
	

	

Gender Pay Report 2018 
 
RGS Worcester presents its second Gender Pay Report. This report applies to RGS Worcester, 
inclusive of RGS The Grange and RGS Springfield. The legislation requires that the data used to 
compile the report was taken from all those on the payroll on 5 April 2018 (the “snapshot” date). 
Therefore, the data that you can see in this report was applicable on that date only. This means 
that staff members who were working at RGS Worcester at the time and have since left are still 
included in this data. (It does not include those who are genuinely self-employed or who were on 
maternity and paternity leave on 5 April 2018.)  
 
Data Compilation 
 
To meet the legislative requirements, all salaries have had to be converted to an hourly rate. The 
hourly rate is determined before voluntary deductions such as salary sacrifice agreements but 
before compulsory deductions such as tax, national insurance and employee pension 
contributions. This also means that it is irrelevant for the purposes of the data if someone is part 
time or full time. Some roles at RGS are paid hourly already, however the majority are salaried 
roles, therefore, all salaried roles have been converted to hourly rates. This poses some debate in 
relation to teachers and the various ways in which their hourly rate can be calculated.  
 
To calculate hourly rates for teachers in the data, their salary has been divided by the available 
working days, 365, and divided by 7.5 per day to create a nominal hourly rate. This includes the 
Heads and Senior Leadership roles also. It is important to note that there is no set formula for 
the calculating of an hourly rate for teachers as prescribed by the Gender Pay Reporting 
Regulations and as advised by ISBA (Independent Schools Bursars Association). For the 
purposes of any pay deductions for teaching staff, RGS Worcester would make this on the basis 
of 1 365th as per the Burgundy book. Hence this has been used as the basis for the hourly paid 
calculation. 
 
The six key metrics which we are required to report upon and the associated results for 2018 are 
listed below; 
 
1. Difference in mean hourly rate of pay: 20.9%. 
2. Difference in median hourly rate of pay: 28.8% 
3. Difference in mean bonus pay: 39.4% 
4. Difference in median bonus pay: 41.1% 
5. Proportion of male and female employees who received bonus pay:  
 
    RGS:- Male - 3/103 = 2.9%   Female – 1/211 = 0.47% 
 
6. Proportion of male and female employees according to quartile bands: 
 

Q1 Women 63 80.77% 

 Men 15 19.23% 
Q2 Women 61 78.21% 

 Men 17 21.79% 
Q3 Women 52 65.00% 

 Men 28 35.00% 
Q4 Women 35 44.87% 

 Men 43 55.13% 
 



	

	

 
Results Commentary 
 
The total number of staff included in the data are 103 males and 211 females. This is a difference 
of 8 fewer males and 19 fewer females from 2017. This does not necessarily mean that fewer staff 
of each gender are now employed by RGS, but that on the “snapshot” date of 5 April 2018 there 
were fewer people that had been paid in that month than in the same month the previous year. 
Typically, it is those on zero-hour agreements and other temporary staff such as Sports Coaches 
that account for this difference as they may not have been paid within the month of the snapshot 
date. In addition, there was considerable turnover amongst the cleaning staff around April 2018.   
 
As explained in last year’s report, bonuses are paid on merit and means that bonus application 
could vary significantly from one year to the next. This year’s bonus data is statistically 
insignificant in so far as it represents a sample which does not produce any meaningful data as 
the numbers awarded a bonus are incredibly low. 
 
The percentages of men and women in each quartile is more useful information. From this, 
compared to last year women now represent a larger percentage of Q1 and Q2, the two lower 
paid quartiles. Last year in Q1, females represented 77.65% and this year 80.77%. Last year in 
Q2 they represented 73.26%, this year they are 78.21%. This is not because there are now more 
females being paid less, in fact this has decreased by 5, but because more men have moved out 
of the lower two quartiles (10 in total) than women. Of the men that have moved out of the lower 
two quartiles, 5 have moved up into the top two quartiles and 5 have either left or were not paid 
within the month of the snapshot date. 
 
Of the top two quartiles (Q3 and Q4) there are 13 fewer women but actually 1 more man in 
comparison with last year’s result. Clearly this implies that there is a backwards trend in female 
pay progression between April 2017 and April 2018. However, all staff have since received the 
same percentage pay increase in 2018 regardless of gender and of 12 individual pay reviews 
made during that time, 8 were female and all except one for fair reasons was granted.  
 
In addition, of the recruitment and retention allowances in place to secure skills for subjects that 
are difficult to recruit to, 12 of these have been for women and 7 are for males. RGSW continues 
to advertise and seek to attract both men and women to all roles equally.  
 
However, we do still attract a higher number of females to part time and lower responsibility roles, 
which tend to attract lower rates of pay. In addition, men still do occupy more of the highly paid 
roles at RGSW.  This in itself is not an issue however. We do have two male Heads and a male 
Director of Finance and Operations. It is important to note that our Heads are paid proportionately 
in relation to the size of their respective Schools they are responsible for. (The Senior School 
(male Head) has approximately 770 pupils, The Grange (male Head) has around 350 and 
Springfield (female Head) around 140. Our Senior Leadership Teams are equally well represented 
by both genders across all RGS Schools. 
 
 
Further Analysis 
 
Though our data presents some challenges, it is not that dissimilar to that of other organisations 
within the independent education sector. Further comparison of pay by gender is being done 
between staff within certain groups. Such as Heads of Departments and Support Staff Managers. 
This will help us to understand potential gender pay issues within groups of staff who are 
effectively working at the same level. In addition, more work is being down to understand the 
decisions made around internal promotions and starting salaries for both men and women. These 



	

	

actions all demonstrate the commitment of RGS to improve its gender pay where necessary and 
we are hopeful that the recruitment decisions of the last 12 months will demonstrate this in the 
next set of data in April 2019. 
 
 
 
 
 
 
 
 
 
 


