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What is the gender pay gap? 
Gender pay gap is not the same as Equal pay. Gender pay is a broad measure capturing the difference 
in average earnings between men and women regardless of the nature of their work. Equal pay means 
that men and women doing the same, similar or equivalent work must be paid the same. We are 
confident that we pay men and women the same for carrying out the same or equivalent roles.

Employers have to publish the following:

• 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

• 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

• 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 Trust uses pay scales based on School Teachers Pay and Conditions (MPR, UPR and Leadership) and 
the National Joint Council (NJC) pay points for Support staff across the Trust. The Trust has adopted the 
recommended pay increases for both Teachers (September 2022) and Support staff (April 2022). The Trust 
does not operate a contractual bonus scheme hence why there is no data reported.

Headlines about the gender pay gap tend to focus on the median figure, which ignores extremes and 
is therefore thought to be the most representative measure. It is, however, important to report all of these 
measures. 

Each one tells you something different about the underlying causes of the gender pay gap and each one 
can mask issues that another may highlight. 

If there is a big difference between an organisation’s mean and median pay gap, this indicates that the 
dataset is skewed – either by the presence of very low earners (making the mean lower than the median), 
or by a group of very high earners (making the mean bigger than the median). 

Taking a ‘snapshot’ of this data on a set date, as required by regulation, creates a level playing field for all 
reporting organisations. However, it masks the fluidity of gender pay gaps, which can fluctuate from month 
to month and across pay quartiles depending on changes to headcount.
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Gender Pay Gap 
Reporting - 
Introduction

The Great Schools Trust operates 
within the Education Sector and is 
required by law to publish an annual 
gender pay gap report. The academies 
which are in scope are King’s 
Leadership Academy Liverpool, King’s 
Leadership Academy Hawthornes, 
King’s Leadership Academy 
Bolton, King’s Leadership Academy 
Warrington and the Aspire Centre and 
our Central Team.   

This report is for the snapshot date 
of 31st March 2022. This report sets 
out the Gender Pay Gap for the Great 
Schools Trust and explains the key 
causes of the gap and our plans to 
address it. The Great Schools Trust is 
committed to transparency, fairness 
and equal treatment of all colleagues 
at work. 
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Percentage of men and women in the Trust

Gender

Female

Male

64.91%

35.09%

Figure 1

Gender Pay Gap Reporting - Summary
The following are some useful definitions of terms used to define the gender pay gap:

The mean average hourly rate of pay is found by adding up all of the hourly rates of pay for each gender 
and dividing this figure by the number of employees of that gender. Employers will produce a male mean 
average and a female mean average. The mean gender pay gap is then calculated by subtracting the 
mean hourly rate of pay of all female full-pay employees (B) from the mean hourly rate of pay of all male 
full-pay employees (A), dividing this by the mean hourly rate of pay of all male full-pay employees (A) and 
multiplying by 100.

The median average hourly rate of pay is found by listing the hourly rates of pay for each employee 
in each gender in numerical order and taking the middle number. The median gender pay gap is then 
calculated by subtracting the median hourly rate of pay of all female full-pay employees (D) from the 
median hourly rate of pay of all male full-pay employees (C), dividing this by the median hourly rate of 
pay of all male full-pay employees (C) and multiplying by 100.

The pay quartiles are similar to the median, quartiles are created by ordering all members of a population 
by a figure, then grouping them into four groups from low to high.

As of 31st March 2022, the Trust employed 541 employees. 

Figure 1 shows our gender split. As at 31 March 2022 almost 65% of our work force were female, 
this has slightly reduced from last years figure of 69%. The nature of our work does mean we naturally 
attract more female staff.  The School Workforce Census of 2022, stated that 25% of all teaching staff at 
that point were male. This pattern trends with our data, whereby, there is a significantly higher number of 
women in all quartiles and therefore throughout the workforce.



Hourly Pay - Hourly Pay Quartiles
Figure 2 shows the gender balance in the different pay quartiles. Women’s hourly pay across all quartiles 
on average exceeds those of men.  
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Hourly rate by quartile and Gender

Hourly Pay - Hourly Pay Quartiles
Figure 2 shows the gender balance in the different pay quartiles. Women’s hourly pay across all quartiles 
on average exceeds those of men.  

Hourly Pay - Hourly Pay Quartiles
Figure 2 shows the gender balance in the different pay quartiles. Women’s hourly pay across all quartiles 
on average exceeds those of men.  

  Hourly rate by quartile and Gender

Gender

Female

Male
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Lower

Q1
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Q3 37.41% 62.59%

21.17% 72.83%

37.28% 62.72%

15.44% 84.56%

Hourly RateFigure 2
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Median of hourly rate by Gender

Figure 3: Mean Gender Pay Gap  Figure 4: Median Gender Pay Gap

Gender pay gap (hourly pay)
Figures 3 and 4 below show the mean and median hourly pay gaps. This shows in our trust men on average have a very slight higher hourly rate than 
women. This is a very small median % with only 3.54% difference. The Education sector as a whole has reported a 26% gender pay gap in 2021. 

Gender pay gap (hourly pay)
Figures 3 and 4 below show the mean and median hourly pay gaps. This shows in our trust men on average have a very slight higher hourly rate than 
women. This is a very small median % with only 3.54% difference. The Education sector as a whole has reported a 26% gender pay gap in 2021. 

Figure 3: Mean Gender Pay Gap  

Gender pay gap (hourly pay)
Figures 3 and 4 below show the mean and median hourly pay gaps. This shows in our trust men on average have a very slight higher hourly rate than 
women. This is a very small median % with only 3.54% difference. The Education sector as a whole has reported a 26% gender pay gap in 2021. 

Gender

Female

Male

£16.47
(45.21%) £20.28

(54.79%)

Gender

Female

Male

£15.17
(48.23%) £16.29

(51.77%)

Mean hourly rate by Gender



Summary
Within the Great Schools Trust, as in many organisations, a much higher proportion of women are clustered at the lower end of the 
distribution in lower-paid roles. Men are more evenly spread and are more likely to occupy more senior roles. This distribution impacts our 
median pay gap – the difference between the earnings of the woman in the middle of the female pay range and the man in the middle of 
the male pay range. The clustering of female and male groups across the distribution also affects our mean pay gap. Understanding the 
distribution of women and men across our organisation is important in identifying the actions we can take to close our gender pay gap.

Closing our gender pay gap - Maintaining 
our long-term commitment
Maintaining commitment to reducing pay gaps is critical if we are to achieve the growth, productivity and skill advantages that come from 
greater inclusion and equal progression. There are many reasons why more men than women tend to occupy the highest-paid roles in our 
academies. Historically we have seen how the challenge of caring for others while fulfilling a job still falls predominantly to women. Achieving 
and sustaining greater balance in the distribution of women and men across our academies will take time.  Below are strategies we intend to 
explore further to support us in closing the gap:

Flexible working
While most of our part-time roles are still in the lower pay quartiles, some of our most senior people work on a flexible basis. We want 
to support employees in the very best way we can and will look to support flexible working requests where possible. This year we have 
launched our Trust Flexible Working Policy and intend to completely review our special leave request system to make it easier to juggle work 
and home.

Recruitment and retention
We aim to be an employer of choice. We want to ensure our recruitment policies and processes reflect gender equality throughout the 
attraction and selection processes – encouraging applicants from genders not typical to the role. This year saw the launch of our unique and 
exciting People Centred Leadership Strategy which replaces the historic theories behind performance management. This will enable all staff 
to have frequent professional conversations about their careers with leaders. Through the development and implementation of our Institute of 
Character and Leadership (IOCL), all employees will have access to learning and development opportunities to support their preferred career 
pathway. This will include focused investment in leadership development.

Pay
We set transparent pay ranges which have been benchmarked against current market trends and use national pay scales for support and 
teaching staff.  We continue to salary benchmark to ensure  equality and competiveness in the way we pay our staff. We are committed to 
addressing any issues we find.

Conclusion
Our purpose is to champion better working lives for all. We know that working in the education sector can be a force for 
rapid change that benefits everyone in society but this comes with the need for hard work and determination from our 
staff, we are thankful to all our staff for their desire to achieve. Building and maintaining inclusive and diverse workplaces 
is fundamental to achieving our vision.
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About The Great Schools Trust
The Great Schools Trust is a values led Multi Academy Trust. 

Our Motto
‘Credimus’, underpins our collective belief that a ‘great’ education must serve as a cornerstone 
for enhanced social and geographical mobility. We offer the same  aspirational, social and cultural 
advantages, including the academic performance  standards, of an independent education, but do so 
for free and without selection, and most critically, serve some of our most disadvantaged communities.

Our Specialism
Our Specialism places considerable emphasis on ensuring an ethical ethos and a strong values system 
permeates everything it does. Each of its schools prioritises character education, which is taught 
through a structured programme of character and leadership development.
Each school holds a number of core beliefs that are central to its practice, including that all students 
must learn to be resilient on their educational journey in order to achieve these ambitions; and they 
must become confident contributing citizens able to develop a passion for both learning and character 
development.

Our Vision
Our vision is to develop a family of great schools that allow all students, irrespective of starting point or 
background, to access university or career of their choice and succeed in life. 

Our Ethos
The founders of the Great Schools Trust firmly believe that if young people attend a school where they 
feel valued, safe and that teachers have their best interests at heart then they will commit themselves; 
they will work harder; suffer fewer distractions; become more motivated and achieve more.

Why Character through Leadership?
Research shows that by pursuing a character driven approach to education based on a firm set of 
values could be the lever that produces such an ethos. Consideration was also given as to how our 
young people could be advantaged in developing a career path in their early years of employment or 
Higher Education. Amongst the skills they will need to be successful are those of upwardly managing 
and positively influencing those around them. To assist our young people develop such influencing skills 
‘leadership’ has been chosen as the trust’s specialism.
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