The Cam Academy Trust - Gender Pay Gap Report
In April 2017 the Government introduced new requirements for businesses and organisations who
employ more than 250 people to publish details of their Gender Pay Gap. This legislation requires all
public-sector organisations to publish their report by 30th March 2018 based on the data collected
during the previous financial year (ending 31st March 2017).
The gender pay gap is different to equal pay reporting. Equal pay reporting shows the differences
between men and women who carry out the same jobs, similar jobs, or work of equal value. The
gender pay gap figure shows the difference in the average pay between all men and women in a
workforce regardless of their position within the organisation.
The Cam Academy Trust is committed to the fair treatment and rewarding of all staff irrespective of
gender in its approach to pay. All employees are paid using industry standard pay scales set by the
National Teachers Pay Scale (teaching roles) and the National Joint Council (support staff) which
means that each person is paid the same if they operate at the same grade, with similar experience
and length of service.
On the 31st March 2017, which is the period that this data reflects, the Trust had responsibility for the
following schools:








Cambourne Village College
Comberton Village College
St Peter’s School
Melbourn Village College
Gamlingay First School
Hartford Junior School
Hartford Infant School

Our Headline Figures
Gender Profile of The Cam Academy Trust:

73 % of staff are female

27 % of staff are males

The Cam Academy Trust’s Gender Pay Gap:
Mean Pay Gap (average)

Median Pay Gap (mid-point)

22.5%
38.0%
This means that on average, women in The Cam Academy Trust receive less pay than men.
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What do the figures mean?
As you can see, women occupy a higher percentage in all pay quartiles across the Trust. In the lower
quartile, lower middle quartile and upper middle quartile the percentage of women reflects the
overall percentage of women employed in the organisation. There are 77.17% of women in the lower
quartile of the Trusts pay structure, this is due to the higher number of female staff in support roles
which have lower rates of pay, as detailed above. In the upper quartile this levels out more with a
slightly higher percentage of women than men, but this still does not reflect the percentage of
women within the Trust. This could be due to men having more time to progress through the salary
scale.
How do the pay structures work?
The Trust uses two national pay structures to pay its staff. The National Teachers pay scale is used for
teaching roles and the NJC (National Joint Council) pay scale is used for support roles this includes
roles such as Teaching Assistants, Administration roles, operational roles etc.
Staff move incrementally through their pay grade and therefore staff with longer periods of service
will be at a higher scale point within their grade. These pay scales are agreed at national level and the
Trust has no direct influence over these. Changes to the NJC pay scale are currently being negotiated
and the offer under consultation could see an increase to pay for staff on this pay scale.
How do we compare to the national average?
The average gender pay gap for the UK is just over +18% (www.gov.uk/government/news/uk-genderpay-gap). The mean gender pay gap for hourly pay within the education sector is +14.4% (CIPD Feb
2018). This means that nationally, on average, men receive higher pay than women.
Bonus pay:
Due to the nature of the pay scales and pay scheme used by the Trust, bonus payments are not
actively used and there were no bonus payments made within this period.
TLR (Teaching & Learning Responsibilities) payments for teachers taking on additional responsibilities
have been included as basic pay as they are not performance related.

What we are doing to reduce the Gender Pay Gap?
The Cam Academy Trust is committed to improving the Gender Pay Gap and the following measures
are in place to support this:






Continuous improvement of our processes to ensure fair recruitment and selection of staff
and that staff have access to progression within the organisation.
Review the process for professional development of staff in support roles within the lower
pay quartile and consider if it is viable to use the apprenticeship levy to help this.
The Trust is committed to being an equal opportunity employer and when reviewing policies
and procedures that impact staff will look for any opportunities to reinforce this commitment.
Review the impact of changes to the NJC pay scale in terms of pay gap reduction within the
Trust.
Provision for Maternity, Paternity and Adoption leave are above statutory provision. We offer
shared parental leave, job share or part time opportunities. Our policies give guidance to help
line managers to ensure those returning from maternity/adoption leave feel supported and
welcomed.
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