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Who we are

The Bridge Trust is a unique Multi Academy Trust. We are five special schools, two mainstream schools, a Training & Development
Service and an Outreach Service; our central office is based in Islington. Five of these schools are located within the London
Borough of Islington and the other two are based in Norfolk. We are an ambitious family of schools that embraces the individuality
of everyone — children and adults.

We have always been committed to supporting staff and pupils in other schools and sharing the knowledge we have. The Bridge
Trust is unique, but not only in the collection of provision we have.

We are driven by our values — the “Five Ps” which are pride, passion, professionalism, positivity and partnership. These values
inform all our decisions, recruitment and school developments within the Trust. The Trust employs nearly four hundred staff across
its central team and seven schools and when recruiting new staff, we look for staff who will buy into and uphold our values.

Pride Partnership Positivity

P a ssi o n Professionalism

Gender Pay Gap Report 2024 - 2025

As an employer of more than 250 employees, The Bridge Trust is committed to transparency and, in accordance with the statutory
requirement to report annually on gender pay, we are pleased to present our annual Gender Pay Gap Report for the snapshot
date of 31 March 2025.

The Gender Pay Gap measures the difference between the average earnings of men and women across the Trust, expressed
relative to men’s earnings. While we have reported this data since March 2023, we continue to use these insights to ensure our
workforce remains inclusive and equitable.

At the snapshot date, the metrics indicate the Trust employed 236 women and 63 men.

Total Number of Employees

M Male Employees

M Female Employees
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Mean and Median Pay Gaps

The Trust’s Mean Gender Pay Gap is 11.03%
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The Mean Gender Pay Gap represents the difference in the average hourly rate of pay for men compared to women. The gap of
11.03% means that, on average, women earn approximately 89p for every £1 earned by men.

Compared to last year’s Mean Gender Pay Gap of 16.27%, this represents an improvement of 5.24 percentage points.

The Trust’s Median Gender Pay Gap is 8.24%

The median provides a more representative midpoint comparison and is less affected by very high or very low earners. A median
gap of 8.24% indicates that a female “middle earner” in our Trust earns approximately 92p for every £1 earned by a male.

Again, this is a significant positive change with a 6.29% improvement on the 2024 median which stood at 14.53%

We do not report on bonuses as these are not payable to our employees.

Progress Over Time (2023 — 2025)

The 2025 data shows continued and sustained improvement over the last three years of reporting. This positive trend

demonstrates that the Trust is successfully creating a more equitable pay structure.

MEDIAN

Gender Pay Gap Data

5 10 15 20 25
= 2025 m2024 w2023
2023 2024 2025 Progress (Since 2023)
Mean Pay Gap 19.13% 16.27% 11.03% -8.10%
Median Pay Gap 23.72% 14.53% 8.24% -15.48%
3 March 2025
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Employees by Pay Quartile

To further analyse the Gender Pay Gap within the Trust, the entire workforce was divided into four equal parts (quartiles)
containing 25% of the data based on their hourly pay, from the lowest paid to the highest paid. The charts below show the
distribution across the Trust’s pay structure.

Quartile Females Males
Upper: 75-100% of full-pay relevant employees 68.9% 31.1%
Upper middle: 50-75% of full-pay relevant employees 81.3% 18.7%
Lower middle: 25-50% of full-pay relevant employees 84.0% 16.0%
Lower: 0-25% of full-pay relevant employees 81.3% 18.7%

Employees by Pay Quartile

QUARTILE 1 (LOWER) QUARTILE 2 (LOWER MIDDLE) QUARTILE 3 (UPPER MIDDLE) QUARTILE 4 (UPPER)

= Females = Males

The distribution of employees’ gender across the four quartiles of pay ranges is illustrated on the graph below:

Distribution by Gender

36.51%

26.69%

25.85%

FEMALE% MALE %

= Lower Quartile ® Lower Middle Quartile ® Upper Middle Quartile u Upper Quartile
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Analysis

The Trust’s workforce comprises leadership and management roles, teaching posts and a wide range of support staff positions.
Salaries are set in accordance with nationally agreed terms and conditions for both teachers and support staff.

As of April 2025, the Office for National Statistics (ONS) reported that the Gender Pay Gap has been decreasing slowly and stood
at 12.8%, down from 13.1% in April 2024. This figure represents the difference in median hourly earnings between men and women
across all roles and industries. Our median being at 11.03% shows a significant reduction against that of the current national
average.

As presented above, since 2023, the Trust’s median pay gap has decreased by over 15% and mean by over 8%, indicating that the
earnings of male and female employees are now closing in parity and that we are achieving a more balanced workforce across all
levels. This is a positive change for the Trust and reflects our success in increasing female representation in higher-paid leadership
and specialist roles across the Trust. In addition, the Trust has successfully secured male representation in lower-quartile roles
which shows a commitment to our Family-Friendly Policies given the part-time nature of many support roles in that quartile. We
also the positive impact of male role models in such roles for our pupils.

Data on gender distribution across the quartiles indicates a consistent balance of male and female employees across quartiles one
to three. In particular, the even distribution of the female workforce across all the quartiles suggests that progression opportunities
are broadly accessible throughout the Trust. However, it is noticeable that the proportion of men in the upper quartile is higher in
comparison to the lower quartiles (31.1% in the upper compared to 16-18% in the lower three). This has contributed to the overall
Gender Pay Gap and, whilst there is a strong indicator of female representation in leadership and senior roles across the Trust, we
have not yet achieved a fully equitable balance at the highest level.

This Year’s Commitment

Whilst the data indicates continued and meaningful improvement, the Trust remains dedicated to achieving full parity. Guided by
our core values, we will continue to maintain and implement purposeful actions within our workforce to close this gap further.

Last year, we committed to ensuring that every employee receives a fair and equitable rate of pay; we have now successfully
aligned pay rates for all staff within our Norfolk schools. This standardisation ensures that every employee is paid fairly and
consistently for their contribution.

We have launched a comprehensive Leadership Development Pathway, designed to empower staff in our lower and middle
quartiles. This initiative will provide structured-growth opportunities and clear succession planning, specifically aimed at
transitioning high-potential employees into higher-quartile roles through internal promotion.

We will continue to use evidence-informed recruitment and promotion processes to ensure objective and bias-free decision
making is used in ensuring the best talent is appointed based on merit.

We will regularly review our flexible working policies and Trust-wide benefits to support retention and work-life balance for all our
staff, having in mind that caregiving responsibilities often disproportionately impacts women’s career trajectories.

We will continue to monitor our pay data to ensure that every employee, regardless of gender feels the pride of working in an
equitable environment where their contribution is valued.

The Bridge Trust is proud of the progress made this year. We remain dedicated to a future where the Trust reflects the fairness

and excellence that we champion in our classrooms.
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Dr. Penny Barratt, OBE
Chief Executive Officer
The Bridge Trust

5 March 2025



