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Bath & Wells Diocesan Academies Trust Gender Pay Gap Report for 2024 
- 2025 

The Bath & Wells Diocesan Academies Trust (the Trust) is required by law to publish an annual gender pay 
gap report. 

This is the report for the snapshot date of the 31 March 2024.  The report summarises data on all 
individuals that meet the definition of an employee given in the Equality Act 2010. This is an extended 
definition, which includes: employees and some self-employed people. 

The report is based on a headcount of 1,799 employees and a total of 1,974 contracts held. 

The total ratio of men to women in the organisation at the point of the snapshot data for the Bath & Wells 

Diocesan Academies  Trust was 91.2% women and 8.8% men. 

Mean and Median Gender Pay Gap for Hourly Rate and Bonuses 

 BWMAT National* 

2024 
provisional 

Education Sector 
(Primary) * 

2024 provisional 

Mean Gender Pay Gap  24.85%  13.8% 9.6% 

Median Gender Pay Gap  46.24%  13.1% 15.6% 

Mean Bonus Pay Gap N/A N/A NA 

Median Bonus Gender Pay Gap N/A N/A NA 

Proportion of Males receiving Bonus Payments N/A N/A NA 

Proportion of Females receiving Bonus Payments N/A N/A NA 

 

Proportion of Males and Females in each Pay Quartile 

Pay Quartiles by Gender 

Band Males Females Description 

A 
Lower 

5.87% 
 29 

contracts 

94.13% 
465 

 contracts 

Includes all employees whose standard hourly rate 
places them at or below the lower quartile 

B 
Lower-Middle 

 

5.07% 
25 contracts 

 94.93% 
 468 

contracts 

Includes all employees whose standard hourly rate 
places them above the lower quartile but at or 
below the median 
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Pay Quartiles by Gender 

Band Males Females Description 

C 
Upper- Middle 

10.93% 
 54 

contracts 

89.07% 
 440 

contracts 

Includes all employees whose standard hourly rate 
places them above the median but at or below the 
upper quartile 

D 
Upper 

 

 14.81% 
 73 

contracts 

 85.19% 
 420 

contracts 

Includes all employees whose standard hourly rate 
places them above the upper quartile 

The figures set out above have been calculated using the standard methodologies used in the Equality Act 
2010 (Gender Pay Gap Information) Regulations 2017. 

Context and Narrative of the Bath & Wells Diocesan Academies  Trust’s Gender Pay  

Under the law, men and women must receive equal pay for: 

• the same or broadly similar work. 
• work rated as equivalent under a job evaluation scheme; or 
• work of equal value. 

The Trust is committed to equal treatment for all employees, regardless of sex, race, religion or belief, age, 
marriage or civil partnership, pregnancy/maternity, sexual orientation, gender reassignment or 
disability. Pay scales are based on national models (although pay points allocated vary across some areas 
due to TUPE protections).   

The Trust 2024 Gender Pay gap data has widened when compared to 2023 data. The Trust has grown 
significantly with six new schools joining during the year March 2023- March 2024. The headcount has 
grown by 33% from 1344 in 2023 to 1799 in March 2024. Changes in the data have seen the percentage of 
male employees drop further this year after dropping under 10% the previous year it is now at 8.8%. This 
increases the impact of higher paid male contracts on a shrinking peer group. The movement in the data 
this year shows that the upper quartile split changed by more than one percentage point with female 
contracts dropping from 86.27% last year to 85.19% in the 2024 snapshot. Similarly, the lower quartile 
shows movement from 93.48% to 94.13% for the female contracts. The Trust growth is reflected in the 
lowest quartile showing one less male contract than a year ago, but female contracts have grown by 35. 
The movement in the data has resulted in the mean pay gap widening by 6.35% and the median by 

25.12% against last year. 

This year, aside from the staffing demographics absorbed as part of our rapid growth, the Trust has 
explored new ways to improve efficiencies.  This has included the development of more   Executive Head 
roles  across multiple schools and the opportunity for leaders to take up Head of School roles working 
under an  experienced Executive Head. This supports career development in the longer term. We continue 
to embed the Education Strategy and enhanced career development opportunities including gender 
balanced leadership development cohorts. We have continued to encourage and develop internal 
secondments which has encouraged more women into senior roles within the organisation.  
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The  Trust is confident that its gender pay gap does not stem from paying men and women differently for 
the same or equivalent work.  

What is the Bath & Wells Diocesan Academies  Trust doing to address its gender 
pay gap? 

The  Trust remains committed to doing all it can to reduce the gap. However, it also recognises that its 
scope to act is also limited in some areas - it has, for example, no direct control over the staffing 
complement when Academies join the Trust. The next reporting period with snapshot of March 31st, 2025, 
will include our further growth of both school-based staff via conversions and central team growth. 

The Bath & Wells Diocesan Academies  Trust will continue to monitor the gender pay gap.  

I, Nicola Edwards, Chief Executive Officer, confirm that the information in this statement is accurate. 

Signed 

 

Date: 25/3/25 

 

*Reference National and Education sector numbers 

Gender pay gap - Office for National Statistics 

Accessed 23/12/24 

https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/datasets/annualsurveyofhoursandearningsashegenderpaygaptables

