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Gender Pay Gap Report 

Report for the year 2018-2019 
 

1. What is Gender Pay Gap Reporting?  

Effective of April 2017 gender pay reporting legislation requires employers with 250 or more 
employees to publish statutory calculations every year to demonstrate how large the pay gap is 
between their male and female employees.  The regulations that apply to public sector 
organisations (The Equality Act 2010 (Specific Duties and Public Authorities) Regulations 2017) 
require a snapshot of pay to be taken on 31st March 2018 with the data presented in line with six key 
indicators: 

 Average gender pay gap as a mean average 

 Average gender pay gap as a median average 

 Average bonus gender pay gap as a mean average 

 Average bonus gender pay gap as a median average  

 Proportion of males and females receiving a bonus payment  

 Proportion of males and females when divided into four quartile pay bands 

This report fulfils the Trust’s reporting requirements, analyses the figures in more detail and sets out 
what we are doing to close the gender pay gap in the organisation. 

2. How is Pay Gap reporting different to Equal Pay? 

The gender pay gap is different to equal pay.   Equal pay deals with the pay differences between 
men and women who carry out the same jobs or similar jobs or work of equal value. It is unlawful to 
pay people unequally because they are a man or a woman. 
 
The gender pay gap shows the difference in the average earnings between all men and women in 
an organisation.  
 
Our approach at UHNM supports the fair treatment and reward of all staff irrespective of gender or 
protected characteristic. This is in line with our Equality and Diversity Policy and our commitment to 
being and inclusive and equal pay employer. 

3. Methodology 

The statutory calculations have been undertaken using the national Electronic Staff Record (ESR) 
Business Intelligence standard report.   
 
Pay includes: full paid leave including annual, sickness, maternity, paternity, adoption or parental 
leave; bonus pay; area and other allowances; shift premium pay; pay for piecework. 
 
Pay does not include: overtime pay, expenses (payments made to reimburse expenditure wholly 
and necessarily incurred in the course of employment (e.g. mileage for use of vehicle); 
remuneration in lieu of leave, the value of salary sacrifice schemes, benefits in kind (e.g. child care 
vouchers); redundancy pay and tax credits. 
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Included in the data are all UHNM employees and workers. The Trust does use agency workers 
who count as part of the headcount of the agency company that provides them – not as part of this 
Trust. 

4. Gender Make-Up of the Trust 

UHNM is typical of any NHS Trust in that it has a higher number of females than males in its 
workforce.  From a total headcount of 10,722, 78% were female compared to 22% men. 
 

 
The representation of women in each staff group is detailed in the following chart: 
 

Staff Group Women Men Total 
%  

Women 

Additional Professional,  Scientific and 
Technical 

303 91 394 77% 

Additional Clinical Services 2075 376 2451 85% 

Administrative and Clerical 1658 351 2009 83% 

Allied Health Professionals 406 103 509 80% 

Estates and Ancillary 317 284 601 53% 

Healthcare Scientists 209 112 321 65% 

Medical and Dental 411 732 1143 36% 

Nursing and Midwifery Registered 2996 292 3288 91% 

Other/Blank 4 2 6 67% 

Grand Total 8379 2343 10722 78% 

 
5. Pay and Reward 

The majority of UHNM employees are remunerated according to Agenda for Change, which is the 
national pay system for all NHS staff, with the exception of doctors, dentists and most senior 
managers.  The Agenda for Change pay system was introduced in October 2004 to ensure that pay 
in the NHS was consistent with the requirements of equal pay law. 

Job evaluation is a key part of the Agenda for Change pay system.    Job evaluation enables jobs to 
be matched to national job profiles or allows trusts to evaluate jobs locally, to determine in which 
Agenda for Change pay grade (Band) a post should sit. Staff move through the pay range for their 
Band, therefore the longer time that someone has been in a Band, the more we would expect them 
to earn irrespective of gender. 

Female, 
78% 

Male, 
22% 
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The Trust works in line with Agenda for Change guidelines, with the majority of jobs evaluated 
against national profiles following the NHS Job Evaluation Handbook.  
 
Staff Side is involved in any decision on Agenda for Change pay and terms and conditions. The 
system ensures that staff members performing the same work receive the same pay regardless of 
protected characteristic.  

For Medical staff, NHS Employers negotiates nationally on behalf of employers with the NHS trade 
unions on national terms and conditions of service (TCS) and pay arrangements. 
 
For very senior managers (VSMs), there is a specific VSM pay framework. VSMs include: 

 Chief Executives  

 Executive Directors, with the exception of those who are eligible to be on the Consultant 
Contract by virtue of their qualification and the requirements of the post  

 Other senior managers with board level responsibility who report directly to the Chief 
Executive 

6. Our Gender Pay Gap Data 

It is important to note that the gender pay gap may vary by occupation, age group and even working 
patterns.  Data provided here is for the UHNM Trust as a whole and is a snapshot of the data as at 
31st March 2018. 

Explaining the Gender Pay gap: 

~ An organisation comprises 10 staff and 1 manager 
~ The 10 staff are 9 females and 1 male and they all earn exactly £50,000 per year so they are all on equal pay 
~ The manager, who is a man, earns £100,000 per year 
~ The average salary for women in this organisation is £50,000 
~ The average salary for men is (£50,000 + £100,000 / 2) = £75,000 

~ The gender pay gap is therefore £25,000 or 50% 

 
6.1. Average Gender Pay Gap as a Mean Average 

The mean gender pay gap in hourly pay is the difference in average hourly rates of pay that male 
and female employees receive.  It is calculated by adding together the hourly rates of all male or 
female full-pay and dividing this by the number of male or female employees.  The gap is calculated 
by subtracting the results for females from results for males and dividing by the mean hourly rate for 
males.  This number is multiplied by 100 to give a percentage. 
 

Gender Avg. Hourly Rate £ 

Male 20.9551 

Female 15.0765 

Difference 5.8786 

Pay Gap % 28.05% 
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6.2. Average Gender Pay Gap as a Median Average 

The median gender pay gap shows the difference in the midpoints of the ranges of hourly rates of 
pay for men and women.   The individual hourly rates of pay are ordered from lowest to highest and 
the middle value is compared. 
 

Gender Median Hourly Rate  £ 

Male 15.1508 

Female 13.5848 

Difference 1.5660 

Pay Gap % 10.34% 

 
6.3 Mean Gender Pay Bonus Gap 

The mean gender bonus gap is the difference in the average bonus payment that male and female 
employees receive.  It is calculated by adding together bonus payments for all male or female 
employees and dividing by the number of male or female employees.  The gap is calculated by 
subtracting the results for females from results for men and dividing by the mean hourly rate for 
men.  This number is multiplied by 100 to give a percentage. 
 

Gender Average Pay £ 

Male 12,023.79 

Female 11,849.70 

Difference 174.09 

Pay Gap % 1.45% 

 
6.4 Median Gender Pay Bonus Gap 

 
The median gender bonus gap is calculated by arranging the bonus payments of all male or female 
employees from highest to lowest and find the point that is in the middle of the range.   
 

Gender Median Pay £ 

Male 9,040.50 

Female 8,936.92 

Difference 103.58 

Pay Gap % 1.15% 

 
6.5 Proportion of Males and Females Receiving a Bonus Payment  

The proportion of male and females receiving a bonus payment is established from the total males 
and females receiving a bonus payment divided by the number of relevant employees.    The 
percentage of men and women who received bonus pay in the 12 months ending 31st March 2018 
was: 
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Gender Employees Paid 
Bonus 

Total Relevant 
Employees 

% 

Female 44 9361 0.47% 

Male 183 2719 6.73% 

 
The reference to bonus payments relates only to Clinical Excellence Award (CEA) payments made 
to eligible Medical Consultant Staff. 
 
Clinical Excellence Awards recognise and reward NHS consultant medical staff who perform ‘over 
and above’ the standard expected of their role and who can demonstrate achievements in 
developing and delivering high quality care, and commitment to the continuous improvement of the 
NHS. 

 The national Clinical Excellence Awards Scheme is administered by the Advisory Committee on 
Clinical Excellence Awards (ACCEA), a non-departmental public body, who issue guidance and 
detailed criteria against which applications are assessed.  The local scheme is administered by 
the Trust 

 The Awards have to be applied for 

 The Awards comprise elements awarded Nationally and/or locally 

Clinical Excellence Awards are made in accordance with National Terms and Conditions, regardless 
of gender. 
 
The percentage of men and women who received bonus pay in the 12 months ending 31st March 
2018 relates to male/female Consultant Medical staff as a proportion of all the male/female Trust 
staff.   However, of all the female Consultant staff (127), 34.64% received a CEA  when they make 
up 25.86% of the consultant medical workforce and of all the male Consultant staff (364), 50.27% 
received a CEA, when they make up 74.13% of the consultant medical workforce.  
 

6.6 Proportion of Males and Females When Divided into Quartile Pay Bands 

This is the percentage of male and female employees in four quartile pay quartiles from highest to 
lowest (i.e. dividing our workforce into four equal parts): 
 

 

80.93% 

80.18% 

84.23% 

66.35% 

Lower

Lower Middle

Middle Upper

Upper

Proportion of Women in Each Pay Quartile 

Female %

Male %
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7. Key Points: 
 

 The UHNM average gender pay gap as a mean average is 28.05% and a median average of 
10.34%. 
 

 We believe that the increase in the mean average gender pay gap from 2.13% in 2017 to 
28.05% in 2018 is linked to our nursing bank rates which were increased in 2017 to support 
the Trusts recruitment strategy and respond to market forces.  These rates have now been 
rebased in line with the payments in place prior to 2017.          
 

 As an organisation we are confident that our gender pay gap is not a pay issue because of 
the robust national remuneration structures in place.   
 

 Our analysis indicates that our pay gap is driven by the structure of our workforce, and is 
impacted by the ‘Medical and Dental’ Staff group made up of clinicians.  This staff group is in 
the upper quartile of paid employees and has a higher proportion of male employees (64% 
male and 36% female)  
 

 Only Consultant medical staff receive pay that is classified as bonus pay (CEA’s).  This 
group has a significantly different gender split when compared to the Trust as a whole. 
 

8. Why we have a Pay Gap 

Although our workforce is predominantly female, there is a greater proportion of men in the upper 
pay quartiles compared with lower pay quartiles, and a greater proportion of women in the lower pay 
quartiles compared with the upper pay quartiles, and this has an impact on our gender pay gap.  
 
Having a predominantly female workforce means that even small fluctuations can have a significant 
impact on our gender pay gap. 

9. Activity Taken to Support Gender Equality: 
 

 UHNM actively promotes careers and roles within UHNM and the wider NHS to our local 
population through our Widening Participation strategy and this includes breaking down 
traditional stereotypes and demonstrating female role models 

 Ensure the consistent application of Agenda for Change job evaluation rules through the job 
evaluation process including consistency panels 

 Use a structured approach to shortlisting and interviews with agreed criteria to reduce bias in 
the recruitment process 

 We actively promote and publicise our commitment to flexible working options for all staff 
and through the provision of a range of family friendly policies and benefits including shared 
parental leave and paternity leave 

 Launched our Connects Leadership Development Programme for clinical and non-clinical 
aspiring senior leaders 

 Trained a cohort of ILM Level 5 trained coaches to provide career coaching 

 Demonstrated through our inclusive recruitment strategy a range of women role models in 
various medical, clinical and non-clinical roles 

 Introducing a Personal Development Review process which by using the Maximising 
Potential Tool provides an inclusive approach to identifying talent 

 Reviewed our CEA process to ensure that there are no barriers to women applying and that 
processes are fair 

 Implemented a Values Based approach into our recruitment processes 

 Included awareness of unconscious bias in our recruitment training 
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10. Our Action Plan Work on Eradicating the Gender Pay Gap: 

The information from this gender pay gap audit will be used to help understand any underlying 
causes for the gender pay gap so that the Trust can take suitable steps to minimise it.  We are 
prioritising the following areas for action:  

1. Evening out the gender balance, through examining the gender balance in our organisation 
using our structures, job types and departments to identify barriers to progression, or where 
women may be unable to progress 

2. We will review if there is a gender imbalance in our promotions by looking at the proportion 
of women from a given job band or role applying for promotions, being shortlisted and 
selected from promotion.  We know that to avoid gender imbalances men and women need 
to apply for promotion in proportions that match the men and women at grades below 

3. Implement an inclusive Talent Management Strategy  
4. Review if men and women are leaving the organisation at different rates and if so, 

understanding the reasons behind this 

This report must be published on both the UHNM website and on a designated government website 
at www.gov.uk/genderpaygap 


