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Foreword from James Kelly, 
Chief Executive, Corndel

I’m pleased to announce Corndel’s 
first Gender Pay Gap Report, a key 
milestone in our growth and maturity 
as a business. We were formed in 
response to the introduction of the 
Apprenticeship Levy, and it seems fitting 
that as we expand our Levy-funded 
and commercial programmes, we 
now come under the scope of another 
piece of legislation. We’ve seen how 
the right approach can make the best 
out of government policy and we fully 
embrace our reporting requirements as 
a company which now proudly employs 
over 300 brilliant people. 

Thank you all for making this happen.
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We’ve met our statutory requirements by submitting our pay data.

In summary, the Gender Pay Gap report at Corndel shows:

We recognise that we need to address this gender pay gap. 

The 2020/21 reporting year was an exceptional one for Corndel. 
Corndel was a start up in 2016. The founding shareholders of 
the business took either no, or a very low salary, for the start-up 
phase of the business. Corndel’s shareholders agreed that a 
retention bonus would be paid to founding shareholders when 
a new investor was found for the business. This occurred in 
November 2020. The founding shareholders of the business 
were all male. These exceptional retention payments distort our 
Gender Pay Gap for 2020/21 and are not reflective of a typical 
renumeration year.
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The mean 
hourly salary for 
males is £31.31 
and for females 

is £25.60 

The difference 
of £5.71 

equates to 
18.24% in 

favour of males

The median 
hourly salary for 
males is £28.75 
and for females 

is £28.27

The difference 
of £0.48 

equates to 
1.7% in favour 

of males
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We have conducted further analysis to 
understand some of the other drivers 
of the gender pay gap and present 
them here, not as an excuse but an 
explanation. 

We attract and retain brilliant, self-
motivated people through our positive, 
hyperflexible, people-led working 
environment, competitive salaries and 
open leave policy. Most staff are remote 
workers, with a large portion working part 
time to facilitate other life commitments 
and interests. There are some unintended 
consequences of this. 

We have set ourselves these targets:

•   To reduce our gender 
pay gap by 2% to 
16.24% or lower

•    To achieve a minimum 
2% year-on-year 
improvement in gender 
pay gap
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We want to do this by keeping all the best elements of our current approach to 
recruitment, pay and development while changing what needs to be changed. We will 
make that happen by doing the right things, being true to our values and delivering our 
Equality, Diversity and Inclusion Strategy which states:

 We are equipped and 
equip our learners to 

challenge injustice in the 
workplace and society

Our staff and 
learners are 

representative 
of society

 Everyone at Corndel 
takes accountability 
for achieving equity, 
belonging and social 

injustice in specific and 
measurable ways

 Race, ethnicity and other 
characteristics are not determinates 

of their ability to thrive and their 
sense of equity and belonging

We will do this in line 
with our values: 

We value everyone. 
We are empowered. 

We enable excellence.
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The Gender Pay Gap 
reporting requirements

The Equality Act 2010 (Gender Pay Gap 
Information) Regulations 2017 requires all 
organisations with over 250 employees to 
conduct gender pay gap reporting and to 
publish their results.  

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. This should 
not be confused with Equal pay which 
means that men and women in the same 
employment performing equal work must 
receive equal pay. As an employer, failing to 
provide equal pay to employees is unlawful, 
while having a gender pay gap is not.
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Corndel Gender Pay Gap 

250 staff were on our payroll on 5th April 2021 when 
the snapshot was taken. We have conducted six 
calculations on that snapshot:

• mean gender pay gap in hourly pay
• median gender pay gap in hourly pay
• mean bonus gender pay gap
• median bonus gender pay gap
•  proportion of males and females receiving a bonus 

payment
•  proportion of males and females in each pay 

quartile

Mean is the average hourly rate of pay, calculated 
by adding the hourly pay rate for employees then 
dividing by the number of employees.

Median is the middle hourly pay rate, when you 
arrange your pay rates in order from lowest to highest.

National 
average is 
currently 
15.5%

Corndel’s 
average is 
18.24%

Mean Median
Average hourly pay Mid-point hourly pay

Women’s hourly pay is 
18.2% lower 

(based on the mean)

Male MaleFemale Female

Women’s hourly pay is 
1.7% lower  

(based on the median)

 €31.31
 €28.75

 €25.60

 €28.27
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Data analysis, assumptions and hypotheses

250 staff were included in the snapshot (taken 5th April 2021)

Upper Upper

Lower Lower

Upper
Middle

Upper
Middle

Lower
Middle

Lower
Middle

65% of Corndel’s current workforce is female, with a large proportion in the lower and lower middle 
quartiles. This has a downward pull on the average pay for females as compared to that of males.

Male

Male

Female

FemaleGender

163
(65%)

87
(35%)

48% 30

15

22

20 43

40

48

32

24%

35%

32% 68%

76%

65%

52%
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Bonus pay

Sections 4-6 relate to bonuses and are calculated on 12 month bonus information from 1st May 
2020 to 30th April 2021. The first 3 sections are calculated on the salary month of April pay 2021. 

The information to be reported to HMRC for the reporting period covered has 
to include all bonus payments made over the 12-month period stated. The 
figure reflects:
•  THI transactional bonuses, (including the retention bonus awarded to all 

staff over December 2020, January and February 2021)
• Bonuses that form part of individual contractual agreements 
• and any over caseload bonus payments made during that period. 

Received bonus Did not receive bonusGender

23%

77% 86% 20

24

143

68

14%

Male Male

MaleMale

Female Female

FemaleFemale

 €19.27K  €2.33K  €2.33K

 €3.75K

Mean Median
Average bonus pay Mid-point median pay

Women’s bonus pay is 
80.5% lower 

(based on the mean)

Women’s bonus pay is 
the same 

(based on the median)
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Drivers of the Gender Pay Gap

We are diversifying our roles as we 
enter new markets in the apprenticeship 
space and in 2020 created 7 entry level 
roles across Business Development 
department, New Client Acquisition 
and Marketing teams increasing overall 
headcount by 42% from April 2020 to 
April 2021, we also appointed women 
into key senior and middle manager 
roles across these teams and wider 
across Corndel. These, and other roles 
in Corndel have attracted a younger 
talent pool and have resulted in a lower 
average age demographic at Corndel 
overall. We also received more female 
applicants and appointed more females 
into those roles. Whilst we welcome 
the opportunity to support all people in 
launching their careers, we note that 
this feature of the workforce widens our 
gender pay gap.

In our start-up phase, most of the leadership and sales 
roles were occupied by men. These roles can attract a 
significant performance related bonus award. We offer 
over caseload bonus payments to our Professional 
Development Experts. Although majority of PDE’s are 
females, the monetary value of those payments is far 
smaller than sales bonuses.
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Actions we are taking to reduce the 
gender pay gap

Our significant restructure and growth across teams 
has meant that we have had the opportunity to 
increase the number of leadership roles to support 
smaller teams, whilst maintaining a relatively flat and 
non-hierarchical structure. We have recruited internally 
for these roles, drawing from a predominately female 
workforce.
 
As we have grown our business, more of the sales 
roles that were historically occupied by men have been 
filled by females. We expect to see the mean bonus 
gender pay gap to be reduced next year. Corndel 
has facilitated an ongoing conversation and journey 
of awareness raising and learning around equality, 
diversity and inclusion. The senior leadership team 
have agreed a set of objectives and key results which 
set out, at a granular level, the specifics that will deliver 
the EDI strategy. Uppermost in the delivery of our 
gender pay gap objectives is:

•  Equity in Recruitment: Project to create guidance 
for hiring managers to ensure fair and equitable 
recruitment decisions to enable more diverse 
workforce by making.

•  Equity in Progression: Talent development for 
under-represented at senior level
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