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Burton and South Derbyshire College remains committed to becoming a fully inclusive organisation
and to embedding flexible, modern working practices that support all colleagues to thrive.

Preface

In 2025, while the College’s median gender pay gap has increased by 2.18%, women’s average
and median pay have both risen year-on-year, and representation within the upper and upper-
middle pay quartiles has been maintained. As detailed within this report, the gap continues to be
primarily influenced by the distribution of men and women across different occupational groups,
market-related teaching roles, and flexible working patterns, rather than unequal pay for equal
work.

Most notably, the College has seen a significant expansion in flexible working across all pay bands
and across both genders. Flexible working now represents 56% of the workforce, with male
participation increasing substantially. This reflects a continued shift towards a more inclusive and
adaptable workforce model that supports retention, wellbeing and long-term equality of
opportunity.

As part of our statutory obligations, Burton and South Derbyshire College publishes an annual Gender Pay
Gap report to ensure transparency and accountability in our approach to pay equity.

The gender pay gap differs from equal pay. The gender pay gap shows the difference between the average
(mean or median) earnings of men and women expressed as a percentage of men’s earnings. Equal pay
involves the pay differences between men and women who carry out the same jobs, similar jobs or work of
equal value. It is unlawful to pay people unequally because of their gender.

Our College and Community

Burton and South Derbyshire College has been at the heart of the local community since 1948,
equipping learners with the technical skills they need for a successful career, along with valuable
transferable skills that are sought by employers in their chosen industry or profession.

The College employs over 400 staff across a diverse range of roles from those who deliver, assess
and maintain the quality of our educational provision, to in-house business support operations
such as Finance, Management Information Systems, Marketing, Business Development, IT and
People and Performance. Our workforce also includes an onsite nursery team, facilities staff, and
pastoral professionals dedicated to supporting the wellbeing, progression and success of our
learners.

We are committed to being a fully inclusive organisation; eliminating discrimination, advancing
equality of opportunity, and embracing diversity in all that we do. We recognise that the strength
of the College lies in the breadth of perspectives, backgrounds and experiences within our
community, and we actively promote a culture of respect, fairness and belonging.
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Mean Median
19.59% 29.19%

Workforce Composition

The College’s staff population is 70% female and 30% male, which remains reflective of the female-
dominant composition of Further Education Colleges in England (65% female; 35% male) (FE
Workforce Data Collection 2023/2024).

The College continues to experience workforce growth, increasing from 398 to 428 full-pay relevant
employees this year. Female representation has remained strong, with women comprising the
majority of the workforce across all reporting years.

Explaining the Gender Pay Gap

The College is confident that its gender pay gap does not stem from paying men and women
differently for the same or equivalent work, nor from barriers to career progression. Rather, it
reflects the distribution of men and women across different roles and working patterns within the
College, and the salary levels associated with those positions.

Pay scales are implemented at the College and are designed to ensure fairness, with pay bandings
objectively assigned to each position based on the skills, experience, and qualifications required
to perform each role. This structure guarantees that men and women performing the same work
or equivalent roles receive equal pay.

Vertical segregation, sometimes referred to as a ‘glass ceiling’, occurs when women have limited
opportunities to advance due to biases or discrimination. Analysis of managerial positions at BSDC
shows that women hold 67% of management roles, while men occupy 33%. This demonstrates
strong female representation in management and confirms that vertical segregation is not a
contributing factor to the College’s gender pay gap.
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Despite the College’s ongoing focus on equality and inclusion, societal biases around ‘gendered
roles’ persist. Certain careers are still stereotypically viewed as more suitable for one gender,
leading to a higher concentration of that gender in specific fields.

At BSDC, a significant proportion of our business support roles are occupied by women (83%). Most
of these positions are traditionally considered ‘female roles’, including welfare professionals,
educational support staff, administrators and nursery practitioners. These posts often require
comparatively fewer formal qualifications, less specialised training, or less prior experience than
other roles within the College and thus attract lower remuneration.

Reflecting broader labour market trends, 89% of positions that fall within the lowest pay quartile
in our data correspond to jobs that were occupied by more women than men across the whole UK
workforce in 2025 (ONS). Of these, 88% are indeed occupied by female postholders at BSDC which
goes part-way to explain the over-representation of women in the lower quartiles.

The top ‘gendered roles’ at BSDC: percentage of each role occupied by female and male post-holders

6.7% 8.3% 5.6% 4.2%
93.3% 91.7% 94.4% 95.8%
Nursery Practitoners Educational Support Assistants Welfare Professionals Administrators

Female Male

The wide range of vocational subjects delivered at the College means the teaching population is
also shaped by ‘gendered roles’, with recruitment challenges in certain fields contributing to this
influence on pay. As with all positions at BSDC, teaching roles are assigned to objective pay
bandings, with a designated ‘market forces’ band reserved for roles that are exceptionally difficult
to recruit and retain. Of the positions that include a ‘market forces’ pay element, 75% are teaching
positions in male-dominated vocations such as Construction, Engineering, and Manufacturing.

The College has made progress in increasing female representation in these traditionally male-
dominated areas, and while 81% of all ‘market forces’ roles are still held by men, the number of
women in these roles has grown in recent years.

Encouragingly, when isolating the dataset specifically for teachers and trainers, the gender pay gap
is 0%, demonstrating that pay within this core staff group is equitable, regardless of outliers that
influence the overall gender pay gap and contribute to the over-representation of men in the upper
pay quartiles.
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The jobs women tend to pursue are influenced not only by the duties of the role, but also by societal
expectations and caregiving responsibilities. The Office for National Statistics reported in the most
recent census that women still spend more time caring for children and dependents than men,
and as a result, are more likely to choose part-time or term-time work, often in lower-paid roles, to
accommodate these responsibilities.

Flexible Working

At BSDC, flexible working has grown significantly across all pay quartiles and genders, reflecting a
positive shift towards a more inclusive and adaptable workforce. In 2025, 56% of staff work flexibly
(part-time or term-time), up from 51% in 2024. Female participation in flexible roles has increased
to 65% from 61%, with male participation also increasing to 34% from 27%. This demonstrates the
College’s commitment to supporting retention, wellbeing, and long-term equality of opportunity.

Roles designed to be part-time or term-time are predominantly structured to meet the needs of
learners and are often concentrated in occupational areas that are traditionally female-dominated,
such as administration, customer service, nursery care, and pastoral or educational support. As
previously discussed, these positions also tend to attract lower remuneration, largely because they
require comparatively fewer formal qualifications or specialist training.

While flexible working opportunities exist across all pay quartiles, the majority (88%) of flexible
roles are in the lower two quartiles and are occupied by significantly more women than men. This
contributes to the overall gender pay gap; because women are more likely to work in the lower-
paid flexible roles, the median hourly pay for women appears lower relative to men. However, this
“skew” reflects the College’s proactive approach to offering flexible work arrangements rather than
any inequity in pay for the same roles. Flexible working enables staff to balance work and life
responsibilities, remain in employment, and progress within the College, which is a positive
outcome for both employees and the organisation.

BSDC working time analysis: percentage of each gender who work full time versus flexibly, split by quartile
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Quartile Analysis

Men remain over-represented in the upper quartiles of BSDC’s gender pay gap data, with a higher
proportion of males in these quartiles compared to the lower ones.

BSDC quartile analysis: the percentage of each gender who work in support, teaching, or management
roles, split by quartile
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There is slight over representation of male teaching staff in the upper quartile compared to female
teaching staff (56% of male teachers vs 54% of female teachers), largely attributed to the
previously observed trend of more males occupying teaching roles with a ‘market forces’ pay
element.

However, while male managers are proportionally more concentrated in the upper quartile
compared to lower quartiles, women continue to hold the majority of management roles overall
(67%) and within the upper quartile itself (59%) reinforcing the strong female representation in
management.

Overall, the apparent male over-representation in the upper quartile is influenced by the high
proportion of women in flexible roles within the lower quartiles, rather than pay inequity. This
pattern reflects the College’s commitment to flexible working, diverse career choices, and
occupational distribution, highlighting a workforce that is increasingly adaptable, inclusive, and
supportive of progression for all staff.
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BSDC remains firmly committed to reducing the gender pay gap while continuing to develop an
inclusive, supportive, and progressive workplace. We are confident that sustained and meaningful
action across the College will drive continued improvement. Our ongoing commitments include:

e Maintaining high professional standards and ensuring recruitment and selection
procedures are effective, transparent, fair, and consistent with the College’s Single Equality
Scheme.

e Ensuring all relevant managers have completed unconscious bias training to raise
awareness of implicit biases and actively address behaviours that could contribute to
inequality.

e Continuing investment in an internal management development programme to enhance
leadership capability across the organisation.

e Promoting and strengthening our ‘Family Friendly’ policies, encouraging open
conversations about flexible working for employees at all levels, while actively supporting
career progression.

e Providing a dedicated mothers’ room, offering a safe and comfortable space for expressing
and storing milk, supporting a smooth and confident return to work following maternity
leave.

o Designing part-time and flexible roles that offer equivalent pay, benefits, and progression
opportunities to full-time positions.

e Embedding succession planning across the College to identify and develop talent from all
staff groups, supporting career progression for women and under-represented groups.

e Providing Diversity Mentoring training for managers to enable them to effectively support
and mentor colleagues in reaching their full potential.

e Continuing to make Equality and Diversity training at Levels 1 and 2 a mandatory element
of staff induction, while assessing commitment to equality and inclusion during recruitment
processes.

e Empowering our Equality, Diversity and Inclusion (EDI) panel to act as cross-College
champions, actively promoting inclusive practices.

e Working collaboratively with recognised trade unions on matters relating to equality,
diversity, and inclusion.

e Conducting job evaluation exercises and maintaining objective pay scales to ensure all
roles are fairly assessed according to responsibilities, skills, and qualifications. Targeted

Page 7 of 8



pay band reviews will continue to support colleagues in lower pay brackets and maintain
equitable pay structures.

Providing ongoing staff development opportunities through dedicated development days,
distance learning, external CPD, and bespoke training to support career progression.

Actively listening to our staff through cultural surveys and employee engagement forums,
ensuring their feedback informs policy and practice.

Promoting our curriculum and career pathways using inclusive marketing materials to
challenge traditional ‘gendered roles’ and encourage participation from under-represented
groups, helping to build a more diverse workforce for the future.

Burton and South Derbyshire College will continue to publish its Gender Pay Gap data
annually and remain transparent about the actions being taken to reduce it.

Declaration

| confirm that the information and data provided is accurate and in line with mandatory
requirements.

John Beaty
Principal and Chief Executive
March 2026
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