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Gender Pay Gap Report 2024

Humber Teaching NHS Foundation Trust


1. Executive Summary
Based on a snapshot date of 31 March 2024, the Trust has a mean gender pay gap of 9.84%; this is a significant improvement on the previous year's figure of 12.4% and represents a year-on-year improvement since the first gender pay gap report in 2018.
The Trust compares well to the national mean pay gap figure for 2024, which is 18.1%, which is a 7.5% increase from the previous year. 
The median gender pay gap is 0.56%, a significant improvement on the previous year's figure of 6%. The Trust compares well to the national median pay gap figure of 17.3%, a 3.2% increase from the prior year.
The difference between mean hourly pay between men and women is as follows:
· Female Staff: £18.42
· Male Staff: £20.29
Areas for Assurance:
· The gender pay gap of 9.84% is the lowest the Trust has ever reported
· The median gender pay gap of 0.56% is also the lowest the Trust has ever reported
· The number of men in quartile 2 – the upper-lower quartile – has increased
· The number of men in quartile 4 – the upper-higher quartile – has decreased
· The Trust’s mean and median gender pay gaps are amongst the lowest in the system
1. Introduction
The government mandates that organisations with 250 or more employees report annually on their gender pay gap. The mandate in the Equality Act 2010 (Gender Pay Gap Information) Regulations 2017 requires them to publish information related to pay for six specific measures, as detailed in this report. 
The intention behind pay gap reporting is to direct organisational attention toward taking action to reduce inequalities. This approach brings to life our commitments from the People Promise. It focuses efforts on enhancing staff experiences within our workplace, improving retention, and making the NHS the best place to work. Evidence shows that disparities in pay have a lasting socioeconomic impact on staff.
This gender pay gap report is a snapshot as of 31 March 2024.  It provides an overview of the gender pay gap in both organisational performances.

As of 31 March 2024, Humber Teaching NHS Foundation Trust had a workforce of 3667 substantive staff, of whom 79.08% were female (up from last year's figure of 78.79%), and 20.92% were male (down from last year's figure of 21.21%). 

This aligns closely with national NHS figures, which indicate that 76.7% of employees are female. For this report, we will use electronic staff record (ESR) data to conduct our analysis, relying on staff to report their protected characteristics through ESR (via ESR self-service).
2. What is our gender pay gap?
The gender pay gap reporting is based on the government’s methodology for calculating the difference in pay between female and male employees, focusing on the full-pay relevant employees of Humber Teaching NHS Foundation Trust.
‘Equal pay’ refers to receiving the same compensation for the same or similar work. The term ‘pay gap’ describes the difference in average earnings between two groups.
As of 31 March 2024, Humber Teaching NHS Foundation Trust had a workforce of 3667 substantive staff, of whom 79.08% were female (up from last year's figure of 78.79%), and 20.92% were male (down from last year's figure of 21.21%). 

This was an increase of 0.29% in female staff in the organisation as a whole - a slight decline from the previous year's growth of 0.5%

The gender pay gap trend for Humber Teaching NHS Foundation Trust is improving. The mean gender pay gap was 12.9% in 2018, rising to 13.2% in 2022 and dropping to 9.84% in 2024. 

Overall, at Humber Teaching NHS Foundation Trust, women occupied 75.68% of the highest-paid jobs, an increase of 0.65% on the previous year, and 80.24 % of the lowest-paid jobs, a decline of 0.2%. Men occupied 24.32% of the highest-paid jobs, a decline of 0.65%, and 19.76% of the lowest-paid jobs, an increase of 0.2%.

A significant driver of the pay gap is the smaller proportion of men in lower pay bands relative to their share of the overall population. However, we can see that there has been an improvement in the number of men working in lower bandings and of women working in higher bandings.  
Our reduced gender pay gap indicates success in our operational work, specifically in increasing the proportion of men in the organisation. We will continue the focus on creating pay equity across pay bands.
3 Clinical Excellence Awards
The Clinical Excellence Awards (CEAs) were nationally recognised discretionary payments awarded to clinical colleagues who have contributed exceptional clinical skills and expertise to improving the quality of care in the NHS. The scheme has now ceased, and therefore, no further awards will be granted. The final CEA payment, which was equally distributed to all the qualifying medical staff, was paid before 31 March 2024. Still, existing awards remain, which affect 11 medical staff, and will continue to be reported in the following year.
The only people reported to have received bonus pay are medical staff who have received Clinical Excellence Awards. The bonus pay was distributed equally among 33 medical staff members, comprising 18 men and 15 women.
3.1 What is the bonus gender pay gap?

These two calculations illustrate the proportion of male and female employees who received bonus pay. This calculation is performed for males by dividing the number of males who received bonus pay during the qualifying period by the total number of male employees and multiplying by 100. For females, this calculation is performed by dividing the number of females who received bonus pay during the qualifying period by the total number of female employees and multiplying by 100. 

• The proportion of males receiving a bonus (18) payment is 2.5%, an increase on last year’s 1.26%
• The proportion of females receiving a bonus (15) payment is 0.5%, an increase on last year’s 0.26% 

The difference in the figures can be explained by the high proportion of females in the organisation. However, the number of staff receiving bonuses is still very low.
4. What is the proportion of men and women in each pay quartile?
Overall, at Humber Teaching NHS Foundation Trust, women occupied 75.68% of the highest-paid jobs (upper quartile). The national population of women in England and Wales is 51%. However, most (80.24%) employees at Humber Teaching NHS Foundation Trust in lower-quartile (lowest-paid) jobs were women, reflecting that male employees were more highly represented in higher-paid jobs.
5. Addressing the gender pay gap
We aim to continue reducing our gender pay gap year on year with the intention of creating greater equality in our pay framework.
Reducing our gender pay gap implies increasing the proportion of men in the organisation and continuing the focus on creating pay equity across pay bands.
Effective policies for closing the gender pay gap seek to address factors and barriers common to all women (such as the number in lower-grade jobs with lower pay) and target inequalities faced by women belonging to specific groups based on characteristics such as ethnicity, age, and profession.
We have implemented a number of actions over the last year that have contributed to reducing our gender pay gap:
	No
	Action
	Progress

	1
	Progress the Trusts Equality in Action plan - Breaking barriers for women's advancement - a gender equality initiative
	A working group was established to progress this initiative, with all actions met and reported to the Board via the EDI assurance report

	2
	Develop a Big Conversation for International Women’s Day on March 8th, 2025, that provides staff experience of the Trusts coaching, mentoring and Leadership development programmes 
	The OD team has developed this work into a Big OD Conversation event and a series of workshops across the year. Paper approved at Board - Due to start in Spring 2025

	3
	Roll out the planned structured programme that builds on the existing PROUD developments and provides people leaders across the Trust with a platform for continuing professional development (CPD) 
	The PROUD Leadership Programmes were introduced in 2020. Since then, they have been brought in-house and redeveloped. We have seen 265 staff complete our programme for band 3 – 7 staff, 54 are currently undertaking the programme, and 100 staff are awaiting a place in the next cohort. Similarly, our PROUD Senior Leadership Programme for those above band 8a has seen 93 of our senior leaders complete the programme, with 30 awaiting a place in the next cohort.

	4
	Development of a PROUD Alumni where leaders are recognised for their achievements, receive a graduation pack after completing the PROUD leadership programme and have access to further learning and development.
	The Trust has introduced a PROUD Alumni Programme to support continuous professional development. With 265 alumni staff members, a series of workshops are planned for the year, culminating in a Leadership Conference in November 2025.

	5. 
	Embed and build upon the succession planning model to balance the promotion, succession planning and development opportunities for female leaders.
	This gender pay gap report demonstrates that we are reducing the gender pay gap despite national rises. We have also seen an improvement in the number of women progressing in the highest pay bands, providing opportunities for female leaders.



Moving forward into 2025/26 we propose to take further action in the forthcoming year to reduce our pay gap by:
	No
	Driver
	Action

	1
	Encouraging, promoting and supporting flexible working arrangements in senior roles
	· Use the Carers Working group or peer Support Group to create an atmosphere where all staff feel valued and welcome, especially regarding caring responsibilities.

	2
	Make senior jobs more accessible to women 
	· Promote flexible working to appeal more to men to increase the percentage of men that work less than full-time, encouraging equal sharing of caring responsibilities, reducing the stigma for men and reducing the number of women obliged to choose less than full-time working to accommodate caring responsibilities.

· Continue to leverage PROUD leadership and Alumni development programmes to develop staff and increase the appointment of a more balanced senior workforce.

	3
	Succession planning 
	· Further embed and build upon the succession planning model to provide balance in the promotion, succession planning and development opportunities for females into more senior roles and making lower banded NHS roles appealing to men



6. Definitions, assumptions, and scope
This report contains all employee data extracted from Humber Teaching NHS Foundation Trust’s ESR system, presenting a snapshot as of 31 March 2024. The reporting period extends from 1 April 2023 to 31 March 2024. The hourly rate is calculated using base pay, allowances, and bonus pay (where applicable).

Table 1: Definitions

	Keyword
	Definition

	Pay gap
	The difference in the average pay between the two groups.

	Mean gap
	Difference between the mean hourly rate for female and male employees. Mean is the sum of the values divided by the number of values.

	Median gap
	Difference between the median hourly rate of pay for female and male employees. The median is the middle value in a sorted list of values. It is the middle value of the pay distribution, such that 50% of employees earn more than the median and 50% earn less than the median.

	Mean bonus gap
	Difference between the mean bonus paid to female and male employees. Mean is the sum of the values divided by the number of values.

	Median bonus gap
	Difference between the median bonus pay paid to female and male employees. The median is the middle value in a sorted list of values. It is the middle value of the bonus pay distribution, such that 50% of employees earn more than the median and 50% earn less than the median.

	Bonus proportions
	Proportions of female employees who were paid a bonus, and the proportions of male employees who were paid a bonus.

	Quartile pay bands
	Proportions of female and male employees in the lower, lower middle, upper middle and upper quartile pay bands. A quartile is the value that divides a list of numbers into quartiles.

	Equal pay
	Being paid equally for the same/similar work.
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