
The Three Rivers Learning Trust

The Three Rivers Learning Trust educates 3200 students and has 404 members
of staff across 8 schools within Northumberland. This report details a snapshot of
our organisation’s gender pay data as of 31 March 2022.

Gender Pay Gap Reporting

From 2017 onwards, any UK organisation employing 250 or more employees has
to publicly report on its gender pay gap in six different ways: the mean and
median gender pay gaps; the mean and median gender bonus gaps; the
proportion of men and women who received bonuses, and the number of men
and women according to quartile pay bands.

The gender pay gap shows the difference in the average earnings between all
men and women in an organisation. The mean gender pay gap is the difference
between the mean hourly rate of pay of male full-pay relevant employees and
that of female full-pay relevant employees.

The median gender pay gap is the difference between the median hourly rate of
pay of male full-pay relevant employees and that of female full-pay relevant
employees.

Gender pay gap reporting does not mean that organisations have to report on
equal pay. Equal pay is about differences in the actual earnings of men and
women doing equal work. The Three Rivers Learning trust is an equal pay
employer.

The Learning Trust Pay Policy follows national pay and conditions for teaching
staff and associate staff as well as using a local authority job evaluation scheme.
These measures ensure that men and women are paid equally for doing the
same job within the Learning Trust.

Publishing gender pay gap data on an annual basis will help employers, including
ourselves, to see where action to close the gender pay gap is most needed. The
challenge in our organisation and across Great Britain is to eliminate any gender
pay gap.

The Learning Trust does not operate a bonus scheme therefore there is no data
to publish for staff bonuses.



Our Gender Gap Pay results

The table below shows the percentage of men and women in each hourly pay
quarter.

Quartile 1 - includes all employees
whose standard hourly rate places them
at below the lower quartile

Quartile 2 - includes all employees
whose standard hourly rate places them
above the lower quartile but at below the
median

Quartile 3 - includes all employees
whose standard hourly rate places them
above the median but at or below the
upper quartile

Quartile 4 - includes all employees
whose standard hourly rate places them
above the upper quartile

Grand Total % female staff 79.7% Grand Total % male staff 20.3%

Female Staff Male Staff GAP

Mean (average) gender pay
gap using hourly pay

£16.68 £21.19 21.3%

Median gender pay gap using
hourly pay

£14.05 £22.91 38.7%

Supporting narrative

The Three Rivers Learning Trust is confident that men and women are paid
equally for doing equivalent jobs across the trust and that our gender pay gap
does not stem from paying men and women differently for the same or
equivalent work. Our gender pay gap is the result of the roles in which men and
women work within our organisation and the salaries that those roles attract.

The Learning Trust employs more women than men across each school and
quartile within the Trust. This reflects a national pattern in schools; more women
than men teach, particularly in the primary age range and more women than
men work in other school roles such as cleaning, catering and office based
employment.
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Having a predominantly female workforce means that even small fluctuations in
the male workforce can have a significant impact on our gender pay gap. For
instance, if we were to have a female, instead of a male chief executive, the
leadership mean gender pay gap would change significantly.

Similarly, based on how the gender pay gap is calculated, if the Learning Trust
were to employ more men in the lower pay quartiles, while keeping the overall
number of staff constant, this would act to reduce the gender pay gap. The Trust
staff structure has remained stable in the past 12 months.

The table below shows a breakdown by role across the Trust.

Role Manual Office Leadership Teaching Asst Teacher

Gender
%

F M F M F M F M F M

Q1 84.4 15.6 100 0 - - 95.7 4.3 100 0

Q2 58.8 41.2 94.7 5.3 100 - 85.0 15.0 50 50

Q3 100 0 100 0 - - 100 0 68.1 31.9

Q4 - - 100 0 59.1 40.9 - - 79.5 20.5

Mean £10.00 £10.56 £12.73 £10.38 £34.35 £43.55 £10.73 £11.63 £22.93 £22.55

Median £9.78 £10.55 £11.02 £10.38 £33.90 £40.70 £10.38 £11.02 £24.15 £23.46

Manual Roles -

The small difference is because the caretaking roles are paid at a higher rate
than most cleaning and catering roles. The small number of men employed are
caretakers whilst very few men are employed in the other roles.

Office Roles -

The mean and median pay gaps have swung to favour females as the new
Accountant and Trainee Account are female, when previously there was a male
Finance Director.

Leadership Roles -

There are 14 female staff in leadership positions across the Trust and 9 men. The
CEO is male and this skews the data significantly.

Teaching Assistants -

There are a small number of men employed in these roles and one change in a
higher paid role has created a pay gap compared to a more even position last
year.
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Teacher Roles -

There has been a small change in favour of female employees due to natural
turnover in teaching staff. This measure generally moves by small amounts
annually dependent on who is successful for advertised posts and who has left.

Actions taken since last year -

1. Flexible working has been actively encouraged across our organisation, to
ensure that our people have the opportunity to work in a way that works
best for their career aspirations and home life.

2. Gender neutral language is used in all recruitment programmes and there
is a structured scoring system in place.

3. A staff wellbeing survey has helped us identify staff views on the support
provided by the Trust.

4. Staff at all levels are encouraged to take part in both formal and informal
training.

5. Utilising the apprenticeship levy to support the career progression of
colleagues across the organisation.

6. Continue the commitment to promote staff internally.

Next Steps

1. All adverts to include a statement of consideration of a variety of flexible
working arrangements.

2. Review exit interview data to monitor the rate at which men and women
are leaving the trust and the reasons why.

3. Carry out a review of progression to the upper pay scale to identify any
gender bias.

4. Consider putting in place returner programmes, with ongoing support, for
people returning from caring breaks.

5. Improving induction programmes for people who are promoted internally.
6. Review Leadership CPD opportunities.
7. Use data gathered from staff surveys for career development and any

barriers that exist. Actions can then be identified that support all staff to
progress including those returning from a break to care for family.

The Three Rivers Learning Trust are committed to reporting on an annual basis
on what we are doing to reduce the gender pay gap and the progress that we
are making. Furthermore, we plan to extend our processes of
evidence-gathering to include qualitative data. We will do this through a
consultation exercise, across all areas and levels of the organisation, to identify
the barriers (and the drivers) for women employees.
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