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Gender Pay Gap (GPG) Report 2021 
 

Executive summary 
  
This paper informs the People Committee, EDI Task Force and Trust Board of the current 
position on the gender pay gap (GPG). The GPG shows the difference between the average 
(mean or median) earnings of men and women in the workforce. This is expressed as a 
percentage of men’s earnings. 
 
All employers in the UK of more than 250 employees is obliged to publish their GPG analysis  
by 30th March 2021. This is the third annual statutory report to come to the Trust Board since 
the legislative requirements came into force in March 2017/18. 
 
This year’s report shows that the mean gender pay gap has reduced from 17.68% (2017) to 
16.08% (2020), while the median has reduced from 13.32% (2017) to 12.72% (2020), but 
increased from last year (mean 15.74% (2019) to 16.08% (2020), median 10.51% (2019)  to 
12.72% (2020) 
 
The Trusts current GPG is based on earnings as of 31st March 2020 : 
 
Mean gender pay gap – 16.08%  Median gender pay gap – 12.72% 
 
The GPG is mostly in the administrative and clerical grades, consultant workforce and 
healthcare scientists (although the latter is a smaller number of staff) , this is driven by the 
impact of seniority and bonus payments and the under-representation of women in senior 
roles. 
 
The following trust interventions have been in place in the last 12 months to reduce the 
gender pay gap: 

 Implemented unconscious bias training for the trust’s local clinical excellence awards 
scheme panellists; 

 Continue to strengthen flexible working ethos across the trust; 

 Regular monitoring of diverse interview panel outcomes to address the under-
representation of ethnic minority staff in senior roles. 

 
The trust will continue to monitor the GPG and to work with staff groups to examine and  
address the issues it raises.  
 

Action required/recommendation  
 
This paper is for information, discussion and approval to publish the GPG data on the 
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government’s GPG reporting service by the 30 th March 2021.  
 

 
Meetings where this report has been discussed previously  
  

Meeting  Date  Decision  
People Committee  17th March 2021 Proceed to Trust Board 
 

Equality and Inclusion impact  The medical staff group accounts for a 

significant proportion of the overall gender 

pay gap. While the proportion of male staff 

in the upper quartile has increased from 

37.34% to 38.64%. The mean gap has 

increased from 11.24% to 13.05% over the 

last 12 months for administrative and clerical 

staff. 

Environment/Sustainability impact N/A 

Compliance impact  CQC – Well led 
NHS People Plan – Recognising and 
valuing our people 

 
  
Report from David Grantham, Chief People Officer & Ragini Patel, Director of 

People 
Author Yemisi Osibote, Head of Workforce – Staff Experience  

 
Date 5th February 2021 
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Gender Pay Gap (GPG) report 2020 

1. Introduction and legislative requirements 

The Equality Act 2010 (Specific duties and Public Authorities) Regulations 2017 requires all 

public sector organisations that have 250 or more employees to publish and report their 

gender pay gap (GPG) on their own websites and on the government’s online gender pay 

reporting service by 30th March 2021, and to maintain 3 years of data on a rolling basis.  

The gender pay gap is calculated as the difference between the average pay of all men in an 

organisation in comparison to the average pay of all women in the same organisation.  

The objective of gender pay reporting is to identify if there are greater disparity in hourly pay 

rates, gaps in existing bonus schemes and better understanding where there may be uneven 

distribution of men and women across the highest and the lowest paid brackets of the 

workforce in order to tackle inequality.  

The GPG is not a measure of equal pay. Equal pay relates to paying male and female 

employees in the same or similar jobs the same pay rate for work of equal value. The GPG 

reflects more broadly differences in the pay of men and women. 

a. To comply with the gender pay regulations the Trust must: 

 Publish its gender pay gap data and a written statement on its public facing website; 

 Report its gender pay data on the government’s online gender pay reporting service.  

 The figures must be calculated using a specific reference date called a “snap shot 

date”. The snapshot date for this report is 31st March 2020. Bonus data covers 

bonuses paid in the 12 months to 31st March 2020. 

 

b. The gender pay data must contain the following : 

 Mean gender pay gap in hourly pay 

 Median gender pay gap in hourly pay  

 Mean bonus gender pay gap  

 Median bonus gender pay gap  

 Proportion of males and females receiving bonus payment 

 Proportion of males and females in each pay quartile. 

 

In line with national requirements the report contains all substant ive full and part time 

employees, those on fixed term contracts, hosted organisations, agency and bank workers. 

Employees on maternity leave and long term sick have been excluded from the calculations.  
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2.1 Gender pay gap reporting  
 
The trust has complied with the gender pay reporting requirements and reported its gender 
pay gap on the government online reporting service in March 2018, March 2019 and March 
2020. The gender pay report contains 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 sickness is excluded from the calculations. 
 
The mean pay gap is defined as the difference between the pay of all male and female 
employees when added up separately and divided respectively by the total number of males, 
and the total number of females in the workforce. 
 
The median pay gap is defined as the difference between the pay of the middle male and 
middle female, when all male employees and all female employees are listed from the 
highest to the lowest paid.  
 
 
2.2 Gender pay gap information 2020 

There has been an increase in male staff and reduction in female staff over the past months. 

Though the trust has a higher proportion of female employees in line with most NHS trusts 
as indicated in chart A below: 

Chart A - Gender pay gap reporting – 2020 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Female, 
72.48% 

Male, 
27.52% 
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2.3 Hourly rate gender pay gap 
 
The current trust’s gender pay data shows female employees earn an hourly average pay of 
16.08% less than men, see table A below including trends over the last 4 years. This data is 
inclusive of all staff groups, including medical and dental. Please see table A below. 
 
Table A: The overall pay gap based on the basic hourly rate for all employees is :    
 

All 
Staff 

Mean  Median 
Gender Pay Gap 
% 

Female Male Female Male Mean Median 

2017 £19.44 £23.61 £17.60 £20.31 17.68% 13.32% 

2018 £20.14 £23.97 £18.31 £20.64 15.98% 11.28% 

2019 £20.65 £24.51 £18.90 £21.31 15.74% 10.51% 

2020 £21.11 £25.16 £19.36 £22.18 16.08% 12.72% 

 
 
The gender pay gap is driven by a number of factors including the predominance of female 
staffing in the nursing and support staff professional group, the consultant workforce 
(through the impact of seniority and bonus payments) and the under-representation of 
women in very senior roles. 
 
In addition to the pay gap the trust is required to split its male and female pay into quartiles 
to demonstrate the proportion of male and female employees within each of the quartiles. 
The graph below demonstrates we have higher proportion of males in the upper and lower 
quartiles of pay. Please see table B below. 
 
Table B – Gender pay gap by quartiles 

 

 

Chart B below shows a year on year comparison and indicates a shift in the lower quartile 

with the volume of females increasing and in the lower middle quartile with the volume of 

males increasing.  This change, although minor could indicate progress in the wrong 

direction, however detailed analysis of staff that fall within the lower quartile would need to 

be conducted to establish if this increase has occurred as a result of women being recruited 

in to lower banded roles. 

 

2017 2018 2019 2020 2017 2018 2019 2020 Male Female Male Female Male Female

Upper 

quartile
37.62% 37.15% 37.34% 38.64% 62.38% 62.85% 62.66% 61.36% 1168 1976 1202 2017 1224 1944

Upper 

Middle 

Quartile

22.85% 22.42% 22.46% 22.49% 77.15% 77.58% 77.54% 77.51% 673 2329 696 2403 716 2467

Lower 

Middle 

Quartile

20.55% 22.06% 21.57% 22.63% 79.45% 77.94% 78.43% 77.37% 678 2395 669 2433 713 2437

Lower 

Quartile
27.03% 25.99% 26.53% 26.30% 72.97% 74.01% 73.47% 73.70% 798 2273 833 2307 833 2334

2020 HeadcountMale Female 2018 Headcount 2019 Headcount
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Chart B - Gender pay gap by quartiles 
 

 

 
2.4 Bonus/additional payment GPG 
 
There is a 26.32% mean pay gap overall for bonus payment in the trust.  
 
Graph A, below shows the overall bonus payments for all staff in the trust. 
 
Clinical excellence awards (CEAs) and distinction awards/discretionary points make up the 
overwhelming majority of bonus payments made and are paid only to medical staff. CEA 
awards are determined locally in the trust while national awards are determined nationally. 
The Trust also makes performance related payments to a very limited number of staff.  
 
Graph A: The overall bonus payments for all employees are as follows: 
 

 

 

38.64% 
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Mean bonus pay gap – 26.32%  Median bonus pay gap – 37.00% 

Table C below show the proportions for employees paid a bonus – in the trust  

Gender 
Employees 
Paid Bonus 

Total  employees within 
a 12 month period 

Percentage of all 
employee receiving a 
bonus 

Female 99 9182 1.08% 

Male 186 3486 5.34% 

Total 285 12668 2.25% 

 

Table D – Bonus GPG for consultants  

Gender 
Employees 
Paid Bonus 

Total Consultants within 
a 12 month period 

Percentage of 
Consultants receiving a 
bonus 

Female 99 302 32.78% 

Male 185 415 44.58% 

Total 284 717 39.61% 

 

Table E, below shows a year on year comparison of the bonuses paid and the bonus pay 

gap. The number of female consultants in receipt of a bonus in the year to 31st March 2020 

has increased to 99 from 98 on the previous year. More communications will be considered 

for the CEA awards in the future.  

Table E – Bonuses pay gap   

 
 
 
 
 
 
 
 
 
 
 

Female Male  Female  Male % Gap  Female  Male % Gap

2017 94 178 £10,783.63 £13,834.46 22.13% £5,976.20 £11,934.30 50.00%

2018 101 193 £9,262.13 £11,541.05 19.75% £4,821.57 £8,136.45 40.74%

2019 98 182 £9,393.63 £12,168.62 22.81% £5,020.36 £9,047.99 44.51%

2020 99 185 £8,661.51 £11,756.13 26.32% £4,750.20 £7,540.08 37.00%

 Mean bonus amount  Median bonus amount 

Year

No. in 

receipt of 
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Table F below demonstrates the pay gap for each grade within the medical and dental 
workforce for all staff.  
 

Band Headcount 
% Avg. Hourly Rate Mean Pay 

Gap % Female Male Female Male 

FY1 81  51.85% 48.15% £18.09 £18.05 -0.23% 

FY2 88  56.82% 43.18% £21.48 £21.84 1.68% 

StR 1,670  61.92% 38.08% £27.72 £29.63 6.47% 

Specialty Doctor 95  47.37% 52.63% £33.23 £38.73 14.21% 

Consultant 717  42.12% 57.88% £49.12 £51.72 5.03% 

Medical Ad Hoc 5  20.00% 80.00% £19.18 £24.05 20.27% 

Grand Total 2,656  55.50% 44.50% £31.78 £37.12 14.39% 

 

Table G – Gender pay gap by occupational staff group 

Staff Group Headcount 
% Avg. Hourly Rate Mean Pay 

Gap % Female Male Female Male 

Add Prof Scientific and Technic 408  72.55% 27.45% £23.84 £23.07 -3.31% 

Additional Clinical Services 1,758  78.67% 21.33% £13.15 £13.38 1.71% 

Administrative and Clerical 2,413  70.49% 29.51% £16.90 £19.44 13.05% 

Allied Health Professionals 766  81.72% 18.28% £24.03 £23.39 -2.72% 

Estates and Ancillary 555  43.78% 56.22% £13.08 £13.67 4.32% 

Healthcare Scientists 201  56.22% 43.78% £23.15 £24.97 7.30% 

Medical and Dental 2,657  55.51% 44.49% £31.78 £37.12 14.39% 

Nursing and Midwifery Registered 3,893  85.49% 14.51% £21.60 £22.36 3.42% 

Students 17  100.00% 0.00% £14.62   N/A 

Grand Total 12,668  72.48% 27.52% £21.11 £25.16 16.08% 
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Chart C – Gender pay gap by length of service  

  

Gender pay gap by age in chart D below demonstrates that the trust’s medical and dental 

workforce have a higher impact on gender pay gaps. 

Chart D - Gender Pay Gap by Age 

 

The gender pay gap in the trust can be attributed to the medical and dental and the 
administrative and clerical occupational staff groups. These are the areas of work where 
men are in larger proportion and in more senior higher paid positions.  
 
The reforms to the CEA scheme in 2018 mean that new awards have been more equally 
distributed, and not retained for longer than a year. However awards received under the old 
scheme and disproportionately to men will remain in payment, potentially until retirement and 
therefore influence the GPG for some years. 
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Within the administrative and clerical areas, the trust is aware of the ethnic minority 
representation at senior levels. These are been addressed within Workforce Race Equality 
(WRES) Action plan.  
 
3.0 Women’s staff network  
 
The women’s network is one of the four key staff networks in the trust. 
 
However, due to the COVID19 pandemic, there was limited virtual session held for staff, 
once the second surge is lifted this will be an area of focus to rally staff to identify the range 
of events they would like set up for the next 12 months.  
 
4.0 Conclusions  
 
The data highlights the trust’s gender pay gap remains mostly within the medical and dental 
and the administrative and clerical staff. These are the same issues identified in the previous 
GPG reports since 2017 up to date; the gender pay gap has increased from last year (mean 
15.74% (2019) to 16.08% (2020), median 10.51% (2019) to 12.72% (2020). 

 

 The trust implemented unconscious bias training for all the panellists on the local 

clinical excellence awards.  

 In senior administrative roles, the trust’s diverse interview panels continues to 

support the progress of ethnic minority staff into Bands 8a and above as part of the 

trust’s initiatives on WRES. 

 The trust is in the process of implementing more flexible working patterns that will 

support more women at work.  

 The trust will continue to develop its women’s network to engage in further 

discussions around supporting and improving applications from women into senior 

roles.  

 

5.0. Recommendation 

 The People Committee/GEC/LEC/EDI Task Force and Trust Board have noted the 

reporting requirements for GPG, approved the data for publication and noted the 

further actions to be taken by the trust to address gaps identified. The EDI Task 

Force will receive progress reports. 

 The Board’s discussion held on 24th March 2021 asked the Trust to focus on any 

active steps that can be taken to monitor opportunities for additional earnings and 

that these are promoted and potentially distributed in ways that help actively address 

the GPG e.g. making sure extra shifts or work are made available to all.  

 
 

 


