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Equal Pay Act of 1970 and the Equality Act 2010. Equal pay includes all aspects of benefits, 
including bonuses or performance-related salary increases. Equal pay is a principle in the  
European Union, the US, Australia and Canada.

The gender pay gap shows the difference in the average pay between all men and women 
in an organisation. In the UK, the gender pay gap shows the difference between the average 
(mean) gross hourly earnings and the middle (median) ranking person in terms of pay for wom-
en and men. Positive percentages mean men earn more than women in the organisation or 
the sector’s workforce. The UK government requires all organisations with 250+ employees in 
England, Scotland or Wales to publish their gender pay gap data on their website and report 
this data to the government.

To see how this works in the UK, Table 11.1 shows an anonymous example from the 2018 gender 
pay gap report from a group of schools that form a large multi-academy trust (MAT) in England.

Table 11.1 Anonymous MAT gender pay gap data, 2018, percentages rounded

Mean  
(average) gap

Median 
(middle) gap

Bonus pay  
received – women

Bonus pay  
received –men

Mean  
bonus gap

Median 
bonus gap

18% 19% 60% 68% 39% 31%

The gender pay gap, as shown in Table 11.1, means the mean hourly rate for women is 18% 
lower than that for men. Women’s median hourly rate is 19% lower than men’s. Women were in 
the majority in each of the four quartiles, ranging from 60% in the highest paid quartile to 81% 
in the lowest paid quartile. Whilst the number of women (60%) who received a bonus compared 
to men (68%) is more equal, women’s mean bonus pay is 39% lower than men so men received 
significantly larger bonuses than women.

Sadly, this is a similar picture across most of the education organisations that reported 
their gender pay data. This led to the education sector being ranked third in the UK league 
table of sectors with the largest gender pay gaps, alongside the construction and finance 
and insurance sectors which, traditionally, have a masculinised workforce. I feel this is 
shameful. The BBC (2018a) and many others reported that ‘40 of the 100 companies with 
the biggest pay gap are primary or secondary schools with 10 of those having a median 
pay gap of 50% or higher’.

I believe that educational organisations pride themselves on being inclusive, fair employers 
who want to improve lives and who believe in equality and equity. I’d find a combination of 
these words in the mission statement of most schools, academies, further education colleges or 
universities. Yet ‘women working in academy chains suffer some of the worst gender pay gaps 
in the UK’ according to The Guardian’s analysis (Adams and Duncan, 2018). The Tes reported 
that the difference between what men and women earn in schools and academies in 2018 is 
higher than the UK average: 18.8% compared to the national figure of 13.1% as reported on 20 
March 2018 (Ward, 2018). The BBC (2018b) reported that across all universities in England, the 
average gender pay gap is 18.4%. In education’s feminised workforce, shouldn’t we be more 
equitable than other sectors?

It is important to say there are issues with this approach to describing the gender pay data. 
It is complex: the UK government requires the information to be broken down into 14 separate 
data points; firms such as lawyers and management consultants don’t count equity partners, 
who tend to be very well-paid men; and large corporate groups have several subsidiaries who 

Source: based on anonymised data from https://gender-pay-gap.service.gov.uk/
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