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	Executive summary containing key messages and issues

	Gender Pay Gap legislation requires all employers of 250 or more employees to publish their gender pay gap data annually. At Doncaster and Bassetlaw Teaching Hospitals NHS Foundation Trust we employ around 6296 staff in a range of roles, including administrative, medical, nursing, allied health and managerial roles.
The Trust uses the national job evaluation framework for Agenda for Change staff to determine appropriate pay bandings; this provides a clear process of paying employees equally for the same or equivalent work. Each grade has a set of pay points for annual progression, the longer period of time that someone has been in a grade the higher their salary is likely to be irrespective of their gender. 

It should be noted that gender pay gap reporting is different from equal pay which deals with the pay differences between men and women who carry out the same jobs, similar jobs or work of equal value. Whereas the gender pay gap shows the differences in the average pay between males and females and the regulations require both median and mean figures to be reported. 
· The median shows the mid-point salary of any sample, calculated through sorting the hourly rates from lowest to highest and calculating the middle value. 
· The mean is the overall average of the sample and therefore the overall figure can be influenced by any extremely high or low hourly rates of pay. 

It is therefore possible to have genuine pay equality but still have a significant gender pay gap.
From our data it is apparent that as an organisation with a total workforce of 6296 we employ 82% (5177) females and 1119 (18%) males.  
The following data table reflects our Gender Pay Gap across all staff of 36% which equates to £8.28 per hour based upon average hourly rates of pay. The median hourly rate of pay Gender pay gap is 26.6% which equates to £4.59 per hour.
Mean and Median gender pay gap in hourly rate

Gender

Avg. Hourly Rate

Median Hourly Rate

Male

22.8791

17.2181

Female

14.5924

12.6261

Difference

8.2867

4.5920

Pay Gap %

36.2197

26.6694

Agenda for Change Staff 
Quartile

Female

Male

Female %

Male %

1

1360.00

212.00

86.51%

13.49%

2

1366.00

207.00

86.84%

13.16%

3

1364.00

160.00

89.50%

10.50%

4

890.00

166.00

84.28%

15.72%

Agenda for Change Average & Median Hourly Rates
Gender

Avg. Hourly Rate

Median Hourly Rate

Male

14.7626

12.1558

Female

13.8571

12.1951

Difference

0.9055

0.0393

Pay Gap %

6.133632697

0.3225

The above table reflects that the gender pay gap for agenda for change staff at 6.13% much lower than that compared to all staff of 36.21%. 
Gender Pay Gap Medical and Dental 

The table below reflects the Medical and Dental average hourly rates and median hourly rates in which the average hourly rate gender pay gap is significantly less at 15.74% compared to the overall average hourly rate for the workforce of 36.21%.
Gender

Avg. Hourly Rate

Median Hourly Rate

Male

39.0470

39.2255

Female

32.8996

30.3367

Difference

6.1474

8.8888

Pay Gap %

15.7437

22.6607

Gender Pay Gap for Consultants 
Gender

Avg. Hourly Rate

Median Hourly Rate

Male

50.7790

48.7988

Female

46.6090

44.1352

Difference

4.1700

4.6637

Pay Gap %

8.2120

9.5570

The table above reflects the gender pay gap % for Consultants when comparing average hourly rates and median hourly rates. The gender pay gap for consultants based upon the hourly rate is 8.21% which is less than that of Medical and Dental staff at 15.74%.
Proportion of Males and Females receiving a bonus payment

Whilst technically all staff are relevant to receive bonuses the bonus in this instance refers to the Clinical Excellence Award (CEA) which is applied to Consultants only. This scheme is designed to recognise the exceptional contribution of doctors who find new and innovative ways of improving the quality and delivery of care, benefitting patients and saving NHS resources. 
Gender

Employees Paid Bonus

Total Relevant Employees

%

Female

24.00

5434.00

0.44

Male

96.00

1195.00

8.03

 Note the data for the bonus period is captured over 12 months and the total relevant employees is captured at a point in time March 31st 2019.  

From the above table it is evident that 24 (0.44%) females were in receipt of a CEA payment compared to 96 (8.03%) males.  
Mean and Median bonus gender pay gap

Gender

Avg. Pay

Median Pay

Male

10,966.15

7,791.35

Female

10,675.35

5,529.36

Difference

290.80

2,261.99

Pay Gap %

2.65

29.03

The CEA (bonus) average pay % pay gap is much closer between male and female at 2.65% equivalent to £290.80. Whereas the median bonus pay gap is greater at 29.03% equivalent to £2,261.99 in monetary terms.  This is attributed to more males in receipt of CEA and at a higher bonus value.  
Bonus comparison 18/19 

18/19 bonus comparison
Gender

Avg. Pay

Median Pay

Gender

Employees Paid Bonus

Total Relevant Employees

%

Male

-778.50

-207.75

Female

2.00

-68.00

0.04

Female

-1,984.69

-4,264.48

Male

16.00

-199.00

2.29

Difference

1,206.19

4,056.73

 

Pay Gap %

10.45

51.47

 

 

 

 

 

 

The table above reflects that when comparing 2018 to 2019 bonus payments the gender pay gap is 10.45% whilst the median bonus pay gap is much greater at 51.47%. In 2019 16 additional males and 2 additional females were in receipt of bonus payments compared to 2018.  
Narrative 
· Although males make up a lower proportion of the total workforce at DBTH (18%), just under half of them (46.2%) are paid in the top earnings quartile. 
· The agenda for change staff gender pay gap is 6.13%.
· There is a larger % gender pay gap between Medical and Dental staff 15.7% compared to consultants at 8.2%. 

· Males make up the vast majority of recipients of Clinical Excellence Awards (96 of 120 awarded). These bonuses are received by 8.3% of all males employed compared to 0.44% of women. The bonus payments will have the impact of inflating the average salaries. All the figures are based on net salaries and so many are further depressed by salary sacrifice schemes which, particularly in the case of childcare, tend to be absorbed by females. 

· There has been a small narrowing of the gender pay gap between male and female average hourly rate of -0.96 when comparing March 18 to March 19.

· There has been little movement in the mean and median rates between the reporting period 18 and 19. 

· When comparing 2018 to 2019 bonus payments the gender pay gap is 10.45. 
Gender Pay Gap Action Plan 
The actions below are designed to address areas raised in the Gender Pay Gap Report March 2019: 

· Through our approaches to agile/flexible working practices we wish to ensure females are encouraged and supported to apply to become Consultants and senior leaders. 
· Through our leadership development programmes, access to coaching and mentoring we want to inspire and encourage females to apply and take up senior leadership roles. 

· We are actively participating in the national work reviewing reasons for disparity in the achievement of Clinical Excellence Awards. 

· We will actively review our full staff survey results and staff engagement outputs to share ideas and feedback from women employed by the Trust to shape and inform our plans, strategies and policies.

	Key questions posed by the report

	Are we doing enough to close the Gender Pay Gap and are there any other actions that the organisation needs to take?


	How this report contributes to the delivery of the strategic objectives

	This report contributes to our vision to be the Safest Trust in England Outstanding in all we do and the delivery of our true north objectives. 


	How this report impacts on current risks or highlights new risks

	This report impacts upon finances of the Trust and the reputation of the organisation as a fair and inclusive employer. 


	Recommendation(s) and next steps

	The Board are asked to consider the Gender Pay Gap report and the associated action plan. Once the board have considered the report our Gender Pay Gap data will be published by 31st March 2020 on the Government website https://gender-pay-gap.service.gov.uk/  and on our DBTH Trust Internet site. 


Gender pay gap report 31st March 2019 – Published March 2020
1. Introduction 

Gender Pay Gap legislation requires all employers of 250 or more employees to publish their gender pay gap data annually.  Doncaster and Bassetlaw Teaching Hospitals NHS Foundation Trust employs around 6296 staff in a range of roles, including administrative, medical, nursing, allied health and managerial roles.  The Trust uses the national job evaluation framework for Agenda for Change staff to determine appropriate pay bandings; this provides a clear process of paying employees equally for the same or equivalent work.  Each grade has a set of pay points for annual progression, the longer period of time that someone has been in a grade the higher their salary is likely to be irrespective of their gender. 

It should be noted that gender pay gap reporting is different from equal pay which deals with the pay differences between men and women who carry out the same jobs, similar jobs or work of equal value.  It is prohibited under UK law to pay people unequally because they are a man or a woman.  The gender pay gap shows the differences in the average pay between males and females and the regulations require both median and mean figures to be reported.  The median shows the mid-point salary of any sample, calculated through sorting the hourly rates from lowest to highest and calculating the middle value.  The mean is the overall average of the sample and therefore the overall figure can be influenced by any extremely high or low hourly rates of pay. 

It is therefore possible to have genuine pay equality but still have a significant gender pay gap. 

On 31 March 2019, the Trust had 6296 staff, of whom 82.22% (5177) are female and 17.78% male (1119).  Although a low proportion of the total workforce at DBTH, nearly half of the men employed (46.2%) are paid in the top earnings quartile.  This is unsurprising, as men make up the vast majority of recipients of Clinical Excellence Awards (96 of 120 awarded). 

There has been discussions taking place to clarify the position regarding Clinical Excellence Awards and the classification of them as a bonus payment.  These bonuses received by 8.03% of all males employed – will inflate the average salaries.  All the figures are based on net salaries and so many are further depressed by salary sacrifice which, particularly in the case of childcare, tend to be absorbed by females. 

This bonus gender split is broadly consistent with most NHS Acute Trusts in England and Wales.  The data is based upon an NHS-wide gender pay reporting dashboard, developed by ESR, which allows the inclusion of any relevant bonus payments in the calculations 

2. NHS Pay Structure

The majority of DBTH staff work under the central NHS terms and conditions known as ‘Agenda for Change’.  These arrangements were introduced in 2004 with the express intention of avoiding pay inequalities.  Agenda for Change covers more than 1 million people and harmonises their pay scales and career progression arrangements across traditionally separate pay groups.  Staff are expected to move up the pay bands irrespective of gender. 

Medical and Dental staff have different sets of Terms and Conditions, depending on their seniority.  However, these too are set across a number of pay scales for basic pay, which have varying thresholds within them. 

3. Data Analysis – March 2019

The table below reflects the overall numbers of males and females in each quartile.  It is apparent from the table below that as an organisation with a total workforce of 6296 we employ 82% (5177) females and 1119 (18%) males.  

Proportion of Males and Females in each pay quartile 

	Quartile
	Female
	Male
	Female %
	Male %

	1
	1360.00
	212.00
	86.51
	13.49

	2
	1368.00
	207.00
	86.86
	13.14

	3
	1392.00
	183.00
	88.38
	11.62

	4
	1057.00
	517.00
	67.15
	32.85

	Totals 
	5177
	1119
	82.23%
	17.77%


Mean and Median gender pay gap in hourly rate

	Gender
	Avg. Hourly Rate
	Median Hourly Rate

	Male
	22.8791
	17.2181

	Female
	14.5924
	12.6261

	Difference
	8.2867
	4.5920

	Pay Gap %
	36.2197
	26.6694


The above table reflects the % pay gap between male and female employees based upon average hourly rates of pay.  Currently it reflects a 36.21% pay gap which equates to £8.28 per hour in favour of male employees.  There is less of a gap when comparing the median hourly rate of males and females of 26.6% which equates to £4.59 per hour. 
The table below reflects the agenda for change staff. 

	Quartile
	
	Female
	Male
	Female %
	Male %

	1
	
	1360.00
	212.00
	86.51%
	13.49%

	2
	
	1366.00
	207.00
	86.84%
	13.16%

	3
	
	1364.00
	160.00
	89.50%
	10.50%

	4
	
	890.00
	166.00
	84.28%
	15.72%


	Agenda for Change Average & Median Hourly Rates

	
	
	

	Gender
	Avg. Hourly Rate
	Median Hourly Rate

	Male
	14.7626
	12.1558

	Female
	13.8571
	12.1951

	Difference
	0.9055
	0.0393

	Pay Gap %
	6.133632697
	0.3225


The above table reflects that the gender pay gap for agenda for change staff at 6.13% much lower than that compared to all staff at 36.21%. 
Gender Pay Gap Medical and Dental 
The table below reflects the Medical and Dental average hourly rates and median hourly rates. 

	Gender
	Avg. Hourly Rate
	Median Hourly Rate

	Male
	39.0470
	39.2255

	Female
	32.8996
	30.3367

	Difference
	6.1474
	8.8888

	Pay Gap %
	15.7437
	22.6607


Consultants 
The table below reflects the number of Consultants in post as of March 2019 was 256. 
	Quartile
	Female
	Male
	Female %
	Male %

	4
	68.00
	188.00
	26.56%
	73.34%


Consultants Average Hourly Rate 

	Gender
	Avg. Hourly Rate
	Median Hourly Rate

	Male
	50.7790
	48.7988

	Female
	46.6090
	44.1352

	Difference
	4.1700
	4.6637

	Pay Gap %
	8.2120
	9.5570


The table above reflects the gender pay gap % for Consultants when comparing average hourly rates and median hourly rates. The gender pay gap for consultants based upon the hourly rate is 8.21%.

Proportion of Males and Females receiving a bonus payment

Whilst technically all staff are relevant to receive bonuses the Clinical Excellence Award is applied to Consultants only. 

	Gender
	Employees Paid Bonus
	Total Relevant Employees
	%

	Female
	24.00
	5434.00
	0.44

	Male
	96.00
	1195.00
	8.03


* Note the data for the bonus period is captured over 12 months and the total relevant employees is captured at a point in time March 31st 2019.  

From the above table it is evident that 24 (0.44%) females were in receipt of a bonus payment in terms of the Clinical Excellence Award as compared to 96 (8.03%) males.  

Mean and Median bonus gender pay gap

	Gender
	Avg. Pay
	Median Pay

	Male
	10,966.15
	7,791.35

	Female
	10,675.35
	5,529.36

	Difference
	290.80
	2,261.99

	Pay Gap %
	2.65
	29.03


The bonus average pay gap is much closer between male and female at 2.65% equivalent to £290.80. Whereas the median bonus pay gap is much greater at 29.03% equivalent to £2,261.99 in monetary terms.  This is attributed to more males in receipt of CEA and at a higher bonus value.  
The tables below compares the gender pay gap data from March 2018 to March 2019. This is a useful comparison to identify trends and changes over time. 
Previous year comparisons 
The table below shows how the trust has moved from last year’s report to the position at 31st March 2019

	Average & Median Hourly Rates
	 
	Number of employees (Q1 = Low, Q4 = High)

	Mar-18

	Gender
	Avg. Hourly Rate
	Median Hourly Rate
	 
	Quartile
	Female
	Male
	Female %
	Male %

	Male
	22.2479
	16.4327
	
	1
	1351.00
	217.00
	86.16
	13.84

	Female
	13.9741
	12.2077
	
	2
	1374.00
	194.00
	87.63
	12.37

	Difference
	8.2738
	4.2250
	
	3
	1389.00
	179.00
	88.58
	11.42

	Pay Gap %
	37.1892
	25.7111
	
	4
	1076.00
	492.00
	68.62
	31.38

	Mar-19

	Gender
	Avg. Hourly Rate
	Median Hourly Rate
	 
	Quartile
	Female
	Male
	Female %
	Male %

	Male
	22.8791
	17.2181
	
	1
	1360.00
	212.00
	86.51
	13.49

	Female
	14.5924
	12.6261
	
	2
	1368.00
	207.00
	86.86
	13.14

	Difference
	8.2867
	4.5920
	
	3
	1392.00
	183.00
	88.38
	11.62

	Pay Gap %
	36.2197
	26.6694
	
	4
	1057.00
	517.00
	67.15
	32.85

	18/19 comparison

	Gender
	Avg. Hourly Rate
	Median Hourly Rate
	 
	Quartile
	Female
	Male
	Female %
	Male %

	Male
	0.6312
	0.7854
	
	1
	9.00
	-5.00
	0.35
	-0.35

	Female
	0.6183
	0.4185
	
	2
	-6.00
	13.00
	-0.77
	0.77

	Difference
	0.0129
	0.3669
	
	3
	3.00
	4.00
	-0.20
	0.20

	Pay Gap %
	-0.9695
	0.9583
	
	4
	-19.00
	25.00
	-1.47
	1.47


Proportion of males and females receiving a bonus payment comparison 

	Mar 18 Bonus 

	Gender
	Avg. Pay
	Median Pay
	
	
	Gender
	Employees Paid Bonus
	Total Relevant Employees
	%

	Male
	11,744.65
	7,999.10
	
	
	Female
	22.00
	5502.00
	0.40

	Female
	12,660.04
	9,793.84
	
	
	Male
	80.00
	1394.00
	5.74

	Difference
	-915.39
	-1,794.74
	
	
	
	
	
	 

	Pay Gap %
	-7.79
	-22.44
	
	
	
	
	
	 

	Mar 19 bonus

	Gender
	Avg. Pay
	Median Pay
	
	
	Gender
	Employees Paid Bonus
	Total Relevant Employees
	%

	Male
	10,966.15
	7,791.35
	
	
	Female
	24.00
	5434.00
	0.44

	Female
	10,675.35
	5,529.36
	
	
	Male
	96.00
	1195.00
	8.03

	Difference
	290.80
	2,261.99
	
	
	
	
	
	 

	Pay Gap %
	2.65
	29.03
	
	
	
	
	
	 

	18/19 bonus comparison 

	Gender
	Avg. Pay
	Median Pay
	
	
	Gender
	Employees Paid Bonus
	Total Relevant Employees
	%

	Male
	-778.50
	-207.75
	
	
	Female
	2.00
	-68.00
	0.04

	Female
	-1,984.69
	-4,264.48
	
	
	Male
	16.00
	-199.00
	2.29

	Difference
	1,206.19
	4,056.73
	
	
	
	
	
	 

	Pay Gap %
	10.45
	51.47
	 
	 
	 
	 
	 
	 


4. Narrative 

· Although males make up a lower proportion of the total workforce at DBTH (18%), just under half of them (46.2%) are paid in the top earnings quartile. 

· There is a larger % gender pay gap between Medical and Dental staff 15.7% compared to consultants at 8.2%. 

· Males make up the vast majority of recipients of Clinical Excellence Awards (96 of 120 awarded). These bonuses are received by 8.3% of all males employed compared to 0.44% of women. The bonus payments will have the impact of inflating the average salaries. All the figures are based on net salaries and so many are further depressed by salary sacrifice schemes which, particularly in the case of childcare, tend to be absorbed by females. 

· There has been a small narrowing of the gender pay gap between male and female average hourly rate of -0.96 when comparing March 18 to March 19.

· There has been little movement in the mean and median rates between the reporting period 18 and 19. 

· When comparing 2018 to 2019 bonus payments in the gender pay gap is 10.45. In 2019 16 more males and 2 more females were in receipt of bonus payments compared to 2018.  

5. GENDER PAY GAP ACTION PLAN to address areas raised in the Gender Pay Gap Report March 2019  

· Through our approaches to agile/flexible working practices we wish to ensure females are encouraged and supported to apply to become Consultants and senior leaders. 

· Through our leadership development programmes, coaching and mentoring schemes we want to inspire and encourage females to apply and take up senior leadership roles. 

· We are actively participating in the national work reviewing reasons for disparity in the achievement of Clinical Excellence Awards. 

· We will actively review our full staff survey results and staff engagement outputs to share ideas and feedback from women employed by the Trust to shape and inform our plans, strategies and policies.
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