
 
 

Gender Pay Gap Strategy LAAT 2025-2028 

 

The Trust current figures show that the mean pay gap across the Trust is close to national average.  

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.  

Figures do also show a high proportion of women working in the upper pay quartiles and this does demonstrate 
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 an ongoing programme of training covering areas of recruitment, equality and diversity, including 
unconscious bias.  

Automatic pay progression is in place to reduce the risk of subjective decisions impacting on pay 

 

Already in place: 

 

• Annual gender pay gap audit to identify the extent of pay disparities between male and female 
employees, particularly in lower-paid and part-time support roles. 
 

• Equal Pay for Equal Work - We ensure that job roles of equal value (irrespective of gender) are paid 
equally. This includes aligning pay structures for similar roles with clear criteria for job evaluations and 
responsibilities. 

 

• We have transparent Pay Scales. Roles are benchmarked against industry standards and local terms. 

• We provide professional development programs that provide targeted training and professional 
development opportunities aimed at upskilling support colleagues, enabling career progression into 
higher-paid roles. This includes leadership and management training, and pathways to teaching 
qualifications where appropriate. 

• Actively promote flexible working within the Trust. Ensuring that part-time employees are considered for 
promotions and leadership roles, with flexible working arrangements available where possible. 

• Strong Work-Life Balance Support and targeted work in this area to develop policies that support 
employees in balancing their work and personal responsibilities.  

• Regular reviews of JDs to ensure that all job descriptions and roles are inclusive and accommodate 
flexibility where possible.  

• 2024 review of maternity, paternity, and shared parental leave policies to ensure they are supportive and 
offer flexible return-to-work options. Providing opportunities for women returning from maternity leave 
to re-enter the workforce at an appropriate level and with a flexible schedule. 
 

• 2025 further work on family policies to ensure that partners are included in entitlements to pay and time 
off where appropriate.  
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For further working 2025-2028 

• Formal review of review recruitment processes to provide assurances that they are gender-neutral and 
encourage applications from both men and women. Consider how we could implement strategies to 
attract more diversity into the support roles traditionally occupied by women. 
 

• Launching campaigns to break down gender stereotypes by showcasing male role models in support 
roles, emphasising that these positions are valuable and offer career progression opportunities. 
 

• Improve retention by offering recognition programs and ensuring all employees feel valued. Recognise 
and reward colleagues’ contributions equitably, including part-time support colleagues, ensuring their 
contributions are visible and celebrated. 

 

• Ensure that the MAT publicly reports its gender pay gap annually, breaking down the gap by role, level, 
and working patterns (full-time, part-time). This will help identify where the greatest gaps exist and 
inform targeted actions. 
 

• Establish a clear process for monitoring the progress of the gender pay gap strategy and its initiatives. 
This will involve regular reviews of the effectiveness of interventions and adjustments to strategies where 
necessary. 

 

• Ensure that maternity, paternity, and shared parental leave policies are supportive and offer flexible 
return-to-work options. Provide opportunities for women returning from maternity leave to re-enter the 
workforce at an appropriate level and with a flexible schedule. 
 

• Exploration partnerships with local childcare providers/on-site nursery provisions to offer discounts or 
subsidies for colleagues 

 

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. Ultimately this will benefit every single 
pupil in the Trust and ensure we recruit and retain the very best staff for our pupils #strongertogether  

 

 


