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Gender Pay Gap Summary  

2022 to 2023 

 

Gender Pay Reporting Statement: 
 

Context 

 
East Anglian Schools Trust (EAST) is required under the Equality Act 2010 (Gender Pay Gap Regulations 
2017) to carry out gender pay reporting.  The gender pay gap is the difference between the average (mean 
or median) of men and women across a workforce.  From 2017 employers with over 250 or more 
employees have been required to comply with regulations on gender pay gap reporting.   
 
Gender pay reporting does not involve publishing individual employees’ data. EAST is required, however, to 
publish the results on its website and provide these to the Department for Education (DfE).  “Gender pay 
gap calculations are based on employer payroll data drawn from a specific date each year” (gov.uk).  This 
specific date is called the “snapshot” date. 
 
EAST is committed to ensuring that it adheres to the regulations introduced to the Equality Act in 2017, and 
that it responds to findings in its pay gap analysis responsibly and with purpose. Like many schools, EAST 
employs a higher number of women than men.  Furthermore it employs a higher proportion of women in 
support staff roles. It is important to consider this when interpreting EAST’s statistics. 
 

Trust Pay Analysis 
 
EAST have calculated the following results in line with the guidance provided by the government (available 
on gov.uk “making your gender pay gap calculations”):  
 
Snapshot Date:   31.03.2023 
      
1) Difference in Mean Hourly Pay  8.68% 
      
2) Difference in Median Hourly Pay  28.75% 
      
3) Difference in Mean Bonus Pay  0% 
      
4) Difference in Median Bonus Pay  0% 
      

    Women Men 

5) Percentage of employees who received 
bonus pay 

 0% 0% 

      

6) Employees by Pay Quartile  Women Men 

Lower Quartile  71% 29% 

Lower Middle Quartile  76% 24% 

Upper Middle Quartile  70% 30% 

Upper Quartile  62% 38% 

      

    Women Men 

7) Total Number of Employees  512 217 
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Summary 
 
1. The snapshot date of 31st March 2023 recorded 729 relevant members of staff known as “full-pay 

relevant employees” in EAST. 
2. “Full pay relevant employees” at EAST consisted of 512 women and 217 men. 
3. Statistics show that a pay gap does exist across the Trust with each individual school making up a 

different profile.  This is reflected in the data which demonstrates a mean hourly pay rate difference 
of 8.68% and a median pay rate difference of 28.75%. 

4. When comparing 2022 to 2023 there has been an increase in the gender pay gap across the Trust 
and reflected in our constituent schools. The difference in mean hourly pay has increased to 8.68% 
(from 8.2% in 2022) and the difference in median hourly has increased to 28.75% (from 14% in 
2022). 

5. EAST changed their payroll provider in September 2022. The data provided by the new provider is 
presented differently and this is believed to be part of the reason why the increases shown in 
relevant members of staff and median hourly pay exist. 

6. EAST understands that the wider reasons for this are complex.   
7. Lower paid or “junior” roles in schools have traditionally been filled by female workers and this is 

reflected in EAST’s findings, despite a robust approach to fair recruitment practices. 
8. EAST does not operate a system of bonus pay for any employees. 
9. There are a higher proportion of female employees in every pay quartile except one upper quartile in 

an individual school. 
 

Action Plan 
 

• Refer these findings to the HR Committee for consideration of how the results will inform EAST’s 
approach to the reducing the gender pay gap. 

• Review of the recruitment process and exploration of opportunities to remove unconscious bias in all 
stages of our recruitment process. 

• Exploring future opportunities to help women progress in their careers 

• Support for women returning to work 

• Review EAST’s pay policy so that it continues to reflect EAST’s commitment to fair pay irrespective 
of gender 

• Use benchmarking to identify opportunities to reduce the gender pay gap 

• Review cumulative statistics over time at Trust Board level 
 

 
 


