
 
 

Gender Pay Gap Report for The Midland Academies Trust 

 

The Midland Academies Trust is legally required to calculate and publish an annual gender pay gap 

report.  This report provides gender pay gap information data reflective of the snapshot date of 31st 

March 2021. 

Pay and Bonus Gap 

The mean gender pay gap for the Trust is 16.53%.  Overall, the mean gender pay gap has decreased 

by 2.3% from 2020.  

The median gender pay gap for the Trust is 15.65%.  Overall, the median pay difference has increased 

by 2.81% from 2020.  

The Trust does not operate a standard bonus scheme and therefore, the proportion of males and 

females receiving a bonus payment is 0%. 

 

Pay Quartiles 

  

 The above image illustrates the gender distribution at the Trust across four equally sized 

quartiles, each containing 100 colleagues. 

The Midland Academies Trust is committed to its statutory duties as set out in the Equality Act 2010 

and the principle of equal opportunities and equal treatment for all employees.  As part of that 

principle, the Trust believes that all staff should receive equal pay for the same or broadly similar work 

rated as equivalent or for work of equal value, regardless of their sex or any other characteristic.  The 

Trust follows the local authority’s recommendations for setting teachers’ pay (in line with the School 

Teachers’ Pay and Conditions Document) and support staff pay.  To date, the Trust has taken a number 

of actions to promote gender inclusion and diversity in all areas of its workforce including: 

• Promotion of equal opportunity and encouragement of flexible working arrangements that do not 
limit career progression.  

• The HR function has oversight of recruitment, career progression and pay processes to ensure 
there is no gender bias. 
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• Undertakes anonymous shortlisting when recruiting to vacancies, proactively monitoring adverts 

and recruitment material to ensure the use of gender-neutral language. 

• Use of diverse recruitment selection panels, wherever possible. 

• The promotion of health and wellbeing campaigns, reminding colleagues of all the wellbeing 
support and services, which are available to everyone, raising awareness of common gender-
associated health issues and offering advice on how to proactively manage health and wellbeing. 

• Developing a culture where colleagues and managers feel confident to talk openly about health 
concerns.  We have embedded this into our performance management approach, encouraging 
regular conversations about personal wellbeing and establishing what support may be needed. 

• Review and promote family friendly policies across the MAT including flexible working, maternity, 
paternity and parental leave. 

 

The gender pay gap shows that there is a difference in the average pay between men and women.  

However, it is noted that a significant amount of our workforce hold term time only contracts and as 

such, there is no scope in the calculation to use an annualised average.  Therefore, term time only 

contracts may have created an artificially low gross hourly rate figure, where their pay in the month 

has been annualised. 

The Trust will continue to review policies and practices to ensure that they are relevant and fair and 

over the next 12 months will be taking further steps to demonstrate its ongoing commitment by: 

• Reviewing training for managers on anti-discriminatory practice. 

• Establishment of a Women’s Workforce Network to support the identification of any potential 
equality barriers and enabling staff to have the opportunity to express their views.  

• The introduction of standard wording into all recruitment campaigns, highlighting the range of 
flexible working patterns and support available and encourages all job applicants to discuss further 
with the vacancy holder following the selection process. 

• Continuing to profile and encourage opportunities for flexible and part-time working to all 
colleagues in our communication and recruitment campaigns to support our ambition of an 
inclusive workplace. 

• Ensuring gender equality is actively considered as part of our policy and work practices 
development including a review of how performance and development conversations are 
facilitated across the Trust and in ensuring gender parity throughout recruitment and selection 
processes. 

 
 
I confirm the data in this report is accurate and has been carried out in line with regulations. 
 
 
Nicola Morrison 
Executive Director – People 
The Midland Academies Trust 


