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Gender Pay Gap Reporting –  
The School’s Perspective
On 1 October 2016 the Gender Pay Gap Regulations will come into 
force.  Some schools will already be aware of their gender pay gap; 
others will not.  The expression “gender pay gap” in broad terms is 
a measure of the difference between the average earnings of men 
and women in an organisation, usually regardless of job role.

When these Regulations come into force, schools with 250 employees or more will be 

required to publish a series of statistics on their website covering five different measures 

of the gap between the total pay of male and female staff in their organisations.  A first 

measure will need to be taken from data in April 2017 and published no later than 30 April 

2018, and every 12 months thereafter.

Regulations were published in February setting out the detail to how these measures will 

be implemented.  Consultation in relation to those draft Regulations ended in March 2016 

and the final form of the provisions is awaited. 

The draft Regulations provide that the following five measures must be published:

• Mean average total female pay as a % of total male pay

• Median total female pay as a % of total male pay

• Mean average total female bonus pay as a % of total male bonus pay

• The number of male and female employees in each of four equal pay bands or quartiles

• The proportion of males and females who receive bonus pay in each pay quartile

These new and highly publicised measures will have potentially far reaching and complex 

implications for schools.  First, is the issue of staff complement.  Many schools will, at first blush, 

assess themselves as being outside the scope of the Regulations, employing fewer than 250 

staff.  However, the definition of “employees” for these purposes is wide.  Peripatetics and 

sports coaches will be included as will invigilators and other groups of casual employees as 

long as they work under contracts of employment governed by UK legislation.  Second, is the 

issue of resource.  Measuring the gender pay gap is a labour intensive and technical task.  

Interpreting the detail of the Regulations in the school context will not be straightforward.  

Many large multi-national employers are aware of the size of the task.  How much more will 

this impact on schools who have not until now considered gender pay issues? 



Spot On Essential Briefing

April 2016 | Page 2

Perhaps more important than all of these considerations, however, is the potential impact 

on the recruitment and retention of talented staff and the potential impact on brand and 

reputation, especially when it comes to the competitive marketplace of engaging with 

parents seeking to educate their daughters.

The problem in a nutshell is one of misunderstanding.  The widely held public belief is that a 

gender pay gap of almost any size is an indication that an employer does not treat its female 

staff as well as its male staff.  This is of course not the case.  Employers with large gender pay 

gaps may have no risk of equal pay claims under the Equality Act 2010 just as employers 

with narrow gender pay gaps may find themselves falling foul of the complex equal pay 

legislation.  The two issues are frequently conflated but are in practice distinct.  

A gender pay gap reflects more on an employer’s ability to attract and retain female talent 

particularly during child-bearing years, and promote females through the ranks and into 

senior positions within the organisation.  There are very many factors at play here, only a few 

of which are within the control of most employers.  

It is not clear yet what the range of gender pay gaps will be in the independent school 

sector.  The possibility cannot be discounted that parents of daughters seeking to choose 

between two educational institutions for their daughters may (probably erroneously) come 

to the conclusion that the school with the narrower gender pay gap has a better prospect 

of educating the successful women of the future and teaching them in an environment that 

promotes female aspiration.

In light of these important forthcoming changes, schools are advised to engage with this 

issue early.  By carrying out indicative measures now and examining the patterns and reasons 

behind any gender pay gap, schools will be able to create a narrative around the statistics 

to counteract and educate their current and future staff, pupils and parents as to the truth 

about their commitment to gender equality.

At Harrison Clark Rickerbys our specialist independent schools team is working with our 

nationally recognised gender pay team to support schools in many different ways with this 

complex issue. 
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