
 
 

 

STATUTORY GENDER PAY GAP REPORT 

 

Introduction: 

All companies with 250 or more employees are required to publish their gender pay gap 

under legislation which came into force in April 2017.  With the growth of the Trust during 

2019, this is the first year that the Trust has been required to publish a report. The National 

Office of Statistics require us to report in the following areas 

• the gap in pay between men and women on both a median basis (pay per hour 

based on the person ‘in the middle’ of the distribution of pay) and a mean basis 

(average hourly salary). 

• the distribution of gender by pay quartile – in other words splitting the workforce into 

four groups based on their pay, showing the proportion of men and women in each 

group.   

• the percentages of staff receiving bonuses by gender and the gender gap on 

bonuses. 

 

Tarka Learning Partnership Context: 

Differentials in gender pay across the workforce are not the same as ensuring equal pay. 

The Trust pays in accordance with the national statutory pay arrangements for teachers and 

support staff are graded in accordance with the job evaluation scheme ensuring we meet our 

statutory requirement for equal pay. 

Nationally, one of the main reasons for the gender pay gap is that there are more men 

holding the senior positions.  This is not the case for the Trust where there are significantly 

more women than men in the upper quartile of pay. However, proportionally there are 

significantly more women in the lower quartiles and the vast majority of the overall pay gap is 

driven by this factor. Our analysis shows that the pay gap differences within the quartiles are 

much smaller, ranging between minus 5.16% and plus 10%, recognising that there are 

different national salary bands within these quartiles that will account for the small amounts 

of difference. 

The statistics presented are a snapshot of staff as at 31/3/19. 

 

Statutory Disclosures: 

Difference in mean & median hourly rate of pay 

 Difference in the mean 
hourly pay 

Difference in the median 
hourly pay 

Pay gap % difference male 
to female 

36.42% 63.25% 

 



 
 

 

Difference in mean and median bonus pay 

 Difference in the mean 
bonus pay 

Difference in the median 
bonus pay 

Pay gap % difference male 
to female 

Not applicable Not applicable 

 

Proportion of male & female employees who were paid by bonus 

 Proportion receiving a bonus 

Male employees (% paid a bonus 
compared to all male employees) 

Not Applicable 

Male employees (% paid a bonus 
compared to all male employees) 

Not Applicable 

 

Proportion of male & female employees according to quartile pay bands 

Quartile % Female to all employees in 
each quartile 

% Male to all employees in 
each quartile 

1. Upper quartile 66.3% 33.7% 

2. Upper middle quartile 81.6% 18.4% 

3. Lower middle quartile 89.8% 10.2% 

4. Lower quartile 94.9% 5.1% 

 

Management Response: 

The Trust has considered its data on gender and pay rates, noting that the reasons for pay 

differentials are largely due to types of occupation.   

There is equality of opportunity for progression for both genders however there are 

significantly higher levels of females working in support roles. This may be as a result, for 

example, of having & caring for children which can change what is wanted from a job (the 

National Office of Statistics data confirms this as an issue in the education sector). 

Notwithstanding, the Trust will continue to ensure that both genders are equally encouraged 

to apply for all job roles and provide opportunities for both male & female employees to 

progress through the grades. 

Mo Cann 

Chief Finance Officer 

Board of Directors 4th March 2020. 

 


