
 

Gender Pay Gap Report 2019 
 

It is now a requirement of any employer subject to the Equality Act 2010 Regulations to publish their 
gender pay gap figures relating to the period March of any given year. 

 

Gender Pay Gap Calculation Percentage 

Difference of hourly rate of pay - Mean 
14.9% lower for 

women  

Difference of hourly rate of pay - Median 
31.6% lower for 

women  

Percentage of Males & Females in Upper Quartile 
28.8% M 

71.2% F 

Percentage of Males & Females in Upper Middle Quartile 
33.3% M 

66.7% F 

Percentage of Males & Females in Lower Middle Quartile 
22% M 

78% F 

Percentage of Males & Females in Lower Quartile 
17% M 

83% F 

 Based on 247 relevant staff 
 

No bonuses were paid to staff for the reporting period.  
Snapshot date 31 March 2019 
 

The trust recognises the differences in hourly pay which identifies, on average, women are receiving a 
lower hourly rate than male employees.  
It acknowledges that the lower quartiles are heavily dominated by part-time positions, the working hours 
of these roles tend to be during the school day and are mostly filled by women.  
The trust recognises a higher percentage of women are employed over all quartiles, including the upper 
quartile, following the national trend of the teaching profession being female dominated.  
 

The trust follows a strident and transparent recruitment process with equal opportunities for all. It already 
follows the recommended good practice for interviews using structured questions and task-based 
activities. It provides fair treatment of all staff, part-time working and flexible working requests can be 
made irrespective of gender. It offers strong support for professional development for employees in all 
quartiles and follows a pay structure regardless of gender.  
  
The trust annually reviews policies and procedures to ensure recruitment, staff development and career 
progression is fair for all irrespective of gender.  
 
 
 
 



Further to the impartial procedures already established and reflecting on the guidance produced from the 
Government Equalities office the trust will endeavour to implement the following: 
 

- Ensure interview selection panels have a mix of both men and women  
- Disclose salary ranges when advertising positions 

making salary negotiation transparent for everyone 
- Support recruitment of returners 

people who have taken an extended career break for caring or other reasons and 
who are either not currently employed or who are working in roles for which they 
are over-qualified 

- Offer mentoring  
Allocate mentors for employees wishing to advance to provide guidance and advice 

- Introduce gender monitoring to understand:   
-The proportions of men and women applying for jobs and being recruited 
-The proportions of men and women applying for and obtaining promotions 
-The proportions of men and women leaving the organisation and their reasons for    
  leaving  
-Take-up of flexible working arrangements by gender 
-Reviewing traditional male/female role divisions and why women tend to work in  
  the lower paid roles.  
-Reviewing our recruitment processes to ensure there is no unconscious bias  

 
Our ultimate aim is to attract, retain and develop a workforce that is flexible, diverse and inclusive. A 
workforce that delivers excellence in all aspects of Brookvale Groby’s operations.  
 
 

I can confirm that the above information has been prepared from payroll data on the snapshot date.  

 
Mady Bearne 
Acting Headteacher 
 


