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Gender Pay Gap

The Trust has a clear, written pay policy and gender plays no part in the assessment of
salary grades. Salary grades are related to the nature of each role within the organisation;
considering such things as job complexity, responsibility, staff supervision and education
requirements.

The Trust is not aware of any issue of unequal pay for equal work. An initial analysis of the
gender data reported here, suggest a similar pattern to other MATs and groups of schools,
the lowest quartile of posts being overwhelmingly women working in part-time support roles,
a teaching force where leadership posts are predominantly female in the primary sector but
predominantly male in the (higher-paid) secondary sector and an overwhelmingly male top
ten. Only two of the ten highest paid posts (mostly academy principals) are held by women.

There are two main reasons for the changes in this year’s data compared to last years;

o Firstly, we are now able to see a full year's impact of our centralised catering
contract. Prior to the contract, most catering employees were employed directly by
the Trust and tended to hold some of the lower paid roles but were at the top of their
pay scales. As such, when performance management took place, they received
lump sum awards which show as bonus pay on the Gender Pay Gap data below.
As these members of staff are no longer directly employed, these payments have
reduced considerably.

e Secondly, there is a slight shift in the upper and upper middle quartiles as we
continue to implement Executive Leadership and Business Management across our
Academies.

The Trust seeks to implement the principles of Catholic Social Teaching and the policies of
the Bishops’ Conference. We are continuing a programme to boost the lowest salaries by
moving all directly employed staff onto the Living Wage Foundation wage rate from
September 2019, and all contract staff at contract renewal date. The Trust has also
reviewed all zero rate contracts, such that they are only used where genuinely beneficial to
both employer and employee. The Committee should consider what other actions might be
taken to reduce the pay gaps shown by this data.
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