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SECTION A 

 

Report from Crystal Akass, Chief People Officer 
Author Yemisi Osibote, Head of Workforce – Staff Experience 
Date 18 March 2022 
 

Title of report/paper 
Ethnicity Pay Gap report 2021 
 

Executive summary 
 
The trust’s ethnicity pay gap (EPG) report sets out the current position on the overall workforce 
ethnicity pay gap as part of the delivery of the London Workforce Race Equality strategy. One of its 
aims is to narrow the pay gap.  
 
Definition of ethnicity pay gap 
The EPG is calculated as the difference between the median hourly earnings of the reference 
group (White British) and other ethnic groups as a proportion of average hourly earnings of the 
reference group. 
 
The office of national statistics reports on the ethnicity pay gap each year. In its latest report in 
2019, it highlighted the ethnicity pay gap in White staff group was £12.40 per hour compared to 
£12.11 for those from ethnic minorities. The ethnicity pay gap differs across regions and its largest 
is in London at 23.8% and smallest in Wales at 1.4%. In 2019, those in Chinese, White Irish, White 
and Asian and Indian ethnic groups all earned higher hourly pay than White British staff group 
nationally. 
 
Key highlights in the trust: 
 
Mean ethnicity pay gap is 10.87% 
 

 Overall, there is an ethnicity pay gap of 10.87% between the White and other ethnic groups 
in the Trust. This has gap has reduced from 11.26% reported in the last 12 months.  

 The ethnicity pay gap remains highest between the White male and the BAME male staff at 
16.67%. 

 The Professional Scientific and Technical staff group, i.e., Clinical Psychologists, 
Pharmacists, Physician Associates accounts for the highest ethnicity pay gap of 20% 
followed by the Healthcare Scientist staff group, (i.e., Clinical Scientists, Biomedical 
Scientists, Audiologists, Medical Technicians, etc) at 14.35% and the third highest gap was 
in the administrative and clerical staff group at 12.57%. 

 There is an hourly average pay rate gap of £9.73 between the highest and lowest average 
pay rates in the trust, with the Chinese staff group accounting for the highest at £27.61 per 
hour and staff from White and Black Caribbean accounting for the lowest at £17.88 per 
hour. 
 

 

Link to Trust Governing Objectives 

Excellent health outcomes  

Report to Date of meeting Paper type/outcome  Paper number 

Trust Board 23 March 2022 Noting/Assurance 
 

Paper xx 
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Outstanding experience of care  

Outstanding experience for our people  

Be a sustainable organisation  
 
 

Action required/recommendation (for decision, for discussion, for information) 

 

Trust board is asked to note, for assurance, that this report has been approved by people 
committee for publication on the trust’s external website by 31 March 2022. 
 
 

Business Cases only – APPROVAL  

Dialogue 1 proceed to Dialogue 2  

Dialogue 2 proceed to Dialogue 3  

Dialogue 3 approval and funding decision  

Dialogue 2/3 combined and funding decision (Bronze funding only)  

Dialogue 1/2/3 combined and funding decision (Bronze funding only)  
 

Boards/Committees/Groups where this report has been discussed previously  

Meeting  Date  Outcome/Decision  

GEMM 09/03/2022 Approved 

People 
Committee 

10/03/2022 Approved for publication 

EDI 
Taskforce 

11/03/2022 Approved 

 

Equality and inclusion 

impact 

The trust’s overall ethnicity pay gap has reduced by 0.39%.  

Environment 

/Sustainability impact 

Limited impact on the environmental and sustainability. There is in 

general a lack of experience of engaging with environment and 

sustainability sector by BAME communities. 

Conflicts of Interest Not Applicable 

  

Cover Sheet Guidance: 

SECTION A (*) For Papers that are for: Discussion / Noting / Information 

SECTION A/B (**) For Papers that are for: Action / Approval / Decision/ Ratification / 
Recommendation / Endorsement 

SECTION B 
Authority for action Not Applicable 

Financial/resource 

impact and risk 

 

CQC standards 

/clinical/resource 

impact and risk 

Well led domain 

Compliance 

/statutory/ 

regulatory impact 

and risk 

 

Data Protection 

Impact and risk 
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Ethnicity Pay Gap Report (EPGR) report 2021 

1. Introduction  

Unlike the gender pay gap, there is no legal requirement in the UK to conduct an ethnicity 
pay gap (EPG) report, however, the UK government in 2017 published the first report to 
examine the barriers people from ethnic minority faced in employment in report titled ‘Race 
in the Workplace’. The report highlighted the need to measure the disadvantage some ethnic 
groups face in order to address the barriers to earnings.    
 
By 2018, the Race Disparity Unit together with the Chartered Institute of Personnel 
Development (CIPD) led the call for introduction of ethnicity pay gap reporting in ‘Our 
Manifesto for Work’. This led to a government consultation on ethnicity pay reporting from 
October 2018 to January 2019. On 4 June 2019, the Department for Business, Energy, and 
Industrial Strategy confirmed it received responses and the government would respond in 
due course. 
 
On 20 of September 2021, a debate was held in the House of Commons on a petition to 
introduce mandatory ethnicity pay gap reporting. By the 25 of October 2021, the House of 
Lords debated the assessments made on the benefits of mandatory ethnicity pay gap 
reporting and the joint call by the Confederation of British Industry, the Trades Union 
Congress, and the Equality and Human Rights Commission, for the introduction of 
mandatory ethnicity pay gap reporting. The government response to the consultation is 
awaited.  
 
The data within this report is a snapshot from 31 March 2021.  
 
 
2.1 Ethnicity pay gap reporting  
 
As part of the trust’s equality strategy and approach to inclusion, it voluntarily compiles its 
data on the ethnicity pay gap based on average hourly earnings for each ethnic staff group. 
ethnicity pay gap supports a moral case for pay fairness across all ethnic groups. The EPG 
report comprises all full and part time staff, those on fixed term contracts, hosted 
organisations, and bank and agency workers. Staff on maternity leave and long term sick 
leave are excluded from the calculations. 
 
Analysing and reporting ethnicity pay gap helps the trust to understand the extent of the pay 
gap amongst its staff to raise awareness, focus on actions to close the gap and monitor 
improvement.  
 
Overall, it is worth noting that men tend to earn, on average, more than women, therefore, 
the trust also reports and analyses its gender pay gap separately to recognise the 
differences and have clarity of interventions.  
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2.2 Overall ethnicity pay gap 
 

 Overall, there is an ethnicity pay gap of 10.87% between White and other Ethnic 

minority staff groups in the trust; this has narrowed in the last 12 months from 

11.26%.  

 The highest ethnicity pay gap is between White male and Ethnic minority’s male staff 

at 16.67%, this reduced slightly from 16.89% in the last 12 months. 

 There has been a slight increase in the average hourly earnings of the White staff 
group, in 2020; the average pay rate was £23.63. This has increased to £24.17 in 
2021.  

 The average hourly earnings for all other staff ethnic groups also recorded a slight 
increase from £20.97 per hour in 2020, rising to £21.54 in 2021. 

 This ethnicity pay gap highlights the lower numbers of Ethnic minorities male in 
higher pay bands.  
 

Table A – Overall trust ethnicity pay gap  
 

Ethnicity Pay Gap overall workforce 

 
Headcount 

 
Avg. Hourly Rate 

 
 

Gender BAME White BAME White Difference 
Pay Gap 

% 

Female 5,109 4,305 £20.76 £22.76 £2.00 8.78% 

Male 2,096 1,530 £23.46 £28.15 £4.69 16.67% 

Grand 
Total 7,205 5,835 £21.54 £24.17 £2.63 10.87% 

 
2.2 Ethnicity pay gaps by ethnic groups  
 
2.2.1 Black staff group ethnicity pay gap  
 
The Black staff group consisting of Black African and Black Caribbean accounts for the 
group with the highest ethnicity pay gap at 22.63% reduced from 23.66% over the last 12 
months. The gap is driven by a number of factors, such as the predominance of Black 
African and Black Caribbean staff in lower pay bands and underrepresentation in managerial 
roles. 
 
Table B – Black staff group pay gap 
 

  
Ethnicity Pay Gap for Black African and Black Caribbean staff groups.  

 
Headcount 

 
Avg. Hourly Rate 

 

Gender Black White Black White Difference 
Pay Gap 

% 

Female 1,973 4,305 £18.78 £ 22.76 £3.97 17.46% 

Male 528 1,530 £18.40 £ 28.15 £9.75 34.64% 

Grand 
Total 2,501 5,835 £18.70 £24.17 £5.47 22.63% 

 
 
2.2.2 Mixed staff group pay gap 
 
The Mixed staff group accounts for the group with the second highest ethnicity pay gap at 
12.03%, this has reduced from 14.13% in the last 12 months. The gap is driven by similar 
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factors to the Black African and Black Caribbean staff group, such as; lack of representation 
in managerial roles.  
 
 
Table C: Mixed staff group pay gap 
 

  
Ethnicity Pay Gap for Mixed staff groups 

 
Headcount 

 
Avg. Hourly Rate 

   

Gender Mixed White Mixed White Difference 
Pay Gap 

% 

Female 335 4,305 £21.14 £22.76 £1.61 7.08% 

Male 140 1,530 £21.55 £28.15 £6.61 23.47% 

Grand 
Total 475 5,835 £21.26 £24.17 £2.91 12.03% 

 
2.2.3 Any Other Ethnic Minorities staff group pay gap 
 
The Any Other Ethnic Minorities staff group accounts for the group with the third highest 
ethnicity pay gap at 6.31%, this has increased from 5.72% in the last 12 months. This is one 
of the ethnic minority groups where the ethnicity pay gap has increased in the last 12 
months, though it is also the group with the lowest ethnicity pay gap.  
 
Table D – Any Other BAME staff group pay gap 
 

  
Ethnicity Pay Gap 

 
Headcount 

 
Avg. Hourly Rate 

 

Gender Other BME White Other BME White Difference 
Pay Gap 

% 

Female 452 4,305 £21.64 £22.76 £1.11 4.88% 

Male 244 1,530 £24.50 £28.15 £3.66 12.98% 

Grand 
Total 696 5,835 £22.65 £24.17 £1.53 6.31% 

 

 
2.2.3 Asian staff group pay gap 
 
The Asian staff group accounts for the group with the lowest ethnicity pay gap at 3.29%, 
although this has increased from 2.68% in the last 12 months. It is the second ethnic group 
where the pay gap has increased rather than decreased. Colleagues from the Asian staff 
group are well represented across all the trust’s senior leadership, managerial and medical 
and dental staff groups which are the higher paying roles in the trust which appears to be a 
key determining factor in relatively low ethnicity pay gap in the trust.  
 
Table E: Asian staff group pay gap 
 

  
Ethnicity Pay Gap 

 
Headcount 

 
Avg. Hourly Rate 

 

Gender Asian White Asian White Difference 
Pay Gap 

% 

Female 2,349 4,305 £22.19 £22.76 £0.57 2.48% 

Male 1,184 1,530 £25.735 £28.15 £2.42 8.61% 

Grand 
Total 3,533 5,835 £23.38 £24.17 £0.79 3.29% 
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2.2.4 Other Ethnic Minorities (without classification) staff group pay gap 
 
The Other Ethnic Minorities who did not choose any specific classification group accounts for 
the group with the lowest ethnicity pay gap at 7.62%. 
 
Table F – Other Ethnic Minorities (without classification) staff group pay gap 
 

 
Ethnicity Pay Gap 

 
Headcount 

 
Avg. Hourly Rate 

   

Gender Other White Other White Difference 
Pay Gap 

% 

Female 168 4,305 £21.33 £22.76 £1.42 6.25% 

Male 90 1,530 £24.19 £28.15 £3.97 14.09% 

Grand 
Total 258 5,835 £22.33 £24.17 £1.84 7.62% 

 
 
3.0 Promotions by ethnicity 
 
This section of the report looks at the relationship between promotion/career progression by 
ethnicity of staff. There were 796 promotions in the trust over the last 12 months, this was a 
decrease in the overall staff headcount that gained promotion from the 909 promotions 
recorded in the previous 12 months.  
 
When further analysed the data showed that some ethnic groups recorded an increase in 
promotion rate while some recorded a decrease over the last 12 months. It is not clear why 
these changes occurred over the last 12 months although these would impact on the trust’s 
ethnicity pay gap over a longer period of time.   
 
Areas of increase in promotion rates 

 White British staff group accounts for the highest promotion rate at 27.01% an 
increase from 22.55% in the previous 12 months, an of 4.46%. 

 Black African staff group accounts for a promotion rate of 13.57% an increase from 
10.67% in the previous 12 months, an increase of 2.9%. 

 White Irish staff group accounts for a promotion rate of 4.02% an increase from 
3.85% in the previous 12 months, an increase of 0.17%.  

 Black Caribbean staff group accounts for 3.14% an increase from 2.31% in the 
previous 12 months, an increase of 0.83%. 

 Pakistani accounts staff group accounts for 1.33%, an increase from 1.32% in the 
previous 12 months, an increase of 0.01%. 
 

Areas of decrease in promotion rates  

 Asian Indian staff group accounts for 12.06% promotions in 2021 in comparison to 
19.03% in 2020, a decrease of 6.97% in the previous 12 months.  

 Any other Asian staff group accounts for 11.06% of promotions in 2021 in 
comparison to 13.75% in 2020, a decrease of 2.69%. 
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 Bangladeshi staff group accounts for 1.88% in 2021 and 1.54% in 2020, a decrease 
of 0.34% 

 Chinese staff group accounts for 0.75% in 2021 and 1.21% in 2020, a decrease of 
0.46%  

Table G1 – Promotions by ethnicity – 2021 

Ethnicity Detail Headcount 
% of Total 
Headcount 

Promotions 
Headcount 

% of 
Promotions 

African/Black British African 1366 12.74% 108 13.57% 

Any other Asian background 1226 11.44% 88 11.06% 

Any other mixed/multiple ethnic 
background 149 1.39% 16 2.01% 

Bangladeshi/British Bangladeshi 145 1.35% 15 1.88% 

Black/Black British Other 141 1.32% 8 1.01% 

Caribbean/Black British Caribbean 452 4.22% 25 3.14% 

Chinese 155 1.45% 6 0.75% 

Indian/British Indian 1077 10.05% 96 12.06% 

Other 164 1.53% 8 1.01% 

Any other ethnic group 531 4.95% 41 5.15% 

Pakistani/British Pakistani 177 1.65% 9 1.13% 

White and Asian 95 0.89% 11 1.38% 

White and Black African 63 0.59% 8 1.01% 

White and Black Caribbean 72 0.67% 5 0.63% 

White British 3304 30.83% 215 27.01% 

White Irish 319 2.98% 32 4.02% 

White Other 1282 11.96% 105 13.19% 

Grand Total 10718 100.00% 796 100.00% 

 
Table G2 – Promotions by ethnicity – 2020 

Ethnicity Detail Headcount 
% of Total 
Headcount 

Promotions 
Headcount 

% of 
Promotions 

African/Black British African 1205 11.67% 97 10.67% 

Any other Asian background 1073 10.39% 125 13.75% 

Any other mixed/multiple ethnic 
background 126 1.22% 11 1.21% 

Bangladeshi/British Bangladeshi 128 1.24% 14 1.54% 

Black/Black British Other 233 2.26% 16 1.76% 

Caribbean/Black British Caribbean 433 4.19% 21 2.31% 

Chinese 151 1.46% 11 1.21% 

Indian/British Indian 994 9.63% 173 19.03% 

Other 145 1.40% 6 0.66% 

Other BME 530 5.13% 58 6.38% 

Pakistani/British Pakistani 174 1.69% 12 1.32% 

White and Asian 94 0.91% 10 1.10% 

White and Black African 58 0.56% 5 0.55% 

White and Black Caribbean 71 0.69% 6 0.66% 

White British 3281 31.78% 205 22.55% 
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White Irish 332 3.22% 35 3.85% 

White Other 1297 12.56% 104 11.44% 

Grand Total 10325 100.00% 909 100.00% 

 

 
4.0 Conclusions  
 
The trust’s ethnicity pay gap data highlights slight improvements over the last 12 months and 
mirrors the national trend as published by the Office for National Statistics in 2019, whereby 
staff from Chinese, White Irish, and Indian backgrounds all earned higher hourly pay than 
White British employees as set out below for the trust’s average hourly pay.  
 
Most ethnic groups earn less on average than White British staff in 2021.  
 
 

 
 

There are several factors determining the trust ethnicity pay gaps, and these include the 
following: 
 

 Educational attainment prior to trust employment leading to types of occupation and 
the higher earners are more likely to occupy these roles.  

 The years of tenure in post, with significant skills acquired over time. 

 Being in a full time or part-time role, permanent or temporary job status and the 
number of hours worked. More women and ethnic minority staff are more likely to 
occupy part-time roles.. 
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 The geographical location of site where staff work impact on their higher cost of living 
allowances. 

 Age of staff as a proxy for the labour market experience and the pay point they tend 
to start a job 

 Qualifications obtained abroad and the length of time and in some cases the lack of 
opportunities and financial burden it takes to convert the degrees gained into UK 
acceptable qualifications. 

 Historical migration impact into lower paid jobs by ethnic minorities. 
 
Due to the current standing of voluntary reporting, other NHS trusts benchmarking data on 
ethnicity pay gap is not yet available. The ethnicity pay gap does not need to be published; 
however, it is insightful workforce intelligence that highlights slight improvements over the 
last 12 months. It is believed that the recommendations outlined in this report will help to 
achieve further narrowing of the trust’s ethnicity pay gap. 

 

5.0. Recommendation 

The trust’s implementation of the following key interventions will continue to support 
improvement and reduce gaps identified over time: 
 

 Implementing strategies to foster fairness and equal treatment as part of the trust’s 
refreshed approach to inclusion and equity. No staff should be disadvantaged by 
their ethnic origin in the workplace. Ethnic disparities are interwoven with gender and 
other protected characteristics including socio-economic factors. The trust’s diverse 
interview panels are one of the approaches to re-balancing and focusing attention on 
reducing bias in recruitment and promotion.  

 Commitment to qualitative and quantitative resource for additional analyses to 
identify the underlying factors that may be driving disparities within staff ethnic 
groups. Factors of inequality within protected characteristics are always interacting 
and require organisational culture change to embed reduction in ethnicity pay gap. 

 Linking executive performance targets to improved ethnicity and gender pay gap with 
a realistic and pragmatic employer goals timeline.  

 Opening discussion forums with staff in Bands 1 – 5, involving staff networks and 
Vanguard 2 projects to support listening sessions to seek solutions.  

 Challenging systemic racism and tackling ethnic minorities career progression by 
implementing and embedding the de-bias recruitment framework from NHSEI as part 
of London Workforce Race Equality strategy. 

 Unlock and realise the earning potential of underrepresented groups by increasing 
awareness of apprenticeship roles in the Trust through the Vanguard 2 project. 

 Providing peer-to-peer group career development support and nurture talent from 
underrepresented groups.   

 Continue to make jobs at all levels available on a flexible basis. 

 Working across the North Central London (NCL) sector’s shared recruitment service 
to share more internal job vacancies on acting up, and secondments to widen access 
to job opportunities.  

 

People commmittee discussed and noted the ethnicity pay gaps in the Trust; the actions set 

out to be taken to address the disparities. This report was ratified for publication by 31 March 

on the trust’s external website.   
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https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghour
s/articles/ethnicitypaygapsingreatbritain/2019 
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