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APPENDIX C 
The Kenilworth Multi Academy Trust – Gender Pay Gap Report 2019/2020 
 
This report provides the statutory information that The Kenilworth Multi Academy Trust is required to 
publish to comply with legislation introduced in April 2017. The legislation requires all employers with 
more than 250 employees to publish their gender pay gap. The Trust was formed in January 2019 and this 
is therefore the second year that the trust has been required to publish such information.  
 
At the snapshot date, (March 31st 2020), The Kenilworth Multi Academy Trust comprised of 2 academies; 
Kenilworth School and Sixth Form and The Westwood Academy, there are also 2 centrally employed 
personnel. 
 
This report will identify the gender pay gap for the individual schools, the central MAT employees and the 
MAT employees as a whole workforce. The information for the preceding year will also be shown, (in 
brackets) where applicable to allow comparisons to be drawn from the results. All employers are 
required to provide 6 measures of gender pay gap. These are: 
 
1. Mean gender pay gap 
2. Median gender pay gap 
3. Mean bonus gender pay gap 
4. Median bonus gender pay gap 
5. Proportion of males and females receiving a bonus payment 
6. Proportion of males and females in each quartile band. 
 
The Kenilworth Multi Academy Trust is committed to ensuring fair pay for all members of staff and is not 
complacent in addressing the gender pay gap as part of this ongoing process. The outcomes of pay award 
decisions are shared with our board of trustees, heads and local governing bodies for scrutiny and pay 
policies and practices are actively reviewed. 
 
Why equal pay and gender pay differ 
It should be noted that Gender Pay Gap is not the same as unequal pay. 

o Gender Pay Gap: The difference between hourly earnings of men and women working across an 
organisation 

o Equal Pay: Men and women are paid the same for like work 
 
National Context 
 

o Nationally, the Gender Pay Gap for all employees was women earning 17.3 % less than men in 
2019.  

 
o Nationally the Median hourly pay for full-time employees was 8.9% less for women than for 

men at April 2019. 
 

o Public and private sector: For full-time workers, the pay gap is larger in the private sector 
than in the public sector. 

 
o Region: The gender pay gap is highest in London and the South East and negative in 

Northern Ireland. 
 

o In 2018/19 approximately 78% of reporting employers stated that median hourly pay was 
higher for men than for women in their organisation, while 14% of employers stated median 
hourly pay was higher for women. 8% stated that median hourly pay was the same for 
women as for men. 
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(Source: Parliamentary Briefing Paper 7068, 2 January 2020).  
Gender Pay Gap at Kenilworth Multi Academy Trust 
 
The gender pay gap for the entirety of the trusts employees is as below; 
1. Our Mean gender pay gap is 13.75% (14.16%) 
2. Our Median gender pay gap is 16.70% (18.70%) 
 
This highlights that our mean gender pay gap shows that women earn 13.75% less than men, this is 3.55% 
(3.74%) lower than the current national figure of 17.3% (17.9%) and remains favourable for the trust. The 
median gender pay gap of 16.70 (18.70%) also shows that women earn less than men employed within 
the organisation and this differential is much higher than the national picture, although it must be noted 
that this gap has decreased slightly since the previous reporting year.  
 
There are also some anomalies within the results when looked at by school and then as a MAT overall 
which have been identified within this report. The data shows that whilst the overall picture is lower than 
the national this is not reflected across all MAT schools. 
 
Table 1 – MAT and School Detail 
 

School (No’ Employees) Mean Salary - 
Male Hourly Rate 

Mean Salary - 
Female Hourly Rate 

Median Pay – Male 
Hourly Rate 

Median Pay – Female 
Hourly Rate 

Kenilworth School (202) £20.36 £16.92 (-16.89%) £19.51 £15.86 (-18.74%) 

The Westwood Academy 
(80) 

£18.23 £17.51 (-3.92%) £18.27 £17.11 (-6.36%) 

MAT Centralised 
Employees (2) 

£34.33 £28.54 (-16.87%) £34.33 £28.54 (-16.87) 

MAT – all employees 
(284) 

£19.82 £17.10 (-13.75%) £19.52 £16.26 (-16.70%) 

 
The above highlights that there is a much greater gender pay gap at Kenilworth School than at The 
Westwood Academy. This in part can be explained by the differential in the DfE group size of each school. 
Kenilworth is a group 7 school and therefore DfE guidelines allow for higher salaries than at lower 
grouped schools, such as at Westwood, which is a group 5 salary banded school. The differential can also 
be explained by number and distribution of total staff at each school but comment must also be made 
that salary levels for the top five MAT employees are all male staff, this unambiguous differential clearly 
contributing to the above difference in both mean and median hourly rates of pay. There is also a clear 
negative differential between the two centrally employed MAT personnel. 
 
As with last year it remains likely that this gender pay gap is largely not a result of paying men and 
women differently for work of equal value, but rather from the distribution of roles between male and 
female employees. The distribution of roles with the organisation must be a point for consideration as 
the trust grows and this negative differential should be addressed, most especially in a field of 
employment in which women outnumber men.  However it must also be said that the lower paid and 
generally part time roles historically attract more women applicants who are seeking term time only 
employment. This is characteristic of establishments throughout the Education sector i.e. maintained 
schools, academies and also universities. 
 
At The Kenilworth Multi Academy Trust staff pay scales recorded in the Trust Pay Policy are in keeping 
with the STPCD and reflect the NJC agreed scales. When an academy joins the trust, staff transfer over on 
protected terms and conditions (TUPE), which could lead to fluctuations in year on year patterns.  
 
The trust employed 284 (302) staff; 185 female and 99 male as at 31. March 2020.The distribution of 
roles between males and females records a larger proportion of female staff working as teachers; 35.22% 
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(35.96%) than the proportion of male staff employed as teachers, 25.0% (25.34%). This is replicated 
across the support staff cohort with female staff accounting for 29.93% (28.77%) and male support staff 
representing 9.86% (9.93%).  
 
This again would generally be typical of the school sector workforce, historically more women than men 
are employed in schools.  
 
The staffing breakdown by sector of staff and school within the MAT is detailed below; 
 
Table 2 – Staffing Breakdown by school and sector 
 

School (previous Year 
employees) 

Support 
Staff: 
Female 

Support 
Staff: 
Male 

Teaching 
Staff: Female 

Teaching 
Staff: Male 

Total 
Staff; By 
School 

Reduction 
of staff over 
12 months 

Kenilworth School 
(210) 

61  22  69 52 204 -6 

The Westwood 
Academy (92) 

24 6 31 19 80 -12 

Total MAT Staff by 
Group 

85 28 100 71 284 -18 

The above table includes the two MAT employees who are based at Kenilworth School within the staffing 
numbers for Kenilworth School. 
 
 
NOTE: For its second year of operation The Trust awarded no bonus payments in the year reported on 
and cannot therefore comment on the Gender Bonus Pay Gap.  
 
This difference indicates that male staff are more likely to be in higher paid teaching and leadership roles 
than in lower paid support roles. The opposite is true for female staff, with a greater proportion in either 
lower paid support or more general teaching or middle leadership roles. It is also generally female staff 
who make up the majority of the part time staff (in both teaching and support roles).  
 
This is further borne out by the data provided in previous tables which show that whilst women 
significantly outnumber men in the total workforce of 284 employees that just 21.09 (15.34%) of all 
female employees are identified in the upper quartile pay range as opposed to 34.86 % (42.71%) of all 
male employees. 

Table 3 shows that 55% of the upper quartile (made up of 71 staff) is made up of female staff If we drill 
down further into this data of the top 10 highest paid employees within the MAT, 8 are male and just 2 
are female. Of the top 20 highest paid MAT employees 12 are male and 8 are female, further showing 
that whilst female employees are represented at the higher levels they are not represented at the 
uppermost levels commensurate with the proportion of males to females employed with the MAT, and 

indeed the profession, as a whole. Nationally the gap tends to be smaller for occupation groups where 
a larger proportion of employees are women. 

 
Table 3 - Proportion of males and females in each quartile (based on hourly rates of pay) 
 

Quartile Number of Staff In each Quartile 
(out of 284 employees) 

Numbers & % of female 
staff in each quartile 

Numbers & % of male 
staff in each quartile 

Lower 71 54 / 76.1% 17 / 23.9% 

Lower Middle 71 47 / 66.2% 24 / 33.8% 

Upper Middle 71 45 / 63.4% 26 / 36.6% 

Upper 71 39 / 55.0% 32 / 45.0% 
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Declaration 
We confirm that the gender pay gap calculations are accurate and meet with the requirements of the 
Equality Act 2010 (Gender Pay Gap Information Regulations 2017). 
 
Signed:  


