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College Values 

Students:  as the focus for the work of everyone at the College 
Mutual Respect: caring for and valuing students, staff , governors and our community 
Integrity:  honesty, hard work and personal and social responsibility 
Learning:  a passion for learning and its capacity to change lives 
Excellence: high aspirations, high standards and high achievement 

 

 
 
1.  Purpose and Background  
 
1.1. The College values all employees and recognises the importance of having a culture where 

equality is paramount, difference is respected and diversity is celebrated.  We expect all 
members of the College community to recognise and respect this principle. 
 

1.2. The College treats all students and employees with respect and dignity and seeks to provide 
a positive working and learning environment free from discrimination, harassment or 
victimisation.  The College makes a genuine and realistic commitment to raising awareness 
of equality and diversity matters throughout the College, including within the curriculum in 
order to challenge and minimise discrimination and prejudice in all of its forms.   

 
1.3. In accordance with the Equality Act 2010 (Gender Pay Gap Information) Regulations 2017, 

the College, is required to carry out Gender Pay Reporting and publish the results of this 
analysis on both our own website and the government’s online reporting service: 
http://www.gov.uk/report-gender-pay-gap-data 
 

1.4. The Gender Pay Gap Reporting involves carrying out calculations that show any difference 
between the average earnings of men and women in the College.  However, the Gender Pay 
Gap Reporting does not involve publishing individual employee data and complies with GDPR 
regulations. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

https://protect-eu.mimecast.com/s/ztDSCvggDh0oBZfo9pC0?domain=gov.uk
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2. Luton Sixth Form College Gender Pay Gap – Snap Shot Data at 31st March 2025 

 

 
 
 

 
 



3 

 

3. Key Considerations   
 
3.1 The Gender Pay Gap Report included 226 female staff and 101 male staff across the College.  

It can be seen that the majority of the staff at the College are female and make up 69.1% of 
the workforce.   

 
3.2 The College continues to encourage women into senior roles of responsibility.  In March 2025, 

the College Leadership Team consisted of 22 members, including 14 females, which amounts 
63.6%.  This is an increase from 58.3% the year before.  The Senior Leadership Team consisted 
of 8 members, including 6  females, which amounts to 75% female representation.  This is an 
increase from 70% the year before. 

   
3.3 In addition, during the academic year 2024-25 the College advertised and appointed to 25 

roles of responsibility.  Out of these 25 roles, 13 of these resulted in female appointments, 
which amounts to 52%.  This was an increase on the previous year which was 50%.   

 
3.4 Lord Davies in his work on gender equality proposed a series of recommendations including a 

target of all FTSE 350 boards having 33% female representation by 2020.  The College 
consistently exceeds this benchmark at 75% at March 2025.    

 
3.5 The figure for the College’s female staff median falls in the lower middle quartile.  Our male 

staff median falls in the upper middle quartile.  This has resulted in the median gap being 
35.69% and mean gap of 15.59% due to the total number of staff within each gender category 
and the population of men falling mainly within the upper quartiles.    
 

3.6 Our mean gap is 15.59% and our median gap is 35.69%     
 
3.7 When analysing the gender pay data, it can be seen that a number of points may have 

contributed to the differential between female and male pay, which include the following:  
 

a) As part of our commitment to flexible working, the College employs many staff on 
various contracts including full-time, part-time, job-share, term-time only basis.  Many 
of these roles are undertaken by women, whom for caring responsibilities (including 
children or elderly relatives) find these contracts attractive, as they are able to remain 
within the workforce and fulfil their family commitments.   

b) The College operates a salary sacrifice Child Care Voucher Scheme and Cycle Scheme, 
which are used by many staff.   The salary used for the Gender Pay Gap Reporting is 
the pay after the deduction for scheme membership has been made, thereby 
distorting the figures.     

c) Some fixed payments made to staff for the completion of a particular role regardless 
of varying hours staff may work.  The inclusion of such payments has, in some cases, 
impacted on the calculation of hourly rates used in the data.   

d) With the exception of the Cleaning, Security and Catering functions, all of which have 
been outsourced, all of the College’s support services are in-house.  Many of the 
support services within the College are not specialist/technical roles and as such are 
paid on the lower end of the pay scales.   In addition, the College does not operate any 
shared services.  

e) The College employs Exams Invigilators.  Like in all education establishments, this 
hourly paid, flexible and term-time only role is paid  on the lower end of the pay scale, 
in comparison to other roles across the College.  The very flexible nature of this role 
has traditionally attracted female staff, who are balancing their desire to be part of 
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the workforce with their family responsibilities.  This role attracts individuals who are 
retired for whom this is not their main source of income.  Although the College 
employs many Exams Invigilators, 69 were included in the snapshot period as they 
had attended training, 57 of which were female amounting to 82.6% of Invigilators.  
This is not necessarily reflective of a typical month, as all Invigilators must attend the 
mandatory training period.    In addition, Invigilators account for 21.1% of our 327 
staff included in the snap shot period.  The inclusion of this group has had a significant 
impact on our median and mean percentage differences.  This increased from 15.3% 
last year, which has contributed significantly towards our increased gap.   

f) The College no longer operates a Support Staff Standards payment (bonus), which was 
previously included in our Gender Pay Gap Report and  was not applicable to all staff.  
Eligible roles were support staff roles and were occupied by more female staff than 
male, therefore the bonus was paid to more females than males, which no longer 
happens.    

g) The College Principal and CEO is male and are the highest paid individual at the 
College.    

h) We have 2 main contract types of staff, teachers and support staff.  They both have 
very different terms and conditions.  Full time support staff work for 37 hours per 
week for 52 weeks per year.   Full time teachers work for 30.75 total hours per week, 
for 39 weeks per year.  With such differences in contracts, it is very difficult to 
compare them and group them all together, as this report requires.  As such, the 
inability to compare like for like has had a significant impact on the College pay gap.     

 
4. Evidence Based Actions and Ongoing Equality Priorities  
 
4.1 The College has given due regard the Government Equalities Office report entitled ‘Reducing 

the Gender Pay Gap and Improving Gender Equality in Organisations’ and is committed to best 
practice recommendations identified within the report.   
 

4.2 The College remains committed to equality, diversity and inclusion amongst staff in all areas 
and at all levels.     

 
4.3 The College has a Safeguarding, Health and Inclusion Committee.  This Committee is chaired 

by the Principal and is responsible for ensuring that the College actively promotes equality and 
diversity, tackles bullying and discrimination in all of its forms.  The Committee also reviews 
data reports relating to equality and diversity and on how the College is narrowing 
achievement gaps.  The Committee regularly reports to the College Governing Body.      

 
4.3 Equality and diversity are built into the College’s values, strategic plans and targets, the impact 

of plans and targets are monitored and follow up action is taken to address areas for 
improvement.  In addition, equality reports are reviewed by the College’s Senior Leadership 
Team and Corporation. 
 

4.4 Appropriate policies and procedures are implemented to actively promote equality and 
diversity among staff, students and other partners. 
 

4.5 The College provides appropriate training on equality and diversity issues so that leaders, 
managers, governors, staff and students understand their roles and responsibilities in relation 
to equality and diversity. 
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4.6 The College supports various equality and diversity events that seek to create an inclusive 
community culture, including but not limited to Black History Month, LGBT Month, Diversity 
Week, Culture Day and the Women’s Conference. 

 
4.7 The HR Department have robust policies and procedures in all areas but specifically related to 

pay, recruitment and selection of staff.  College policies and procedures are regularly reviewed 
and updated to ensure equality and inclusion for all and all managers are trained accordingly.   

 
4.8 The shortlisting process for job selection uses an anonymous application form thereby 

reducing bias or discrimination on the basis of any protected characteristic but specifically for 
the purposes of this report, gender.   
 

4.9 Skills-based assessments are regularly used as part of the selection process rather than relying 
on interviews only to assess the suitability of candidates for a role.   
 

4.10 Structured interviews, pre-determined questions and selection programmes involving various 
and diverse assessors/panels are used to ensure triangulation and objectivity, thereby 
reducing the possibility of bias and/or discrimination.   
 

4.11 The College recruits returners (i.e. people who have taken an extended career break for caring 
or other reasons and who are either not currently employed or are working in roles for which 
they are overqualified).    

 
4.12 The College seeks to pay staff fairly regardless of gender and as such: 
 

a) Adopts nationally negotiated and agreed pay scales for all support and teaching staff.  
All staff are placed on the appropriate bands according to the relevant national pay 
framework.   

b) Has job evaluation processes and all new support staff roles are assessed by a job 
evaluation panel to ensure that there is consistency for individuals undertaking 
equivalent work, regardless of gender.   

c) Ensures that all pay related decisions are made by the Human Resources Group 
including Principal, Director of Human Resources and Director of Finance and 
Operations.       

d) Clearly communicates the salary range for roles and successful applicants are offered 
a salary following an assessment completed, independently by two people, based on 
predetermined criteria.   

 
4.13 The College is an attractive place to work due to flexible working and term-time working 

arrangements offered.  The College has a high proportion of staff who work part-time and/or 
term-time, which is offered equally to female and male staff.  
 

4.14 The College operates supportive work life balance policies and reviews practices to enhance 
work life balance.  In addition, the College has an open, positive environment and culture 
where staff are able to benefit from the policies on offer (e.g. Shared Parental, Shared 
Adoption Leave, Sabbaticals/Career Breaks).  
 

4.15 The College operates a robust performance review process and the College is committed to 
continued professional development and the upskilling of employees through a designated 
budget for Staff Development which is open to all.   
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4.16 The College has supported leadership development programmes which are accessible to all 
staff.  Many females have been mentored and participated in these programmes and have 
subsequently been appointed to roles of leadership and/or additional responsibility. 

    
 

5. Authorisation   
 

As Principal of Luton Sixth Form College, I confirm that the data reported is accurate.   
 

Name: Altaf Hussain 
 

Signature:  
 

 
 
 

Date:  16th February 2026 


