
Gender Pay Gap summary report

Snapshot date: 31st March 2020

Difference in mean and median hourly rate of pay

Difference in the mean hourly pay Difference in the median hourly pay

Pay gap. % difference male to female 21.17% 32.72%

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 54.75% 68.96%

Proportion of male and female employees who were paid bonus pay

Proportion receiving a bonus

Male employees (% paid a bonus compared to all male employees) 3.85%

Female employees (% paid a bonus compared to all female employees) 1.93%

Proportion of male and female employees according to quartile pay bands

Quartile 1.
Lower

Quartile 2.
Lower middle

Quartile 3.
Upper middle

Quartile 4.
Upper

Male (% males to all employees in each quartile) 11.05% 12.96% 19.90% 30.12%

Female (% females to all employees in each quartile) 88.95% 87.04% 80.10% 69.88%



Supporting narrative

TKAT is a large multi-academy Trust which spans seven counties in the South East of England, with a mixture of primary, secondary and SEN
specialist schools. The workforce comprises a wide variety of roles, including leaders, teachers, other qualified professionals, clerical, catering and
other manual positions. The range of pay reflects the many and varying roles within the Trust.

Our workforce is predominantly female at 81.86% which has remained steady for the last couple of years.

While our lower quartile is still significantly made up of women, this has reduced slightly since last year and has been matched by an increase in
women in the upper quartiles.

Excluding apprenticeships, the lower-paid roles include Midday Meal Supervisors, Cleaners, Receptionists and Administrators. Our Midday Meal
Supervisors on the snapshot date were made up of 97.79% women. This gender imbalance in the lower-paid roles may account for much of the
apparent pay gap.

Many of the roles included in the lower quartile are part time, 94.81%, which tends to attract people who are looking for roles to suit childcare
arrangements. Culturally this disproportionately applies more to women.

When splitting the roles into teaching and non-teaching for a more like for like analysis of the pay gap in both sections it reduces significantly.

Teaching roles generally pay more than non-teaching, there are also proportionally more male employees in this group. With that in mind the mean
hourly rate gap for teaching roles drops to 9.11% and for non-teaching 8.89%.

Positively our Gender Pay Gap has reduced across all areas since our last published report, including a 2.47% reduction in the mean hourly rate
gap and a 11.26% decrease in the mean bonus gap.

It should be noted that the analysis of bonus pay is based on a very small proportion (2.28%) of the overall workforce and includes smaller bonuses
paid at Academy level, as well as executive bonuses paid at Trust SLT level.

TKAT is committed to equality of opportunity in recruitment, development, progression and reward of its employees, and values the diversity of its
workforce.

To ensure that we are working to continue to minimise the pay gap where possible (noting some societal factors beyond our control, as outlined
above) we will:

● continue to ensure that decisions made in relation to recruitment, development, pay progression and bonus pay can be evidenced against
clearly defined criteria;

● promote family-friendly and flexible-working opportunities to both genders;
● continue to explore pay progression data with a view to ensuring equality of opportunity;
● work with the recognised unions through the new Diversity and Inclusion sub-group to identify and positively address any controllable

contributing factors to the gender pay gap.


