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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 2023/2024 must be published by 31 March 2025. The gender pay gap for the Trust has been published for 2022/2023 and our information/report can be found at https://gender-pay-gap.service.gov.uk/EmployerReport/AjJrHncG/2023
This paper sets out the results of the Trust gender pay audits for 2022/23 and includes the latest data available for March 2024 and includes an action plan to address improvements.
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 improvement and developmental. 
The Trust employed just over 5100 staff at March 2024, and this is the figure the percentages below are based upon. 
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2.1 Workforce Profile by Gender 

Table1- Staff in post by gender and care group
	Care Group/Medical
	Female
	Male
	Total

	Barnsley Physical Health and Wellbeing
	706
	90
	796

	Children, Young People, and Families
	448
	37
	485

	Forensic Services
	304
	132
	436

	Learning Disabilities and Adult ASD and ADHD
	176
	43
	219

	Mental Health
	1750
	414
	2164

	Support Services
	612
	231
	843

	Medical and Dental
	76
	114
	190

	Total
	4072
	1061
	5133


The results show that female staff account for 4 out of 5 of Trust staff as of March 2024.
Barnsley Physical Health and Wellbeing and Children, Young People and Families have significantly fewer male staff compared to female staff.  Females make up 9 out of 10 staff in these care groups. 
Medical staff is the group with the highest proportion of males.  Males account for 60% of the medical workforce.    This trend is expected to change over time as there is now a higher proportion of females studying medicine.
2.2 Gender profile Agenda for Change bands

Table 3 below shows the numbers by staff by pay band.  The columns on the right show these staff as a percentage of the workforce for that gender.  For example, band 2 accounts for 10.76% of the female workforce and 10.27% of the male workforce.
Table 2 - Pay band by gender
	Band
	Female
	Male
	
	Female %
	Male %

	Band 1
	1
	3
	
	0.02%
	0.28%

	Band 2
	438
	109
	
	10.76%
	10.27%

	Band 3
	865
	180
	
	21.24%
	16.97%

	Band 4
	371
	86
	
	9.11%
	8.11%

	Band 5
	636
	124
	
	15.62%
	11.69%

	Band 6
	891
	200
	
	21.88%
	18.85%

	Band 7
	486
	136
	
	11.94%
	12.82%

	Band 8A
	186
	64
	
	4.57%
	6.03%

	Band 8B
	77
	24
	
	1.89%
	2.26%

	Band 8C
	28
	11
	
	0.69%
	1.04%

	Band 8D
	14
	5
	
	0.34%
	0.47%

	Band 9
	1
	
	
	0.02%
	0.00%

	Medical
	76
	114
	
	1.87%
	10.74%

	Directors
	2
	5
	
	0.05%
	0.47%

	Total
	4,072
	1,061
	
	100.00%
	100.00%


By grouping these bands as below we can see that males and females are in the same proption at bands 1 to 4 and bands 5 to 7.   However, at higher salary levels, males make up a bigger propotion of the workforce.  
Table 3 - Number of females and males by grouped band

	Band Range
	Female
	Male

	Band 1 to 4
	1675
	378

	Band 5 to 7
	2013
	460

	Band 8+/Medical/Other
	384
	223


Table 4 is the same information as table 3 but this time it is shown by percentage
Table 4 - Percentage of females and males by grouped band

	Band Range
	Female
	Male

	Band 1 to 4
	81.6%
	18.4%

	Band 5 to 7
	81.4%
	18.6%

	Band 8+/Medical/Other
	63.3%
	36.7%


2.3 Average Hourly Rate by Gender
This table shows the gender pay gap based on average and median hourly rates of pay.  These are the figures published at a national level.  
Table 5 – Average & Median Hourly Rates compared to last year
	Gender
	Average Hourly Rate (2024)
	Median Hourly Rate (2024)
	
	Average Hourly Rate (2023)
	Average Hourly Rate (2023)

	Male
	£21.91
	£18.62
	
	£21.19
	£17.78

	Female
	£18.44
	£17.00
	
	£17.56
	£16.65

	Difference
	£3.47
	£1.62
	
	£3.63
	£1.14

	Pay Gap %
	15.83%
	8.69%
	
	17.12%
	6.40%


Due to more females in lower banded posts this provides some explanation for the difference in rates. 
2.4 Pay Quartiles by Gender
These tables show the distribution of staff in each quartile for 2023 and 2024.
Table 6a - Pay Quartiles by Gender 2024
	Quartile
	Female
	Male
	Female %
	Male %

	Lower Quartile
	1158
	213
	84.46%
	15.54%

	Lower Middle Quartile
	1044
	327
	76.15%
	23.85%

	Upper Middle Quartile
	1057
	280
	79.06%
	20.94%

	Upper Quartile
	986
	420
	70.13%
	29.87%


Table 6b - Pay Quartiles by Gender 2023

	Quartile
	Female
	Male
	Female %
	Male %

	Lower Quartile
	1067
	191
	84.82
	15.18

	Lower Middle Quartile
	920
	267
	77.51
	22.49

	Upper Middle Quartile
	1022
	251
	80.28
	19.72

	Upper Quartile
	928
	390
	70.41
	29.59


This chart shows the average hourly pay gap by year.  This shows that the pay gap is narrowing over time.
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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 three 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. A new consultant contract has recently been agreed in March 2024 which removes the non-consolidated local clinical excellence awards from 1 April 2024. Existing consolidated clinical excellence awards will be protected, so over time these awards will cease this will reduce the gap but may take several years for the Trust to see the effect. 

Table 7a – number of staff receiving bonus (23/24)


Table 7b – number of staff receiving bonus (22/23)
	Gender
	Average Bonus 2023/24
	Median Bonus 2023/24
	
	Gender
	Average Bonus 2022/23
	Median Bonus 2022/23

	Male
	£8,255
	£5,514
	
	Male
	£7,683
	£4,302

	Female
	£6,946
	£5,514
	
	Female
	£6,100
	£4,302

	Difference
	£1,309
	£0
	
	Difference
	£1,583
	£0

	Pay Gap %
	15.9%
	0.00
	
	Pay Gap %
	20.6%
	0.0%


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

Table 8a – Bonus Payment 2023/24 


Table 8b – Bonus Payment 2023/24
(ie clinical excellence awards)
 


(ie clinical excellence awards)
	Gender
	Employees Paid Bonus
	Total Relevant Employees
	%
	
	Gender
	Employees Paid Bonus
	Total Relevant Employees
	%

	Female
	22
	4,601
	0.5%
	
	Female
	23
	4,257
	0.5%

	Male
	58
	1,336
	4.3%
	
	Male
	50
	1,192
	4.2%


3 Action/Improvement Plan 
	Action
	Progress
	Lead
	Timescale

	Ensure that development opportunities, eg acting up and secondments, wherever reasonable possible, are offered in a fair and transparent way in line with our Trust values. 


	Inclusive Recruitment Group established to develop the infrastructure and process.

Vacancy Review Group in place which will review all recruitment opportunities
	RB
	Vacancy Review Group in place from mid-April – with ongoing review.

	Recruitment Training & Selection includes link to gender bias decoder (eg improving inclusive language in advertising, awareness of masculine-language, etc)

	Training being reviewed as part of inclusive recruitment group work 
	MG/IH
	Review by Q2 

	Continually raise awareness of flexible working opportunities
	Updated Policy to meet day 1 requests for flexible working.

Provided webinars on partial and flexible retirement.

Rolling out e-Rostering to support self-rostering
	JM/RM
	Review of flexible working to be included in People delivery plan for 24/25

	Develop opportunities to support women in leadership to create high impact mentoring relationships and role modelling (e.g. mentoring circles, 1:1 support, networking
	Coaching and mentoring strategy under development 
	NF/PE Team
	To be included in People delivery plan for 24/25

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


	Included in Nursing Strategy 
	DT/Deputy Director
	Ongoing review and will be part of Long-term Strategic Workforce Plan

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


	Menopause group established and continue to link with any national initiatives 
	HW/JO
	Actions are monitored as part of the annual EDS2022 reporting

	Align with the emerging NHSE talent resources and framework following the Messenger report
	New management programme being delivered in 2024/25 and will be evaluated 
	NB
	Ongoing from April 24 
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