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Introduction 

 
Cardinal Newman College is committed to the fair treatment, reward and recognition of all staff 
irrespective of gender.  
 
The college adopts the NJC pay scales for teaching and support. Teaching staff are placed on a spine 
point in line with their teaching experience and qualifications at the time of appointment. Support 
staff are placed on the appropriate spine point or pay range for their particular role and the grading 
of roles are determined by the required skill level, experience and qualifications for the role 
alongside internal and external benchmarks. Teachers and support staff rise up their respective pay 
band by annual increment, subject to satisfactory performance, regardless of gender.   

 
Gender Pay Gap Data 

 
The data within the report is based on hourly rates of pay for staff as at the snapshot date of 31st 
March 2017 and relates to ‘full-pay relevant employees’ which are members of staff who were 
earning their normal rate of pay in the pay period in which the snapshot date fell. Any member of 
staff who was receiving less than their normal rate of pay due to maternity leave or unpaid leave etc. 
has been excluded.  
 
As at the snapshot date the breakdown between male and female employees was 30.8% to 69.2% 
respectively.  

 
 
 
 
  
 

 

Lower 
Quartile 

Lower 
Middle 
Quartile 

Upper 
Middle 
Quartile 

Upper 
Quartile 

29.6% M 
70.4% F 

25.6% M 
74.4% F 

32.1% M 
67.9% F 

35.8% M 
64.2% F 

 

Whilst the percentage of male to female staff in each quartile is broadly in line with the percentage 

breakdown of males and females in employment, which suggests a broad spread of females across 

each quartile, it should be noted that females are slightly over-represented in the lower and lower 

middle quartiles and are under-represented by 5% at the highest level.  

Mean Pay Gap 
(Hourly Rate) 

Median Pay Gap 
(Hourly Rate) 

11.8% lower for 
women 

11.5% lower for 
women 
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Further analysis of the data demonstrates that a large number of females work in cleaning roles 
which have lower hourly rates of pay. In addition to this, three sessional self-employed staff, who 
happen to be male, with high hourly rates of pay are included within the data.  With both cleaners 
and the three self-employed staff removed from the data the mean pay gap significantly reduces 
and the median pay gap is at 0%. This suggests that a large proportion of the pay gap can be 
attributed to the high percentage of females who work as cleaners along with the inclusion of three 
male sessional self-employed staff members within the data.  
 

 
 
 
 
 
 
 

 
It is noted that there is still a 6.5% mean gender pay gap with cleaning staff and the self-employed 

staff removed. When members of staff in the College Leadership Team and Senior Leadership Team 

are also removed the mean gender pay gap is at -2.2% and the median gender pay gap is at -3.5%. 

Therefore it appears the gender pay gap is due to a combination of the two issues highlighted above 

along with a gender imbalance in senior roles.  

Gender Bonus Pay Gap 

The bonus pay gap data only includes the group of staff eligible to receive the Support Staff 

Standards Payment (SSSP) as no other bonus payments are made. Teaching staff and Support staff 

who have not yet passed their probationary period are ineligible for the Support Staff Standard 

Payment.  The Support Staff Standard Payment is a performance related payment. SSSP is paid on a 

pro rata basis to hours and weeks worked therefore staff who work less than full time full year will 

receive a proportion of the full award equivalent to their FTE.  

 

 

 

 

The data demonstrates that on average women receive lower bonus payments. This is due to SSSP 

being paid on a pro rata basis and the fact that the majority of women who received the bonus are 

part time. It should be noted that the Support Staff Standard Payment is applied equally to all 

eligible staff and 100% of eligible staff received the payment.  

Addressing the Gender Pay Gap 

We have a fair and transparent recruitment and selection process and advertise a wide range of job 

vacancies which invites applications from those who wish to work either full or part time, including 

some posts with significant management responsibilities, in order to encourage both males and 

females with caring responsibilities, who do not wish to work full time, to apply to work with us. We 

firmly believe in appointing the person who we believe to be the best candidate for each job vacancy 

regardless of gender. 

Pay Gap % with Cleaners and Sessional Self-
Employed Staff Removed. 

Mean Pay Gap 
(Hourly Rate) 

Median Pay Gap 
(Hourly Rate) 

6.5% lower for women 0% lower for women 

Mean Bonus Pay Gap Median Bonus Pay 
Gap 

Proportion of Males 
and Females who 
Received Bonus Pay 

15.2% lower for 
women  

12.6% lower for 
women 

22% M 
33.3% F 
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We are a Living Wage Foundation Employer, currently paying a minimum of £8.75 per hour.  This has 

significantly increased, and will continue to increase, the hourly rate paid to jobs on lower grades, 

which are held predominantly by female support staff. 

All staff, irrespective of gender, are eligible to apply to take part in funded external staff development 

and our internal staff development programme is available to all staff.  Part time staff are able to elect 

to take time off in lieu or be paid for staff development which takes place outside of their normal 

working hours. 

Staff surveys are undertaken annually as are staff exit interviews.  These show no areas of concern in 

respect of career progression that are linked to equality.  

We support new mothers through the provision of enhanced maternity rights (above statutory), the 

provision of paid KIT days (which are available for staff development purposes as well as for work 

requirements).  Mothers returning from maternity leave have the option, if feasible, to return on a 

phased basis.   

We welcome both informal and formal applications for flexible working and we endeavour to be fully 

supportive of all such reasonable requests. 

All of the above are actions taken in order to tackle gender pay, in order to recruit the best new talent 

into our workforce and to retain the talented, dedicated and happy workforce which we are fortunate 

to currently have 

I can confirm that the above information has been prepared from our payroll data at 31st March 

2017 and fairly presents the Gender Pay Gap information for Cardinal Newman College. 

 

     

Nick Burnham 

Principal 


