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Introduction

By law Tyne Community Learning Trust are required to undertake gender pay gap reporting
to show the pay gap between our male and female employees. This is because we have a
headcount of staff that is higher than 250 (note the requirement is on absolute numbers not
FTE).  As well as reporting to the Board we are required to publish the results on our website
and to a government website.

We will report on the mean and median pay gap as well as the numbers and percentages of
staff within four equal pay quartiles.

Data Used

The data below shows the gender pay gap that exists within Tyne Community Learning Trust
based on the hourly rates of pay for all employees as of 31 March 2020 which the first
reporting period for the Trust.  No staff are paid bonuses so we do not need to report on that
element of the guidance.

The calculations are based on the hourly pay rates of each member of staff and do not use
FTE data at all.

Findings

Male Female Total

Number of Employees 92 316 408

Mean Hourly Rate Gender Pay Gap 18.57% Median Hourly Rate Gender Pay Gap
20.95%

This means that on average the hourly rate
for men is 18.57% higher than the hourly
rate for women

This means that the ‘middle’ hourly rate for
men is 20.95% higher than the middle
hourly rate for women.



Quartile 1 Quartile 2 Quartile 3 Quartile 4

Women Men Women Men Women Men Women Men

% split
in each
quartile

80.4 19.6 81.4 18.6 80.4 19.6 67.6 32.4

Understanding the Findings

On 31 March 2020 the Trust had 408 relevant employees, 22.5% were men and 77.5% were
women.

The findings show that both the mean and median hourly pay for women is below that of
men.

Females are the dominant workforce across all 4 pay quartiles, although the numbers are
the closest in the upper quartile showing that at the more senior positions there is a greater
% of men than in the lower quartiles, but there are still twice as many women than men.

The mean and median pay gaps are predominantly a result of the low proportion of males in
the lower graded roles within the Trust.

It should be noted that whilst all roles are open to all to apply, many of the lower grade roles
remain stereotypically attractive to a larger number of female applicants.



For clarification gender pay is not the same as equal pay.  Equal pay is about ensuring that
people have the same pay, or range of pay, for work deemed of equal value.  We follow the
Local Authority’s job evaluation scheme to ensure that our roles are graded appropriately.
We use the pay scales based in the School Teachers Pay and Conditions and for non
teaching staff wie follow the local authority pay scales.

Conclusion and Actions

We recognise that we should try to narrow our pay gap and to implement processes to help
understand our data and if there is more we can do:

● Identify the proportion of men and women applying for trust vacancies and being
appointed, including staff applying for and obtaining promotions

● Encourage all staff to engage in training to allow them to be considered for
promotions where available

Whilst we are committed to reducing the gender pay gap, our main focus will always be in
ensuring the right person is employed for any role, regardless of gender.


