GENDER PAY GAP REPORT 2021 & 2022
May 2022, Director of People
INTRODUCTION / BACKGROUND
As a specified public authority with over 250 employees, we are required to report on our Gender Pay Gap under the
Equality Act 2010 (Gender Pay Gap Information) Regulations 2017. The six calculations involved show the difference
between the average earnings of men and women in their employment with East Sussex College.
This report gives our figures for 20/21 (as at March 2021) and 21/22 (as at March 2022), as well as providing
comparison data and context.
GENDER PAY GAP DATA
2020-21

2021-22

(Table 1) Gender Pay Gaps
Mean hourly rates

Female

Male

Female

Male

£14.35

£15.92

£14.30

£16.05

Gender Pay Gap Increase
/ Decrease on Previous
Year

▲ 1.1%
Mean gender pay gap

9.9%

Median hourly rate

£13.70

11.0%
£16.16

£13.57

£16.62
▲ 3.2%

Median gender pay gap

15.2%

18.4%

(Graph 2) East Sussex College Median Gender Pay
Gap Data (2018-2022)

(Graph 1) East Sussex College Mean Gender Pay
Gap Data (2018-2022)
East Sussex College Mean 2022 (%)

East Sussex College Median 2022 (%)

East Sussex College Mean 2021 (%)

East Sussex College Median 2021 (%)

East Sussex College Mean 2020 (%)

East Sussex College Median 2020 (%)

East Sussex College Mean 2019 (%)

East Sussex College Median 2019 (%)

East Sussex College Mean 2018 (%)

East Sussex College Median 2018 (%)

Public Sector Mean 2021

Public Sector Median 2021

Private Sector Mean 2021

Private Sector Median 2021

Education Mean 2021

Education Median 2021

Higher Education Mean 2021

Higher Education Median 2021

0.00%

10.00%

20.00%

0.00%

10.00%

20.00%

30.00%

* Benchmark data from Office for National Statistics, Annual Survey of Hours & Earnings October 2021 [ASHE]

2020-21

2021-22

Female

Male

Female

Male

Female Distribution
Increase / Decrease on
Previous Year

Upper Quartile

50.7%

49.3%

54.1%

45.9%

▲ 3.4%

Upper Middle Quartile

65.6%

34.4%

62.1%

37.9%

▼ 3.5%

Lower Middle Quartile

70.5%

29.5%

71.0%

29.0%

▲ 0.5%

Lower Quartile

69.2%

30.8%

72.9%

27.1%

▲ 3.7%

(Table 2) Distribution
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(Graph 3) Staff Distribution 2020-21:

(Graph 4) Staff Distribution 2021-22:

Female

Male

Mean
Bonus
Gender Pay
Gap

2017-18

£1,203

£821

-46.51%

£780

£713

2018-19

£900

£628

-12.90%

£22

2019-20

£1,496

£3,549

57.80%

2020-21

£1,271

£2,112

39.80%

2021-22

£865

£823

Mean Bonus Amount
(Table 3)

Median Bonus
Amount
Female

Male

Median
Bonus
Gender Pay
Gap

Proportion
receiving a Bonus
Female

Male

-9.44%

3.40%

2.52%

£19

-43.30%

2.20%

2.30%

£874

£1,206

27.60%

2.50%

2.20%

£1,271

£2,000

36.40%

0.20%

0.70%

-33.30%

0.40%

1.40%

£1,000

£750

-5.00%
▼ 44.8%

▼ 69.7%

▲ 0.2%

SUMMARY OF DATA:
Benchmark data is from Office for National Statistics (ONS), Annual Survey of Hours & Earnings October 2021 [ASHE], which
analysed March 2020 national Gender Pay Gap Data. In October 2022 when the next survey is due to be published containing
data from March 2021 we will review again against these updated benchmarks.

Mean & Median Gender Pay Gap
Mean Gender Pay Gap (average of the hourly pay of each gender as a percentage of mens pay):
• See Table 1 and Graph 1
• Mean Gender Pay Gap has decreased by 1.31% in the last 4 years from 12.31% in 17/18 to 11% in 21/22, but
has increased slightly by 1.1% between 20/21 and 21/22.
• In 21/22 on average, men at ESC are paid 11% more than women (for every £1 a man earns, a woman earns 89p).
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•

Our Gender Pay Gap is however significantly below gender pay gap averages for public sector, private sector,
education and higher education reported by ONS in October 2021 (Graph 1).

Median Gender Pay Gap (middle point hourly pay of each gender as a percentage of mens pay):
• See Table 1 and Graph 2
• Median Gender Pay Gap has increased by 3.2% in the last year from 15.2% to 18.4% and was at its lowest of
12.16% in 17/18.
• When comparing our current median against gender pay gap averages (Graph 2) for public sector, private sector,
education and higher education (reported by ONS in October 2021) it is significantly lower than the Education
Sector average of 25.4% and Private Sector average of 19.6%.
Distribution
• See Table 2 and Graphs 3 & 4
• The majority of our staff continue to be female, and this has increased from 65.26% in March 2021 to 65.94% in
March 2022. This is in line with the FE Sector which has 64% female, according to the AoC Workforce Survey
2019/20 (published November 2021).
• Lower Quartile, Lower Middle Quartile and Upper Quartile all saw the percentage of female staff increase
between 20/21 and 21/22, to 72.9%, 71% and 54% respectively.
• Upper Middle Quartile saw a decrease in female staff to 62.1%.
• The aim is that there is an even distribution of gender in all quartiles, with overall college female population of
65.94% being represented in each quartile.
Bonus Gender Pay Gap
• See Table 3
• This does tend to change year on year as these are most often one-off honorarium awarded to staff for taking on
additional roles etc, rather than being a form of performance related pay as the word ‘bonus’ may usually suggest.
• Both mean and median bonus pay gaps have decreased significantly and we are in a position on both where
females have received higher honorarium payments than male counterparts (-5% mean bonus gender pay gap
and -33.3% median bonus gender pay gap).
EXPLANATION OF DATA:
The period covered in this report, March 2020 – March 2022, includes the height of the COVID pandemic. Before
COVID the College Gender Pay Gap was on a downward trajectory and therefore the impact of COVID on our
workforce, and that of the UK and Colleges as a whole (who have also experienced increases), can’t be
underestimated.
•
•
•

•
•

•

In terms of equality of pay, we remain confident that our male and female employees are paid equally for doing
equivalent jobs within the College.
The College wasn’t open for a significant period, with staff providing teaching to students on a remote basis, and
throughout the pandemic many of our staff worked from home or were furloughed, turnover decreased as did
internal promotion opportunities as a result.
Many staff had significant caring responsibilities during COVID when the schools were closed and research has
shown that the most significant childcare burden fell on women. This will naturally have diverted their attention
and reduced the opportunity for them to continue building their careers, learning or applying for promotional
opportunities. Additionally, of the staff that were Furloughed during this period, 58% of these were female which
again, despite the College paying 100% salary, may have affected their career progression.
Male staff however and females who do not have childcare responsibilities (or perhaps share these with their
partners), who continued to focus on work, have been able to better advance their careers as shown in our upper
middle quartile (increased males) and upper quartiles (increased females).
Many of the population, but in particular staff with childcare responsibilities and those in the older age brackets,
reconsidered or are reconsidering their employment as a result COVID. Priorities have changed and they are
looking for more flexibility from their employer, in terms of hybrid working or part-time work to give them better
work life balance. Such flexibility has typically been found in the lower quartiles and in roles requiring less skills
and having less responsibility and accountability, hence the increase in female distribution at these levels.
The growth in the proportion of males in the upper middle quartile can also be explained by the male dominated
‘hard to recruit’ positions, mainly in Construction, Engineering and Science which are currently commanding higher
salaries and market rates. Pleasingly for 22/23 we will see the appointment of a female Assistant Principal with an
Engineering background.
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POSITIVE ACTION TO FURTHER REDUCE THE GENDER PAY GAP:
The gender pay gap increase over the past year for the College, and generally throughout the UK workforce (which
we expect to see validated in the October 2022 ONS ASHE report) could be short-term as the impact of COVID
reduces. It remains a fact though that there are more senior men than women in the UK workplace as a whole and
this is mirrored at the College. However, the College is actively tackling the disparity.
Recruitment and retention:
• Our recruitment and selection processes are transparent and remove risk of discrimination and the potential for
unconscious bias, they are reviewed regularly.
• We will continue to consider whether all roles (but in particular more Upper Middle and Upper Quartile roles) can
offer non-standard working patterns and more flexible working practices to encourage equality of applications and
opportunity, eg part-time, hybrid working, job share, TTO, compressed days, non-standard or flexible working
hours.
• Leaders and managers model the working practices that are in place which illustrates that roles at higher levels are
accessible and flexible to those with caring responsibilities, eg work from home, not visibly working the long hours
that are typical of roles at these levels, add flexibility wording to email signatures, avoid setting up meetings at
school pick up/drop off or too many evening expectations, transparent and communicative style. Having a female
CEO in a younger age bracket than the average FE CEO (54 years), is certainly motivational for female staff in terms
of possible progression opportunities.
• In 22/23 HR systems will have the capability to better monitor the gender profile of recruitment applications,
employment offers and internal progression. Current workforce demographics at college, campus and
departmental level will continue to be considered before undertaking recruitment, and positive action taken to
encourage applications from specific under-represented groups for each role so that our college profile better
mirrors that of the student and local community.
• The Leadership & Management strand of the Changemakers project in 2021/22, gave us the opportunity to identify
individuals from under-represented staff demographics to undertake a range of training opportunities. To increase
progression for females within the organisation, we selected a number of female staff in the Lower Middle and
Upper Middle quartiles and it is hoped that in the coming years they will have the skills to be able to apply for, and
secure, internal progression into the Upper Middle and Upper Quartiles.
Reward and recognition:
• With inflation pushing up cost of living, the College is focusing on fair reward and for 22/23 is considering how to
address workplace poverty, which has the most impact on those in the lower and lower middle quartiles that have
a greater distribution of women. A paper is being drafted with a range of recommendations for Executive review.
• Consideration is also being given to attraction and how to best utilise market rate on the pay scale. The majority
of the ‘hard to fill’ roles that may require market rate are in male dominated sectors and therefore offering inflated
salaries to meet demand will have a negative impact on the gender pay gap. Alternatives are being considered.
• Benefits will be reviewed to ensure that they meet the needs of our diverse staff demographic and with the aim of
providing opportunities for staff to maximise their income, eg sourcing employee discounts, giving staff options.
• Research has shown that females are less likely to negotiate on their salaries or to ask for increases than males. To
negate this managers are only able to offer salaries within specific pay banding and the pay policy illustrates how
salary should be allocated for consistency. Job evaluation is in the People Strategy to be delivered by 2024 which
will ensure that roles are allocated salary based on the value to the organisation (based on objective rationale such
as staff accountability, technical skills and problem solving).
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