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1. INTRODUCTION 
 

From 2017, any organisation that has 250 or more employees must publish and report 
specified data about their gender pay gap. The gender pay gap is the difference between the 
average earnings of men and women, expressed relative to men’s earnings.  

 

The Trust must both: 

 publish their gender pay gap data and a written statement on their public-facing 
website 

 report their data to Government Online using the gender pay gap reporting service. 

 

This report fulfils our legal obligation to produce and comment upon the following data as 
regards our gender pay gap: mean gender pay gap, median gender pay gap, mean bonus 
gender pay gap (bonus refers to ACCEA1), median bonus gender pay gap, proportion of 
males and females receiving a bonus payment and proportion of males and females in each 
pay quartile. 

 

Other than for medical and dental staff (doctors) all jobs are evaluated using the national 
Agenda for Change (AfC) job evaluation scheme. This process evaluates the job and not the 
post holder and makes no reference to gender or any other personal characteristics of 
existing or potential job holders. Outside of the Executive Directors and a small number of 
other senior roles all remuneration is made in accordance with the AfC pay bands. 

 

The data in this report is based on a snapshot taken on 31st March 2019. 

 

Throughout this report, when data is labelled “2020” this refers to the year of publishing our 
gender paygap report (so the data is from 2019). Similarly, references to “2019” refer to the 
report, published in 2019, but using data from 2018. 

 

Because of the time delay in reporting, i.e. the gap between the submission of the report on 
31st March and the snapshot data uses being a year earlier, the data in this report will reflect 
any impact of the actions proposed in our report published in March 2018 (based on March 
2017 data). The actions formulated in our previous report were written in March 2019, so 
cannot, by definition, have affected the data used in this report, as this report’s data 
snapshot is from 31st March 2019.   

                                                
1
 “ACCEA” stands for Advisory Committee on Clinical Excellence Awards 
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2. EXECUTIVE SUMMARY 

 

Our performance against the relevant national benchmarks continues to be respectable, 
overall. 

 

Our headline gender paygap is smaller than both the median national average, for all 
employers and the hospital sector mean average. 

 

Due to structural issues within the pay system across the hospital sector, within the ACCEA 
system for consultants, gender inequality is greater than would be expected against any 
national benchmark measure to do with the mean average, or payment of bonuses. 

 

Since last year, our gender paygap has improved noticeably, by 2 % points against the 
mean average indicator, which we believe is linked to a higher proportion of female 
consultants and females performing more equitably with regard to consultant bonus pay 
(ACCEA). 

 

There has been a comparatively small increase in the gender paygap, using the median 
average indicator (0.6 % points) which may be linked to a slightly less favourable distribution 
of females across the pay quartiles and the Admin & Clerical pay bands.  

 

Testing of our snapshot data has shown that our overall gender paygaps continue to be 
driven by Admin & Clerical staff (due to a high proportion of females at Bands 2-4) and 
consultants (due to gender inequality within the bonus process). 
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3. REPORTABLE DATA 
 

The data shown below is that which has been uploaded to the Gender Pay Gap Reporting 
Service website. There is no opportunity to add explanatory text on the website but this 
report will be uploaded to the Trust website as part of the reporting requirements. 

 

Women's hourly rate is: 

     23.9% 
    LOWER 
    (mean) 

11.5% 
LOWER 
(median) 

Pay quartiles: 

 How many men and women are in each quarter of the employer's 
payroll. 

Top quartile 

 31.1% 
MEN 

68.9% 
WOMEN 

Upper middle quartile 

 18.9% 
MEN 

81.1% 
WOMEN 

Lower middle quartile 

 19.0% 
MEN 

81.0% 
WOMEN 

Lower quartile 

     20.4% 
    MEN 

79.6% 
WOMEN 

Women's bonus pay is: 

     41.3% 
    LOWER 
    (mean) 

36.7% 
LOWER 
(median) 

Who received bonus pay: 

     5.8% 
    OF MEN 

0.6% 
OF WOMEN 
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4. NATIONAL BENCHMARKING 
 

The table below shows our performance against the most recent official headline paygap 
benchmarking, for all employers, from ONS2: 

 Paygap based on median 
average 

Paygap based on mean 
average 

National benchmark (2018) 17.9% 17.1% 

Hospital sector (2018) 16.9% 26.8% 

RD&E (2019) 11.5% 23.9% 

 

The above benchmark is for “all employers”, as opposed to “large employers” (those with 
250+ employees) who are legally required to produce reports such as this one.  

 

Commentary 

The paygap based on the median average is the most reliable and widely used measure of 
gender pay equality. It is therefore particularly pleasing at our Trust compares well with the 
other official benchmarks, shown above, against this measure. 

When the paygap is measured using the mean average, this allows “outliers” at either end to 
distort the measure. That the hospital sector benchmark is so high above the national score 
for this criterion suggests that the hospital sector as a whole is vulnerable to such distortion. 
It is pleasing, however, that our own result compares well with the sector benchmark. 

  

                                                
2
 

https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/dataset
s/annualsurveyofhoursandearningsashegenderpaygaptables 
Accessed June 28, 2019 

https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/datasets/annualsurveyofhoursandearningsashegenderpaygaptables
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/datasets/annualsurveyofhoursandearningsashegenderpaygaptables
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5. COMPARISON WITH PREVIOUS YEARS 

 

Mean average  

 2018 2019 2020 
% change 
2019-2020 

% change 

2018-2020 

Male £17.00 £19.74 £19.89 1% +17% 

Female £12.69 £14.63 £15.12 3% +19% 

% difference 25.3% 25.9% 23.9% -2.0 % pts -1.4 % pts 

 

Median average 

 2018 2019 2020 
% change 
2019-2020 

% change 

2018-2020 

Male £11.48 £14.70 £15.00 2% 31% 

Female £10.92 £13.10 £13.28 1% 22% 

% difference 4.9% 10.9% 11.5% +0.6 % pts +6.6 % pts 

 

Quartiles  

Quartile 
2018 2019 2020 

% change 2019-
2020 (% pts) 

% change 

2018-2020 (% pts) 

Male Female Male Female Male Female Male Female Male Female 

Top  31.1% 68.9% 30.8% 69.2% 31.1% 68.9% 0.3% -0.3% 0% 0% 

Upper 
middle 

17.1% 82.9% 17.7% 82.3% 19.0% 81.0% 1.3% -1.3% 1.9% -1.9% 

Lower 
middle 

16.2% 83.8% 18.0% 82.0% 18.9% 81.1% 0.9% -0.9% 2.7% -2.7% 

Lower 24.5% 75.5% 20.8% 79.2% 20.4% 79.6% -0.4% 0.4% -4.1% +4.1% 

 

Bonus pay 

% receiving 
bonus pay 

2018 2019 2020 % change 
2019-2020 

% change 

2018-2020 

Male 6.5% 6.2% 5.8% -0.40% -0.7% 

Female 0.6% 0.6% 0.6% 0.00% 0% 

 

Bonus pay mean average 

 2018 2019 2020 
% change 
2019-2020 

% change 

2018-2020 

Male £12,743.89 £13,144.86 £12,587.88 -4.2% -1% 

Female £7233.74 £6,804.05 £7,383.63 8.5% 2% 

% difference 43.2% (lower) 48.2% (lower) 41.3% (lower) -6.9 % pts -1.9 % pts 
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Bonus pay median average 

 2018 2019 2020 % change 
2019-2020 

% change 

2018-2020 

Male £7,233.74 £9,040.50 £9,048.00 0.1% 25% 

Female £5967.20 £5,122.99 £5,730.36 11.9% -4% 

% difference 33.3% 43.3% 36.7% -6.9 % pts +3.4 % pts 

 

Commentary 

it is possible that our actions identified in the report published in 2018 (2017 snapshot) will 
have had some effect on the data taken between the 2018 snapshot and the 2019 snapshot, 
which is the basis of this report. 

In considering change over time we have therefore decided to focus on changes between 
the 2018 and 2019 snapshots, as this could be attributable to the actions we have been 
taking.  

Over the last year, we have seen a noticeable closing of the mean average gender paygap, 
which is 2 % points smaller, but a small increase (0.6 % points) in the median average. 

Given that the mean average takes into account changes at the extreme ends of the pay 
scale, we might expect that the improvement in this measure would be due to a lessening of 
gender inequality at either the higher end or the lower end of our payscales.  

In contrast, the median average is not affected so much by changes at the extreme ends, 
but rather more within the mainstream of our pay structures. 

The pleasing improvement in pay equality for females reflected in the mean average 
indicator could be linked to the following improvements in the consultant pay data, which 
affect those staff at the top end of the Trust’s pay structure: 

- there has been a fall in the proportion of males receiving bonus and of the mean 
average value of male bonus pay. 
Median average male bonus pay has remained stable, suggesting that the cutting 
back of male bonus pay has occurred at the higher end of the award values. 

- Both figures for the average value of female bonuses have risen. 
- The proportion of female consultants has risen by 2 % points (see section 7b). 

The marginal increase in the median average pay gap is likely to be driven by broader 
factors across the Trust and may be linked to the increase in the proportion of females in the 
lowest pay quartile and the small falls in the proportion of females in the remaining three pay 
quartiles. 
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6. SOURCES OF PAYGAPS  

 

In previous years, our highly detailed data analysis showed that our pay gaps were being 
driven from within the Admin & Clerical staff group and by the bonus pay (ACCEA) given to 
consultants. 

 

This year, we have tested the data to see if this is still the case by gauging the impact of 
excluding Admin & Clerical and consultant staff from our results. If the causes of our gender 
paygap are within these two staff groups, then we would expect our results to improve 
significantly by excluding them. That the exclusion of two such relatively small groups 
(Admin & Clerical are 22% of staff, consultants represent 5%) can make such a noticeable 
difference to our results is further confirmation that they are driving our gender paygap. 

 

a. Impact of excluding Admin & Clerical staff 

The table below shows the impact on the median average of excluding Admin & Clerical 
staff, as, previously, their exclusion had much more impact on the indicator using the median 
average than the indicator using the mean average. This was only to be expected, as the 
mean average is more sensitive to “outliers” and the median average will be shaped more by 
mid-earners, as Admin & Clerical staff tend to be. 

 

 RD&E All staff3 RD&E excluding Admin & Clerical 

Male 
hourly rate 

Female 
hourly rate 

Gap Male 
hourly rate 

Female 
hourly rate 

Gap 

Median 
average 

£15.03 £13.32 11.4% £15.15 £14.93 1.5% 

 

The impact is significant, with our gender paygap almost disappearing. 

 

b. Impact of excluding consultants 

The table below shows the impact of excluding consultants on our mean average gender 
paygap indicator, as last year their exclusion had much more impact on this indicator than on 
the one using the median average. Again, this was only to be expected, as the mean 
average is more sensitive to “outliers” and consultants are high earners. 

 

 RD&E All staff3 RD&E excluding consultants 

Male 
hourly rate 

Female 
hourly rate 

Gap Male 
hourly rate 

Female 
hourly rate 

Gap 

Mean 
average 

£20.23 £15.26 24.6% £15.81 £14.60 7.6% 

 

The impact is again significant, with the paygap reducing to less than half the national 
average. 

 

                                                
3
 The “All Staff” figures in this table do not exactly match those reported in section 3 because the 

method used in the source report (which is the one which allows us to remove various staff groups) is 
slightly different from the source data used in section 3. 
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7. PROGRESS WITHIN CRITICAL STAFF GROUPS 

 

The previous section has confirmed that Admin & Clerical and consultants remain our two 
critical staff groups, for addressing our gender pay gaps. 

 

a. Admin & Clerical 

Detailed analysis last year, suggested that the gender paygap within the Admin & Clerical 
staff group is driven by the relatively high proportion of females in the Bands 2-4. 

 

The table below shows that this remains broadly the case. 

 

There are, however, small changes in the last year in the female distribution across the pay 
bands. For example, there is a 2 % point increase in the number of females at Band 2, but a 
decrease at Bands 3-4 as well as Band 6+. 

 

Admin & 
Clerical staff 

Female (2010 
snapshot) 

Female (2018 
snapshot) 

Female (2019 
snapshot) 

No. % No. %4 No. %8 

Apprentices   6 75% 9 69% 

Band 1 14 88% 10 67% 11 69% 

Band 2 360 85% 382 84% 402 86% 

Band 3 259 94% 414 91% 439 89% 

Band 4 352 91% 307 88% 311 86% 

Band 5 101 64% 99 70% 114 70% 

Band 6 65 63% 70 60% 75 56% 

Band 7 37 61% 62 65% 80 63% 

Band 8+ 59 48% 93 58% 117 57% 

All bands 1247 81% 1464 81% 1618 79% 

 

b. Consultants 

The changes since last year have already been discussed in the sections on bonus pay.  

 

The table below suggests that gender inequalities as regards access to consultant jobs are 
improving, as the proportion of consultants who are female is increasing. 

This lends further support to the view that our attention on gender inequality within the 
consultant group needs to focus on the ACCEA process. 

 

Consultants Male Female Total % Female 

2010 193 64 257 25% 

2018 
(snapshot) 

230 107 337 32% 

                                                
4
 This is the % of all males and females out of the total number of people at each payband 
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2019 
(snapshot) 

314 161 475 34% 

 

  



12 
 

8. ACTION PLANNING 

 

The following actions were stated in our report published in 2018:  

 

a. Admin & Clerical 
- Ensure our existing career development initiatives, aimed at all staff, are particularly 

relevant for females within the Admin & Clerical staff group, working part-time, who 
may not hold degree level qualifications.  Whenever appropriate ensure that relevant 
experience is considered as an alternative to formal qualifications. 

Current initiatives already include offering specific careers guidance and advice, 
jobhunting skills and advice on career progression paths. The latter includes 
information as to the qualifications necessary for career progression and with 
particular emphasis on flexible, non-traditional methods of gaining qualifications. 

 

- Identify whether we can do more to promote flexible working options, job sharing and 
joint parental leave arrangements to staff, as all of these things have traditionally 
helped women progress their careers. 
All of these items were included in the Flexible Working Policy, when it was reviewed. 

David to confirm that even parental leave was included in this policy review. 

 

b. Medical & Dental 
- Promote positive action in the selection of female consultants during the selection 

process. 
David – did we do this? Note that the % of female consultants has increased, even if 
we have not done anything to encourage this. 
 

- Consult on reasons for the gender pay inequality, below consultant level. 

In response to informal consultation, the Trust has developed and introduced the 
SAS Doctors Automomous Practice Policy which will assist in developing SAS 
Doctors practice as part of the journey to become a Consultant.  

The Maternity Leave Policy has also been reviewed and updated and includes an 
extended section on the sharing of parental leave for Doctors in Training. This was in 
response to a nationally highlighted issue that Doctors in Training have been unable 
to access shared parental leave due to lack of service with each employer, caused 
by their requirement to rotate. The RD&E policy recognises their time in training and 
encourages the sharing of parental leave and will enable female doctors in training to 
make an earlier return to work and resume their career progression. 

 

Actions between publication of our 2108 report and this document: 

 

Since publication of the 2018 report (2017 snapshot) we encouraged female consultants to 
apply for ACCEA but this action had little impact when we last reported.  

We therefore secured agreement for any ACCEA payments made not to be paid 
proportionally to the whole time equivalent worked by the recipient, but paid at a flat rate, as 
it is believed that, given time, this will assist in reducing the gender paygap and also 
encourage more applications from part time employees (traditionally more likely to be 
female). 

It is therefore pleasing that the analysis in this report shows a lessening of the gender 
inequality within the ACCEA payments. . 
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Actions now intended: 

David to comment. 

Can we think of any more actions to improve the female distribution by pay band, among 
admin & clerical staff? Are we satisfied those already mentioned have been properly 
implemented? 

 


