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Key issues:
please don’t expand this cell; additional information should be included in the main body of the report
	Gender pay gap reporting legislation is distinct from equal pay. Equal pay is concerned with men and women earning equal pay for the same or similar work. The gender pay gap is about the difference between men and women average pay within an organisation

· The gender pay gap as at 31 March 2022 reports men have higher mean and median average pay than women
· The difference between mean pay of men and women is 24% and that of median average pay is 16% 
· Whilst medical and dental staff are separated from agenda for change staff and very senior managers, the mean gap is that women earn 1% less than men and the median gap is in favour for women earning 5%more than men
· The medical and dental mean and median pay gap is 10% and 15% in favour for men





































































































	
Recommendation:

	 
For information and discussion
















































	
Trust strategic objectives: please indicate which of the five Ps is relevant to the subject of the report
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	Previously considered by:
	
Equality and Inclusion Steering Group





	Risk / links with the BAF:

	
2.1 Workforce capacity
2.3 Internal engagement
2.4 Workforce capabilities































	Legislation, regulatory, equality, diversity and dignity implications:

	
The Trust is required by law to publish their gender pay gap report







	Appendices:

	







1. Introduction 

The gender pay reporting legislation requires all organisations employing more than 250 people to measure and publish their gender pay information based on earnings. 
As at 31 March 2022, our gender profile is 78% women and 22% men. 

2. Background & context

2.1 The legislation framework can be referenced to the Equality Act 2010 -Specific Duties and Public Authorities - Regulations 2017.

2.2 It is important to note that the gender pay gap reporting legislation is distinct from equal pay. Equal pay is concerned with men and women earning equal pay for the same or similar work. The gender pay gap is about the difference between men and women average pay within an organisation.

2.3 The NHS has a national pay structure, job evaluation system and contractual terms and conditions for medical and non-medical staff, which has been developed in partnership with trade unions. This national framework provides a robust set of arrangements for pay determination.

2.4 The gender pay reporting requirements were introduced to highlight the differences in pay between men and women giving more transparency across all industry sectors. This assists employers to consider the reasons for any differences and to take any corresponding action.

3. Requirements 

Information taken as of 31 March 2022  looks at the following:

· Mean pay gap – the difference between the mean (average hourly earnings, excluding overtime) of men and women employees
· Median pay gap – the difference between the median (the difference between the midpoints of hourly rates of earnings, excluding overtime) of men and women employees
· Mean bonus gap – the difference between the mean bonus paid to men and women employees (bonus pay exclusively made up of local and national consultant clinical excellence awards, discretionary points and the welcome bonus for our international Nurses)
· Pay distribution by gender – the proportion of men and women employees in the lower, lower middle, upper middle and upper quartile pay bands
         
4.  Mean and median ordinary pay
 

The trust mean gender pay gap indicates that women earn 24% less than men for the reporting period compared to 29% in 2018. The median pay gap indicates that women earn 16% less than men, an improvement from the previous reporting periods. The high pay difference is partly due to medical & dental staff being the highest paid staff group. 

The tables below give a clear separation of medical and dental staff group when compared to Agenda for Change (AFC) pay bands (inc very senior managers - VSM) for this reporting period only. 
  
	AFC &VSM
	Mean Hourly Rate
	Median Hourly Rate
	
	M&D only
	Mean Hourly Rate
	Median Hourly Rate

	Men
	£17.08
	£14.46
	
	Men
	£36.91
	£35.44

	Women
	£16.94
	£15.21
	
	Women
	£33.09
	£30.11



The mean pay gap for Agenda for Change pay band including VSM, show the mean hourly rate women earn is 1% less than men and the median pay shows that women earn 5% more than men. Within medical and dental staff, the mean and median pay gap indicates that women earn 10% and 15% less respectively than men. 

5. Mean and median bonus pay gap

The Consultant staff group were the only staff group prior to this reporting period in receipt of bonuses (in line with NHS national terms and conditions for medical staff). This reporting period includes a welcome bonus payment for our international nurses. For the purposes of this report, bonuses are exclusively made up of local and national consultant clinical excellence awards, discretionary points and welcome bonus.

            
The tables below give a clear separation of the bonus paid to consultants and the welcome bonus paid to our international nurses for this reporting period.

	M&D only
	Mean Bonus Payment
	Median Bonus Payment
	
	International Nurses
	Mean Bonus Payment
	Median Bonus Payment

	Men
	£13,082.23
	£12,063.96
	
	Men
	£200.00
	£200.00

	Women
	£10,301.05
	£6,717.90
	
	Women
	£200.00
	£200.00



6. Total Employees paid bonus

The chart shows more women received the bonus payment in this reporting period than men. This is due to the one hundred and seventeen international staff who were women that received the £200 welcome bonus compared to only nineteen men who received the £200 welcome bonus.



7. Pay distribution by gender

The chart shows the proportion of men and women employees in each quartile. Employees are allocated into each quartile based on their hourly rate of pay. Lower quartile is our lowest pay quartile and upper quartile is our highest pay quartile.






8. Reducing the gender pay gap 

The trust remains committed to ensuring equality within the workforce and on this basis, identified a number of actions for 2022/23: 

· Continue to promote and encourage flexible working arrangements where practicable across all areas 
· Raising awareness on shared parental leave 
· Promote guidance to help support any staff members experiencing menopausal symptoms, encourage open conversations and create a better working environment 
· Establish a women’s network

For 2022/23 clinical excellence awards, the trust will continue to follow the national guidance of apportioning the available funds across all eligible consultants. The Equality, Diversity and Inclusion Steering Group will monitor delivery of these recommendations

9. Recommendations 

The Committee is asked to note the gender pay gap data including the publication date of this data and continue to support ongoing actions to address the gender pay gap









Mean Average Pay

Men	2018	2019	2020	2021	2022	22.32	22.56	23.08	23.83	24.04	Women	2018	2019	2020	2021	2022	15.8	16.170000000000002	16.75	17.45	18.170000000000002	% Difference	
2018	2019	2020	2021	2022	0.29239999999999999	0.28299999999999997	0.2742	0.27	0.24420000000000003	




Median Average Pay

Men	2018	2019	2020	2021	2022	17.989999999999998	17.84	18.600000000000001	18.670000000000002	18.96	Women	2018	2019	2020	2021	2022	13.85	13.99	14.62	15.22	15.87	% Difference	
2018	2019	2020	2021	2022	0.23	0.22	0.21	0.18	0.16289999999999999	




Mean Bonus Pay

Men	2018	2019	2020	2021	2022	13032.162826087	13196.7206818182	12016.2086666667	11521.7923255814	8962.9444642857197	Women	2018	2019	2020	2021	2022	9418.7543750000004	11038.614705882401	4247.9087755102	2600.9	1423.7447368421099	% Difference	
2018	2019	2020	2021	2022	0.28000000000000003	0.16	0.65	0.77	0.84120000000000006	




Median Bonus Pay

Men	2018	2019	2020	2021	2022	9417.4950000000008	10166.815000000001	9048	9048	3015.97	Women	2018	2019	2020	2021	2022	7535.5150000000003	6660.33	200	200	200	% Difference	
2018	2019	2020	2021	2022	0.2	0.34	0.98	0.98	0.93370000000000009	




Total Employees Paid Bonus

Male	2018	2019	2020	2021	2022	46	44	45	43	56	Female	2018	2019	2020	2021	2022	16	17	49	68	133	



Female %	Upper quartile	Upper middle quartile	Lower middle quartile	Lower quartile	62.7173913043478	82.589771490750806	81.118143459915601	80.920314253647604	Male %	Upper quartile	Upper middle quartile	Lower middle quartile	Lower quartile	37.2826086956522	17.410228509249201	18.881856540084399	19.0796857463524	
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