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Gender pay gap report 

1. Gender Pay Gap: introduction and legislative requirements 
The Equality Act 2010 (Specific Duties and Public Authorities) Regulations 2017 requires all 
public sector organisations with 250 or more employees to calculate and publish details of 
their gender pay gap (GPG). This must be published on the Trust’s website and the 
Government Equality Office website by 30th March 2018. The Trust must maintain 3 years of 
data on a rolling basis thereafter.  

The GPG is calculated comparing the average hourly pay of all men in an organisation in 
comparison to the average pay of all women in the same organisation.  

The objective of GPG reporting is to identify if there is disparity in earnings, bonuses, 
overtime etc. and the reasons for these.  

The GPG pay is not 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 may be 
influenced by other elements such as the ability to undertake work in overtime or premium 
time periods, the distribution of bonus payments, time taken out of employment etc. The 
GPG reflects the overall differences in pay received by men and women. 

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

• Publish its GPG data and a written statement on its public facing website; 
• Report its GPG 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 first snapshot date is 31st March 2017 and 31st March yearly thereafter. 
The data must be published within one year of the snap shot date ie by 30th March 
the following year. 
 

b. The gender pay data must contain the following: 

• Mean GPG in hourly pay 
• Median GPG in hourly pay  
• Mean bonus GPG  
• Median bonus GPG  
• Proportion of males and females receiving bonus payment 
• Proportion of males and females in each pay quartile. 

2. National overview  
The Office of National Statistics (ONS) publication on 17th January 2018 noted that the 
majority of the GPG in the UK cannot be explained just by differences between men and 
women and the types of jobs they do. There are many underlying factors that may cause 
differences including: average length of service, career breaks, family structures, education, 
childcare commitments and ability to work (eg in premium hours or overtime). The purpose 
of GPG reporting is to better understand the reasons for differentials and to establish 
barriers to reducing the GPG. National data suggests the following GPGs:  

• Median Public Sector gap – 13.1%  
• Median Private Sector gap – 15.9%  
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3. Overall gender pay gap in hourly rate  
The Royal Free London’s GPG data shows female employees earn a mean hourly average 
pay of 17.68% less than men. The median difference is 13.32%, see Table 1 below. This 
data is inclusive of all staff groups.  

Table 1: The overall GPG based on the basic hourly rate for all employees is as follows: 

 Male  Female  Pay Gap 
Percentage 

Mean hourly rate 
for all employees 

£23.61 £19.44 17.68% 

Median hourly rate 
for all employees  

£20.31 £17.60 13.32% 

 

Further analysis highlights variation in the rate of GPG within staff groups. The 
administrative and clerical (13.85%) and the medical and dental staff group (17.38%) have a 
higher differential than the Allied Health Professions groups e.g. Pharmacists, Psychologists 
etc. (-2.52%) and Additional Clinical Services (Healthcare support workers) (-1.79%) where 
the GPG is in favour of women. 

4. GPG for bonus payments  
All employees are paid under Agenda for Change (AfC) term and Conditions except medical 
and dental staff groups and some senior and very senior managers. The only staff group 
paid bonus payments are consultant medical staff, who receive Clinical Excellence Awards 
and Distinction Awards/Discretionary points. Table 2 below highlights a 22.13% mean pay 
gap overall for bonus payment. 

Table 2: The overall bonus payments for all employees are as follows: 

 Male  Female  Pay Gap 
Percentage 

Mean bonus 
amount (per 
annum) 

£13,834.46 £10,783.63 22.13% 

Median bonus 
amount (per 
annum)  

£11,934.00 £5,976.20 50.00% 

 

5. Proportion of male and female employees receiving bonus 
payments 
5.91% of male employees in the Trust receive bonus payment compared to 1.16% of all 
female employees - and these are solely medical staff (Table 3a). The CEA awards are 
determined locally in the Trust while national awards are determined nationally and funded 
by Department of Health. Table 3b below highlights the Trust has a higher proportion of men 
in its Consultant grade and that men receive a higher proportion of the CEA and 
discretionary point bonus payments. 

Table 3a: The proportion of male and female employees receiving bonus payment is as 
follows: 
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Gender Employees Paid 
Bonus  

Total relevant 
employees within a 
12 month period 

Percentage of 
employee receiving 
a bonus 

Female  94 8107 1.16% 
Male  178 3012 5.91% 
Table 3b: The proportion of male and female employees (consultants only) receiving bonus 
payment are as follows: 

Gender Employees Paid 
Bonus  

Total relevant 
employees within a 
12 month period 

Percentage of 
employee receiving 
a bonus 

Female  94 272 34.56% 
Male  178 390 45.64% 
 

6. Proportion of male and female employees in each pay quartile  
 
Female employees account for 74% of the total workforce and male employees accounting 
for 26%. Female employees are more likely to work in roles within the lowest quartile pay 
group.  
 
1st quartile represents the lowest paid while the 4th is the highest.  
  
Table 4: The proportion of male and female staff in each pay quartile 

Quartile  Female  Male   Female % Male%  
 

1  2019 748 72.97% 27.03% 
2  2211 572 79.45% 20.55% 
3  2097 621 77.15% 22.85% 
4  1774 1070 62.38% 37.62% 
 

7. Future action  
The Trust is committed to eliminating discrimination between men and women based on 
gender but also discrimination on the basis of race, ethnicity, sexuality, religion, nationality, 
age, disability etc. The GPG provides a useful analysis of differences in pay but the reasons 
for these needs to be further explored. Steps that may help reduce the GPG, and any 
differentials in pay identified between groups with other ‘protected characteristics’ will 
include: 

• Promoting opportunities for career progression and ensuring fairness in processes 
and procedures 

• Best recruitment practices to attract applicants from all backgrounds 
• Creating opportunities for all employees to progress 
• Challenge systems and mind-sets to ensure that they do not disadvantage women or 

other groups 
• Appropriate senior role models 
• Promoting flexible working and staff support 
• Review of the CEA process 
• Gender equality to continue to form an integral part of the Trust’s equality action 

plans. 
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It is proposed that a gender pay gap working group is established to develop further GPG 
analysis and recommend actions. 

8. Recommendations 
• The Trust Board and the Quality, Improvement and Leadership Committee are asked 

to approve the reporting requirements for Gender Pay Reporting and Trust 
supporting statement in appendix A and B to be published by 30th March 2018. 

• Note further actions to be taken by the Trust to address gaps identified. 
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Appendix A: Royal Free Group Gender Pay Gap Report (31st March 
2018) 
Standard  Male  Female  Pay Gap 

Percentage  
 

Mean hourly rate of pay (all 
employees) 
 

£23.61 £19.44 17.68% 

Median hourly rate of pay 
(all employees) 
 

£20.31 £17.60 13.32% 

Mean bonus pay per annum 
(the only bonuses paid at 
Royal Free Group are CEAs 
to Consultants) 

£13,834.46 £10,783.63 22.13% 

Median bonus pay per 
annum (the only bonuses 
paid at Royal Free Group 
are CEAs to Consultants) 

£11,934.00 £5,976.20 50.00% 

The proportion of male and 
female employees paid a 
bonus (all employees) 
 

5.91% 1.16%  

The proportion of male and 
female employees paid a 
bonus (Consultants only) 
 
 

45.64% 34.56%  

    
Proportion of male and 
female employees in each 
pay quartile  

Male  Female   

 
Quartile 1 (lower)  

27.03% 72.97%  

 
Quartile 2 (lower middle) 

20.55% 79.45%  

 
Quartile 3 (upper middle) 

22.85% 77.15%  

 
Quartile 4 (upper) 
 

 
37.62% 

 
62.38% 
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Appendix B - Royal Free London NHS Foundation Trust 

Gender Pay Gap Supporting Statement  
The Trust is committed to supporting an equitable and fair pay and reward system that 
recognises the contribution of all staff irrespective of gender. We will take steps through best 
recruitment practices to attract applicants from all backgrounds, create opportunities for all 
employees to progress once in employment, challenge systems, processes and mindsets to 
ensure that they do not disadvantage women or any other group. 

As an NHS trust, the Agenda for Change national pay system is in place for all staff except 
the medical and dental staff and senior manager occupational groups. Where any gender 
pay gap is identified, we will do further analytical work to better understand the data and 
engage all stakeholders on how we can take action to reduce it. 

The Trust’s bonus payments are solely paid only to medical staff and constitute the national 
and local elements paid from Clinical Excellence Awards (CEA) and Distinction Awards 
(DA). Over the years, the length of service of male consultants, the proportion in the 
workforce over time and that they are more likely to receive CEAs and DAs has led to 
gender pay gap in this staff group. Changes in the consultant workforce and more female 
consultants applying for these awards in the future will help to make a shift. Further work will 
be undertaken locally to raise and promote awareness of the CEA and DA processes to 
engage more female consultants in addressing this area of gender imbalance. 

Future action  
The Trust will ensure that gender equality is an integral part of its equality, diversity and 
inclusion action plan.  

We will particularly review our local CEA processes to ensure we focus on how to attract 
more female consultants to apply for CEAs. In addition, we will continue to roll out 
unconscious bias training to staff and managers in the Trust to help improve our employment 
practices.  

For and on behalf of Royal Free London NHS Foundation Trust  

 

David Grantham  

Group director of workforce and OD  
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