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GENDER PAY GAP REPORT as at 31 March 2021 

 

The Discovery Educational Trust (DET) supports the fair treatment of all staff irrespective of 

gender, through the transparent recruitment, pay and professional development process. 

 

Differences Between the Gender Pay Gap and Equal Pay 

Equal Pay – is the legal requirement (Equality Act 2010) for men and women to be paid the same for 

performing the same or like work. 

Gender Pay Gap – is the difference between what men, typically, earn in an organisation compared 

to what women earn, irrespective of their role or seniority. The difference is expressed as a 

percentage of the men’s earnings. 

 

 

Number of Staff 

As at 31 March 2021, Discovery Educational Trust had 427 

employees. 

71% (304) female 

29% (123) male 

 

 

Gender Pay Gap Summary 31 March 2021 

Mean Pay Gap Median Pay 
Gap 

Lower Quartile Lower Middle 
Quartile 

Upper Middle 
Quartile 

Upper Quartile 

18.2% (19/20 
21.1%) lower 
for women 

22.6% (19/20 
28.6%) lower 
for women 

M 21.7% (19/20 
19.4%) 
 
W 78.3% (19/20 
80.6%) 

M 25.5% (19/20 
24.2%) 
 
W 74.5% (19/20 
75.8%) 

M 27.4% (19/20 
33.3%) 
 
W 72.6% (19/20 
66.7%) 

M 39.3% (19/20 
40.4%) 
 
W 60.7% (19/20 
59.6%) 

 

The Trust uses the following pay scales: 

• For Teaching Staff, the pay scales are in accordance with the School Teachers’ Pay and 

Conditions document (STPCD) and the accompanying statutory guidance. 

• For Support Staff, the pay scales comply with local and national pay agreements as set by 

the NJC (National Joint Council for Local Government Services), ensuring that Support Staff 

receive an hourly rate higher than the National Living Wage (NLW). 

Staff move through the pay scales for their grade based solely on performance in role. Therefore, 

earnings reflect performance rather than gender.  

 

Females
71%

Males
29%
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DET’s Pay Policy, which is reviewed annually, details the decision-making framework designed to 

ensure fairness and transparency for staff pay awards. The Policy is readily available to all staff. 

Gender Pay Gap Analysis by Quartile 

 Quartiles 
 

 Lower Quartile 
 

Lower Middle Upper Middle Upper 

Mean Gap % 
 

1.08% (19/20 -3.29%) 3.36% (19/20 -0.75%) 1.59% (19/20 -0.16%) 12.27% (19/20 8.51%) 

Median Gap % 
 

2.55% (19/20 -0.71%) 9.72% (19/20 -3.98%) 3.79% (19/20 -0.39%) 1.61% (19/20 3.63%) 

 

Mean – the lower, lower middle, upper middle quartile and upper quartile all demonstrate that male 

staff, on average, earn more than female staff. However, it is only in the upper quartile that, on 

average, male staff earn significantly more than female staff. 

Median – The lower, lower middle, upper middle quartile and upper quartile all demonstrate that, 

on average, male staff earn more than female staff. However, there is a significant difference in the 

lower middle quartile. 

Gender Pay Gap Analysis by Job Role 

 Mean Pay 
Gap 

Median Pay 
Gap 

Lower Quartile Lower Middle 
Quartile 

Upper Middle 
Quartile 

Upper Quartile 

Senior 
Leadership 

0.8 (19/20 
9.2%) lower 
for women 

3% (19/20 
4.1%) lower 
for women 

M 50% (19/20 
50%) 
 

W 50% (19/20 
50%) 

M   50% (19/20 
67%) 
 

W   50% (19/20 
33%) 

M   100% 
(20/21 100%) 
 

W   0% 

M   100% 
(19/20 100%) 
 

W   0% 

Teachers 1.6% (19/20 
3.3%) lower 
for women 

0.9% (19/20 
0.0%) lower 
for women 

M 34.6% (19/20 
29%) 
 

W   65,4% (19/20 
71%) 

M 30.8% (19/20 
35%) 
 

W   69.2% (19/20 
65%) 

M   30.8% 
(19/20 37%) 
 

W   69.2% 
(19/20 63%) 

M   37.7% 
(19/20 35%) 
 

W   62.3% 
(19/20 65%) 

Support 1.7% (19/20 
3.7%) lower 
for women 

-0.7 (19/20 
3.9%) higher 
for women 

M   19.6% (19/20 
21%) 
 

W 80.4% (19/20 
79%) 

M   23.1% (19/20 
18%) 
 

W 76.9% (19/20 
82%) 

M 21.2% 
(19/20 30%) 
 

W   78.8% 
(19/20 70%) 

M   21.2% 
(19/20 18%) 
 

W   78.8% 
(19/20 82%) 

 

The data has been further analysed for Senior Leadership, Teaching and Support Staff. Both the 

mean and median pay gap reduce significantly when split into groups within the same pay grades. 

For the mean, all categories continue to demonstrate that, on average, male staff earn more than 

female staff. However, for Senior Leadership, the percentage has reduced significantly from 9.2% in 

2019/20 to 0.8% in 2020/21. For the median, both Senior Leadership and Teaching Staff, on average, 

male staff earn more female staff with only Support Staff showing, on average, higher earnings for 

women.  
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Taking Action  

The Discovery Educational Trust (DET) has published its Equality Statement and Objectives 

and has an Equality and Diversity in Employment Policy, which was most recently published 

in May 2021 and will be reviewed next in May 2023. 

Reporting 

The Trust analyses the gender pay gap annually and reports and publishes this data to demonstrate 

compliancy and transparency. 

• The Trust undertakes to complete further analysis and provide information to staff at a 

practical level to help them understand the gender pay gap and context. 

• Before each annual report, the Trust investigates what it can do to address the gender pay 

gap. 

• The Trust takes appropriate action to reduce the gender pay gap, where possible. 

Supporting Equality and Inclusion 

The Trust ensures that all staff, job applicants, and pupils seeking admission to the DET Schools do 

not suffer direct or indirect discrimination on the grounds of sex, race, age, disability, sexual 

orientation, marital status, religion or belief, and are not disadvantaged by any other condition or 

requirement, which cannot be shown to be justifiable. 

• The Trust operates standardised, transparent recruitment processes that remove 

opportunities for bias. These include recruitment via appropriate websites to ensure the 

widest circulation of Trust job opportunities, inclusive job descriptions and shortlisting by 

skill and suitability for role. 

• The Trust conducts an exit survey to monitor the rate at which women and men leave the 

Trust and the reasons for leaving. This is analysed regularly to develop appropriate 

responses to retention policies, where needed.  

• The Trust ensures that all employees have the same access to information on promotions. 

• The Trust operates a Flexible Working Policy in line with legislation. This was published in 

May 2021 and is due for review in May 2022. This policy available to all staff to apply for 

Flexible Working. 

• The Trust also operates a Sabbatical Leave Policy, which was published in July 2021 and is 

due for review in July 2023. This policy is also available to all staff. 

• The Trust subscribes to the Government Child Care Voucher Scheme, which is a tax efficient 

way to pay for childcare, thus helping to reduce child-care costs. This both supports and 

encourages staff to return to work following maternity or adoption leave. Child Care 

Vouchers also help to enable other staff with child care responsibilities to remain in work. 

• Family Leave – The Leave of Absence Policy includes guidance on Adoption, Maternity, 

Paternity and Parental Leave. The Trust also supports shared parental leave and flexible 

arrangements to support with parental responsibilities. 

• Diversity and Inclusion – The Trust is committed to the advancement and promotion of 

equality and diversity for all pupils and staff. 

• The Trust has designated a Lead Trustee for Equality and Diversity and each DET School has 

nominated a Senior Leadership Team (SLT) member to lead on Equality and Diversity issues. 

https://www.discoveryeducationaltrust.co.uk/_site/data/files/det%20policies/3B252BA18A74F99BF381D7AE35F63B60.pdf
https://www.discoveryeducationaltrust.co.uk/_site/data/files/det%20policies/FD5292E5E08F995FA793EBA9BC009C92.pdf
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• The Trust’s policies will, going forward, be written in gender neutral language to convey to 

staff and pupils that DET is an inclusive Trust that welcomes diversity across all protected 

characteristics.  

I can confirm that the above information has been prepared from the payroll data on the snapshot 

date and fairly represents the Gender Pay Gap data for DET. 

Ryan Duff  

Executive Headteacher 


