
Gender Pay Gap Reporting: Statement        

This report is required to be published by the Equality Act 2010 (specific duties and public authorities) regulation 2017, 

and was produced consistent with the guidelines issued by the Advisory, Conciliation and Arbitration Service, and the 

Government Equalities Office. We are required to publish the results on our own website and a government website by 

the 31 March each year: 

GOV.UK Gender pay gap data  

The purpose of the report is to provide information on our gender pay gaps to ascertain if there is a pay gap between 

our male and female employees. When preparing this report there are six statutory calculations we must use, these 

include:  

 The mean gender pay gap 

 The median gender pay gap 

 The mean gender bonus gap (nil return) 

 The median gender bonus gap (nil return) 

 The proportion of men and women who received bonuses (nil return) 

 The proportion of men and women according to quartile pay bands 

The Trust comprises of five schools and a Head Office; Banovallum School, Frithville Primary School, New York Primary 

School and Queen Elizabeth’s Grammar School, and since last publishing our gender pay gap results, we welcomed 

Huttoft Primary School to the Trust. 

The Trust takes equality, in all forms, seriously. Policies such as Equality, Safer Recruitment and Professional 

Development underpin the Trust’s approach from appointment through to empowering staff to succeed, regardless of 

gender.  

Pay is structured by the School Teachers Pay and Conditions document and the NJC (National Joint Council for Local 

Government Services) for Support Staff. These measures provide transparency and clarity guaranteeing an employee’s 

level of pay being reflected by their role, taking into consideration knowledge, experience and responsibility. Movement 

through the pay scales are considered during the employee’s appraisal. Appraisals are performed yearly for all staff and 

include a mid-year review to promote successful results of the objectives set out at the beginning of each year. 

The Numbers  

The snapshot date used to calculate our Gender Pay Gap data was 31 March 2023. 

There are currently 300 relevant full pay female contracts and 105 relevant full pay male contracts. We use the term 

contract as these numbers are based on roles rather than the individual; it should be noted many staff hold multiple 

contracts. For purposes of interest, the Trust’s female/male head count equates to 234 relevant full pay female staff 

and 94 relevant full pay male staff.  

When looking at the total employee profile, the Trust recognises the data indicates there is a gender pay gap, largely 

due to the lower, lower middle and upper middle pay quartiles being dominated by female staff; this is not so 

apparent in the upper pay quartile. The Trust highlights that the CEO and CFO are female, and 8 of the 16 staff in the 

Leadership Team are female. 

 
Description 

 
% 

Mean Gender Pay Gap  20.33  

Median Gender Pay Gap  23.93  

 

https://gender-pay-gap.service.gov.uk/EmployerReport/rP4zrr9X/2023


When assessing the statistics, the mean gender pay gap reveals the average female staff’s hourly rate is 20.33% lower 

than the average male staff’s hourly rate and the median female staff’s hourly rate is 23.93% of that of the male 

staff’s.  

Proportion of Male and Female Employees in Each Quartile 

  
Female 

% 
Male 

% 

Lower  78 22 

Lower Middle  78 22 

Upper Middle 78 22 

Upper 61 39 

 

 

The ratio of female to male contracts within the Trust is 20:7 (74% of contracts are female). The ratio of female to male 

contracts, in the lower, lower middle and upper middle quartile group, is the same (78% female 22% male). As we move 

into the upper quartile we can see the proportion of female to male contracts begin to level out at roughly, 3:2 ratio. 

Concluding Remarks 

The Trust ensures that all staff have access to CPLD (Continued Professional and Leadership Development), offering 

career development opportunities throughout the Trust. Horncastle Education Trust extends its CPLD programme 

outside the Trust, working in partnership with Voyage Education Partnership, and with L.E.A.D. Teaching School Hub 

Lincolnshire.  

We are dedicated to promoting equality, diversity and inclusion and our Trust operates transparent recruitment 

processes. Family is at the forefront of our ethos and we offer part-time, job share and flexible working; however, we 

continue to work with our employees to understand and identify where there are gaps and, in collaboration, work 

together to bridge them. As a Trust we are mindful of our gender pay gap and will continue to seek ways of reducing it 

but, our unwavering commitment to ensure the right person is employed, regardless of gender, is paramount to 

ensuring our students can flourish, achieve and succeed. 

The gender pay gap is the difference in the average hourly wage of all men and women across a workforce. It is not the 

same as unequal pay which refers to paying men and women differently for performing the same (or similar) work; the 

Trust is fully committed to equal pay. After careful scrutiny of our employee profile, the Trust concedes the gender pay 

gap is derived from the range of different roles held by men and women employed within the Trust.  
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Signed    Date: 18 March 2024 

Sandra James 

Chief Executive Officer 
 


