
 

 

Gender Pay Gap Report 2025 

Background 

All companies with 250 employees or more are required to publish their gender pay gap under new 
legislation that came into force in April 2017. Employers must publish the gap in hourly pay 
between men and women on both a mean and a median basis. 

In addition, employers are required to disclose the distribution of gender pay by pay quartile, which 
involves splitting the workforce into four groups based on their pay and showing the proportion of 
men and women in each group. Employers are also required to disclose percentages of staff 
receiving bonuses by gender and the gender pay gap on these bonuses. 

The Lincoln Anglican Academy Trust supports gender pay gap reporting and this report includes 
the statutory disclosures required, together with some further information about opportunities within 
the Trust. 

 

Context 

The gender pay gap is the difference between the hourly rate of pay of male employees and 
female employees, expressed as a proportion of the hourly rate of the male employees. Reporting 
is provided on both a mean (average) and median (mid-point) basis. 

The national average calculated by the Office for National Statistics (April 2025) is 12.8%, a 

decrease from 13.1% in April 2024. Part time workers are included in the reporting of the gender 

pay gap.  

Under the Equal Pay Act 1970 and more recently, the Equality Act 2010, it is against the law to pay 
people performing the same Role or “work of equivalent value” differently because of their gender. 
This applies to all employers regardless of size. 

 

Statutory Disclosures - Lincoln Anglican Academy Trust 

The information provided in the tables below is the data that the Trust is required to publish by law, 

based on the hourly rates of pay of those employed on the snapshot day of 31 March 2025. 

 

 



 

 

Pay Gap 

 
Difference in hourly rate of pay: male to female – mean  22.1% 

Difference in hourly rate of pay: male to female – median  29.4% 

Difference in bonus pay: male to female – mean  0.0% 

Difference in bonus pay: male to female – median  0.0% 

Proportion of Males who received bonus pay  0.0% 

Proportion of Females who received bonus pay  0.0% 

 

 

Employees by pay quartile 

 
Quartile Females Males 

Upper: 75-100% of full-pay relevant employees 85.0 15.0 

Upper middle: 50-75% of full-pay relevant employees 90.8 9.2 

Lower middle: 25-50%of full-pay relevant employees 92.7 7.3 

Lower: 0-25% of full pay-relevant employees 98.1 1.9 

 

 

The overall gender split of employees at the Trust is 92% female and 8% male. However, within 

the lower pay quartile, the gender split moves to 98% female and 2% male. At the upper pay 

quartile, the proportion of male employees increases to 15%.  

The overall mean pay gap is 22.1%, which is a slight reduction on last year’s figure of 23.3%.  

 

Conclusion 

The above figures show that the mean pay gap across the Trust is higher than national average, 
this is partly due to the low number of men working for the Trust compared to women skewing the 
data. The median pay gap however is much higher and this is entirely due to the significantly 
higher proportion of women working in its support roles and therefore paid in the lower quartiles.  

The figures above show a high proportion of women working in the upper pay quartiles and 
demonstrates the inclusive and flexible nature of recruitment processes and working practices. The 



 

 

Trust remains committed to offering equal opportunities for all employees and uses a spinal point 
system, against which job descriptions are matched, to ensure that employees are paid equally for 
the same or equivalent work. 

The Trust has rolled out a training programme covering areas of recruitment, equality and diversity, 
including unconscious bias. At the same time, a policy of automatic pay progression is in place to 
reduce the risk of subjective decisions impacting on pay.  

Further initiatives include a review of recruitment processes to ensure that they are gender neutral 
and encourage applications from both men and women, together with campaigns to break down 
gender stereo types showcasing males in support roles and emphasising the value of these roles. 

LAAT is committed to addressing the gender pay gap through a comprehensive and sustainable 
strategy. By focusing on pay equity, career development, recruitment practices, flexible working, 
and continuous monitoring, we aim to create a fairer and more supportive environment for all 
colleagues, particularly those in part-time, lower-paid roles. Achieving gender equality is not only a 
legal and ethical obligation but also an essential step toward creating a stronger, more motivated 
workforce. 

 


