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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 22.91% 33.93% 

 

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 33.15% 0% 

 

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) 3.01% 

Female employees (% paid a bonus compared to all female employees) 1.68% 

 

 



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) 10.88% 15.08% 22.64% 29.73% 

Female (% females to all employees in each quartile) 89.12% 84.92% 77.36% 70.27% 

 
 
 

Supporting narrative 

The TKAT workforce comprises a wide variety of roles, including leaders, teachers, other qualified professionals, clerical, catering and other manual roles.  The 
range of pay rates is therefore significantly broad.  TKAT schools are spread across seven counties of the South East of England. 

As a whole this diverse workforce is predominantly (80.4%) female. 

The gender pay gap is contextualised by the quartile banding analysis above, which demonstrates that there are proportionally greater numbers of women occupying 
lower-paid roles than men.  These lower-paid roles, aside from Apprenticeships, include, for example, cleaners, catering assistants and mid-day meals supervisors, 
roles that, without organisational influence, are currently held by more women than men.  91.6% of cleaning staff reported at the snapshot date, for example, were 
female.  This gender imbalance in the lower-paid roles may account for much of the apparent pay gap. 

There may be cultural reasons why these roles attract greater numbers of female workers.  For example, the roles described above are part-time, as such they 
attract workers who choose to combine part-time working with childcare.  Generally, this applies disproportionately to women. 

It is important to note that a gender pay gap statistic, calculated from pay rates across all role-types within the organization, is not the same as an analysis of Equal 

Pay, which specifically looks at equal pay for work of equal value. 

It should be noted that the analysis of bonus pay is based on a very small proportion (2.4%) of the overall workforce. 

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 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; 

 carry out an Equal Pay audit; 

 offer unconscious bias training for leaders responsible for those decisions. 

 

 
 
 


