (according to the October 2018  

Office for National Statistics (ONS) Annual Survey of Hours and Earnings (ASHE) figures) is 17% and 

18% respectively.  At 9.2% and 6.9%, Ardingly College’s mean and median gender pay gap is, 

therefore, significantly lower.  

When reviewing the relevant data and trends, it is worth noting that the make-up of Ardingly 
College’s workforce, reflects that of the UK economy as a whole.  Men are more likely than women 

to be in management roles, while women are more likely to be in administrative, domestic and 

catering roles, which attract lower levels of pay.  Men are more likely to be in transport, steward, 

grounds, maintenance and IT-related roles, which often require higher levels of qualification and 

attract higher rates of pay.   Women are also more likely to have had breaks from the workplace, for 

example to bring up children, which may have affected their career progression. They are also more 

likely to choose part-time / term-time work.  

What is Ardingly College doing to address its gender pay gap?  

While Ardingly College compares favourably with other organisations, we remain committed to 

reducing this gap and ensuring we have an inclusive workplace culture where everyone can reach 
their full potential.   

To date (April 2018), Ardingly College has taken the following steps to promote gender pay equality:  

• In September 2016 and September 2017 action was taken to increase the pay rate of our 

lowest paid staff.  Increases of 3% (rather than 1% for the general staff population) were 

awarded for the past two years.  We plan to continue this with the aim of having the lowest 

pay rate of £9.00 per hour by 2020.   

 

• In September 2017 the Prep School teacher salary scale was revised to reduce the number 

of pay points, meaning that progression will be less based on age and extensive years of 
experience.  In the past this has tended to favour male staff who are less likely to take a 

career break.  The Senior School teacher salary scale will be similarly revised from 

September 2018. 

• Evidence suggests that, like previous years, 2017-2018 saw a higher proportion of women 
than men apply for, and take-up, flexible working arrangements.  A number of women did 

not return to work after maternity leave.  In some cases this may have been due to Ardingly 

College not being able to agree to all flexible working requests.  We remain committed to 
finding ways to support flexible working requests where practicable and in publicising our 

flexible working policy, we aim to make it clear that employees in all areas and levels of the 
organisation will be considered for flexible working regardless of their role, gender and level 

of seniority and that flexible working need not be limited to part-time working.   

• Reviewing the number of men and women in each pay band; gender trends within job 
function and across the College; and take up of flexible working. 



• The Staff Council has been used as a forum to discuss the issue of gender pay equality and 

identify other potential initiatives to address the pay gap.  

Moving forward, Ardingly College continues to be committed to:  

• Increasing the pay rate for the lowest paid staff, with the aim of having the lowest pay rate 

of £9.00 per hour by 2020.  

• Developing the remuneration and benefits policy, including greater transparency for the 

remuneration of support staff roles.  Feedback from our staff attitude survey suggests that 
staff in support services feel that their pay is low compared to the market rate and to others 

within the organisation.  We will continue to review the way we evaluate and benchmark 

support staff roles to ensure parity of pay for work of equal value.  

We recognise it will take time to reduce the gender pay gap and that none of these initiatives in 
isolation will remove the gap.   We also do not want to lose sight of the beneficial role we play in 

providing local employment.  It is evident that women are over-represented in domestic services, 

cleaning and catering roles.  These roles do fall into the lower pay bands and as per our initiatives 
above, we are seeking to increase the lowest rate of pay at Ardingly College.  At the same time, the 

appeal of local, flexible work is often favoured by women.  As a result, we recognise that even if a 

better gender balance is achieved at other levels, Ardingly College is likely to continue to see a pay 
gap while it employs more women, particularly in these areas.   

Ardingly College is committed to reporting its progress on an annual basis.   

Glossary of Terms  

Terms used and calculations have been made based on the guidance produced by ACAS on 

managing gender pay reporting: 

http://www.acas.org.uk/media/pdf/9/p/Managing_gender_pay_reporting_07.02.19.pdf 

Employees includes all individuals on the Ardingly College payroll on 5th April 2018 (and classified as 

‘relevant employees’ or ‘full-pay relevant employees’ as per the reporting requirements).  This 
includes salaried employees and those who are peripatetic and paid at an hourly rate according to 

hours worked (e.g. music teachers and sports coaches).  

Hourly pay has been calculated as the sum of base pay, pay for leave, allowance pay and any other 

substantive or contractual payments divided by the number of contracted hours within the relevant 
pay period (with those who receive less than their basic pay during the relevant pay period as a 

result of being on leave excluded from the hourly pay calculation as per the guidance).  For teachers 

who do not have a set number of working hours we have based the hourly rate on an assumption of 
working 40 hours per week for 52 weeks per year.  Pay also includes deductions as a result of any 

salary sacrifice payments made by the employee.   

Eligible employees are allocated into pay band quartiles based on their hourly rate of pay.  

 

http://www.acas.org.uk/media/pdf/9/p/Managing_gender_pay_reporting_07.02.19.pdf


Governor Approval  

I, Mr James Sloane, Chair of Governors of Ardingly College, confirm that the information in this 

statement is accurate.  

Signed:  

  

Mr J Sloane  

Chair of Governors  

Date 29th March 2019 


