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Background and Overall Context                                                                                                             

Across the Palladian Academy Trust, we have proportionally more female than male employees.  

At a high level this shows a similar picture to our last reporting period and can be broken down as 

432 Females (83%) ,89 Males (17%)  

Within our leadership roles 71% of our leaders are female and 29% of are men. When compared to 

our overall numbers above, 6% of our female employees are in leadership roles compared to 12 % 

of our male employees. 

Our gender split across other employee groups is as follows. 

Teaching Staff – 75% female 25% male 

Non-qualified teaching staff – 83% female 17% male  

Support Staff – 90% female 10% male  

Most of our male employees are in teaching roles and of those 44% are on an upper pay scale 

where only 27% of our female teachers who make up 75% of our teaching staff. Whilst more of our 

male employees are likely eligible for payment on an upper pay scale this is an assumption based 

on broad evidence that more female teaching staff have taken career breaks and flexible 

working arrangements to achieve their required balance between their career and family life.   

One impact of the above figures is that individual schools gender pay gap are disproportionately 

impacted by small employee pay movements (e.g. one male teacher moving to a Upper Pay 

scale can double the pay gap in that school) 

We welcomed 2 news schools into the Trust since our last reporting. This means our base line 

employee population is larger and we have included all their data in this report.   

The Trust follows teachers’ pay scales as set out within the Teachers Pay and Conditions 

Document. Support roles follow the NJC pay scale. Salaries are paid according to grade and 

annual pay awards are irrespective of gender or other protected characteristics. We are 

committed to equal pay and continue to explore how to encourage and develop non-

stereotypical responses to our recruitment campaigns. The Trust has implemented a Gender Pay 

Gap Action plan in order to better secure a gender spread across all roles and specialisms within 

the Trust. 

Gender Pay Gap Data Set   

1. Mean Gender Pay Gap Reporting (hourly rate)   

Female  £15.58 The difference between the mean hourly rate of pay that female and 

male employees receive is therefore 17.6%   

This means the gap has decreased by 10.42% since our last report  
Male  £18.91  

 

2. Median Gender Pay Gap Reporting (hourly rate)  

Female  £11.35 The difference between the median hourly rate of pay that female 

and male employees receive is therefore 26.9%   

This means the gap has decreased by 13.18% since our last report  
Male  £15.53  
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        3 – 5. The Trust has not paid any bonus payments over the reporting period and therefore 

there is no requirement to report on measures 3, 4 and 5 above 

 

        6. The proportion of males and females in each quartile pay band 

Quartile  Female  Female % Male  Male %  Total Ees 

Lower  102 89% 13 11% 115 

Lower middle  125 86% 21 14% 146 

Upper middle  102 79% 27 21% 129 

Upper  103 79% 28 21% 131 

 

Key initiatives and areas of focus        

We are very focussed on the underlying reasons for the gender pay gap (source CIPD)  

          

We have taken a number of actions already that are having a beneficial impact and below is our 

outline plan to continue this movement                                                                   

Actions already in place and set to continue     

Our initial focus was to ensure the use of gender-neutral language in recruitment ads, and our 

current new hire gender split is 66.66% female to 33.33% male which we will continue to monitor 

across all roles. 

We will continue with this focus on gender neutral objective advertising and selection methods as 

part of our recruitment approach and look to increasingly attract a diverse pool of candidates.  
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Since our last reporting period we have seen an increased % of male employees the lower pay 

quartiles and an increased % of female employees in our Upper quartile. This increase is set to 

continue as the female workforce continues to access higher education in increasing numbers 

(see below), and we have broadened our focus to  develop flexible career paths, and provide 

learning and potential growth for all employees regardless of role. 

 

Additional areas of focus for this year 

As well as attracting a diverse pool of candidates our focus this year is also on providing enriching 

careers and development paths for staff across Teaching and support functions, providing flexible 

career progression and opportunity for all. We will have 4 key strands to this approach,  

1. Developing a Trust wide Talent Management approach 

2. Increased use of Apprenticeships to support in workplace development  

3. Embedding a Coaching Culture across our Trust  

4. Maturing our approach to flexible and hybrid working  

We have already developed flexible working through job share at deputy headteacher level and 

will look to mature this methodology to apply to other roles where possible. 

1. Developing a Trust wide Talent Management approach 

To enable us to offer true career progression and growth we need a Trust wide approach to 

understanding and developing our Talent in all areas.  

Our Talent Management cycle has had a successful cycle and will enable us to great a clearer 

view of both the development needs of our staff and their current stage of career progression, 

and the potential future needs of the Trust, and therefore offer meaningful flexible career 

development and opportunity.   
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2. Increased use of Apprenticeships to support in workplace development 

As part of this strategy we will focus on increased use of Apprenticeships across both teaching 

and non-teaching roles, ensuring we offer flexible high quality professional learning and 

development for Leadership, teaching, business services and teaching support roles.  

3. Embedding a Coaching Culture across our Trust 

Aligned with the greater use of Apprenticeships is embedding a coaching culture across our 

organisation. This will be evidenced through a comprehensive range of activities, leader as coach 

training (including instructional coaching), professional learning communities and peer coaching 

groups, as well as team coaching activities.  

A coaching culture enables staff to acquire new insights, confront new questions, collaborate 

effectively and learn and grow alongside providing higher levels of outcomes for our students. A 

coaching culture is inherently flexible and not reliant on attendance at specific activities in 

addition or outside of working hours and therefore support skill and knowledge development for 

all which in turn broadens the opportunity for career development across all groups. 

4. Maturing our approach to flexible and hybrid working 

Like most employers the Covid 19 pandemic resulted in a rapid need to flexible working in 

addition to our established policies and procedures.  

As well as reviewing our approach to shared parental maternity and paternity provision, we are 

evolving our flexible and hybrid working approaches to ensure we incorporate how we offer 

career paths and development opportunities.   

Underpinned by our Talent cycle and Trust wide understanding of our talent pools, we are working 

on refining our approach to rotations and secondments as part of our development offering to 

support career growth across our trust. 

We currently have job sharing at Deputy head teacher level and will further develop this 

approach where possible. 

Summary  

Through continued use of gender-neutral recruitment to an increasingly diverse applicant 

populations, maturing our approach to hybrid/flexible working and a focus on flexible learning 

and career development, we believe we will improve our current gender pay gap alongside 

delivering high-quality pupil outcomes. 

Palladian Academy Trust operates as an equal opportunities' employer, and takes appropriate 

steps to ensure that it does not discriminate in any way (as defined by the Equalities Act 2010 and 

other relevant legislation), regarding recruitment, performance management and employee 

career development opportunities. The Trust is committed to being an employer of choice and 

our pay, recruitment and development policies are designed to support this ethos by providing for 

all staff to be valued and to receive appropriate financial recognition and reward, training and 

development for the duties undertaken.  
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All decisions on pay and performance are made within the context of the Board of Trustees 

approved policies. Policies and practice will be regularly reviewed to identify further good 

practise to tackle and reduce the gender pay gap. The Trust will monitor this data on an ongoing 

basis as growth and change within the Trust may alter the data by the next reporting date. It is 

recognised that under TUPE processes the Trust has no control over the staffing complement 

where Academies join the Trust.  

 

Declaration  

I can confirm that the above information has been prepared from our payroll and financial data 

from 31 March and fairly presents the Gender Pay Gap information for the Palladian Academy 

Trust.  

 

Donna Tandy  

Chief Executive Officer 

 

     

      

      

 

 

 

 

 


