
 

HR: May 2022       Page 1 of 3 
 

Gender Pay Gap Statement for 2021/22 
 

Introduction 
As of April 2017, public, private and voluntary sector organisations with 250 or more employees have to report 
on their gender pay gaps annually, using six different measures:  

1. Mean gender pay gap: The difference between the mean hourly rate of pay of male full pay relevant 
employees and that of female full-pay relevant employees. 

2. Median gender pay gap: The difference between the median hourly rate of pay of male full-pay 
relevant employees and that of female full-pay relevant employees 

3. Mean bonus gap: The difference between the mean bonus pay paid to male relevant employees and 
that paid to female relevant employees. 

4. Median bonus gap: The difference between the median bonus pay paid to male relevant employees 
and that paid to female relevant employees. 

5. Bonus proportions: The proportions of male and female relevant employees who were paid bonus pay 
during the relevant period. 

6. Quartile pay bands: The proportions of male and female full-pay relevant employees in the lower, 
lower-middle, upper-middle and upper quartile pay bands.  

 
The aim of gender pay gap reporting is to show how large the pay gap is between an organisation’s male and 
female employees. The data must be published on the employer’s own website and a government website, 
and the intention is to encourage employers to take action to reduce or eliminate their gender pay gaps in 
order to create fairer, more inclusive workplaces. 
 
This statement contains Exmouth Community College’s statutory gender pay gap disclosure, using snapshot 
information from the 31 March 2021, as well as further information around the gender pay gap at the College.    
 
Gender Gap Statutory Information  

1. Mean gender pay gap: 28.9% 
2. Median gender pay gap: 42.9% 
3. Mean bonus gap: No bonuses are paid to employees at Exmouth Community College  
4. Median bonus gap: Not applicable  
5. Bonus proportions: Not applicable  
6. Quartile pay bands:  

 

Quartile Female 
Count  

Male 
Count  

Total 
Count 

  

% 
Female % Male 

1. Upper quartile 42 32 74 56.8% 43.2% 
2. Upper middle quartile 43 30 73 58.9% 41.1% 
3. Lower middle quartile 59 15 74 79.7% 20.3% 
4. Lower quartile 68 5 73 93.2% 6.8% 

 
Results 
The gender pay gap information reveals two positive percentage figures, which show that overall female 
employees have lower pay than male employees.   
 
Female employees make up a higher percentage of the workforce, reflected across all four quartiles.  There is 
a considerably higher distribution of female to male employees within the lower middle quartile and lower 
quartile.   
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Exmouth Community College is committed to the principle of equal opportunities and equal treatment for all 
employees, regardless of a person’s age, disability, gender re-assignment, marital or civil partnership status, 
pregnancy, maternity status, race, colour, nationality, ethnic or national origin, religion or belief, sex and 
sexual orientation.  It has a clear policy of paying employees equally for the same or equivalent work, 
regardless of their sex (or any other characteristic set out above).   

Exmouth Community College is confident that its gender pay gap does not stem from paying men and women 
differently for the same or equivalent work.  Rather, its gender pay gap is a result of the roles in which men 
and women work within the organisation and the salaries that these roles attract.  Across the UK economy as a 
whole, men are more likely than women to be in senior roles (especially very senior roles at the top of 
organisations), while women are more likely than men to be in front-line roles that traditionally attract lower 
salaries.  Exmouth Community College is very pleased to buck this trend as the College does not employ more 
men than women in senior roles within the upper quartile.  The College does however have more female 
employees working in the lower quartiles of the organisation.  This pattern is reflected in the make-up of the 
College’s workforce, with females exclusively undertaking Meal Time Assistant, Catering Assistant, Nursery 
Worker, and the large majority of Teaching Assistant roles.  After analysis, if there was an equal ratio of female 
to male employees within each quartile there would be no pay gap in favour of female employees.   

Comparison 
It can be difficult to draw comparisons within the education sector as not all secondary schools, particularly 
local schools, have 250 employees and therefore do not have to publish this information.  A range of education 
data is available via the Government website,1 however this is often data from Multi Academy Trusts, which 
can be the combination of information from a number of secondary and primary schools and so is not directly 
comparable.  The vast majority of schools have a gender pay gap.  Nationally the gender pay gap in 2021 was 
15.4%2.   

Action  
Exmouth Community College is in a fortunate position in that it does not need to increase female 
representation across the workforce, compared to national trends. Equally, after analysis the College is 
pleased that there is a minimal gender pay gap within the upper quartiles, which demonstrates that there is 
equality of opportunity in progression for both genders within this organisation.   
 
Nevertheless, the College is committed to gender equality in the workplace, and reducing the gender pay gap 
is an important part of this journey.  The College seeks to maximise opportunities and equal treatment for all 
employees, regardless of gender or any other characteristic, and so will continue to: 

 Publish pay ranges within all job packs for transparency  
 Encourage a wide range of diversity of applicants and use gender neutral language in order to appeal 

to both men and women 
 Ensure all job roles are advertised to eliminate any potential for gender bias and provide opportunities 

for employees to progress  
 Gather equal opportunities monitoring information from recruitment campaigns, for analysis and 

review  
 Support and invest in CPD for all staff  
 Encourage the use of the flexible working policy, subject to the needs of the College  

                                                           
1 Gov.uk, Search and Compare Gender Pay Gap Data  
Search and compare gender pay gap data - GOV.UK - GOV.UK (gender-pay-gap.service.gov.uk) 
2 Office for National Statistics, Gender Pay Gap in the UK: 2021, 26 October 2021  
Gender pay gap in the UK - Office for National Statistics (ons.gov.uk) 
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 Support parents on their return to work, for example we pay full pay for the first day of a general child 
unwell day  

 Raise young people’s awareness of the different career opportunities available within sectors 
traditionally perceived as male or female through careers events across the College such as 
Apprenticeship mornings, one to one careers interviews and a Careers Fair  

 
We have also: 

 Introduced unconscious bias training in order that at least one member of an interview panel has 
undertaken such training  

 Piloted using name blind application forms as standard practice  
 Included the following statement within our Job Packs: 
               We welcome applications from individuals wishing to work on a part-time basis, subject to the    
               College's need.   

 
 
I, Margaret Turgoose, Chair of the Governing Board, confirm that the information in this statement is accurate.   
 
 
Signed………………………………………. 
 
 
Dated……………25/05/2022…………. 


