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Introduction 

Welcome to our Gender Pay Gap report for March 2021.
Bridgewater’s overarching mission is to improve local health and wellbeing in the communities we serve. To do this we need to ensure our workforce is diverse, inclusive, talented, engaged, supported, and recognised for the valuable work they do every day.

Our mission is underpinned by our PEOPLE values:

· Person centred

· Encouraging innovation

· Open and honest

· Professional

· Locally led

· Efficient
And by our five strategic objectives, one of which is to actively promote equality, diversity, and inclusion by creating the conditions that enable compassion and inclusivity to thrive.
Gender equity is an important part of creating and retaining the workforce we need to achieve our mission, and we work to consider and understand gender equity and barriers to this at every stage of the workforce journey.
Since 2017 Gender Pay Gap legislation has required all employers with more than 250 staff to publish annual information on the pay gap between their male and female staff. For public sector organisations such as the NHS the snapshot date for data capture is 31 March. 

The Gender Pay Gap regulations require a number of figures to be reported:

· Mean (average) gender pay gap in hourly ordinary pay

· Median (middle) gender pay gap in hourly ordinary pay

· Mean (average) gender pay gap in bonus pay

· Median (middle) gender pay gap in bonus pay

· Proportion of men and women in each pay quartile

· Proportion of men and women receiving bonus pay

Ordinary pay includes basic pay, allowances, and enhanced and special duties pay. It doesn’t include any type of bonus pay. For this calculation just the snapshot date is used, so if staff were not paid for any reason (career break or statutory sick or maternity pay for example) on 31 March they are not included.

Bonus pay in Bridgewater is Clinical Excellence Awards; a national scheme for Consultants that recognises contribution to high quality care and service improvement and innovation. The relevant dates for bonus pay is full year, so in this report 1 April 2020 to 31 March 2021.
It is important to recognise that the gender pay gap is not the same as equal pay. Equal Pay legislation relates to unequal pay, a difference in pay between a man and a woman, or a group of men and a group of women, doing the same or a similar job (or a job of equal value) – unequal pay is unlawful. 
The gender pay gap shows the difference in average pay of all men and all women employed by an organisation – everyone, in every role. It is possible to have equal pay within an organisation while still having a gender pay gap, however it should be noted that a particularly large gender pay gap can indicate issues to deal with in an organisation.
You will find in our report an overview of our March 2021 results along with some further information and analysis, and the link to our Trust action plan and wider work for equality, diversity, and inclusion.

Thank you for taking the time to read our gender pay gap report. Should you have any queries or questions or if you would like to request the contents of this report in another language or format, please contact our Equality & Inclusion Manager in the first instance, details below.
Paula Woods (Director of People and Organisational Development)
Ruth Besford (Equality & Inclusion Manager)

ruth.besford@nhs.net 
Executive Summary

As an employer we are committed to ensuring that our pay practices are transparent, fair, and equitable.
As a Trust we operate the national NHS job evaluation pay scheme, and terms and conditions of service. Relevant roles in Bridgewater are placed within one of these agreed pay grades, with grades being determined based on level of responsibility, qualification, and experience required to effectively undertake the job. Progression for all staff in Agenda for Change pay bands from 2021 is through the nationally agreed pay step progression process which we have equality impact assessed internally.  We also operate Medical and Dental pay and terms. 

We work closely with our Staff-side colleagues to ensure the schemes are implemented fairly and consistently at every stage of employment.
This report details our headline gender pay gap figures as at 31 March 2021 with a brief analysis and narrative of our understanding of the drivers for these results, and a review of progress since March 2019.  It can be seen that the overall percentages of female and male staff have remained largely the same over three years of reporting. There have been small changes but not significant.
We feel it is important before we begin to detail our results to state that while the national reporting mandate for the gender pay gap is for the binary norm of male and female, we recognise that not all staff will identify within these confines. We are working to engage with these staff, to listen to their lived experience so that we can ensure the employment experience we provide is equitable, and that they feel supported, valued, and included within the team that is Bridgewater.
Pay Infrastructures

A point to note is that where staff are positioned within the national pay scales is based on length of service and experience.  Jobs may be rated as equivalent by banding and have staff within the same job role at different points of the pay spine.  By its very nature, this will result in pay differentials and differences in hourly rates.
Proportion of men and women in each quartile – ordinary pay
More details are given from page 6 of this report, but briefly, we employed 1,680 relevant staff as at 31 March 2021. The gender split was 90.65% female, 9.35% male. 
For gender pay gap calculations all staff are split into pay quartiles based on hourly rate of pay, four quartiles for male staff and four for female staff.

In March 2021 men were over-represented in quartiles 1, and significantly quartile 4 compared to the average for all four quartiles, with women correspondingly under-represented slightly in these two quartiles. 
Our data indicates that this is based on role type, with roles in quartile 1 covering administrative roles, apprenticeships, and healthcare support worker positions, but importantly for male representation some roles where men are more likely to be seen in post such as posts in the Trust’s Wheelchair and Community Equipment Store Services. In quartile 1 there are 370 female staff and 50 male staff, an 88.1 to 11.9% gender split.
Quartile 4 has roles within the Senior Management Team, including in more traditional male roles such as IT and Finance, most Medical and Dental positions, Advanced and Specialist Practitioners, and the Executive Management Team. In quartile 4 there are 364 women and 56 men, equating to an 86.7% to 13.3% gender split.

Mean gender pay gap – ordinary pay
The mean gender pay gap is the difference in average hourly pay between female and male staff. For March 2021 this was 16.14%, this equates to £3.26. Men on average earn £3.26 more than women in our workforce. As stated above, this may be based on where they are positioned on the pay scale as per service and experience. 
Our mean gender pay gap has improved, but we know there is work still to do to better understand and close this gap. Whilst our analysis shows that our results are impacted by the numbers and percentages of male staff who are higher earners when compared to the overall workforce breakdown, what we are working on are actions to better understand if there are there any barriers to progression for female staff. To do this we will be engaging with staff as part of our talent management and succession planning frameworks. This will include a review of successful appointments into higher paid roles as part of our recruitment and retention work.
We are currently looking at our competency frameworks to support career progression and workforce planning will focus on skills mix. 

Median gender pay gap – ordinary pay
The median gender pay gap is the difference in the mid-point of the two quartile lists. 
For March 2021 this was 2.37% or £0.38. Again, this has been an improvement on the previous year’s results.
Bonus gender pay gap
Bonus pay for the Trust refers to Clinical Excellence Awards – this is a national scheme that recognises and rewards consultants who contribute most to the delivery of safe and high-quality care to patients, and to continuous improvement of NHS services. This is awarded annually based on a full year, April to March, and is determined by a panel convened to review applications made.
Our bonus pay figure for March 2021 was -100%. This means that only female staff received bonus pay in the relevant period, there was no gender pay gap with men.

Whilst we have reported via the Government website we are unable to give further details in this report as staff numbers are below 10 and therefore potentially person identifiable. This follows Data Protection Act 2018 guidance.
Why is there a gender pay gap?
Our understanding is that the gender pay gap in Bridgewater exists as a result of the difference in gender across some staff groups, i.e. medical and dental, and senior management/executive teams, and in the overall quartile breakdowns, particularly in quartile 4. 
The Medical and Dental workforce while small does not represent the overall Trust gender profile with a much higher percentage of male staff, all of whom are within quartile 4, the highest pay quartile. While this is reflective of qualifications and experience, and also of general gender profiles in this workforce, it does affect overall Trust results. 
Similarly for Senior Management and Executive Management Teams, we have more female staff. The difference in representation of men when compared to lower pay bands, and the wider range of hourly rates in quartile 4 impacts on our results.
In the quartiles, as can be seen later in the report, there is a much higher percentage of male staff in quartile 4 - a third of male staff are in quartile 4 compared to a quarter of female staff. The difference in hourly rate across quartile 4 is also much greater than in quartiles 1 to 3. This affects the mean results particularly, with the mean result showing a larger gender pay gap as the highest salaries for men in quartile 4 shift the average hourly pay upwards. 
For the median result the buffering effect of Agenda for Change banding we believe results in a lower figure – again the small number of male staff and numbers of men in quartile 4 move the mid-point up when compared to women, but not as significantly. 
As stated earlier, we apply the NHS Agenda for Change Job Evaluation Scheme and associated pay scales for the majority of our workforce. We are aware that the aim of the pay system is to ensure that staff are paid equal pay for equal or equivalent work. That said, as the pay system is based on length of service and experience, the actual hourly rate can vary based on where within a pay band a staff member sits, based on experience, qualifications, and length of service. All three are recognised over time with progression up the pay band. 
Our analysis of length of service did not identify any disparity between male and female staff, but we do know that traditionally women are more likely to take a break in employment to undertake the raising of a family or to care for loved ones who through frailty, disability, or illness need extra support. This could impact on the starting earning potential of those returning to the workplace after a career break.  There are national policies on such breaks from service.
Most of our workforce are within Agenda for Change pay bands 3 and 7. That equates to 1,339 members of staff. The numbers of these staff, and their respective length of service will mean that these pay bands are spread across all four quartiles, with the smaller number of Band 8a and above staff appearing in quartile 4.  As the pay band increases beyond band 7 the percentage of male staff increases. Though small in number this has an impact on hourly rates and the gender pay gap. 
Gender Pay Gap Results – 31 March 2021
Overall workforce figures
Table 1 below shows total female and male staff employed in March 2019, 2020, and 2021. 
Table 1: Overall workforce by gender and year (showing total and percentage)

	
	March 2019
	March 2020
	March 2021

	Female
	2,614

(91.05%)
	1,601

(90.9%)
	1,523

(90.65%)

	Male
	257

(8.95%)
	160

(9.1%)
	157

(9.35%)

	Total
	2,871
	1,761
	1,680


As can be seen Bridgewater has seen a reduction in staff over the last few years, reflective of the changing landscape of the NHS as services are subject to procurement processes and reconfigured into Integrated Care Systems at place/borough level. There have been small fluctuations in the percentage of male to female staff, but this has remained around 90.5% to 91.0% female. 
NHS Employers data shows an overall NHS gender profile in England of 23% male to 77% female. As a Community Trust, we reflect traditional gender representation in the staffing groups and role types such as Community Matrons, District Nurses, Health Visitors, and School Nurses. 
We are working hard and are committed to to increasing diversity across our workforce, including the promotion of nursing, midwifery, and health care support worker roles to potential male (and transgender, non-binary, and other gender identity) applicants.  In 2021 we recruited to a number of Healthcare Support Worker Apprenticeship roles that saw a greater diversity of applicants. This was a recruitment campaign that we received a national Nursing Times Award for in 2021 – Best Recruitment Experience. 
Our Medical and Dental, and Board level executive workforce are small in numbers, but show a significant difference in gender breakdown, as can be seen in table 2 below:

Table 2: Workforce gender breakdown by staff group at March 2021 (percentage)

	March 2021
	Female (%)
	Male (%)

	Overall Workforce
	90.65
	9.35

	Agenda for Change Workforce
	91.35
	8.65

	Medical and Dental Workforce
	81.11
	18.89

	Very Senior Managers
	57.14
	42.86


Quartile figures
Our first figure shows the breakdown of female and male staff by quartile at March 2019 to March 2021, that is the percentage of female to male staff in each of four groups based on hourly rate of pay on 31st March; the higher percentage of male staff in quartiles 1 and 4 can be seen.
Figure 1: Quartile breakdown of staff by gender from 2019 to 2021 (percentage)
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It can be seen in this image that the overall percentages of female and male staff have remained largely the same over three years of reporting. There have been small changes but not significant. Actual numbers are detailed in table 3 below:
Table 3: Quartile breakdown of staff by gender from March 2019 to March 2021 (totals)

	
	March 2019
	March 2020
	March 2021

	
	Female
	Male
	Female
	Male
	Female
	Male

	1
	660
	57
	397
	44
	370
	50

	2
	621
	61
	416
	24
	397
	23

	3
	626
	42
	415
	25
	392
	28

	4
	707
	97
	373
	67
	364
	56

	Average
	654
	64
	400
	40
	381
	39


Looking at roles in quartile 1, we found staff in administrative, technician, healthcare assistant, and apprentice roles. Looking at the other end of the scale at quartile 4 we found the Medical and Dental roles, such as consultants, and senior dental officers, along with the executive and senior management team. In both quartiles there are a significant number of female staff, but the percentages show a slightly higher figure for men than in quartiles 2 and 3 and the average overall.
Mean and median gender pay gap – ordinary pay

Mean gender pay gap results March 2021
The mean gender pay gap for ordinary pay is the difference in the average hourly pay paid to men and women employed by the Trust. 

To work out the mean gender pay gap result the hourly rate of pay for each relevant member of staff must be calculated. The total hourly pay for all women is then added together and divided by the total number of female staff, and the same calculation done for male staff; this gives the two mean hourly pay rates to compare.

As at 31 March 2021 we had a mean gender pay gap of 16.14% or £3.26.  
As can be seen in the table below this was an improvement in the results from 31 March 2020 of 9.21% or £2.30 per hour.
Table 4: Mean gender pay gap results from March 2019 to March 2021 (shown as percentage and cost)
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For ease in figure 2 we have given a visual representation of the last three years results also:
Figure 2: Mean gender pay gap results from March 2019 to March 2021 (shown as percentages and cost)
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While the improvement in these figures is pleasing, we acknowledge that this means that women in the Trust still earn, on average, £3.26 less than men. As we have endeavoured to explain throughout this report, we understand that this is a result of differences in gender profile in some staff groups, and in gender breakdown as a result in quartile 4.
Median gender pay gap results March 2021
The median gender pay gap is calculated by listing the hourly rate of pay for all staff by male/female and then from lowest to highest salary. The mid-point of each list provides the median hourly rate and the difference between these two gives the median gender pay gap.
As at March 2021 our median gender pay gap was 2.37% or £0.38. This is a good improvement of 6.82% or £1.18 on 2020, as can be seen in the table to follow. 

Table 5: Median gender pay gap results from March 2019 to March 2021 (shown as percentage and cost)
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Again, for ease we have shown the last three years results in visual format also:
Figure 3: Median gender pay gap results from March 2019 to March 2021 (shown as percentage and cost)
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As we undertook our analysis of the gender pay gap results for March 2021, we looked at gender pay gaps across quartiles and staff groups. This allowed us to see some real differences by staff group and by quartile. 

The Medical and Dental workforce showed a smaller mean pay gap percentage to the overall result, but a higher actual difference in cost, and a much higher median gender pay gap result. Even with two female staff members in quartile 3, there a greater number of men on higher salaries in this workforce.
The non-Medical and Dental workforce was very different; the mean figure was below the Trust’s overall result and the actual cost was much lower. There was no median pay gap for non-Medical and Dental staffing. This could be where the mid-point fell within the hourly rate range for this staff group.

The quartile data varied by mean and median, with some areas showing a positive result for women, particularly in the median result in quartile 4. The mean in quartile 4 however was significantly above that for the overall Trust. 
The hourly rate range full results can be seen in the table below:

Table 6: Summary of gender pay gap results at staff group and quartile level (showing percentage and cost), and difference in hourly rate range for quartiles
	March 2021
	Mean GPG %
	Mean GPG £
	Median GPG %
	Median GPG £
	

	Staff Group:
	

	Medical and Dental staff group
	12.41
	4.98
	14.74
	5.86
	

	Non-Medical and Dental staff group
	9.87
	1.75
	0.00
	0.00
	

	Quartile:
	Hourly Rate Range Difference

	1
	-2.22
	-0.23
	-4.24
	-0.44
	5.33

	2
	0.26
	0.03
	-4.63
	-0.59
	3.88

	3
	-0.44
	-0.08
	0.29
	0.05
	3.72

	4
	20.77
	6.85
	-17.44
	-3.38
	61.07


In summary, our analysis showed that whilst female staff are well represented at every level across the Trust, including at executive level, the differences in staffing breakdown in Medical and Dental particularly, but also in senior management roles above Agenda for Change Band 8a shifted results towards a negative gender pay gap result for both mean and median.  
Bonus pay gender pay gap results

Our last figures relate to bonus pay. In Bridgewater all bonus pay within the relevant pay period was for Clinical Excellence Awards, a national scheme that recognises and rewards the Consultants who contribute most to the delivery of safe and high quality care to patients, and to continuous improvement of NHS services. 
In the reporting period April 2019 to March 2020 only female staff were awarded a Clinical Excellence Award. This means that we don’t have a bonus gender pay gap in this reporting period.
Within this report we haven’t published the proportion or numbers of staff receiving bonus pay for the period. This decision has been made in line with the Data Protection Act 2018 – as a collective total the numbers are below 10, too low to report without the potential for personal identification. In line with reporting requirements we have reported this figure to the Government via the online reporting tool.

Our Action Plan
In 2021 we made the decision to consolidate all equality action plans into one overarching plan that mapped to the NHS People Plan, Gender Pay Gap, Workforce Race and Disability Equality Standards, and Equality Delivery System 2. 

This action plan underpins the Trust’s strategic objective for equality and overarching Equality, Diversity, and Inclusion Strategy.

This has made the monitoring and review of progress more effective and streamlined. The action plan is reviewed regularly through the Trust’s governance structure and is updated annually in March/April as mandatory equality reporting is completed for the year.

All documents, including the Equality, Diversity, and Inclusion Strategy, Six High Impact Areas Action Plan, and Gender Pay Gap reports can be viewed on our website at the link below:
https://bridgewater.nhs.uk/aboutus/equalitydiversity/equalityact2010/   
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