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Gender Pay and Equal Pay
When analysing the gender pay gap, it’s
important to understand how it differs from
equal pay. The Equality & Human Rights
Commission outlines the differences as follows:
‘Whilst both equal pay and the gender
gap deal with the disparity of pay women
receive in the workplace, they are two
different issues:

Introduction

1. Equal pay means that men and women
in the same employment performing equal
work must receive equal pay, as set out in
the Equality Act 2010.

The Royal College of Art (RCA) is committed
to creating an environment of mutual respect,
where differences are valued and respected
and where innovation, creativity and diversity
can flourish.

2. The gender pay gap is a measure of the
difference between men’s and women’s
average earnings across an organisation
or the labour market. It is expressed as a
percentage of men’s earnings.’1

We are pleased to say that the RCA has
achieved a median gender pay gap of 0%
and mean gap of 7.9%. These figures are
significantly below both sector and the
national average.

The causes of a gender pay gap are complex,
but gaps can arise as a result of structural issues
around what job levels men and women are
most often found at within an organisation, and
the sorts of salaries those roles attract.

While the RCA can be proud of these results,
we recognise that there are areas where we can
do more to support gender equality, reduce our
mean pay gap and maintain our 0% median pay
gap. A key area of focus will be on supporting the
development of female talent in the College.

While gender pay and equal pay are related
measures, a gender pay gap is not unlawful.
However, it’s in an organisation’s best interest to
deal with the gap, not only as a moral and social
issue but also to bolster economic growth. The
McKinsey UK Power of Parity report shows that
eliminating the gender pay gap in the UK could
increase GDP by £150 billion in 2025.2

One of our strategic goals is to develop a
consistent high-performance culture and
environment that attracts and retains talented
and ambitious staff. Understanding our staff
profile and transparency on our gender pay
issues will contribute to achieving this objective.

The Government requires employers with 250
or more relevant employees to publish gender
pay gap information by April 2018, based on data

– Dr Paul Thompson, Vice-Chancellor
1. https://www.equalityhumanrights.com/en/advice-and-guidance/what-difference-between-gender-pay-gap-and-equal-pay
2. https://www.mckinsey.com/global-themes/gender-equality/the-power-of-parity-advancing-womens-equality-in-the-united-kingdom
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from 31 March 2017 (public sector). This report
details the findings for the RCA.

RCA Figures and Benchmarks

This report has been prepared in line with
the Equality Act 2010 (Gender Pay Gap
Information) Regulations 2017 and Equality Act
2010 (Specific Duties and Public Authorities)
Regulations 2017. It also reflects the new Joint
Negotiating Committee for Higher Education
Staff (JNCHES) equal pay reviews and gender
pay gap reporting guidance. For this report,
798 workers were considered to be in relevant
employment as of 31 March 2017.

Gender Pay Gap

The RCA median gender pay gap is 0%, and
the mean is 7.9%. Both gaps reported are
significantly below national and sector statistics,
as shown below.
The Office of National Statistics preferred
measure for reporting the gender pay gap is
the median. This is because the median is not
skewed by higher earnings and is, therefore,
more representative of average earnings.

Median Gender Pay Gap
(%)
RCA

Higher Education

Public Sector
(All)

Public Sector
(London only)

Private Sector
(All)

Private Sector
(London only)

National Statistics
(All employees)

Mean Gender Pay Gap
(%)

0

7.9

14.3

15.5

19.4

17.7

18.2

17

23.7

21.1

19.8

23.3

18.4

17.4

Source: 2017 Annual Survey of Hours and Earnings
(ASHE) Gender Pay Gap Tables (1.12,13.12,16.12,25.12)
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Gender Bonus Gap

Gender Pay Quartiles

Both the median and mean gender bonus gap at
the RCA is 0%.

The proportion of males and females in each
quartile pay band is shown below.

The proportion of males receiving a bonus is
4.4%, and the proportion of females receiving a
bonus is 4.6%.
Benchmarking data is not available from the
Annual Survey of Hours and Earnings (ASHE) at
this stage. There are known coverage issues with
data on bonus and incentive payments, primarily
because the information is often not available to
respondents at the time when they are required
to provide the information to ASHE.

Female

Male

Quartile 1

62%

38%

Quartile 2

53%

47%

Quartile 3

59%

41%

Quartile 4

43%

57%

Proportion of males and females in each quartile pay band
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