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A report detailing West Hertfordshire Hospitals NHS Trust’s Gender Pay Gap information as
required by the Equality Act 2010 (Gender Pay  Gap Information) Regulations 2017.
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Under new legislation that came into force in April 2017,

UK employers with more than 250 employees are

required to publish their gender pay gap. 

In this report we seek not only to comply with the legal

requirements to publish gender pay gap information, but

more importantly to be transparent around other issues

which may impact upon gender in our workplace.

Consequently this report contains additional areas of

analysis such as promotion data, recruitment conversion

rates and NHS staff survey findings which are over and

above the requirements set out by the regulatory

requirements.  

Equal treatment of men and women is not just the right

thing to do – it is also good for our patients and staff.

Only through having a welcoming and diverse workforce

will we attract the broadest pool of talent to our

organisation. I am pleased that our gender equality pay

statistics compare favourably to many benchmarks,

including the Office for National Statistics national

statistics. However there is no room for complacency. 

We need to ensure that our workplace is one where both

men and women are able to fulfil their potential and are

rewarded fairly and equitably.

Foreword

Paul da Gama

Director of Human Resources and

Organisational Development

Page

I want West Herts NHS Trust to be an organisation that

allows everyone to be able to build and sustain a

successful career. 

The Trust is committed to reporting the gender pay gap

and the progress that it is making. I am delighted to share

the first Gender pay gap report 2017 with you.
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1. Introduction 

West Hertfordshire Hospitals NHS Trust is required by law

to carry out Gender pay reporting under the Equality

Act 2010 (Gender Pay Gap Information) Regulations

2017. This involves analysing data to show the difference

between the average earnings of men and women in our

organisation. 

The regulations require organisations to make six

calculations such as the average gender pay gap as a

mean and median average, the mean and median bonus

gap, and the proportion of males and females divided

into four groups from lowest to highest pay. On 31March

2017 the Trust employed 4,662 staff (992 male and

3,670 female). Of these staff 4,425 met the criteria to be

included in the Gender pay gap report.

This report shows the difference in the average pay

between all male and female staff in the Trust workforce

as at 31 March 2017. Steps will be taken, where possible,

to minimise or readdress any identified inequities going

forward.

2. Gender pay gap reporting 
    requirements

A wide definition of 'who counts' as an employee is used,
for example, self-employed people and agency workers.

Our duty is to publish data on the following 
six calculations:

Salary 
1. The mean (average) pay gap.
2. The median pay gap.
3. The proportion of male and female employees in each 
    salary quartile band.

Bonus
4. The mean bonus pay gap.
5. The median bonus pay gap.
6. The proportion of male and female employees 
    receiving a bonus payment.

In addition to the above, this report contains
data analysis for the following areas: 
•  Breakdown of bonus payments for Consultant body

•  Breakdown of pay gap by staff group

3. Statutory disclosures - 
    Gender pay gap figures 

The gender pay gap shows the difference between the
average (mean or median) earnings of men and women.
A positive percentage (eg, 1%) indicates that female
employees have lower ordinary pay or bonuses than male
employees. A negative percentage (eg, 1%) indicates that
male employees have lower ordinary pay or bonuses than
female employees.

The data is taken from a snapshot of earnings
on 31 March 2017.

1. Mean gender pay gap. This shows that the gender pay
    gap for average earnings is 14.9%, ie, women earn 
    14.9% less than men.

This compares favourably to the Office for National
Statistics estimate for the national gender pay gap mean
which is 17.4%. 

2. The gender pay gap for median earnings is 8%.

This compares favourably to the Office for National
Statistics estimate for the national gender pay gap
median which is 18.4%. 

Figure 1:

Gender
Average hourly

rate
Median hourly rate

Male 17.6117 14.5534

Female 14.9869 13.3849

Difference 2.6248 1.1685

Pay gap (%) 14.9     8

•  Breakdown of pay gap by Agenda for Change 

    (AfC)  banding. 

The results will be used to:
•  Assess the levels of gender equality in our workplace

•  Assess the balance of male and female employees at 

    different levels

•  Assess how effectively talent is being maximised 

    and rewarded.
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3. The proportion of females / males in each quartile pay 

    band is set out below:

Figure 2:

Quartile Female Male Female (%) Male (%)

1 lower
quartile

890 216 80.5 19.5

2 lower middle
quartile 

891 215 80.6 19.4

3 upper 
middle quartile

891 211 80.9 19.1

4 upper
quartile 

789 318 71.3 28.7

Overall gender
split

78.3 21.7

4. The mean bonus gender pay gap is 22.6%.

5. The median bonus gender pay gap is 34.4%.

Figure 3:

Gender Average pay Median pay

Male 14,450.64 11,934.30

Female 11,186.80 7,831.92

Difference 3,263.84 4,102.39

Pay gap (%)   22.6   34.4

6. The proportion of males receiving a bonus payment 

    is 7%.

The proportion of females receiving a bonus payment is

1%.

Figure 4:

Gender
Employees
paid bonus

Total relevant
employees

Bonus 
gap (%)

Male 38 3,742.00 7.04

Female 78 1,108.00 1.02

To help understand this gap we have carried out

additional data analysis. The above figures have been

calculated in line with regulatory requirements, with the

number of female employees paid a bonus being a

proportion of the Trust’s entire female workforce. This

calculation runs the risk of presenting a distorted picture

as the sole ‘bonus’ scheme run by the Trust is the Clinical

Excellence Awards scheme which is only open to our

consultant workforce.

Gender
Headcount
Consultants

% of Consultants
with bonus 

Male 152 51.32

Female 90 42.22

Grand total 242 47.93

When only staff eligible to receive a bonus, ie consultants

are looked at, this shows that 42.2% of female

consultants received a bonus compared to 51.3% of male

consultants. Whilst there is still a gap, it is a much

narrower one.

Figure 5:

In addition as the number of women within our

consultant body grows we anticipate that this gap will

narrow further. For example, the proportion of women

within our consultant workforce has grown from 31.6%

in 2008 to 37.2% of female consultants in 2018. 

Figure 6:

Year Female Male Total Female (%) Male (%)

2008 55 119 174 31.6 68.4

2013 72 128 200 36 64

2018 90 152 242 37.2 62.8

Additional information (non-statutory) 

The overall percentage difference for the average hourly

rate of pay is just under 15%. This calculation is based on

the average hourly rate for 3,465 female staff compared

to 960 male staff; because the average is calculated over

different numbers of staff (there are three and a half

times more female staff), some variance is to be 

expected.

Figure 7 presents the gender pay gap by staff group.

When looking at this data it shows that the greatest

differences are seen within administrative and clerical,

medical and dental and estates staff groups. It is

important to note that a higher proportion of men are

employed within higher banded roles within these groups

as compared to women. Within AfC banding distribution,

5.7% of females are employed on bands 8a – 9, 

while 10.7% of male employees work within these

bandings. Further work is required to understand why

there are more men in certain more senior roles than

women, not just the difference in pay when people reach

these roles.
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Main staff group
Avg. hourly rate

(%)

Overall gender split of workforce

Female (%) Male (%) 

Add Prof Scientific and Technic 
(eg Pharmacists Technicians)

4.36 72  28 

Additional Clinical Services 
(HCA's, health support workers)

0.63 79  21

Administrative and Clerical 22.29 82 18 

Allied Health Professionals (Occ Therapists, Physio's) 1.67 82 18 

Estates and Ancillary 22.91 79  21 

Healthcare Scientists (Pathology staff) 8.5 74  26

Medical and Dental 28.61 45  55 

Nursing and Midwifery Registered -12.61 89 11 

Figure 7:

When looking at individual AfC bandings, there are only

small gender differences in pay earnings and this is to be

expected as the salary range is fixed. It will vary slightly by

eg, point on the scale and salary sacrifice / child care

voucher deductions see figure 8.

Figure 8:

AfC band Female Male Difference Pay gap (%) Female Male Female (%) Male (%)

Band 1 £8.80 £10.08 £1.28 14.59 5 3 0.2 0.5

Band 1* £3.62 £3.41 -£5.21 -5.71 10 2 0.3 0.3

Band 2 £9.73 £10.07 £0.34 3.5 663 150 20.7 23.7

Band 3 £10.18 £10.21 £0.03 0.27 358 81 11.2 12.8

Band 4 £11.63 £11.36 -£0.27 -2.35 353 53 11 8.4

Band 5 £14.40 £14.22 -£0.18 -1.23 686 124 21.5 19.6

Band 6 £17.52 £17.14 -£0.38 -2.2 553 80 17.3 12.6

Band 7 £20.42 £20.48 £0.05 0.25 382 68 11.9 10.7

Band 8a £24.05 £23.13 -£0.92 -3.83 113 37 3.5 5.8

Band 8b £27.25 £27.13 -£0.12 -0.43 38 23 1.2 2.1

Band 8c £31.77 £34.15 £2.38 7.5 16 10 0.5 1.6

Band 8d £39.91 £40.03 £0.12 0.31 13 6 0.4 0.9

Band 9 £41.91 £46.85 -£1.05 -2.2 3 2 0.1 0.3

VSM £57.80 £61.60 £3.79 6.56 5 4 0.2 0.6

*local apprentice
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The Trust is an equal opportunity employer and employs

people solely on the basis of their merit, skills, aptitude

and attitude for the job. Our aim is to ensure all existing

and prospective employees are treated fairly and have

equal access to all employment opportunities.

The Trust collects and publishes equality monitoring

employment information on an annual basis in

accordance with the Equality Act 2010 in order to

monitor how people with protected charateristics fare as

job applicants and employees.

Promotions 

During April 2016 and March 2017 there were a total of

301 non medical internal appointments within the Trust

meaning 9.4% (297 staff) of the workforce were

appointed to a higher grade. A slightly higher proportion

of female employees were appointed than male

employees. This was the case in the previous financial

year also. 9.9% of the workforce was appointed to a

higher grade with a slightly higher proportion of female

employees than male employees.

Recruitment conversaton rate

Recruitment data for 2016/17 show a higher drop off in

percentages between short-listing to appointments for

men. Of all applications received for roles within the Trust

28.5% were from men with 16.8% of these applications

leading to eventual appointments. In contrast 71.3% of

applications were from women with 83.0% of these

resulting in women being offered roles.

Women in senior postions 

Our equality monitoring employment information shows

that the Trust’s distribution of the female workforce

across AfC Bands is similar to that of Bedfordshire and

Hertfordshire trusts. Our Executive Team is made up of

eight women and four men. See 2016 Public Sector

Equality Duty Report for further details. 

2016 NHS Staff Survey 

Of the nine key questions around staff experience and

equality listed in the table below, women fare better or

the same as men on six of these. 

•  The findings show a smaller percentage of women 

    reported experiencing discrimination at work in last 

    12 months

•  The same percentage of men and women believe the 

    organisation provides equal opportunities for career 

    progression / promotion

•  Women more satisfied with the opportunities for 

    flexible working patterns 

•  Smaller percentage of women report working 

    extra hours.

Figure 9:

Part-time working pattern

We continue to monitor part-time working across the

Trust. As at 31 March 2017, 67.9% of staff employed by

the trust were working full time and 32.1% were

employed on a part time basis. This is broadly similar to

last year’s figures: 66.4% full time and 33.6% part time.

There are more staff working part time in lower bands.

Bands 2, 6 and 5 have the highest number of staff

working on a part time basis.

Return to work following maternity leave 

Our return to work rate following maternity leave in

2016/17 was 82.46%. This information is monitored

annually. 

Key findings
2016

Females Males

KF1. Staff recommendation of the
organisation as a place to work or
receive treatment

3.67 3.65

KF14. Staff satisfaction with
resourcing and support

3.37 3.37

KF10. Support from immediate
managers 

3.82 3.93

KF11. Percentage appraised in last
12 months

87 88

KF20. Percentage experiencing
discrimination at work in last 
12 months

14 17

KF21. Percentage believing the
organisation provides equal
opportunities for career
progression / promotion

83 83

KF18. Percentage attending work in
last 3 months despite feeling
unwell because they felt pressure 

60 51

KF15. Percentage satisfied with the
opportunities for flexible working
patterns 

54 47

KF16. Percentage working extra
hours 

70 77

4. Promoting equality 

*2016 number of respondents 333 men and 1353 women. 
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Declaration

We confirm that West Hertfordshire Hospitals NHS Trust’s

gender pay gap calculations are accurate and meet the

requirements of the Regulations. The calculations, data

and assertions contained in this report have been fully

assured by the Patient and Staff Experience Committee.

We can confirm that the methodology provided in the

Equality Act 2010 (Gender Pay Gap Information)

Regulations 2017 has been applied. 

Paul da Gama

Director of Human Resources and 

Organisational Development

Appendix 1 
Terminology 

Gender pay gap

This is the difference between the average earnings of

men and women. This is expressed as a percentage of

men’s earnings.

Ordinary pay

This consists of basic pay, allowances, enhancements for

night / weekend working, maternity / paternity / adoption

leave pay, special leave, sick pay, study leave, high cost

area supplement, on-call allowance and any responsibility

allowances.

Bonus pay

Bonus payments are exclusively made up from Consultant

merit awards.

Mean

This is calculated by adding up all of the numbers and

dividing the result by how many numbers were in the list. 

Median

This is calculated by listing all of the numbers in

numerical order. If there is an odd number of results the

median is the middle number. If there is an even number

of results the median will be the average of the two

central numbers. 

Flexible working policy 

The flexible working policy sets out the Trust's approach

to flexible working arrangements which is in accordance

with the ACAS code of practice and guidance on

handling requests to work flexibly in a reasonable

manner.

Nursery 

The nursery offering longer hours 7am to 7pm and also

offering flexible places to accommodate changing shift

patterns.

Equal Opporunities Policy 

The Trust’s equal opportunities policy clealry sets out our

commitment to fairness, and guidelines on how to deal

with issues relating to equal opportunity and diversity. 

Equality Analysis for all workforce policies 

Equality analysis is a way of considering the effect on

different groups protected from discrimination by the

Equality Act, such as men and women. All Trust

workforce policies are subject to an Equality Analysis.

NHS Workforce Race Equality Standard (WRES)

The WRES is a tool to measure improvements in the

workforce with respect to Black and Minority Ethnic

(BME) staff.  Our latest WRES report and action plan 

are available to download here:

http://www.westhertshospitals.nhs.uk/about/equality.asp

NHS Equality Delivery System2 (EDS2) 

The Trust uses the NHS EDS2 tool to engage with

patients, the public and staff to review our equality

performance. The next grading assessment will take 

place in autumn 2018. The last assessment was

completed in 2015. 

Workforce Equality Forum (WEF)

The WEF was established in 2016 and is responsible for

steering and monitoring equality and diversity work

within the Trust. This group is chaired by the Director 

of HR and OD. The forum provides an annual report 

to the Trust board and the Patient and Staff 

Experience Committee.
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