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Introduction Understanding the gender pay gap 

 

At GLF Schools we are continuing our commitment to equality and improving the 

Gender Pay Gap.   

 

We value diversity and we are working hard to ensure that we have an inclusive 

workforce across all levels of our organisation. The Trust is fully committed to 

supporting the fair treatment of all employees, irrespective of gender.  Through our 

policies we: 

 

● offer equality of opportunity 

● ensure pay decisions are equitable and fair 

● have transparent recruitment processes 

● ensure effective recruitment, talent management and retention 

● enable accountability, transparency and objectivity supporting the quality of 

learning and teaching 

● support flexible working practices for men and women in our workforce, 

where operationally viable, as these have been identified as an effective way to 

reduce the Gender Pay Gap. (CIPD March 2020) 

 

 

 

 

 

 

 

It is important to understand what we mean when we talk about the gender pay gap.  In 

particular to understand the difference between the gender pay gap and equal pay. 

 

Equal Pay is the right for men and women to be paid the same when doing the same 

work of equal value 

.  

Gender Pay Gap is a measure of the difference between men’s and women’s  

average earnings across an organisation. It is expressed as a percentage of men’s 

earnings. 

 

The legislation states that specific key metrics should be highlighted, these are:  

 

1. the difference in the mean pay of full-pay men and women, expressed as a 

percentage; 

2. the difference in the median pay of full-pay men and women, expressed as a 

percentage; 

3. the difference in mean bonus pay of men and women, expressed as a 

percentage; 

4. the difference in median bonus pay of men and women, expressed as a 

percentage; 

5. the proportion of men and women who received bonus pay; and 

6. the proportion of full-pay men and women in each of four quartile pay bands. 
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GLF Schools Gender Pay Gap 

 

Methodology 

The Gender Pay Gap Report is based on relevant data as at 31 March 

2021.   

The figures are calculated using the mechanisms as set out in the gender 

pay gap reporting legislation. 

Our Workforce 

 

16% Male          84% Female 

At 31 March 2021 the Trust employed 2367 staff who were full pay 

relevant for gender pay reporting. 1982 (84%) were female and 385 (16%) 

were male.  These staff were employed across 41 open academies; 34 

primary and 7 secondary, plus a central office.  GLF Schools operated 

across seven local authorities and three different national geographical 

pay bandings for teaching staff. 

Our Pay Gap 

Our hourly gender pay gap is: 

 

27.1% 
 

Mean 
 

 

38.4% 
 

Median 

 

 

 

 

 

Bonus Pay  

The proportion of men and women receiving a bonus is: 

0.26% 0% 

Men Women 

At GLF Schools only one role is eligible for a bonus payment, the 

incumbent of this role is male.  As there are no women receiving a bonus 

there are no further metrics in relation to bonus payments for us to report 

on. 

Our pay quartiles 

The proportion of men and women by pay quartile: 

7.9% Male 92.1% Female 
Lower quartile   

12.8% Male 87.2% Female 
Lower middle quartile   

17.1% Male 82.9% Female 
Upper middle quartile  

27.2% Male 72.8% Female 
Upper quartile 

The figures above reflect the percentage of men and women in four 

quartile pay bands, by dividing our workforce into four equal parts
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GLF Schools Gender Pay Gap 

Gender Pay Gap Analysis 

● The Gender Pay Gap is a high level, non-adjusted indicator of male and female earnings that, is affected by workforce distribution and workforce make-up 

and reflects workforce composition.   

● Our workforce as at 31 March 2021 was 84% female, which is marginally higher than the national average of 80% within the education sector.  The 

percentage of our workforce that is female has again increased by 1% in 2021, when compared to 2020 (83%) and 2019 (82%). 

● The number of schools in the Trust has remained stable at 41 between April 2020 and March 2021. 

● According to the Gov.uk Gender Pay Gap Service the Education sector average pay gap is 26% 

● It was disappointing to see that our gender pay gap has again increased slightly in 2021, however it remains broadly inline with the sector average. 

● We are confident that our people are paid equally for the same work and this is reinforced by our use of pay structures based on nationally recognised pay 

scales.   

How are we reducing our gender pay gap? 

Our focus for the last year has been: 

● Working with Timewise on a flexible working pioneers project to further develop flexible working practice across GLF Schools for both men and women, 

with an emphasis on teaching.  

● Continuing to support leadership opportunities for women 

● Partnering with ENEI to drive our diversity and inclusion strategy 

● Leadership coaching programmes 

● We have also decoupled pay progression from our annual appraisal process with a change in emphasis to development 

  

In addition, we have continued to progress areas within our action plan in our work to improve our gender pay gap.  This continues to include the following: 

● opportunities for flexible working at the time of hire as well as for current employees with a particular focus on flexibility within teaching 

● mentoring for leaders  

● greater CPD for Associate staff  

● CPD that is accessible to all staff regardless of working patterns 

● best practice recruitment and selection training including unconscious bias awareness 

● review and monitoring of salary levels and pay progression by gender and diversity 

● ongoing monitoring of our gender pay gap and strategies implemented  
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Summary 

The aim of the strategies listed above is to allow all staff to progress their careers and enable them to strike a better work life balance.  This supports colleague 

wellbeing and ultimately ensures that our staff and students are able to continue to grow, learn and flourish with GLF Schools. 

Whilst our pay gap is broadly in line with the sector, we remain  committed to reducing our Gender Pay Gap by showcasing good practice within our 

organisation as well as continuing to share best practice with other Trusts and employers across the sector, which will in turn challenge cultural norms and 

stereotypes with the aim of bringing change across the sector and not just at GLF Schools. 

I confirm that the above information has been prepared from our payroll data on the snapshot date and fairly represents the Gender Pay Gap information for 

GLF Schools. 

Jon Chaloner 

CEO 


