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Foreword

At Futura we are committed to fostering
an inclusive, diverse, and equitable
workplace where every colleague has the
opportunity to flourish. We know that our
greatest asset is our talented, dedicated
and passionate workforce. Whether in
the classroom, in leadership, or in vital
support roles, it is our people who create
the conditions for success, enabling every
child to flourish. As such, we ensure that
all employees are valued and rewarded
fairly for their contributions.

Our annual Gender Pay Gap Report

is an important part of our ongoing
commitment to transparency,
accountability and fairness. It allows us

to reflect on our progress, identify areas
for improvement, and take meaningful
action to close the gap that exists. We are
working hard to close the gap, and over
the next 12 months our newly created
People Strategy will be launched and will

have inclusivity at its heart. However, we
acknowledge that there is always more to
do. This report not only presents our data
but also outlines some of the strategies
we are implementing to drive positive
change.

We are focused on creating opportunities
for professional development, supporting
flexible working arrangements and
championing initiatives that empower all
colleagues to reach their full potential. We
want to make Futura Learning Partnership
‘the” place to work in the South West,

a place where talent is recognised and
rewarded, regardless of gender.

Ady Tomsa
Director of People and Organisational
Development




Introduction

In accordance with the Equality Act 2010

(Gender Pay Gap Information) Regulations
2017, all employers of 250 employees or
more should publish their gender pay gap.

The Gender Pay Gap identifies the difference
in average earnings for all men and all
women across the whole organisation.
Gender Pay should not be confused

with Equal Pay. Gender Pay focuses on
the average earnings of all of the men

in the organisation as compared to the
average earnings of all of the women in
the organisation. Equal pay is focused on
the right for men and women to be paid
at the same rate of pay for work that is of
equivalent value.

Futura Learning Partnership is committed
to ensuring colleagues are remunerated in
a fair, transparent and consistent manner,
ensuring the retention of talent and equality
of opportunity for all. To ensure this, we

use the pay scales for teaching staff in
accordance with the School Teachers” Pay
and Conditions document and for the

majority of our support staff the NJC pay
scales (National Joint Council for Local
Government Services).

The Board of Trustees is responsible for
determining the salaries for all who work

at Futura. All decisions on pay are made
within the context of the Trust's pay policy
for teaching and support staff, or executive
remuneration policy to ensure transparency
and equity.

Overleaf you will find this year's data.
However, the following calculations are not
applicable as we do not pay a bonus to any
employee.

Median bonus gender pay gap

Mean bonus gender pay gap

Proportion of males receiving a bonus
payment

Proportion of females receiving a bonus
payment




Gender pay gap

In line with government guidance this report is based
on the number of employees held at the snapshot
date. This is different to how we have reported

in previous years when we have reported on the
number of contracts held.

At the snapshot date of 31 March 2024, the Trust
consisted of five secondary academies; one studio
school; 20 primary academies and central trust
teams, equating to 1625 employees.

Female/male ratio split

As of the snapshot date of March 31, 2024, the Trust

had a gender ratio of 81.5% female (1,325) and 18.5%
male (300).

81.5%

18.5%

Rates of pay

Comparison of median pay rates

Median gender pay gap 30.0 %

Comparison of mean pay rates

Mean gender pay gap 20.2 %

£1.00

Table of proportion of males and females in each quartile pay band
from lowest to highest
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How does this compare to 2023?

As the submission for 2024 has been calculated
using the number of employees rather than the
number of contracts held, it is not possible to
compare exactly like for like.

Pay comparisons
2023

72p

£1.00

In 2023 women's mean hourly pay was 28.8% lower than
men's — this means they earned 72p for every £1 that
men earned.

2024
80p

£1.00

In 2024 women's mean hourly pay was 20% lower than
mens — this means they earned 80p for every £1 that
men earned.

Earnings gap between men and women

27.73%

£18.46

£25.54

41.43%

£12.96

£22.13

20.2%

£20.03

£25.09

30%

£15.98

£22.81



We’re flexible and family-friendly

Context

Research conducted by the Guardian and
published via Schools Week shows that

the 20 largest Trusts in the UK have a pay
gap of 32.3%. Whilst our gap is smaller

at 20.2%, it shows we have the same
challenges being faced by other large MATs
and more work needs to be done to close
the gap.

Our data shows that we have a higher
proportion of females in every quartile,
including the upper quartiles. However, you
will see that we continue to have higher
proportions of females that lie within
guartiles 1 and 2. These are the quartiles
with the lowest paid salaries and will
include administrative, teaching support
roles and catering, which is common with
the rest of the UK.

We are proud to be a flexible and family-
friendly employer, which is demonstrated
through the significant number of

colleagues working on a part-time, flexible
and/or term-time only basis. A substantial
number who take up this flexibility are
female.

With 81.5% of our workforce identifying

as female, we see regular fluctuations in
our median pay gap as small changes in
our employee profile can have a significant
impact. As an example, due to the
relatively low number of males within the
organisation, a few starters or leavers in a
senior role will impact the median.

What are we doing to close
the gap?

Whilst recognising the current context, we
are committed to closing the gap. Below
you will find some of the initiatives we are
launching to address this issue.




Our journey towards equity

Leadership Development

We are launching our first ‘Future Leaders’
Programme. This level 5 accredited
apprenticeship will equip our future leaders
with the tools and skills to be an effective
leader in today’s environment. Those
chosen to be a part of the first cohort
were nominated by their Headteacher and
positively, 80% of those commencing the
course are female.

Recruitment

We have recently created and recruited a
new dedicated Talent Acquisition team. The
aim of this team is to support recruitment
across all schools and areas within the
Trust and expand our approach to ensure
we recruit candidates from a diverse set of
backgrounds. Other aspects include:

e The removal of gender-bias language
in our adverts;

e The introduction of competency-based
interviewing technigues to remove bias

and ensure candidates are scored against
consistent and objective measures;

¢ Increased presence at careers fairs and
improved relationships with Universities
and Colleges to outline the various
routes into the profession, including the
Postgraduate Teaching Apprenticeship
(PGTA) and other apprenticeship routes.

Policies

We work closely with our Trade Union
partners and ensure that all of our policies
go through an equality impact assessment
before being published. We have recently
updated our flexible and hybrid working
policies to encourage work-life balance.

Alongside this, through our employee
engagement action plan we are exploring
how more flexible working options can be
considered for roles where traditionally this
may not have been possible.




