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BMAT Education Gender Pay Gap 2020/21 

As an employer, BMAT Education is required by law to carry out Gender Pay Reporting under the 
Equality Act 2010 (Specific Duties and Public Authorities) Regulations 2017, to demonstrate what the 
pay gap is between male and female employees. 
  
BMAT Education publish these results on our own website and submit the figures to the government 
by 31st March each year. 
 
Due to the Coronavirus pandemic, the Equality & Human Rights Commission delayed enforcement of 
the Regulations for 2020/2021 (which uses a snapshot date of 31st March 2021).  This delay has 
meant that organisations are required to report their gender pay gap report by 5th October 2021.              
 
BMAT Education is committed to ensuring consistency of treatment and fairness; valuing diversity and 
the promotion of equality of opportunity and choice for employees. BMAT Education support the fair 
treatment of all staff, irrespective of gender through transparent recruitment processes, pay, 
professional performance and development policies. 
 
On the snapshot date of 21st September 2021, the trust had 868 relevant employees. 227 (26.1%) are 
male and 641 (73.8%) are female. BMAT Education are a flexible employer and a number of our 
employees take up this flexibility choosing to work part time/term time; both male and female.  
 
The Gender Pay Gap is a high level, non-adjusted indicator of male and female earnings which is 
affected by workforce distribution and workforce make-up. It should be noted that the BMAT Chief 
Executive Officer is female, as are many members of the Executive management team. 

Female employees are rewarded using the same pay bands as male employees regardless of gender. 
The overall pay gap reflects the workforce composition rather than pay inequalities. 

Hourly Analysis 

Gender Median 
Gender 
Hourly Rate 

Median 
Gender 
Hourly Gap 
% 

Mean 
Gender 
Hourly Rate 

Mean 
Gender 
Hourly Gap 
% 

Female 13.66 34.5 17.82 23.20 

Male 20.86  23.20  
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Bonus Analysis 

Gender Gender 
/ 
Bonus 
count 

Gender 
Head 
Count 

Gender 
Bonus 
%  

Median 
Gender 
Bonus 
Gap % 

Percentile 
Disc 
Gender 
Bonus 

Mean 
Gender 
Bonus 
Gap % 

Men 
Gender 
Bonus 

Female 3 641 0.47 87.72 1000.00 81.99 1466.67 

Male 1 227 0.44  8144.04  844.04 

BMAT Education use pay scales for all teaching staff that are aligned to the School Teachers Pay and 
Conditions Document (STPCD), which is reviewed on an annual basis. For Associate (non-teaching) 
staff we use pay scales set by the National Joint Council for Local Government Services (NJC). Staff 
move through the pay scales for their grade based on a thorough and robust performance 
management process, meaning earnings are determined by performance outcomes, irrespective of 
gender.  All associate staff are eligible to apply for progression to the next salary band, once they 
have reached the top of their salary band. 

BMAT Education are not unlike the majority of other schools/academies where the staff profile in 
particular within the lower quartile includes a significantly higher percentage of female employees. 
Indeed, BMAT have a significantly higher proportion of females in every quartile, including the upper, 
but this percentage increases down through the quartiles. This illustrates that the overall pay gap is as 
a result of a significantly low proportion of males in the lower quartile where posts tend to consist of 
term-time entry jobs. 

Research undertaken by the Equality and Human Rights’ Commission (EHRC) (Research Report 15: 
Work and care: a study of modern parents), states that over three quarters of mothers surveyed said 
that they have primary responsibility for childcare in the home. Fewer men work part-time (as also 
demonstrated by our figures) and many work long hours (60% of working fathers compared to just a 
third of working mothers). Flexible working is seen as an important aspect in getting the balance right 
between work and childcare. These findings support the reality that the term-time only and part-time 
working roles available to associate/support staff in primary and secondary education are usually more 
attractive to females than males due to childcare responsibilities.   

 


