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1. Introduction 
The Trust is mandated by the government to undertake a gender pay audit annually. The requirements of the mandate within the Equality Act 2010 (Gender Pay Gap Information) Regulations 2017, are to publish information relating to pay for specific measures.
The Trust is required to undertake a gender pay audit which must be published on the 31 March of the following year. This means the gender pay audit for 2021/2022 must be published by 31 March 2023. 
The People and Remuneration Committee (PRC) at the meeting on 21st March will be presented with the 2021/2022 gender pay audits. 
This paper sets out the results of the Trust gender pay audit and includes a developmental action plan which will be shared with Staff Side and the Staff Equality Networks. 
The nature of the pay arrangements in the NHS, many of the terms and conditions are nationally determined and very prescriptive, means that there is very little we can do on structural pay changes. The focus of the plan in the main is therefore developmental. 
The Trust employed just over 4600 staff during the reporting period, and this is the figure the percentages below are based upon. 

2. Gender Pay Audit

2.1 Workforce Profile by Gender 

Table1- Staff in post by gender and area (excluding medical staff)
	Area /
Gender
	Barnsley
	Calderdale

and Kirklees
	Wakefield
	Forensic Service
	CAMHS BDU
	Inpatient

Services
	Support Services

	Female
	1,043
	713
	314
	471
	317
	260
	552

	Male
	178
	188
	77
	188
	43
	90
	211

	Grand Total
	1221
	901
	391
	659
	360
	350
	763


Table 2 – Total staff by gender (excluding medical staff)

	
	Male
	Female
	Total Staff

	Headcount
	975
	3670
	4645


The results show that female staff make up over three quarters of Trust staff as of March 2022.
Barnsley and CAMHS BDU have significantly fewer male staff compared to female staff, while Support services have more male staff compared to any other BDU. 
Its important to note, as of December 2022 the Trust BDUs are now known as Care Groups. 
2.2 Gender profile Agenda for Change bands

Table 3 - Pay band by gender

	Pay Band
	Female
	Male
	Grand Total

	Band 1
	
	2
0.04%
	2
0.04%

	Band 2
	472
10.16%
	107
2.30%
	579
12.47%

	Band 3
	780
16.79%
	169
3.64%
	949
20.43%

	Band 4
	312
6.72%
	87
1.87%
	399
8.59%

	Band 5
	562
12.10%
	107
2.30%
	669
14.4%

	Band 6
	831
17.89%
	185
3.98%
	1016
21.87%

	Band 7
	397
8.55%
	116
2.50%
	513
11.04%

	Band 8a
	162
3.49%
	57
1.23%
	219
4.71%

	Band 8b
	48
1.03%
	22
0.47%
	70
1.51%

	Band 8c
	22
0.47%
	10
0.22%
	32
0.69%

	Band 8d
	12
0.26%
	6
0.13%
	18
0.39%

	Band 9
	0.00%
	1
0.02%
	1
0.02%

	Medical
	86

1.46%
	101

2.17%
	169

3.64%

	Not AfC
	4
0.03%
	5
0.11%
	9
0.19%

	Grand Total
	3,670
79.01%
	975
20.99%
	4,645
100.00%


The Trust’s female to male split is 79.01%/20.99% (including medical staff). 

Although the Trust can no longer recruit into band 1, our current band 1 staff have been consulted and wish to remain on this pay band.
2.3 Average Hourly Rate by Gender

Table 4 – Average & Median Hourly Rates
	Gender
	Avg. Hourly Rate
	Median Hourly Rate

	Male
	£20.39
	£16.85

	Female
	£16.72
	£15.74

	Difference
	£3.66
	£1.11

	Pay Gap %
	17.96%
	6.57%


Due to more females in lower banded posts this provides some explanation for the difference in rates. 
2.4 Pay Quartiles by Gender
 Number of employees | Q1 = Low, Q4 = High

Table 5- Pay Quartiles by Gender

	Quartiles
	Female
	Male
	Female %
	Male %

	1 Lower
	1,500
	210
	82.72
	17.28

	2 Lower
Middle
	938
	251
	78.89
	21.11

	3 Lower
Middle
	994
	206
	82.83
	17.17

	4 Upper
	856
	401
	68.10
	31.90


In this Trust, women occupy 68.1% of the highest paid jobs and 82.7% of the lowest paid jobs.
2.5 Bonus Payment by Gender

The Trust operates a Clinical Excellence Award scheme for Medical Consultants in line with national terms and conditions. The scheme is designed to promote and reward clinical excellence. Under the statutory reporting arrangements, this is considered a bonus payment. The scheme is only open to consultant medical staff. Over the last two years, the national guidance has been to distribute the awards as an equal payment across all eligible consultants which has resulted in increasing the gender pay gap. 
Table 6 – number of staff receiving bonus 
	Gender
	Employees Paid Bonus
	Total Relevant Employees
	%

	Female
	6.00
	4096.00
	0.15

	Male
	20.00
	1167.00
	1.71


The average and median clinical excellence awards (bonus payment) are:

Table 7 – Bonus Payment 2021-2022 (ie clinical excellence awards)
	Gender 
	Avg. Pay
	Median Pay 

	Male
	£9,332
	£6,032

	Female
	£8,016
	£3,569

	Difference
	£1,316
	£2,463

	Pay Gap %
	14.10%
	40.83%


In this organisation, median bonus pay for women is 40.8% lower than men’s. When comparing mean (average) bonus pay, women’s mean bonus pay is 14.1% lower than men’s.
3. Action Plan 
To address the Trust current gender pay gap, the following action plans are in place; 

· Ensure all senior appointments have input from the Staff Equality Networks.

· Review the Trust’s flexible working arrangements and ensure all roles including senior roles are advertised with the potential for flexible working, unless there are exceptional circumstances 

· Ensure that development opportunities e.g. acting up and secondments, wherever reasonable possible, are offered in a fair and transparent way. 

· Development of Career pathways for Nursing and Allied Health Professionals which supports flexible working and return to practice

· Develop opportunities to support women in leadership to create high impact mentoring relationships and role modelling (e.g. mentoring circles, 1:1 support, networking)  
· Review the Trust’s talent management approach and ensure equitable access to development, career pathways and support
· Develop a new local agreement to manage the awarding of clinical excellence awards which is fair, transparent, and actively encourages female staff to apply
· Strengthen recruitment processes and hiring practices to remove gender bias (e.g., language and visual representation in advertising, role profiles etc) 

· Continue to support women’s health in the workplace including pregnancy, wellbeing in peri/menopause

· Promote and encourage access to staff networks 

· Continue to monitor gender equality data as part of the Trust’s quarterly equality report.
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