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What is the gender pay gap?

“

We remain committed to narrowing the
gender pay gap at AQA. In the last year
we appointed two more women into our
Executive team, leading to a reduction in the
pay gap at senior management. However, in
2021 AQA’s median gender pay gap
increased to 16.31%, and our mean gender
pay gap rose from 9.53% to 9.8%. This
increase can be seen across all of our less
senior roles, highlighting that we have more
to do. Positive steps are being taken to
reduce our gender pay gap over time. We’ve
introduced an early careers programme to
attract more diverse talent, our Empowering
Women network
is nurturing its third cohort and equality,
diversity and inclusivity continues to be at the
heart of our strategy.

”

Colin Hughes
Chief Executive Officer

All UK companies with 250 or more employees are required by
law to annually carry out Gender Pay Reporting. This falls under
the Equality Act 2010 (Gender Pay Gap Information) Regulations
and a snap shot of data should be taken on 5 April each year.
The aim of this requirement is to eliminate gender pay gaps
across all organisations in the UK.
We are required to publish our
report every year on our AQA
website and the Government’s
gender pay gap Service website
The 5 April is classed as the ‘snapshot’ date and
is the date that all companies will use annually for
capturing data in order to calculate the gender
pay gap. The calculations for the report are based
on the hourly rate of all employees as of 5 April
each year.

The regulations set out the calculations
and information required to be published.
These are:

AQA’s median pay gap in 2021
is 16.31%
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What is the difference between
equal pay and gender pay?
It is essential to note that the gender pay gap
differs from equal pay.

Equal pay
Equal pay looks at the pay differences
between men and women who carry
out the same role, similar roles or work
of equal values. It is unlawful to pay
people unequally because they are a
man or a woman.

•

mean and median gender pay gap

•

proportion of males and female by quartile
pay band

•

mean and median gender bonus gap

Gender pay

•

proportion of males and females receiving a
bonus.

The gender pay gap shows the
differences in the average pay between
men and women, no matter what their
role or seniority is.
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AQA’s gender pay gap
AQA’s median gender pay gap in 2021 has increased from
12.63% to 16.31%. There has been an increase in our mean
gender pay gap to 9.8% from 9.53% in 2020.
This year in order to analyse our data further we
decided to break the data even further from just
the four quartiles. Therefore, we spilt it into 10
equal deciles to show more clearly where the gap
had changed. This analysis identified that our
gender pay gap has decreased by 2.5% for senior
managers. However, there was an increase for
those in less senior roles.
Despite the improvement to the senior manager
gap, the largest contributor to the gender pay gap
at AQA is the senior management decile. The gap
here stands at 3.6%, however, the gap across all
grades requires significant improvement.

The Gender Pay Gap has decreased by 2.5% for
Senior Managers, which is what we expected to
see. Also, it has decreased for Management roles
by 0.2%. However, this is more than counteracted
by the fact that the five deciles for less senior
roles show increased Gender Pay Gap figures.
This means the average hourly pay for males for
less senior roles has increased more than it has
for females.

Our 2021 report
continues to show
a greater female
representation in all
quartiles apart from
the upper quartile.

Quartile analysis

Upper quartile

55.1%

46.6%

All employees

44.9%

Upper middle quartile

47.2%

52.8%

53.4%
Lower middle quartile

41.4%

58.6%

Lower quartile

42.9%

57.1%

% male employees
% female employees
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There are more males than females in the upper quartile and this
indicates that there are more males in the most senior roles in our
business.
To address this, now in its third year, the Empowering Women
Programme has successfully completed two cohorts in 2020-2021 with
36 women on the programme. The largest group of women so far.
The aim of the programme is to create a safe learning environment for
women at AQA to explore gendered issues they may be experiencing in
the workplace and their lives. Building a community of growth through
sessions, business sponsors and discussions which are taken to a more
intricate level. The focus of the themes were confidence and impact,
imposter syndrome, inner critic, storytelling and self-compassion.

For both males and
females the most
frequent bonus
payment we made
is through our
bronze ‘Recognising
the Best’ award.

AQA’s gender bonus gap
The gender pay gap report
legislation requires bonus
information to be included. At
AQA this includes payments
through our recognition scheme
‘Recognising the Best’ and our
Long Service Awards.

Median
bonus gap

Mean
bonus gap

14.93%

-6.98%

The median bonus gap is 14.93%. The overall
average value of bonuses is higher this year in
favour of women. This is why there is a mean
bonus gap of - 6.98%.

Proportion of employees receiving a bonus

62.6%

68.4%

When analysing the data for ‘Recognising the best’ awards, a higher
number of awards were paid to women and on average they were
of a higher value. We believe this is the reason for our mean
bonus gap of -6.98%.

% male employees
% female employees
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AQA’s approach
In the last year we have continued to progress a number of initiatives to
enable us to better analyse and focus on the progress and development
of women in our business. These initiatives will assist us with promoting
our activity around gender pay with the aim of improving gender
equality and reducing our gender pay gap. These initiatives are:
Responding to Covid-19 pandemic

Early Careers Programme

The global pandemic highlighted that in many
households’ women are still taking on more of the
childcare responsibilities. Women in particular were
impacted by repeated school closures throughout
2020 and 2021 which is presumed to have
impacted women’s desire to want to apply for and
progress into more senior roles, as they have been
trying to balance work and home in their current
roles. AQA offered voluntary furlough for those
with childcare responsibilities meaning that women
were able to avoid taking unpaid leave or having
to consider giving up their jobs. Support was also
offered in the form of webinars, such as Women
Working through Covid.

Our new Early Careers Programme has been
designed to attract AQA’s future talent. Our first
cohort will join us in January 2022. The programme
will grow over the coming years, with our second
cohort joining us in September 2022. The key
focus is to impact on our diversity and taking direct
positive action to attract people from different
backgrounds.

Future Workplace programme
Creating an improved Future Workplace is a key
part of our AQA strategy. We’re investing in our
space, our digital landscape and improvements
for our people to aid their wellbeing and enable
them to be effective at all times. This includes the
introduction of hybrid working for all from Autumn
2021, providing more flexibility to where and how
colleagues work.

EW Group
We are working with an external partner to conduct
a review of our approach to ED&I and support us in
action planning a way forward. This indicated our
commitment as an organisation to ED&I.

Engagement survey
We have included ED&I questions in our last two
colleague engagement and pulse survey so we
can measure employee’s views and action plan for
improvements to be made.
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Equality, Diversity and Inclusivity (EDI)
steering group
In 2021 we created an EDI Steering Group
and supporting workstreams to help action
and embed positive change. We are looking
at; communication and engagement, learning,
external audit, policy and procedures, recruitment,
values and behaviours. We have started to drive
improvements at pace and have had challenging
quarterly objectives and have provided regular
updated to all employees across the organisation.

Women’s Health and Menopause
guidance
We have written and in October 2021 launched a
women’s health and menopause guidance for all
employees and line managers. Which we hope will
help to educate our workforce and support women
and keep them in work.

Senior Leadership development
programme
Hult Ashridge led a development programme for
Senior Leaders in AQA over the last year.
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business, have both an inclusive working
culture and that our products reflect the
wonderfully diverse society that we live
in and the students and teachers that we
work with. Our ED&I work is about changes
in our thinking, behaviours and leadership
and we’ve been busy making meaningful
and sustainable changes that will benefit
our colleagues in this space. This year
we’ve updated our family friendly policies,
published new guidance on women’s health
and the menopause and introduced hybrid
working. All helping to contribute to more
supportive and inclusive environment for all
our colleagues. We’re also thinking about
the future talent of AQA. We’ve introduced
a new Early Careers programme that will
focus on attracting less-well-represented
groups, to help build a more diverse,
inclusive and skilled AQA.

“

“I was delighted to become the executive
sponsor for AQA ED&I earlier this year.
ED&I is critical in ensuring that we as a

”

Tracey Newman
Director of Customer and Sales
and ED&I sponsor

We confirm the gender pay gap data in this
report is accurate.

Colin Hughes
Chief Executive Officer
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Tracey Newman
Director of Customer and Sales
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