GENDER PAY PAY
Report 2020/21

Introduction
All organisations who employ 250 or more employees are required by
law to publish their specific gender pay information under the Equality
Act 2010 (Gender Pay Gap Information) Regulations 2017. This involves
carrying out six calculations that show the difference between the average
earnings of men and women in our organisation.

For this reporting period CORE Education Trust had a total of four schools
and this report provides data on those employees who are employed
under a contract of employment, excluding those staff who are on
maternity leave; paternity leave; unpaid leave; long term sickness absence
and agency staff.
At the point of our snapshot data collection, there were a total of 333 fullpay relevant employees; 66% female and 34% male.

Legislative requirements
Legislative requirements:All UK companies with 250 or more
employees on 31stMarch 2021 are required to publish specific gender
payinformation:

•
•
•
•

Mean and median gender pay gap

•

The mean and median gender pay gap is based on thehourly rates
of pay as at 31st March 2021

•

The mean and median gender bonus gap considers bonuspay
received in the 12 months leading up to 31st March 2021Pay
quartiles look at the proportion of men and women infour pay
bands when we divide our workforce into four equalparts.

Mean and median gender bonus gap
Proportion of males and females receiving a bonus

66% Female
34% Male

Proportion of males and females by quartile pay bandFigures for
each legal entity with at least 250 employees onthe snapshot date
must be calculated and reported separately

333 full-pay relevant employess; as at 31 March 2021.

What is our gender pay gap at CORE Education Trust

Pay Quartiles

The information presented below shows our overall median and mean
gender pay based on hourly rates of pay as at the snapshot dateof 31st
March 2021.
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Mean and median gender pay gap
The mean gender pay gap is the difference in average hourly rates of pay
that male and female employees receive. This gives an overall indication of
the gender pay gap by taking all the hourly rates of pay and dividing by the
number of employees in scope.
The median gender pay gap shows the difference between the midpoint of
the ranges of hourly pay for men and women by ordering individual rates of
pay from lowest to highest and comparing the middle value.
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Proportion of males and females by quartile
This is the percentage of men and women employees in four quartiles pay
bands (dividing our workforce in to four equal parts).

Mean and median gender pay gap
The data shows that overall, female employees were paid 10.91% less per hour than their male counterparts and there has not been a major shift in these
figures from the last reporting period. There has been a reduction in the hourly pay rates between male and female counterparts and a narrowing of the gender
pay gap, we are pleased to report this trend consistently for the last four reporting periods.
We continue in retaining a higher proportion of female employees, however, in this reporting period the percentage of those in the upper middle and upper
quartiles has reduced slightly from the last reporting period. There has been a more significant shift in the lower quartile figures which have also reduced and
demonstrate a narrowing of the pay gaps in these quartiles.
Whilst we continue to see a higher proportion of women in the lower quartiles we have seen some reductions here; this may be due to a reduction of schools in
the Trust and a reduction of women who were in lower paid grades or who had part time or term time only contracts. The upper quartile figures have increased
slightly from the last reporting period but the upper middle quartile shows a lower proportion of female staff are paid in the higher pay grades when compared
against the lower quartiles. The overall male to female staffing split is 66% female and 34% male.

Concluding Statement
CORE Education Trust promotes equality of opportunity through its ethical sponsorship ethos. In particular, it operates pay and condition policies which are
aligned to the nationally agreed pay scales. It is an accredited Real Living Wage Employer. The Trust’s recruitment processes ensure the best people are
recruited, developed and retained irrespective of gender.
Current salary profiles of our top 100 employees in the Trust indicate that our female staff are more favourably remunerated based on both the mean and
median ratings with a differential of 13.26%.
The Trustees of CORE Education Trust have the view that the gender pay gap indicated in this report reflects the composition of the workforce rather than
pay inequalities and is pleased to note the increase from the last reporting period in the amount of females reflected in the upper quartiles. This report
demonstrates positive steps in aligning the gender pay gap. The Trustees of CORE Education Trust are committed to continually review, analyse and challenge
data in order to promote the closing of the pay gap wherever possible.

