
#PurplePeople

GENDER
PAYGAP
Report 2023



GENDER PAY GAP
Xpert HR say that pay awards 
have nudged upwards in the 
three months to the end of May 
2022, with the median reaching 
its highest level for almost three 
decades. 

Learning Curve Group has seen 
vast growth in its business in 
2022 with the acquisition of 
MPCT Military Academies in 
November 2021 and White Rose 
Beauty Colleges in September 
2022. However, the structure of 

the group means that we can 
only report on the main LCG 
payroll.

This incoprorates 390 
employees and the figures are 
therefore not representative of 
the whole company.
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The gender pay gap at UK organisations has shrunk for the third 
consecutive year, early analysis has shown, but the true picture will 
only emerge once all eligible employers have published their data in 
the autumn. (https://www.personneltoday.com/hr/gender-pay-gap-
falls-to-12-5/)



Women occupy 68% of the highest paid jobs 
and 88% of the lowest paid jobs with the gap 
increasing into the lower quartiles.

QUARTILES
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88% 12%

71% 29%

68% 32%

Women Men

68% 32%



GENDER
BONUS
GAP
Up to April 2022 more women (36%) than 
men (29%) were paid bonuses however the 
mean bonus payment was higher for men 
than women. 

The roles that qualified for bonus that 
men undertake were not too dissimilar to 
the roles women undertook and women 
occupied more of the management roles 
that were eligible for bonus.
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29.5%



OUR ACTION 
PLAN TO 
CLOSE THE 
GAP
Here at Learning Curve Group, we strongly believe in our company values and we will strive 
to improve through a cycle of review, suggest, implement. We are committed to making the 
improvements necessary to ensure a balance for gender pay and ensuring inclusivity for all 
of our employees. 

We are mindful of our gender pay gap and we continue to look at ways of how to improve 
this. This has included undertaking a full review of our pay and bonus structure in 2022

Ultimately, LCG would want to see our gender pay gap differences significantly reduce and 
achieve complete gender parity. With the input and great ideas of our Purple People, we will 
be able to recruit, train and develop a team that has gender pay gap balance of men and 
women. We are committed to providing equal opportunities for all applicants or those purple 
people who wish to forge their own career here at LCG. 
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Planning our recruitment campaigns to engage all genders from entry level 
to Executive level. We have recently appointed numerous women to senior 
roles and continue to see internal promotions.

Undoing the ‘gender norms’ for roles that are usually considered a male/
female role. We will do this by reviewing the job title and the job description 
to ensure it is inclusive for all.

Review and respond to feedback from exit interviews, surveys and focus 
groups. This would enable changes to elements such as policies (ensure 
they are family friendly), encourage managers to offer informal flexibility, 
consider changes to our benefits etc.

Continue to plan improvements for 2023. We have yet to see the full benefit 
of the new pay and bonus structures - which will be renewed in 2023/2024.

Liaise with all employees allowing for an open and honest approach to 
bridging the gender pay gap. We will do this by discussing it at open forums 
and encourage feedback from all. 

Engage our People & Culture Partners to embed a culture of gender parity.
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